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Abstract
Building on previous work investigating the impact of exposure to (a) records with 
traumatic potentialities and (b) interactions with donors and community researchers 
whose suffering is documented in the archives, this study sought to better under-
stand emotional aspects of archival work. Using a diary research methodology, 15 
archivists engaged in diary keeping for approximately four months. What emerged 
was a broad set of events and experiences that triggered a wide range of emotional 
responses arising from archival work. This included: pre-existing emotional states 
and characterological traits; emotional exchanges in the workplace with colleagues 
and others; emotional demands of the work (including emotion work and emotional 
labour); team and leader interactions arising from group tasks and leader behaviour; 
and organizational policies, climate, resources and demands. This broader set of 
interactional factors forms the foundation on which traumatic and other troubling 
events are encountered. Future research must consider the nature of archival organi-
zations and interactions within them that contribute to the overall working experi-
ence. In addition, archival organizations need to take responsibility for creating a 
culture that demonstrates respect and appreciation for workers, acknowledges the 
interpersonal challenges of the work, and provides supports for archivists who are 
shouldering the challenges.

Keywords  Emotions · Workplace · Archivists · Diary research · Archival 
organizations

Introduction

A relatively recent focus of scholarly work in the field of archives has surrounded 
emotional trauma in archivists arising from the engagement with records that 
immortalize human suffering (Nathan et  al. 2015; Regehr et  al. 2023; Sexton 
2019; Sloan et al. 2019). That is, “archivists tasked with designing and manag-
ing information systems that document horrific events in human history” (Nathan 
et al. 2015), p 92). Digital archivist Elvia Arroyo-Ramirez (2021) identified the 
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experience of “suspended grief, or grief experienced, witnessed, and re-lived 
throughout an archive… when processing collections about traumatic events 
and experiences.” Jo Moran-Ellis (1997) described a sense of “pain by proxy” 
when reflecting on her experiences as a researcher working with records of child 
sexual abuse. Others have identified intrusive thoughts, disturbed sleep, and feel-
ing compelled to share disturbing cases with unwilling relatives and friends as 
researchers reviewing suicide records in a coroner’s office for a research project 
(Fincham et al. 2008).

Research with archivists also demonstrates that interacting with, and support-
ing, traumatized individuals—donors and community researchers—whose lives are 
reflected in the archives can be rewarding, but also emotionally challenging. Jen-
nifer Douglas and Alexandra Alisauskas (2021), for instance, suggest that creating 
archives in collaboration with bereaved family members contributed to “grief work”, 
validating that a life existed or experience occurred, and presenting a way surviv-
ing family members could express love. In this way, Geoff Wexler and Linda Long 
contend that archivists serve as “guardians of a personal legacy” (Wexler and Long 
2009 p 485), a role bestowed on them by donors of deeply personal records (Regehr 
et al. 2022). Previous research has also suggested that community researchers who 
seek the assistance of archivists may be survivors of trauma, such as in the case of 
Indigenous researchers who are survivors of the residential school system in Canada 
(Regehr et al. 2022). These researchers may be seeking validation of their experi-
ences and memories, Michelle Caswell, Marika Cifor and Mario Ramirez have 
described this as “to suddenly discover yourself existing” (Caswell et  al. 2016, p 
56). In these cases, archivists may be in the role of bearing witness to disclosures of 
abuse and suffering and as a result experience their own emotions of shock and hor-
ror and profound senses of anger, sadness and at times despair (Regehr et al. 2022).

Research with a wide variety of occupational groups, more recently including 
archivists, has studied individual, event and organizational factors that contribute 
to an individual’s susceptibility or resilience to distress when exposed to traumatic 
stimuli in the workplace. This has included factors that are specific to the individual, 
including previous trauma exposure, resilience, optimism and coping styles (Col-
lins 2007; Dagan et al. 2015; Douglas et al. 2019; Jenkins and Baird 2002), and the 
existence of a personal network of social supports (Ennis and Home 2003; Marmar 
et al. 2006; Regehr 2009). Factors related to the traumatic exposure itself can influ-
ence trauma responses including: the nature of the content (Birze et al. 2023; Nathan 
et  al. 2015; Regehr et  al. 2022); the form it takes (Birze et  al. 2023; Polak et  al. 
2019), the intensity and length of exposure (Bober and Regehr 2006; Resnick et al. 
1992), and the degree to which it is personally meaningful (Douglas et  al. 2022; 
Regehr et  al. 2022, 2002). The nature of the organizational environment has also 
been found to mitigate emotional response to workplace trauma exposure includ-
ing factors such as workload, organizational climate, social support and supervision 
(Bell et al. 2003; Carpenter et al. 2013; Davis-Sacks et al. 1985; McFadden et al. 
2015; Sloan et al. 2019). When an organization is perceived to value the contribu-
tion of workers and support their well-being, workers are better able to cope with the 
emotional demands of the job and have better work–home life balance (Alfandari 
et al. 2022; Elpers and Westhuis 2008).
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The current study

The current study sought to build on previous work investigating the impact of 
exposure to (a) records with traumatic potentialities (Sexton 2019) and (b) inter-
actions with donors and community researchers whose suffering is documented in 
the archives. Using a diary research methodology, 15 archivists engaged in diary 
keeping for approximately four months, eight of whom participated in a previous 
interview study examining response to potentially traumatic events. Arising from 
previous research (Regehr et al. 2022, 2023), we expected that diary entries would 
focus on traumatic exposures, and subsequent emotional responses to these expo-
sures. What emerged, however, was a much broader set of events and experiences 
that triggered a wide range of emotional responses arising from archival work. This 
included emotions brought to the workplace from other personal experiences; emo-
tions arising from interactions with others including co-workers and managers; 
emotions arising from the work with records, community researchers, and donors; 
and emotions arising from the nature of the workplace itself. The diary data regard-
ing the nature of experiences that provoked emotions and the nature of emotions 
encountered caused us to expand beyond literature and conceptualizations of trauma 
in the workplace, and venture into the literature related to a wider set of emotions in 
the workplace.

The literature reveals that emotional responses in the workplace have both imme-
diate- and long-term effects, not only on the individual experiencing the emotional 
reactions, but also others, and the organization itself. For instance, negative emo-
tions in the workplace have been associated with counterproductive behaviours 
(Matta et  al. 2014), emotional exhaustion (Portoghese et  al. 2017) and burnout 
(Miller et al. 2007), and reduced overall performance (Weiss and Cropanzano 1996), 
whereas positive emotions are associated with having a sense of meaning, achieve-
ment (Miller et al. 2007), and well-being (Junça Silva et al. 2022), as well as engage-
ment (Junça Silva et al. 2022), job satisfaction, and commitment to the organization 
(Ashkanasy and Dorris 2017). This paper reports on this expanded view of emotions 
in the archival workplace and a reconceptualization of one model (Ashkanasy 2003) 
for understanding emotions in the workplace.

A model for understanding emotions in the workplace

Interest in emotions in the workplace arose in the 1920s and 1930s with the devel-
opment of new fields of study, industrial and organizational psychology which 
focussed among other things on individual differences among workers with respect 
to job satisfaction and motivation, and subsequently how this impacted performance 
and productivity. Researchers in the 1960 and 1970s by contrast focussed on charac-
teristics of the organization and the work, and the manner in which factors such as 
personal agency and organizational justice affected both workers and work (Weiss 
and Brief 2001). Integrating these various perspectives, organizational psycholo-
gist Neil Ashkanasy proposed a five-level model for understanding emotions in the 
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workplace ranging from that which resides within a particular employee; to that 
which represents interactions between individuals and within workplace groups; to 
that which are organization-wide, arising from the policies and culture of the organi-
zation (Ashkanasy 2003). This model is depicted in Fig. 1.

In Ashkanasy’s model, level 1 (within-person) refers both to the individual’s 
emotional response to specific workplace events and the individual’s overall mood 
which affects the perception of events, meaning attributed to events, that contribute 
to emotional response and resulting behaviours. The second level (between persons) 
refers to dispositional aspects of the individual and their emotional intelligence in 
interacting with others. This is then understood to influence the individual’s job sat-
isfaction and affective commitment to the organization. Level 3 (interpersonal) is 
described by Ashkanasy as the emotional exchange in interactions. This includes 
the notion of emotional labour required in the job, that is, when the emotion that 
the employee is required to convey by virtue of their role is inconsistent with that 
which is felt (Hochschild 1979, 1983). Level 4 (groups) is the emotional climate and 
rules of the group, and the way in which the leader manages emotional exchanges 
and models emotional expectations. Finally, level 5 (organization-wide) is the over-
all emotional climate of the organization, and policies which govern emotional 
responses (Ashkanasy and Dorris 2017). This model was used as a framework for 
organizing the data arising from diaries kept by archivists in this study. However, 
our analysis had led to a modification of the model to better reflect contextual factors 
in the workplace that influence emotional responses of archivists during their work-
ing days. This modification can be found in the discussion section.

Affective events theory (AET)

“Affective Events Theory focusses on the structure, causes, and consequences 
of affective experiences at work” (Weiss and Cropanzano 1996, p 11). From this 

5. Organiza�on-wide
- policies, requirement for emo�onal labour, 

emo�onal climate and culture

4. Group
- emo�onal contagion, leader-

member exchanges

3. Interpersonal 
- emo�onal labour, 

displayed vs felt emo�ons

2. Between Persons
- affec�ve 

commitment, job 
sa�sfac�on

1. Within-person
- descrete emo�ons, mood

Fig. 1   Five-level model of emotions in the organizations. Summarized from (Ashkanasy 2003)
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perspective, affective levels fluctuate over time and are influenced by a variety of 
factors some of which are internal to the individual, including pre-existing mood 
state and disposition; some of which are environmental, such as structure, policies 
and expectations of the organization; and some of which arise from interactions 
or “dynamic transaction[s]” (p 39) between the individual and the environment—
including other members of the organization. Howard Weiss and Russell Cropan-
zano suggest that in the short term, employee behaviour can be tied to emotional 
response to specific “emotion generating events” (p 31) in their workplace environ-
ment. In the longer term, emotional responses to affective events contribute to, or 
detract from, work-related attitudes (such as job satisfaction and commitment) and 
behaviours (overall performance).

Unlike the body of research that focuses on traumatic events in the workplace that 
might lead to post-traumatic stress reactions (APA 2013), AET explores the impact 
of daily micro-events (DME) in the workplace (Junça-Silva et al. 2023; Junça Silva 
et  al. 2022), what Lazarus (Lazarus 1986) earlier described as daily hassles that 
frustrate people at work. Often these events focus on issues arising from interactions 
with fellow employees or team members, managers or directors, other teams within 
the organization, or overarching organizational policies (Chacko and Conway 2019). 
But they also include technical and other frustrations, for instance in our increas-
ingly technical world, lost connectivity to networked resources (Chacko and Conway 
2019), increased complexity in steps to complete certain activities (Frintner et  al. 
2021; Privitera et  al. 2018), or systems that do not allow for sufficient flexibility 
to creatively address challenges. On the positive side, DME can also have positive 
effects on emotion (Rueff Lopes et al. 2017) resulting in “daily uplifts” which can 
contribute to increased work engagement and well-being (Junça Silva et al. 2022).

Diary methods in workplace emotions research

While perhaps less commonly used than interviews and focus groups (Milligan 
and Bartlett 2019), there is an established practice of using diary methodology to 
explore emotions arising from affective events in the workplace (Chacko and Con-
way 2019; Rueff Lopes et al. 2017). For instance, diary methods have been used to 
explore emotions associated with labour relations (Holman 2016; Poppleton et  al. 
2008; Tschan et al. 2005), workplace bullying (Rodríguez-Muñoz et al. 2022), work-
related stress (Bono et al. 2007; Clarkson and Hodgkinson 2007; Sonnentag et al. 
2008), the impact of workplace violence (Portoghese et al. 2017) and events that are 
perceived to be unfair (Barclay and Kiefer 2019; Matta et al. 2014). Solicited quali-
tative diary studies have also been used to study information seeking behaviours of 
archive and library users (Colosimo and Badia 2021; Kuhlthau 1991; Melssen 2012; 
Toms and Duff 2002), and emotional labour in library staff (Matteson et al. 2015).

Unlike studies of archival diaries (see, for example, Allport 1942; Thomas and 
Znaniecki 1920) in which research is conducted on pre-existing unsolicited diaries, 
the diary method of qualitative research often calls for solicited diaries constructed 
to evoke answers to specific research questions. Solicited diaries capture data 
from participants in situ, allowing for more spontaneous, immediate and naturally 
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contextualized data gathering as compared to traditional, retrospective research 
methods (Hyers 2018). Each entry in a diary study “is sedimented into a particu-
lar moment in time: they do not emerge ‘all at once’ as reflections on the past, but 
day by day strive to record an ever-changing present” (Plummer 1983), revealing, 
for instance, that the manner in which individuals cognitively frame the causes and 
consequences of workplace events shift from day to day (Clarkson and Hodgkin-
son 2007). Thus, solicited diaries are an excellent means to study subjective experi-
ences, emotions and affect in their everyday contexts.

Method

A total of 15 archivists kept diaries for four months. While participants were offered 
the option of submitting copies of handwritten notes, audio content, or completing 
online forms, all submitted online forms (with the exception of one handwritten 
entry). Diary keepers also completed a demographic form and signed an informed 
consent form before completing their first diary entry. Each diary keeper was offered 
a $200 honorarium prior to recording their first diary entry. This study was approved 
by the Human Subjects Research Ethics Board of University of Toronto.

Participants

Participants were recruited through two means: general invitations distributed 
through the Canadian archives listserve ARCAN-L (7 participants) and specific 
invitations to individuals who had participated in a previous study (8 participants). 
All participants worked as archivists, with job titles that included archives manager, 
archives coordinator and collections manager. Thirteen diary keepers worked full 
time, while two worked part-time. While all diary keepers indicated that their posi-
tions included working with records, the number of hours dedicated to this work 
varied from 50% (7 individuals) to 25% (1 individual). Working with archival 
researchers/users constituted more that 50% of their time for 4 participants, less than 
25% of their time for 9 participants, and none of their time for 1 participant. Only 
11 archivists worked with donors; 9 diary-keeper spent less than 10% of their work 
time occupied with donor-related tasks; and only 1 indicated more than 25% of their 
job involved this work. Other tasks ranging from less than 10% of their work to a 
high of 50% included staff management, meetings, committee work, website design, 
project work, software work, database design, outreach, teaching, metadata work, 
interpretation, access, acquisitions, working with colleagues, grant writing, budgets, 
exhibitions, and programming.

Data collection

Guidelines provided to participants requested that diary keepers complete a diary 
entry each day that they had a meaningful emotional response after working with 
records, supporting researchers, or working with donors. For each event recorded, 
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diary keepers were asked to describe: the event; who or what they were interact-
ing with when the event occurred; the feelings and reactions they encountered; and, 
if they shared the event with others, what reaction they received. In addition, par-
ticipants were asked to indicate which of a series of emotions or mood states they 
experienced (happiness, enthusiasm, optimism, anxiety, anger, irritation, depressed, 
bored, tired, relaxed, content, satisfied), rated as: not at all (0); a little (1); some (2); 
or a lot (3). The number of diary entries that each diary keeper recorded ranged from 
a low of 5 entries over the 4 months to a high of 67 entries, with an average of 19 
entries per diary. The amount of information in each entry also varied considerably. 
The number of words per diary ranged from a high of 7571 words per diary to a low 
of only 395 words with an average of 3260 words per diary.

Analysis

Diaries were subjected to line-by-line micro-analysis and coding, allowing research-
ers to interact with the data and examine emerging themes. The two senior research-
ers (one a professor of social work and one a professor of archival science) and 
two research assistants directly engaged in reading, analysing and coding of diaries 
(Strauss and Corbin 1998). Initial categorization was guided by the model for under-
standing emotions in organizations developed by Ashkanasy (2003). Within these 
broad categories, emerging themes and patterns were identified and categorized, fol-
lowed by determining interrelationships between the categories in an iterative and 
reflexive manner (Ben-Ari and Enosh 2011). Further conversations among research-
ers and with other experts allowed for the clarification of concepts and integration 
into an emerging theory (Glaser and Strauss 1967).

Results

While qualitative interviews have the benefit of collecting in-depth information 
around specific emotional encounters or experiences in the workplace, diaries allow 
researchers to see variations in emotion over a period of time. What is perhaps most 
striking in this diary study, is the variety of emotions identified by participants, 
which varied not only from entry to entry, but also co-existed on a particular day. 
Figures  2a–c depict specific emotions and emotional intensity identified by three 
participants. Participant 1, who created 30 diary entries, frequently reported high 
levels of enthusiasm, satisfaction, and optimism, interspersed with anxiety. Partici-
pant 6, who created 10 diary entries, expresses “a lot” of anger on one day, but hap-
piness, optimism, and enthusiasm on others. Whereas participant 12 created 6 diary 
entries, 5 of which expressed “some” or “a lot” of anger.

Affective events (Weiss and Cropanzano 1996) that were associated with “some” 
or “a lot” of anger or irritation were most likely to involve other members of the 
organization including colleagues (37%) and supervisors (12%), rather than events 
arising from work with donors and users (14%) and records (17%). The other cate-
gory in Fig. 3 includes: several members of the organization; individuals from other 
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Fig. 2   a–c Examples of emotional variation
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organizations; and other community members. On the other hand, affective events 
associated with happiness and enthusiasm most likely involved the nature of the 
work, with records and user/donors interactions representing 50% of the identified 
affective events. The other category in Fig.  4 most frequently reports interactions 
with members of the community. Supervisors were very infrequently associated 
with affective events associated with happiness and enthusiasm (2%).

Following a slightly modified approach to the five-level model of emotions in 
the workplace (Ashkanasy 2003), the remaining presentation of results is divided 
into the following sections: intra-individual emotions including personal issues 
brought to the workplace, pre-existing emotional states, and characterological traits; 

Fig. 3   Interactions Associated 
with “Some” or “A Lot” of 
Anger or Irritation

Colleague 
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Record 
17%

Supervisor 
12%

User/Donor
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Other 
20%

INTERACTIONS ASSOCIATED WITH 
"SOME" OR "A LOT" OF ANGER OR 

IRRITATION

Fig. 4   Interactions Associated 
with “Some” or “A Lot” of Hap-
piness or Enthusiasm
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Record 
28%

Other  
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"SOME" OR "A LOT" OF HAPPINESS OR 

ENTHUSIASM 
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emotional exchanges in the workplace including interactions with colleagues; emo-
tional demands of the work including emotional labour arising from working with 
troubling records, and working with researchers and donors; team and leader inter-
actions including group tasks and leader behaviour; and organizational influences 
such as policies, climate, resources and demands.

Intra‑individual emotions

Central to understanding emotion in the workplace are differences in the person 
encountering various experiences (McFarlane and Yehuda 1996; Miller et al. 2007; 
Regehr 2018). First, individuals encounter the workplace with pre-existing emo-
tional states arising from other aspects of their lives. For instance, one participant 
in the current study stated, “This is super personal, so I’ll only say so much, but I’ve 
been having a rough time at home and have had some news from my partner today 
that is upsetting and I feel quite angry about it.” Secondly, individuals experience 
more pervasive emotional states that may arise from personal life experiences, or the 
job itself. For instance, two individuals identified pervasive negative feelings “Anxi-
ety, overwhelm. It somehow feels normal in this job though.” “Just feeling the stress 
and feeling trapped and no control over my options.” Another identified pervasive 
positive feelings upon returning to work after an absence “it felt like a mixture of 
both hope and responsibility… and it felt like my heart felt full and warm when I 
came into the room.” This person further identified “The entire time, I kept being 
struck by the thought that I was so lucky to be able to do this kind of work: connect-
ing to the records and the person who painstakingly made them… It was intense to 
feel so happy…”.

These pre-existing and pervasive states can influence worker’s interpretations of 
events encountered in other spheres, such as the workplace. For instance, anxiety 
is associated with an increased likelihood of interpreting ambiguous stimuli, such 
as facial expressions or ambiguous words as threatening (Blanchette and Richards 
2003; Richards et al. 2002). Angry individuals tend to rely more on heuristics and 
stereotypes rather than consider a broader range of facts (Blanchette and Richards 
2010). These pervasive or pre-existing mood states can also influence an individu-
al’s appraisal of themselves, sometimes negatively. One participant observed their 
reactions to an affective event in the workplace: “Stress. Guilt. Fear that I had lost 
something through negligence. Regret that my actions might have caused this prob-
lem. Distrust of my own methodologies and memory. This emotional response is 
similar to what I have experienced in like circumstances.” Mood states can also 
impact positive self-appraisals as exemplified by the following quote: “satisfaction 
and confidence in my experience and ability. This sets me up nicely for getting intel-
lectual control of one or two other complex areas… I feel good at my job.”
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Emotional exchanges in the workplace

Frequently participants in this study documented positive emotional exchanges with 
others, such as colleagues: “Our conversation was motivating and reassuring. I felt 
very happy and elated with enthusiasm”; and “I felt satisfied, happy and optimistic”. 
Another described how interactions with a colleague extended positive feelings: “I 
felt happy… It did not last long. I texted a colleague who works at another institu-
tion, and she congratulated me, so that extended the moment.” Several participants 
expressed positive feelings in interactions with researchers and donors, for instance: 
“I was overjoyed to hear their kind words”.

Addressing shared challenges with others provoked positive feelings: “I felt 
happy and optimistic because I felt valuable and had something to contribute… I 
experience the same or similar emotions in similar situations when I am able to help 
a colleague, another student, or a donor” (D8); “Gratitude for my colleague’s work 
and linguistic ability.” Another described sharing frustrations regarding workload 
with a colleague: “My colleague and I have a good relationship so it feels good to 
vent with her.” Another shared a mistake she made: “My colleague’s support was 
a great comfort… Her support makes me want to be better, more understanding or 
empathic.”

At other times participants described negative emotions arising from interper-
sonal encounters. One participant stated: “I still feel very angry, sad, irritated, and 
frustrated. The level of anger has lessened since yesterday, but my irritability, sad-
ness, and frustration feels like it increased today.” (D7) Another recounted an emo-
tional encounter with a colleague as follows:

“He accused me of making political maneuvers… and instructed me to have 
my defenses ready for retaliation… I was completely bewildered and upset, so 
much so that I started crying during the call, and had a panic attack immedi-
ately afterwards.”

However, while negative examples of emotional interaction with colleagues were 
reflected in diaries, many of our participants also described the joy of one-to-one 
interpersonal encounters. These positive relationships may serve as a buffer against 
negative affective events encountered at other levels.

Emotional demands of work

In keeping with our original expectations regarding emotional implications of 
encounters with troubling records, and traumatized community researchers and 
donors, many of the diary entries related to these types of affective. Caswell and 
Cifor refer to “archivists as caregivers, bound to record creators, subjects, users and 
communities” (Caswell and Cifor 2016) (p 34). In this vein, one of the participants 
in this study indicated: “maybe my role as archivist (instead of gatekeeper or facili-
tator for information) is instead being a conduit of care, for the creator of records, 
those in the records, and those accessing the records”.
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Participants described working with records involving systemic injustice, as well 
as those containing depictions of individual abuse and violence. They described 
emotions that ranged from shock, to anticipatory anxiety, to anger, to sickened, and 
to sadness. Examples of emotional experiences working with records include:

“I felt a certain anxiety each time I grabbed a file knowing full well that there 
was a good chance I would come across photographs that were difficult to look 
at.”
“Just seeing his name on the boxes makes me feel anger; anger that we are lit-
erally sheltering an abuser in our vault.”

Previous research has suggested that traumatic emotions or other negative emo-
tions such as anger are not acknowledged or supported in the archival workplace, 
and thus they are often suppressed and experienced alone (Regehr et al. 2022).

In other cases, participants described emotional experiences when working with 
individuals who had endured hardship or traumatic experiences: “I experienced a 
range of emotions, including empathy for the difficult life experience of the Indig-
enous people who spoke to us”, and “Our donor is a survivor of the forced uprooting 
and dispossession of [people] during the Second World War… I had a lot of intense 
feelings of compassion, empathy, appreciation, and love for this donor.” These com-
passionate responses have previously been referred to as “emotional work” (Miller 
et al. 2007), p 325). Emotional work is central to the work of human service profes-
sionals who assist through establishing connections and listening to, and empathiz-
ing with, emotional stories of others.

Working with demanding community members and hiding feelings that might 
have emerged in the archivist is another form of response to affective events. One 
participant suggested: “I was definitely surprised [by the] sarcastic/negative response 
of the user… [but] my initial response of surprise/hurt dissipated when I realized 
what this person was trying to do… and I just brushed the email aside.” Another in 
reflecting on a message from a community member stated “Anxiety, irritation, and 
fear. I managed to send a cursory response in about 30 min and that alleviated some 
of the pressing anxiety”.

Collectively these experiences might be best understood as emotional labour, a 
concept presented by sociologist Arlie Russell Hochschild in her important book 
“The Managed Heart” (Hochschild 1983), referring to an individual’s efforts to reg-
ulate emotions in the workplace as may be required to effectively fulfil their roles 
and duties. Some have suggested that emotional labour is a necessary component of 
effective human service work, for instance, in the case of healthcare workers in cor-
rectional facilities showing compassion for someone who has committed a heinous 
crime (Guy et al. 2010). Inconsistency between emotion that must be displayed and 
that which is felt may result in dissonance. This dissonance has been associated with 
a number of negative outcomes including: self-estrangement or alienation, lowered 
sense of professionalism, poorer job satisfaction, exhaustion, burnout, and depres-
sion (Brotheridge and Lee 2002; Pugliesi 1999).

While affective events related to records with traumatic potentialities and trau-
matized individuals could indeed be taxing, also notable in the diaries was the joy 
and satisfaction arising from work with donors, researchers and records. Indeed, 
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participants were more likely to identify heightened happiness and enthusiasm aris-
ing from affective interactions with records, donors and users than interactions with 
others in the organization. As identified in previous research (Aton et  al. Unpub-
lished; Regehr et  al. 2022) participating archivists described profound satisfaction 
with the work, arising from the sense that they were contributing to social change, 
and were helping others find truth and perhaps resolution, at times easing the suffer-
ing of individuals. One participant wrote: “I was and still am, so full of joy and love 
for these dedicated elders”. Others commented: “Upon seeing her thrilled response 
to finding her family in our database, I was quite happy…I know that this is not just 
research for them, it’s personal. I know that information they find could potentially 
be life altering”; “I felt like I was appreciated, helpful, doing the right thing in the 
right place”.

Team and leader interactions

While Ashkanasy and Dorris (2017) focus on emotional contagion as a primary 
source of emotions in group interactions, our analysis of data in the current study 
focuses more on shared tasks and projects, or where behaviours or actions of group 
members influence the work of others. For instance, one participant observed:

“I often feel that archives work… is like being in charge of keeping a closet 
clean, but everyone in your neighborhood will show up unannounced and 
leave all of their dirty clothes and shoes (and old lightbulbs, etc.) in your closet 
when you’re not looking. It’s motivation for improving/standardizing proce-
dures and increasing training, but also just... exhausting”.

Another described their emotional response when a piece of deliberately placed 
equipment had been moved by a team member: “Anger and frustration. Fairly 
intense at first (my heart rate going up) and then dissipated as I sat down and tried to 
think about how I would speak to my director about it.” Another similarly described 
intense emotion related to a group interaction: “I was gaslit…I honestly was so 
angry I was shaking.” In another diary entry, this individual described feeling like a 
“punching bag” and being shown “blatant disrespect”.

On the other hand, group interactions can be highly positive. One participant 
reported “Joy, excitement, satisfaction, sense of belonging, united” in response to 
being with others. Another in describing a team problem-solving process reflected: 
“I felt overwhelmed with gratitude and optimism for what we might accomplish 
together.” A further participant described moving past a difficult situation as a 
group, and as a result they “felt really energized and ready to get into deeper and 
more difficult work that I have been putting off for weeks.”

Ashkanasy and Dorris (2017) suggest that leadership is “a social process that has 
a major effect on moods and feelings of team members” (p 78). Not only do leaders 
set the affective tone of a group or workplace, but in addition, a leader’s ability to 
manage negative emotions events is seen as key component of transformational lead-
ership (Ashkanasy and Tse 2000; Kim and Kim 2017). Research suggests that the 
behaviour of supervisors and other leaders in the organization can have a significant 
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moderating effect on emotion. For instance, employees in at least one study dem-
onstrate that employees experience fewer positive emotions when interacting with 
supervisors than with co-workers and members of the public and that supervisors 
with transformative leadership styles not only provoke more positive emotions in 
direct interactions between themselves and employees, but also employees and oth-
ers they encounter in the workday (Bono et al. 2007).

In the current study, 12% of recorded emotional events associated with anger and 
irritation involved negative interactions with managers, whereas only 2% of emo-
tional events associated with happiness and enthusiasm involved interactions with 
managers. The negative interactions described were often viewed to reflect a lack 
of respect for the participant’s knowledge, skills and time, and as noted earlier, pro-
voked feelings that included “anger, frustration and irritation”, anger and defeat, 
annoyed and irritated, and “quite an emotional outburst…I eventually did start to 
cry.” (D14) Overall, these interactions were seen to contribute to “Low morale, low 
value, low sense of valuable contributions to the team”.

Organizational influences on emotion

Emotional climate of an organization addresses the collective mood of organiza-
tional members and how they feel about each other their leaders (Ashkanasy and 
Härtel 2014). It is a function in large part of an organization’s policies and proce-
dures (Ashkanasy and Dorris 2017). In this study, organizational policies and pro-
cedures that influenced emotion fell into several categories. The first relates to over-
all stances on societal issues as exemplified by two participants’ reflections on their 
organization’s public stance on the question of abortion and contraception in the 
aftermath of the court ruling on Roe vs Wade:

“Extremely upset. Hurt, furious, devastated, despairing… the realization that 
my workplace had a very narrow idea of the “right” response so entirely out of 
line with my own made this significantly worse”.
“It teaches that contraception, abortion, and medical assistance in dying are 
not permissible. These ideas run completely counter to the prevailing ethos of 
Canadian society… The only action is to live with my emotional reaction…
and carry on archiving regardless”.

A second set of organizational factors relate to human resource policies and 
practices:

“We have a new collective agreement, which should be great but everything 
seems to be going wrong with it. None of us can get clear answers and it’s cre-
ating so much stress and uncertainty and draining our energy collectively and 
my energy specifically… I’m feeling so frustrated and exhausted and just tired 
overall”.
“The toxicity is [organization]-wide… The male bosses are misogynistic and 
there are occasions when some of the women, particularly the students do not 
feel safe or comfortable around the male boss”.
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Other organizational factors that provoked emotional responses might be best 
understood as procedures or technologies that impede archival work, such as secu-
rity access “my colleagues and I were unable to use our badges to access parts of 
the building”, or inadequate systems “I was consumed by rage at how byzantine and 
unintuitive it is to find literally anything in any of our archival finding aids”. Another 
participant reflected “The same type of frustration I feel when I help citizens caught 
in the bureaucratic meanderings of the [organization] and in the archives when 
they try to obtain documents they need, and I have to tell them no for bureaucratic 
reasons.”

The structure and volume of work also contributed to the emotional climate of 
the organization. People described feeling stressed about workload, and staffing lev-
els, “it’s all rooted in too few staff”, and as a result, at times “the amount of work is 
overwhelming” and “stress and anxiety are overriding my feelings of joy and excite-
ment for this project”. One person noted “One of my predecessors did not have the 
proper formation and left a mess—a large backlog—which, 9 years later, I am still 
victimized by and still cleaning up”.

Discussion

Building on earlier work on the emotional impact on archivists who engage with 
records that immortalize human suffering (Nathan et al. 2015; Regehr et al. 2023; 
Sexton 2019; Sloan et al. 2019), and with traumatized individuals whose lives are 
reflected in the archives (Douglas and Alisauskas 2021; Regehr et al. 2022; Wexler 
and Long 2009), the present study sought to better understand the emotional expe-
riences of archivists. Using diary methodology, 15 archivists recorded “emotion 
generating events” in their workplace (Weiss and Cropanzano 1996) (p 31). Unlike 
studies focussing on traumatic stress reactions to specific high-intensity events, this 
approach encourages people to reflect on daily micro-events that influence their 
immediate emotional state (Junça Silva et al. 2022) and cumulatively influence their 
work-related attitudes (job satisfaction and commitment) and behaviour (overall per-
formance) (Weiss and Cropanzano 1996).

The diaries of 15 archivists, each of which covered approximately four months 
of work, reported a wide range of emotions that fluctuated from day to day and that 
co-existed on any given day, providing data that went beyond that which might be 
elicited in qualitative interviews seeking to understand a particular set of experi-
ences. More intense emotions of happiness and enthusiasm arose from aspects of 
the work itself, interactions with records, researchers, donors, and members of the 
community. On the other hand, more intense emotions of anger or irritation tended 
to arise in interactions with other members of the organization.

The five-level model for understanding emotions in the workplace developed by 
Ashkanasy (2003) served as a useful framework for the analysis of the data con-
tained in the diaries. However, during the iterative process of analysis we adapted 
these categories to better fit the emotional experiences of archivists in this study. 
The modified model can be found in Fig. 5.
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In this new adaptation, Level 1—Intra-individual Emotions—refers to pre-
existing emotional states that arise from other aspects of an individual’s life, 
these may be related to recent life events (such as a family conflict), to pervad-
ing emotional states (such as depression), or characterological traits (generalized 
optimism). Katherine Miller and colleagues (2007) referred to these as “private 
emotions”. In this respect, these authors aptly cite Karl Weick (1969) as stating 
“[w]hole persons aren’t contained in boxes on organizational charts” (Miller et al. 
2007), p 237). These individual differences influence how workplace events are 
experienced and interpreted which subsequently influence emotional and behav-
ioural responses (Beck et al. 1985; Blanchette and Richards 2010; Regehr 2018).

Level 2—Emotional Exchanges in the Workplace—focuses on emotional 
exchanges with others in the organization, primarily co-workers. This level is 
distinct from the discussions of team and leadership interactions because inter-
actions are based on informal relationships rather than formal roles. Vincent 
Waldron suggested (Waldron 2000) that workplace relationships with colleagues 
influence emotions more than the work undertaken. Daily interactions with col-
leagues, also referred to as daily micro-events (Weiss and Cropanzano 1996), 
have the capacity to frustrate or anger individuals cumulatively undermining job 
satisfaction and commitment (Weiss and Cropanzano 1996). Indeed, colleague 
interactions were the most common source of anger and irritation among affective 
events reported in diaries. These daily interactions can serve also as an uplifts, 
enhancing the overall experience of work (Junça Silva et al. 2022). In this study, 
uplifts were evidenced by phrases that included gratitude for a co-worker’s con-
tribution, relief through sharing common stressors, and comfort from the support 
of others. On the other hand, interactions with co-workers can serve as “informal 
emotional enforcers of organizational culture, sanctioning some emotional dis-
plays and discouraging others” (Waldron 1994 p 407). This will be discussed in 
greater detail as we explore other levels of emotion in the workplace.

5. Organiza�onal Influences

4. Team and Leadership 
Interac�ons

3. Emo�onal Demands of 
Work

2. Emo�onal Exchanges in 
the Workplace

1. Intra-individual 
Emo�ons

Issues brought to work/ emo�onal 
states/ characterological traits

Emo�on inducing interac�ons with 
colleagues / emo�onal support

Policies/ emo�onal climate & 
requirements/ workload  

Shared tasks and experience / 
leader behaviour

Emo�onal labour/ emo�onal 
work/ records, donors, users

Fig. 5   Factors influencing emotional response in archival work. Adapted from (Ashkanasy 2003)
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Level 3—Emotional Demands of Work—has been described by various authors as 
having varying components, one of which is emotional labour (Hochschild 1979), 
and another of which is emotional work (Miller et  al. 2007). In both these cases, 
emotions are seen as a the work (Hochschild 1979), rather than a reaction to the 
work (Waldron 1994). As indicated earlier, emotional labour is understood as emo-
tion that must be displayed in order to achieve organizational goals. Originally 
Hochschild studied flight attendants, who must smile and be welcoming regardless 
of their own emotional state or the behaviour of customers. Archivists in the current 
study reflected this type of emotional demand when dealing with difficult donors, 
community researchers, or other community members. In these situations, they 
described allowing the feelings to subside before answering or brushing the feel-
ings aside. Over time, repeated experiences of dissonance between felt emotions and 
emotions that are expressed can result in a number of negative outcomes including 
burnout and depression (Brotheridge and Lee 2002; Pugliesi 1999). Emotional work, 
in contrast to emotional labour, involves authentic emotion (Miller et al. 2007). The 
compassion and empathy expressed can at times result in emotional trauma in the 
worker (Regehr et al. 2022); however, it can also lead to a profound sense of well-
being and joy as expressed by diary keepers in this study.

Level 4—Team and Leader Interactions—underlines the crucial role that leaders 
hold in setting the emotional tone of a working group and in supporting and validat-
ing workers (Ashkanasy and Dorris 2017; Waldron 2000). Important emotions pro-
voked by leader/employee interactions include pride, fear, and calming relief. Work-
ers become highly attuned to emotional cues displayed by their supervisors and on 
this basis determine whether to take risks in workplace (Waldron 1994), including 
innovating and improving processes and services. As has previously been reported 
(Bono et al. 2007), diary keepers in this study reported fewer positive emotions aris-
ing from interactions with leaders, than negative emotions. Often these negative 
interactions focused on a perceived lack of respect for the skills and knowledge of 
the archivist. Team member behaviours provoking negative emotions were similarly 
viewed as disrespectful. Incidents, such as moving a piece of equipment, represented 
daily micro-events—the emotional reactions to which suggested a more pervasive 
climate within the team. These collective experiences were seen to contribute to low 
morale and lower team cohesion.

Level 5—Organizational Influences—has been described as having two compo-
nents: (1) the cumulative effects of the other four levels reflecting various affective 
interactions throughout the organization and (2) overall policies reflecting values 
and expectations (Ashkanasy and Dorris 2017). In this study, organizational stances 
on societal issues such as abortion arose from the nature of the organization (for 
example, religious affiliations), and at times provoked dissonance with personal 
beliefs of employees. Human resource policies and practices were seen by some 
to reflect general disrespect of employees. Availability and allocation of resources 
resulted in perceptions of being overworked. All of these issues formed the founda-
tion within which other affective events were experienced and affected the responses 
that individuals reported. As noted earlier, organizational factors such as workload, 
organizational climate, social support and supervision (Bell et al. 2003; Carpenter 
et al. 2013; Davis-Sacks et al. 1985; McFadden et al. 2015; Sloan et al. 2019) can 
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significantly influence emotional response to affective events. When an organization 
is perceived to value the contribution of workers and support their well-being, work-
ers are better able to cope with the emotional demands of the job (Alfandari et al. 
2022; Elpers and Westhuis 2008).

Limitations

While the diary method has many strengths, capturing individual experiences tem-
porally close to the time when experiences occur, they also potentially suffer from 
ecological validity, that is, the degree to which findings can be generalized to other 
settings or individuals (DeLongis et al. 1992). Further, researchers are only privy to 
information that the individual has thought to provide at the moment, further con-
textualization is not possible, leading some researchers to recommend a combination 
of diary and interview methods (Spowart and Nairn 2014). In this respect, we are 
not able to situate experiences described within contextual factors of the organiza-
tion beyond what is deemed important by participants, this is particularly important 
given the span of organizations represented including religious organizations, com-
munities with shared histories, and governmental organizations rooted in a colonial 
past. Finally, the use of Ashkanasy’s model for understanding emotions in organiza-
tions provided a useful framework for organizing large amounts of data; however, 
the model was not a perfect fit; thus, we adapted the model, de-emphasizing ele-
ments that appeared less salient, such as emotional contagion, and adding new ele-
ments such as emotional interactions with donors, researchers and records.

Conclusion

A recent but growing body of scholarly work is focusing on the emotional toll on 
archivists of working with traumatizing collections and people who are research-
ing or preserving artefacts of their own traumatic histories (Arroyo-Ramírez 2021; 
Douglas and Alisauskas 2021; Nathan et  al. 2015; Sexton 2019). The increased 
knowledge in this area is critical (Gilliland and Caswell 2016) and is leading to new 
educational resources for archivists (Laurent and Wright 2020), and calls for organi-
zational policies and practices that acknowledge and support archivists in this work 
(Regehr et al. 2023; Sloan et al. 2019).

The current study sought to better understand the traumatic experiences of archi-
vists using a diary method of data collection, seeking to reveal reactions to traumatic 
events as they occurred, rather than exploring them through retrospective interviews. 
What emerged from the diaries was a wide range of emotional experiences, arising 
not only from interactions with traumatizing collections and traumatized people, but 
more frequently from what have been called daily micro-events (Rueff Lopes et al. 
2017), that is, every day interactions that can serve to provoke negative emotional 
responses or daily uplifts (Junça Silva et al. 2022).

Emotions evoked from encountering affective events are influenced by a number 
of factors that include: personal issues brought to the workplace, and an individual’s 
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pre-existing emotional state, and characterological traits; emotional exchanges in the 
workplace including interactions with colleagues; emotional demands of the work 
(emotion work and emotional labour); team and leader interactions including group 
tasks and leader behaviour; and organizational policies, climate, resources and 
demands. We would suggest that this broader set of interactional factors forms the 
foundation on which traumatic and other troubling events are encountered. Future 
research must consider the nature of archival organization and interactions within 
it that contribute to the overall working experience. In addition, given the critical 
influence played by organizational environments, archival organizations need to take 
responsibility for creating a culture that demonstrates respect and appreciation for 
workers, acknowledges the interpersonal challenges of the work, and provides sup-
ports for archivists who are shouldering the challenges.

Acknowledgements  This research was generously supported by a Grant from the Social Sciences and 
Humanities Research Council of Canada.

Funding  This research was generously supported by a Grant from the Social Sciences and Humanities 
Research Council of Canada.

Declarations 

Conflict of interest  The authors have no conflict of interest to declare.

Open Access   This article is licensed under a Creative Commons Attribution 4.0 International License, 
which permits use, sharing, adaptation, distribution and reproduction in any medium or format, as long as 
you give appropriate credit to the original author(s) and the source, provide a link to the Creative Com-
mons licence, and indicate if changes were made. The images or other third party material in this article 
are included in the article’s Creative Commons licence, unless indicated otherwise in a credit line to the 
material. If material is not included in the article’s Creative Commons licence and your intended use is 
not permitted by statutory regulation or exceeds the permitted use, you will need to obtain permission 
directly from the copyright holder. To view a copy of this licence, visit http://​creat​iveco​mmons.​org/​licen​
ses/​by/4.​0/.

References

Alfandari R, Enosh G, Tzafrir SS, Regehr C (2022) Understanding health outcomes following workplace 
aggression: a social exchange perspective. Health Soc Care Community 30(6):e3995–e4005

Allport GW (1942) The use of personal documents in psychological science. Soc Sci Res Council Bull
APA (2013) Diagnostic and statistical manual of mental disorders fifth edition (DSM 5). APA Press
Arroyo-Ramírez E (2021) Radical empathy in the context of suspended grief: an affective web of mutual 

loss. J Crit Libr Inf Stud 3(2)
Ashkanasy NM, Härtel CE (2014) Positive and negative affective climate and culture: The good, the bad, 

and the ugly
Ashkanasy NM, Tse B (2000) Transformational leadership as management of emotion: a conceptual 

review
Ashkanasy NM, Dorris AD (2017) Emotions in the workplace. Annu Rev Organ Psych Organ Behav 

4:67–90
Ashkanasy NM (2003) Emotions in organizations: a multi-level perspective. In: Multi-level issues in 

organizational behavior and strategy, vol 2. Emerald Group Publishing Limited, pp 9–54
Aton H, Duff W, Shields L (Unpublished) Emotions in the archives: activist potenialities in archival work
Barclay LJ, Kiefer T (2019) In the aftermath of unfair events: understanding the differential effects of 

anxiety and anger. J Manag 45(5):1802–1829

http://creativecommons.org/licenses/by/4.0/
http://creativecommons.org/licenses/by/4.0/


564	 Archival Science (2023) 23:545–568

1 3

Beck A, Emery G, Greenberg R (1985) Anxiety disorders and phobias: a cognitive perspective. Basic 
Books, New York

Bell H, Kulkarni S, Dalton L (2003) Organizational prevention of vicarious trauma. Fam Soc J Contemp 
Soc Serv 84(4):463–470

Ben-Ari A, Enosh G (2011) Processes of reflectivity: knowledge construction in qualitative research. 
Qual Soc Work 10(2):152–171

Birze A, Regehr K, Regehr C (2023) Workplace trauma in a digital age: the impact of video evidence of 
violent crime on criminal justice professionals. J Interpers Violence 38(1–2):NP1654–NP1689

Blanchette I, Richards A (2003) Anxiety and the interpretation of ambiguous information: beyond the 
emotion-congruent effect. J Exp Psychol Gen 132(2):294

Blanchette I, Richards A (2010) The influence of affect on higher level cognition: a review of research on 
interpretation, judgement, decision making and reasoning. Cogn Emot 24(4):561–595

Bober T, Regehr C (2006) Strategies for reducing secondary or vicarious trauma: Do they work? Brief 
Treat Crisis Interv 6(1):1

Bono JE, Foldes HJ, Vinson G, Muros JP (2007) Workplace emotions: the role of supervision and leader-
ship. J Appl Psychol 92(5):1357

Brotheridge C, Lee R (2002) Testing a conservation of resources model of the dynamics of emotional 
labor. J Occup Health Psychol 7(1):57

Carpenter J, Webb CM, Bostock L (2013) The surprisingly weak evidence base for supervision: findings 
from a systematic review of research in child welfare practice (2000–2012). Child Youth Serv Rev 
35(11):1843–1853

Caswell M, Cifor M (2016) From human rights to feminist ethics: radical empathy in the archives. Archi-
vara 81(1):23–43

Caswell M, Cifor M, Ramirez M (2016) “To suddenly discover yourself existing”: uncovering the impact 
of community archives. Am Arch 79(1):56–81

Chacko S, Conway N (2019) Employee experiences of HRM through daily affective events and their 
effects on perceived event-signalled HRM system strength, expectancy perceptions, and daily work 
engagement. Hum Resour Manag J 29(3):433–450

Clarkson GP, Hodgkinson GP (2007) What can occupational stress diaries achieve that questionnaires 
can’t? Personnel Review

Collins S (2007) Social workers, resilience, positive emotions and optimism. Practice 19(4):255–269. 
https://​doi.​org/​10.​1080/​09503​15070​17281​86

Colosimo AL, Badia G (2021) Diaries of lifelong learners: information seeking behaviors of older adults 
in peer-learning study groups at an academic institution. Libr Inf Sci Res 43(3):101102

Dagan K, Itzhaky H, Ben-Porat A (2015) Therapists working with trauma victims: the contribution of 
personal, environmental, and professional-organizational resources to secondary traumatization. J 
Trauma Dissociation 16(5):592–606

Davis-Sacks M, Jayaratne S, Chess W (1985) A comparison of the effects of social support on the inci-
dence of burnout. Soc Work 30(3):240–244

DeLongis A, Hemphill KJ, Lehman DR (1992) A structured diary methodology for the study of daily 
events. Methodol Issues Appl Soc Psychol 83–109

Douglas J, Alisauskas A (2021) “It feels like a life’s work”: recordkeeping as an act of love. Archvaria 
91:6–37

Douglas J, Alisauskas A, Mordell D (2019) “Treat them with the reverence of archivists”: records work, 
grief work and relationship work in the archives. Archivaria 88:84–120

Douglas J, Alisauskas A, Bassett E, Duranseaud N, Lee T, Mantey C (2022) These are not just pieces of 
paper: Acknowledging grief and other emotions in pursuit of person-centered archives. Arch Manu-
scr 50(1)

Elpers K, Westhuis DJ (2008) Organizational leadership and its impact on social workers’ job satisfac-
tion: a national study. Adm Soc Work 32(3):26–43

Ennis L, Home S (2003) Predicting psychological distress in sex offender therapists. Sexual Abuse 
15(2):149–157

Fincham B, Scourfield J, Langer S (2008) The impact of working with disturbing secondary data: reading 
suicide files in a coroner’s office. Qual Health Res 18(6):853–862

Frintner MP, Kaelber DC, Kirkendall ES, Lourie EM, Somberg CA, Lehmann CU (2021) The effect of 
electronic health record burden on pediatricians’ work–life balance and career satisfaction. Appl 
Clin Inform 12(03):697–707

https://doi.org/10.1080/09503150701728186


565

1 3

Archival Science (2023) 23:545–568	

Gilliland A, Caswell M (2016) Records and their imaginaries: imagining the impossible, making possible 
the imagined. Arch Sci 16(1):53–75

Glaser B, Strauss A (1967) The discovery of grounded theory: strategies for qualitative research. Aldine 
de Gruyter, New York

Guy ME, Newman MA, Mastracci SH, Maynard-Moody S (2010) Emotional labor in the human service 
organization. Human Serv Complex Organ 291–310

Hochschild AR (1979) Emotion work, feeling rules, and social structure. Am J Sociol 85(3):551–575
Hochschild AR (1983) The managed heart. University of California Press, Berkeley, CA
Holman D (2016) How does customer affiliative behaviour shape the outcomes of employee emotion 

regulation? A daily diary study of supermarket checkout operators. Human Relat 69(5):1139–1162
Hyers L (2018) Diary data collection as a qualitative research method. Diary Methods Underst Qual Res 

27–60
Jenkins S, Baird S (2002) Secondary traumatic stress and vicarious trauma: a validation study. J Trauma 

Stress 15(5):423–432
Junça Silva A, Neves P, Caetano A (2022) Procrastination is not only a “thief of time”, but also a thief 

of happiness: it buffers the beneficial effects of telework on well-being via daily micro-events of IT 
workers. Int J Manpow

Junça-Silva A, Mosteo L, Lopes RR (2023) The role of mindfulness on the relationship between daily 
micro-events and daily gratitude: a within-person analysis. Pers Individ Differ 200:111891

Kim H, Kim T (2017) Emotional intelligence and transformational leadership: a review of empirical stud-
ies. Hum Resour Dev Rev 16(4):377–393

Kuhlthau CC (1991) Inside the search process: information seeking from the user’s perspective. J Am 
Soc Inf Sci 42(5):361–371

Laurent N, Wright K (2020) A trauma-informed approach to managing archives: a new online course. 
Arch Manuscr 48(1):80–87

Lazarus RS (1986) Puzzles in the study of daily hassles. Development as action in context: Problem 
behavior and normal youth development 39–53

Marmar C, McCaslin S, Metzler T, Best S, Weiss D, Fagan J, Liberman A, Pole N, Otte C, Yehuda R, 
Mohr D, Neylan C (2006) Predictors of posttraumatic stress in police and other first responders. Ann 
N Y Acad Sci 1071(1):1–18

Matta FK, Erol-Korkmaz HT, Johnson RE, Biçaksiz P (2014) Significant work events and counter-
productive work behavior: the role of fairness, emotions, and emotion regulation. J Organ Behav 
35(7):920–944

Matteson ML, Chittock S, Mease D (2015) In their own words: stories of emotional labor from the library 
workforce. Libr Q 85(1):85–105

McFadden P, Campbell A, Taylor B (2015) Resilience and burnout in child protection social work: indi-
vidual and organisational themes from a systematic literature review. Br J Soc Work 45(5):1546–
1563. https://​doi.​org/​10.​1093/​bjsw/​bct210

McFarlane A, Yehuda R (1996) Resilience, vulnerability and the course of posttraumatic reactions. In: 
van der Kolk B, McFarlane A, Weisaeth L (eds) Traumatic stress: the effects of overwhelming expe-
rience on mind, body and society. Guilford Press, New York

Melssen M (2012) Evidence from students’ information seeking diaries underscores the importance of 
including librarians in undergraduate education. Evid Based Libr Inf Pract 7(4):111–113

Miller KI, Considine J, Garner J (2007) “Let me tell you about my job”: exploring the terrain of emotion 
in the workplace. Manag Commun Q 20(3):231–260

Milligan C, Bartlett R (2019) Solicited diary methods. In: Liamputtong P (ed) Handbook of research 
methods in health social sciences. Springer, London. https://​doi.​org/​10.​1007/​978-​981-​10-​5251-4_​15

Moran-Ellis J (1997) Close to home: the experience of researching child sexual abuse. In: Hester M, 
Kelly L, Radford J (eds) Women, violence and male power: feminist activism, research and practice. 
Open University Press, pp 176–187

Nathan L, Shaffer E, Castor M (2015) Stewarding collections of trauma: plurality, responsibility, and 
questions of action. Archivaria 89–118

Plummer K (1983) Documents of life: an introduction to the problems and literature of a humanistic 
method. Allen & Unwin, Crows Nest

Polak S, Bailey R, Bailey E (2019) Secondary traumatic stress in the courtroom: suggestions for prevent-
ing vicarious trauma resulting from child sexual abuse imagery. Juv Fam Court J 70(2):69–75

https://doi.org/10.1093/bjsw/bct210
https://doi.org/10.1007/978-981-10-5251-4_15


566	 Archival Science (2023) 23:545–568

1 3

Poppleton S, Briner RB, Kiefer T (2008) The roles of context and everyday experience in understanding 
work-non-work relationships: a qualitative diary study of white-and blue-collar workers. J Occup 
Organ Psychol 81(3):481–502

Portoghese I, Galletta M, Leiter MP, Cocco P, D’Aloja E, Campagna M (2017) Fear of future violence at 
work and job burnout: a diary study on the role of psychological violence and job control. Burn Res 
7:36–46

Privitera MR, Atallah F, Dowling F, Gomez-DiCesare C, Hengerer A, Arnhart K, Young A, Staz M 
(2018) Physicians’ electronic health records use at home, job satisfaction, job stress and burnout. J 
Hosp Adm 7(4):52–59

Pugliesi K (1999) The consequences of emotional labor: effects on work stress, job satisfaction, and well-
being. Motiv Emot 23(2):125–154

Regehr C (2009) Social support as a mediator of psychological distress in firefighters. Ir J Psychol 
30(1):85–96

Regehr C (2018) Stress, trauma and decision-making for social workers. Columbia University Press, 
Columbia

Regehr C, Goldberg G, Hughes J (2002) Exposure to human tragedy, empathy, and trauma in ambulance 
paramedics. Am J Orthopsychiatr 72(4):505–513

Regehr C, Duff W, Aton H, Sato C (2022) “Humans and records are entangled”: empathic engagement 
and emotional response in archivists. Arch Sci 22(4):563–583

Regehr C, Duff W, Aton H, Sato C (2023) Grief and trauma in the archives. J Loss Trauma 28(4):327–347
Resnick H, Kilpatrick D, Best C, Kramer T (1992) Vulnerability-stress factors in development of post-

traumatic stress disorder. J Nerv Ment Dis 180(7):424–430
Richards A, French CC, Calder AJ, Webb B, Fox R, Young AW (2002) Anxiety-related bias in the clas-

sification of emotionally ambiguous facial expressions. Emotion 2(3):273
Rodríguez-Muñoz A, Antino M, Leon-Perez JM, Ruiz-Zorrilla P (2022) Workplace bullying, emo-

tional exhaustion, and partner social undermining: a weekly diary study. J Interpers Violence 
37(5–6):NP3650–NP3666

Rueff Lopes R, Navarro J, Caetano A, Silva AJ (2017) Forecasting the influence of customer-related 
micro-events on employees’ emotional, attitudinal and physiological responses. Eur J Work Organ 
Psy 26(6):779–797

Sexton A (2019) Working with traumatic records: How should we train, prepare and support recordkeep-
ers? Archival Education and Research Institute, Liverpool, UK

Sloan K, Vanderfluit J, Douglas J (2019) Not ‘just my problem to handle’: emerging themes on secondary 
trauma and archivists. J Contemp Arch Stud 6(1):20

Sonnentag S, Mojza EJ, Binnewies C, Scholl A (2008) Being engaged at work and detached at home: 
a week-level study on work engagement, psychological detachment, and affect. Work Stress 
22(3):257–276

Spowart L, Nairn K (2014) (Re) performing emotions in diary-interviews. Qual Res 14(3):327–340
Strauss A, Corbin J (1998) Basics of qualitative research techniques. Sage publications, Thousand Oaks, 

CA
Thomas WI, Znaniecki F (1920) The polish peasant in europe and america: a classic work in immigration 

history. Dover Publications, New York
Toms EG, Duff W (2002) I spent 11/2 hours sifting through one large box…”: diaries as information 

behavior of the archives user: lessons learned. J Am Soc Inf Sci Technol 53(14):1232–1238
Tschan F, Rochat S, Zapf D (2005) It’s not only clients: Studying emotion work with clients and co-

workers with an event-sampling approach. J Occup Organ Psychol 78(2):195–220
Waldron VR (1994) Once more, with feeling: reconsidering the role of emotion in work. Ann Int Com-

mun Assoc 17(1):388–416
Waldron VR (2000) Relational experiences and emotion at work. Emot Organ 2:64–82
Weiss HM, Brief AP (2001) Affect at work: a historical perspective. Emot Work Theory Res Appl Manag 

133:171
Weiss HM, Cropanzano R (1996) Affective events theory. Res Organ Behav 18(1):1–74
Wexler G, Long L (2009) Lifetimes and legacies: mortality, immortality and the needs of aging and dying 

donors. Am Arch 72(2):478–485

Publisher’s Note  Springer Nature remains neutral with regard to jurisdictional claims in published maps 
and institutional affiliations.



567

1 3

Archival Science (2023) 23:545–568	

Cheryl Regehr  is a professor in the Factor-Inwentash Faculty of Social Work at the University of Toronto 
and holds cross appointments in the Faculty of Law and the Institute for Medical Sciences. She pres-
ently serves the University as Vice-President and Provost. Earlier in her career she was the director of 
the Crisis Response Team at Pearson International Airport and served on the mental health advisory for 
the Department of National Defence and Veteran’s Affairs Canada. More recently, she was a member of 
the Canadian Institutes for Health Research Mental Health Advisory Group for COVID-19 and a Board 
Member of the Chicago-based Center for Research Libraries. Her program of research involves traumatic 
exposures in the workplace and the impact of stress and trauma on professional decision-making.

Wendy Duff  is a Professor and Dean of the Faculty of Information at the University of Toronto. She is 
currently Principal Investigator for a SSHRC-Insight funded project entitled “Emotional Responses to 
Archives.” Recently, she has conducted impact studies on the Living Archives on Eugenics in Western 
Canada. She has also recently studied the impact of the lack of records on care-leavers in Scotland. Her 
previous research and publications focused on the information-seeking behaviour of archival users, archi-
val access, social justice, and the evaluation of archives. In 2016, she won the Ernest Posner Award for 
her co-authored paper, “New Uses for Old Records: A Rhizomatic Approach to Archival Access”. She 
has worked on numerous collaborative projects with academics and professional archivists and served on 
committees of professional associations and advisory boards including the Bureau of Canadian Archivists 
Planning Committee on Descriptive Standards, and the International Council of Archives Committee on 
Descriptive Standards.

Jessica Ho  is a Masters of Information student at the University of Toronto’s Faculty of Information, 
concentrating in Library and Information Science/Archives and Records Management. She joined the 
“Emotional Responses to Archival Records” project as a research assistant in 2021. Her background work 
in athletics and not-for-profit work informs her research interests, so she is eager to bring her commitment 
to just, equitable access and meaningful participation to the realm of GLAMS. She completed her BA 
Hons in Communication Studies at York University in Toronto.

Christa Sato  is a PhD student in the Factor-Inwentash Faculty of Social Work at the University of 
Toronto. She has worked as a research assistant for “Emotional Responses to Archival Records” since 
September 2020. Her primary areas of interests involve working with individuals, families, particularly 
from racialized communities, who have been impacted by trauma in the areas of child welfare, intimate 
partner violence, and mental health. Her doctoral research focuses on exploring decolonial approaches to 
intergenerational trauma and healing among Pilipina/o/x diasporic families in Canada.

Henria Aton  is an archivist PhD Candidate at the University of Toronto’s Faculty of Information. Her 
research focuses on archives and archival practices in postcolonial and post-war Sri Lanka. More broadly, 
her work seeks to interrogate dominant archival theory in the context of postcolonial South Asia through 
the work of feminist South Asian activism-scholarship. Henria is a research assistant on the Emotional 
Responses to Archival Records, project and has extensive experiences interviewing individuals and fami-
lies about archives and trauma. As an archivist, Henria spent two years in Sri Lanka working for a Brit-
ish Library Endangered Archives Programme. She holds an MA in South Asian Religions from McGill 
University.

Authors and Affiliations

Cheryl Regehr1   · Wendy Duff2   · Jessica Ho2 · Christa Sato1   · Henria Aton2

 *	 Cheryl Regehr 
	 Cheryl.regehr@utoronto.ca

	 Wendy Duff 
	 Wendy.duff@utoronto.ca

	 Jessica Ho 
	 jssc.ho@mail.utoronto.ca

http://orcid.org/0000-0001-7814-7836
http://orcid.org/0000-0002-5431-473X
http://orcid.org/0000-0003-3993-1286


568	 Archival Science (2023) 23:545–568

1 3

	 Christa Sato 
	 c.sato@mail.utoronto.ca

	 Henria Aton 
	 henria.aton@mail.utoronto.ca

1	 Factor‑Inwentash Faculty of Social Work, University of Toronto, Toronto, Canada
2	 Faculty of Information, University of Toronto, Toronto, Canada


	Emotional responses in archival work
	Abstract
	Introduction
	The current study
	A model for understanding emotions in the workplace
	Affective events theory (AET)
	Diary methods in workplace emotions research

	Method
	Participants
	Data collection
	Analysis

	Results
	Intra-individual emotions
	Emotional exchanges in the workplace
	Emotional demands of work
	Team and leader interactions
	Organizational influences on emotion

	Discussion
	Limitations

	Conclusion
	Acknowledgements 
	References




