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DISCUSSION:
Why and how emotions can influence strategy making in organizations?
Give an example of a situation in which your emotions have influenced your choice. Why did you 

experience the emotion and how did it influence you?
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Emotions influence choices and behaviors

A

B

A à xyz & 98
B à dae & 93
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Emotions are physiological reactions to the 
perceived environment

Timo Vuori, 2020



Subjective, two-stage appraisal process 
generates emotions

1. How will this situation influence my 
well-being and goal achievement?

2. How can I cope with this situation?

Timo Vuori, 2020



Identity and emotions

Identity = who am I?
• Drives all sensemaking and preferences
• Slow to change
Identification = what am I part of 
• For many people, their job is an important identification 

target and central to their identity
• Any change to the job is felt as a personal threat
Identity consists of many elements
• Some of those elements are held more dear than others

Timo Vuori, 2020



Emotional contagion (e.g., Barsade, 2002) and 

emotion cycles (Hareli & Raffaeli, 2008)



Shared attention



DISCUSSION:

What are the key elements in emotion regulation? Describe and analyze a 
situation in which someone has regulated your emotions.
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Five elements of emotion regulation (Gross, 1998)

Situation selection Situation 
modification

Attentional 
deployment Reappraisal Response 

modulation
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To manage emotions, you need to influence 
the subjective appraisals…

1. How will this situation influence my 
(organization’s) well-being and goal 
achievement?

2. How can I/we cope with this situation?

Timo Vuori, 2020



DISCUSSION:

How should one apply emotion regulation in an organizational setting?
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Three types of fear
Executive fear à Paralysis and panic

Organizational fear à Rigidity and resistance

Partners’ fear à Skepticism and distrust
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Executives: paralysis and panic



Overcoming executive fear
Create psychological safety and collective mindfulness

Create and evaluate options 

Identify the smallest action with the highest impact for each option

Approach potential partners early on

1

2

3

4
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Psychological safety
• Observe what happened.  Avoid any 

judgment or criticism.
• State how you feel when you observe 

the situation.
• Articulate what need of yours is not 

satisfied
• Request a concrete action to meet that 

need

• Assume the best of intentions in the 
actions of others. Operate openly, 
honestly, and directly and expect others 
to do the same.

• Bad news is good news. No news is bad
news. Good news is no news. 

• Be prepared for a passionate debate, but 
do it in an informed and respectful way. 

• Culture of candor: Direct feedback 
from everybody to anybody

• Always assume the best intentions 
of the giver. 

• The feedback must be actionable 

Timo Vuori & Tero Ojanperä



Generate options

Primary appraisal: 
How will this 
influence me or my 
social unit

Secondary appraisal: 
How can I / we cope 
with this situation?

Insight Emotional 
reaction and 
action 
tendency
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Identify the smallest action with the highest impact for 
each option
• Any change requires several actions and can 

therefore feel overwhelming
• Actions and progress change emotions
• Small initial steps are therefore a way to start 

changing emotions
• Small steps also create a sense of continuity, 

which reduces identity threat
• ”Playbooks” give further sense of control over the 

future

© Timo Vuori & Tero Ojanperä



Approach potential partners early on

• Getting partners onboard is a key uncertainty in 
many business models

• Interacting with partners makes you understand if 
they want to join or not à reduced uncertainty 
and fear & focus on interested partners

• Interactions also help you improve your offering, 
making it more likely partners wants to join

• No need to start with formal negotiations, but 
informal probing discussions
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Discussion: which of these practices have 
you used in your group assignments, etc.?
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ORGANIZATIONAL FEAR: RIGIDITY AND 
RESISTANCE 
• People in the organization also fear platforms
• They lose control of their task and identity
• They may worry about job loss
• Their fears can cause rigidity – they keep acting 

in the old way, despite good intention
• Sometimes there is also active resistance

When you asked [whether you have an R&D 
problem to share], they’d say, ‘‘You want me to 
tell you what I can’t solve?’’ It was very much 
like they would be exposing some kind of 
incompetency if staff told us what they can't do 
[…] They thought, ''You are asking others [on 
open innovation platforms] to solve it for us.'' 
You can see people physically uncomfortable 
with it in their body language. 
Source: Lifshitz-Assaf, 2018, Administrative 
Science Quarterly



Lead emotions during strategy execution

Involve members of the organization in the option creation 
and evaluation

Emphasize continuity in communication

Support and enable learning

1

2

3
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Help partners overcome their fears

Initiate relationship building as early as possible

Communicate a clear vision with members already onboard 

Generate positive emotional experiences 

1

2

3
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Additional reading

https://hbr.org/2018/05/how-nokia-embraced-the-emotional-side-of-strategy

https://knowledge.insead.edu/strategy/who-killed-nokia-nokia-did-4268

https://knowledge.insead.edu/strategy/how-nokia-bounced-back-with-the-help-of-the-board-
10211

https://knowledge.insead.edu/strategy/what-could-have-saved-nokia-and-what-can-other-
companies-learn-3220

https://journals.sagepub.com/doi/abs/10.1177/0001839215606951

https://hbr.org/2018/05/how-nokia-embraced-the-emotional-side-of-strategy
https://knowledge.insead.edu/strategy/who-killed-nokia-nokia-did-4268
https://knowledge.insead.edu/strategy/how-nokia-bounced-back-with-the-help-of-the-board-10211
https://knowledge.insead.edu/strategy/what-could-have-saved-nokia-and-what-can-other-companies-learn-3220
https://journals.sagepub.com/doi/abs/10.1177/0001839215606951


Next week
Why and how does organizational structure influence what 
information strategic decision makers consider?
Why and how does organizational structure influence how strategic 
decision makers interpret the information they consider?
How organizational structure influences students’ vs. professors’ 
perceptions of what is relevant for Aalto University?
Why and how does top management team composition influence 
what information they consider?
Why and how does top management team composition influence 
how they interpret the information they consider?

How the composition of your group assignment team has 
influenced your information scanning and interpretations?

Max 20 points
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3

3
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ppt again ok



Thank you!

timo.vuori@aalto.fi


