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ABSTRACT
Most would agree, people like to be appreciated for who they are and for the work they do. Yet, the
process resulting in employees feeling appreciated is not well understood. Further, appreciation in the
workplace is complex, when considering the concept’s multifaceted nature.
Workplace-relevant research supports hypotheses that being appreciated at work is associated
with desirable employee outcomes such as enhanced subjective well-being (SWB), higher levels of job
satisfaction and performance, creativity while also benefiting organisations through higher employee
productivity. Some authors even suggest that being appreciated links to physical well-being. Regardless,
empirical evidence supporting a putative relationship between appreciation and key workplace outcomes
(SWB, job satisfaction and happiness) is lacking; This represents a knowledge gap in the management
literature. An important related question concerns optimal ways that managers can express appreciation
to their employees at work, and conversely, employee preferences for the form of appreciation that they
receive from their manager.
Past studies investigating the influence of appreciation in the workplace, though informative,
have failed to apply a rigorous process to identify forms of appreciative behaviour. To advance
knowledge on forms of workplace appreciation endowed by supervisors, and how this may influence
employees, the first study aim was to identify and appraise the underlying components of appreciationtype behaviours. Hence, the supervisor-employee relationship forms the central component for this
study. The second study aim was to identify whether and how supervisor-enacted appreciative
behaviours influence selected employee work outcomes.
A review of literature pertinent to the research aims provided theoretical foundations for
understanding appreciative behaviours in the workplace. These included social relationships, human
motivation, workplace sources of support, dispositional versus behavioural approaches to appreciation,
selected aspects of leadership and the theorised function of workplace appreciation. From this, a
conceptual model of an iterative workplace appreciation cycle was proposed to support the study aims.
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To meet the research aims, a two-phase study approach was adopted. Firstly, a qualitative study
investigated the construct of expressed appreciation (phase 1). Here, expressed supervisor appreciative
behaviours were identified through 19 one-on-one, semi-structured interviews with employees from a
variety of professions and employment sectors. Through a rigorous thematic analysis, five supervisor
appreciative behavioural themes (Interest, Rewards, Acknowledgment, Trust and Endorsement) were
established to determine what (forms of appreciative behaviours enacted by supervisors). This first
thematic framework was complemented by three outcome-related themes (Cognisance, Confirmation
and Commendation) capturing the why (with regard to why employees feel appreciated) as a second
thematic framework.
Phase 2 of the study employed an online quantitative survey directly informed by phase 1 results.
The hypothetical what and why constructs forming workplace appreciative behaviours were each
developed as itemised scales (20-item and 12-item, respectively). An online survey instrument gathered
employee (N=206) responses for itemised scales plus workplace outcome scales measuring SWB, job
satisfaction and job commitment.
Factor analysis of the 20-item what scale identified workplace appreciation behaviours endowed
by supervisors to comprise a three-factor structure (factors labelled acknowledgement, trust and reward).
A 12-item scale representing why employees feel appreciated provided a one-factor solution. Subsequent
multiple regressions revealed the factors of acknowledgement and trust to be associated (p<.05) with
job satisfaction, job commitment and overall well-being. Reward was not associated with any measured
employee workplace outcome. Relationships of workplace appreciation factors with other measured
variables including employee age, gender and workplace role were identified.
The study findings provide both theoretical and practical contributions concerning the roles of
and importance of supervisor appreciative behaviours manifest in the workplace. Supervisor
acknowledgment is theorised to provide a foundation for developing a positive supervisor-employee
relationship with trust conveyed over time to realise positive employee and organisational outcomes.
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Building on this, further studies are recommended to confirm this study’s results across a range of
workplaces and for other national cultures.
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GLOSSARY OF KEY TERMS

Appreciation - feeling or expression of gratitude or admiration to someone.

Commitment - the emotional bond or attachment an employee has with a person or organisation that
leads them to demonstrate favourable behaviours and intentions towards that person or organisation.
Disposition - a person’s predominant, inherent emotional and mental temperament, characteristics and
tendencies.

Employee - a person paid by an entity (person or organisation) to perform work or services.
Expressed workplace appreciation (EWA) – workplace behaviours enacted by supervisors that instil
feelings of being appreciated within their subordinates.

Gratitude - an emotion experienced by someone based on positive feelings and appreciation about a
benefit received; The condition of being thankful.
Happiness – a state of well-being.

Harmonious - pleasant, consistent agreement in feeling and attitude among a group of people.
Job commitment – the psychological attachment of an employee to their job.

Job satisfaction - an internal state; The degree to which an employee feels satisfied in their current
role in the workplace.
Life satisfaction – an individual’s overall evaluation of their quality of life.
Organisational commitment – the psychological attachment of an employee to the organisation for
whom they work.

Organisational performance - actual outputs of an organisation compared with intended outputs.

xix
Organisational support theory - a theory asserting that employees build perceptions on the extent to
which their contributions are valued by the organisation and, in turn, whether the organisation cares
about their overall well-being.

Perceived organisational support - the perceptions developed by employees concerning how much
the organisation values their contributions and cares about their well-being.

Perceived supervisor support - the perceptions developed by employees regarding the extent their
supervisor values their contributions and cares about their well-being.

Servant leadership - a leadership philosophy developed by Robert Greenleaf (1970) based on the
authority figure (‘leader’) promoting the well-being, needs and growth of others above all else to help
these people develop and perform as highly as possible.

Subjective well-being (SWB) - how a person thinks and feels about their lives, including the
cognitive and affective conclusions they establish regarding their existence.

Supervisee - a person in the workplace, normally a paid employee, who reports directly to another
person (their supervisor).

Supervisor - a person in the workplace who has at least one direct reporting person. For the purposes
of this study, consistent with context, the term supervisor is used interchangeably and synonymously
with manager.
Supervisory relationship – a dyadic relationship in which one person directly reports to another in
the workplace; directly related to the concept of supervision. A supervisor may have several
supervisory relationships, depending on the number of direct reports they have.

Thankfulness - a feeling of gratitude or appreciation one has for something.

Trait - relatively fixed aspects of our personalities characterised by enduring predispositions toward
certain types of emotional responding.

Welfare - a phenomenological state of health, happiness and satisfaction in a person, group or
organisation. Term used interchangeably with well-being.

xx
Well-being - a phenomenological state of health, happiness and satisfaction in a person, group or
organisation; term used interchangeably with subjective well-being.
Workplace appreciation - an experience of feeling valued in the workplace for one’s efforts, ability
and/or contributions generated through communication received from another person/s.
Workplace appreciation enablers – three categories (cognisance, confirmation and commendation)
that explain why supervisor appreciative behaviours have a positive impact on supervisees.

Workplace social support - the extent to which employees perceive their well-being is valued and
supported in the workplace by both supervisors and the overall organisation.
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CHAPTER 1: INTRODUCTION
1.1 Introduction
Existential American philosopher and psychologist William James (b. 1842) stated: “The
deepest principle in human nature is the craving to be appreciated” (Carnegie, 1936, p. 130).
To ‘crave’ is necessarily a far stronger driver than a ‘need’ or even ‘desire’, and this
psychological characteristic reflects the importance of an individual needing to know that
they matter, are valued and, importantly, recognised for who they are and what they have
achieved (Semmer et al., 2019; Stocker et al., 2019). Bearing in mind James’ proposition, this
study investigates the conceptual elements of appreciation as found in the workplace. Such
knowledge may address why a perceived lack of employee appreciation is a common
experience for many (Pfister et al., 2020). The present study focusses on the less well
understood construct of expressed appreciation in the workplace (as opposed to appreciation
as a disposition). A premise of this thesis is that by understanding this aspect of workplace
appreciation, both theorists and practitioners will have at their disposal new ways to motivate
employees and promote employee workplace outcomes such as individual well-being while
enhancing organisational productivity. Hence, this thesis reports an in-depth study of factors
comprising appreciation in the workplace and assesses how these relate to employee
workplace outcomes. The thesis structure, presented over seven chapters, is detailed in
section 1.9.
1.1.2 Chapter 1 outline
This introductory chapter provides an examination of literature focussed on the dynamics of
the modern workplace, including the challenges and opportunities relating to creating and
maintaining a motivated workforce. Here, social relationships are discussed as a provider of
emotional well-being, with appreciation linked to the promotion of social connection
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mechanisms in the workplace. A broad historical review of human motivation and its
influence on worker and organisational productivity follows. The significance of appreciation
in the supervisor-direct report relationship is deliberated upon and the iterative nature of
appreciation discussed, followed by the research gap and study justification. The study aim
and research questions are then described.
1.1.3 Challenges of the modern workplace
As broader context, the OECD Employment Outlook [2019] – ‘The Future of Work’
summarises potential changes, challenges and opportunities for the future workplace. These
include the complexities of globalisation, political instability, advances in technology and
demographic shifts that are transforming interactions between individuals and groups within
the professional environment (George et al., 2016). The OECD report asserts the nature of
work itself is changing rapidly through factors including greater flexibility in work practices
(e.g., working from home), the automation of jobs through increased artificial intelligence,
and changes driven by labour laws.
These changes have been amplified during the COVID-19 pandemic from 2019,
which has shifted paradigms in workplace practices at a rate and to a level never before seen
(Carnevale & Hatak, 2020). Examples include changes associated with the rise of virtual
platforms and the acceptance of workers of all levels delivering their core functions from
their home (Reuschke & Felstead, 2020). These adjustments have forced organisations to
rethink various facets of employee management, welfare and motivation which presumably
includes aspects surrounding employee appreciation.
In an integrative review of work motivation literature over the past century, Kanfer et
al. (2017) emphasised the importance of understanding the challenges of motivation in the
modern workplace. These challenges include the influence of work motivation on policy
formulation, work ecologies, general management practices, individual well-being and
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organisational success. Peters et al. (2018), for example, noted that motivation and general
well-being are dependent upon the satisfaction of certain ecology psychological needs. Wellbeing in the workplace has also been linked with the productivity and performance of both
individuals and organisations (Haddon, 2018; Schulte & Vainio, 2010; Wright & Quick,
2009).
The challenges of maintaining worker motivation and well-being through changing
workplace dynamics have been occurring before and following the emergence of the COVID19 pandemic. Such changes may give rise to uncertainties among employees with resultant
physical, socio-psychological and technical implications for Australian employees striving to
adjust to modified work environments (Carnevale & Hatak, 2020). Poor mental health among
employees may negatively impact organisational outcomes and individual physical wellbeing, safe working, job performance and overall productivity. The rapid pace of technical
change globally (OECD, 2019) will only add to this predicament. Indeed, the maintenance of
a qualified and motivated workforce now and into in the future is going to prove challenging
(OECD, 2019). During and post COVID-19, that challenge is likely to be exacerbated
exponentially (Carnevale & Hatak, 2020).
1.1.4 Well-being, social connectedness and appreciation at work
Links between worker well-being and both organisational productivity and growth have been
established (Kowalski & Loretto, 2017; Warr & Nielson, 2018). However, some researchers
have suggested causal factors should be assumed only with caution (Warr & Nielson, 2018).
In any case, the positive influence of well-being on performance in the workplace is generally
accepted (Fisher, 2003). Strategies for improving employee well-being include relevant
procedures surrounding general management practices, inclusive job design methodologies
and human resource policies around areas such as workplace social support and professional
development (Kowalski & Loretto, 2017). These management actions have been found to
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improve individual job satisfaction, employee commitment and overall life satisfaction, as
well as enhanced organisational performance (Guest, 2017; Kim et al., 2018).
A range of studies have also discussed the importance of social connectedness to
promoting individual well-being (Baumeister & Leary, 1995; Hammig, 2017). The
significance of social relations is perhaps even greater since the onset of COVID-19
(Saladino et al., 2020). Healthy interpersonal relationships underpin a positive organisational
culture and the associated successful outcomes (Kossek et al., 2011). A core interpersonal
relationship in the workplace is encompassed by the supervisor-subordinate (Stocker et al.,
2014). On this, Ng and Sorenson (2008) conceive direct supervisors of employees represent a
key influencer of employee support and well-being, largely because these managers are
generally in key position to express appreciation to subordinates. Moreover, research has
shown appreciation to be a key element of social support, and therefore worthy of
investigation as a construct in its own right (Semmer et al., 2019).
1.1.5 Influence of appreciative behaviour on employee welfare
Appreciation has a significant influence on individual employee welfare and, consequently,
broader organisational health (Adler & Fagley, 2005; White, 2014, 2015). For example, in
2017 the OfficeTeam conducted a survey of appreciation at work (OfficeTeam being a
division of industry-based employment group Robert Half). The survey involved 763 workers
aged 18+ and 600 senior managers from office-based environments across the United States
and Canada. Two-thirds of these participants said they would probably leave their job if they
did not feel appreciated. Interestingly, this was a significant increase compared to 2012
results which revealed just 51% of respondents held that view (Office Team, 2017). Such
studies suggest the importance and influence of appreciation at work may well be on the rise.
Despite growing evidence on the positive role of appreciation in the workplace,
specific or general appreciative behaviours that influence worker motivation, job satisfaction,
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job commitment and overall well-being is an under-researched area (Beck, 2016; Stocker et
al., 2019). Research available to date has generally focused on the concept of appreciation as
a human disposition or affective trait as opposed to an objective behaviour (Fagley & Adler,
2012; McCullough et al., 2004; Wood et al., 2008, 2010).
To address this knowledge gap, identified in Chapter 2, the current study reported in
this thesis employed a mixed-methods approach with the aim of providing evidence-based
findings on the efficacy of supervisory appreciative behaviours. By documenting and
synthesising these behaviours, and then testing for their relationships to employee workplace
outcomes (SWB, job satisfaction and job commitment), the call for further research on
expressed appreciation is addressed. The influence of prominent demographic and job-related
variables (e.g. age, gender, organisation size, supervisory experience) were also tested for
their relationship with the construct of workplace appreciation. Whilst a multitude of
demographic and job-related variables were available for analysis, those chosen were
justified on informed logic. Table 7 (section 5.2.1) illustrates the study sample profile based
on demographic and job-related questions.
Through identifying effective management behaviours and practices that promote and
utilise the appreciative construct, organisations may potentially gain new insights to creating
and/or shaping employee well-being and productivity through the supervisor-subordinate
relationship. Such practical implications are discussed in detail in Chapter 6. In regard to
promoting employee well-being and productivity, the motivational role of appreciation is
considered in the next section.

1.2 The role of workplace motivation in appreciation
There is more hunger for love and appreciation in this world than for bread.
- Mother Teresa (1910 – 1997, Nun and missionary; known in the Catholic Church as Saint Teresa of Calcutta)
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As stated, this thesis reports a study on appreciation in the workplace. In this respect, a clear
definition and understanding of appreciation is required. In Chapter 2, section 2.7 provides a
review of the construct of appreciation in greater detail. In this section, based on Stocker et
al. (2019), appreciation is defined as someone communicating the value of another person as
an individual, or acknowledging their performance, behaviour or qualities. Given this, a first
step to understanding appreciation may concern how this construct influences worker
motivation toward undertaking effective work practices. This step first necessitates a brief
review of past motivation research.
The following historical, chronological review of key motivational research including
the work of seminal scholars is not intended to provide a full review of past motivation
research (a task clearly beyond the scope of this thesis). However, considering employee
motivation forms the foundational concept for the study topic of workplace appreciation and
ensuing effects on employee behaviours (including job commitment and job satisfaction) and
their well-being, this brief review outlines the historical path leading to current knowledge
reported through several theories in Chapter 2. The positive influence of effectively delivered
appreciation is discussed throughout this paper, warranting a focus on positive psychology
discussed later in this section.
Studies of human motivation have frequently considered the impetus for, direction of
and persistence in enacted behaviours. This observed behaviour is then presumed to explain
sources of arousal that fulfil an identified need. For example, Greek philosopher Epicurus
(341–270 BC) proposed that people are motivated by both a need for pleasure and a need to
avoid pain in seeking ultimate happiness (Franken, 1988). B.F. Skinner – an American
psychologist in the field of applied behavioural science (ABS) in the early-mid 20th Century –
proposed a similar theory labelled operant conditioning (sometimes called instrumental
conditioning) through his experimental behavioural analysis. This theory proposed the most
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effective way to understand human behaviour is the analysis of the causes of action and
consequences, respectively. That is, behaviour proceeded by an unpleasant consequence is
less likely to be repeated, just as behaviours followed by a pleasant consequence are more
likely to be repeated. Skinner labelled this theory as the principle of reinforcement.
Franken (1988) elaborated further on needs as expounded by historic (20th Century)
humanistic theorists including Abraham Maslow and Carl Rogers. The humanistic theorists
advocated that people are motivated through a need to express essential goodness as well as a
need to grow as a person. Appreciation, given in an authentic form in the workplace or
elsewhere, captures expressions of this goodness from one to another while also recognising
an additional role where those appreciated experience inherent growth through relational
development with the giver of appreciation.
More recent psychological thought has sought to understand specific drivers of human
behaviours, including those associated with the expression of goodness. This work falls
within the field of positive psychology advocated by Seligman and Csikszentmihalyi (2000)
as “a science of positive subjective experience, [and] positive individual traits” (p. 5).
Positive psychology, understood broadly as valued human subjective experiences, comprises,
but is not limited to, feelings of well-being, contentment, satisfaction and happiness. These
potential psychological needs seem pertinent to the workplace. One reason is that such
positive feelings may be outcomes sought by workers. As such, employees are motivated
towards achieving these psychological needs during their working lives. In turn, these
outcomes may be associated with, or energise, characteristics such as positive attitudes that
are considered valuable in the workplace. These attitudes may then enhance productivity and
loyalty (Cropanzano & Wright, 2001).
Regardless of workers’ particular needs, and their recognition in the scientific
literature, organisation efforts towards increasing worker productivity, loyalty and harmony
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have often been ineffective. In fact, identifying suitable techniques and mechanisms for
motivating workers has continued to challenge organisations since at least the turn of the 20 th
Century (Wiley, 1997). More research appears to be required.
In line with the abovementioned contention concerning employee seeking of
psychological needs and subsequent positive effects, Seligman and Csikszentmihalyi (2000)
argue that motivation research should focus on processes. One such process involves that
representing preceding actions that result in positive and desired psychological outcomes. (In
this regard, Chapter 3 introduces a proposed cyclic process that explains how appreciation
may operate in the workplace.) A process-driven approach to research, where the emphasis is
placed on positive psychological outcomes, contrasts with well-supported psychological
theories that focus on repairing negative. Many of these theories, proposed post World War
II, focus exclusively on thought processes associated with poor mental health outcomes. One
popularly known example concerns psychoanalytic techniques developed by Sigmund Freud
(Eriksson, 2014).
Although repairing the negative has clear value, this thesis follows the positive
psychological approach described by Seligman and Csikszentmihalyi (2000) above. Positive
psychology builds on beneficial qualities and experiences that promote the expression and
recognition of goodness, as well as personal growth. These factors make people’s lives better.
Consistent with this approach, Seligman (2002b) sees psychology as a discipline where
“treatment is not just fixing what is wrong; it also is building what is right” (p. 4). Workplace
appreciation presents an obvious example of positive and beneficial psychological nurturing.
Given this psychological context, the study reported here considers workplace appreciation as
a key driver of employee motivation.
Important to this study, an interesting distinction emerges from divergent
psychological perspectives of applied behavioural science (ABS) (e.g., Skinner – discussed
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earlier) and that of positive psychology (Geller, 2020). ABS, based on fundamental instincts,
proposes that a positive consequence (e.g., a tangible reward received) drives increases in the
repetition of a behaviour of interest. Positive psychology, in contrast, suggests applying
positive consequences enhances a person’s subjective well-being (SWB). Rather than being a
direct behavioural response to the introduction or removal of stimuli, SWB appears to be a
more enduring psychological phenomenon representing an evolutionary development.
Regardless, both of these fields of psychological science advocate the delivery of
positive consequence (for example, expressed appreciation); ABS to direct behaviour and
positive psychology to positively influence mood or personal well-being. With this in mind,
discussions around appreciation and its influence on SWB are interspersed throughout
Chapter 2 when reviewing a selection of relevant works among a gamut of associated
literatures. Essentially, this reflects the present author’s view that perspectives of ABS and
positive psychology are inextricably intertwined. Untangling one from the other, in regard to
the study presented here, is beyond scope of study methods, research design and aims.
Nevertheless, the thesis recognises throughout that SWB experienced from receiving positive
consequences provides stimulus that influences positively future behaviours while making the
subject ‘feel good’.
Based on the present author’s review of literature reported in Chapter 2, applying the
underlying principles of both positive psychology and human motivation theories to
workplaces has driven substantial management research over the past half century. Research
approaches have included methods used to investigate and understand what makes employees
‘tick’ and how organisations can best utilise employees, across all levels. Expanding on this,
the next section explains organisational benefits to be gained through fostering and driving
employee productivity.
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1.3 Driving employee productivity for organisational effectiveness
The quest for greater levels of employee productivity within organisations is becoming more
important due to reported low employee engagement levels worldwide, reduced operating
budgets, new global competitors, and increasing local competition for top talent (Crabtree,
2013). A further challenge noted by Crabtree (2013) is that just 20% of employees globally
are typically fully engaged in their work, a statistic that has remained relatively constant for
many years. Worth noting given the study location, Australia scored: 24% (+/-3 margin of
error) for engaged; 60% (+/-4) for not engaged, and; 16% (+/-3) for actively disengaged in
the Gallup 2011-12 global results, from which these statistics were sourced. Crabtree argues
that such low levels of engagement hinder an organisation’s economic performance and
employee life quality.
From an organisational perspective, the essential question is how to enhance
employee well-being and engagement levels to facilitate optimal productivity, greater
shareholder returns, and a more harmonious, effective workplace for all stakeholders
(including management). Put simply, a management challenge concerns how greater
organisational effectiveness can be achieved.
For the purposes of the current study, three core outcome variables were selected for
analysis in their relationship with workplace appreciation: subjective well-being (SWB), job
satisfaction and job commitment. Each variable was considered a critical component
contributing to employee engagement, productivity and overall organisational performance.
Details concerning the measurement scales used for each of these variables and further
rationalisation for their analysis are discussed in section 4.3.2. Further, each outcome variable
had the capacity to be self-reported (for example, ‘workplace productivity’ is difficult to
capture through self-report). Pfister et al. (2020) confirmed the importance of appreciation on
employees’ job satisfaction (defined as “the overall evaluative judgment one has about one’s
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job” [Judge et al. 2017, p.357]) as well as feelings toward the entire organisation. Research
literature on the construct of job commitment is more limited with a clear measure lacking.
Considering the putative relationship between job commitment and constructs such as
employee loyalty and turnover, the construct as measured was deemed appropriate for the
present study chiefly to inform construct validity of a developed scale of workplace
appreciation. The relationship between job commitment and organisational commitment is
discussed in Chapter 4, with the complexities of the latter highlighted. Section 2.5 discusses
in detail the influence of appreciation on SWB.
One avenue of management research concerning organisational effectiveness has
focused on factors that cause employees to feel more engaged, committed and loyal to their
organisation. For example, sincere managerial appreciation and care shown towards
employees is known to positively impact SWB, engagement levels, organisational
commitment and overall productivity (Barsade & O’Neill, 2014; Gostick & Elton, 2009;
Kark & Carmeli, 2009; Kouzes & Posner, 2002, 2003). Hence, to meet an organisation’s core
strategic aspirations, managers should respond to employees in a caring and/or appreciative
fashion to foster and maximise productivity. Considering the importance of managers
demonstrating appreciation and care toward their people, appreciation in the supervisorsubordinate relationship is discussed next.

1.4 Appreciation in the supervisor-subordinate relationship
The ability of managers, at all levels, to enhance employee well-being, retention, creativity,
commitment and productivity has a clear role to play in achieving business success.
Management and psychology literatures suggest that these organisational benefits are
achieved when subordinates feel appreciated by their supervisor (Fagley & Adler, 2012;
Pfister et al., 2020; Semmer et al., 2019). Yet this remains just a suggestion since empirical
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research concerning how appreciation operates in the workplace is lacking. In particular,
actual supervisor behaviours and actions that manifest as appreciation, as perceived by
employees, is limited to a few cross-sectional studies (refer to Chapter 2, section 2.8). Further
empirical knowledge may prove valuable for developing leadership capability amongst
supervisory teams. In doing so, the context will be provided to encourage, direct and engage
employees towards meeting organisational strategic goals.
1.4.1 The ‘supervisor-supervisee’ relationship: Terminologies explained
Appreciation that is extant in the supervisor-employee relationship is the specific focus of
this study; this relationship examined in detail in Chapter 2. Pertinent here in Chapter 1 is to
delineate the concept. This begins by defining and justifying the terminology used for this
working relationship that holds critical significance for the scope, and method used, in this
thesis study.
Firstly, the term supervisor has been used instead of manager, as the latter term
applies to organisational positions without necessarily direct employee reporting. A manager,
for example, may control or direct things such as material resources and/or finances (as well
as human resources). In contrast, a supervisor, by definition, specifically supervises people or
the work completed by others. Regardless, the terms manager and supervisor are used
interchangeably in this thesis as is common for the management literature.
The decision was also taken to use the term supervisee to complete this relationship
terminology as this was considered most suitable for the current study. Other terms
considered, such as employee and worker, do not necessarily convey a direct relationship
with a supervisor, again critical to the present study. Other possible terms including underling
appear patronising. Subordinate was originally considered and has been used thus far for
understanding, however the term was deemed too militaristic – almost derogatory, where this
often connotes specifically a lower rank, subservient position, or person of less importance.
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Reinforcing this semantic decision, the Merriam-Webster dictionary defines supervisee as
simply a person being supervised. The term supervisee therefore indicates that they are a
direct report to somebody who supervises them (i.e., their supervisor). Hence, the supervisorsupervisee terminology was chosen. On this, the term supervisory relationship has been
coined to represent the supervisor-supervisee association, as defined in the glossary of terms.
These terms are used from this point onwards.
Appreciation extant in the supervisory relationship has been discussed, along with
clarification of terminologies used throughout this thesis. The iterative nature of appreciation
is now considered to better understand the operation of appreciation in the workplace.

1.5 Understanding the iterative nature of workplace appreciation
For appreciation to exist, the value of something (for example, a behaviour, a person,
a situation, a skill or achievement) must be recognised by a person, and then accompanied by
a positive emotional response (thankfulness) in that person (Adler & Fagley, 2005). Watkins
(2014) similarly advocates appreciation as involving cognitive appraisals that increase the
psychological value of something. In considering these observations, the present author
asserts that acts of appreciation, when in operation, are both desirable in the workplace and
likely induce a positive emotional effect on the beneficiary. As discussed above, tenants of
positive psychology support this assertion.
Feelings of appreciating others may be conveyed back to the initiators. In practice,
appreciation in the workplace is conveyed where, in the first instance, the conveyer
recognises something of value has been created or exhibited by an employee. Conveyance of
appreciation to the employee then elicits a positive emotional response associated with
feeling appreciated (Adler & Fagley, 2005).
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A conceptual framework illustrating the iterative nature of appreciation in the
supervisory relationship is presented in Chapter 3. However, in a broader sense, appreciation
typically manifests as a communicated, positive evaluation by others which enhances or
sustains one’s self-esteem, and in turn, contributes to their well-being (Semmer et al., 2019;
Stocker et al., 2010). In this sense, and important for the present study’s methods,
appreciation may be considered from the perspective of that experienced by the recipient.
Within the academic field of management, substantial historical literature exists
regarding the supervisory relationship. This scholarly effort has highlighted the importance of
supervisee feelings of being appreciated in the workplace and supports the notion that these
feelings drive workplace behaviour and employee self-worth (Herzberg, 1974; Lindahl, 1949;
Ornish, 1998). These aforementioned research findings, reported over the last century, have
identified factors constituting employee job satisfaction and SWB. Whether these factors may
have changed or transformed over time, through, say, new societal demands and
intergenerational differences, is unknown. Job security, for example, may be relatively more
important during the current and longstanding global economic malaise or where new
technologies limit traditional employment opportunities (e.g., self-serve supermarket
checkouts, automated warehouse stacking systems and so on).
To summarise this argument, the concept of appreciation found in the workplace is
conceived in this study to be a critical factor in the business world through its potential to
promote employee well-being, enhance job satisfaction, motivate positive behaviours, and
boost commitment (Adler & Fagley, 2005; Fagley & Adler, 2012; Wood et al., 2010). Hence,
a better understanding of the concept’s importance, concerning in particular the effective
application of workplace appreciation, will likely improve supervisors’ capacity to increase
workplace harmony and productivity while maintaining a committed and loyal workforce
(Gostick & Elton, 2009).
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1.6 Study significance and purpose: Research gap and importance
In a way similar to defining the supervisory relationship, the foundation of studying
workplace appreciation requires a clear working definition of the concept. On the surface, the
concept of appreciation in the workplace appears straightforward. Recognition, praise,
affection, gratitude, thankfulness, compassion, trust may represent various terms relevant to
clarifying the meaning of appreciation. Similarly, the management literature provides
numerous synonyms, definitions and variables associated with ‘appreciation’ (Adler &
Fagley, 2005; Stocker et al., 2019). Examples of these definitions and other variables are
discussed in greater detail in Chapter 2, section 2.7.
Despite recent research attention, no scientific consensus exists in which supervisor
behaviours and actions are deemed to manifest as workplace appreciation. No extant theory
specifically addressing workplace appreciation was found by the researcher. Nonetheless,
closely related theories (e.g., perceived supervisor support and perceived organisational
support) are critically reviewed in Chapter 2 for their relevance to the present study. Further,
a conceptual model is proposed in Chapter 3 to illustrate the ensuing, iterative effects of
workplace appreciation in the supervisor-supervisee relationship. On this, Fagley and Adler
(2012) note that several aspects of appreciation have been well researched and successful
interventions enacted to increase this appreciation, however minimal work has been
undertaken on workplace appreciation. These authors note:
Research is needed to identify the best ways for supervisors to indicate appreciation…
In addition, research is needed to develop an understanding of the most effective ways
to express appreciation in the workplace and the most effective organizational and
individual workplace interventions to foster appreciation (Fagley & Adler, 2012, p. 182183).
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A better understanding of these behaviours that constitute appreciation may allow for
opportunities to improve both organisational harmony and productivity (discussed further
later on in this section).
To meet this outcome, a tailored, mixed-methods approach involving face-to-face,
semi-structured interviews and online survey has been utilised to address the existing
knowledge gap concerning this fundamental understanding of workplace appreciation. The
study methods and results are reported in later chapters. More specifically, the reported study
seeks to identify, document and analyse appreciative behaviours found within the supervisory
relationship that result in supervisees feeling appreciated in the workplace. Further, exactly
why these behaviours instil feelings of appreciation for the supervisee is investigated. Hence,
this study is designed to provide practical workplace benefits as well as contributing to
management theory.

1.7 Study implications and research significance
Associated with the theoretical concept of appreciation, much research and associated
management literature has focused on the concepts of perceived organisational support and
perceived supervisor support extant in workplace relationships (concepts discussed later in
Chapter 2, section 2.4). Common themes emerging from this reported research concern
positive associations found between actions promoting constructive supervisory relationships
and employee commitment, creativity, safety, loyalty, well-being and productivity.
Building on this previous research, this study develops empirical baseline data to
assess what supervisor behaviours make employees feel appreciated in the workplace.
Further, the study tests how these behaviours relate to important organisational outcomes. By
identifying supervisor behaviours that engender feelings of being appreciated in supervisees,
organisations will potentially gain the capacity to assess the appreciation competency of
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managers. This in turn may enhance leadership capability development at both the individual
and organisational level. The study findings may therefore inform and better target human
resource (HR) practices and policies in staff selection, promotion, training, coaching,
education and associated reward systems. In this context, Meyer et al. (2015) emphasised the
importance of HR support both from the organisation and the supervisor for employee
commitment, well-being, retention and higher levels of performance. Appreciation may well
be a valid addition to this list.
Essentially, a better understanding of supervisory appreciation will allow managers to
build an appreciative organisational culture resulting in a more productive workplace and
enhanced individual well-being. Perhaps though at the forefront of understanding the
appreciation construct is that appreciative behaviours will be perceived in different ways by
different employees. Keeping in mind the obvious subjectivities associated with the
appreciation construct, the present study begins with the premise that effective appreciative
behaviours can and should be taught to managers and supervisors alike (Fagley & Adler,
2012). To realise these potential positive outcomes, a full examination of literature on the role
of appreciation in the workplace is firstly required. This is the purpose of the next chapter
(Chapter 2). Before this, research aims and associated questions are specified in section 1.8.

1.8 Research aims and questions
This study has been designed to contribute to general understanding of the role of
appreciation in the workplace supervisory relationship. Hence, the study focus (or unit of
analysis) was the supervisory relationship.
1.8.1 Study objective and aims
The study primary objective is to determine, document and frame supervisor behaviours
which instil feelings of appreciation in employees and assess whether and how identified
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forms of appreciative behaviours link to important selected organisational outcomes. This
objective is realised by four research aims and associated questions (RQ), as specified below
(section 1.8.2).
The primary study aims were to: (1) identify, from employee viewpoints, what
behavioural forms enunciated by supervisors appear critical to engender feelings of
employees being appreciated; (2) attempt to ascertain from those same employees why
appreciative behaviours had positive influence; (3) assess whether appreciation-related
behaviours (specified as factors) are associated with employee outcomes in the workplace
and for life more generally. A sub-aim, without associated research question, was to
investigate and determine whether demographic or workplace characteristics have influence
on frameworks or hypothesised relationships falling within any or all of the first three aims.

1.8.2 Research questions (RQ)
RQ1: What behaviours, enacted by supervisors towards supervisees, comprise appreciation
in the workplace?
Understanding appreciation in the workplace requires the ascertainment and synthesis of all
relevant behaviours that result in employee feelings of being appreciated.

RQ2: Why do the enacted supervisor appreciative behaviours (identified in RQ1.) have
influence on supervisees?
Understanding possible reasons why behaviours have influence allows understanding behind
the motivation of such behaviours.

RQ3: What is the underlying factor structure that comprises the domain of workplace
appreciative behaviours?
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Through the application of empirical quantitative testing, specifying underlying factors to
better understand workplace appreciation behaviours.

RQ4: What is the relationship between the appreciation factors identified in RQ3 and
workplace outcomes (SWB, job satisfaction, job commitment)?

To clarify the links between the research aim, objectives and questions, the above-stated
research questions are presented in table format below;
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Table 1. Links between research objective, aims and questions
PRIMARY RESEARCH
OBJECTIVE

RESEARCH
AIMS
Identify, from employee
viewpoints, what
behavioural forms
enunciated by
supervisors appear
critical to engender
feelings of employees
being appreciated.

Determine, document and frame
supervisor behaviours which
instil feelings of appreciation in
employees and assess whether
and how identified forms of
appreciative behaviours link to
important selected
organisational outcomes.

Ascertain from those
same employees why
appreciative behaviours
had positive influence.
Assess whether
appreciation-related
behaviours (specified as
factors) are associated
with employee
outcomes in the
workplace and for life
more generally.
Investigate and
determine whether
demographic or
workplace
characteristics have
influence on frameworks
or hypothesised
relationships falling
within any or all of the
first three aims.

RESEARCH
QUESTIONS
RQ1. What behaviours,
enacted by supervisors
towards supervisees,
comprise appreciation in the
workplace?
RQ3. What is the underlying
factor structure that
comprises the domain of
workplace appreciative
behaviours?
RQ2. Why do the enacted
supervisor appreciative
behaviours (identified in
RQ1.) have influence on
supervisees?
RQ4: What is the
relationship between the
appreciation factors
identified in RQ3 and
workplace outcomes (SWB,
job satisfaction, job
commitment)?

NB. RQ4. was a sub-aim.
This sub-aim was not
associated with a direct
research question given the
exploratory nature.

As noted earlier, the literature proposes putative associations between appreciation
behaviours and several key workplace variables. The study will provide an empirical test of
these propositions.

21
1.9 Structure of thesis
So far, this thesis has presented an introduction providing rationale for the study of workplace
appreciation. Extant gaps in current research have been discussed briefly, with research aims
and questions underpinning the study also listed.
This thesis comprises seven chapters. Following this introductory chapter, a literature
review of topics and concepts deemed relevant to understanding appreciation in the
workplace is provided (Chapter 2). This expands on the gap in knowledge around supervisory
appreciative behaviours in the workplace which this study addresses. In Chapter 3 a proposed
conceptual model of workplace appreciation and the associated concept of expressed
workplace appreciation (EWA) are outlined. This framework was developed as a theoretical
basis for the study and to express in visual terms the cycle of appreciation extant in the
supervisory relationship.
In Chapter 4, the methods for the study are outlined. The study was essentially broken
down into two key parts or ‘phases’: Phase 1 – qualitative interviews with employees to
investigate perceptions around supervisor appreciation, and Phase 2 – an online survey using
quantified measures to assess findings from the qualitative interviews.
Chapter 5 reveals the results from the two study phases. The penultimate Chapter 6
provides considered discussion and insights on the applied outcomes from this research. This
discussion includes practical implications and theoretical contributions, as well as identifying
its limitations and suggesting consequential future research opportunities based on findings
reported here.
Finally, Chapter 7 incorporates a brief conclusion to the study. This chapter
summarises the study purpose, process and results highlighting the broader study context.
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CHAPTER 2: LITERATURE REVIEW
2.1 Introduction
Chapter 2 presents a review of the literature concerning the construct of appreciation. The
chapter is designed to provide for a detailed and consistent understanding of appreciation and
how the concept as defined applies in the workplace. What becomes apparent in this
examination of literature is the critical role of social bonding to human well-being, and how
appreciation plays an important part in this phenomenon. This social process applies here to
appreciation as being present in the workplace supervisory relationship.
Also, the influence of appreciation on subjective well-being (SWB) is examined in
detail. Appreciation as an element of leadership is also reviewed. However, due to the huge
body of literature and research on leadership, exploring in detail the full range of theoretical
models of leadership is considered beyond the scope of this review. Instead, a focus on
servant leadership was selected as fit for the study’s purpose, as this theoretical model was
considered to have close alignment and applicability with the concept of appreciation in the
supervisory relationship.
2.1.1 Literature review structure
This literature review begins with a brief review of human motivation in the workplace to
identify factors which can increase employee engagement and productivity. To start, a study
from the mid-20th Century that highlighted the importance of appreciation as a form of
employee motivation is presented. The putative benefits of supervisees feeling appreciated in
the workplace, which include productivity, loyalty and SWB, are then introduced in section
2.2.
Section 2.3 discusses the importance of social support for individual well-being
(amongst other benefits). Appreciation extant in workplace relationships, including the

23
impact of supervisor behaviours on supervisees, is then reviewed. The deep-seated human
need for appreciation is also discussed here in the context of the supervisory relationship.
Still on workplace social support, section 2.4 contains a review of organisational
support theory operationalised as both perceived organisational support (POS) and perceived
supervisor support (PSS). These two empirical approaches place emphasis on employee
perceptions developed from received support and appreciation. Reviewed research links these
perceptions to workplace outcomes including SWB and productivity.
Section 2.5 considers literature concerning the relationship between expressed
appreciation and employee subjective well-being (SWB). Research reveals that the need for
appreciation can be understood by examining the human need for social support to enhance
well-being. The link between SWB and happiness is also examined in this section.
Supervisor appreciation may be considered as an aspect of leadership. Hence, a brief
overview of the concepts of leader and leadership theory are provided in section 2.6,
focusing on the contention that leadership is about relationships, and leaders can emerge at
any level of an organisation. Appreciative leadership further emphasises the importance of
social relationships and bonding in the workplace; specifically, how this impacts the
supervisory relationship. A focus on servant leadership theory follows. This style of
leadership, primarily about appreciating one’s followers and serving them as priority,
contrasts with most other leadership theories that focus on organisational and shareholder
welfare. Exactly how leaders can affect their people through demonstrating appreciation and
genuine care is explored.
Defining and understanding appreciation as a construct is the focus of section 2.7,
where the multi-faceted nature of appreciation emerges. This section also provides an
examination of similarities between appreciation and gratitude. The distinction of
appreciation as a disposition versus an ostensive expression is also shared. Although research
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on the former approach (appreciation as a disposition) has been prominent, studies on
behavioural appreciation are becoming more popular and it is this form of expressed
appreciation that is central to the current study.
Finally, empirical research including five specific previous studies on behavioural
workplace appreciation (each mentioning the need for further research to investigate
expressed workplace appreciation) is reviewed in section 2.8. Scales and instruments
developed to measure concepts associated with appreciation, together with their limitations,
are summarised in this section.
Literature was originally identified primarily via keyword searches utilising Google
Scholar®. This process was linked with the Federation University Australia library (online
and hardcopy) resources to retrieve and review relevant articles and readings of interest. The
snowball effect was engaged, allowing an expansion of reference material and associated
topics used in this review. The next section is prefaced with a direct quote from a well-known
scholar of business and communication.

2.2 The case for a motivated 21st century workforce
Begin with praise and honest appreciation.
Dale Carnegie (1888 – 1955, American writer and lecturer)

Motivation as a discipline – in the workplace and elsewhere – has been studied considerably
over the past century. Motivation could simply be described as what moves us to act (Schulte,
2020). It is largely about an inner force that drives an individual to achieve and this dictates
the effort, intensity and persistence of such behaviour (Ryan & Deci, 2000). But nevertheless,
pertinent literature reveals that the foundations of human motivation are more complex.
Vroom and Deci (1970) argued that discovering exactly what motivates employees to
perform more effectively remains a challenge. More recently, Kanfer et al. (2017) reiterated
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this notion by describing workplace motivation as “one of the most enduring and compelling
topics in industrial/organizational (I/O) psychology” (p. 338). The importance of work
motivation is highlighted through its influence on factors such as individual skills
development and well-being, policy development, management development and
organisational success. Indeed, understanding what motivates workers remains perhaps one
of the greatest ongoing challenges for modern-day managers and organisations alike. An
underlying driver of this study is the premise that appreciation is a key driver of employee
motivation. The associated research to support this assertion is discussed later.
Dale Carnegie (1936) described what he labelled the all-important law of human
conduct: “Always make the other person feel important” (p. 130). Similarly, just over seven
decades earlier, American philosopher and psychologist John Dewey (b. 1859) stated that the
deepest urge in human nature is the desire to be important. However, as detailed near the start
of the current study, American psychologist William James proposed the need to be
appreciated as the underlying key driver of human behaviour and motivation. When
considering both Carnegie and Dewey’s proposed need or urge to feel important, perhaps it is
the beneficiary of appreciation that is the precursor for developing this feeling of importance.
Nonetheless, Carnegie (1936) postulated this urge to be appreciated and feel
important is the key element that differentiates humans from other animals. He explained that
approval from others and recognition of one’s worth to make one feel important through
sincere appreciation have been a fundamental precept throughout history, ranging from
Confucius (twenty-four centuries ago), Lao-tse (founder of Taoism), Buddhism and
Hinduism. Baumeister and Leary (1995) consider this need for approval to be a critical
element forming and maintaining social bonds, with the need for belongingness a key driver
of human motivation. Undoubtedly, sincere, effective appreciation to promote a person’s self-
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worth and feeling of importance appears to have had significant historical influence from
both a philosophical and religious viewpoint.
From a workplace perspective, motivation encapsulates the forces within a person that
defines the level, direction and persistence of effort exerted by the individual (Schermerhorn
et al., 1991). Maslow’s (1943) hierarchy of human needs theory – considered by Denhardt et
al. (2012) to be the most cited and well-known of all motivation theories – proposed human
motivation is propelled by five ascending levels of needs; physiological, safety/security,
love/belongingness, esteem, and self-actualisation, with unsatisfied needs essentially driving
behaviour. Baumeister and Leary (1995) theorized that receiving appreciation relates to the
need of relatedness and belongingness, aligning with the third level of Maslow’s hierarchy;
They explain how this innate need to belong essentially encapsulates the need to grow and
maintain satisfactory social relationships and is evident across all cultures.
In contrast to this view Baumeister and Leary (1995) suggest, from a cultural
perspective, that belongingness as a human behavioural motivator may be just as important as
food and other basic needs listed in the first two levels of Maslow’s hierarchy. This makes
sense from an evolutionary standpoint, as social bonds formed groups that enabled various
basic survival mechanisms to excel. For example, hunting, protection against external threats
(animal or human), caring for offspring can all be strongly assumed generally more effective
through functional group cooperation.
Maslow (1970) also discusses the role of love for self-actualising people (the very top
tier of his human motivation model) in stating;
It is amazing how little the empirical sciences have to offer on the subject of
love…Our duty is clear here. We must understand love; we must be able to teach it,
to create it, to predict it, or else the world is lost to hostility and to suspicion. (Maslow,
1970, p. 181)
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Maslow considered love may be understood as either a subjective, phenomenological concept
(i.e., the experience) or through an appraisal of objective behaviours (i.e., the outsider’s
recognition of the experience). Akin to Maslow’s discussion of love, the current study
responds to a comparable ‘duty’ to better understand the concept of appreciation in today’s
workplaces. Blau (1964) noted the similarities between expressions of affection in love
relations and expressions of approval in social affiliations. The relationship and associated
influence of appreciation in social connectedness is discussed later. And similar to love,
appreciation may be analysed as a subjective phenomenon or through the study of objective
behaviours.
Valid measurement of appreciation’s influence in the workplace remains an academic
challenge (Beck, 2016; Stocker et al., 2010). Long-established motivational theories provide
direction to meet this challenge. American psychologist David McClelland’s (1961) human
motivation theory – building on Maslow’s pioneering work – proposed that three key
motivators drive human behaviour: need for achievement, need for affiliation, and need for
power. McClelland contests that these human psychological needs ultimately provide the
motivation that drives behaviour. A logical inference is that appreciation can indeed influence
or at least contribute to satisfying all three aforementioned motivators. For example, through
expressing one’s appreciation to a beneficiary for effort or results achieved , one is likely to
enhance their social bonds (hence, affiliation) by demonstrating the value they hold towards
other’s achievements. McClelland’s third motivator – the need for power – is based on the
desires of people to hold authority or influence over others. Presumably, underpinning this
need for power are the resulting outcomes of status, recognition and ultimately enhanced selfesteem. Indeed, effective appreciation can boost McClelland’s proposed need for power by
enhancing the recipient’s (of appreciation) self-esteem and feeling of recognition.
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More recently, whilst researching human motivation Ryan and Deci (2000) expanded
upon self-determination theory (SDT) initially developed in the 1970’s. SDT essentially
looks at how a person’s behaviour is self-determined and self-motivated. They proposed that
three universal intrinsic psychological needs, competence, autonomy and relatedness,
intrinsically motivate the individual. And common to most motivational theories, satisfying
these fundamental psychological needs directly influences individual well-being and health.
Hence, it is the external environment (including social interactions) that impact a person’s
self-motivation and well-being through the satisfaction or otherwise of these three needs.
Other well-known theories, in addition to McClelland’s (1961) proposed three key
motivators that drive human behaviour, many similarly be analysed in regard to the implicit
role played by appreciation. For example, appreciation can be related to Ryan and Deci’s
(2000) three intrinsic psychological needs. The first need, competence, relates to people
feeling that they have achieved or done a good job.
Relating Ryan and Deci’s (2000) intrinsic needs to the workplace may find, for
example, a supervisor expressing their appreciation through the provision of praise and
recognition for something the employee has achieved. Under this scenario, the employee’s
need for having feelings of competence is satisfied. Autonomy, the second need, is about
people having freedom and control over what they are doing. A supervisor who provides their
employee greater autonomy and flexibility in what and how they complete tasks are
demonstrating that they trust, appreciate and value the employee’s ability and character.
Again, this supervisor behaviour fulfils this need within the employee. Finally, the
psychological need of relatedness concerns being connected to others through positive
relationships and social interactions. Continuing with the applied workplace example, the
supervisor who effectively demonstrates their appreciation to their employee will invariably
strengthen the social bond between the two parties. The relatedness need is therefore fulfilled.
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Further benefits of appreciation, in addition the concept’s role in need fulfilment, including
how this, as an enacted behaviour, influences various facets of employee behaviour and wellbeing, are discussed later in this chapter (sections 2.5 and 2.7).
Although many researchers have offered theories and frameworks to explain human
motivation and behaviour (e.g., McGregor’s X versus Y theory [1960]; Herzberg’s
Motivation-Hygiene theory [also known as the ‘Two-Factor theory’] [1968]), and these may
have implicit links with appreciative behaviours, a detailed review of every human
motivational theory was considered beyond the scope of this study. What does become
apparent in aforementioned applications is the putative associations between the construct of
appreciation and theories of human motivation. Theoretical perspectives cited above
emphasise the myriad of complex issues warranting consideration when investigating the
motivation of employees together with associated workplace performance and productivity.
In considering relevant theory and theory testing, the present study approach (see Chapter 4)
was grounded in observed workplace behaviours. This assumption here is that theory testing,
or in many cases theoretical development, is best achieved by using real-world observations.
Having discussed selected human motivational theories and their connection with the
construct of appreciation, the next section provides a review of the distinction between
intrinsic and extrinsic motivation and their relationship with appreciation.
2.2.1 Intrinsic versus extrinsic motivation and rewards: Relationships with appreciation
In research literature, motivation is commonly categorised as being generated to meet either
intrinsic needs or extrinsic needs. These two motivation types and their relationship with the
construct of appreciation are discussed below, largely based on the work of Ryan and Deci
(2000).
Intrinsic motivation encourages behaviour due to this manifestation being internally
satisfying. Essentially, people are motivated to initiate behaviour because it is inherently
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interesting or enjoyable (Schulte, 2020). In contrast, extrinsic motivation is where an
individual does the activity because this is instrumental in attaining a separable outcome or
consequence. Ryan and Deci (2000) state that behaviours undertaken after early childhood
are for the most part not intrinsically motivated. In adulthood, the freedom to be intrinsically
motivated is often restricted by societal demands and life responsibilities.
Ryan and Deci (2000) present a “taxonomy of human motivation” (p. 61) (see Figure
1 below), with the left-side end of this continuum-based model representing amotivation (the
actor lacking any intention to act). Various types of external motivation arise along this
taxonomy, leading to intrinsic motivation (this being a pure internal locus of causality based
on total interest and inherent satisfaction). In the mid-part of this motivation spectrum lies
extrinsic motivation, which may take several forms.

Figure 1. A taxonomy of human motivation.

Source: Ryan & Deci (2000), p. 61.
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In regard to Figure 1, complications in interpretation can arise where the construct of
appreciation is considered as a motivator or reward. Given Ryan and Deci’s (2000) taxonomy
of human motivation, and previous discussion around types of motivation, a likely
explanation is that workplace appreciation received from one’s supervisor relates largely to
the concept of Introjection (listed under extrinsic motivation in Figure 1).
Ryan and Deci (2000) describe such introjections as being extrinsic motivation; an
internal regulation that influences a person to act through the pressure of avoiding guilt or
anxiety, or delivered to enhance one’s ego or pride. Hence, “introjection represents regulation
by contingent self-esteem” (p. 62). An example of a common form of introjection is called
ego involvement, where a person demonstrates a behaviour to enhance or maintain a feeling
of worth and self-esteem. Applying this the supervisory relationship, supervisees act in a
certain way to satisfy their supervisor and continue or even promote this harmonious
relationship (hence, where they seek approval from others).
Yet one may argue that the construct of appreciation can exist both in the form of
intrinsic reward (e.g., intangible, internal feeling of positive recognition when receiving
praise) and extrinsic reward (e.g., tangible object such as a bonus, lottery ticket, etc.). On this,
Schulte (2020) warns not to confuse intrinsic motivation with intrinsic rewards; motivation
relates to a behaviour or activity, with rewards always being the outcome. Therefore, both
intrinsic and extrinsic rewards always fall under extrinsic motivation.
Employees are extrinsically presumably motivated to receive both extrinsic and/or
intrinsic rewards (in the example used above, rewards are received by employees from their
workplace supervisor). Therefore, appreciation can be utilised as a delivered reward
mechanism, but also something employees seek; Something that motivates employee
behaviour to maintain or enhance one’s self-esteem and self-worth. A logical explanation
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around the operationalisation of how the construct of expressed appreciation influences the
supervisory relationship is discussed in greater detail in Chapter 3.
Continuing with the link between appreciation and workplace motivation, substantial
evidence supports the derivation of benefits transmitted from workplace appreciation. These
benefits include employee well-being, job satisfaction, social connectedness and productivity
(Pfister et al., 2020; Watkins & Scheibe, 2018). Anecdotal observations from workplace
studies have shown that supervisors commonly express appreciation to employees as a form
of praise (Bergin & Jimmieson, 2020). In response, recipients of such praise may be expected
to have increased motivation towards their work (Beck, 2016). Given that expressed
appreciation has been shown to motivate employees (Stocker et al., 2014), a clearer
understanding of how appreciative behaviours manifest in the workplace is required on
practical and theoretical grounds (Fagley & Adler, 2012; Stocker et al., 2010).
To meet this aim, new knowledge on this motivation-based relationship, gained
through rigorous scientific analyses, may potentially inform workplace practices and benefit
employees, and in turn, the wider organisation. This may be realised through outcomes
including productivity increases and staff well-being. Hence, theoretical development to
better understand the workplace operation of appreciation may add to the body of literature
on key workplace drivers of satisfaction and engagement.
While apperception has clear relationships with motivational rewards, further review
is needed on motivation. This is provided in the next section where the construct of
appreciation is considered as a core driver and director of employee behaviour. Reviewed
literature reports on some original work to highlight this additional importance of
appreciation in the workplace.
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2.2.2 Appreciation as an employee motivational driver: Historical beginnings
One original pieces of research that considered appreciation with regards to employee
motivation involved a survey conducted in 1946 by the Labor Relations Institute of New
York (Lindahl, 1949). Findings from this American survey undertaken in 24 factory plants
revealed the highest listed employee workplace desires (from a total of ten ‘job reward’
factors), were 1. Full appreciation of work done, 2. Feeling ‘in’ on things, and 3. Sympathetic
help on personal problems (see Table 2 below). In direct contrast to these results, managers
ranked these three factors as 8th , 10th and 9th respectively for what they believed were most
important to employees. Interestingly, when these same managers were asked to rate rewards
received in the workplace, they, like their employees, rated being appreciated, listened to and
informed as highest.
The study also revealed that managers incorrectly assumed Good wages, Job security
and Promotion or growth opportunities were the most important factors for their employees.
The top three elements in Table 2 specify that employees seek intangible ‘rewards’. Such
rewards including workplace appreciation are likely to be largely shaped within the
supervisory relationship.
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Table 2. Worker (employee) and foreman (manager) perceptions of worker motivation
Worker
rating

Foreman
(manager)
rating

Full appreciation of work done

1

8

Feeling “in” on things

2

10

Sympathetic understanding of personal problems

3

9

Job Security

4

2

Good wages

5

1

Work that keeps you interested

6

5

Promotion and growth in company

7

3

Personal loyalty to workers

8

6

Good working conditions

9

4

Tactful disciplining

10

7

Source: L.G. Lindahl. (1949). What makes a good job?, Personnel 25(4), 263-266.

The original 1946 survey was replicated several times over the next fifty years
yielding comparable results; Full appreciation for work done remained in the top two
motivating factors for employees over this period (Kovach, 1987). These repeated surveys
have maintained the focus on industrial workers. Whether results may have differed among
other industry sectors is unknown.
Kouzes and Posner (2002), who’s extensive research in the field of workplace
leadership is discussed in detail later in this thesis, noted that the aforementioned consistent
trend over time, regarding the importance of appreciation for workers, should come as no
surprise. They suggest that regardless of rank or position, everybody is human, and the
inherent need to feel appreciated for our efforts, and that we are important, and that we are
valued, applies to all of us.
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Kovach (1987) observed one significant difference in the survey findings when
comparing results from the 1980s with the original 1946 survey. He identified this by
conducting a similar survey containing the original ten ‘job reward’ factors in both 1981 and
1986. For the 1986 survey version, new demographic categories were added (e.g., age, sex,
income level to allow for more in-depth analysis of possible explanations for results). In
1986, Sympathetic help with personal problems dropped from number three to tenth position,
with Interesting work rising from sixth to first position (moving one ahead of Full
appreciation of work done at second place).
In commenting on these results, Kovach (1987) observed that the original 1946
survey was undertaken soon after World War II when the USA was emerging from economic
depression. The ensuing four decades since the initial survey saw a rise in living standards
and relative affluence, therefore one would expect worker needs, at least from a motivational
perspective (extrinsic and intrinsic) to change. Changes to societal norms may have
influenced the effect of workplace appreciation on workers, and in particular, the forms of
appreciative behaviours employees prefer to receive. Other influences or events such as
technical changes and global pandemics provide two further examples of variables that may
influence survey results over time. But again, as highlighted Kouzes and Posner (2002),
evidence shows that appreciation for work done has remained a priority for workers for at
least half a century.
Kovach (1987), meanwhile, noted how supervisor perceptions and associated
rankings of their employees’ workplace motivators also remained fundamentally the same
since 1946. These rankings indicated that supervisors may have a poor understanding of what
motivates employees, even despite this longstanding research on this topic. We may turn to
theory to seek explanations for this discrepancy.
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From the wealth of research on motivation at work, various theories have emerged to
explain the disparity between supervisor perceptions and employee desires concerning
motivational, rewarding factors in the workplace. Kovach (1987) himself contends, based on
available evidence, that managers believe their subordinates are motivated by the same
rewards that motivate themselves. He labelled this phenomenon as a form of ‘self-reference’.
On this, Kovach noted David McClelland, a person recognised for his work on human
motivation reported from the mid-20th Century to late 1990s, revealed that supervisors are
more likely to be high achievers who are interested in definitive measures (e.g., money) to
reflect their achievements. Hence, supervisors, in comparing employees to themselves, have
continued to incorrectly rank Good wages as the number one job reward they believe
employees want. A logical inference here is to understanding the role of appreciation in the
workplace, researchers should consider views of employees.
Indeed, appreciation in the workplace has been substantiated as a key motivating
factor for employees. A final consideration on the original 1946 Labor Relations Institute of
New York survey (initially reported by Lindahl [1949] and since replicated by others) is the
wording of the job reward factor Full appreciation of work done. The present author suggests
this is just one component of the construct of appreciation. Other areas may be, for example,
appreciating the employee as an individual, or appreciation for their efforts versus results
achieved. Clearly, understanding the workings of appreciation in the workplace is not a
straightforward task.
Exactly how that appreciation is demonstrated by supervisors should also be
considered. Factors including sincerity, frequency, authenticity, and exclusivity may all play
a role in how this is perceived. Further, referring back to Table 2, Sympathetic understanding
of personal problems, Promotion and growth in company, and Feeling ‘in’ on things are
other top ten factors listed by employees that may have linkages with the construct of
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appreciation through instilling in employees feelings of being appreciated. Building on this
work, opportunity exists to reveal the most effective methods and behaviours to appreciate
employees, given the fact that these methods and behaviours may link directly to employee
motivation. Given this, one may expect to find that appreciation received links to employee
engagement and performance. This contention is considered in the next section.
2.2.3 Linking appreciation to employee engagement and performance
Principles drawn from positive psychology and human motivation theories have informed
factors that make employees ‘tick’. Application of these factors to workplaces may assist
organisations to maximise employee productivity and well-being (Adler & Fagley, 2005).
Yet, given persistently low levels of employee engagement globally, a continued search for
new theories to better explain workplace motivation is needed (Crabtree, 2013).
Low engagement in the workplace potentially hinders an organisation’s performance
while likely affecting employees’ quality of life both during and outside of work. To combat
reported low engagement, management literature reports on a range of strategies that
potentially enhance and organisation’s competitive advantage through their workforce.
Kouzes and Posner (2002), for example, contend that organisations should ensure that
workplaces promote employee well-being, job satisfaction and engagement levels to promote
productivity and workplace harmony. But how these outcomes may be achieved is not fully
clear from reported empirical studies. One pertinent avenue of research on this topic requires
exploration as to whether appreciative behaviours do in fact promote aspects of
organisational effectiveness (Fagley & Adler, 2012).
Management and related psychology literature contend that supervisees who feel
appreciated in the supervisory relationship are relatively more loyal and productive while
having a greater sense of subjective well-being (SWB) (Sansone & Sansone, 2010; Shanock
& Eisenberger, 2006; White, 2014; 2015). Presumably, antecedent SWB variables, which
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may be presumed to include expressed appreciation, are readily identifiable in the workplace.
More specifically, some commentators have proposed that appreciation may be the critical
mechanism for enhancing social bonding and job satisfaction, promoting creativity,
energising behaviour, and enhancing organisational commitment (Fagley & Adler, 2012;
Wood et al., 2010). Given the importance of this proposition for this thesis study and methods
(see Chapter 4), a detailed discussion on the influence of appreciation on SWB is provided
later in this chapter (section 2.5).
Having reviewed the linkages between appreciation, motivation and SWB, focus now
turns to social relationships and their putative connection with the construct of appreciation.
This discussion reveals empirical work supporting a strong influence from appreciative
behaviours on interpersonal relationships. The mechanism used to identify this influence has
been developed through the construct of social support.

2.3 Defining social support and proposed relationships
Deelstra et al. (2003) defined social support as “actions of others that are either helpful or
intended to be helpful” (p. 324). Cobb (1976) presented one of the earliest definitions of
social support which encompassed a person’s belief that their well-being is valued and cared
for as part of a social network. On this, Baumeister and Leary (1995) explained the innate
associated benefits that drive the human desire to develop and maintain social bonds,
suggesting that the need for belongingness is biologically inherited.
The interdependence of people, both in our personal and working lives, is undeniable.
We cannot live in isolation and the importance of social relationships has been well
documented. The need for social connectedness, a sense of belongingness, and the need to
feel valued are basic human needs. How this happens along with potential outcomes are now
considered.
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Discussed earlier, Baumeister and Leary (1995) proposed that social contact and
subsequent relationship formation promote in one a sense of belonging; a fundamental factor
of human motivation. Further, people invest much effort in developing supportive
relationships (linked to feelings of belongingness), which in turn produce positive emotions,
happiness and general well-being. Baumeister and Leary have also confirmed, through their
review of literature regarding the need to belong as a fundamental element of human
motivation, the importance of mutuality when social support is concerned. As an example, the
reciprocity of care, concern or affection shown is most effective when this comes mutually
from both parties. This assertion, consistent with social exchange theory, ensures both
relationship development and relationship maintenance. In his in-depth scholarly discussion
around theories of social structures, social exchange, and social support, Blau (1964)
provides a comparable argument. He explains that the need and continuation for reciprocation
of benefits received is a key regulator of social interaction. Through this reciprocation of
obligations, mutual trust is developed between two parties in any social context.
For the workplace, in line with Blau’s (1964) propositions, it may be contended that
social exchange in the form of appreciation from one’s supervisor engenders feelings of
personal obligation and gratitude. This exchange of appreciation is seen as a symbol of
supportiveness and mutual support. Of course, this notion is fundamental to social science
research. The complexity of humans and the associated bonds with others has driven social
science through theory development for the past centuries and presumably this will continue
well into the foreseeable future. Returning focus to the present study, two core premises
appear to encapsulate the construct of social support literature; feeling appreciated and cared
for, and having access to help (Kossek et al., 2011). These are now considered.
In defining social support, Rooney et al. (2009) emphasised the multidimensional
nature of the construct and the numerous ways such support can be communicated . Instances
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may occur through emotional, practical or informational expressions from one to another.
Rooney and Gottlieb (2007) classify these instances using four common facets specified in
the social support literature: emotional, instrumental, esteem/appraisal and informational
support. Each instance may be recognised by context and support intention.
Appreciation as a construct may be argued to manifest across all of these elements.
Regarding emotions firstly, effective appreciation fosters positive emotions in the recipient.
Secondly, appreciation can be delivered through instrumental means such as material
rewards. Thirdly, appreciation directly influences the recipient’s self-esteem. Fourthly,
appreciation can be demonstrated through information provided to the recipient. Relevant
workplace examples here readily come to mind. Nonetheless, when attempting to
operationalise measures pertaining to forms of social support, Rooney and Gottlieb (2007)
suggest that available assessment tools are too general to provide knowledge that informs on
actual effective supervisor behaviours in the workplace.
Hence, a need exists to better understand how social support manifests through peer
communication in the workplace and elsewhere (Kirmeyer & Lin, 1987; Sias, 2009; Tracy,
2009). This leads to the logical rationalisation is that a better knowledge on appreciation may
potentially contribute to a more complete understanding of social support in the workplace.
More comprehensive knowledge of social support, including that concerning possible sources
of such appreciative behaviours, may assist to uncover how this broad concept influences
factors affecting employees such as health status, stress levels and personal well-being (Li et
al., 2014). The requirements for such nuanced research do not ignore the fact that beneficial
effects of social support in the workplace have already been well documented. Social support
has been found to positively influence employees in their job satisfaction, work performance,
rate of turnover and risk of burnout (Hammig, 2017). Social support in the workplace is
discussed in regard to the supervisory relationship in section 2.3.2.
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2.3.1 Social support and beneficial personal outcomes
Ornish (1998) proposed that the need for intimacy and connection will in many
circumstances override one’s basic survival instincts. Research too reveals the importance of
interpersonal relationships on all facets of human physiological and psychological welfare
(Cacioppo, 2008). Yet available evidence suggests that workplace managers may often
underrate the importance of building and maintaining relationships (Carmeli et al., 2009).
For example, Diener and Seligman (2002) found that, among undergraduate students,
strong social support was the main predictor of happiness. This effect outweighed other
measured factors of personal fitness, wealth, living climate, age, education and gender. Of
course, such claims require close scrutiny. Diener and Seligman themselves note sampling
limitations posed by cross-sectional research and suggest that longitudinal methods and
broader samples are needed to confirm their study findings.
Evidence supporting the case that argues for the importance of social support was also
made by Reeve (2005). He argued, based on his examination of ways to understand, explain
and capitalise on motivational and emotional processes, that people seek bonding in the
pursuit of relatedness, fundamental to happiness. This innate need to form relationships has
been shown also to impact human physiology through the immune and cardiovascular
systems as well as blood pressure (Baumeister & Leary, 1995). Furthermore, the benefits of
supportive managers across many job outcomes including loyalty, job satisfaction and
reduced stress has been well documented (Rooney et al., 2009).
Regarding the relations between appreciation and social support benefits, the former
concept has been proposed as a critical factor for the instigation and development of social
connections (Adler & Fagley 2005; Kubacka et al., 2011). This assertion was further
supported by Lambert and Fincham (2011) who illustrated, in a longitudinal study
surrounding the influence of expressed gratitude on relationship maintenance, that altering
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appreciation levels to a colleague improved various facets of relationship enhancing
behaviours. In their study of daily variations of SWB dependent upon satisfaction of basic
psychological needs (autonomy, competence and relatedness) proposed in Ryan and Deci’s
(2000) Self-Determination Theory, Reis et al. (2000) also found that feeling understood and
appreciated by others was the strongest predictor of well-being.
Given the array of possible benefits, social support as a concept should be regarded as
complex and multi-faceted due to the established links to both psychological and bio-physical
process. Regardless, the concept has clear worth as an approach to understanding how better
workplaces may be created and whether appreciation has a role to play here. This relationship
is next explored.
Semmer et al. (2019), in their study exploring the impact of illegitimate tasks on
individual stress, reported the significant overlap between social support and the construct of
appreciation. Following this view, both Elfering et al. (2017) and Stocker et al. (2019)
advocate that the impact of appreciation on employee well-being (and other work outcomes)
to be placed well above workplace social support. Stocker et al. for example argue that their
study results (detailed later in section 2.8.1) suggest that “the positive effects of social
support are largely due to its overlap with appreciation” (p. 338).
Stocker et al. (2019) go as far as recommending that appreciation should be examined
as a construct in its own right, and so should not be considered exclusively as part of
constructs such as social support and effective leadership. A comparable approach was
adopted by Pfister et al. (2020) who considered appreciation as an individual resource
available to supervisors when attempting to positively influence employee well-being and job
satisfaction. Semmer et al. (2019) also advocated the investigation of appreciation as a
separate, distinct construct. Consequently, these viewpoints from prominent researchers
support the focus taken in the thesis study reported here. In this thesis and study, the construct
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of workplace appreciation is considered an exclusive concept that requires specific research
attention to promote new knowledge and understanding. Recent literature supporting the
investigation of appreciation as a construct in its own right highlights the significance and
justifies need for dedicated research.
To summarise, discussion in this section has considered the importance of social
support, its influence on a person’s well-being, and its connection with appreciation. To
provide a comparative workplace context viewpoint regarding appreciation, the next section
reports on research in the field of social workplace influences. Two linked constructs –
workplace social support and workplace-based appreciation – are described in the next two
sections to inform the reader on putative factors influencing an employee’s social support
perceptions.
2.3.2 Workplace social support: Sources of influence and appreciation
Defining today’s workplace and the practice of work can prove challenging. Such challenges
have been exacerbated through the recent COVID-19 pandemic discussed in section 1.1.3.
Considering the workplace environment and the generalisability of the term ‘work’, exactly
what constitutes the ‘workplace’ remains contentious. A basic definition is “a place where
work is done” (Merriam-Webster online). Even so, complications with simple definitions can
arise where more recently transpired concepts such as volunteer work, the provision of pro
bono services and working-from-home are considered.
Litchfield et al. (2016) stated that work has often been recognised as both a positive
and negative influencer of individual well-being and health. As described in the previous
section, our relationships with others largely influences many aspects of both our physical
and mental health. Nonetheless, and as reported earlier, quality social relationships and the
inherent support they can provide for individual job satisfaction and SWB (a concept
sometimes used interchangeably with life satisfaction and happiness [Raab, 2020; Reeve,
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2005; Stam et al., 2016]) form a critical component affecting most workplaces (Harris et al.,
2011; Rydstedt et al., 2012).
Workplace social support can be defined as the extent to which employees perceive
that their well-being is valued and supported in the workplace by supervisors and other
organisation sources, including the organisation itself (Eisenberger et al., 2002; Ford et al.,
2007). Kossek et al. (2011) described social support as a significant job resource to assist the
employee. The authors further categorised this support into emotional support (e.g.,
expressions of concern by the supervisor) and tangible assistance (‘instrumental support’);
both elements are intended to enhance the well-being of the employee. One could assume
supervisor appreciation would primarily emanate from the former of these categories, that is,
emotional support. However, providing tangible resources to an employee – for example,
better quality tools, modern computer accessories, a new office (not to mention material
rewards such as trophies or a bottle of wine) – may also be perceived as appreciative acts by
the supervisee (cf. Herzberg’s (1968) theorised Motivation-Hygiene theory mentioned earlier
in section 2.2). This demonstrates that appreciation can be rendered in many forms. Further
scrutiny of available evidence is nevertheless warranted.
Kossek et al.’s (2011) meta-analysis comprising 85 studies investigated the influence
of various types of workplace social support on work-family conflict. They conceptualised
workplace social support emanating from multiple sources (e.g., supervisors, co-workers, and
the organisation). Similarly, Alegre et al. (2016) suggested three key relationships (i.e.,
manifested social support) affect employee satisfaction: employee-organisation; employeesupervisor; employee-coworker. Both Flynn (2005) and Sluss and Ashforth (2007) have
further noted that such work-based relationships play a key role in how employees identify
and connect in the workplace. Regarding appreciation, the supervisory relationship may be
most pertinent.
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On this, Edgar and Geare (2005) and Fila et al. (2014) both support the supervisory
relationship as the key factor with regards to influence on employee job satisfaction. These
authors suggested that influence on employee satisfaction is derived through factors including
effectiveness of supervisory delegation and autonomy provided to employees. Conceivably, a
linkage could be established here between a supervisor delegating tasks and providing more
autonomy to their supervisee, and that of perceived appreciation.
In any case, both of these supervisor actions to delegate and provide autonomy imply
that they trust and value the employee. And in turn, this indicates to the employee that they
are appreciated. Stocker et al. (2019) explained how appreciation inspires the self through an
implied positive social evaluation. An example of this process may be where the employee
completes a set project ahead of time, at cost and at a level of quality higher than anticipated.
The supervisor expresses appreciation by acknowledging the outcome achieved through this
employee excelling in their duties, both directly to the employee and to others through work
forums. Through this process the employee realises a positive self-evaluation.
The effect from appreciated behaviours may not however be so simple. Eisenberger
and Stinglhamber (2011) asserted the type of support afforded to employees differs
significantly depending on the other actor’s position. Workplace positions typically include
immediate supervisors, senior managers, co-workers or subordinates. Eisenberger and
Stinglhamber describe all such work roles as being ‘organisational agents’. Support, whether
through appreciation of other mechanisms, may pose differing effects on employees.
Recognition, for example, from a CEO may carry more weight for an employee relative than
that from a subordinate. Other variables too may potentially influence perceptions of
`workplace social support and in a way similar, effects on employees following enunciated
appreciation. Readily identifiable variables here include work-based formal relationships,
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organisational structures, prevailing organisational cultures, as well as organisational change
processes that may result in elevated employee stress.
In recognition of these potential complexities, the present thesis study takes focus
exclusively on that between the supervisor and employee (described next in section 2.3.3).
On this, Stinglhamber and Vandenberghe (2003) have documented emerging research on the
critical place of employee-supervisor linkages in today’s work environments. While
acknowledging the importance of co-workers, complementary research has highlighted that
supervisor support has often been reported as a key source in promoting employee welfare,
engagement and workplace social support (Babin & Boles, 1996; Mekhum & Jermsittiparsen,
2019). Hammig (2017), who studied of the influence of different sources of social support on
several health and work-related outcomes, similarly maintained that workplace social support
is primarily from supervisors and co-workers (as opposed to, for example, senior managers,
subordinates, or human resource management). Supervisor support was reported as a key
source to employee health and well-being. Conversely, a lack of such support was identified
as a strong, reliable measure to increased risk to health-related outcomes including feelings of
stress, musculoskeletal disorders, burnout, and work-related outcomes including feeling
overwhelmed, job dissatisfaction and intention to leave.
From reviewed literature, and in summary, it appears the broad concept of workplace
social support either encompasses or relates closely to the concept of workplace-based
appreciation. The supervisor may logically be viewed as central to workplace appreciation
flow and ensuing effects. Due to close contact and the frequency of interactions, among other
factors, an employee’s direct supervisor will likely have more time and opportunity than
senior organisational leaders to demonstrate supportive and appreciative behaviour to meet
employees’ emotional needs (Maertz et al., 2007; Tremblay & Gibson, 2016). Further,
Dormann and Zapf (1999) found in their one-year longitudinal study of the moderating
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effects of social support by supervisors and co-workers relative to workplace social stressors
that supervisor support outweighs that received from colleagues. In Chapter 3, a model is
proposed to explain the cycle of appreciation over time in this relationship. Continuing the
discussion on workplace appreciation, the next section investigates empirical research that
has examined, albeit indirectly, appreciation in supervisor-supervisee interactions.
2.3.3 Workplace appreciation in the supervisory relationship
Interpersonal relationships are important for SWB, reflecting humans’ innate need to socially
bond. For the workplace, Stocker et al. (2014) emphasise the strong correlation between
supervisor support and employee health and well-being, specifically, the positive effect on
job satisfaction also through appreciative supervisor actions. With this focus, Stinglhamber
and Vandenberghe (2003) highlighted a growing body of research on employee-supervisor
‘linkages’ (as opposed to employee-employer [organisation] relationships). They note that the
decentralisation of organisations has increased opportunities for supervisors to develop
relationships with individual employees in the absence of strong overriding work structures.
Therefore, the role and related importance of one’s direct supervisor has now become
relatively more important for guiding appropriate employee behaviours and providing
fulfillment of well-being needs (Chen et al., 2002).
As a specific aspect of the workplace relationship, feeling appreciated and valued by
one’s supervisor links to job satisfaction and staying in the job (Kouzes & Posner, 2002).
Empirical studies have shown that employees who experience such positive relationships
with their supervisor enjoy both greater SWB and productivity (Achor, 2010; Wagner et al.,
2003). Conversely, a lack of supervisor support manifested in a lack of supervisee
appreciation may also explain high organisational turnover (White, 2014, 2015).
Goleman (1998) describes the relationship between the workplace employee and
supervisor as a “vertical couple” or “organisational marriage” (pp. 212-213); It is the social
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bond that most shapes an organisation’s fabric. Clearly, as mentioned earlier, many forms of
employee relationships exist in the workplace (e.g., with co-workers, senior managers, human
resources, and the organisation itself). And in addition to having a central role in guiding
behavior and ensuring SWB as mentioned above, the direct supervisors of employees are
recognised also as the most influential employee support body in the workplace (Ng &
Sorenson, 2008). This may be due, at least in some part, because supervisors are generally in
the prime position to express appreciation to subordinates.
A relatively recent study by Stocker et al. (2014) emphasised the influence that
supervisor appreciation has on supervisees. Some of their results indicated – contrary to their
stated hypothesis – that measured effect of appreciation received from supervisors on
employee well-being was not in fact stronger than that received from other sources including
co-workers or customers. However, they suggested here further research is required around
this topic to confirm or disconfirm their results.
Stocker et al. (2014) based their study on 139 employees holding professional
positions within organisations, sourced from Switzerland. Participants recorded daily through
the use of diaries appreciative events and circumstances that surrounded these. Stocker et al.
posed several possible reasons as to why the effect of supervisor appreciation on employee
well-being was not as strong as expected, relative to appreciative events involving others.
One reason was the use of diary-based recording methods by study participants where the
option of using serenity as an indicator of well-being was imprecise. Another was that
appreciation from supervisors may have been less salient where taken for granted by
employees (as it was perceived as an expected part of their role).
Considering Stocker et al. (2014) results, the present author suggests care should be
taken when combining or comparing internal sources of workplace appreciation (e.g., that
received from senior managers, co-workers, supervisors) with that received from external
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sources (e.g., appreciation conferred by customers or visitors). In regard to both the
expectations and opportunities for appreciation from these two cohorts, distorted results may
be produced. This may be due to unmeasured variables having differing effects within the
cohort relationships. Essentially, these unknown and uncontrolled variables, such as
frequency of contact and tangible factors, may act as confounders. Nonetheless, given the
importance of appreciation in the supervisory relationship for the present thesis study,
deciphering exactly how supervisors demonstrate appreciation to subordinates to strengthen
this relationship provides one avenue for research using designs that control for key variables.
To conclude and summarise this section, delivering appreciation in the workplace
would be expected to increase SWB, commitment and productivity among employees.
Moreover, while all relationships in the workplace matter, evidence supports the contention
that the most important of these for achieving desired organisational outcomes is that
between the supervisor and their individual supervisees (i.e., within the supervisory
relationship).
From this viewpoint, the next section considers measured benefits arising from
workplace social support (from supervisors or otherwise) determined through the lens of
organisational support theory. This theory, developed by Eisenberger and colleagues, has
been operationalised as either perceived organisational support (POS) or perceived
supervisor support (PSS) (Eisenberger & Stinglhamber, 2011). Of relevance to the thesis
study, as explained below, Kurtessis et al. (2017) propose a significant overlap between
appreciation and social support, including POS.

2.4 Organisational support theory and perceived organisational support (POS)
Organisational support theory asserts that employees build perceptions concerning the extent
to which their contributions are valued by the organisation and, in turn, whether the
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organisation cares about their overall well-being (Eisenberger et al., 1986; Eisenberger et al.,
1997; Shore & Shore, 1995). A logical inference is that employees who feel that their
contributions and well-being are valued will build positive perceptions about how their
contributions, effort and/or ability are appreciated by the organisation. And where an
employee feels appreciated, their SWB generally increases (Diener et al., 2017). This
contention is examined further in the next section in relation to perceived supervisor support
(PSS).
Eisenberger and colleagues have researched organisational support theory for over
three decades in developing POS (Eisenberger et al., 1986). Eisenberger et al. originally
defined POS as global beliefs developed by employees “concerning the extent to which the
organisation values their contributions and cares about their well-being” (p. 500). According
to this definition, and parallel to organisational support theory as described above, employees
develop beliefs about the extent to which their organisation appreciates them and their work.
The POS level indicates whether employees believe an organisation has a positive or negative
inclination towards them regarding their welfare and appreciation of work contributions
(Rhoades & Eisenberger, 2002).
In regard to POS, globalisation of markets, associated mergers and acquisitions, plus
other significant changes across organisations have created new uncertainties among
employees as to who (or what) their employer (and organisation) really is (Stinglhamber &
Vandenberghe, 2003). Parallel changes in societal and workplace structures, values and
factors associated with lack of job security, work-life balance expectations, an ageing
workforce, and demographic variables may also impact employees’ POS. Hence, in many
workplaces the employee’s immediate supervisor may indeed be the most tangible
relationship within organisations available for guiding appropriate employee behaviours. This
proposition is explored further in the next section 2.4.1.
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Regarding empirical evidence for POS, Rhoades and Eisenberger (2002) reviewed
more than 70 studies relating to employees’ opinions and beliefs about how the employing
organisation values their contribution and well-being (POS). Their meta-analysis revealed
several relevant workplace elements that impact POS including supervisor support, reward
systems, job conditions and fair treatment (i.e., procedural justice and organisational politics).
Rhoades and Eisenberger also reported at best minimal relationships between POS and
employee demographics including age, gender, education and employment tenure.
POS provides a theoretical perspective on employee support perceptions. Being a
generic measure, however, of an employee’s condition, POS is unable to provide a precise
assessment of the role of workplace appreciation. A closely related concept – perceived
supervisor support (PSS) – appears to be more aligned to the present thesis study’s focus on
the supervisory relationship (see Chapter 4). PSS, as well as its relationship with POS, are
discussed next.
2.4.1 Perceived supervisor support (PSS)
POS encompasses research on perceived support received from the organisation as a whole.
Operationally, as may be expected, POS concerns perceived support at the organisation level.
A closely related concept is that of perceived supervisor support (PSS). In contrast to POS,
PSS refers to the employee’s views of the degree to which their direct supervisor values their
contributions and cares about their well-being (Alkhateri et al., 2018; Rhoades &
Eisenberger, 2002). Further, through unique relationships the supervisor may share with their
subordinate/s (positive or negative), PSS may actually differ significantly to the associated
perception of – and commitment to – their organisation as a whole (Johnson et al., 2010).
Eisenberger et al.’s (2002) conceptualisation of organisational support theory
contends that PSS leads to POS (Dawley et al., 2010). This contention appears logical and
has been supported empirically. Eisenberger et al. have also acknowledged at their time of
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writing that research investigating the direction of presumed causality between POS and PSS,
and the responsible underlying mechanisms, had been limited. Since then, Dawley et al. have
confirmed empirically the relationship to exist. In their study of 346 employees from a
manufacturing firm, the authors measured job fit and personal sacrifice as mediators for
global measures of PSS and POS. Results confirmed that PSS statistically predicted POS
(p<.05).
Meyer et al. (2015) also claimed that PSS can have a positive influence on
organisational commitment. They note this outcome to occur where the supervisor is seen as
an “embodiment of the organisation” (p. 59). For example, supervisors who share and
promote the same values and policies of the organisation when interacting with their
employees will invariably enhance this positive relationship (Eisenberger et al., 2010). Meyer
et al. explain further that the organisation and supervisor are usually inextricably intwined,
again, for example, through the supervisor ensuring organisational policies are adhered to and
organisational goals are communicated and promoted .
In any case, high levels of PSS may lead directly to positive outcomes for both the
employee and organisation in the form of reduced workplace stress and improved
performance (Shanock & Eisenberger, 2006). Empirical PSS studies suggest also that direct
supervisor workplace support facilitates greater employee job satisfaction, retention, SWB
and workplace productivity (Achor, 2010; Alkhateri, 2018; Hammig, 2017; Wagner et al.,
2003). Hence, managers who demonstrate more sincere appreciation, as perceived by their
supervisees, will presumably enjoy more loyal, trusting, committed personnel. In turn, a
proposition may be made that stronger relationships bound by demonstrated appreciation will
likely generate greater levels of individual performance and overall organisational
productivity. Both presumptions nevertheless require empirical assessment to garner the level
of support.
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There remains, too, contention in the literature on exactly how supervisors and
broader organisational elements demonstrate appreciation to employees. It is therefore
unknown whether expressed appreciation will strengthen the supervisory relationship through
either POS or PSS conceptualisations. Complicating this question, the form of support
afforded employees differs significantly depending on each actor’s position within the
organisation (Eisenberger & Stinglhamber, 2011). For example, a manager’s supervision of a
highly experienced personal assistant may be quite different to a factory floor supervisor
overseeing novice training on a highly specialised equipment. Despite such variations, and
given the well-established relationship between POS and PSS, it may be presumed that
appreciation received from a direct supervisor is likely to have greater influence relative to
collegial feedback. Again though, such a proposition should be subject to empirical
evaluation that includes validated measures of the appreciation concept.
As stated above – and supported through their analysis of both social and
organisational support literature – Shanock and Eisenberger (2006) suggested that supportive
treatment of employees by supervisors leads to positive outcomes for both the individual
employee and the organisation. On this proposition, a recent study by Elfering and colleagues
(2017) explored the influence of supervisory social support, participation in decision-making,
and appreciation (what they termed wholly as ‘interpersonal resources’, p. 19) on job stress,
commitment and job satisfaction of Swiss hospital workers. They found that whilst
supervisor social support had positive associations with job satisfaction and commitment,
these actions were unrelated to perceived stress felt by workers. Perhaps expectedly, the same
study revealed conflicts with supervisor were negatively correlated with supervisory social
support and positively associated with perceived stress.
The underlying relationship, if any, between appreciation and conflict is unknown.
Presumably, a supervisor providing appreciation to employees will experience cognitive

54
dissonance where the relationship is in conflict. Of relevance here is Elfering et al.’s (2017)
suggestion that employees may be stressed due to a lack of social support, therefore
triggering conflicts. This view may be explained possibly by the unique nature of the hospital
environment on which Elfering et al. based their work. Specifics of health care environments,
including associated worker responsibilities, may simply have reduced the impact of
supervisor social support on these employees’ perceived stress levels. Alternatively, perhaps
in some cases workers do not consciously realise, become aware of, or appreciate the positive
influence of supervisor social support on their stress levels. Where social support has been
recognised by employees, empirical research supports a positive correlation between this and
employee stress levels, well-being and mental health (e.g., Cohen et al., 2000; Hammig,
2017; Li et al., 2015).
A further implication of supervisor support concerns employee turnover. White (2014,
2015) contends here that a lack of supervisor support – presumably encompassing limited
appreciation – may also explain high organisational turnover (Elfering et al., 2017). The
proposition here is that expressed supervisor appreciation may reduce employee turnover.
Other benefits of supervisor support may be substantiated through Kottke and Sharafinski’s
(1988) suggestion that employees develop beliefs and perceptions about how much their
supervisor cares about their well-being and contribution.
2.4.2 Studies on POS, PSS and workplace outcomes
Several reported studies following Eisenberger et al.’s (2002) conceptual framework have
validated measures used for POS and PSS and examined the role of associated variables.
Stinglhamber and Vandenberghe (2003), for example, conducted a multi-dimensional,
longitudinal study (3-month interval measurements over 9-month total period) of 238
employees who had graduated from a Belgian university between 1988 and 1997. They
investigated the relationship between perceived support, including both POS and PSS, and
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affective commitment to the organisation. Confirmatory factor analysis revealed that
employees’ perceived support from their organisation, as opposed to that from their
supervisors, may be seen as distinct and distinguishable sources. Further, the two sources of
support were found to have differing effects on employee commitment.
More recently, Meyer et al. (2015) completed two studies involving Belgian
university graduates to investigate commitment mindsets (being affective, normative and
continuance commitment) to two inter-related targets: the organisation and the supervisor.
Consistent with Stinglhamber and Vandenberghe’s (2003) results, Meyer et al. confirmed that
POS and PSS are not substitutes, but in fact distinct concepts. These finding have
implications for developing measures for appreciation per se, as the source of appreciation
may influence the impact on employees.
Some authors have delved deeper into the two sources of support (organisation and
supervisor) and how they may relate with each other. For example, in their study of 231 fulltime retail employees and their supervisors of a large discount electronics and appliance
stores in the USA, Shanock and Eisenberger (2006) revealed both enhanced performance and
POS when employees experienced supportive supervision (PSS). Later on, Shoss et al. (2013)
found that for three separate Filipino samples (including full-time employees enrolled in parttime MBA programs; full-time employees of a large professional organisation; and full-time
employees from a large financial organisation), POS generally decreased where employees
experienced abusive supervision. Low POS in turn resulted in negative and unproductive
work behaviours. In regard to appreciation, the implication here is that a lack of supervisor
appreciation may cause an employee to question their self-worth and value, culminating in
reduced motivation and productivity.
Even though POS and PSS have been subject to much empirical research, Eisenberger
and Stinglhamber’s (2011) meta-analysis revealed that knowledge of PSS antecedents (i.e.,
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factors that lead supervisors to treat employees supportively) remains limited. What is known
is that employees who feel supported and appreciated excel in producing outputs. More
productive employees then contribute to organisational success. Of direct relevant to this
thesis study, research supports the assertion that feeling appreciated and valued by one’s
supervisor increases job satisfaction and reduces job turnover (Alkhateri, 2018; Kouzes &
Posner, 2002). Empirical studies have revealed employees who experience such positive
relationships bounded by appreciation with their supervisor enjoy both greater SWB and
productivity (Achor, 2010; Stocker et al., 2014; Wagner et al., 2003).
In addition to work reviewed above, numerous other studies, summarised below,
demonstrate the positive relationship between PSS and positive outcomes for employees and
organisations;
•

Psychological welfare – including reduced mental stress and burnout (Li et al., 2015;
Russell et al., 1987),

•

Job satisfaction (Babin & Boles, 1996; Gagnon & Michael, 2004),

•

Safety performance (Mearns & Reader, 2008; Puah et al., 2016),

•

Productivity/performance (Gagnon & Michael, 2004; Liaw et al., 2010; Shanock &
Eisenberger, 2006),

•

Turnover/retention (Alkhateri et al., 2018; DeConinck & Johnson, 2009; Dysvik &
Kuvaas, 2013; Musso et al., 2014),

•

Loyalty/commitment – stronger attachment with their organisation and/or supervisor
(Gagnon & Michael, 2004; Kottke & Sharafinski, 1988), and,

•

Innovation/creativity (Janssen, 2005; Škerlavaj et al., 2014).

These cited studies have contributed to a large body of research revealing the relationship
between PSS and positive outcomes for employees and organisations alike.
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Given that PSS and a supervisor’s appreciative behaviours are presumably related,
then expressed appreciation should derive for employees and organisations similar outcomes.
Hence, given that supportive supervisor behaviour influences various facets of employee
welfare and productivity, PSS may manifest in employees through appreciative behaviours
received from supervisors. Therefore, the thesis study focusses on explicit supervisor
appreciative behaviours that presumably contribute to PSS and provide positive employee
outcomes. Yet this assumption has received minimal empirical research or testing as a
validated scale of a supervisor’s appreciative behaviours is yet to be reported .
Nevertheless, measuring appreciation may not be a straightforward task. Research
over the past decade, for example, has investigated the myriad of ways appreciation can be
relayed (e.g., through praise, listening, showing respect, assigning interesting tasks), however
little has included employee preferences for appreciation (Beck, 2016; Stocker et al., 2014;
White, 2017). Appreciative behaviours expressed by a supervisor – in the form of intentional
benevolence as perceived by the employee – may occur, say, during formal performance
evaluation processes or informal daily communications. But what is not known are the actual
supervisor behaviours that most effectively instil feelings of being appreciated for the
employee (Stocker et al., 2010).
Over a decade ago, Gilbreath and Benson (2004) stated the need to identify specific
supervisor behaviours to promote employee well-being. Consequently, the present thesis
study (see Chapter 4) is designed to identify those supervisor behaviours that infuse feelings
of appreciation in their supervisees. Having discussed employee perceptions about their
supervisors in the context of PSS, the next section provides a discussion on how appreciation
may influence SWB.
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2.5 The influence of appreciation on subjective well-being (SWB)
Research on the connections between appreciation and its positive influence on SWB has
been expanding since the new Millennium (Lim, 2017; Pfister et al., 2020). A global study
conducted by Towers Watson, for example, indicated that the greatest driver of employee
engagement is workers feeling their managers are sincerely interested in their well-being
(Schwartz, 2012). Expressed appreciation may have such an effect. Appreciation in
application may be viewed as an expressed behaviour. The concept may also be considered as
a psychological emotion or a disposition residing within a person. These conceptual
approaches are taken up later in section 2.7. In analysing appreciation as a psychological
experience, Fagley (2018) has posited that this manifestation has a direct influence on SWB.
Before considering this proposition further, a detailed overview of the concept of SWB is
required in the context of the workplace.
On employee well-being (which the present author suggests could be termed
‘workplace SWB’), Wright and Cropanzano (2000) have reviewed research that analysed the
contribution of job satisfaction to employee performance. These authors identified a lack of
consensus among scholars about the influence of employee well-being on both the individual
employee and organisational performance. In seeking support for their theory proposing a
direct relationship between well-being and performance in the workplace, Wright and
Cropanzano noted the broad and ‘context-free’ nature of the well-being construct. These
existing measures typically refer to a person’s life as a whole rather than experiences and
associated feelings pertaining to the workplace. As an example, Litchfield et al. (2016)
described well-being as simply a reference to “how we are doing” (p. 1). Clearly, this applies
to individuals or society as a whole, rendering the definition of such a broad construct as
potentially problematic when applied to work. Litchfield et al. define personal well-being
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specifically as a form of life satisfaction as perceived by an individual in relation to their
happiness, health and overall sense of purpose.
Many other definitions have been suggested for the concept of SWB over the past half
a century (Jackson et al., 1983; Shields & Price, 2005). In essence, SWB is a person’s overall
emotional and cognitive evaluations one has of their life (Diener et al., 2017). The concept
relates to an individual’s own perspective about the conditions of their life, including both
broad appraisals and specific feelings about certain activities or events in one’s life. In his
pioneering work on the analysis of existing single and multi-item SWB scales and the
components of this construct, Diener (1984) noted many variables that influence SWB,
ranging from human or environmental interactions, demographic variables, dollars in the
bank, to the prevailing weather. He proposed the construct of SWB has three “hallmarks”
(pp. 543–544). Here, SWB:
1. is subjective, existing solely in the experiences of the individual;
2. includes positive measures (N.B., the relationship between positive and negative
factors is not fully understood), and;
3. measures an overall assessment of every aspect of a person’s life; Individual
domains of SWB may be assessed, however focus is usually on an ‘integrated’
judgement of one’s life.
Diener (2000) observed that the concept of SWB can be used interchangeably with
‘happiness’ – the relationship here discussed in greater detail in section 2.5.2. Diener et al.
(2017) also stressed the broad nature of SWB, considering, for example, life satisfaction as a
facet of SWB.
Conversely, in their study of the relationship between employment status and SWB,
Stam et al. (2016) defined SWB as simply life satisfaction. They operationalised SWB as
general life satisfaction, measured by the question ‘All things considered, how satisfied are
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you with your life as a whole these days?’ (p. 314). Stam et al. further observed that the same
question has been used to measure SWB by several researchers, confirming that the single
global question possesses good psychometric properties and has been validated using various
techniques. In discussing the construct of SWB in the sense of being all-encompassing, it also
comprises both cognitive and affective evaluations. These are discussed next.
2.5.1 Subjective well-being: Cognitive versus affective components.
Within the definition of SWB specified as a person’s evaluation of their life as a whole, such
evaluations may be both affective and cognitive. Indeed, the concept of SWB is multifaceted,
including cognitive life evaluations (reflective, e.g., of life satisfaction) and affective
evaluations (one’s emotional state and feelings) (Diener et al., 2003; Veenhoven, 1994).
Further research has suggested that cognitive well-being (CWB) is conceptually distinct from
affective well-being (AWB) (Luhmann et al., 2012[a]; Luhmann et al., 2012[b]). Another
consideration here is the impact of personality characteristics or life circumstances on the
affective and cognitive components of SWB (Schimmack et al., 2008).
In attempting to distinguish the affective and cognitive components of SWB,
Campbell et al. (1976) pioneered the measurement of SWB via questions regarding
satisfaction to capture the two distinct evaluations. Albuquerque (2010) separates the
cognitive component relating to how one thinks about their life as a whole, whilst the
affective element captures emotions, moods and feelings, either positive (pleasant, e.g., joy,
elation) or negative (unpleasant, e.g., anger, guilt). Furthermore, Diener et al. (2017) state
that SWB is a non-unitary entity and suggest that the facets of SWB should be assessed
separately (e.g., life satisfaction, job satisfaction, positive and negative emotions). They argue
that a full assessment of the SWB construct cannot be gained through the measurement of
one facet, and several components need measurement to achieve a complete view of SWB.
This notion is also supported by both Cummins (2015) and Davern et al. (2007) who
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highlight the concepts of happiness, well-being and life satisfaction as prevailing traits in the
field of SWB research.
The present author recognises the multidimensionality of SWB as discussed by the
abovementioned authors and agrees that certain aspects of SWB can be both distinguished
and measured for various purposes. However, capturing through empirical study every
possible facet or component of SWB may be a task near impossible. Actions, behaviours and
cognitive evaluations that impact a person’s SWB are arguably infinite. This study takes the
approach that SWB represents an all-encompassing term, synonymous with happiness and
life satisfaction. Having defined the construct of SWB, the actual benefits of this construct to
the individual and organisation are now shared, along with its association with the construct
of happiness.
2.5.2 Benefits of SWB and its connection with happiness
No man is happy who does not think himself so.
-

Marcus Aurelius (121 – 180 AD, Roman emperor and philosopher)

The beneficial effects of high levels of SWB have been well documented. These include
making contributions to enhanced social relationships, productivity, increased customer
satisfaction and health and longevity (Diener et al., 2017) and higher organisational
citizenship (Tenney et al., 2016; Williams & Anderson, 1991). Diener et al. suggest that a
lack of employee SWB can impact the organisation’s bottom line through higher turnover
and reduced productivity.
In terms of impact on individual and societal aspects, the measurement of the
influence of SWB on a nation’s citizens has become important. This is because SWB may be
associated with issues such as human rights, economic prosperity, plus associated policies
and indicators (Diener & Tay, 2015; Diener & Seligman, 2004). Diener and colleagues

62
(2017) even suggest the legitimacy of using SWB as an overriding indicator of a country’s
success and prosperity.
In discussing benefits of SWB, the construct is colloquially associated with happiness;
Essentially this concerns a person’s overall sense that their life is good. Diener et al. (2017)
provide a cross-cultural analysis of the term ‘happy’ and reveal the differences of both its
meaning between countries, and over time. Happiness is even described as an “evolutionary
adaptation” (p. 94) due to its impact on things such as health, longevity and even fertility
(Diener et al., 2015).
The wide-ranging nature of SWB and happiness was summarised well by
Tatarkiewicz (1976). He posited that happiness is reliant on satisfaction of all facets of one’s
life. This correlates with Diener et al.’s (2000, 2017) emphasis on the many meanings and
generalisability of the all-encompassing ‘loose’ nature of happiness; These authors believe
this is the primary reason the term happiness is regularly avoided in scientific literature.
Similarly, Diener (2017) define the broad nature of SWB also – a term that encompasses
many forms of self-evaluating one’s life and present emotions. Although it appears Diener
and colleagues (2017) avoided the term happiness due to its ‘relaxed’ interpretation, they
used the term interchangeably with SWB throughout the same paper. Wright and Cropanzano
(2000) also noted that the terms psychological (or subjective) well-being (SWB) and
happiness are used interchangeably in the literature generally.
A logical inference is that these two constructs (SWB and happiness) are indeed
synonymous (the approach taken in the current study) (Chen et al., 2020). When assessing or
measuring them, both involve evaluations of one’s overall life and emotions; they are both
broad concepts with many meanings applied in the literature; they are both multidimensional, meaning that facets of both terms can be measured to predict influence or
associations with other variables.
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Having reviewed the construct of SWB and its connection with appreciation, the
relationship between leadership as a social relational phenomenon and workplace
appreciation is next explored. Specifically, the section reports on how leadership and
appreciation apply in the supervisory relationship. As justification, research has indicated that
leadership is viewed as a key component of effective supervision (Stocker et al., 2019) and
therefore warrants discussion regarding its influence on and association with appreciation.

2.6 Leadership as a relationship: Appreciation for a better workplace
Rooney et al. (2009) noted how leadership style research highlights the powerful influence
supervisors have on perceptions employee hold of their workplace. And research discussed so
far articulates that appreciation for subordinates does form an important part of a leader’s
role. As noted in the previous section, leadership is an extant element in the supervisory
relationship, just as appreciation is often considered an important aspect of leadership
(Stocker et al., 2014, 2019). This viewpoint is supported by Semmer et al. (2019) who assert
that leadership research has highlighted human qualities that imply appreciation (e.g.,
support, understanding and consideration). Current understanding derived from empirical
studies promotes appreciative behaviours as critical practice underpinning effective
leadership (Stocker et al., [2014] used the term leader synonymously with supervisor in this
study).
Yet a leader’s understanding of the benefits of appreciation may not necessarily
translate to enunciating appreciative behaviours in the workplace. Kouzes and Posner (2002)
described leadership as a reciprocal relationship between those who wish to lead and people
who decide to follow. They stressed the importance of considering the dynamics of this
relationship together with any analysis or study of leadership. A person’s ability to ‘get
along’ with subordinates is arguably the most important success variable for leaders, and the
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critical element for achieving sustainable and positive business results. Stocker et al. (2014)
explain the many behaviours that intimate the notion of ‘appreciative leadership’, ranging
from simple praise and recognition (e.g., a simple ‘thankyou’) to promotion to significant
positions of responsibility (Yukl, 2013). Regardless of form, appreciation may be used by
supervisors to demonstrate a genuine interest in an employee’s skills, efforts and
achievements, complemented by the assignment of interesting and rewarding tasks.
Yukl (2013) emphasise the relational nature of this construct, connecting aspects of it
to Leader-Member Exchange theory (LMX) through trust and mutual obligation (Little et al.,
2016). Associated benefits arising from enhanced motivation, greater levels of trust and
overall employee well-being all emanate from effective appreciative leadership. As noted
earlier, and to reiterate here, evidence suggests that the ability of leaders to demonstrate
effective appreciation may be a key ingredient for stronger relationships and better
organisational outcomes.
In defining leadership as a relationship, Kouzes and Posner (2002) emphasised the
idea of considering leadership from the viewpoint of the employee (they used the word
‘constituent’). In this discussion they posed three pertinent questions that relate to the
constructs of employee care and appreciation (p. 21);
If leadership is a relationship, then:
• What do people expect from that relationship?
• What do people look for and admire in a leader?
• What do people want from someone whose direction they’d be willing to follow?
A plausible response to all these questions may be that appreciation is the answer – at least
partly – to each; Specifically, employees may express the need to be appreciated for who they
are as a person in addition to their work efforts and achievements.
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In describing the development of an appreciative leadership program designed for the
health care industry, Dewar and Cook (2014) state “the capacity for genuine leadership is
embodied in relationships…” (p. 1259). Successful relationships developed through
leadership is central for organisations when achieving strategic goals. Moreover, leader
behaviours and actions are a key determinant of employee job satisfaction, engagement levels
and SWB (Batista-Taran et al., 2009; Leary et al., 2013). Therefore, based on the leader’s
behavioural approach (Dinh et al., 2014), which may include enunciation of appreciative
behaviours, leadership behavioural theory provides an avenue to analyse the leader’s
influence on employee performance and satisfaction (Yukl, 1971). In this context, Borgmann,
Rowold and Bormann (2016) note that a plethora of leadership theories and associated
constructs have been researched, although these have often been presented largely in isolation
from one another. The proposed thesis study posits that aspects of leadership exist at all
workplace levels (Kouzes & Posner, 2002). Hence, leadership is an extant attribute in the
supervisory relationship.
Researchers have suggested the analysis of specific leader behaviours when
investigating impact on subordinate performance (Yukl, 2012). Yukl states that certain
taxonomies of leader behaviour are designed to encompass all leader behaviours, whilst
others represent behaviours relating to a specific leadership theory (e.g., servant leadership
[Greenleaf, 1970], situational leadership [Hersey & Blanchard, 1977], and path-goal theory
[House, 1971]). Yukl explains further that research on leadership behaviour from 1950 to
1980 focused on impact of leaders on individual (versus group or organisation) performance
and attitude, with two general categories of task-orientated and relations-orientated
behaviours.
Influence of leadership behaviour identified from research since the 1980’s to the
present has transitioned to transformational, charismatic and transactional leadership theories.
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Yukl (2012) noted the need for leader behaviour classifications to be both “comprehensive
but parsimonious” (p. 66) and suggested a hierarchical arrangement of four meta-categories
and 15 specific component behaviours to analyse effective leadership behaviours. ‘Changeorientated’ and ‘external’ behaviours are added to ‘task-orientated’ and ‘relations-orientated’
behaviours to form Yukl’s four meta-categories. Returning to the supervisor-employee
relationship, a supervisor’s appreciative behaviours towards supervisees are largely captured
under the component behaviours of the relations-orientated meta-category or classification
(supporting, developing, recognising and empowering).
Leadership authors Kouzes and Posner (2002) stressed the importance of leaders
encouraging their people through genuine acts of caring and encouragement. They noted that
such acts are delivered through both simple and grand actions. One example was the mayor
of New York City wearing different hats representing and acknowledging various rescuer
worker groups as he toured ‘ground zero’ after the 9/11 terrorist attacks. Essentially, the
mayor was demonstrating his personalised appreciation for the efforts and contributions of
rescue workers.
The innate human need to receive appreciation has been subject to recent analysis in
workplace leadership theory. For example, Rock’s (2009) pioneering research in social
neuroscience examined the impact of social interactions on motivating human behaviour.
This research suggests that tomorrow’s leaders must understand effects of social dynamics on
the brain. Appreciation in the supervisory relationship resides within such social dynamics.
Rock, however, does not specifically address what behaviours or actions are d esirable, nor
the role played by workplace appreciation. Servant leadership and related theory does
however shed some light on this issue.
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2.6.1 Leader influence on subordinate well-being: A servant leadership perspective
Management research shows that leadership styles and associated theories focus mostly on
organisational well-being (Gill, 2011; Northouse, 2012). In contrast, Bauer and Erdogan
(2016) note a recent surge in research on Leader-Member Exchange theory (LMX) – a theory
largely fabricated from social exchange theory (Blau, 1964). This theory “is the foremost
dyadic, relational approach to leadership” (Bauer & Erdogan, 2016, p. 3). LMX investigates
the exchanges and associated relationships between leaders and followers. From a leadership
perspective, Rooney et al. (2009) note how LMX focuses on the supervisory relationship, as
opposed to supervisor behaviours or characteristics. The quality of this relationship is
considered critical to understanding leader influence on employees, teams, overall employee
satisfaction and ultimately organisational success. Furthermore, this conceptualisation will
likely inform on expressed appreciative behaviours.
An in-depth analysis of the myriad of extant leadership theories and social exchange
research is beyond the scope of this literature review (see the original work of Blau [1964] for
a thorough overview of the origins, processes, structures and dynamics of social exchange
theory [focus on Chapters 3 ‘Social Support’ and 4 ‘Social Exchange’]). However, one theory
closely aligned to LMX, servant leadership, coined originally by Greenleaf (1970), is
perhaps most relevant to the subject of appreciation in the supervisory relationship.
Research on servant leadership gained momentum in the 1990s (Blanchard et al.,
1995; Kiechel, 1992; Laub, 1999; Melrose, 1996; Spears, 1995) and continues to remain
popular across leadership research (Covey, 2006; Eva, et al., 2019; Panaccio, et al., 2015).
Yet a consensus on definitions and a theoretical framework for servant leadership theory is
absent (Van Dierendonck, 2011). Both Eva et al. (2019) and Parris and Peachey (2013)
substantiated this lack of clarity through systematic literature reviews on servant leadership
theory.
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Despite this definitional uncertainty surrounding servant leadership, appreciating
one’s followers, treating each person with respect, and recognising the intrinsic value of each
individual (ultimately serving the people one leads) are critical when considering this theory
(Frick, 2004; Greenleaf, 1996, 1998; Van Dierendonck, 2011; Van Dierendonck et al., 2009).
In this regard, the well-being, personal development and empowerment of employees as
individuals take precedence over a leader’s needs or organisational well-being. The focus on
the employee’s well-being in servant leadership makes this approach dissimilar to almost
every other leadership style or theory (Van Dierendonck, 2011). Greenleaf (1970) considers
servant leadership is established by the leader moving beyond their own self-interest. Indeed,
a logical inference from Greenleaf’s pioneering literature places the appreciation element as
central within servant leadership. Hence, the theory of servant leadership may be contended
to substantiate the critical role of appreciation in workplace relationships.
This section has discussed the relationship of leadership and supervisory appreciation.
Given this, and key points from this chapter, it is now timely to consider more closely how
workplace appreciation may be understood in specific terms. To meet this aim, this next
chapter section provides clarification and definition on the construct of appreciation.

2.7 Understanding and defining appreciation
By appreciation, we make excellence in others belong to us as all.
– Voltaire (1694 – 1778, French writer and philosopher)

As highlighted so far, the innate human need for appreciation, in the workplace and
elsewhere, has received attention in social support and exchange research (Meyer et al., 2019;
Stocker et al., 2019). Further, empirical research support for the existence and effects from
appreciation is found within testing the concepts associated with organisational support
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theory. Specifically, this theory manifest as POS and PSS, and has close association with
workplace social support and leadership notions including LMX.
Nonetheless, scientific study approaches require firstly an answer to the question;
exactly what is appreciation? Literature emphasises that appreciation is a subjectively viewed
and multifaceted phenomenon (Chen et al., 2012; Emmons & McCullough, 2003). Carson
(2012) adds to this complexity of definition when describing appreciation as an elusive
concept. One may expect to find a clear and accepted definition of workplace appreciation in
management literature. A few authors have attempted this. Adler and Fagley (2005), for
example, defined appreciation as “acknowledging the value and meaning of something – an
event, a person, a behaviour, an object – and feeling a positive emotional connection to it” (p.
81). This conceptualisation is similar to Stocker et al.’s (2019) definition of someone
communicating the value of another person as an individual, or acknowledging their
performance, behaviour or qualities.
Carson’s (2012) dissertation analysed the construction of appreciation from a
philosophical, phenomenological and conceptual perspective. Several observations and
assertions from Carson are now considered. Focussing on the individual experience, he
suggested that appreciation is an activity that involves cognitive and evaluation understanding
of a situation or thing, often related to activities such as enjoyment or appraisal. This may
include, for example, appreciating what one is studying, appreciating the beauty of a sunset,
or relaying one’s appreciation to another. Enjoyment or some positive valuation is another
common property of appreciation.
However, when discussing the cognitive understanding aspect of appreciation, Carson
(2012) suggests appreciation may involve the recognition of something without requiring
importance or value to that person – what he describes as “cognitively factual understanding”
(p. 20) involving non-evaluative properties. The example presented was that of appreciating
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the evaluative properties of a ballet performance (e.g., unified, graceful movements) but
feeling indifferent to the performance by not attributing any valuative states or assessments of
experiences (positive or negative). Another example was that of an FBI agent appreciating
the mind of a serial killer and the outcomes from a brilliant mind, and yet, be totally
disgusted by their action. (‘The Silence of the Lambs’, a well-known movie released in 1991,
proves a ready example in the popular culture.) The present author believes, in contrast to
Carson’s core argument, that both example scenarios with associated non-evaluative
properties concern chiefly an individual respecting something (e.g., someone’s point of view;
a ballet dancer’s grace) as opposed to consciously appreciating the same. The issue here is
whether appreciating something is even possible without holding some kind of importance or
value to it.
With respect to Carson’s (2012) analysis, the present study supports the notion that
appreciation must involve both cognitive and positive evaluative understanding. One could
argue further, that the latter naturally requires the former to occur, though this assertion
requires empirical testing. In reality, both cognitive and positive evaluations may occur
simultaneously for all intensive purposes.
In regard to chronological timing, Carson (2012) notes also that sometimes things are
not appreciated until they are gone (e.g., a partner leaving a relationship). Hence, this
realisation occurs due to a lack of understanding of something or someone’s significance
and/or value at the preceding time. Relating this to the workplace, when an employee who
feels unappreciated and subsequently leaves for a position at another company, the value of
that employee may not be realised until ‘too late’. Their value was not recognised at the time,
and hence they were not cared about, resulting in departure. Therefore, appreciation may also
have a reflective element recognised over time.
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Carson (2012) also discusses degrees or levels of appreciation one may experience.
Levels of appreciation will depend on several factors. One such factor involves appreciation
viewed as a relative construct with reference to an individual’s expectations and experience.
For example, a supervisor’s judgement about a worker’s job performance may have been
based on prior knowledge of that employee’s ability, experience and past performance. This
becomes the benchmark expectation that will dictate appreciation-level accruing from the
value applied to a particular person or situation. To sum, this theoretical proposition
highlights the importance for workplace managers to understand those that report to them, in
regard to factors including skills, abilities and attitudes. These same managers must weigh up
whether their level of appreciation for their workers is in some way biased from those
workers’ past performances (or performances of other benchmark workers).
Appreciative behaviours may be analysed also as a sociological (group relationships
associated with behaviours) or a psychological phenomenon (individual behaviours and their
effects). As a social concept, Elfering et al. (2017) described appreciation from a supervisor
as one of several job resources that may impact areas such as employee job satisfaction, stress
and commitment. Labelling this as social appreciation, Elfering et al. measured for
employees the influence of appreciation from one’s supervisor through two separate singleitem measures encompassing: 1. feeling valued, and; 2. receiving recognition. It should be
considered if the latter measure is a precursor or stimulus to the former. That is, receiving
adequate recognition leads to a feeling of being valued in the workplace.
Returning to a definition for appreciation and taking a sociological (psycho-social)
perspective, it was noted earlier that Stocker et al. (2019) state that appreciation represents an
internal cognitive and/or emotional response stemming from known evaluations by others
(see section 2.3.2). Similarly, Stocker et al. (2014) posit that appreciation signals “acceptance
and approval” (p. 79) which ultimately induces a pleasurable state; what they described for
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the purposes of their study as serenity. As an alternative to listing every definition of
appreciation shared across literature, which are mostly redundant, a review has shown two
common characteristics of this construct to surface: 1. the recognition and positive value of
something or someone communicated though social evaluation (Semmer et al. 2019), which
invariably leads to, 2. enhancing or sustaining positive feelings of self-worth and self-esteem
in the recipient of such evaluation. Together this process promotes well-being (Semmer et al.,
2007; Stocker et al., 2019).
Reflecting on the many facets of appreciation as a construct described herein, the
working definition of appreciation applied in this thesis is as follows: Appreciation is the
feeling or expression of gratitude or admiration from one person to another. Specifically,
appreciation is expressed as behaviours of the direct supervisor that would be expected to
result in the creation of subjective feelings within supervisees of being appreciated. A key
assumption here is that authentic expressed appreciation is both emotionally positive and
desirable for the receiver and so provides workplace social support (this construct was
discussed in section 2.3.2) (Stocker et al., 2014). The definition also rationalises appreciation
as a transaction as opposed to an outcome (even though both viewpoints have relevance
depending on the research context).
Empirical research on the construct of appreciation in the workplace, albeit limited,
has focussed on the benefits of being appreciative or receiving appreciation (Adler & Fagley,
2005; Stocker et al., 2014, 2019). Recognising the benefits of receiving appreciation, the next
section reviews literature to distinguish between dispositional and expressed appreciation.
The utility of understanding both forms of appreciation is an implicit outcome from this
section.
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2.7.1 Dispositional versus behavioural approaches to workplace appreciation
If not shown appreciation, it gets to you.
-

Kareem Abdul-Jabbar (American former professional basketball player)

At the conceptual level, appreciation may be studied as a disposition (i.e., psychological trait
or state), as expressed behaviours, or as a temporal cycle of these two approaches to study
(Fagley & Adler, 2012). Research conceptualising appreciation as a general behavioural
phenomenon has focused on these two broad though related forms.
The first form (disposition) investigates the association of appreciation with human
dispositional sets (e.g., Fagley & Adler, 2012; Wood et al., 2010). Through personality traits
clustering within a person’s dispositional set, people may be labelled in general terms such as
‘kind’, ‘sociable’ or ‘difficult’. Appreciation may too represent a dispositional set. Fagley and
Adler note that this disposition may be understood as both a trait and a state, with the former
condition more enduring.
Following the dispositional approach, some supervisors may have a stronger
predilection towards giving or receiving appreciation. This may be due to previous work and
life experiences, inherent personality traits, or some combination thereof. Some supervisors
may therefore be predisposed to expressing appreciative behaviours (Fagley, 2018; Tucker,
2007). On this, Adler (2002) suggests that benefits derived from the development of
expressed appreciation capabilities can be learned and, compounding analysis, the
development of a supervisor’s appreciative dispositional set will likely vary over time.
Most appreciation research across disciplines has to this point considered the concept
of appreciation as a human disposition or trait as opposed to this as an enunciated behaviour
(Fagley & Adler, 2012; McCullough et al., 2004; Wood et al., 2010). The same research
literature reveals the associated benefits and positive impact that a disposition or affective
trait of appreciation has on subjective well-being (SWB) and other work outcomes. As the
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two forms of appreciation clearly interact, clarification of flow and effect of appreciation
from disposition to behaviour to instilled effect requires a holistic approach toward full
understanding.
Holding an appreciative disposition is distinct from expressing appreciation towards
others, inasmuch as the latter form is an enunciated behaviour (Beck, 2016; Gilbreath &
Benson, 2004; Stocker et al., 2014). Following this latter approach, appreciation can be
known to manifest as expressed and communicated behaviours. The transmission or
expression of appreciation presumes this dispositional set (energising behaviour) to reside
within a black box, and so remains unobservable (Rouse & Morris, 1986).
While a dispositional/trait-level approach to understanding appreciation has been the
most common research avenue, the observable measure of objective expression is arguably
the most relevant approach for studying appreciation in the workplace (Beck, 2016). The
primary reason is that behaviours are phenomenon that may be observed directly or reported
upon. The presence or absence of such behaviours then may be directly related to
hypothesised workplace outcomes (e.g., SWB). Hence, the current study focusses on
expressed appreciative behaviours in the workplace supervisory relationship. Accordingly,
the next section highlights the differentiation between a supervisor’s demonstration,
transmission or expression of appreciation as a behaviour, in contrast to their disposition (or
attitude) towards appreciation.
2.7.2 Expressed appreciation
Appreciation as ostensive expression may be elicited and expressed in several ways including
through spoken or written words. The undeniable influence of such spoken words – often
referred to as praise in the workplace – has been well documented (Beck, 2016; White 2017).
Beck (2016) and Stocker et al. (2014), among others, note the limited research
conducted on appreciation as expressed behaviours in the workplace. When appreciation is
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studied as expressed behaviour, the necessity of acknowledgement forms part of the iterative
appreciation process between two parties. Offering a direct pathway for expressed
appreciative behaviour, the dyadic supervisory relationship is considered the most suitable
unit of analysis for examining workplace appreciation. The merits of considering the
supervisory relationship as the key source of analysis on workplace appreciation was
discussed in section 2.3.2 and 2.3.3).
Applying this iterative communication-based process to the supervisory relationship,
the expressed behaviour by one’s supervisor creates in the receiver (the supervisee) feelings
of being appreciated. This reinforces a belief in the supervisee that they are valued as an
employee through acknowledgement that what they do, or who they are, matters. In turn, selfesteem and general well-being is enhanced (Baumeister & Leary, 1995; Semmer et al., 2007).
And this effect may be amplified where the supervisor behaviour is unsolicited or falls
outside a formal workplace evaluation process. This is likely to be perceived as a more
genuine, altruistically intended gesture by the supervisee as opposed to a compulsory or
mandated job requirement.
Wider implications of providing authentic appreciative behaviours seen by employees
as benevolent may be analysed through an organisation’s human resource (HR) activities.
Fehr et al. (2017) discussed the employee recognition of benevolent behaviours versus that of
HR instrumental actions, emphasising the effect of such HR practices is dependent upon the
meanings employees attach to them. Benevolent attributions reflect a belief that an HR
practice was enacted to improve employees’ well-being. Less benevolent HR attributions
conversely reflect a belief that an HR practice was enacted to extract more output from
employees.
Conversely, a lack of appreciation may have a reverse effect on self-esteem which
manifests as workplace stress or other workplace outcomes (e.g., lower job satisfaction and
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commitment) (Elfering et al., 2017; Semmer et al., 2007). For example, an employee may
start to question their value and/or ability in the workplace due to a lack of praise or
recognition, subsequently leading to increased stress levels. An earlier example suggested
such workplace outcomes may increase likelihood of employee turnover.
Considering the iterative nature of expressed appreciation, it is too simplistic to
consider appreciation as a one-way or linear cause and effect process. Rather, appreciation
and its impacts on individual feelings are iterative by nature. In this dyadic framework, the
roles of benefactor and beneficiary alternate between supervisor and supervisee, as each party
drives – and is affected by – emotional and behavioural changes within this relationship.
Although out of scope for this thesis, Krasikova and LeBreton (2012) provide an indepth paper explaining the challenges of aligning theory and methods when investigating the
multi-level dyadic nature of phenomena. The iterative nature of appreciation is explained in
greater detail in Chapter 3 under the proposed Workplace Appreciation Cycle (WAC) and use
of the terminology expressed workplace appreciation (EWA). As proposed in Chapter 3, and
similar to the construct of care (Kroth & Keeler, 2009), the expression of appreciation can be
rejected, acknowledged, responded to, or ignored by the recipient. An implicit outcome here
is to again show that the concept, role and systematic process associated with expressed
appreciation in the workplace are complex and their study required careful consideration.
A further complexity when analysing expressed appreciation concerns whether
supervisor behaviours that elicit appreciative feelings in supervisees are given in a conscious
or intentional fashion. As noted earlier, a supervisor’s capability to transmit appreciative
behaviours to subordinates may result from acquired life and work experiences. This may
also be a function of innate individual characteristics such as personality or other inherent
sources. (NB., the influence of work and life experience and personality traits on a
supervisor’s appreciative disposition was also discussed in the previous section).
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Furthermore, some employees may be more attuned to recognising a supervisor’s
appreciation behaviours relative to others.
A premise of this thesis study is that supervisors are aware of, and freely choose how,
when and where they communicate appreciative behaviours to supervisees. On this basis,
whether or not appreciative supervisor behaviours are delivered in a conscious or intentional
fashion is not of primary significance to the present study. Although it is recognised that the
delivery of appreciation is a skill that can be learned – by supervisors and others alike –
detailing how this ‘skill’ can be developed falls outside the scope of the present study.
Rather, the current study (outlined in Chapter 4) is focused on identifying appreciative
behaviours that influence workplace outcomes.
Having discussed appreciation as expressed behaviour, the influences of employee
considerations and expectations on this behaviour are now considered.
2.7.3 Expressed appreciation and worker expectations
Recognising the organisational benefits deriving from effective supervisory appreciation is
challenging when considering the role of worker expectations. Stocker et al. (2010) explained
how behaviours that include being treated with dignity are those to which most workers feel
they are entitled. Similarly, employees may themselves expect to be supported in the
workplace during difficult times.
Such employee expectations align with Stocker et al.’s (2014) results (section 2.3.3).
These researchers found that appreciation received from supervisors had no greater influence
on employee well-being when compared that received from other sources including coworkers or customers. However, the researchers did suggest that employees may expect to
receive appreciative behaviours from supervisors as part of their role and therefore
appreciation received from supervisors is taken for granted as opposed to appreciation
received from others. Other considerations on Stocker et al.’s findings’ validity include the
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self-report, diary-based recording method used to track appreciation received by employees
and their decision to use an end-of-day measure of serenity as representative of well-being.
The installation by supervisors of appreciation feelings in supervisees may require
their ‘extra effort’ over and above actions to which the worker feels entitled. Further, Stocker
et al. (2014) suggested that investigation is required on employee disappointment when
supervisors do not show appreciation when expected. The existence of this proposed
multifaceted relationship of feelings of entitlement with appreciation has not yet been
established in the literature in relation to the workplace or other settings. One explanation for
this shortcoming in available empirical findings may be that appreciation, when specified as a
behavioural concept, lacks established and validated empirical measurement.
Blau (1964) suggested three key factors that influence the significance of social
approval received from others. These factors can clearly be applied to workplace appreciation
in the supervisory relationship. Such social supportive behaviours are dependent upon: 1. its
genuineness; 2. The supervisee’s (recipient) respect for their supervisor’s judgment, and; 3.
the discrimination the supervisor shows in furnishing approval. For example, the influence of
a supervisor’s appreciation on a supervisee’s motivation and well-being will likely be
weakened if the supervisee lacks respect for their supervisor. A similar result will likely
occur with supervisors who demonstrate appreciative behaviours incessantly and without
discretion. Appreciative behaviours given too readily or freely are likely to have their value
depreciated where perceived by supervisees as both simulated and feigned. Such propositions
require empirical validation, made possible only when established measurement tools for
appreciative behaviours become available.
To this point, several considerations in defining the construct of appreciation, and
distinguishing between appreciation as a disposition versus expressed behaviour, have been
discussed. The influence of employee expectations regarding appreciation received from
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one’s supervisor has also been highlighted. The next section reports on appreciation as a
workplace function, an important focus for this thesis study.
2.7.4 The theorised function of workplace appreciation
Appreciation as an everyday concept can be readily identified in the workplace by acute
observers. Reflecting on the concept’s universality, literature spanning disciplines including
management, psychology and social science provide abundant synonyms, definitions and
variables linked to appreciation (Emmons & McCullough, 2004). A definition of appreciation
was presented in section 2.7. Functional definitions relevant to the workplace should also
logically consider the source, transmission and manifestation of appreciation. A definition
offered by the present author for ‘workplace appreciation’ (linked to the aforementioned
definition of appreciation) is: an experience of feeling valued in the workplace for one’s
efforts, ability and/or contributions generated through communication received from another
person/s.
Actual behaviours that manifest as workplace appreciation, and especially those
received by subordinates, have not been categorically evaluated for their role as workplace
motivators (Beck, 2016; Stocker et al., 2010). Adler and Fagley (2005) reviewed empirical
applications of workplace appreciation and concluded the need for further research to
ascertain the optimal ways to express appreciation at work. As noted earlier, behaviours
associated with appreciation conveyed by supervisors in the workplace are termed here as
expressed workplace appreciation (EWA) – Chapter 3 provided a more detailed explanation
on this.
Having focused on appreciation in the workplace, the relationship between the
concepts of appreciation and gratitude are considered next. The present author deemed
discussion around these two constructs important as much literature deliberates on their use,
interpretation and general association.
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2.7.5 Appreciation and gratitude: The relationship
According to the online Oxford English Dictionary (Oxford Lexico), ‘gratitude’ is considered
a synonym for appreciation. However, some authors and studies distinguish appreciation and
gratitude as separate constructs (Manela, 2016). McCraty and Childre (2004) posited that
gratitude and appreciation are essentially different emotional responses; where gratitude
requires an interpersonal context encompassing associated feelings of indebtedness,
appreciation as a behaviour may manifest without benefits being received from others (cf.
Carson, 2012). When considering their relationship, some scholars commonly refer to
gratitude and appreciation interchangeably (Beck, 2016).
Like appreciation, research on gratitude in the workplace is limited (Fehr et al., 2017;
Waters, 2012). However, while recent research on gratitude has been gaining momentum,
further investigation is required to ascertain how the concept is understood and how it can be
measured to enhance workplace outcomes including individual well-being (Lambert et al.,
2009b; Rusk et al., 2015). Through a scholarly analysis of the science of gratitude, Watkins
(2014) asserted the need for further empirical research to understand and advance the
psychology of both appreciation and gratitude.
Fehr et al. (2017) discuss the iterative nature of gratitude on workplace relationships,
namely between that of the benefactor and beneficiary of gratitude in a supportive context:
“gratitude drives a positive spiral of reciprocity and altruistic norms in relationships” (p.
373). On receiving a benefit through some kind of relationship, Singh et al. (2014) define
gratitude simply as an appreciation of a benefit one has received. They explain the feeling of
thankfulness that emerges when gratitude occurs in social exchanges between the helpers and
beneficiaries.
Sansone and Sansone (2010) highlight the many different meanings of the concept of
gratitude, making the point that interpretations are context dependent. Like appreciation, they
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also noted the documented conceptualisation of gratitude as both a behavioural phenomenon
(e.g., an emotional reaction to something), and a trait or disposition; a distinction which was
discussed in the context of the appreciation construct in sections 2.7.1 and 2.7.2. McCullough
et al. (2002) explain how dispositional gratitude largely concerns events that elicit an
emotion of gratitude in individuals. Sansone and Sansone describe the popular definition of
gratitude comprising a positive emotional response based on receiving some benefit from
someone. They also present their own broader definition as “the appreciation of what is
valuable and meaningful to oneself and represents a general state of thankfulness and/or
appreciation” (p. 19). In this sense gratitude is considered a similar construct to appreciation
concerning dispositional and behavioural interpretations.
In their quest to confirm whether gratitude and appreciation is a single or multifactorial construct, from a dispositional perspective, Wood et al. (2008) concluded that
gratitude and appreciation are a single-factor personality trait. They reported an appreciationgratitude latent dispositional correlation (as opposed to enacted behaviours) for twelve scales
used across three different instruments (GQ6, GRAT, and Appreciation Scale) designed to
measure gratitude and appreciation.
Findings from Wood et al.’s (2008) two reported studies suggested correlations exist
between the constructs of appreciation and gratitude, so advocating measurement using a
unitary construct. Research methods in their study were based on a self-reporting sample of
undergraduate students and others recruited from the local community of the research
associates. Based on this evidence, the authors (Wood et al., 2008) proposed “Each of the 12
conceptions could be seen to be measuring the same latent concept, namely a grateful and
appreciative outlook on life” (p. 623). From this, Wood et al. also suggested the
amalgamation of literature on appreciation and gratitude. However, given the limited sample
reported by Wood et al., and no subsequent research having been reported, the
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generalisability of the study results has yet to be validated in the workplace setting. Further,
this evidence does not consider the role of behaviours that result from an appreciation or
gratitude disposition.
To reiterate, scales used by Wood et al. (2008) focused on gratitude and appreciation
at the affective trait or dispositional level. These three scales are analysed in section 2.8.2
where various measurement instruments used to explore appreciation as a disposition are
reviewed. In stressing the need for more empirical work on the construct of appreciation,
Watkins (2014) noted that although the findings of Wood et al. may be true at the affective
trait level, the two constructs may differ at an emotional or, as the present author suggests,
applied behavioural level for analysis.
Finally on Wood et al. (2008), they noted literature to date appears to be divided into
two separate streams: research discussing the GQ6 and GRAT combined (focus on
gratitude), and the Appreciation Scale developing its own separate line of research (focus on
appreciation). Perhaps this supports the ideology that appreciation and gratitude should be
viewed as two different constructs.
Fagley and Adler (2012) further the argument of appreciation and gratitude being
different constructs. These authors propose that gratitude is one of eight elements of
appreciation, thus suggesting the term gratitude is encapsulated by the construct of
appreciation. In supporting this approach, the authors stated, “sometimes researchers deviate
from the definition of gratitude as feeling grateful to someone for benefits received and
instead use the term gratitude to refer to the higher-order construct that we call appreciation”
(p. 175). Stocker et al. (2014) offer support for this conceptualisation through their study of
appreciative behaviour and employee well-being, based on event-sampling of appreciative
situations from 139 employees across various occupations over a period of five consecutive
days. They established praise and gratitude to be a common type of appreciative behaviour.
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Other types identified included trust and responsibility, support and respect, motivated
cooperation, tangible reward and promotion.
Although the present study uses the terms gratitude and appreciation interchangeably,
the perspective of gratitude viewed as an aspect or element of appreciation is adopted (Fagley
& Adler, 2012). This synonymous nature of gratitude and appreciation presents appreciation
as a broader, all-encompassing construct (Alder & Fagley, 2005). Fagley (2018) presented a
simple analogy regarding the hierarchical nature of the two constructs (appreciation being the
higher order construct): “Feeling appreciation is necessary, but not sufficient, for gratitude,
just as laying eggs is necessary, but not sufficient, for an animal to be classified as a bird” (p.
2). Hence, research discussing the construct of gratitude (as a constituent of appreciation) is
interspersed throughout this paper. (the present author recommends Emmons & McCullough
[2004] for a comprehensive review of the construct of gratitude.)
Having defined appreciation in the workplace and discussed its relationship with
gratitude, reported research studies that have empirically focused on workplace appreciation
in the supervisory relationship are now reviewed in detail. Instruments used to measure
aspects of appreciation are also described.

2.8 Empirical research on behavioural workplace appreciation
Adler and Fagley (2005) conducted a review of literature on appreciation early this century
and found no published empirical studies in scientific literature reporting appreciation as a
construct. Almost a decade later, Fagley and Adler (2012) confirmed a lack of both
qualitative and quantitative research on the topic. However, appreciation has been explored in
other fields including spirituality and religion (Kornfield, 1993; Watts, 1968). Fagley and
Adler (2012) focused on a connection between appreciation with spirituality and claimed
both to be critical for SWB and performance in the workplace. Acknowledging the
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multifaceted nature of appreciation and sharing the benefits of appreciation for one’s
physiological and psychological welfare (including benefits for enhanced individual
happiness and organisational performance), they presented eight aspects of appreciation with
a brief description of each. These descriptions were meant to define or understand the
construct of appreciation generally, not just in the workplace. Nonetheless, exactly how these
‘aspects’ of appreciation were identified or established remains unclear.
More recently, Cain et al. (2019) developed a measure of workplace gratitude labelled
The Gratitude at Work Scale (GAWS). This two-factor structure consisting of two gratitude
subscales (supportive work environment and meaningful work) focused on dispositional
gratitude in the workplace; what Cain et al. defined as “the tendency to notice and be thankful
for how various aspects of a job affects one’s life” (p. 2).
Gilbreath and Benson (2004) developed a 63-item measure of supervisor behaviours
contributing to employee well-being. They initially developed over 200 supervisor behaviour
items through a combination of supervisor interviews, a review of associated supervisory
literature, their own experiences working with supervisors, and the examination of other
related instruments. This initial 200 behaviour item pool was later refined to the final 63
items reported in their study. The 63-item measure comprised a variety of supervisor
behaviours including those associated with, for example, communication, organising,
consideration, job control and leadership.
Gilbreath and Benson (2004) suggested there are certain types of supervisor
behaviour that dominate employee well-being. These were chiefly behaviours relating to the
dimension of social support, accounting for approximately one-third of the 63 behaviours
identified. This is discussed in further detail below. However, Gilbreath and Benson did
emphasise that their study investigated the overall effect of supervisor behaviour, not
individual types of supervisor behaviour. On this, they also noted limited research on the
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incremental contribution of supervisor behaviours (i.e., the degree or extent supervisor
behaviour affects employees when controlling other variables). Like the concept of perceived
organisational support (POS) (Eisenberger, 2011), supervisor behaviour is a broad, overriding
construct. One must consider whether the effect of supervisor behaviour on employee wellbeing can be reasonably and accurately measured, considering the multitude of possible
dimensions or components that exist within the supervisory construct. One way forward,
which was the approach taken in this research study (see Chapter 4), may be to assess this
relationship in regard to specific behaviours of interest.
Nonetheless, empirical research supports the positive influence of appreciative
supervisor behaviours on their supervisee psychological and physical well-being (see section
2.5 regarding the influence of appreciation on subjective well-being [SWB]). This correlates
with Gilbreath and Benson’s (2004) finding that the social support (e.g., supervisor
supportiveness) dimension accounted for approximately one-third of supervisor behaviours.
The authors even suggest that their measure of supervisor behaviour was possibly
confounded with social support, adding that their assessment may have actually been about
supervisor social support in the workplace than about overall supervisor behaviour. Even
with this potential methodological flaw, the powerful effect of social support on employee
well-being was reiterated by Gilbreath and Benson. From a workplace perspective, both
Fagley and Adler (2012) and White (2014) call for further research to measure expressed
appreciation by supervisors in the workplace and subordinate preferences for receiving such
appreciation.
In considering possible research methodologies and data sources for investigating
supervisor behaviours, Gilbreath and Benson (2004) state;
we know of no better source of information on supervisor behaviour than the employees
working for the supervisor. Reports from managers (i.e., superiors) and outside
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observers seem to be questionable for a variety of reasons, especially their limited
exposure to the range of supervisor behaviours. (p. 264).
This statement supports the present study’s method (outlined in Chapter 4) – both in the
qualitative (interviews) and quantitative (survey) phases of this study – where participants in
the role of employees were invited to provide feedback and perceptions regarding their
current supervisor. Similarly, a recent study by Beck (2016) attempted to develop a measure
of workplace appreciation from an employee perspective. The study was limited in both scale
validation and sampling frame leading to Beck’s call for further research. Her study, along
with others, is discussed in further detail next.
2.8.1 Studies of appreciation in the workplace
In reviewing recent studies on workplace supervisor appreciative behaviours, the call for
research on appreciation in its own right continues to grow (Semmer et al., 2019; Stocker,
2019). Although limited in number, some studies have specifically considered the role of
expressed workplace appreciation (EWA). Four such studies were identified for this literature
review. These included Stocker et al.’s (2010) study of Swiss military personnel (males only),
Stocker et al.’s (2014) study of appreciative behaviour on employee serenity, Stocker et al.’s
(2019) study of the buffering effect of supervisor appreciation on employee well-being, and
finally Beck’s (2016) study focused on sales and marketing representatives. A brief summary
of each of these studies is now provided.
Stocker et al.’s (2010) study attempted to distinguish types of appreciation
communicated in the workplace while assessing the impacts of received or experienced
appreciation. Participants (N=228) were randomly chosen commissioned and noncommissioned officers. An online survey consisting of ten items concerning different forms
of workplace appreciation by supervisors and co-workers was utilised. These survey items
were presented as statements covering various forms of appreciation such as understanding,
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sympathy, compliments, trust and attention. Details on the development of this scale and
selection of appreciation items were not provided. A seven-point scale (1-not at all to 7-very
much) allowed participants to rate the statements according to their role and workplace
environment. Stocker et al. reported that appreciation measures correlated positively with
measured job satisfaction and negatively reported resentment towards the organisation.
Factor analysis revealed two correlated subscales for the items measured; one representing
five items for appreciation by supervisors, the other for five items representing co-workers.
This finding suggests that the impact of supervisor appreciation is different to that received
from co-workers, a hypothesis supported by the research studies of Ng and Sorenson (2008),
Babin and Boles (1996) and Kurtessis et al. (2017). Whether Stocker et al.’s results are
generalisable beyond males in military service remains unknown.
Stocker et al.’s (2014) study employed event sampling of workplace situations
involving appreciation to investigate the nature of employee appreciative experiences and the
impact of these experiences on employee well-being. The study sample (N=139) was sourced
from a variety of job types. Participants completed diaries for appreciative situations
experienced daily and also recorded their level of serenity. Six behavioural categories
(including No behaviour specified) were created from collected data. Data as to from whom
the appreciation was received was recorded under four mutually exclusive categories being
supervisors, co-workers, customers, and others. Participants were also asked to rate the extent
of the appreciative situation by providing a ‘weighted frequency’. Stocker et al. noted the
most frequent source of appreciation to be customers. Contrary to that hypothesised, Stocker
et al.’s results suggested that appreciation from supervisors had less impact on the employee
serenity measure when compared to that sourced from co-workers and customers. This result
contrasts with several studies presenting a stronger influence of supervisors on employee
overall well-being compared to other workplace sources (Ng & Sorensen, 2008). These
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inconsistent results may be explained by various measures or appreciative groupings (e.g.,
customers) used in Stocker et al.’s (2014) study but does warrant further investigation. (On
this, expressed appreciation from an external customer is likely to represent a different power
structure to that of internal workplace relationships).
Stocker et al. (2019) investigated the moderating effects of supervisory appreciation
on stress created through work interruptions. They analysed data from 208 employees from
various companies, through the twice completion of an online survey providing a longitudinal
design. Employees’ well-being was broken down into four parameters: Job satisfaction, selfefficacy, job-related depressive mood, and sleep problems. Stocker et al. concluded that
appreciation in the workplace provides an important resource that should be studied as a
construct in its own right, as opposed to, for example, an element of wider constructs such as
leadership and social support. To support this postulation, their study results illustrated that
the influence of appreciation consistently prevails over that of workplace social support
(Elfering et al., 2017). This outcome supports the notion that the positive benefits of social
support discussed earlier in this paper are fundamentally due to its connection with
appreciation.
Beck’s (2016) study on gratitude in the manager-employee relationship aimed to
investigate optimal types and frequencies of appreciation expression in the workplace and to
identify employees’ preferred ways of receiving appreciation. The study also assessed the
employee relationships with the larger organisation. Beck divided managerial expressed
gratitude into eight categories: Verbally (one-on-one); Verbally (in a group meeting);
Electronic note (email, social media); Handwritten (e.g., thankyou card); Tangible item (e.g.,
gift card); Monetary bonus; They do not express gratitude/ I do not really care; and; Other. Of
note, only six gratitude mediums were listed by Beck (excluding ‘Tangible item’ and ‘They
do not express gratitude/ I do not really care’) in her narrative (see p. 340) while a figure

89
presenting the eight categories (mediums of gratitude as listed above) was reported. The
narratives from three separate focus groups (11, 7, and 9 participants; N=27) of a global sales
and marketing company provided the basis of a developed online survey completed by 883
respondents from across 20 randomly selected industries. In regard to findings on the most
frequent form of managerial gratitude received, verbally (one-on-one) was found to be most
frequent, followed by electronic note (email, social media).
Elements of gratitude communications best avoided by managers – labelled dark sides
of gratitude communications – were also investigated by Beck (2016). Beck tested for the
influence of age, gender and ethnicity on the importance of receiving managerial gratitude
and the employee-preferred form of gratitude from among self-reported categories. A
majority of the sample cited one-on-one verbal gratitude as a preferred medium of
appreciation. No differences on self-reported ethnicity were found regarding preferred
mediums of gratitude. Females placed more value on receiving gratitude than males overall,
while no statistically significant differences (p<.05) on receiving gratitude were found for
age or ethnicity. To facilitate further study, Beck recommended replicating the study to other
countries differing in cultural practices.
None of the conceptual research approaches taken by Beck (2016) or Stocker et al.
(2010, 2014, 2109) reported a rigorous or exhaustive process for developing categories or
items used to represent expressed workplace appreciation (EWA). Further, these studies did
not report empirical validation for employed scale measures. For scale development
procedures more generally, Hinkin (1995) states that construct measurement accuracy
remains a pressing challenge in survey research. In this light, the Workplace Appreciation
Cycle (WAC) – introduced and discussed in detail in the next chapter (Chapter 3) – offers a
straightforward conceptual framework to guide empirical research on appreciation in the
supervisory relationship.
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Having described four studies that have specifically examined EWA, attention is now turned
to a review of instruments that have been employed to measure the construct of appreciation.
2.8.2 Instruments used to measure appreciation
The reviewed literature here has identified that few empirical scales, tools or validated
measures of appreciation applicable to the workplace currently exist. Taking a broader
behavioural approach to support such development, Rusk et al. (2015) used a deducted
thematic analysis to identify empirical measures of gratitude and gratefulness together with
associated instruments. They hoped to better understand the concept they termed human
appreciation functioning and conceptualised this term as “a pattern of cognition and
behaviour that involves the interaction of awareness, comprehension, emotions, goals, and
relationships” (p. 1). Under their term appreciative functioning, Rusk et al. specify gratitude
as referring to appraisal of benefit from another entity or person only, with gratefulness
referring to appraisal of benefit not involving the agency of another person or entity (as noted
earlier, the terms gratitude and appreciation may be considered one-in-the same). The authors
(pp. 12-13) identified five applicable English-language instruments that measure
appreciation, gratitude or gratefulness (Table 3) below.
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Table 3. Summary of Rusk et al.'s (2015) empirical measures and instruments of gratitude
and appreciation
Measurement
instrument title

Author/developer
and year of
publication

Summary of measurement instrument

GQ-6: The Gratefulness
Questionnaire

McCullough et al.
(2002)

GRAT-R : The
Gratitude, Resentment
and Appreciation Test

Watkins et al. (2003);
revised by Thomas and
Watkins (2003)

AI: The Appreciation
Inventory

Initially drafted by
Adler (2002); further
refined by Adler and
Fagley (2005)

VIA-IS Gratitude
Subscale: Values in
Action Inventory of
Strengths (VIA-IS)

Peterson et al. (2005)

240-item inventory containing a 10-item subscale
designed to measure dispositional gratitude.

GAC: The Gratitude
Adjective Checklist

McCullough et al.
(2002)

Comprises the adjectives ‘grateful’, ‘thankful’, and
appreciative’, with respondents rating themselves
against each one.

A unifactorial measure of gratitude consisting of six
statements (only) designed to measure the intensity,
frequency, density and span of gratitude.
Studied the trait of gratitude and its rela tionship with
happiness and SWB. They established 53 items, later
reduced to 44.
Consisted of 81 rating-scale items to assess the
frequency of the construct of appreciation and attitudes
relating to it; further refined by Adler and Fagley
(2005) to 57 items. Exploratory factor analysis revealed
eight factors that comprise appreciation.

Instruments identified by Rusk et al. (2015) reported in Table 3 all focus primarily on
measuring the disposition or state of gratitude. And while these associated studies are
informative about the concept of appreciation, these scales provide for only limited insights,
and little practical application, for measuring workplace appreciative (expressed) behaviours
as applied in the present study.

2.9 A summary: The need for further research on perceived supervisor appreciation
Undoubtedly, limited research has been conducted on expressed appreciation in the
workplace. The reviewed literature here has revealed that many studies, scholarly viewpoints
and theories on organisational support, leadership and benefits of positive workplace
relationships cast light on the putative beneficial role of appreciation being enunciated in the
workplace. Empirical study is nevertheless required to substantiate these propositions.
In contrast to the limited research on expressed workplace appreciation, a relatively
large volume of knowledge is available from broader appreciation research, mostly from
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outside of the workplace, that focuses on the concept as a human disposition or affective trait.
Workplace-relevant research on appreciation suggests a direct relationship with SWB, job
satisfaction and productivity (Fagley & Adler, 2012). And based on this putative relationship,
several researchers have called for further study to understand how individuals, including
supervisors, can express appreciation most effectively in the workplace (Fagley & Adler,
2012; Stocker et al., 2019). White (2014) similarly proclaims the need to investigate optimal
ways that managers can express workplace appreciation together with subordinate
preferences for receiving such appreciation. Carefully designed studies are required to fill
these gaps in knowledge about the workplace.
Although putative benefits to businesses in understanding and capitalising on
appreciation in the workplace have been acknowledged, and the importance of a supportive
supervisory relationship is evident, opportunity exists therefore for conducting research into
the construct of workplace appreciation. One likely fruitful pathway resides in investigating
the actual behaviours that comprise perceived appreciation in the eyes of those receiving this.
Such a study may help to empirically establish the influence of direct supervisor appreciation
on subordinates regarding SWB, job satisfaction and productivity.
Building on the literature reported in this chapter, two concepts introduced for the purposes
of this study are now described in Chapter 3; The Workplace Appreciation Cycle (WAC) and
expressed workplace appreciation (EWA).
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CHAPTER 3: THE WORKPLACE APPRECIATION CYCLE
3.1 The workplace appreciation cycle (WAC): A conceptual model
To underpin this study method outlined in the next chapter (Chapter 4), a simplified process
of appreciation in the workplace supervisory relationship is proposed in Figure 2. This
conceptual framework represents social interactions founded upon appreciation-based
communication; specifically, representing appreciation in the supervisory relationship as a
dyadic, iterative process, termed the Workplace Appreciation Cycle (WAC).
Figure 2 illustrates the iterative nature of appreciation between supervisor and
supervisee. In this dyadic framework, the roles of benefactor and beneficiary alternate
between supervisor and supervisee, as each party is driven by a mutually contingent exchange
of behaviours within this relationship. Underpinning this is enhanced SWB, stronger positive
social connections and increased self-motivation which lead to higher levels of job
commitment, job satisfaction and overall performance. Understanding and capitalising on the
power of workplace appreciation manifesting within this iterative process reinforces the
purpose of this conceptual model and associated study.

Figure 2: A conceptual framework: The Workplace Appreciation Cycle (WAC)
1.

2.

3.

Supervisor feels
appreciative of supervisee’s
effort, behaviour and/or
accomplishments
(supervisor appreciates)

Supervisor expresses their
appreciation to supervisee
(‘gratitude’ / ‘thankfulness’)

Recipient (supervisee)
of expressed
appreciation
feels appreciated

6.

5.

4.

Supervisee reaction and/or
behaviour change or
maintenance impacts
supervisor
(cycle continues)

Supervisee experiences
increased motivation: leads
to greater job commitment,
job satisfaction, overall
performance & productivity

Supervisee feels…
recognised; valued; ‘I
matter’; inspired.
Social bonds
strengthened
SWB increases
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This iterative framework is proposed to guide the current research and perhaps
further studies on workplace appreciation. The WAC represents a six-phase transmission
process for expressed workplace appreciation (EWA) – discussed later in this chapter – and
resultant effects extant within the supervisory relationship. Of course, this dyadic relationship
is not based upon two unidimensional persons. During this relational exchange involving
intangible and (generally less so) tangible things, the influence on each party will vary due to
a myriad of factors present in this relationship (e.g., levels of social connectedness,
perceptions of other party behaviours, current psychosocial state of parties).
Although it is acknowledged that employees may be appreciated for things arising
beyond workplace behaviours (e.g., sense of humour, positive demeanour), or for behaviours
found outside of the workplace (e.g., volunteer work, parenting, caring for elderly), the WAC
focusses on the systematic nature of appreciative behaviours of supervisors towards their
supervisees found within the workplace.
To summarise the WAC phases: (1) a behaviour and/or accomplishment of a
subordinate is valued by their supervisor through a positive cognitive evaluation (processed
through their appreciative disposition); (2) This positive evaluation is then communicated by
the supervisor to the subordinate via expressed workplace appreciation (EWA); (3) in
receiving EWA, the subordinate has instilled feelings of being recognised and valued by their
supervisor; (4) the subordinate experiences positive emotions linked to EWA through
cognitive processing of these feelings, enhancing social bonds and SWB; (5) subordinate
motivation underpins job commitment, job satisfaction, performance and productivity; (6)
this subordinate behaviour is subsequently recognised and positively impacts their supervisor,
representing a full, positive feedback loop. (see Blau [1964, Chapter 4] for in-depth
information on the concepts of social exchange, reciprocity and obligations in associations
between professionals.)
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The presumed timeframe for this proposed iterative process (Figure 2) will vary
significantly depending on the workplace context. Particularly relevant to the current study,
the second stage of this iterative framework (WAC) captures the supervisor expressing a
positive (appreciative) valuation to their subordinate. Identifying these expressed positive
valuations (through behaviour) by a supervisor as perceived by their subordinates is central to
this study. Further, revealing why these behaviours have impact is investigated.

3.2 Expressed workplace appreciation (EWA)
Feeling gratitude and not expressing it is like wrapping a present and not giving it.
-

William Arthur Ward (1921 – 1994, American writer)

Expressed Workplace appreciation (EWA) represents leader-based social interaction that will
enhance social support and well-being (Gilbreath & Benson, 2004). EWA, at the lower unit
of analysis in the workplace, is defined here as, workplace behaviours enacted by supervisors
that instil feelings of being appreciated within subordinates.
Following this definition, it is evident that several established concepts and theories
overlap with or inform EWA. These include social relationship facets, positive feedback,
ingratiation, gratitude and thankfulness (Fehr et al., 2017; Gordon et al., 2012). Some of these
concepts and theories specify enacted behaviours that directly benefit recipients while others
offer deliberate, and possibly manipulative, techniques to enhance a manager’s reputation or
likeability (Treadway et al., 2007). An exhaustive review of EWA-related concepts is beyond
the scope of this study, though it is anticipated that enhanced empirically derived knowledge
of workplace appreciation will contribute to a wider understanding of linkages with these
associated concepts and theories.
EWA may be best understood using an open systems approach. Supervisor EWA
presumably creates in the receiver (supervisee – the beneficiary) feelings of being
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appreciated (Beck, 2016). EWA behaviour then reinforces to employees their beliefs or
feelings of being valued for what they do or who they are. In this context, EWA represents a
one-way linear cause and effect process. Of course, as highlighted in the review of literature,
conceptualisations of appreciation and its role in the workplace are far more complex.
Stage 2 of the iterative WAC captures the supervisor expressing a positive
(appreciative) valuation to their subordinate. It follows that an effective leader demonstrates
appreciation in a manner consistent with the WAC (Figure 2). The WAC presumes that the
supervisory relationship is central to positive functioning of workplace appreciation through
underpinning effects from positive social interaction and effective leadership (see section 2.6
for discussion surrounding the relationship between leadership and appreciation in the
workplace). This second step provides the essential ‘starting ingredient’ for workplace
enhancement (both harmony and productivity) to be attained. Similar to what Fagley and
Adler (2005) termed ‘interpersonal appreciation’, the focus on expressed managerial
appreciation behaviours that maximise impact on subordinates is central to this study.
Considering expressed appreciation’s positive influence on self-motivation, social
bonds and SWB, it is arguably the key constituent behind healthy, trusting professional
relationships. The current study also proposes that it is Stage 2 that often causes the WAC to
break down, from either lacking – or poorly executed (e.g., insincere) – expressions of
appreciation. A survey conducted by the John Templeton Foundation revealed well over half
of respondents never or very rarely thank anyone at work, while few expressed interpersonal
gratitude on any particular workday (Kaplan, 2012). Indeed, surveys have revealed people are
less likely to express gratitude at work than in their personal lives. However, exactly why this
is the case presents opportunity for further research, though beyond the scope of this thesis
study.
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Important facets associated with EWA require scientific investigation to better
understand organisational processes. For example, the putative beneficial effects from a
supervisor’s EWA may vary according to whether feedback is unsolicited, unexpected,
inferred, infrequent, provided in group settings, communicated to a wider audience, or falls
outside formal workplace evaluation processes (see sections 2.7.2 and 2.7.3 on expressed
appreciation). Conversely, a lack of, or deficiency in, EWA may reduce employee selfesteem and exacerbate workplace stress (Semmer et al., 2007).
Returning to EWA as defined, several appreciative workforce behaviours have been
described in the literature (Stocker et al., 2014; Yukl et al., 2002). Examples range from
informal acknowledgement, praise and recognition (e.g., a simple, genuine ‘thankyou’),
allocating interesting tasks to an employee, or more grandiose actions including gifts to
acknowledge employee achievements. However, the relative influence of differing
appreciative behaviours on employee motivation, expressed or otherwise, remains unclear
(Gilbreath & Benson, 2004). Further, research determining how leaders positively influence
followers through EWA, where perceived as genuine by recipients, remains limited.
Based on empirical studies of perceived supervisor support (PSS), EWA is
hypothesised to play an important role in many workplace outcomes desired by organisations.
Although broader supervisory appreciative behaviours toward employees may be embedded
within leadership inventories or psychosocial job characteristics, a scale measure for
appreciative behaviours, based in suitable qualitative data, may prove a fruitful endeavour for
development and analysis. Testing should include a range of workplaces and employment
sectors to ensure adequate representation and allow for identification of operational
differences in expressed appreciation. The validated scale would potentially provide a
resource to diagnose and improve both workplace efficiency and harmony. Specifically, an
EWA scale-measure would allow assessment against established scales or measures of
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workplace outcomes hypothesised to relate to expressed appreciative behaviours including
innovation, employee commitment, SWB, safety, and productivity.

3.3 Summary: WAC and EWA
Research suggests that supervisors demonstrating effective appreciation, as perceived by their
subordinates, will enjoy more engaged, committed and productive employees (Barsade &
O’Neill, 2014; Fagley & Adler, 2012; Kark & Carmeli, 2009). Available evidence indicates
too that appreciative behaviours are displayed by effective leaders (Stocker et al., 2014). Yet
research capturing specific behaviours that express appreciation and determinations on how
these impact employees remains limited. Fagley and Adler (2012) echo this contention in
calling for research “to determine the most effective ways to express appreciation in the
workplace and the most effective organizational and individual workplace interventions to
foster appreciation” (p. 167).
In this chapter a conceptual framework (WAC) underpinned by EWA has been
proposed, highlighting the iterative nature of appreciation. The attendant study (outlined in
Chapter 4) will potentially contribute to greater understanding of the concept of workplace
appreciation in the supervisory relationship.
The research avenue reported in this thesis is justified on both practical and
theoretical grounds. A better understanding of appreciation, strengthened by empirical
research, will allow managers to build potentially an appreciative organisational culture
resulting in a more productive, committed, and harmonious workplace. Empirical knowledge
of the operation of workplace appreciation will likely inform human resource practices and
policies in areas including staff selection, training, performance management, coaching, and
associated reward systems. Managers armed with a better understanding of appreciation and
associated behaviours will have the capacity to build a happy and productive workplace
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culture. In turn, stronger relationships will generate greater levels of individual performance
and overall organisational productivity. This new empirically derived knowledge,
underpinned by the aims of this thesis study (Chapter 1, section 1.8), will provide, hopefully,
a basis for improving understanding on how to best motivate and support employees in
today’s dynamic and global business environments.
The method for this study, designed to enlighten the building of more harmonious, productive
workplaces, is outlined next in Chapter 4.
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CHAPTER 4: METHODS
4.1 Introduction
The purpose of this chapter is to describe the method of study used in this thesis study. A
mixed methods approach was adopted to answer the research aim and four associated
research questions outlined in section 1.8. The study method was executed over two
chronological phases; Phase 1 utilised a qualitative method to provide data on appreciative
workplace behaviours which informed phase 2 – a quantitative approach – to empirically test
the results from phase 1. The merits of using both qualitative and quantitative methods (as
opposed singular application) to better understand a research phenomenon has been well
documented (Creswell & Plano Clark, 2011; Johnson et al., 2007). Each study phase is now
outlined.

4.2 Phase 1 (qualitative interviews)
4.2.1 Methodology
The interpretivist paradigm adopted for phase 1 was considered appropriate to the research
objectives. This approach focuses on the understanding of meanings ascribed by participants
to relational workplace constructs. From an ontological perspective, interpretivism (or
constructivism) prescribes that reality is created by individuals (there is no single reality) and
therefore needs to be interpreted to reveal underlying meanings of events or phenomena
(Patel, 2015). O’Reilly (2008) explains “The term interpretivism refers to epistemologies, or
theories about how we can gain knowledge of the world, which loosely rely on interpreting or
understanding the meanings that humans attach to their actions” (p. 119). Saunders et al.
(2016) further support the adoption of an interpretivist philosophy when trying to understand
participant attitudes and opinions (they specifically mention semi-structured interviews as
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was applied in this phase of the study). Saunders et al. explain also that this approach is
useful when attempting to understand meanings that people place on certain phenomena,
through the use of, for example, probing questions that generally allow for the collection of a
strong, comprehensive data set.
Phase 1 followed a combination of inductive and deductive approaches suited to
exploratory research under the interpretivist paradigm. Data were sourced from qualitative
interviews and subject to thematic analysis. As noted above, qualitative interviews are
suggested as an appropriate technique when adopting the interpretive paradigm (Patel, 2015).
Application of qualitative research methods for investigating interpersonal workplace
relationships has gained in both popularity and merit in recent years, with these efforts
complementing traditional quantitative methods applied in earlier decades (Fritz, 2014).
Eby et al. (2009) argue that qualitative interviews, for example, present greater
“ecological validity” (p. 219) with regard to representing the true situation, compared to
quantitative research. Moreover, in a workplace context, interviews may provide greater
insight when investigating organisational complexities through the ability of interviewees to
explain nuance of meaning behind their answers. The importance of self-reflexivity and
social context awareness to create meaning also emerges (Tracy, 2013). Indeed, the shift
toward qualitative methodologies surrounding research in organisational communication and
interpersonal relationships (including the supervisory dyad) since the 1990s marks a
significant epistemological and ontological change (Fritz, 2014; Sias, 2009).
Previous studies inform on the choice of methods. In their study of nursing research
methodologies, Vaismoradi et al. (2013) analysed the boundaries between two qualitative
approaches: content analysis and thematic analysis. Noting how the two terms are often use
interchangeably by researchers (an approach adopted in the present study), they described
both processes involving the analytical examination of life story narratives through
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segregating information into units of content and then applying descriptive treatment.
Further, the merits of thematic analysis in providing a comprehensive procedure allowing the
identification of common categories or topics across interviews was discussed. This approach
is suitable particularly for business and management research contexts associated with human
interactions. Hence, this approach was adopted in this thesis study.
One-on-one, semi-structured interviews were conducted as a strategy to extract: 1.
subordinate perceptions, experiences and examples of ‘what’ appreciative workplace
supervisor behaviours, and; 2. an understanding of ‘why’ these appreciative supervisor
behaviours had impact on the subordinate. Hence, this phase of the study was cross-sectional
in nature. In his review of cross-sectional versus longitudinal research design, Spector (2019)
concludes that cross-sectional design is “an efficient and invaluable go-to tool for
investigating important organizational phenomena” (p.136). Realising the limitations of
cross-sectional design research, Spector adds that it remains a popular method in
organisational research involving surveys. He also promotes the use of cross-sectional design
as a method of choice when exploratory research is being conducted, whilst appreciating the
scarcity of researcher resources. Sections 6.6.6 and 6.7.2 in Chapter 6 specifically address
some of the challenges and opportunities of cross-sectional versus longitudinal research.
Research outlined below in section 4.2.3 guided the number of participants
interviewed to provide validity for the study purpose and data obtained. All interview
transcripts were analysed by the current researcher to allow more contextual theme
development, the merits of which are also discussed in section 4.2.4.
Inter-rater testing using independent assessors was also undertaken to ensure theme
(category) development was consistent and accurate. This confirmatory process was
performed as theme accuracy and consistency through the interpretation and categorisation of
supervisor appreciative behaviours was considered critical to the internal validity this study.
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The utilisation of inter-rater testing is discussed further in section 4.2.3. More generally,
Bazeley’s (2013) Qualitative data analysis: practical strategies provided a prescriptive
approach to inform the research design, analysis and reporting used in this thesis study.
Podsakoff et al. (2003) reviewed the myriad of common method biases and their
influence on research results, highlighting that a thorough summary of potential sources of
method bias, as well as how to regulate these, does not exist. The use of a two-phase study
design here (qualitative and quantitative approaches) provided one advantage to overcome
the inherent aspects of common method biases extant in most human behavioural research
where the same constructs are measured from different sources. Other considerations engaged
to control possible method biases during data collection are sprinkled throughout the method
sections for both study phases. Method biases standard to cross-section research designs are
also specifically discussed in Chapter 6 (sections 6.6.1 and 6.6.5).
4.2.2 Phase 1 method
(1) Ethical considerations

Formal ethical approval (Project number: B17-136) was obtained for this study phase from
the Federation University Human Research Ethics Committee (HREC). No serious threats or
dangers were identified by HREC for the research interview process undertaken. Of key
consideration was the guarantee of confidentiality and anonymity for interviewees. The
confidentiality of interview data storage, access and the use in future research publication was
reiterated in the pre-interview HREC approved Plain Language Information Statement (PLIS)
form (see Appendix A) and restated verbally by the researcher at commencement of
interviews. Further, a signed Interview Consent Form (see Appendix A) was collected from
each interviewee, confirming their wish to participate and their understanding of the PLIS.
This form also notified interviewees that they had the opportunity to ask questions during the
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interview, and they were aware of who to contact for any concerns they may have regarding
the study or its conduct.
(2) Population and sample

Population and sample used for this study included persons who were at least 18 years old
and currently working in a supervised position (regardless of whether they themselves were
also supervisors). Further details of the convenience sample participants used in this study
phase are outlined in section 4.2.3.
(3) Instrument design: interview questions including piloting

Merriam (2002) states “Overall, good interview questions are those that are open-ended and
yield descriptive data” (p. 99). To reiterate, interview questions for this study phase were
designed to extract employee perceptions about workplace appreciation received from their
supervisor. Specifically, interview questions were designed to ascertain supervisee opinions
and perceptions about effective supervisor appreciative behaviours, and why these behaviours
have such influence.
Seven primary questions guided the semi-structured interview (see Appendix B for a
copy of the interview script and associated questions asked by the researcher). Some
questions included sub-questions or possible follow-up questions to probe how and why
behaviours impacted the interviewee. All of the seven primary questions were open-ended
excepting two that requested interviewees to apply Likert-type scale ratings. Leading
questions were avoided by the researcher to reduce possible bias in interviewee responses.
The first question (Appendix B) investigated participant’s perceptions of appreciation
in the workplace generally. This question was first posed primarily to develop rapport and to
encourage the study participant’s thinking about appreciation at work from their supervisor,
past and present. The two interview questions following (questions 2 and 3) focused on
extricating specific supervisor behaviours and actions (including situational behavioural
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examples) that were considered by interviewees to provide the most effective forms of
supervisor-to-supervisee appreciation. These questions were aligned with the critical incident
technique questioning approach (Saunders et al., 2016). In this technique, participants are
asked to describe a previous experience or incident about the phenomenon under
investigation (in this study, questions were directed towards study participants describing in
detail time when they experienced appreciative behaviours from their supervisor). Questions
2 and 3 also align with a combination of Patton’s (2015) interview question types: experience
and behaviour questions (focus on things an individual did, their behaviours and actions) and
opinion and value questions (revealing the interviewee’s beliefs and opinions about a
phenomenon).
Three sub-questions complemented question 3, asking participants to explain why the
supervisor behaviours cited had such impact, and how this had affected them. In this regard,
study participants provided answers as to how they felt after experiencing the supervisor
behaviour and whether it influenced subsequently their work practises. These question styles
are aligned with Patton’s (2015) feeling questions (focus on affective dimensions of
respondent revealing how something made them feel).
Questions 4 and 5 incorporated the Likert-type scale ranking questions (rating 1 – 7).
These questions pertained to their current or most recent employee position. Questions were
designed to investigate the relationship or possible correlation between the respondent’s bond
with their current supervisor and their supervisor’s ability to demonstrate effective
appreciation. The questions were utilised, using quantitative measures, to capture individual
interviewee’s perception about a phenomenon, similar to the unidimensional numeric pain
rating scale (NPRM) (1 – 10) used by medical staff to assess the intensity of a patient’s pain.
(https://www.physio-pedia.com/Numeric_Pain_Rating_Scale)
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Interview question (6) asked study participants about other ways, means or methods
they would like their supervisor to enact of demonstrated to show their appreciation. A final
sub-question complementing question 6 asked study participants to consider and respond to
whether or not more appreciation, where demonstrated, would influence or affect them with
respect to their job roles or personal feelings. Essentially these two summary questions
(question 6 and sub-question) were designed to reveal further insights into preferred
supervisor appreciative behaviours and, from interviewee perspectives, the influence they
may have on the supervisee.
Before embarking in interviews proper, interview questions were reviewed and
approved by the supervisory team. The study supervisors also discussed with the researcher
interview techniques and methods used to elicit deep and meaningful data from interviewees.
The researcher conducted a pilot interview with one participant to hone interview skills and
assess aspects including the flow of questions. The necessity to pilot all facets of survey
development and deployment are well documented by Oppenheim (1992). The purpose of
this pilot was, specifically, to test the interview process, structure and appropriateness of the
interview questions. Minimal changes were made to the original interview questions postpilot interview.

4.2.3 Procedure
(1) Interview participants
Interviewees volunteered to participate in the study. These persons were recruited from the
present researcher’s professional networks. Potential bias posed by this process is discussed
in section 6.3.3. Prospective interviewees were contacted via email and/or phone to
participate in a 20-minute interview on workplace appreciation. Prerequisites for interview
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included; interviewees needed to be employed, have a current workplace supervisor
(someone whom they reported to), and be over the age of 18.
Interviews were conducted over a three-month period with interview time recordings ranging
from 6:22 to 20:43 minutes (M = 12.27 minutes). All interviews, completed prior to the
advent of the COVID-19 pandemic, were conducted face-to-face.
(2) Justification for interview participant numbers
To enhance validity of the data gathering phase of this study, one of the key considerations
involved the use of empirically justified guidance to validate the number of participants
(sample) interviewed. The present study phase encompassed 19 face-to-face, semi-structured
interviews.
Saunders and Townsend (2016) analysed 798 articles published between 2003 and
2013 in ten first and second tier academic journals covering the fields of general
management, human resource management, employee relations and organisational studies. In
total, 248 studies were identified as incorporating qualitative interviews, and these were used
to determine adequacy in reporting the number of study participants. The authors observed
both poor transparency and high variability (Marshall et al., 2013) among studies with regard
to this reporting. Further, over 50% of studies provided no rationale for their sample size.
Saunders and Townsend (2016) also lamented on how so few researchers have investigated
appropriate interview participant numbers. The authors identified just seven articles across
four online publication databases on the topic in the extant literature. Such guidance is critical
for assessing empirical validity of study data.
Based on their analysis, Saunders and Townsend’s (2016, p. 848) review identified
three procedures used to determine and justify interview participant numbers in qualitative
research (i.e., in the case of the present study, face-to-face, semi-structured interviews). These
are:
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1. Data collection continues until saturation is achieved (Marshall et al., 2013;
Morse, 1994). N.B., To achieve pure saturation when analysing behavioural
phenomena (in this case, expressed appreciative behaviours), where every idea
and thought has been captured from all possible respondents, clearly becomes an
unrealistic expectation. Ascertaining every possible supervisor appreciative
behaviour directed toward a subordinate would itself be impractical; Some
employees may feel receiving a large cash bonus as a clear sign of appreciation,
just as others might find their supervisor pointing out undone shoelaces as a
rewarding, appreciative experience. When the environment, relationships, job
dynamics and the myriad of contextual factors are taken into consideration, the
number of possible appreciative behaviours (as perceived by an employee) is
perhaps infinite, or at least beyond practical measurement. The present researcher
postulates that in most cases, pure saturation could be considered an ideal, where
in reality a level of sampling depth considered a fair and reasonable level of
saturation for the purpose of the research project is sufficient. On this, Marshall et
al. (2013) note that limited actual evidence supporting data saturation, or none at
all, is provided by researchers who invoke this form of justification for interview
participant numbers.
2. Citing precedence established by similar, prior studies (Marshall et al., 2013).
3. Citing expert opinion sourced from experience (Baker & Edwards, 2012; Marshall
et al., 2013). On expert opinion, Onwuegbuzie and Leech (2005) suggest the
number of participants proposed by ‘expert opinion’ should not be too small or too
large (and hence, in the latter case, difficult to analyse on practical grounds).
Available resources including time (Baker & Edwards, 2012; Patton, 2015) and the
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research study’s purpose (Robinson, 2014) will inform on justifying an ‘ideal’
sample size.
More generally, Saunders and Townsend’s (2016) above-cited review led them to
suggest that “an overall norm of approximately 15 and 60 participants for qualitative
interviews within organizational and workplace studies” (p. 849). These authors noted that
their ‘norm’ to be considered sufficient is greater than almost all expert opinions they
reviewed and also greater than the 15 – 30 participants Marshall et al. (2013) advocated
through empirically justified guidance.
Indeed, the research purpose is critical when deliberating justification of qualitative
interview numbers. Considering the discussion above around saturation, a lack of precedence
of similar research, and perhaps most significantly, the interviewee numbers suggested in
Saunders and Townsend’s (2016) analysis, the sample used for semi-structured interviews in
the present exploratory study (19 in total) was deemed to provide sufficient depth in salient
information for the research purpose. The possibility of bias from this sample, regarding the
level of representation for all employees, is discussed as a limitation in section 6.6.4.
(3) The interview process
One-on-one, in-person, semi-structured (or ‘non-standardised’) interviews were conducted in
a private, comfortable location to ensure interviewees were not intimidated. The merits of
conducting semi-structured interviews to obtain qualitative data when adopting an
interpretative paradigm were discussed in the preceding methodology section 4.2.1 of this
chapter.
At commencement of the interview process, interviewees were provided a copy of a
Plain Language Information Statement (PLIS) outlining the research project parameters,
purpose, confidentiality and anonymity of process. Completing an interview consent form
complemented the PLIS (as noted earlier in section 4.2.2, see Appendix A for copies of the
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PLIS and interview consent form). Interviewees were then asked to complete a brief preinterview form pertaining to demographic (gender, age) and occupational details (see
Appendix B). These data were collected to provide a sample profile only for reporting.
Occupational particulars included: actual occupation (title), average hours worked per week
(and whether full-time, casual or part-time), whether in a supervisory role or not, their
supervisor’s gender and age (interviewees were asked to estimate the age of their supervisor
if unsure; such an estimation was deemed acceptable as the current study was largely focused
on interviewees perceptions), length of time working for current supervisor, how many
reports their supervisor has, frequency and type of contact with supervisor. Full details
surrounding this interviewee profile data are shared in the next section.
Following this preliminary information collection, the researcher explained briefly the
purpose of the interview, reiterating its confidential nature and the emphasis on personal
opinions and experiences regarding employee perceptions of workplace appreciation. Hence,
interviewees were assured that there were no ‘right’ or ‘wrong’ answers. Participants were
advised that the interviews would be audio-recorded by the researcher. As noted earlier, a
copy of the introductory interview script used by the researcher to begin the interviews is
provided in Appendix B.
(4) Interview participant profiles
As mentioned, a convenience sample consisted of 19 interviewees. Validation for this number
of interviews was provided earlier in this section 4.2.3. Data obtained through the completion
of a pre-interview information sheets by interviewees revealed the following profile of the
sample;
Occupations of interviewees varied (e.g., social worker, scientist, teacher, project
manager, debt collector). Of the 19 interviewees, 12 (63.2%) were female, 7 male (36.8%).
Seventeen interviewees indicated they worked ‘full-time’ (ranging from 36 to 50 hours
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worked per week), with two respondents working ‘part-time’ (20- and 30-hour weeks
respectively). The age of interviewees ranged from 29 to 60 (M = 43.7 years), with the age of
their supervisors ranging from 34 to 60 (M = 46.4 years).
The pre-interview information sheet also collected information regarding the
interviewee’s supervisory status and information in regard to their associations with their
supervisor, including time with supervisor under supervision, number of employees reporting
to their supervisor, primary form of contact (e.g., face-to-face, email) and frequency of
contact.
Fourteen of the interviewees did not supervise in their job roles, with the remaining
five indicating they supervised others. Regarding the age of workplace supervisors, eleven
interviewees reported to an older supervisor, seven had a younger supervisor, and one had a
supervisor of the same age. The time interviewees had been managed by their supervisor
ranged from five months to six years (M = 2.4 years). Interviewees reported that their
supervisors carried responsibility for multiple employees; this ranged from 3 to 80
subordinates. ‘Face-to-face’ contact (12) was reported as the most frequent form of
communication between interviewee and supervisor, followed by ‘Email’ (6) and ‘Phone’
(1). N.B., One participant listed ‘Skype’ as their main form of communication or contact; for
the purposes of this study this response was categorised as ‘Face-to-Face’. From a sensory
perspective, although it is acknowledged that communicating parties do not have access to all
sensory stimuli (e.g., smell or taste) when communicating online via Skype or other videoconference platforms, the benefit of body language recognition (at least at a facial level) in
this form of communication justified the categorisation as ‘Face-to-Face’. No empirical
recommendations regarding this issue could be found by the present researcher.
Level of direct contact with one’s supervisor was generally ‘a few times a week’ (10
respondents), followed by ‘hourly/always/ongoing’ with ‘less than once per week’ recorded
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by four participants each. One participant listed ‘2-4 times per day’ as their level of direct
contact with their supervisor.
Although the question was not pursued in the current study, the present researcher
supposes that the connection between appreciation and the collected qualitative data
concerning dynamics of the supervisory relationship plus occupational details (both captured
in the pre-interview information sheet), may hold implications for the direction of future
research. This concerns how appreciation perceptions may vary among age grouping,
genders, work types and so on (further research is suggested in section 6.7). Nevertheless,
comparable data relating to certain demographic and work-variables were captured and
analysed in phase 2 of the study. For example, while not a primary aim of this thesis study,
correlations between perceived levels of appreciation received and factors such as gender and
age were explored and reported in sections 6.3.5 and 6.3.6 respectively. The correlations
between occupation, industry and perceived frequency of appreciation received is also
discussed in Chapter 6.
4.2.4 Data analysis
In discussing the dynamic nature of data collection and analysis, Merriam (2002)
recommends recorded interviews be transcribed by the researcher themselves, allowing
greater context and related insights for data examination. Tracy (2013) also discusses the
importance of context(s) when analysing and understanding organisational communication
and social interaction, emphasising that like relationships, any social action, must be taken in
relation to context to clarify meaning.
Considering these points, each transcribed interview, completed by the present
researcher, was reviewed and analysed as hardcopy by the same, while also making notes and
highlighting relevant behaviours and associated examples extracted from the questions asked.
All examples of appreciative supervisor behaviours mentioned by interviewees, and why
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these behaviours had impact, were copied from the transcribed interviews and transferred to
an electronic MS Excel® spreadsheet. Responses to demographic questions were also
transferred to a separate MS Excel® spreadsheet to assist with data analysis.
(1) Data Analysis: Behavioural theme development
As discussed in section 2.8.1, a few recent studies incorporating thematic analysis have
explored appreciative behaviours in the workplace (e.g., Stocker et al., 2014; Yukl, 2013).
However, a lack of base-level evidence used to support the themes proposed and then
employed in studies reported by these researchers reduces confidence in category validity. To
counter potential bias here, phase 1 employed here allowed for an empirically driven
development of categories representing a supervisor’s appreciative behaviours, as opposed to
‘armchair’ decisions. The application of suitable methods for developing representative
categories of real-world phenomena is considered the key challenge when identifying themes
or categories through thematic analysis (see Bazeley, 2013, pp. 190-195 for a review of
constructing and understanding theme development). Bazeley provides descriptive
recommendations as to how to effectively develop themes from research conducted . These
recommendations guided the theme development for the current study via an interpretative
phenomenological (thematic) analysis.
The phenomenological approach adopted in the present study allowed for better
understanding of employee’s ‘real life’ experiences of appreciation in the workplace,
allowing the analysis of emerging insights and assertions by the researcher to develop
clustered, thematic statements – rather than codes – from interview transcripts. Bazeley
(2013) labels these statements natural meaning units.
The transcribed example data were used to identify what appreciative supervisor
behaviours exist and why these behaviours had influence. Codes representing these natural
meaning units (example interviewee statements) were recorded within the MS Excel®
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spreadsheet and then analysed by the researcher. This analysis was employed to determine
the underlying theme to which each example statement belonged. For example, the
statements “Asking questions to show interest in me”; “…Supervisor listening to what we say
and taking on board”; “…Supervisor sat in my office once per week to check how I was
feeling about the workplace” were categorised under the theme of Interest. The theme of
Endorsement was created from statements such as “Public recognition – acknowledgement”;
“Receiving a shout-out at a 600-person annual meeting”; “When recognition is escalated or
elevated up the chain”. Originally seven themes were established. These seven were however
later refined to five based on consideration and reflection (for example, the researcher on
review considered the theme of Autonomy, and underlying example statements, was
appropriately subsumed by the theme Trust).
(2) Data Analysis: Interrater reliability to confirm accuracy of theme categorisation
Via thematic analysis, a total of 71 supervisor behavioural (example) statements (see
Appendix C) and 52 why statements (i.e., why the supervisor behaviour had influence over
the supervisee – labelled ‘workplace appreciation enablers’) (see Appendix D) were
categorised. Authentication of this categorisation process was considered critical to promote
theme reliability and validity. MacKenzie et al. (2011) discuss the challenges of scale
development and associated validation. Steps two and three of their ten-step model of scale
development concentrate on the generation of items to represent the construct and the
assessment of the content validity of these items. They note that items may arise from a
variety of sources (e.g., literature reviewed, previous empirical research, expert opinion, or –
as in the case of the present study – interviews) and should fully represent all aspects of the
content domain of the construct. Content validity essentially concerns the extent to which
items in a measuring instrument collectively reflect the construct domain (MacKenzie et al.,
2011). In justifying the number of interviews conducted (see above section 4.2.3 Procedure,
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(3) Justification for interview participant numbers), achieving saturation when analysing
behavioural phenomena was discussed. The sample used in the current study and behavioural
(example) statements obtained for categorisation considered suitable and defensible for the
purpose of this study.
Through a confirmatory process, two persons fully independent of this research study,
with considerable workplace knowledge and experience, were asked to individually and
autonomously rate their agreement (or otherwise) with themes assigned to each of the
appreciative behavioural and workplace appreciation enabler statements. This process
provided for a measure of interrater reliability. Both the percentage difference and Cohens’
kappa (K) methods were used; the merits and limitations of each discussed in detail by
McHugh (2012). Agreement with over 90% of the categorised thematic statements was
achieved with both reviewers, thus indicating a high level of homogeneity in rating thematic
validity. Confirmation of this process indicated that no change was required to the themes as
specified in phase 1. This provided confidence that phase 1 results were suitable for
informing phase 2 of the study, with method described next.
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4.3 Phase 2 (quantitative survey)
Phase 2 was designed to provided quantitative measures for appreciation in the workplace.
The research design was informed directly by results from the thematic analysis conducted
and confirmed in phase 1.
4.3.1 Methodology
A positivist paradigm was adopted for phase 2 of the study. The paradigm allows for
measuring people’s reality, considered as objectively real, through quantitative methods.
Epistemologically, to measure this reality quantitative surveys and statistical analysis were
engaged as appropriate tools to reveal a single reality or truth. Through deductive reasoning,
the qualitative data obtained from phase 1 semi-structured interviews and resultant thematic
analysis informed the quantitative nature of the phase 2 online survey.
As was the case with phase 1, the second study phase design was also cross-sectional
in nature, measuring respondents’ perceptions and opinions at a particular point in time.
Cross-sectional designs have advantages, particularly regarding their efficiency in terms of
time requirements, making them suitable to meet the strict time limits (normally three years)
imposed on PhD students. The limitations of this design and opportunities for further research
afforded by other study designs (e.g., longitudinal) are discussed in Chapter 6, sections 6.6.6
and 6.7.2. Data analysis for phase 2 was conducted utilising the Statistical Package for Social
Sciences (SPSS®) Version 26 software. As detailed below, an exploratory factor analysis
(principal axis factoring [PAF]) approach was applied. The merits of this approach with
regard to the study topic and aims are details in section 4.3.3.

117
4.3.2 Phase 2 method
(1) Ethical considerations
Formal ethical approval (Project number: B19-025) was obtained for phase 2 of the study
from the Federation University HREC. As was the case with phase 1, no serious threats or
dangers were identified by the committee for the online survey process undertaken. Of key
consideration was the guarantee of confidentiality and anonymity for survey respondents
completing an online questionnaire. Participant confidentiality was confirmed in the opening
page of the online survey, with the option provided for respondents to review the disclosure
statement (Plain Language Information Statement) that again confirmed confidentiality.
(2) Population and sample
The population applicable to this study phase were persons over the age of 18 years old. The
online survey was originally posted to the social media platforms of Facebook® and
Linkedin® related to the present researcher, and snowballing was encouraged (i.e., contacts
of the present researcher were encouraged to forward the online survey to their associates for
completion).
(3) Instrument Design: Survey development (content and structure)
Design of the online survey content and structure was considered as being significant to
ensure the study’s validity and effectiveness. In total, the survey consisted of 19 questions
(including the opening option [yes/no] to view the disclosure statement). All question
responses were captured through either a rating (Likert-type) scale or closed option response
(i.e., no open-ended questions or free-text options were included).
The timeframe required for survey completion by respondents was considered
particularly critical when designing the survey questions. Among online populations, survey
fatigue, resulting on low response rates, has been found as a major and growing problem
facing social science researchers (Van Mol, 2017). Hence, seven (7) minutes was deemed as
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a suitable maximum time required to complete the survey to promote respondent completion
and avoid ‘rater fatigue’ (Cape & Phillips, 2015; Rogelberg & Stanton, 2007). Two separate
pilot completions of the survey were conducted with colleagues of the researcher. Pilot
responses that took place prior to distribution of the primary survey indicated a timeframe
required by respondents of approximately six minutes; Ergo, this time duration was
considered acceptable for conduct of the survey.
The opening page of the survey explained the purpose and the requirement for
respondents to be over 18 years of age (see Appendix F for copy of online survey
instrument). Consent to participate in the research was confirmed by participation, with
anonymity of participants assured to enhance honesty in responses and therefore greater
confidence in the reliability of results. An incentive of a one-dollar donation (capped at $300)
to a national charity (Royal Society for the Prevention of Cruelty to Animals [RSPCA]) for
every completed survey was offered in the survey introduction to encourage participation. As
stated above, the initial survey question listed on the opening introduction page gave
participants the option to view the Disclosure statement (Plain Language Information
Statement) – [yes/no option].
Three discrete sections encompassed the survey. After question 1, questions 2 and 3
related directly to the identified scales developed from phase 1 of this study (considered here
as themes, to remain consistent with qualitative specification terminology). These themes
were, respectively, the five Dimensions of Workplace Appreciation (DWA) and the three
dimensions of Workplace Appreciation Enablers (WAE) – N.B., details of these themes
established in phase 1 are reported in section 5.1 (Results). Four interviewee statements
(examples) derived from phase 1 interviews were utilised to inform each of the five DWAs
and three WAEs. Hence, survey question 2 contained twenty statements, and question 3
contained twelve statements. Essentially, survey statements were based directly on employee
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experiences and perceptions revealed in the phase 1 interviews. Statements within questions 2
were each randomly ordered within the survey instrument. The same randomising process
applied for question 3. The item statements on the questionnaire were designed to elicit
participant perceptions (based on their current supervised workplace experiences) for the
following: 1. how often participants have experienced their supervisor performing these
appreciative actions/behaviours, and 2. why participants have felt appreciated from such
behaviours.
An aim of the thesis study was to test for relationships between factors that comprise
appreciative behaviours and key workplace or life-based outcomes. These relationships were
realised using section 2 of the survey instrument. Outcomes consisted of: subjective wellbeing (SWB) (questions 4 and 6); job satisfaction (question 5); and job commitment (question
7). All scale measures used in the survey instrument were based on 7-point Likert-type scales.
The merits of utilising single-item scales as an acceptable global instrument for each of these
constructs and for research generally has been well documented (Schmidt 2018); These
include job satisfaction (Dolbier et al., 2005; Wanous et al., 1997) and SWB (Kahneman &
Kreuger, 2006; Stam et al., 2016).
The single-item scale used for question 4 (SWB) was: “All things considered, how
satisfied are you with your life as a whole these days?” The question as specified followed
SWB’s operationalisation as general life satisfaction by Stam et al. (2016). The validity of
this and other concepts being measured as a single global measure was discussed and justified
in Chapter 2, section 2.5. Further, in their discussion around the development of SWB
measurement, Kahneman and Kreuger (2006) noted that this same question (4) was used in
the World Values Survey (this use however could not be confirmed by the present researcher
as Kahneman and Kreuger neglected to reference the source or year of this survey). The
reader may note that the World Values Survey (WVS) was founded in 1981 as a global
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research program, now reaching across over 100 countries, to explore societal beliefs, values
and attitudes and how these change over time. Global and cross-national comparisons are
available using this empirical social science survey, conducted globally every five years
(http://www.worldvaluessurvey.org/WVSContents.jsp).
Question 5 (job satisfaction) used the single global measure: “How satisfied are you
with your current job?” This single-item measure used for job satisfaction has been endorsed
by Nakata et al. (2013). Question 6 comprised a second global measure for SWB: “I feel
happy in general.” This item was adapted from “Do you feel happy in general”, a singleitem validated measure used previously by Abdel-Khalek (2006) to analyse the accuracy of a
single item in measuring happiness. Happiness is a construct considered synonymous with
SWB (Chen et al., 2020; Diener et al., 2009; Stam et al., 2016). In support of this measure’s
use in the present thesis study, Abdel-Khalek’s study highlighted the correlations between
this single item and that of the Oxford Happiness Inventory (OHI) (Argyle et al., 1995) as
well as the Satisfaction with Life Scale (SWLS) (Diener et al., 1985). Correlations with the
single item were highly significant and positive, indicating good concurrent validity and a
unidimensional construct. Abdel-Khalek concluded the measurement of happiness via this
single item scale is reliable, valid and viable for empirical applications.
To the researcher’s best knowledge, no global scale for job commitment (question 7)
has been reported in the literature. Further, research on the construct of job commitment is
limited. Millward and Hopkins (1998) stated late last century that an established measure of
job commitment was lacking. This situation appears to remain current. Noted however has
been the extensive work and available scales on organisational commitment (as opposed to
job commitment). Such research highlights the relationship between organisational
commitment and constructs such as job satisfaction and employee turnover (Chordiya et al.,
2017; Maahierah et al., 2019). One could argue that the two terms (job commitment and
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organisational commitment) are synonymous. However, such a postulation requires empirical
validation.
Allen and Meyer (1990) also shared the complexities of the organisational
commitment construct through a proposed three-component model (TCM) of organisational
commitment: affective, continuance and normative components. The challenges and
opportunities this presents for research associated with the study of workplace appreciation
are discussed later in Chapter 6, section 6.3.8. With this in mind, and based on practical
considerations including retaining brevity of the questionnaire, the statement “I am
committed to my job” was used for the survey question 7 as a logical global scale to measure
this construct.
Questions 8 – 12 in the survey instrument consisted five statements from a validated
multiple-scale item – Satisfaction with Life Scale (SWLS) (Diener et al., 1985). This scale was
developed to measure life satisfaction (synonymous with SWB and happiness in the current
study) and has been applied in several studies. These five questions (presented as statements)
were as follows;
Q8. In most ways my life is close to my ideal.
Q9. The conditions of my life are excellent.
Q10. I am satisfied with my life.
Q11. So far I have gotten the important things I want in life.
Q12. If I could live my life over, I would change almost nothing.
The rationale for using a multi-item scale for SWB was to provide opportunity to compare
the results of two single-item scales with an established multiple-scale items on the construct.
The third and final section of the survey instrument contained seven questions (Q. 13
– 19) covering respondent demographic characteristics and job-related information. This
comprised: gender, age, country of residency, supervisory experience, size of work
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organisation, level of role seniority, and white collar versus blue collar role (again, the survey
instrument is available at Appendix F). These factors were captured to reveal possible
associations between demographic variables and job characteristics with workplace
appreciation. Other demographic and job-related variables were also considered for
measurement in phase 2 of this research study. For example, data on ethnicity, income,
education level may potentially reveal further insights about the construct of appreciation and
how this may be associated with these characteristics. To maintain survey instrument brevity,
and in consideration of the research aims, these variables were not measured in this study but
may be a fruitful avenue for further research.
Another perhaps obvious measure to include in the phase 2 survey instrument may
have been whether respondents were supervisors themselves or otherwise. A decision was
made that this would not be recorded, due in part, again, to consideration of survey
instrument brevity. This decision in any case was justified by Stocker et al. (2014) in noting
about their study;
almost half of our participants had leadership positions themselves. Controlling for this
variable did not affect our findings, suggesting that leaders react as much to appreciation
as others do. Supervisors should, therefore, not only be focused on as sources, but also
as recipients of appreciation. (p. 90)
Questions 2 – 12 and 16 were measured via 7-point Likert-type scales to promote
consistency and ease of data analysis. Boateng et al. (2018 p. 6) recommends the use of
seven-point scales for bipolar items (“i.e., those reflecting relative degrees of two qualities of
an item response scale, e.g., completely dissatisfied to completely satisfied”) – used in this
study. N.B., Five-point scales were recommended for unipolar items (“i.e., those reflecting
relative degrees of a single-item response quality, e.g., not at all satisfied to very satisfied”).
Each point on the response scale were underscored with a descriptive label to avoid

123
ambiguity, ensuring meaningfulness and concise interpretation by respondents to promote
data quality (Krosnick, 1991; Krosnick & Presser, 2009). Labels for each construct varied
(e.g., Strongly Disagree to Strongly Agree; Very Unsatisfied to Very Satisfied).
4.3.3 Procedure
(1) Data Collection
An anonymous online survey using Survey Monkey® software was posted via the social
media platforms of Facebook® and Linkedin® of the present researcher. Survey responses
were collected over a five-week period with a target of 300+ responses.
(2) Data Analysis
Data obtained from the 206 valid responses (a total of 252 opened the survey) to the online
survey were downloaded into an MS Excel® spreadsheet. Statistical Package for Social
Sciences (SPSS®) Version 26 software was employed for the quantitative analysis of this
data. Exploratory factor analysis (EFA) (principal axis factoring [PAF]) was applied on the
20 items designed to represent the five Dimensions of Workplace Appreciation (DWA – the
‘what’ factors of appreciation) and the 12 items representing the three Workplace
Appreciation Enablers (WAE – the ‘why’ factors of appreciation) with oblique rotation (due
to expected correlations among factors), to reveal factors across the sample.
Tests were conducted to ensure all standard EFA assumptions were met, as
recommended by Field, 2013. Stevens (2009) explains that EFA is primarily a theorygenerating procedure, as opposed to confirmatory factor analysis (CFA) that is more theorytesting, the latter being generally based on a strong theoretical or empirical foundation. PAF –
as a type of EFA – was utilised as: 1. this technique is considered the most commonly used
method in factor analysis, particularly in social and behavioural science research, and ; 2.
conceptually, PAF is designed to understand the shared variance in a set of measurements (as
opposed to principal components analysis [PCA] which seeks to identify sources of error
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unique to individual measurements) (Warner, 2008). As stated, Field’s (2013) recommended
options for the EFA process were followed (pp. 686-706), which includes the use of PAF.
As detailed in the next chapter, factor analyses of the three identified Workplace
Appreciation Enablers (WAE) (Cognisance, Confirmation and Commendation) – explaining
why supervisor appreciative behaviours have such influence on their supervisees – was found
to measure a single underlying variable (‘latent variable’). It was revealed further that the
Why factor (WAE) correlated with the established appreciative What factors. This indicates a
unidimensional construct for the three ‘why’ themes identified in the thematic analysis.
Correlations between the What and the Why suggested the Why as being closely related to the
What; Essentially in people’s minds the What and the Why seem inter-related. To support this
assertion, during the inter-rater reliability tests, upon returning their results, one rater stated
“I will say I found Table 2 (relating to Why factors) a wee bit confusing as I thought they all
meshed into one a bit, if you get what I mean.” A decision was made not to analyse the
Workplace Appreciation Enablers (WAE) – (the ‘why’ factors of appreciation) beyond
descriptive reporting including correlations with what factors. Nevertheless, whilst not central
to answering the thesis aims, a discussion on these findings, including the theoretical
contributions from these proposed factors as identified in phase 1, has been provided in
Appendix E.
On assumptions supporting the qualitive analysis, a sample size of 206 was sufficient
for the current study. In this regard, Coakes and Steed (2007) endorse a sample of 200 plus
subjects as preferable when applying PAF. Prior to performing PAF, the suitability of data for
factor analysis was assessed on other criteria. For example, examination of the correlation
matrix revealed the presence of many coefficients of .3 and above.
Factor scores, used for subsequent multiple regressions to predict key workplace
outcomes, were calculated by selecting the Anderson-Rubin method (a modification of
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Bartlett, [1954]) in SPSS. This method ensured that factor scores are uncorrelated. Bivariate
comparisons were executed to test for correlations of demographic and job-related measures
(captured in the survey) with workplace appreciation items for both the what and the why
scales.
Factor scores derived from the what scales were used as predictor of variables in
multiple regression to determine their relationship with the outcome variables (job
satisfaction, life satisfaction and job commitment). Demographic or workplace variables were
included as controls where required. All regressions were subject to testing for standard
assumptions as specified by Field (2013).
(3) Criteria for component retention
Criteria listed by Stevens (2009) were followed to establish components found through factor
analysis. Firstly, the criterion of Kaiser (1960) applied where items with eigenvalues greater
than 1 were retained. Stevens mentions three studies that evaluated the accuracy of the
eigenvalues >1 criterion concluding that this criterion is more accurate when the number of
variables is small (10-15) or moderate (20-30) and the communalities are high (>.70); This
was the case with the current study. Secondly, scree tests (Cattell, 1966) were employed as a
visual check on the eigenvalue decision. Thirdly, statistical significance (developed by
Lawley, 1940) was used. Finally, factors were retained where at least 70% of the total
variance was accounted for, as per the recommendations of Stephens.

This chapter has provided a description of the mixed-method, two-phase approach utilised to
complete this thesis study. Chronologically, phase 1 encompassed qualitative interviews.
Data obtained on appreciative supervisory workplace behaviours informed phase 2
(quantitative online survey) to empirically test the results from phase 1. Next, the results of
this thesis study are reported in Chapter 5.
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CHAPTER 5: RESULTS
Results from this thesis study, following methods described in Chapter 4, are presented in two sections
(5.1 and 5.2), aligned with the two study phases. Phase 1 results address specifically study research
questions 1 and 2 (see section 1.8.2). Results from additional interview questions engaged in phase 1
are also shared. Due to the quantitative nature of phase 2 data collection and analysis, several tables
revealing pertinent data support this section.

5.1 Phase 1 results
As outlined in the previous methods chapter (Chapter 4), 19 one-on-one, semi-structured interviews
were conducted in phase 1 of the thesis study. As a reminder, the two closed interview (scale)
questions (questions 4 and 5) were designed to investigate the relationships between the respondent’s
bond with their current supervisor, and their supervisor’s ability to demonstrate effective appreciation
(based on 7-point Likert-type scale ratings) were;
4. “Generally, how would you rate your relationship with your supervisor, 1 = Poor; 7 =
Excellent?”
5. “This question relates to how your supervisor actually demonstrates his or her appreciation
toward you; Overall, your supervisor effectively demonstrates his or her appreciation for your
skills, efforts and contributions, 1 = Strongly Disagree; 7 = Strongly Agree?”
All but one respondent rated no more than a one-point scale difference for each of the two questions
(see Table 4 below). In fact, seven participants (37%) scored the same for both questions.
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Table 4. Comparative analysis: Supervisory relationship versus demonstrated appreciation

Respondent

1

2

3

4

5

6

7

8

9

10

11

12

13

14

15

16

17

18

19

Relationship with
supervisor.
(1 = Poor; 7 = Excellent)

5

6

5

2

7

2

5

6

3

7

7

4

5

5

6

4

7

7

5

Supervisor effectively
demonstrates of
appreciation.
(1 = S/Disagree; 7 =
S/Agree)

5

6

6

1

7

2

4

7

2

6

7

5

2

4

6

5

7

6

4

The similarity in responses was also reflected in the mean scores for questions 1 and 2 at 5.15 and 4.84
respectively. While somewhat informative, results from the qualitive analysis were of prime relevance
to the current thesis study. Results of the first two research questions based on thematic analysis are
now shared.
Consistent with research question 1 (RQ1 – section 1.8.2), interview transcripts allowed the
ascertainment of supervisor appreciative behaviours that instil feelings of being appreciated in
subordinates. Through an inductive approach, thematic analysis revealed seven over-arching themes
from the 71 supervisor appreciative behavioural examples. These examples, as provided by interview
participants, are available in Appendix C. The initial seven themes comprised: Extrinsic reward;
Trust; Autonomy; Awareness I am here; Interest; Acknowledgement, and; Endorsement.
These seven themes were further refined to five supervisor behavioural themes, labelled the
Dimensions of Workplace Appreciation (DWA). Essentially the Autonomy theme was subsumed by
the Trust theme, and Awareness I am here subsumed under the Interest theme. The final five themes
(DWA) comprised: Interest, Reward, Acknowledgment, Trust and Endorsement. The researcher
established definitions for each theme. These themes are presented in Table 5, accompanied by the
working definition of the DWA, a brief description to further explain the theme’s meaning, and finally
various example quotations taken from the qualitative interviews as direct evidence for each theme.
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Table 5. Phase 1 results: Five appreciative themes (‘Dimensions of Workplace Appreciation’) with definition, description and example interviewee
quotes
Theme

INTEREST

REWARD

Working definition

Supervisor shows interest in the
subordinate as a person. Includes
how the subordinate is
addressed/spoken to; supervisor
listens to and respects
subordinate.

Supervisor rewards subordinate
with physical and/or reward of
monetary value (including, for
example, bonuses, scratchie,
coffee/cake, luncheon or gift
basket).

Description – theme explained

The Interest theme emerged as participants highlighted
their need to be noticed in the workplace. One-on-one
time, personal intera ction and listening to the employee
were all associated with a supervisor showing a personal
interest in what the employee does and who he/she is as
an individual. Ten interviewees mentioned statements
related to the Interest DWA.

Nine respondents made statements categorised under the
Reward theme. While researchers have subdivided the
concept of rewards into monetary (e.g., bonuses, cash
rewards) versus non-monetary (e.g., gift basket, lunch,
bottle of wine, cake) (e.g., Beck, 2016), the primary
‘driver’ behind the Reward category in this study was
receiving something material from one’s supervisor.

Interview examples (direct quotes)
“…my supervisor made the effort to come and sit in my office
approximately once per week and check in on how I was
feeling about the workplace.” (54-year-old female teacher).
“…she listens to you and is supportive, but also objective.”
(referring to her supervisor - female; 45-year-old credit
analyst).
“…that ability to listen and take on board some ideas is a
form of appreciation” (When discussing the merits of their
school principal’s face-to-face communication skills; 34-yearold Guidance Officer).

“…the ultimate reward for me was he [referring to her
supervisor] gave me my own office, because before that I was
working in a staff room of 30 people…” (47-year-old female
teacher).
“they gave me a $15,000 bonus for that, and gave me a shout
out at the 600-person annual meeting.” (In reference to a
large project she was working on that saved the company
significant money; 44-year-old female scientist).
“But they [referring to supervisors in the business] do a pretty
good job bringing in cake every now and then.” (29-year-old
female project specialist).
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Theme

Working definition

Description – theme explained

Interview examples (direct quotes)
“Acknowledging the effort, rather than focusing on successes
achieved.” (32-year-old female research assistant).

ACKNOWLEDGEMENT

Supervisor understands and
acknowledges subordinate
efforts (may be verbal, email or
otherwise). Essentially about
receiving ‘thank-you’/praise.

Acknowledgement was the most common established
DWA shared across interviews, receiving statement
references from fourteen participants. This theme is
largely about employees receiving praise and/or
acknowledgement for their efforts. Verbal
communication intimating thanks featured heavily in this
theme, correlating with Beck’s (2016) findings that
verbal gratitude (one-on-one) was the most commonly
expressed type of gratitude by supervisors and also the
most preferred form for employees.
This theme is not necessarily about receiving
outstanding accolades or grandiose congratulatory
messages for superior achievements and/or results, but
rather acknowledging the work one is doing; receiving
recognition for commendable effort.
An associated finding was that constructive
criticism was perceived as a form of appreciation (see
final example quote in right column for this dimension).
In summary, the concepts of affirmation and validation
encapsulate the core of the Acknowledgement DWA in
the supervisory relationship.

“my supervisor revised the manuscript and he moved my
name to the first position, so I felt really great because I felt
appreciated that he finally acknowledged that I’m the one
who has done most of the work.” (Discussing a project she
was working on as part of a small team; 34-year-old female
scientist).
“Acknowledging the work I’m doing and actually knowing
what work I’m doing day to day and specifically
acknowledging that, not just general ‘good job’, rather ‘that
was awesome’…that this, this and this happened for your
client because you did this.” (30 year-old female community
worker).
“…affirmation of what it is you’re doing and that you’re
heading in the right direction.” (48-year-old male manager
[community engagement]) – NB. The importance of simple
conversations and open dialogue to receive direct feedback –
the personal interaction – was deemed valuable in this
respondent’s opinion on the topic of appreciation.
“just saying thank you…. The big one for me is just to say
thank you for the work that you’ve put in.” (45-year-old
project officer).
“I don’t mind getting some constructive criticism or things
that you can work on…. It’s not just about what you’re doing
right, but maybe some things you can work on… if someone
gives me something I can work on it shows they really did pay
attention.…most people do want to get better at what they’re
doing, so that helps with appreciation.” (34 year-old male
teacher).
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Theme

TRUST

ENDORSEMENT

Working definition

Supervisor demonstrates trust in
subordinate’s ability to do the
job, manifested through greater
responsibilities and
opportunities. Supervisor
demonstrates respect for
subordinate’s ability and/or
experience. Includes being given
more autonomy and flexibility in
role.

Supervisor promotes subordinate
efforts and achievements to
others. Recognition by
supervisor with team members
and/or those outside their team.

Description – theme explained

Interview examples (direct quotes)
“…he said to me that I have every confidence in you and I
know that you will come to me when necessary...”. (In
discussing his relationship with his direct supervisor; 60-yearold industrial relations manager).

Underlying respect for an employee’s ability and/or
experience was the basis for the fourth DWA, Trust.
Participant’s statements about being granted more
responsibilities, autonomy and flexibility in their role
underpinned this theme.

“…asked if I’d like to take on more guidance role positions…
so I think that asking about more opportunities, showing that
she’s got confidence in what I’m doing.” (34-year-old male
teacher [referring to his supervisor]).
“…he would basically say, ‘I know you are extremely
productive, if you want to go diving for the day and not come
in, just go, I don’t care, you don’t even have to tell me’; so I
always felt that was really fair…so I was willing to work
hard, because I knew if I wanted to go for a dive, it was fine.”
(44-year-old female scientist discussing her previous boss).

This theme revolved around the supervisor promoting
their subordinate’s efforts and achievements to others
within and external to the team environment.
Endorsement captures actions that are more grandiose
than expressions of thanks which were the basis for the
acknowledgement theme

“Public recognition in a staff meeting.” (47-year-old female
teacher).
“External recognition… telling other people you’ve done a
good job; promoting your work, not just within the group but
outside the group.” (female scientist)

131
The established five themes in Table 5 provide for relatively specific and clearly represented
appreciative supervisor behavioural themes (Dimensions of Workplace Appreciation [DWA]).
Questions as to whether these same themes would emerge through different samples (or researchers)
are considered in Chapter 6 (section 6.7) as a further research opportunity. The analysis of interview
responses also provided a platform for considering exactly why interview responses were purposeful
in addressing the second research question in this thesis.
Having defined and explained the five appreciative supervisor behavioural themes (established
for research question one [RQ1]), research question two (RQ2) revealed three themes that explain why
these behaviours are important to the supervisee. Naturally, RQ1 and RQ2 are interconnected, with the
purpose to establish the what and why of supervisory appreciative behaviours.
To address RQ2, three themes labelled Workplace Appreciation Enablers (WAE) emerged
explicating why supervisor appreciative behaviours (established in RQ1) are important to supervisees.
In total, 52 interviewee statements contributed to the WAE themes. These outcome-based ‘why’
themes were labelled: Cognisance (‘I exist’), Confirmation (‘I feel safe’), and Commendation (‘I
matter / I’m important’).
Results for WAE’s are provided in Table 6 including a working definition, descriptor (derived from an
analysis of interviewee narrative) and some relevant example direct quotes from interview
participants.
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Table 6. Phase 1 results continued: Three why themes of appreciation (‘Workplace Appreciation Enablers’) with definition, description and example
interviewee quotes
Theme

COGNISANCE
(‘I exist’)

Working Definition

I feel my supervisor
knows who I am and
understands what I’m
doing

Descriptor – theme explained

The first enabler Cognisance (‘I exist’) emerges from
supervisor appreciative behaviours that make the
supervisee feel like their supervisor knows who they
are and what they are working on.
This theme is largely about understanding
demonstrated by the supervisee’s supervisor toward
them; both who they are as an individual and what their
role entails. Cognisance captures the employee
knowing their supervisor is 1.) aware of what they are
doing, and 2.) cares about them as a person.
Nineteen statements in total were recorded under the
cognisance theme.

Interview examples (direct quotes)
“It shows they're actually concentrating on what you’re doing; and
acknowledging what you’re doing.” (45-year-old female project
officer).
“…it’s important to know you’re not being watched, but someone’s
keeping track of what you’re doing…so it reinforces that she does
actually know what I’m doing.” (30-year-old community worker).
“…it makes you understand that people are actually listening, that
they do care.” (55-year-old male debt collector).
“…it’s actually about not necessarily being nice, but just being a bit
human. And understanding that everyone’s different… and taking the
time to understand people, and what they’re going through...” (48year-old male manager, community engagement).
“I think it’s just human nature that you want to know that you’re on
the right path, that you’re doing the right thing…you’re on the right
track.” (34-year-old male guidance officer).

CONFIRMATION
(‘I’m on track’ / ‘I
feel safe’)

I feel more secure and
comfortable in my role;
my supervisor reinforces
and validates that I am
‘on track’; I am therefore
confident I’m doing the
right thing

Supervisor appreciative behaviours for this theme
included statements indicating the employee felt more
secure and comfortable in their role due to appreciation
received; they were confident they were doing the right
thing. This theme relates to validation of the
employee’s effort and performance (i.e., what they are
doing is ‘on track’ and what is expected).
Twenty-two statements in total were categorised under
the theme of confirmation.

“Validation is really important, it’s not so much praise that I’m
looking for, I don’t need to hear that I did an amazing job…I just need
to know that I’m on the right track and that what I’m doing is what
they need me to do, and then I’m happy.” (32-year-old female research
assistant).
“…that I’m ok doing what I’m doing…what I’m doing is of a good
level and I can just go on doing that…and it just makes me feel safe.”
(32-year-old female research assistant).
“…I still believe the best form of recognition is affirmation of what it
is you’re doing and that you’re heading in the right direction .” (48year-old male manager, customer engagement).
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COMMENDATION
(‘I matter/ I’m
important’)

I feel what I’m doing is
important and makes a
difference; my supervisor
really values what I’m
achieving.

This theme captured supervisor appreciative
behaviours that made the supervisee feel as though
they are making a significant difference to… and their
achievements are highly valued. These behaviours gave
employees a sense of prominence and increased status,
through actions such as being granted greater (desired)
responsibilities in the workplace.
Eleven statements were captured representing the
commendation theme.

“…it gives you confidence that you’re doing the right job, or that
you’re doing well in your role; and it also gives you some guidance as
to whether you need to improve, or whether you just keep going, or
whether you need to make an adjustment.” (46-year-old property
manager).
“…that gave me confidence in the fact that the manager had
confidence in me and appreciated my ability…he respected my ability,
and made me feel valued and confident and mentally in a position to
fulfil the role……it gave me confidence to make decisions.” (60-yearold male industrial relations manager).
“…certainly gives you a sense of what you’re doing matters, and what
you’re doing makes a difference.” (48-year-old male customer
engagement manager).
“It certainly made me feel valuable to the organisation – yes, it made
me feel good…” (In relation to a travel bonus received; 53-year-old
male branch manager).
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To this point, results from phase 1 of the study have been reported. These results have included the
responses to interview questions that investigated the relationship between the respondent’s bond with
their current supervisor, and their supervisor’s ability to demonstrate effective appreciation (see Table
4).
To summarise further, identified themes developed from interviewee responses to questions
about appreciative behaviours received from their supervisor – and why these behaviours had such
influence – have answered research questions one (RQ1) and two (RQ2). Specifically, five
behavioural themes labelled the Dimensions of Workplace Appreciation (DWA) – Interest, Reward,
Acknowledgement, Trust and Endorsement – were established to represent categories of supervisor
appreciative behaviours. Complementing these DWAs were the reasons why these behaviours
positively influenced supervisees, categorised into three key themes labelled Workplace Appreciation
Enablers (WAE) – Cognisance, Confirmation and Commendation. These results are explained and
interpreted in the next chapter (Chapter 6 - Discussion). Before this, the next section reports the results
from phase 2 of the study following the method outlined in the previous chapter.
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5.2 Phase 2 results
Phase 2 of the study was designed as an anonymous online survey of employees across
various organisations. Survey questions and topics were derived from the results of phase 1
interviews as outlined in section 4.3.2.
In total, 252 respondents opened the online survey (see Appendix F for copy of online
survey) over a six-week period from July to August 2019. Forty-six of respondents failed to
respond to any of the questions and so these were discarded. This left 206 valid surveys for
analysis, representing an 82% completion rate. This sample size is sufficient to meet the
study aims and methods including, as detailed in the previous chapter (section 4.3.3), for the
application of factor analysis based on item number (Coakes & Steed, 2007; Tabachnick &
Fidell, 2007). Responses across all scale item options (e.g., scores from 1 to 7 were selected
by one or more respondents) suggests the span is suitable as a representation. (This is a form
of nomological validity falling under the broader framework of construct validity.)
(https://dictionary.apa.org/nomological-validity)
The representativeness of the sample with regard to the study population and attendant
limitations are discussed in the next chapter (Chapter 6).
Quantitative analysis of data drawn from the survey are presented in the next six
sections. The first (5.2.1) provides an overview of the demographic and work experience
characteristics of participants. The second (5.2.2) summarises (e.g., means and standard
deviations) appreciation item scores for the what and the why questions specified as relating
to appreciation in the workplace (see sections 4.2 and 4.3). Section 5.2.3 assesses associations
among demographic and work experience variables listed in section 5.2.1 and appreciation
items in 5.2.2 based on tests appropriate to the data (T-tests, ANOVA and correlation). A
data reduction process (exploratory factors analysis) is then presented for the what item
scores (5.2.4). The next two sections present summary results for outcome measures of SWB
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(e.g., means and standard deviations) plus data reduction (factor analysis including factor
score derivation) for a scale and inter-item correlations (5.2.5 and 5.2.6). Correlations among
all workplace outcome measures, including results for Diener et al.’s (1985) scale are
reported in section 5.2.7. The final section (5.2.8) provides results for multiple regressions to
test for statistical associations among appreciation factor scores and workplace outcome
measures.
5.2.1 Demographic and job-related factors for survey participants
Preliminary analysis of the data revealed few missing responses. These were for demographic
and job-related factors only. All survey items using Likert-type scale ratings were complete
in full and, as noted above, drew a span of ratings across the full 7-point range of scales.
Scale distributions were considered within a normal distribution range following visual
inspection (see Appendix G - scale distributions for demographic and job-related online
survey questions reported as histograms). Results for the demographic and job-related
questions are reported in Table 7 below to provide a sample profile:
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Table 7. Sample profile based on demographic and job-related question results
Variable

f

%

Male
Female
Other
Missing

71
133
1
1

34.6
64.9
0.5

Australia
Other
Missing

200
5
1

97.6
2.4

18 – 24
25 – 34
35 – 44
45 – 54*
55 – 64
65+

2
17
41
94
40
12

1.0
8.3
19.9
45.6
19.4
5.8

Very inexperienced
Inexperienced
Somewhat inexperienced
Neutral
Somewhat experienced
Experienced*
Very experienced
Missing

7
14
16
14
53
62
39
1

3.4
6.8
7.8
6.8
25.9
30.2
19.0

Small business (0―19)
Medium business (20―199)
Large business (200+)*
Missing

21
36
148
1

10.2
17.6
72.2

Workplace position

Senior/executive manager
Middle/frontline manager
Employee/frontline worker*
Other/unsure

22
77
105
2

10.7
37.4
51.0
1.0

Job role description

‘Blue collar’
‘White collar’
Other/unsure

23
175
8

11.2
85.0
3.9

Gender

Country of Residence

Age

Supervisory experience

Organisation size
(employees)

Subgrouping

Note: (N=206)
Note: * Median score within category

Table 7 shows close to two thirds of the sample were female. The majority of
respondents resided in Australia and were aged between 35 and 64 years. More than threequarters of respondents indicated some level of supervisory experience (somewhat
experienced to very experienced), with the same proportion working for a large business
(200+ employees). Approximately half of respondents’ workplace position was as an
employee/frontline worker. The majority viewed their job role as ‘white collar’.
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5.2.2 Appreciation item scores
As described in Chapter 4 (sections 4.2 and 4.3), questions on appreciation were asked for
both the what (20 items) and the why (12 items) items derived from the phase 1 qualitative
component of the thesis study. From phase 1 qualitative results, what items fell within five
themes and why items three themes. Corresponding items and themes are presented in Tables
8 and 9 below as summary scores.
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Table 8. Summary scores for what appreciation items, descending order (mean score)
The ‘what’ of appreciation

Corresponding
theme

Mean

SD

My supervisor…
1

Q10 trusts me to complete work tasks on my own

trust

6.2

1.1

2

Q19 allows me to have autonomy and flexibility in my job

trust

5.4

1.5

3

Q6 listens to what I have to say

interest

5.0

1.5

4

Q18 expresses their confidence in what I do at work

trust

4.8

1.6

5

Q11 acknowledges the effort I put into my work

acknowledgement

4.7

1.6

6

Q4 encourages me to take on more responsibilities in my work

trust

4.6

1.5

7

Q17 takes on board ideas that I give

interest

4.6

1.5

8

Q12 gives me a genuine ‘thank-you’ for work I’ve done

acknowledgement

4.6

1.7

9

Q14 confirms that what I’m doing at work is heading in the right direction

acknowledgement

4.5

1.6

10

Q5 provides me with constructive feedback on my work when needed

acknowledgment

4.2

1.5

11

Q1 spends one-on-one time with me to discuss my work

interest

4.2

1.5

12

Q8 asks me questions about my work to show they’re interested in me

interest

4.1

1.7

13

Q16 tells other people that I’ve done a good job

endorsement

4.1

1.7

14

Q20 escalates or conveys recognition of me to more senior managers or executives

endorsement

4.0

1.7

15

Q13 shares with the team the work I’ve done and things I’ve achieved

endorsement

4.0

1.8

16

Q3 recognises and tells others in the workplace about my achievements

endorsement

3.9

1.6

17

Q15 rewards me by allowing me to have time-off or finish work early

reward

3.6

2.0

18

Q2 rewards me by taking the time to share a coffee/drink with me

reward

3.2

1.8

19

Q7 rewards me with small gifts or certificates of recognition

reward

2.5

1.5

20

Q9 approves or gives to me financial rewards (e.g. performance bonus, cash incentive)

reward

2.2

1.5

Note: (N=206)
Note: Rating scale comprising 7-points, from 1- Absolutely never to 7 – All the time.
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As reported in Table 8, scale item mean scores within each of the five themes interest,
reward, acknowledgement, trust and endorsement were calculated. Trust as a theme received
the highest mean score overall (mean 5.3, SD 1.1) followed by acknowledgment (mean 4.5,
SD 1.5), interest (mean 4.4, SD 1.4), endorsement (mean 4.0, SD 1.6) and reward (mean 2.9,
SD 1.3). Reward was the only theme to have mean item scores below the scale mid-point (for
three of the four items listed in Table 8).

Table 9. Summary scores for ‘why’ appreciation items, descending order (means score)
The ‘why’ of appreciation

Corresponding

Mean

SD

5.9

1.2

5.8

1.3

confirmation

5.8

1.2

commendation

5.8

1.3

cognisance

5.8

1.2

confirmation

5.8

1.2

theme
I feel appreciated when my supervisor…
1

Q9 demonstrates they really value my abilities and work

commendation

achievements
2

Q3 demonstrates that what I'm doing matters and makes a real

commendation

difference
3

Q4 gives me confidence that I'm on track with what I'm doing

4

Q5 demonstrates my work is relied upon and highly valued

5

Q7 demonstrates they understand me and what I do

6

Q8 confirms that I'm moving in the right direction

7

Q12 demonstrates that they care about me as a person

cognisance

5.8

1.3

8

Q6 demonstrates they know what I am doing

cognisance

5.7

1.2

9

Q11 confirms I'm doing the right thing in my job

confirmation

5.7

1.3

10

Q2 demonstrates that I'm really adding to the workplace

commendation

5.6

1.3

11

Q10 makes me feel safe and secure in my job

confirmation

5.6

1.3

12

Q1 demonstrates they are monitoring what I'm doing

cognisance

4.1

1.7

Note: (N=206)
Note: Rating scale comprising 7-points from 1- Strongly disagree to 7 – Strongly agree.

Scale item means within each of the three themes cognisance, commendation and
confirmation were calculated (Table 9). Commendation received the highest mean scores
overall (mean 5.8, SD 1.8) followed by confirmation (mean 5.7, SD 1.1) and then cognisance
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(mean 5.3, SD 1.0). Mean scores for all items within all the three themes fell above the scale
mid-point.
5.2.3 Association of appreciation items with demographic and person variables
Bivariate correlations, one-way ANOVA and T-tests tests, as appropriate to the data, were
undertaken to test for associations among demographics and person factors (section 5.1.1)
with what appreciative items (section 5.1.2). Results were considered statistically significant
where p<.5. Summary results are reported below with full details available at Appendix H
based on SPSS® output. The appendix includes also comparable results for the why
appreciation items (see Chapter 4, section 4.3.3 to explain this presentation).
(1) Gender
For the 20 appreciation statements (Table 8), 19 were rated by females as being more
frequent compared to males. The one exception was item Q9 - My supervisor approves or
gives to me financial rewards [e.g., performance bonus, cash incentive]. This reward item
also had the lowest mean for both genders and was significantly lower than all others
(Appendix. H).
T-tests for statistical differences between gender means were not statistically
significant for 16 items (with p value rounded to one decimal place). Statistically significant
differences were found for Q10 – trusts me to complete work tasks on my own (T=-2.3,
p=.02), Q12 – gives me a genuine ‘thank-you’ for work I’ve done (T=-2.5, p=.01), Q19 allows me to have autonomy and flexibility in my job (T=-2.4, p=.02) and Q20 - escalates or
conveys recognition of me to more senior managers or executives (T=-2.1, p=.04).
(2) Age
Age grouping (Table 7) was negatively correlated with all appreciation behaviour items. That
is, appreciative behaviours were reported as relatively less frequent by older age groupings.
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Pearson correlations identified twelve associations between age grouping and appreciation
items as being statistically significant. These comprised the following items;
3. recognises and tells others in the workplace about my achievements
4. encourages me to take on more responsibilities in my work
6. listens to what I have to say
8. asks me questions about my work to show they’re interested in me
10. trusts me to complete work tasks on my own
11. acknowledges the effort I put into my work
12. gives me a genuine ‘thank-you’ or acknowledgement for work I’ve done
13. shares with the team the work I’ve done and things I’ve achieved
16. tells other people that I’ve done a good job
17. takes on board ideas that I give
18. expresses their confidence in what I do at work
19. allows me to have autonomy and flexibility in my job.

A point discussed in the next chapter concerns confirmation of this result in qualitative
interviews (phase 1). Here, this negative correlation was highlighted by a relatively senior
interview respondent (60-year-old male industrial relations manager) in the phase 1
interviews when asked about influence that more frequent appreciation, received from their
supervisor, would have on them:
“Well it possibly could make somebody more motivated…You have to realise that I’m
answering these questions from a perspective of a 60-year-old senior manager of the
organisation, and I think you’d get different answers from a 35 year old or a junior
manager, or somebody in an organisation who might be looking for more kudos than I
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am now… You see, because at 60 I’m beyond wanting ‘pats on the back’ for
everything I do.”
(3) Supervisory experience
Positive Pearson correlations between supervisory experience (Table 7) and appreciation
items (Table 7) were statistically significantly for 13 items (see list below). No association
was found for items 7, 9 – 13, 17 (see Table 8).
1. spends one-on-one time with me to discuss my work.
2. Rewards me by taking the time to share a coffee/drink with me
3. Recognises and tells others in the workplace about my achievements
4. encourages me to take on more responsibilities in my work
5. provides me with constructive feedback on my work when needed
6. listens to what I have to say
8. asks me questions about my work to show they’re interested in me.
14. confirms that what I’m doing at work is heading in the right direction.
15. rewards me by allowing me to have time-off or finish work early.
16. tells other people that I’ve done a good job
18. expresses their confidence in what I do at work
19. allows me to have autonomy and flexibility in my job
20. escalates or conveys recognition of me to more senior managers or executives.
(4) Organisation size
Pearson correlations between organisational size (Table 7) and appreciation items (Table 8)
was not found to be statistically significant for any appreciation items.
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(5) Workplace position
Associations between workplace positions (Table 7), excluding two responses as
‘other/unsure’, and appreciation items, were tested using one-way ANOVAs. Significant
associations were found for items 8, 9 and 15. Post hoc tests (Bonferroni) revealed that for
item 8 (asks me questions about my work to show they’re interested in me) senior/executives
have lower frequency mean score relative to employee/frontline workers. For items 9
(approves or gives to me financial rewards [e.g., performance bonus, cash incentive]) and 15
(rewards me by allowing me to have time-off or finish work early) employees/frontline
workers had higher frequency mean score relative to both middle/frontline managers and
senior/executives.
(6) Job role description (blue collar versus white collar)
T-test assessed statistical differences between job role description (Table 7; blue collar versus
white collar, excluding eight ‘other/unsure’ responses) and appreciation items (Table 8). No
statistically significant differences were found .
5.2.4 Data reduction for appreciation items
The 20-item appreciation scale (Table 8) developed from the phase 1 qualitative interviews
was subject to factor analysis to identify an underlying theoretical structure of this domain
(supervisor’s appreciative behaviours measured by frequency). No multivariate outliers were
detected. Following the recommendations of Field (2013), the principal axis factoring [PAF]
method with oblimin rotation was employed along with testing of standard assumptions (see
below).
Summary results are reported here with the full statistical output available in
Appendix J. The Keiser-Meyer-Olkin (KMO) measure confirmed sampling adequacy for
analysis (.95 being deemed ‘marvellous’ according to Hutcheson and Sofroniou’s [1999] six
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level hierarchy while falling well-above Kaiser’s (1970, 1974) recommended value of .6).
Field (2013) notes a KMO value close to 1 indicates compacted correlations which in turn
generate separate and reliable factors through factor analysis. Bartlett’s Test of Sphericity
was found statistically significant (Chi-Square [d.f. 190] = 3935.2, p<.001), supporting the
factorability of the correlation matrix. Field (2013) notes that if this is not the case (i.e.,
p>0.05) then “you’ve got a disaster on your hands” (p. 696).
Results from the application of PAF to the 20 appreciation items are summarised
below in Table 10. Three factors were identified with eigenvalues over Kaiser’s (1960)
criterion of 1. Applying the criteria explained 73.1% of variance for the 20 appreciation
items. Hair et al. (2018) notes that across social science research, EFA solutions accounting
for 60% of the total variance provides a satisfactory data explanation while Stevens (2009)
argues for at least 70%. The PAF results exceed both standards. The scree plot (see Figure 2
below) confirms the eigenvalues cut-off point where the point of inflexion justified three
factors (Catell, 1966). Stevens (2009) notes that a scree plot provides a reliable criterion for
factor solution when the sample is more than 200 participants, consistent with the sample size
for the current study.

146
Figure 3. Scree plot test: Three factors explaining 20-item scale for workplace appreciation
frequency

Point of inflexion

Following this criteria, Table 10 below reveals a three-factor solution. The
eigenvalue, and associated variance explained, for Factor 1 (12.01) is significantly larger than
that for the Factor 2 (1.44) and Factor 3 (1.11). Considering that the first factor also accounts
for 60.4% of the total variance, an argument may be made that the domain of appreciation
behaviour frequency, as conveyed by supervisors, is unidimensional (Field, 2013).
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Table 10. Pattern matrices for exploratory factor analysis (EFA): Workplace appreciative behaviours
Items
My supervisor…
Q5 provides me with constructive feedback on my work when needed
Q8 asks me questions about my work to show they’re interested in me
Q12 gives me a genuine ‘thank-you’ for work I’ve done
Q1 spends one-on-one time with me to discuss my work
Q14 confirms that what I’m doing at work is heading in the right direction
Q13 shares with the team the work I’ve done and things I’ve achieved
Q11 acknowledges the effort I put into my work
Q3 recognises and tells others in the workplace about my achievements
Q16 tells other people that I’ve done a good job
Q6 listens to what I have to say
Q2 rewards me by taking the time to share a coffee/drink with me
Q20 escalates or conveys recognition of me to more senior managers or executives
Q4 encourages me to take on more responsibilities in my work
Q17 takes on board ideas that I give
Q18 expresses their confidence in what I do at work
Q10 trusts me to complete work tasks on my own
Q19 allows me to have autonomy and flexibility in my job
Q9 approves or gives to me financial rewards (e.g., performance bonus, cash incentive)
Q15 allows me to have time-off or finish work early
Q7 rewards me with small gifts or certificates of recognition
Eigenvalues
% of variance
% of variance cumulative
α (based on high loading items)
Note: (N=206)

Rotated Factor Loadings (Oblique)
and suggested labels
AcknowledgeTrust
Reward
ment
0.9
-0.1
<-0.1
0.9
<-0.1
<0.1
0.9
0.1
-0.1
0.9
-0.2
<0.1
0.9
0.1
-0.1
0.9
<0.1
<-0.1
0.9
0.2
<0.1
0.8
-0.1
0.1
0.8
0.1
0.1
0.7
0.2
<-0.1
0.7
-0.1
0.2
0.7
0.2
0.1
0.6
<0.1
0.1
0.6
0.4
0.1
0.6
0.5
0.1
-0.1
0.8
<0.1
0.3
0.6
0.1
-0.1
<-0.1
0.8
0.2
0.2
0.5
0.3
<-0.1
0.4
12.1
60.4
60.4
0.97

1.5
7.3
67.6
.72

1.1
5.7
73.3
.69
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On the standard factors loading of 0.4, loading of items 17 and 18 were complex (Table 9).
This loading cut-off level (explaining 16% of variance in the item [Field, 2013]) was used to interpret
factors. On this criteria, Factor 1 was represented by 15 items (including items 17 and 18 that had a
double loading), Factor 2 by two items and Factor 3 by three items. In consideration of loadings,
factors were interpreted as;
Factor 1: Acknowledgement (my supervisor has interest in me, knows what I’m doing and values my
outputs)
Factor 2: Trust (my supervisor trusts me to do a good job and provides the autonomy to do so), and
Factor 3: Rewards (my supervisor provides recognition through tangible rewards).

The reliability of identified factors was assessed by Cronbach’s Alpha. The technique provides
an assessment of each identified factor’s reliability (Field, 2013). For all factors this was just below or
above 0.7, representing an acceptable level of reliability.
Stevens (2009) provides a range of other criteria for the interpretation of factor reliability.
These criteria account for sample size and corresponding strength of item loadings. On this basis,
factor 1 (Acknowledgement) is deemed reliable with four or more loadings above .6 (regardless of
sample size). Factors 2 and 3 (Trust and Reward) should be interpreted with caution given two and one
loadings, respectively, above .6.
To complete the factor analysis process, and provide data for further analysis, factor scores for
each respondent were produced for each of the three factors. A range of options are available for
computing factor scores (DiStefano et al., 2009). The Anderson-Rubin method was deemed suitable
for this study as this method allows for uncorrelated scores to be treated as predictor variables in
regression. In providing for uncorrelated variables, this method removes multicollinearity issues in
regression (Field, 2013). The 12 why item scales were also subject to factor analysis (PAF) (see
Appendix K). This scale proved to be unidimensional. The one explained factor (based on the derived
factor score) correlated with the what factor acknowledgment (r =.498) and trust (r = .288) but there
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was no statistical correlation found with reward. The why factor was not analysed further through
quantitative assessment.
5.2.5 Workplace outcome measures
Items scores concerned with life satisfaction, job satisfaction, happiness and job commitment, plus
Diener et al.’s (1985) Satisfaction with Life Scale (SWLS) are listed in Table 11. All respondents
completed all scale measures except one missing value for Q3 Global – I feel happy in general.
Table 11. Summary results for nine outcome items
Outcome item measures

Mean

SD

Q1 GLOBAL – All things considered, how satisfied are you with your life
as a whole these days? (happiness)

5.6

1.3

Q2 GLOBAL - How satisfied are you with your current job? (job
satisfaction)

5.0

1.8

Q3 GLOBAL - I feel happy in general. (happiness)

5.7

1.2

Q4 GLOBAL - I am committed to my job. (job commitment)

5.7

1.4

Q1 SCALE – In most ways my life is close to my ideal.

4.8

1.4

Q2 SCALE – The conditions of my life are excellent.

5.2

1.4

Q3 SCALE – I am satisfied with my life.

5.4

1.3

Q4 SCALE – So far I have gotten the important things I want in life.

5.3

1.3

Q5 SCALE – If I could live my life over, I would change almost nothing.

4.4

1.7

Note: (N=206)
Note 1: Rating scale for all item measures comprised 7-point scale; from 1 – Very dissatisfied to 7 – Very satisfied for Q1
and Q2 GLOBAL, and from 1 – Strongly disagree to 7 – Strongly agree for the remainder.
Note 2: Diener et al.’s (1985) Satisfaction with Life Scale (SWLS) includes five items (Q1 SCALE – Q5 SCALE).
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5.2.6 Testing of Diener’s 5-item scale
Diener et al.’s (1985) Satisfaction with Life Scale (SWLS) was subject to exploratory factor analysis
(principal axis factoring) to identify the underlying structure. A KMO derived score of 0.86 indicated
sampling adequacy in the range of ‘Meritorious’ (Field, 2013, p. 685) with both Bartlett’s test and
probability value being significant (Chi-Square [d.f. 10] = 674.4, p< .001). Based on an Eigenvalue
above 1, and confirmed by the scree plot, a one-factor solution was found explaining 72.1% of item
variance. Rotation was not required for the one-factor solution. Summary results are reported in Table
12 with statistical output available at Appendix L.

Table 12. Factor matrix for Diener et al.’s (1985) Satisfaction With Life Scale (SWLS)

Scale item

Factor
loading

Q1 SCALE - my life is close to my ideal.

0.8

Q2 SCALE - conditions of my life are excellent.

0.9

Q3 SCALE - satisfied with my life.

0.9

Q4 SCALE - I have gotten the important things I want in life

0.8

Q5 SCALE - I could live my life over, I would change almost nothing

0.6

Eigenvalues

3.6

% of variance

72.1
0.89

α

Note: (N=206)

SPSS output listed below in Table 13 shows the R-matrix (‘Correlation Matrix’) revealing (via
the top half of the table containing the Pearson correlation coefficient between all pairs of questions)
that all correlations were greater than .3, and no values greater than .9 (a positive result suggesting no
multicollinearity in the data) (Field, 2013). All significance levels scored below p=.001, with the
Determinant of the correlation matrix scoring .036 (listed bottom of Table 13); necessary value has to
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be greater than 0.00001. In summary, these results indicate that all questions in Diener’s 1985 scale
correlated well for respondents.

Table 13. R-matrix of Diener et al.’s (1985) 5-item Satisfaction with Life Scale (SWLS)
Correlation Matrix
Q5 SCALE I could live
Q4 SCALE - my life over,

Correlation Q1 SCALE - my life is

Q1 SCALE

Q2 SCALE -

I have gotten

I would

- my life is

conditions of Q3 SCALE - the important

change

close to my

my life are

satisfied with things I want

almost

ideal

excellent

my life

in life

nothing

1.000

.746

.769

.650

.510

1.000

.791

.655

.533

1.000

.754

.506

1.000

.539

close to my ideal
Q2 SCALE - conditions
of my life are excellent
Q3 SCALE - satisfied
with my life
Q4 SCALE - I have
gotten the important
things I want in life
Q5 SCALE - I could live

1.000

my life over, I would
change almost nothing
Sig. (1-

Q1 SCALE - my life is

tailed)

close to my ideal
Q2 SCALE - conditions

.000

.000

.000

.000

.000

.000

.000

.000

.000

of my life are excellent
Q3 SCALE - satisfied
with my life
Q4 SCALE - I have
gotten the important
things I want in life
Q5 SCALE - I could live
my life over, I would
change almost nothing
a. Determinant = .036

.000
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Communalities after extraction are listed below (Table 14). Clearly factor #5 (‘If I could live
my life over, I would change almost nothing’) scored well below (.356) relative to the other factors in
this test.

Table 14. Communalities after extraction – Diener et al. (1985) 5-item SWLS
Communalities
Initial

Extraction

Q1 SCALE – In most ways my life is close to my ideal

.652

.707

Q2 SCALE – The conditions of my life are excellent

.685

.743

Q3 SCALE – I am satisfied with my life

.755

.826

Q4 SCALE – So far I have gotten the important things I want in life

.608

.644

Q5 SCALE - If could live my life over, I would change almost nothing

.356

.372

Extraction Method: Principal Axis Factoring.

Table 15 below, for comparison, reports factor loadings found here (Table 12) with results reported by
Diener et al. (1985). Results were similar (Q1 and Q5 actually scored identical factor loadings). This
adds a level of validation to Diener et al.’s 1985 proposed Satisfaction with Life Scale (SWLS) – a
measure of life satisfaction.

Table 15. Diener et al. (1985) SWLS paper one factor loading versus current study factor loading
Factor Matrixa
Factor 1

Diener et al.
SWLS results 1985

Q3. SCALE – I am satisfied with my life

.91

.83

Q2. SCALE – The conditions of my life are excellent

.86

.77

Q1. SCALE – In most ways my life is close to my ideal

.84

.84

Q4. SCALE – So far I have gotten the important things I want in life

.80

.72

Q5. SCALE – If I could live my life over, I would change almost nothing

.61

.61

Extraction Method: Principal Axis Factoring.
a. 1 factor extracted. 5 iterations required.
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5.2.7 Correlations among workplace outcome measures
Correlations among all workplace outcome measures, including results for Diener et al.’s (1985) scale
reported above, are reported in Table 16. A single-score measure was calculated for Diener et al.’s
SWLS scale for this purpose, with the weighted sum scores method applied. In this method, the
weighted average for each item is multiplied by the factor loading for each respondent. An average
score is then produced to represent the factor (DiStefano et al., 2009). This method considers item
loading values, hence the strength for each item is considered and remains comparable to the original
scale. One benefit of this method is that the items with the highest loadings have the greatest influence
on the factor score.

Table 16. Pearson correlations for outcome measures
Item
Q1 GLOBAL - how satisfied are you with
your life as a whole these days?
Q2 GLOBAL - How satisfied are you with
your current job?

1

2

Q3 GLOBAL - I feel happy in general

3

Q4 GLOBAL - I am committed to my job

4

SWLS Scale (single-score measure)

5

Note: All correlations significant at p<.01

1

2

3

4

5

-

.59

.79

.40

.81

-

.53

.62

.53

-

.41

.70

-

.37
-
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5.2.8 Association of appreciation factors with workplace outcome measures
The final section in this chapter tests for associations between the three identified factors for frequency
of supervisor appreciation (section 5.2.4) and workplace outcome measures (section 5.2.5). Each
global item (Table 16) is assessed in turn followed by a final regression based on the factor singlescore measure derived from the SWLS scale using the Anderson-Rubin’s method (section 5.2.5).
The analysis was undertaken to identify whether any of the derived appreciation factors were
statistically significant predictors of workplace outcome measures (p<.05), rather than attempting to
identify all factors that may explain the domain variance. Association was assessed using ordinary
least squares multiple regression. Each model was assessed on standard assumptions recommended by
Field (2013). Six assumptions were tested for each derived model: linearity between predictor
variables assessed visually from scatter plots; absence of multicollinearity using VIF (<10) and
tolerance (>.2); residuals being independent from Durbin-Watson statistic (close to 2); residuals
having constant variance (homoscedasticity) assessed visually via standardised residuals versus
standardised predicted values plots; plus residuals being normally distributed on P-P plots visual
inspections, and; Cook’s distance (<1) to provide a check for influential cases that may bias the model.
All five reported models below met these standard assumptions for multiple regression (see output
reported at Appendix M).
Demographic and job-related variables found to be associated with any of the 20 appreciation
items (section 5.2.3) were gender (4 items), age (11 items), supervisory experience (13 items) and
workplace position (3 items). To determine whether these variables should be included as controls in
regression models, differences in factors of acknowledgement, trust and reward were tested first.
Where statistically significant associations were found, these variables were included in the regression
models as controls. Full results from this analysis are available in Appendix M.
Gender was not statistically significant for any factors. Age was negatively correlated with
acknowledgement (r=-.17, p<.05) and trust (r=-.22, p<.01) but not reward. Supervisor experience was
positively correlated with acknowledgment only (r=.18, p<.01) and workplace position was significant
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for reward only where employees/frontline workers had higher frequency mean score relative to both
middle/frontline managers and senior/executives.
The hierarchical method (variable entry in blocks) for multiple regression was followed (Field,
2013). Appreciation factors were entered in the first block. The second block contained control
variables comprising the three demographic and occupational measures associated with one or more
appreciation factors. Results are reported for each outcome variable in turn. Four of the five
regressions revealed acknowledgment and trust were statistically significant predictors for the first
model block. The one exception was the regression run for Q3 GLOBAL - I feel happy in general,
where acknowledgement only was significant.
This same outcome from regressions, in terms of appreciation factors being statistically
significant, were confirmed for each model following the addition of specified control variables
(reported in Table 17 – 21 below).

Q1 GLOBAL - how satisfied are you with your life as a whole these days?
Table 17. OLS Regression of predictors for Q1 GLOBAL - how satisfied are you with your life as a
whole these days?
b

SE B

Constant

4.94

0.64

Acknowledgment

0.28

0.09

Trust

0.21

Reward

t

p

7.7

0.00

0.21

3.04

<0.01

0.09

0.16

2.30

0.02

0.04

0.09

0.03

0.46

0.65

Age

0.02

0.09

0.16

0.22

0.83

Experience

0.11

0.06

0.15

1.9

0.07

>-0.01

0.15

0.00

-.01

1.00

Position

Note: R2 =.10, Adjusted R 2 =.08: F6,196 = 3.7, p=.001

B
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Q2 GLOBAL - How satisfied are you with your current job?
Table 18. OLS Regression of predictors for Q2 GLOBAL - How satisfied are you with your current
job?
b

SE B

Constant

4.12

0.79

Acknowledgment

0.88

0.11

Trust

0.23

Reward

B

t

p

5.21

0.00

0.50

7.83

<0.01

0.11

0.13

2.11

0.04

0.01

0.11

0.05

0.86

0.39

Age

0.24

0.17

0.14

2.08

0.04

Experience

0.00

0.08

0.00

0.04

0.97

Position

-0.04

0.18

-0.02

-0.25

0.81

Note: R2 =.26, Adjusted R 2 =.24: F6,196 = 11.6, p=.000

Q3 GLOBAL - I feel happy in general.
Table 19. OLS Regression of predictors for Q3 GLOBAL - I feel happy in general

b

SE B

Constant

5.06

0.61

Acknowledgment

0.35

0.09

Trust

0.14

Reward

t

p

8.28

0.00

0.28

3.99

0.00

0.09

0.12

1.65

0.10

-0.02

0.09

-0.01

-0.18

0.86

Age

0.10

0.09

0.09

1.15

0.25

Experience

0.05

0.06

0.06

0.80

0.42

Position

-0.00

0.14

-0.00

-0.01

0.99

Note: R2 =.10, Adjusted R 2 =.07: F6,195 = 3.61, p=.000

B
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Q4 GLOBAL - I am committed to my job.
Table 20. OLS Regression of predictors for Q4 GLOBAL – I am committed to my job
b

SE B

Constant

4.55

0.66

Acknowledgment

0.43

0.09

Trust

0.22

Reward

B

t

p

6.90

0.00

0.32

4.57

0.00

0.09

0.16

2.34

0.02

0.06

0.09

0.05

0.67

0.50

Age

0.19

0.09

0.14

1.92

0.06

Experience

0.05

0.07

0.06

0.71

0.48

Position

0.07

0.15

0.03

0.44

0.66

Note: R2 =.13, Adjusted R 2 =.11: F6,196 = 4.97, p=.000

Diener’s 1985 SWLS Scale (single-score measure)
Table 21. OLS Regression of predictors for Diener’s 1985 SLWS scale (single score measure)
b

SE B

Constant

-0.10

0.50

Acknowledgment

0.20

0.07

Trust

0.16

Reward

B

t

p

-0.20

0.84

0.20

2.83

0.01

0.07

0.16

2.23

0.03

0.09

0.07

0.09

1.31

0.19

Age

-0.03

0.07

-0.03

-0.45

0.66

Experience

0.06

0.05

0.10

1.31

0.19

Position

-0.04

0.11

-0.03

-0.38

0.71

Note: R2 =.10, Adjusted R 2 =.07: F3.199 = 3.64, p<.000

To summarise, this chapter has reported the results from the thesis study, presented in two sections
aligned with the two study phases. Thematic analysis of interview data obtained in phase 1 established
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five themes of workplace supervisor appreciative behaviours labelled the Dimensions of Workplace
Appreciation (DWA): Interest, Reward, Acknowledgement, Trust and Endorsement. Three categories
explaining why these behaviours had such influence on supervisees, labelled Workplace Appreciative
Enablers (WAE), were also established: Cognisance, Confirmation and Commendation.
Qualitative data gathered from phase 1 interviews informed the development of phase 2 online
survey questions. Phase 2 also subjected the DWA from phase 1 to empirical factor analysis, revealing
an underlying three-factor structure for the construct of workplace appreciation: Acknowledgement,
Trust and Reward. Relationships and correlations between these factors and workplace outcomes were
reported where Acknowledgement and Trust were identified as statistically significant predictors in
regression modelling. Other relationships between workplace appreciation and various demographic
and job-related variables were also identified.
These results are now discussed in the penultimate chapter of the thesis study, Chapter 6.
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CHAPTER 6: DISCUSSION
6.1 Introduction
The purpose of this chapter is to review, analyse and interpret the study results reported in Chapter 5.
Hofstede et al. (1993) discussed the challenges of analysing and interpreting behavioural research. A
preliminary overview of his work was informed through critical review by the present researcher to
accurately interpret and understand fully study findings reported herein, including how the
methodological approach addressed some common research fallacies. The review of Hofstede et al. is
presented in Appendix N; and outcomes were used to contextualise the subsequent sections within this
chapter.
A broad overview of the purpose, method and results of the study is provided (section 6.1.1) to
refresh for the reader the thesis material covered to this point. The literature reviewed previously is
briefly covered, underpinning the stated need for more studies on workplace appreciation to fill current
gaps in knowledge on this topic. Following this, the four initial study research questions specified in
Chapter 1, section 1.8.2, are again listed and addressed in regard to the study findings. With key
findings of the study highlighted in this regard, both practical and theoretical contributions from this
research are then provided. Several limitations of the study are then stated. Finally, opportunities,
possible strategies and considerations for future research are discussed. A conclusion to the study is
provided in the final chapter subsequent to this (Chapter 7).
6.1.1 Study review: Purpose, method, results
The overall study aimed to reveal what supervisor appreciative behaviours influence their supervisees,
and why these behaviours have such influence. This behaviour identification process was utilised to
suggest an underpinning factor structure of workplace appreciation. Following a mixed-methods,
integrated approach, this study was separated into phase 1 (19 qualitative, semi-structured, face-to-face
interviews) which was utilised to inform phase 2 (online quantitative survey). To reveal whether or not
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appreciation factors carry any real importance, correlations between an established factor structure and
various workplace outcome variables were tested for and identified.
Through thematic analysis, phase 1 of the study established five categories or themes of
supervisory workplace appreciative behaviours that have influence over their supervisees (see section
5.1 – Table 5 for theme definitions and descriptors). Secondly, three categories or themes as to why
such behaviours have influence over supervisees were established (see section 5.1 – Table 6). These
categories are expanded upon when the study research questions are discussed in the next section.
Individual identified behaviours informed the phase 2 online survey which provided for
general population data then used for interpretation. One should consider the ecological fallacy
(Hofstede et al., 1993) discussed earlier in this chapter when analysing such data. That is, the socialsystem level data (online survey) as interpreted may be used to generate assumptions about individuals
within that system.
Through empirical testing (Principal Factor Analysis), a three-factor structure comprising
acknowledgement, trust and reward was established for the construct of frequency of workplace
appreciation behaviours enacted by supervisors. The influence of these three factors on outcome
variables including job satisfaction, SWB and job commitment were then analysed. Further
correlations with demographic (e.g., age, gender) and job-related dimensions (e.g., occupational level,
blue versus white collar role) were also tested against the factors of appreciation and outcome
variables.
6.1.2 Study review: Appreciation literature
A review of literature on the construct of appreciation highlighted the general positive influence that
effective supervisory appreciation has on various facets of worker well-being and performance, along
with overall organisational success. Further documented literature covered the dynamics of workplace
social relationships (manifested through organisational support theory encompassing the constructs of
perceived organisational support [POS] and perceived supervisor support [PSS]). Although workplace
appreciation manifests through various relationships (e.g., with co-workers, senior management), the
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supervisory relationship was deemed to have significant influence on worker SWB, productivity and
organisational performance.
Leadership theory in the workplace was discussed, suggesting leaders can emerge at any level
within the organisation, including those in supervisory roles. An in-depth discussion on the plethora of
leadership theory was clearly beyond the scope of this study. Nonetheless, a focus on servant
leadership (Greenleaf, 1970) was adopted to reveal some pertinent insights. This leadership focus was
considered most appropriate to the study of appreciation in the supervisory relationship. Closely
aligned with the much-publicised LMX theory, and unlike many leadership theories that focus on the
traits and behaviours of effective leaders and how they can benefit the organisation, servant leadership
focuses on the supervisory relationship. And within this relationship, the well-being of the supervisee
takes priority. Supervisors appreciating their employees and recognising their individual value makes
servant leadership theory somewhat unique and clearly holds a distinct emphasis on employee
appreciation (Van Dierendonck, 2011).
Reviewed literature in Chapter 2 also revealed the popularity of research investigating
appreciation as a disposition or trait versus appreciation as expressed behaviour. As discussed in
section 2.8.1, which provided a review of previous studies on appreciation, several authors have
recently called for the need for further research on appreciation in the workplace; More specifically,
what supervisor behaviours are most effective in producing positive influence (Beck, 2016; Fagley &
Adler, 2012; Stocker et al., 2014).
Following this brief revision of reviewed literature, study results are now summarised and
explained. To provide a suitable structure, each of the four research questions applicable to this study
are addressed next in turn. The implications, theoretical contributions and limitations of these results
are discussed in detail throughout this chapter.

6.2 Research questions answered
RQ1. What supervisor appreciative behaviours instil feelings of being appreciated in supervisees?
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Charmaz (2006) explains when identifying possible correlations or comparisons within data that
researchers are “to remain open to all possible theoretical directions indicated by your readings of the
data” (p. 46). Via thematic analysis, five appreciative supervisor behavioural themes (labelled
Dimensions of Workplace Appreciation [DWA]) were established from the phase 1 interview
recordings analysis. These behavioural themes comprised interest, reward, acknowledgement, trust
and endorsement. With regard to the research question, a supervisor enacting any of these five
behaviours will likely instil feelings of being appreciated by implicated employees. Table 5 (section
5.1) presented each of these themes in full comprising a working definition, description, and example
interviewee quotes that fell under each theme. Four interviewee quotes (adapted) were utilised directly
to inform each of the five themes presented in the phase 2 online survey instrument.
Regarding the frequency of experiencing these themes of supervisory appreciative behaviour,
as measured in phase 2, trust clearly had the highest overall mean score (5.3 – based on a 7-point
Likert-type scale). In fact, the four trust items rated the first, second, fourth and sixth highest mean
scores out of the twenty items total. Trust was followed by acknowledgement (mean score 4.5 – with
all four individual items also rating in the top ten) and interest (mean score 4.4). Endorsement’s
overall mean was 4.0, with reward scoring an overall mean of just 2.9. Interpretation and possible
explanations for these frequency scores are discussed next.
Perhaps the high frequency of perceived trust behaviours from supervisors is due to employees
being more likely to recall such behaviours. Further, employees may feel most satisfied or appreciated
when their supervisor demonstrates trust in who they are as a person and/or their ability, hence the
tendency for greater recall. The comparable means for acknowledgement (4.5) and interest (4.4)
suggests that employees experience similar frequency levels of behaviours relating to these two
themes. The importance of the interest theme was supported by a global study conducted by Towers
Watson indicating that the greatest driver of employee engagement is for those workers who feel their
managers are sincerely interested in their well-being (Schwartz, 2012).
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Maybe supervisory interest in their supervisee is perceived by the supervisee as a form of
acknowledgement, therefore making the two themes (acknowledgement and interest) intwined
inextricably. Conversely, when a supervisor acknowledges the effort that an employee puts into their
work, or confirms that what they are doing is heading in the right direction (both of these examples
provided the basis for two items used to represent acknowledgement in the survey), the supervisee
perceives that their supervisor is showing an interest in what they do and who they are as a person.
Based on the recognition of effort and attentiveness of the individual, these two DWAs
(acknowledgement and interest) may be representative of a supervisor demonstrating that they care
about their supervisees.
The reward dimension resulted in the lowest means score by a significant margin. In fact, the
four survey item statements representing the reward dimension rated in the bottom four for frequency
received (see Table 8, section 5.2.2). Perhaps if the phase 2 survey was conducted at a different time
of year (e.g., December) when employees are often rewarded with a company gift, ratings may
change. Maybe people do not cognitively register that material rewards or granted time-off, for
example, are tied to appreciation, but rather simply recognition. (See section 2.2.1 for discussion
around intrinsic versus extrinsic motivation, rewards and their relationship with appreciation.)
The frequency of receiving rewarding behaviours (e.g., supervisor rewarding a supervisee with
small gifts or certificates of recognition) may be limited as supervisors do not have the resources to
provide such rewards. There is minimal effort required for a simple but genuine ‘thankyou’ by a
supervisor. In this context, Yukl (2013) discusses the need to consider the restricted ability or authority
of supervisors to execute certain more ‘complex’ appreciative behaviours, depending on the workplace
environment. Workplaces with highly regulated environments (e.g., military, scientific laboratories)
may not allow supervisors to sanction behaviours such as allowing supervisees to have time-off or
finish work early. For example, item 15. rewards me by allowing me to have time-off or finish work
early scored the highest standard deviation (SD) of all twenty items, indicating significant individual
differences in the frequency of such experienced behaviours. Therefore, the assumption of supervisor
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restrictions and resources (or lack thereof) in certain workplaces may hold true and, in any case,
should be subject to further assessment.
Such industry-specific regulatory analysis of employee behaviours may be in the form of
policies and procedures. For example, organisational cultures or even, say, gender-based norms and
expectations, may limit the ability of supervisors to furnish such appreciative behaviours. Another
example of restrictions on appreciation concern governance guidelines across governmental bodies
and not-for-profit organisations that forbid the use of rewards – tangible and/or otherwise (e.g., cash
bonuses, bottle of wine, early finish). Hence, future workplace appreciation researchers should also
consider whether such restrictions on delivering workplace appreciation are in fact established
‘cultural norms’ that deviate among certain organisations or industries. And if so, opportunity may
exist to revise or influence workplace policies, practises and cultures alike regarding appreciative
flexibility (through rewards) to achieve a more harmonious, productive, loyal workforce.
This cross-industry analysis supports the idea of completing a similar phase 2 study within a
particular industry or cohort of workers (e.g., nurses, bankers) to determine if similarities or otherwise
exist regarding preferred supervisory appreciative behaviours. A short scale could be readily drawn
from this study’s findings and tested across different populations. Notwithstanding, by better
understanding influential appreciative behaviours, leaders and supervisors alike can consciously
develop behavioural strategies and select appropriate mediums to demonstrate their appreciation.
Nevertheless, the review of literature around expressed appreciation for the current study
contended supervisors can generally choose freely how, when and where they communicate
appreciative behaviours to their supervisees (see section 2.7.2). Considering the restrictions or limited
authority in some work environments discussed above, clearly this proposed freedom of supervisory
choice in the field of appreciative behaviours will not always be a possible option available to
supervisors. However, most workplaces are likely to be free of restrictions on expressing appreciation.
Similar to Gilbreath and Benson’s (2004) 63-item measure of supervisor general behaviours,
the five behavioural themes (DWA) established in the current study each represent a conglomerate of
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supervisory appreciative behaviours. A comparable approach was also adopted by Stocker et al. (2014)
in their event-sampling, diary-based study of the relationship between appreciative behaviours and
employee serenity. The nature of appreciative situations, from the perspective of the employee,
underpinned theme development in this study and that by Stocker et al. This nature of appreciation
entailed investigation of what happens when appreciation transpires, including the actual behaviours
experienced, their frequency and their sources. Correlations between the current study’s results and
that of Stocker et al. (2014) as a theoretical contribution are discussed later in this chapter (section
6.5.2).
To reveal the underlying factor structure that comprises the domain of appreciative behaviour
frequency, phase 2 of the study applied exploratory factor analysis (EFA) to the 20 survey items used
in phase 1. This empirical analysis revealed a three-factor structure, labelled: acknowledgement, trust
and reward. These factors are discussed further below in RQ3. As suggested above, the interest theme
identified in phase 1 appears to have been absorbed into the acknowledgement factor. This may have
also been the case too with the endorsement theme identified in phase 1.

RQ2. Why are these identified supervisor appreciative behaviours important to supervisees?
Phase 1 of this study identified three themes labelled Workplace Appreciation Enablers (WAE)
explaining why supervisor appreciative behaviours (established in RQ1) have such positive influence
on their supervisees. These why themes were labelled: Cognisance (‘I exist’), Confirmation (‘I feel
safe’), and Commendation (‘I matter / I’m important’). These three reasons are proposed here to
explain why a supervisor’s appreciation positively influences an employee. However, due to a lack of
empirical significance in data analysis, the researcher decided not to report this line of investigation as
a core part of the thesis. This choice does not so much derail the importance of this finding, but rather,
simply acknowledges that further analysis would provide no further insight to answers for the
specified research questions. Given this, further details including a considered discussion around the
Workplace Appreciation Enablers are provided in Appendix E. This includes a proposed conceptual
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three-tiered pyramid framework to explain how these theoretical concepts may be operationalised . The
relationship of Cognisance, Confirmation, and Commendation with selected human motivation
theories plus a call for further research in this area is also outlined in this Appendix E.
One of the most interesting findings in relation to this research question (RQ2) was that the
what (RQ.1) and the why (RQ.2) of appreciative behaviours are for operational purposes either one in
the same or have significant overlap. This was found through the results from psychometric
measurement reported in Chapter 5. Put differently, everything a supervisor does from an appreciation
perspective with regard to type of behaviour and frequency appears to (based on reported scale
agreement), motivate or at least affect the subordinate in the similar ways or for the same reason. This
assertion was evident through the similar mean (average) ratings for each item used to measure the
why of appreciation (section 5.2.2, Table 9).
Survey participants were asked to rate their level of agreement regarding feeling appreciated by
their supervisor when they performed certain behaviours towards them. Four items represented each of
the three WAEs (cognisance, confirmation, commendation). Eleven of the twelve items used in the
phase 1 survey scored a mean between 5.6 and 5.9 (six scored a mean of 5.8) on a Likert-type scale
rating of 1 – 7. Standard deviations (SD) also rated between 1.2 and 1.3 for every item except one. The
one exception was the item: “I feel appreciated when my supervisor… Q1. demonstrates they are
monitoring what I'm doing” which scored a 4.1 mean and SD of 1.7. Each of the twelve why items of
appreciation were designed to reflect a positive supervisee outcome from the respective supervisor
action, hence explaining why supervisees feel appreciated. It appears that this item (Q1. demonstrates
they are monitoring what I'm doing) was generally perceived as a negative statement compared to the
other why items. A possible explanation is that survey respondents interpreted the ‘monitoring’ aspect
of this item as a form of micromanagement; a construct generally holding negative connotations or
outcomes due the employee perceptions of excessive control applied by one’s supervisor.
These study findings suggest an opportunity exists to further explore the why factors of
workplace appreciation. For example, does appreciation received by an employee induce feelings of
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being valued, safe, important and/or needed? And which of these resultant feelings have the greatest
influence on employee performance, engagement and/or loyalty? Do these induced feelings occur at a
particular point in the employee’s lifetime work-cycle, and are they gender or age specific? A greater
understanding of exactly why appreciative behaviours have such influence in the workplace will
further assist in understanding and capitalising on the construct of appreciation.

RQ3: What is the underlying factor structure that comprises the domain of workplace appreciative
behaviours?
Phase 2 of the thesis study involved empirical analysis through exploratory factor analysis (EFA) of
the initial five DWA themes (established in phase 1 through thematic analysis). Principal axis
factoring (PAF) was engaged as the preferred method of EFA, primarily due to its popularity in the
field of social and behavioural science research including for business and management topics.
Further, it is the recommended EFA option suggested by Field (2013) and as such, was followed in the
present study. The method was described in Chapter 4 (Method).
From the original 20 items used in the survey, a three-factor structure was established
comprising: 1. Acknowledgement, 2. Trust and 3. Reward. These three factors, subject to confirmation
by future research, are proposed here to comprise the theoretical domain of enunciated supervisor
appreciative behaviours (as measured by frequency). The number of items unique loading above .6 for
each factor were eleven items for factor 1, two for factor 2, and three for factor 3. A logical inference,
made at points earlier in this chapter, is the phase 1 dimensions of interest and endorsement were
subsumed by the empirical factors of acknowledgment and trust.
Several explanations may be proposed for the emerged factor structure. Examples that seem
most likely are demonstrated in the following elucidations. One explanation may be that endorsement
was considered by respondents to be defined as the approval or sanctioning of something or someone;
This may be as simple as a supervisor telling other people that their employee has done a good job.
This conceptual view is akin to where acknowledgment is considered to be about recognising the
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existence or truth of something or someone. Here, endorsement and acknowledgement may be seen as
one in the same.
A supervisor giving a genuine ‘thank-you’ for work completed (survey item 12) provided an
example of acknowledgment behaviour used in the survey. This is essentially recognition. Items that
loaded onto the factor of acknowledgement reflect a supervisor both understanding and recognising
what the employee does. The interest items underpin a supervisor’s understanding. With regard to the
factor structure, interest items for the survey “Q8 asks me questions about my work to show they’re
interested in me” and “Q1 spends one-on-one time with me to discuss my work” loaded onto the
acknowledgement factor. Again, a supervisor committing time with their employee and asking
questions seems to be perceived by the employee as a form of recognition for who they are and what
they do – and so falls within acknowledgement. Some loaded items were unexpected. For example, the
item “My supervisor: Q2 rewards me by taking the time to share a coffee/drink with me” was
originally designed to represent the reward theme established in phase 1 of the study. However, this
item loaded onto factor 1 acknowledgement. In this instance it appears the supervisor action of
spending time with their employee was perceived as the primary appreciative element, not the actual
coffee/drink as a reward.
All four endorsement survey items loaded onto the acknowledgement factor. Endorsement is
essentially the public execution of the factor of acknowledgement. That is, sharing your recognition of
someone with others. And to endorse someone in the workplace, for example, requires a level of trust;
trust that the recipient will continue their behaviours or performance. This may have explained the
double loadings for the two items specified originally under trust (Section 5.2.4, Table 10). Blau
(1964) suggested social exchange involves trusting the other party to discharge their obligations,
which may extend to supervisor acknowledgement, akin to the dyadic nature of appreciation. As a
workplace example, an employee may think “I did a great job and I trust that my supervisor will
acknowledge this to everyone”.
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Similarly, the very act of a supervisor showing an interest in someone’s work (both effort and
output) is likely to build trust. This supervisory interest also recognises the existence of something or
someone – hence the very definition of acknowledgment. Pfister et al. (2020) note that appreciation
received from one’s supervisor aids supervisees to validate judgments concerning their own
performance, increasing confidence about such evaluations and therefore boosting well-being and selfesteem. This reduction in performance uncertainty is likely to naturally build trust by demonstrating to
the employee that their efforts and abilities are valued. Pfister et al. called these positive appreciative
valuations ‘validating messages’, reducing uncertainty and positively influencing self-esteem.

RQ4: What is the relationship between the appreciation factors identified in RQ3 and workplace
outcomes (SWB, job satisfaction, job commitment)?
Several correlations were identified between the three empirically derived appreciation factors
(acknowledgement, trust and reward) established in RQ3 and workplace outcomes of life satisfaction
(SWB/happiness), job satisfaction, and job commitment. Beyond the research question, but stated as a
research aim, associations between demographic variables, job characteristics and their relationship
with workplace appreciation were also identified.
Of significance to the research question (RQ4) were that the factors of acknowledgement and
trust predicted life satisfaction, job satisfaction and job commitment. (Whether or not these findings
represent causal associations is the subject for further research, given the single point, cross-sectional
design of this study is insufficient to determine cause and effect.)
Although reward was the third appreciation factor established in the supervisory relationship,
this variable failed to predict any workplace outcome at a level of specified significance (p<.05).
Hence, the effect of reward on specified outcome measures appears negligible. Further analysis and
explanations on the associations found among the three appreciation factors and workplace outcomes
are discussed later in section 6.3.
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While not a central focus of the thesis study, associations found among demographic or
workplace variables with appreciation may provide important guides for future researchers
investigating workplace appreciation. Gender was not statistically significant (p<.05) for any of the
appreciation factors. Age was negatively correlated with acknowledgment and reward. This indicates
that older employees may experience less frequently appreciative behaviours when compared to
relatively younger employees (other possible explanations are shared later). Supervisor experience
positively correlated with acknowledgement only. Workplace position was significant for reward only,
with employees/frontline workers scoring higher mean scores than both middle managers and senior
managers/executives.
These correlations, possible explanations and associated implications are discussed as appropriate
throughout this chapter below.
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6.3 Major findings concerning the theorised role of appreciation in the workplace
Major findings of the present study aligned directly with the research questions presented in the
previous section. This section details several further outcomes and observations from this thesis study
on workplace appreciation in the supervisory relationship.
In line with the study aims, a factor structure for workplace appreciation has been established
using complementary data collections. Five themes of supervisory appreciative behaviours: interest,
reward, acknowledgement, trust and endorsement labelled the Dimensions of Workplace Appreciation
(DWA) were distilled into a three-factor structure comprising acknowledgement, trust and reward.
Possible explanations for differences in appreciative behavioural themes established in phase 1 and 2
results are discussed later in this chapter.
The study determined that appreciative supervisor behaviours enacted in the workplace,
encompassing acknowledgment and trust, are the primary ingredients for enhancing employee SWB
and job satisfaction. The factors may also influence job commitment, either directly, or possibly this
relationship is mediated through SWB or job satisfaction. Nuances in these relationships should be the
subject of further analysis beyond the scope of the thesis study aims. The role of reward here is
deliberated upon later (section 6.3.8).
An implicit outcome from the thesis study results applies to the conceptual appreciation
framework (labelled the Workplace Appreciation Cycle [WAC]). This framework was described in
Chapter 3. The proposed WAC was conceptualised to illustrate and perhaps better understand the
iterative nature of workplace appreciation in the supervisory relationship. Further, acknowledgement
appears to be the primary mechanism to achieve workplace outcomes. Hence, early stages of the cycle
in developing supervisory relationships may focus on this aspect. Over time, as WAC iterations repeat,
trust will be built. This process may explain why trust has a relatively lower effect on workplace
outcomes due to being less frequent and/or becoming apparent only when the supervisory relationship
has been developed. Of course, such assertions are subject to empirical investigation and assessment.
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Regardless, training implications for supervisory appreciation could include an application of
this conceptual framework to better understand the motivational and reciprocal qualities of
appreciation in motion. Understanding the benefits of this iterative framework process – combined
with the supervisory behavioural themes of appreciation established in this study – are likely to
develop a more proactive culture of appreciation. For example, highlighting to supervisors the
effective demonstration of their appreciation to those directly reporting has benefits for supervisors
themselves through the reciprocation of behaviours by the supervisee via reinforcement and hence
producing greater levels of job commitment.
Correlations and relationships between variables such as age, gender and industry type and that
of workplace appreciation and workplace outcomes listed were discussed briefly above. The thesis
findings from both phases of the study suggest, for example, the need for tailoring of appreciative
behaviours in the supervisory relationship depending on the situation and circumstance. Selected
facets on this point are considered in the next section.

6.3.1 The need for variety in supervisor appreciative behaviours
The study findings suggest that employees may like appreciation delivered by supervisors in a
combination of forms. Due to the study design and in most cases, phase 1 interview participants
provided supervisory appreciative behavioural as separate examples. These examples were
subsequently categorised under different themes of supervisory appreciative behaviours (Dimensions
of Workplace Appreciation [DWA]). Interviewees providing behavioural examples falling under two
or more thematic categories of appreciation may indicate that individual employees often prefer, or at
least recognise, a combination of supervisor appreciative behaviours. This combination of appreciative
forms appears to satiate their desire for appreciation (see Appendix C for behavioural statement
examples).
From a behavioural perspective, a preference for variety in appreciative behaviours makes
practical sense. Identical or repeated appreciative behaviours may simply become boring and
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ineffective over time. For example, ongoing mentioning of employee achievements as part of a weekly
team meeting may lose its impact over time. Indeed, variety may well be the ‘spice of life’ when
delivering effective workplace appreciation.
Exploring the scope and extent of individual preferences for one or more appreciative forms
would provide for interesting analysis. Incorporating the three underlying appreciative factors of
appreciation identified in the current study – acknowledgement, trust and reward – should also be
considered when promoting variety in appreciative behaviours. Supervisors may consciously consider
in this light what appreciative behaviours promote or represent each of the three factors of workplace
appreciation. For example, genuinely thanking an employee for effort demonstrates acknowledgement,
as does confirming that work the employee has done is heading in the right direction. Similarly,
supervisor behaviours such as encouraging employees to take on more responsibility or allowing
greater flexibility and autonomy in their job also reflects the trust factor.
6.3.2 Non-mutually exclusive behaviours
Themes identified in phase 1 of the study were found generally not to be mutually exclusive. For
example, certain participant statements regarding supervisor appreciative behaviours may relate (to
some extent at least) with more than one of the DWAs. This was highlighted through the inter-rater
reliability tests in phase one of the study, with both raters suggesting that certain statements belonged
to more than one category or theme.
In conducting the data analysis, the most dominant theme to which each statement related was
chosen by the present researcher for categorisation purposes. For example, a supervisor may reward
someone financially (e.g., cash bonus) whilst making an announcement to the organisation about the
employee’s performance at the end of year Christmas function (hence, DWAs reward [cash bonus]
and endorsement [public praise] are involved). This was demonstrated where one interviewee reported
by one participant statement: “Receiving a $15,000 bonus and a 'Shout-out' at our 600-person annual
meeting.” In this example the supervisor has performed two almost simultaneous acts to demonstrate
their appreciation. For the purposes of this study, these two behavioural actions were separated for
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analysis. A second example involves a supervisor sharing the achievements of an individual employee
in front of their team (endorsement dimension), whilst announcing that the same employee has been
granted greater responsibilities for the following month (trust dimension). Understanding that certain
appreciative behaviours can affect multiple appreciative categories presents opportunities for
supervisors and organisations alike. These opportunities are discussed in the later section on ‘Practical
Implications’.
6.3.3 White collar versus blue collar
Just as the ratio of male versus female respondents was disproportionate for both study phases, the
ratio of white versus blue collar respondents for the phase 2 online survey was even more so; 85% of
respondents were white collar. This over-representation may logically be due to white collar workers
being more likely to use the internet or be attained to computer-based surveys. Perhaps it was due to
the researcher’s network of colleagues across social media bases used to gather online survey
responses. The potential bias posed by these proportions is unknown.
Nevertheless, phase 2 results indicated no significant differences in perceptions of appreciation
in relation to white versus blue collar workers. Any conclusions or interpretations should therefore be
treated with caution given the actual percentage of respondents who worked in blue collar roles at
11.2% was low. A larger sample for these cohorts may produce more valid results for comparison in
future studies.
In any case, the perceived level or amount of appreciation received from supervisors appears
similar regardless of blue versus white collar occupations. This indicates that regardless of industry,
appreciation is a constant feature in the workplace. Further, results shared in this study may be
applicable to environments other than the workplace (i.e., society generally). Considering the
somewhat broad nature of the terms ‘white collar’ versus ‘blue collar’, opportunities for research on
the workplace appreciation construct in specific occupational cultures or industry sectors is discussed
later in this chapter.
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Just eight (3.9%) respondents were unsure whether their job role description was blue or white
collar. On this, the researcher considered using a third classification for this question – ‘pink collar’ –
comprising cohorts such as nursing staff, and certain hospitality and retail positions. However,
minimal literature could be found on this construct and when presented to several of the researcher’s
professional colleagues, most appeared confused as to the interpretation of the ‘pink collar’
classification. Perhaps with greater definitional certainty this third worker ‘collar category’ may be
utilised in future studies of appreciation.
6.3.4 Supervisory relationship: Exploring whether supervisor appreciation promotes harmony
Phase 1 results showed, based admittedly on a quite small and non-random sample, that an employee’s
satisfaction with their supervisor is positively correlated with the supervisor’s expression of effective
appreciation (see section 5.1, Table 4). This result, subject to confirmation, suggests by implication
that a supervisor’s ability to deliver effective appreciation may enhance relationship harmony
experienced with their team members. That is, the relationship is enhanced. Further research to
identify other possible determinates of the supervisory relationship are required to confirm this
assertion (Skelly et al., 2012). For example, other factors such as job role, supervisor competence and
demonstrated respect from one’s supervisor may also influence harmony in the supervisory
relationship.
Although literature was presented to justify the interview sample size (19 total) used in phase
1, as noted above, caution should be taken when discussing generalisability. Nonetheless, effective
expressed appreciation by a supervisor appears from results found in this thesis study to be a
significant factor for healthy workplace supervisory relationships. Fostering appreciation is proposed
as a desirable behaviour to support effective workplace leadership extant in the supervisory
relationship. Further empirical research within the management discipline to support this assertion is
nevertheless required (Gilbreath & Benson, 2004; Stocker et al., 2014).
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6.3.5 Gender differences: Frequency of supervisory appreciation
Phase 2 results highlighted the higher mean score for females versus males for all appreciation-type
statements except that relating to the item statement ‘My supervisor approves or gives to me financial
rewards [e.g., performance bonus, cash incentive]’. In this case the difference in mean scores for
female versus male was negligible (this statement also scored the significantly lowest mean rating for
both genders).
Factor analysis revealed limited empirical support for results when items were pooled within
factors (trust only remained statistically significant here). Hence, the higher mean score for females
compared to males were not statistically significance. Nevertheless, evidence suggests further research
is needed – both in conceptualisation of appreciation and empirically – on potential gender differences
in workplace supervisory appreciation.
At the item level, every online survey questionnaire statement, bar one, had a higher means
score for females. The implication is that females may receive, or perceive they receive, more frequent
appreciation compared to their male counterparts. Is this perception a reality? That is, do females
receive more workplace appreciation than males? In their study of gratitude amongst school teachers,
Khan and Singh (2013) suggested males and females do have different proclivities toward gratitude.
Perhaps females are more attuned and/or sensitive than males to appreciative behaviours being
received. This suggestion aligns with Beck’s (2016) revelation that female workers appear to place
more importance on gratitude than their male colleagues.
In Chapter 2 it was postulated that benefits may arise from receiving effective appreciation
from one’s supervisor (including potential benefits of SWB plus general physical and mental health).
The results of the current study may be taken to infer that male workers (comparatively to females)
may not receive enough praise and recognition for their efforts and achievements. (Females were
found to have higher scores on global outcome variables relative to males (p<.05) though results were
not reported here.) From a cultural perspective, consideration should be given as to whether this
perceived lesser appreciation received (reality or not) exists outside of the workplace also, across all
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facets of life for the Australian male population. Put simply, do males feel they are not appreciated for
who they are and what they do compared to their female counterparts? While beyond the study scope,
these remain important questions.
As noted earlier, bivariate comparisons (T-tests) for gender also resulted in the three factors
(acknowledgement, trust and reward) established in phase 2 of the study scoring higher means for
females. Although acknowledgement was close to being statistically significant, only the trust factor
difference could be relied upon as real within the population. This indicates that females perceive
more frequent acts of appreciative supervisory behaviours that represent greater trust in those
relationships.
6.3.6 Age: Older perceive less appreciation
Phase 2 results showed the higher the age bracket, the lower the mean scores for each of the three
factors of workplace appreciation. This result indicates older supervisees perceive they receive less
appreciative behaviours from their supervisor. Explanations include they simply do not recall
appreciation received and/or are less inclined to call certain behaviours as being ‘appreciative’.
Perhaps older employees generally hold more senior positions in the organisation, therefore aligning
with the finding that less appreciation is received (perception) for more senior positions.
Raab (2020) suggests older employees may possess higher levels of autonomy due to their
seniority. Therefore, these senior roles may hold some ‘inherent’ level of appreciation through the
trust factor incorporating autonomy and flexibility (represented by, for example, in phase 2 survey
items Q10. Trusts me to complete work tasks on my own and Q19. Allows me to have autonomy and
flexibility in my job). The comments of one relatively older interviewee in phase 1 were highlighted in
Chapter 5, section 5.2.3, noting that they were beyond the need for ‘kudos’ and ‘pats on the back’,
unlike more junior employees. This finding indicates that the need for appreciation diminishes with
age. Whether this perceived lack of need for appreciation is evident for all older workers requires
further investigation.
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Litchfield et al. (2016) noted that people on average are living longer and remaining more
capable later in life in most countries of the world. And levels of job satisfaction – influenced through
effective supervisory appreciation – plays a major function in whether older workers retire or continue
to work (Aristovnik & Jaklic, 2013). In discussing the challenges presented by an ageing workforce,
Gahan et al. (2017) conclude the retention of productive older workers will be a key policy issue for
governments and organisations over the next few decades;
Australian labour force participation rates by age and sex have changed between 1985 and 2015.
Over this 30-year period, the percentage of older Australians (aged 55 and above) who are
participating in the labour force climbed from 22 to 35%. This aggregate change was
underpinned by even larger changes within specific age groups. Among those aged 60–64 and
65 and above, participation rates have more than doubled since 1985. (p. 514)
Considering Australia’s rapidly ageing workforce – aligned with an ageing population globally (Gahan
et al., 2017) – the present researcher calls here for further investigation on how or what appreciative
measures best influence older workers into the future. Human resource management need to consider
and capitalise on the preferences of workplace age differences, particularly in the quest to retain
mature workers in the labour force (Vilciauskaite et al., 2020). Scales developed in this study may
provide a basis for such investigations.
Gahan et al. (2017) discussed the recent challenges around employment policy development
and alignment for Australia’s ageing workforce, acknowledged for the past decade or so by Australian
governments. Generally, such policy design and implementation has been d isappointing, with the root
cause of these problems argued to commence from limited understanding of behaviours and
preferences of older employees. Earl and Taylor (2015) shared the benefits of workplace flexibility to
engage and maintain the working lives of older female employees. Their study revealed a disparity in
policy and practice in the management of such older workers. Indeed, opportunity to better understand
the drivers and motivators (including in the form of workplace appreciation) for elderly workers is fast
becoming a priority at a national level.
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A perceived lack of supervisory appreciation for older supervisees raises opportunities. Such
opportunities may be to explore this concerning area of appreciation in relation to gender and age and
possible connections with, for example, loneliness and suicide; These are shared later as a
recommended avenue of research (section 6.7.9).
6.3.7 Organisation size: Size does not matter
Similar to results regarding the perception of blue versus white collar occupational roles discussed
earlier in this section, no decisive differences in data recorded or statistically significant results were
revealed when business size was analysed. Business owners and supervisors alike should be reassured
that the power of effective appreciation as a tool to promote employee motivation, well-being and
overall organisational productivity is possible regardless of organisational size. However, any
conclusions should be treated with caution as the actual number of survey respondents who worked in
small business (versus medium and large) was 21 (10.2% of total survey respondents) and so was
limited.
6.3.8 Correlations: Appreciation and SWB, job commitment, job satisfaction
From the exploratory factor analysis undertaken in phase 2 of the study, some interesting results
emerged when the three-factor solution was correlated with the validated workplace outcome
measures of life satisfaction (synonymous with SWB and happiness), job satisfaction and job
commitment.
Regression results revealed that workplace appreciation from one’s supervisor accounts for
10% of life satisfaction (R2 = 10). Other factors not measured are clearly in play here, although their
identification was not an aim of this study. Acknowledgment and trust were the two significant
appreciative factors relating to the global scale How satisfied are you with your life as a whole these
days? Colloquially, there is a lot more to life than simply being appreciated by one’s boss, hence 10%
is arguably a significantly influential factor for overall life satisfaction. It appears supervisory
appreciation can indeed impact an employee’s overall satisfaction in life, primarily through frequent
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acknowledgment and trusting behaviours. From another perspective, many people spend close to half
of their life at work or doing work related activities, yet this time yields just 10% of life satisfaction.
Hence, life satisfaction is probably represented more fully by other factors (which is intuitively
logical).
Nonetheless, from a societal perspective, the influence of effective supervisory appreciation on
overall life satisfaction should be considered significant. Organisations and supervisors can now
understand the impact that genuine, effective appreciation has on employee overall life satisfaction.
And, based on this study’s findings, those organisations serious about enhancing employee welfare
should focus on effective supervisor appreciation (encompassing supervisory behaviours that represent
acknowledgment and trust) as a key driver to achieve this goal.
Results indicate that supervisor appreciation explains around one-quarter of the variation with
job satisfaction (R2 = .26; Adjusted R 2 = .24). This statistic is consistent with the present thesis study’s
focus on workplace appreciation. It is intuitively logical that life satisfaction be a lower prediction than
job satisfaction. Regressions revealed the appreciative factors of acknowledgement and trust predicted
job satisfaction (global measure How satisfied are you with your current job?). Hence, if a supervisor
wishes to make someone more satisfied with their job, they acknowledge to the employee they exist
and that they are on the right track, whilst demonstrating trust in them. The role of acknowledgement
appears to have primary importance for employees. This is recognised in the grey management
literature (see, for example, https://www.ironageoffice.com/blog/the-power-of-acknowledgement), but
this fact had not until now been established empirically through controlled testing.
Similar to the construct of life satisfaction, a vast number of elements contribute to job
satisfaction (e.g., working conditions, equipment, remuneration, co-worker relationships). Further, the
importance of supervisors acknowledging and showing trust in their employees – according to the
predictors established in this study – should not be underestimated. The resulting higher levels of job
satisfaction invariably leads to positive outcomes for the individual and organisation, such as greater
loyalty, job performance, SWB and productivity (Pfister et al., 2020). Much research has focused on

181
the causes of job satisfaction, for example, compensation, empowerment, supervisor and co-worker
support (Judge et al., 2017; Shah et al., 2018). The present study suggests it is appreciation that
requires more attention to bolster employee job satisfaction. Essentially, by introducing more effective
appreciation, employees will be happier with their job and with their life. Specifically, supervisory
acknowledgment and trusting behaviours are a strong source of this workplace appreciation.
Age also predicted job satisfaction (section 5.2.8, Table 18). Essentially, older employees
reported greater levels of job satisfaction. This aligns with Raab (2020) who found job satisfaction
increases with age, further suggesting older employees may prove a valuable resource for
organisations. Although not specified by Raab, this value may be in, for example, greater commitment,
engagement and to provide a boost on company morale when job satisfaction is high. Job satisfaction
for older workers may be due to remaining (self-selected) in jobs where a higher degree of satisfaction
or contentment is present. However, phase 1 results revealed that older supervisees feel they
experience less frequent appreciative behaviours from their supervisors. This may indicate that older
employees have lower expectations of appreciative behaviours from their workplace supervisors
relative to their younger counterparts. Explanations for less frequently received appreciation as
perceived by older employees were discussed earlier in this chapter.
Nonetheless, expectations of workers and appreciation they receive may vary. Raab (2020)
also analysed the perceptions of SWB of older workers and suggested employees’ aspiration levels
change over time (he also noted the need for further research to understand the subjective nature of
‘aspiration’). In describing the challenges of defining the ‘older worker’ and associated age brackets,
Ng and Feldman (2008) contend the threshold of around 40 years as the age at which ‘career
development’ ends and ‘career maintenance’ begins. This appears to align with Blanchflower and
Oswald’s (2004) assertion that SWB is a U-shaped curve over a lifetime, with the minimum point
reached at approximately age 40.
Ng and Feldman’s (2008) suggested psychological change (consciously or unconsciously) in
career and job expectations may need further research and greater consideration when analysing
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worker expectations of particular age groups, and motivators such as appreciation. Further,
opportunity exists to explore SWB extant in one’s life cycle and how this correlates with career cycles,
preferences and expectations.
Revealing possible variances in employee expectations, perceptions and preferences on
supervisor appreciative behaviours over time was not considered in this study. However, longitudinal
studies may reveal these potential changes. The benefits and challenges of longitudinal research versus
cross-sectional research (current study) in the field of supervisory appreciation is discussed further in
this chapter (section 6.6.6 and section 6.7.2).
The correlation between job satisfaction and overall life satisfaction was .59 (see section 5.2.7;
Table 16). Indeed, enjoying one’s job plays a significant role towards a more satisfied life. Again,
organisations serious about employee welfare need to appreciate the importance of a satisfying job
role as a key influencer of employee overall life satisfaction.
Unlike life satisfaction and job satisfaction, acknowledgement was the single appreciation
factor to predict happiness (global measure I feel happy in general). Therefore, being trusted by one’s
supervisor does not necessarily make one feel happier, but being acknowledged does. There appears to
be different viewpoints on the relationship between trust and happiness. For example, Jaswal et al.
(2020) investigated the determinants of happiness using Gallup World Poll data. The socioeconomic
covariates of GDP per capita, family, freedom, life expectancy, generosity and trust were utilised to
measure how much each factor contributes to happiness across various countries. Aligned with the
present study’s results, Jaswal et al. revealed the trust variable had no significant relationship with
happiness. Emphasising the complexity of happiness, they also suggest the measures of happiness
need to be reviewed regularly due to the rapid change of societal values and norms. Whether the
nature of employee appreciative needs is also changing would provide interesting analysis. Further,
Jaswal et al. noted that additional factors other than the seven variables used from the Gallup World
Poll may exist to more accurately analyse happiness. Perhaps the construct of appreciation could
represent such a factor.
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The call for research on appreciation in its own right (as opposed to being a part of other
constructs such as leadership and social support) has increased over the past few years (Semmer et al.,
2019; Stocker et al., 2019). This view shared by prominent scholars indicates the significant influence
of said construct is now being realised. A final observation regarding the study of Jaswal et al. (2020)
is that this was conducted internationally regarding happiness generally, not just within the workplace.
Whether the same results would apply to a workplace-only study requires further investigation.
Conversely, Jasielska (2018) contends the number of studies illustrating trust enhances
happiness, both at a national level (i.e., a reflection of positive attitude towards society and country as
a whole) and individual level (interpersonal, everyday interactions). She investigated the influence of
kindness in the trust-happiness association, stating that factors underpinning this association are
unclear. Trust is a key part of our social lives in the sense that it strengthens social bonds. It allows
mutually beneficial exchanges, hence supporting the expectations of reciprocity discussed in Chapter 3
(as described by the proposed Workplace Appreciation Cycle [WAC]) (Berg et al., 1995). Jasielska
states that although trust appears to be directly related with happiness, kindness strengthens the
association.
Perhaps the acknowledgment factor of appreciation revealed in the present study is the
underpinning driver of trust in the supervisory relationship. Jasielska (2018) also list several authors
who suggest a positive attitude towards others is the underlying element of both trust and kindness.
The present author proposes acknowledging others as a form of appreciation may well be the
underlying catalyst of trust in the supervisory relationship.
The current study revealed once again that acknowledgment and trust are the only significant
factors of appreciation that influence job commitment (for the global scale used in this study – I am
committed to my job) (R2 = 13). Presuming this outcome measure to be valid, this finding indicates
that to enhance employee loyalty, supervisors should demonstrate appreciative behaviours that exhibit
acknowledgment and promote trust.
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The results for the global outcome measure of job commitment should be treated with caution.
As discussed in section 4.3.2, the construct is synonymous with organisational commitment. To
reiterate, Allen and Meyer (1990) proposed a three-component model (TCM) of organisational
commitment, regarded as the leading model in organisational commitment research (Solinger et al.,
2008). These three components consist of: affective (affection/emotional attachment for one’s
organisation), continuance (fear of what one may lose if they leave) and normative (obligation to stay)
commitment. Solinger et al., perhaps contentiously, argue that the TCM “combines fundamentally
different attitudinal phenomena” (p. 70); Affective commitment is about attitudes and emotions toward
the organisation, whilst normative and continuance commitment are concerned with attitudes around
specific behaviours (e.g., staying or leaving a job). Although the TCM can be used as a specific tool to
predict employee turnover, they contend that the TCM fails to qualify as a framework for
organisational commitment due to a lack of empirical support and conceptual inconsistency.
Nonetheless, opportunity exists for future research on the influence of appreciation on job
commitment to investigate these three components of the TCM individually. For example, Alkhateri et
al. (2018) investigated the role and influence of PSS on job satisfaction, affective organisational
commitment and employee turnover. Notably they focused on affective commitment only, arguing that
the emotional bond and identification employees have with the organisation is a key determinant of
employee turnover, absenteeism and loyalty (Rhoades et al., 2001; Allen & Meyer, 1996).
Another example is that of Ghosh et al. (2016) who focused on the influence of rewards and
recognition on normative commitment only and the mediating effects on employee engagement.
Similar research could reveal which of the three components of organisational commitment (TCM)
supervisory appreciation primarily affects, and why. Such a study could ask survey respondents to rate
the influence of supervisory appreciation on, for example, five scale items for each of the three
components or types of organisational commitment.
When predicting outcomes used in the present study (job satisfaction, job commitment and life
satisfaction), the reward factor of appreciation appears to have negligible influence. Traditionally,
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material workplace rewards have been strongly associated with being recognised and appreciated.
Although reward may play a role as a recognised component of what a supervisor does under a global
domain of appreciative behaviours, it does not seem to contribute to making one’s job or life more
satisfying. For example, one may hold a role where they are regularly appreciated through material
rewards, but this does not necessarily equate with acknowledgment or trust. Therefore, job
satisfaction, commitment and overall happiness are unlikely to rise with any sustained significance.
Presumably, based on the study findings, people simply wish to be acknowledged and
entrusted by their supervisor, therefore validating who they are and what they contribute. Appreciative
supervisor behaviours encompassing acknowledgement and trust are the key ingredients to improving
all outcome measures of this study, including employee life satisfaction (SWB and happiness), job
satisfaction and job commitment. Of course, these demonstrated behaviours are likely to have
thresholds for improved performance; such limits and boundaries require further research.
6.3.9 Correlations of scale measures: Diener et al.’s (1985) 5-item scale analysis and validation
Although peripheral to the study aims, a further research contribution from the thesis study were the
correlations identified between the scale measures used for life satisfaction and happiness, and Diener
et al.’s (1985) 5-item scale. These findings support the present researcher’s recommendation for the
use of a single global measure for future studies. Due to the peripheral nature of these findings in the
context of the research aims, full report is appended to the thesis for interested readers (Appendix O).

6.4 Practical implications
The study has revealed several practical implications. Each implication is considered below in the
context of appreciation in the supervisory relationship.
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6.4.1 Non-mutually exclusive themes: Implications for practice
Discussed earlier in the major findings of this study were the non-mutual exclusivity of the themes
(Dimensions of Workplace Appreciation [DWA]) identified in phase 1 of the study. It appears more
than one appreciative theme is often involved by a conscious appreciative behaviour enacted by a
supervisor – this was highlighted in phase 1 of the study. However, the high inter-rater agreement
utilised to validate the statement categorisation process used in this study indicates that both the
principal or dominant theme to which a stated supervisor appreciative behaviour belonged was
generally unambiguous. Examples of interviewee statements (relating to supervisor appreciative
behaviours) being associated with more than one of the DWAs were provided (see section 6.3).
Phase 1 DWAs were empirically analysed to produce an underlying three-factor structure for
workplace appreciation in phase 2. Realising the complexity of the appreciation construct (Carson,
2012), those behaviours that influence one individual (captured in phase 1 interviews) may not affect
another individual in the same way. From an operational perspective, supervisors should consciously
consider which of the underlying appreciative factors are being harnessed through their behaviours.
For example, are they acknowledging their supervisee (for who they are, their achievements, attitude
and/or abilities), and if so, supervisors should consider exactly how is this factor being applied.
Alternatively, supervisors may consciously demonstrate trust in their supervisee through
targeted behaviours such as allowing flexibility in start and finish times or providing greater autonomy
in assigned project tasks. Finally, a supervisor may simply provide a material reward to enhance the
appreciative experience. A combination of the three appreciative factors may also be consciously
applied as discussed above (e.g., rewarding an employee with a small material gift whilst authorising
greater responsibility for their next workplace task).
Regardless of the possible non-exclusivity of appreciative behaviours, a greater focus on
exactly what behaviours are being enacted may well provide a more targeted, effective skillset for the
workplace supervisor. These targeted behaviours can be incorporated into the Workplace Appreciation
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Cycle (WAC) proposed in this study (see Chapter 3). Such opportunity for applying behaviours in the
WAC are discussed later in this chapter.
6.4.2 Obligation creation through appreciation
What also became evident from the interview transcripts was the obligation experienced by the
supervisee not to disappoint after receiving appreciation from one’s supervisor (e.g., maintenance of
effort and approved behaviours). This motivation to continue to work to elicit appreciation is discussed
below as part of the Workplace Appreciation Cycle (WAC). Phrases captured through phase 1
interviews such as “you don’t want to let them down” or “you don’t want to disappoint” were
representative of this obligation that arises in employees after receiving appreciation from their
supervisor. This kind of burden experienced by the employee is clearly represented within the
chronological steps 2 to 5 of the WAC (steps reiterated below);
2. Supervisor expresses their appreciation to supervisee (‘gratitude’ / ‘thankfulness’).
3. Recipient (supervisee) of expressed appreciation feels appreciated.
4. Supervisee feels recognised; valued; ‘I matter’; inspired. Social bonds strengthened and SWB
increases.
5. Supervisee experiences increased motivation: leads to greater effort, commitment, overall
performance & productivity.
With a focus on married couples, Kubacka et al. (2011) examined the dual function of gratitude
in relationship maintenance. They revealed that gratitude between partners assists in the reciprocal
process of relationship maintenance. Gratitude was described as a “detector” (p. 1363) that not only
notifies the individual of benefiting from prosocial behaviour, but also serves as a motivator for these
beneficiaries to engage in more prosocial behaviour after receiving such benefits. The dyadic effects of
gratitude influence on both married partners may well apply to the supervisory relationship and the
ensuing iterative properties of appreciation. Grant and Gino (2010) also found that expressed gratitude
had a similar effect on the prosocial behaviour of helpers. Simply thanking helpers for their eff orts
made them feel valued and cared about, resulting in more prosocial behaviour.
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Relating this theory to that of the supervisory relationship and the WAC, supervisors need to
understand that providing effective appreciation to their supervisees creates a kind of indebtedness,
akin to a motivational tool that generates greater productivity and commitment…and it’s free! The
exchange of appreciation from the supervisor is an investment that constitutes a commitment from the
employee. Based on the social exchange element of reciprocation, this transaction builds trust in the
relationship. And the employee discharges these obligations proving their trustworthiness – again, a
key element of social exchange (Blau, 1964).
6.4.3 Changing relationships over time
The perceptions of each party in a relationship can change over time and this was demonstrated for
appreciation in the supervisory relationship. Exactly which expressed supervisor appreciative
behaviours have the greatest influence on a beneficiary may well change throughout a lifetime, due
largely to professional and personal experiences. Discussed in greater detail in section 6.7, examples
were provided from the phase 1 interviews where some interviewees described how their relationship
and associated appreciation received from their supervisor changed from year to year.
The present study’s phase 2 results revealed some differences in perceptions of workplace
appreciation depending on age. Namely, the higher the age bracket, the less perceived frequency of
appreciation received from one’s supervisor. More specifically, a negative relationship was revealed
between acknowledgment and age, and trust and age (i.e., the frequency of these workplace
appreciative behaviours reduces for older workers). Perceptions about rewards received from
supervisors – as a factor of appreciation – was similar across all age groups. Results indicate that
supervisors may believe a lesser need to provide appreciation to older employees through general
acknowledgment and acts of trust. Perhaps this perceived lack of appreciation for older workers is due
to a lack of experience on supervisors’ behalf in providing this age-group with, for example, positive
feedback and praise for their efforts and performance.
Gahan et al. (2017) proposed two key issues in relation to policy development relating to
Australia’s ageing workforce. The present author suggests workplace appreciation as a motivator in
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the supervisory relationship necessitates consideration in both. The first issue concerned the
understanding of older employees’ motivations (moulded by factors such as work experience,
opportunities and job demands). The second challenge was affecting social change in extant
prejudicial attitudes towards older workers.
For example, younger supervisors may feel that acts of appreciation are perceived as
condescending by experienced, older workers. Conversely, supervisors may simply believe older
workers do not require expressed appreciation to inspire or maintain their productivity, well-being or
commitment. On this, Bal et al., (2011) provide a meta-analysis on understanding perceptions of older
workers and how they are viewed and treated by others in the workplace. Their study reiterates
research that indicates older and younger employees are treated differently, and also reveals
perceptions of older workers varies significantly.
Considering the challenges of an ageing Australian workforce (OECD, 2019; Gahan et al.,
2017), opportunity exists for further investigation into this relationship, ideally through a longitudinal
approach. This approach is discussed in greater detail later in this chapter. Indeed, organisations and
future research alike should consider incorporating strategies that appeal to the perceptions of
appreciation for older workers.
6.4.4 The benefits of understanding the underlying factors of workplace appreciation
A greater awareness and understanding of the three underlying factors of workplace supervisory
appreciation identified in phase 2 allows opportunities for supervisors and organisations. At an
organisational level, human resources could incorporate appreciative measures into formal
performance review practices. Just as supervisors are often encouraged to keep records of employee
poor performance issues, new policy could mandate the tracking of appreciative behaviours engaged
to reward employee behaviour, performance and attitude. These appreciative behaviours or measures
should revolve specifically around the factors of acknowledgement, trust and reward (the empirically
established factors from phase 2 of the present study). A formal focus on feedback underpinned by the
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three factors of appreciative behaviours may promote a constructive mindset and greater workforce
motivation, thus manufacturing a more harmonious, trusting, productive workplace culture.
Training programs (both awareness training and practical application training) provide another
avenue to enhance the culture of appreciation within the organisation. The three key factors of
appreciation revealed in phase 2 of the study: acknowledgment, trust and reward could be integrated
with training activities to ensure outcome alignment. The WAC (Workplace Appreciation Cycle
presented in Chapter 3) could also be utilised as part of this training; providing a framework to
understand the iterative nature of supervisory appreciation. Targeted training forums which promote
the undeniable benefits of expressing effective appreciation towards subordinates for all stakeholders
(e.g., greater cooperation, more loyalty, better productivity and overall performance, higher levels of
engagement) are encouraged. Focus groups and coaching sessions could investigate what supervisor
behaviours and actions embrace and promote the three factors of appreciation to fruition.
Previous research has demonstrated employees generally feel they do not receive enough
appreciation from their supervisor for the work that they do (Pfister et al., 2020; White, 2014). Yet
much research, in addition to the present study, has illustrated the many benefits from effectively
delivered appreciation (Stocker et al., 2019). Perhaps a greater focus on actual behaviours that
demonstrate appreciation – aligned with those identified in the current study – may prove to be the
impetus in combatting this workplace trend.
Organisations and workgroups alike could investigate exactly what does acknowledgement
look like in their ‘culture’. Representative of the acknowledgement factor in the present study, phase 2
survey acknowledgement items included My supervisor: “…provides me with constructive feedback
on my work”; “acknowledges the effort I put into my work”. By definition, acknowledgement
encompasses the acceptance or recognition of the existence or importance of something or someone.
Considering this definition, organisations should investigate exactly what they value in their workers.
Attention should be given on how supervisors can most effectively acknowledge their supervisees for
who they are (existence) and what they do (recognition and importance).
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Kouzes and Posner (2002) noted the importance of listening to employees as an essential
leader trait. Essentially this is because it demonstrates the leader cares about the employee; and
listening is also at the very essence of the reciprocal nature of leadership relationships. Genuinely
listening to and acknowledging another person’s viewpoint demonstrates you respect that person. The
four items from the original online survey relating to the appreciative dimension of interest all loaded
strongly onto the factor of acknowledgement established in phase 2 of the study. The original interest
survey items were as follows;
My supervisor…
Q8. asks me questions about my work to show they’re interested in me.
Q1. spends one-on-one time with me to discuss my work.
Q6. listens to what I have to say.
Q17. takes on board ideas that I give.
Although each of these items were designed to rate the phase 1 dimension of interest, acknowledging
an employee for who they are, their value and what they have to contribute appears to be a common
theme within each of them.
The factor of trust, definitively speaking, is a construct based on the reliability and truth of
someone or something. In the supervisory relationship, trust is largely about employees being
responsible for something – a duty or obligation. This was highlighted through the items used to
represent the trust category in the phase 2 survey: My supervisor: “…encourages me to take on more
responsibilities in my work”; “…trusts me to complete work tasks on my own”; “…allows me to have
autonomy and flexibility in my job”. Perhaps supervisors can promote trust with their supervisees
through engaging the very items used in the survey scale. That is, promoting more autonomy and
flexibility with their supervisees’ roles, encouraging them to take on more responsibilities, and
entrusting them with tasks involving minimal supervision.
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6.4.5 Positive flow-on effects
Through focusing on understanding, nurturing and developing supervisor behaviours that encompass
the three appreciative factors from phase 2 of the study, other organisational benefits are likely to
organically accrue. A logical inference is that employees who feel trusted (second factor) will be more
likely to report problems and issues without fear of reprisal from their supervisor. For example, an
employee discovering they made a significant financial error on a project costing may be more likely
to reveal this where they know they are trusted. Trust has been established by the supervisor’s past
behaviours over time following the WAC framework. Feelings of trust within the employee
presumably link to their broader beliefs of being appreciated for their honesty. Hence, they feel safe in
disclosing the error to their supervisor. Conversely, the untrusted employee may seek to obfuscate or
hide the error, or attribute blame elsewhere.
Although such examples specifying the mechanism involved in trust may be tested through
further research, the positive flow-on effect on employees who are appreciated through the domain of
supervisory trust appears evident. Whether the positive effects extend beyond formal workplace
structures (e.g., supervisory relationship) is also worthy of investigation. Nevertheless, employees
appear more likely to take greater ownership of workplace responsibilities if they feel entrusted with
such duties by their supervisor. Both of these behavioural changes are likely to result in a safer
workplace through safer behaviour (Mearns & Reader, 2008). Industries where safety is paramount
such as mining and resources may well benefit from a review of supervisor appreciative behaviours
and associated best practice incorporating the three identified factors in the current study as part of
their safety culture training.
Other critical workplace elements such as loyalty, innovation and creativity may also improve
with a focus on acknowledging and trusting employees (see Chapter 2; e.g., Deng & Wang, 2009;
Gagnon & Michael, 2004). Creative, innovative workplace cultures are ones that are open to new ideas
and opinions, support risk-taking behaviours and allow their people freedom to fail. For this
collaborative environment to exist and flourish, a climate of strong trust promotes enhanced
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experimentation and innovation. However, if an employee fears failure due to the threat of a negative
reaction and associated implications from their supervisor, innovation is usually stifled.
6.4.6 Workplace position
Results demonstrated significant associations between the perceptions of employees/frontline workers
versus more senior level executive and middle/frontline managers on three key appreciation items.
Frontline workers perceive that their supervisor asks them more questions about their work to
demonstrate their interest in them (survey item #8). Is it an expectation that more senior supervisors
and managers alike need less appreciation from their superiors?
From a workplace cultural perspective, this may be the reason why a perceived lack of
appreciation appears evident in many workplaces (Pfister et al., 2020). That is, the more seniority an
employee achieves, the less appreciation they in turn receive. And this may cascade in the supervisory
behaviours leading to a lack of appreciation delivered to lower-level, frontline workers. This equation
may also be more prevalent in certain occupational or industry cultures. If middle and senior managers
did receive a higher frequency of appreciative behaviours from their superiors, perhaps this would
promote a culture of appreciation, the benefits of which have been discussed in detail. After all, the
cliché ‘the fish rots from the head down’ – alluding that leadership is the root cause for organisational
breakdowns and failures – may indeed apply to the phenomenon of workplace appreciation.
Present study findings also reveal frontline line employees feel more financial rewards are
approved (e.g., performance bonus or cash incentive) by their supervisor relative to more senior level
employees. Front line employees may also more frequently be allowed to have time-off or an early
finish as a form of reward from their supervisor. Research has documented ways in which managers
can effectively reward and recognise frontline workers as a form of appreciation to stimulate employee
motivation (Gaughan et al., 2021). But the issues of less appreciative behaviours experienced by
middle and senior managers – in this case in the field of rewards received – may have a negative
influence on workplace appreciation overall. Perhaps a logical inference is that the role of middle and
senior managers encompasses showing their appreciation through areas such as tangible reward.
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However, the negative ramifications of the ‘cascading effect’ on the influence of supervisory
rewarding behaviours (or lack thereof) mentioned above may be the result such cultural idiosyncrasies.
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6.5 Theoretical contributions
Several theoretical contributions can be inferred from this study. Both study phase results should be
considered when discussing possible contributions to present theory and potential topics for future
research.
6.5.1 Underlying structures of appreciation
This study contributes to theory by offering four discrete structures underlying the concept of
workplace appreciation conveyed by supervisors, as perceived by employees. Phase 1 thematic
analysis revealed a five-factor structure representing categories of supervisor appreciative behaviours
(Interest, Reward, Acknowledgement, Trust and Endorsement). These were labelled the Dimensions of
Workplace Appreciation (DWA). Also revealed from the phase 1 thematic analysis were the reasons
why these DWA positively influence employees, categorised into three themes labelled Workplace
Appreciation Enablers (WAE): Cognisance, Confirmation and Commendation.
Phase 2 of the study revealed an empirically-derived three-factor structure for workplace
appreciation from DWA-based questions (Acknowledgement, Trust and Reward). As for the WAE, a
single factor structure was found to explain this theoretical construct. The relationships of phase 2
factors (Acknowledgement, Trust and Reward) with workplace outcomes were discussed earlier in this
chapter.
Further studies are needed to confirm and resolve the discrepancy between qualitative and
quantitative results within each study phase. Support for the phase 1 DWA is discussed next, with
theoretical comparisons to the work of Stocker et al. (2014).
6.5.2 Extending the work of Stocker et al. (2014)
The five DWA established in the phase 1 thematic analysis of qualitative data (interviews) extend the
work of Stocker et al. (2014). Their research also discussed the positive impact of effective,
appreciative leadership on employee well-being (SWB). However, Stocker et al. investigated the
influence of appreciative behaviour on perceived employee serenity at the end of the working day.
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This contrasts with a majority of studies on workplace appreciation or gratitude that report the positive
influence of on an individual’s emotional and subjective well-being (Watkins, 2014). (See section
2.8.1 for a review of several studies on appreciation.) And the vast range of benefits from employeereported positive SWB traverses a myriad of positive organisational and individual factors, including
reduced stress, stronger social bonds and better overall organisational performance (Fagley & Adler,
2012).
Stocker et al.’s (2014) study asked participants to record every ‘appreciative situation’ and
‘hassles’ via a daily diary over a four work-day period. Sources of these events were also recorded
(four options: co-worker, supervisor, customers and other). Participants were also asked to rate the
degree of appreciation experienced in each situation, thus providing a ‘weighted frequency’ of
appreciative events. Six categories of appreciative behaviours were established by Stocker et al. from
the verbal descriptions of appreciative situations. Exactly how these categories were established
(considering ‘daily hassles’ were also recorded by participants) is unclear. The study authors listed
several specific examples for each respective category. In contrast, the present author listed a brief
descriptor to describe each established DWA. The results across the five DWA themes established in
phase 1 of the current study and Stocker et al. categories are directly comparable. Table 22 (below)
provides a comparison of the appreciative behavioural themes or categories established by Stocker et
al. and present author.
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Table 22. Stocker et al. (2014) versus present study results: Established behavioural themes
comparison
Stocker et al. (2014).
Established theme + Examples.
1. Support & Respect

Present study.
Established theme + Descriptor.
1. Interest

e.g., emotional support, instrumental support, spending
time, listening carefully, respecting my needs, saying
sorry.

Supervisor shows interest in the subordinate as a person.
Includes how the subordinate is actually addressed/ spoken
to; supervisor listens to and respects subordinate.

2. Tangible Reward & Promotion

2. Reward

e.g., getting a present or a bonus, being invited, being
promoted.

Supervisor rewards subordinate with physical and/or
monetary reward (including, for example, bonuses, scratchie,
coffee/cake, luncheon or gift basket).

3. Praise & Gratitude

3. Acknowledgement

e.g., praise, compliments, saying thank you, and
positive feedback.

Supervisor understands and acknowledges subordinate
efforts (may be verbal, email or otherwise). Essentially
about receiving ‘thank-you’/ praise.

4. Trust & Responsibility

4. Trust

e.g., expressing trust, asking the employee for advice,
honouring competency, assigning interesting tasks or
new responsibilities to the employee.

Supervisor demonstrates trust in subordinate’s ability to do
the job, manifested through greater responsibilities and
opportunities.
Supervisor demonstrates respect for subordinate’s ability
and/or experience. Includes being given more autonomy and
flexibility in role.

5. Motivated Cooperation

5. Endorsement

e.g., motivated teamwork, joy, good mood in team,
finding solutions together.

Supervisor promotes subordinate efforts and achievements to
others.
Recognition by supervisor with team members and/or those
outside their team.

6. No Behaviour specified
in these cases, appreciative behavior was only
indirectly implied.

N/A

Similarities extant in the results of these two studies can only assist in identifying a more robust, valid
categorisation of behaviours across the study of workplace appreciation.
6.5.3 The Workplace Appreciation Cycle (WAC)
The proposed conceptual framework (WAC) presented in Chapter 3 underpinned by the construct of
expressed workplace appreciation (EWA) provides a theoretical contribution to the construct of
workplace appreciation in the supervisory relationship. Each – or combination – of the six steps
presented in this model provides opportunity for further investigation on supervisory appreciation.
Unfortunately, step 2 of the model (supervisors expressing their appreciation to supervisees) appears
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to be the ‘weak link’ of the WAC iterative cycle, due to a perceived lack of appreciation reported by
employees generally in the workplace (Pfister et al., 2020; White, 2014). This break down can be due
to factors including frequency (generally lack thereof), deservedness, and type of appreciation
delivered by supervisors. Interestingly, anecdotal evidence in the form of feedback received by the
researcher during the completion of this thesis supported this perceived lack of workplace appreciation
by employees.
The iterative nature of the social interactions within the supervisory relationship that form
workplace appreciation are represented in the WAC allow for further understanding of appreciation in
the supervisory relationship. As outlined in Chapter 3, supervisors who are cognisant of this six-step
model should have a greater ability to deliver effective, targeted appreciation amongst their
supervisees. This in turn may provide opportunity to build more productive and harmonious work
teams and overall organisation culture. The WAC provides a simple yet effective framework to
generate discussion and idea generation around the iterative nature of appreciation in the supervisory
relationship. section 6.4 also suggested the benefits of using the WAC as a tool to assist behavioural
appreciation training.
6.5.4 Constructive criticism
Of further theoretical interest when reviewing types of appreciative behaviours, several phase 1
interviewees mentioned constructive criticism as a perceived useful form of appreciation. These
behaviours were generally categorised under the factor of acknowledgement (see section 5.1, Table 5)
in phase 2 of the study. Beck’s (2016) study on gratitude also identified constructive criticism as a
useful form of feedback. Performance feedback and gratitude (presented as separate constructs) were
both recognised as important supervisory behaviours by most respondents. On this, supervisors need to
be informed that most employees want to get better at what they do. The need to recognise this
employee ‘desire’ to be better promotes personal development and likely greater employee effort,
resulting in better outcomes. Offering positive feedback only may not be enough from an appreciative

199
perspective. This may become mundane and possibly patronising if excessive, no matter the good
intentions of the supervisor involved.
A plethora of research has analysed the influence of negative feedback on areas such as
employee creativity, SWB and overall performance (Kim & Kim, 2020; Xing et al., 2020). Fong et al.
(2019) completed a meta-analysis of 78 studies on the influence of negative feedback on intrinsic
motivation (see section 2.2.1 for a review of the relationship between intrinsic versus extrinsic
motivation and appreciation). Although their results indicated negative feedback had negligible
influence on intrinsic motivation compared to neutral or no feedback, this actually decreased
motivation when compared with positive feedback. However, further testing by Fong et al. revealed
negative feedback was less demotivating when “(a) the feedback statement included instructional
details on how to improve, (b) criterion-based standards were used to provide feedback, and (c)
feedback was delivered in-person” (p. 121). These three criteria (particularly the first) are
representative of effective constructive feedback as a form of behavioural appreciation. Fong et al.
emphasise the importance of various characteristics of negative feedback (for example, delivery,
public versus private, level of instructional direction, feedback receiver personality). However, results
from the current study indicate that effectively delivered constructive feedback – as a form of
appreciation – appears to have a positive effect on employee motivation and SWB.
Similar to the concept of feedback fatigue where an individual becomes mentally exhausted
from excessive negative feedback (Lipkin, 2017), effective appreciation in the supervisory relationship
may require a combination of positive and constructive feedback, thus combining a mixture of praise,
direction and opportunity for improvement. Effective supervisory constructive feedback indicates to
the supervisee that their supervisor understands what they are doing and acknowledges the work being
undertaken. Essentially this feedback is offering the employee the opportunity to develop, improve
what they do and achieve better outcomes. Stocker et al. (2019) defined appreciation as the
communication of valuing someone, with a focus on acknowledging the person as an individual or
acknowledging their performance or actions. When the definition of acknowledgement is considered to
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encompass the acceptance or recognition of the existence of something or someone, effectively
delivered constructive criticism falls under this form of appreciation.
Having discussed several theoretical contributions of the present thesis study, the proceeding chapter
presents possible limitations to the study.
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6.6 Limitations
Several limitations have been noted in the study method and associated interpretation of data. Key
study limitations are addressed below in an attempt to help guide future studies.
6.6.1 Systematic method biases
Regardless of the many possible behavioural research methods available for data collection, a myriad
of systematic method biases exist (e.g., social desirability, leniency biases, scale format and length)
that have the capacity to threaten the accuracy of empirical results and associated conclusions caused
by erroneous measurement (Podsakoff et al., 2003). Podsakoff et al. (2012) provide a detailed review
of the sources, types and control of method biases extant in the research process, and these applied to
both phase 1 and 2 of the current study. The potential for method biases includes the associated
predictors that may affect item validity and reliability including factor analysis and regressions used in
phase 2 of the current study. Consequently, this challenges the validity and generalisability of many
forms of gathered research data. What must be reiterated is the belief that analysing supervisor
behaviours is best sourced through the people reporting to that supervisor (i.e., supervisees).
6.6.2 Supervisory relationship and attitudes toward appreciation
Interview and survey responses may have been influenced by a number of factors. For example,
spiteful comments and/or rankings out of vengeance may have occurred if the interviewee’s
supervisory relationship was poor. Conversely, more favourably biased feedback may be presented by
interviewees if they enjoyed a positive relationship with their supervisor (regardless of their ability to
provide effective appreciation). Nevertheless, results from phase 1 of the present study strongly
indicate that a positive working relationship with one’s supervisor invariably requires an appropriate
level of appreciation (see section 5.1, Table 4). Although the phase 1 sample size of 19 interviews was
highlighted as an area of caution, this finding provides a useful platform to further investigate the
relationship between appreciation and harmony in the supervisory relationship.

202
Another consideration concerned the attitudes, values and experience of the sample who
completed the phase 2 online survey. Did those who completed the survey have some ‘special interest’
in appreciation causing potential response bias? Negative or positive attitudes towards the construct of
appreciation may pre-exist due to individual’s current situation and/or past experiences. This level of
interest and associated attitude toward appreciation relates to leverage-saliency theory (Groves et al.,
2000) which describes the behaviour of individuals in their decisions to cooperate or otherwise with
survey participation. The theory suggests people place different levels of emphasis or importance on
various facets of a survey completion request. For example, a cash incentive to complete the survey
may be considered by the respondent as a compromise for the effort to complete such survey.
Alternatively, such a gift incentive (e.g., cash) may ignite an obligation in the respondent to
complete the task. However, this gift incentive and/or perceived duty or obligation for survey
participation differs slightly to the suggested personal interest and associated attitude a respondent
may have on appreciation in the workplace. Although this speculation to produce response bias is
feasible, no practical measures could be identified to nullify this potential threat.
6.6.3 Measurement error through method variance
Bagozzi and Yi (1991) described a main source of measurement error as method variance. This refers
to the actual measurement method as opposed to the construct under investigation. They recommend
the use of multiple-method, multiple-measure approaches to avoid error and allow greater construct
validity. Notably, their recommendations related to consumer research and not other forms of
academic studies.
The multitude of method biases that may impact data collection, results and interpretations are
beyond discussion in this paper. Nevertheless, the measures taken in this study to reduce such method
bias (underpinned by the study purpose, scope and resources) have provided what are arguably valid
results that hold both practical and theoretical benefits (see section 4.2.4 - Data Analysis). Validation
measures taken included, for example, a pilot interview for the phase 1 interviews and inter-rater
testing to validate the categorisation of interview statements (phase 1). Further, the present researcher
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conducted the interviews followed by the transcription, coding and categorisation of themes for each
phase of the study. This all-encompassing approach is recommended to allow greater context, meaning
and insights for data results and examination (Merriam, 2002; Tracy, 2013).
6.6.4 Sample size and generalisability
Although supporting the trustworthiness of qualitative research, Merriam (2002) describes the
transferability of qualitative research as a key source of discussion and debate. Borrego et al. (2009)
distinguish between the term generalisability for quantitative research versus transferability in
qualitative research. The former focuses on generalising results to a larger population independent of
context, whilst qualitative research seeks to generalise through a detailed description of a specific
context, therefore allowing the reader to make their own connections between the study and one’s own
situation. The rigorous processes undertaken to complete phase 1 of the study has been described in
Chapter 4: Methods (phase 1 and 2) (e.g., pilot testing undertaken, explanation of thorough thematic
analysis; multi-method inter-rater reliability tests undertaken).
Nevertheless, the ‘convenience sample’ (19) used for interviews did not allow for, on technical
grounds, claims of representation beyond this sample. As the focus of phase 1 was to develop theory,
the sample size was deemed acceptable through consulting research literature on appropriate interview
numbers (see section 4.2.3 for research justifying interview sample size used in the present study).
6.6.5 Social desirability bias
As required in the approval by human research ethics committees, study data from participants were
collected anonymously. Participants in both phases of the current study were assured anonymity via
the written word (both phase 1 and 2) and also verbally at the commencement of each phase 1
interview. Of course, the anonymity of such data collection may be questioned by respondents and
subsequently influence responses.
When discussing the challenges of respondent influences, a common source of method bias in
the field of social science research includes social desirability bias (SDB) (Larson, 2019). SDB occurs
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when respondent answers differ from their actual values, behaviours or attitudes for impression
management purposes (other deception), self-deception (to feel good about oneself) or identity
definition. Such bias – particularly impression management – can occur with most survey types and/or
researcher-respondent interactions such as interviews. Essentially, SDB concerns the need for social
approval with responses based on social norms that lead to socially acceptable answers (Podsakoff et
al. 2003).
Self-report measures obtained in the phase 2 online survey presents the possible consequence
of respondents appealing to socially desired behaviours or outcomes. For example, survey questions
relating to one’s overall satisfaction with life or happiness may be influenced by concerns of the
respondent as to who may review the survey results (e.g., a loved one). Examples include ‘If I could
live my life over, I would change almost nothing’; ‘All things considered, how satisfied are you with
your life as a whole these days?’. Further, the phase 1 face-to-face interviews involved respondents
discussing elements of their relationship with – and opinions on – their current supervisor. Several
researchers have suggested anonymous, self-administered surveys generally have less SDB than faceto-face surveys, as employed in phase 2 (Dodou & De Winter, 2014; Heerwegh & Loosveldt, 2007). A
logical inference is that the implications and challenges of face-to-face surveys applies to face-to-face
interviews conducted in the present study. On this, Brenner and DeLamater (2016) contend minimal
differences exist between anonymous surveys (e.g., online as per phase 2 the current study) and faceto-face.
SDB was moderated in the current study’s interviews due to information collected not directly
about interviewees themselves, but rather concerning appreciation at work and within their supervisory
relationship. Hence, any attempt to make oneself ‘look good’ would be reduced. Further, the
researcher had no connection with interviewee workplaces, therefore promoting impartiality and
anonymity regarding information obtained.
Larson (2019) discussed several actions to directly and indirectly reduce SDB, measure and
test for the level of SDB, and ways to control the effects of SDB. But as noted by Nederhof (1985), no
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particular action or technique seems to outrival others. Larson also noted that most researchers avoid
trying to control SDB in data.
On practical grounds, although methods to identify and possibly reduce SDB are appreciated
here, total avoidance of this type of bias in the field of social science cannot be guaranteed in any
research endeavour involving the gathering of human opinions and perceptions. To minimise the
potential of this bias in the present study and subsequent validity of research findings, respondent
confidentiality and anonymity was assured in both phases of the study; verbally and written in the
face-to-face phase 1 interviews, and written only on the phase 2 online surveys.
6.6.6 Cross-sectional study
Another limitation of this research study was its cross-sectional nature. Both phase 1 interviews and
phase 2 surveys were point-in-time data capture activities. Causal inferences cannot be confirmed on
the cross-sectional data obtained in this study. Podsakoff et al. (2003) and Podsakoff et al. (2012)
expand on the potential shortcomings of cross-sectional data along with other common method biases
extant in social science research. However, Spector (2019) argues longitudinal research design offers
limited advantages over cross-sectional design in most cases used. Specifically, he argues that
longitudinal design does not necessarily provide verification of causation.
When examining variances in cross-sectional studies, Diener & Seligman (1984) reviewed
literature exploring the extent of how the prevailing mood of an individual could affect scale
completion when discussing measurement of SWB (and this could apply to both the face-to-face
interview and online survey completion in the current study). Natale and Hantas’ (1982) research on
memory recall (or recall bias) also indicated people generally recall past incidents or actions (e.g.,
appreciative supervisor behaviours) correlated with their current affective state.
Studies by Kammann (1983) and Kammann et al. (1979) focused on the influence and
measurement of SWB, a concept central to workplace appreciation and outlined earlier in this paper.
They illustrated the negligible influence of mood on overall results when measuring SWB. Henceforth,
one can assume the same challenges regarding influence of an interview respondent’s mood – however
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minimal they may be – would apply with both participant interview responses and online survey
completion conducted in the current study. No extreme moods were observed by the researcher during
the phase 1 interviews. Further, the appropriate sample (N=206) obtained for the phase 2 online survey
would likely nullify any possible particular moods extant in this process. Consideration was given by
the researcher to separate discussion on the constructs of recall bias and the effect of one’s mood on
cross-sectional data. However, a logical inference is that correlations between recall bias and a
person’s current mood or state of mind exist, with causal direction likely two-way.
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6.7 Further study options and research opportunities
The current study has contributed both practical and theoretical implications for consideration.
Opportunities to further develop knowledge and understanding of the workplace appreciation construct
are presented in this section. Directions for future research including streamlined research options
have also been identified and are now presented below.
6.7.1 Methods of data collection
One-on-one, semi-structured interviews were used in phase 1 as a mode of data collection to extract
information about employee perceptions of supervisory appreciative behaviours. The benefits of using
this technique were reinforced by Saunders et al. (2016) when trying to understand respondent
attitudes and opinions. The ability of the researcher to ask probing questions to better understand
participant responses is one of the key reasons.
Other methods to gather information on experiences or perceptions of supervisory appreciative
behaviour may include questionnaires (online versus hardcopy), self-report measures (e.g., diary-based
recordings) (Fagley, 2018; Stocker et al., 2104), focus groups (Beck, 2016), or researcher observation
and/or experience reflection. The present author suggests a blend of these resources may prove fruitful
to gain further insights into appreciation in the supervisory relationship. Focus groups (noting
participant feedback and group dynamics observation) informed by the responses from one-on-one
interviews may indeed provide further in-depth information on the appreciation construct at work.
6.7.2 Longitudinal studies
Considering the limitations of cross-sectional studies discussed earlier, a study encompassing a
longitudinal design would allow for possible findings regarding causality in the construct of workplace
appreciation. For example, what is the causal relationship between employee SWB and job satisfaction
when supervisory appreciation is considered.
Stocker et al. (2019) recently examined the effects of work interruptions as a stressor and
appreciation by employee supervisors on employee well-being. This was achieved through the

208
completion of an online questionnaire twice (mean time lag 13.8 moths [SD = 5.8]) by 208 employees
across several companies. Their results suggest supervisory appreciation moderates the effects of
interruptions on overall employee well-being. They highlighted the importance of feeling appreciated
at work through effective supervisory appreciative behaviours as a resource to combat work stress.
In considering longitudinal research, although acknowledging further investigation may be
required, Cain et al. (2019) suggest workplace gratitude as a disposition may change over time. A
supervisor’s ability to express workplace appreciation effectively may also change. On this, Adler
(2002) suggests the utility of expressing appreciation is learned over time. The supervisor’s
personality may combine in due course with life and work experiences to develop capability for
deliberate transmission of enhanced appreciative behaviours toward subordinates. Just as a
supervisor’s ability or tendency to express appreciation may change over time, one’s disposition
toward appreciation may also transform (for the supervisee and/or supervisor). As stated by one
interviewee in phase 1 when discussing and rating their supervisory relationship; “Prior to this year, I
would have given her a 5 out of 7, but this year I would probably give her a 2 out of 7.” This was
further confirmed when the interviewee was questioned about how their supervisor demonstrates
appreciation toward them; “Again, this year has been a different year from last year; Last year there
was a lot of praise and examples given of the work I was doing…this year nothing we do is right and
everything we do is not enough; So this year it’s whatever the lowest ranking is.”
Further studies on the moderating effect of supervisory appreciation on such factors as work
interruptions, actual workload, working environment and team dynamics may extend the positive
influence of appreciation as a construct in its own right. For example, a longitudinal study
encompassing survey completion biannually over a two-to-three-year period on opinions of
appreciation in the supervisory relationship may reveal changes in perceptions of both supervisors and
supervisees. These changes may include frequency and type of appreciative behaviours experienced by
various employee sectors (e.g., age, gender) and their influence on outcomes such as job satisfaction
and SWB, including causalities with such variables.
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6.7.3 Gender ratio
For both study phases, females comprised the largest proportion (63.2% for phase 1 interviews; 64.9%
for phase 2 online surveys). Regardless of this ratio, the male proportion was sufficient to avoid
possible gender bias considering the study purpose and resources. This disproportionate gender ratio
of approximately 40:60 male-female has historically been deemed characteristic of social science
research samples (Andrews & Withey, 1976; Kammann, 1983). Although controlling the ratio of
female versus male respondents for online surveys may prove challenging, the present author believes
capturing a more balanced ratio in the face-to-face interviews could be easily achieved. Through a
simple tracking process, something that – in hindsight – was neglected in the current study, a more
balanced gender ratio for analysis could be achieved . This may be considered for future research
which adopts a similar method to the present study.
Conversely, workplaces generally dominated by males or females (e.g., engineers [males],
nurses [females]) may reveal unique results in the field of preferred appreciative behaviours in the
supervisory relationship. Caution would be required in such analysis as any differences in preferred
behaviours may be associated with industry or occupation as opposed to gender (industry-specific
analysis is discussed below). Causal relationships would require consideration in such a study.
Regardless of gender ratios, the frequency of perceived appreciative behaviours received by males
versus females revealed in phase 2 of the study were discussed earlier in this chapter (see section
6.3.5).
The differences or trends noted in the types of appreciative behavioural responses provided by
females versus males during the phase 1 interviews were not analysed in the current study. This may
prove an interesting avenue of future research for organisations and human resource practitioners
alike. Identifying preferred appreciative behaviours dependent upon gender may provide guidance on
supervisory effective appreciative behaviours for optimal impact.
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6.7.4 Industry-specific analysis
The samples used for both phases of the study were obtained through the researcher’s Facebook® and
Linkedin® contacts (with snowballing encouraged). Blue versus white collar analysis discussed above
may be considered representative of two broad fields of employment. An opportunity exists to focus
on specific or industry sectors to identify possible patterns and correlations on the workplace
appreciation construct. For example, research may ascertain certain appreciative behaviours falling
under the factor structure established from the current study are experienced more frequently in certain
occupational cultures or organisation types. Such a study may reveal certain supervisor appreciative
behaviours have influence on – for example – hospital workers (e.g., nurses) as opposed to those that
stimulate the manufacturing or banking industry workforce.
Cross-industry comparative analysis may expose the universal nature of workplace
appreciation, or otherwise. Applying phase 2 of the current study to a specific industry or large
organisation may reveal a different factor structure, influenced by cultural norms and environmental
factors. This would shed light on the possible nurtured nature of appreciative behaviours and their
associated influence over the individual. That is, is perceived appreciation received by an individual
(e.g., in the workplace) primarily an innate constant, or is it dependant (to some extent) on
environmental and job-related factors?
6.7.5 Generalisability of the study: Countries and cultures
Still on generalisability of the current study, 200 (97.6%) respondents from the phase 2 quantitative
online survey resided in Australia. Hence, study findings may not be representative of situations
outside Australia. Opportunity exists to explore potential national cultural (by country) divergences
and/or similarities extant in workplace appreciation. For example, in some developing country
contexts an appreciation for the supply of essential items for survival (e.g., food, water and medicine)
may influence respondents’ perceptions of preferred appreciative behaviours, even in the workplace.
Few studies have investigated cross-cultural differences in workplace appreciation, with recent
calls for research to investigate the correlations between appreciation and domains such as SWB, job
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satisfaction and life satisfaction on an international level (Pfister et al., 2020; Robustelli & Whisman,
2018). Robustelli and Whisman’s study investigated associations between gratitude and several
domains of life satisfaction, across two separate countries – the United States and Japan. They noted
studies on gratitude and life satisfaction have generally been conducted on individualist cultures (e.g.,
United States), with few examining this relationship in collectivist cultures (e.g., Japan), with no
studies found examining variations across cultures. Although social relationships and bonding differ
significantly between these two cultural types, Robustelli and Whisman’s research revealed no
statistically significant associations in the relationship of gratitude and the domains of life satisfaction
(including social relationships, work, health and overall life satisfaction). However, Robustelli and
Whisman (2018) did mention two key factors that limited the generalisability of their results; Namely
that only people who were married with children participated, and samples were gathered from across
the United States versus just the one city in Japan (Tokyo). Considering that nearly all respondents
from the current study resided in Australia, opportunity exists to investigate further the construct of
workplace appreciation and how workers perceive it (in the context of the current study on the
supervisory relationship) across different cultures.
As discussed earlier, potential differences in preferred appreciative behaviours across
industries and organisations may exist. The very basis of appreciative preferences (from one’s
supervisor and other sources) may be revealed as nurtured according to the environment or culture, or
conversely an innate part of our personality. Perhaps there are engrained preferred appreciative
behaviours learned from early childhood that influence our preferences in the workplace. However,
influence from one’s national culture, workplace environments – in fact a number of variables – may
develop these preferences. Future studies may consider controlling such variables.
6.7.6 Time and contact with supervisor
Length of time employed with one’s supervisor and actual time spent in contact with one’s supervisor
was asked in the pre-interview information profile sheet prior to each of the phase 1 interviews.
However, these variables were not considered in phase 2 of the study. Opportunity exists to investigate
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if these two elements influence the type of preferred supervisory behaviours. For example, the
longevity of the supervisory relationship and/or type of contact (e.g., face to face; email; phone) may
influence the preferred type of appreciation received from one’s supervisor. Further, does the
frequency and/or influence of appreciative behaviours diminish over time in the supervisory
relationship? On this, Carson (2012) explains that appreciation can be viewed as a relative construct
with reference to expectations and experience. Logically, greater knowledge about supervisees
(through, for example, extended time together in the supervisory relationship) may add new insights
into how and when appreciation is delivered.
The actual regularity of various sources of contact mentioned above (i.e., email, face-to-face)
is another consideration. According to Frijda’s (1988) “law of habituation” (p. 353), people tend to
become accustomed to their situations and are likely to experience decreasingly intense emotional
reactions to the benefits they consistently receive. Essentially, continuance of positive and/or negative
experiences lose their affect over time. Relating this to the supervisory relationship, although a
supervisor may not provide appropriate levels of appreciation for their supervisees, this lack of
appreciation becomes accepted over time, with negative consequences such as reduced productivity
and commitment nullified. However, the potential influence of changing these ‘accustomed’
supervisor behaviours through providing more effective levels of appreciation may produce positive
results.
6.7.7 Intensity and importance of supervisor appreciative behaviours
Another opportunity entails the measurement of supervisor appreciative behaviours’ intensity and
importance to the supervisee, potentially allowing rank-ordering of the appreciative factors revealed in
the current study. For example, what has greater influence to enhance employee motivation and SWB
in the field of appreciation received from one’s supervisor – infrequent but intense, powerful acts of
appreciation, or more regular, marginal appreciative behaviours? This ranking could also be correlated
with individual demographic variables such as gender, age and cultural background. Opportunity
exists to conduct quantitative research identifying possible linkages and relationships between
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demographical factors and the thematic framework established. Further, correlations with industry
type, organisation size and actual job role (including seniority) may inform employee appreciative
preferences.
6.7.8 Appreciation sincerity
Another area of study may involve gauging the sincerity/genuineness of appreciation received. In
discussing the significance of genuine social support, Blau (1964) explained the influence of a
person’s appreciative behaviour depends largely on it being perceived as sincere. He stated that
simulated or feigned praise or appreciation adds no value. The present author suggests such ‘artificial’
behavioural appreciation is likely to have a negative effect on the recipient.
A plausible explanation is the construct of workplace appreciation comes down to three key
elements: type, frequency, sincerity. The current study has focused on the type (behaviours) and
frequency. However, one – or more likely a combination of – these elements may determine the
influence of appreciation received by the employee. Other contextual factors such as experience,
environment, relationship dynamics and disposition of both the benefactor (supervisor) and
beneficiary (supervisee) will also influence appreciation.
6.7.9 Appreciation: A possible antidote for suicide and depression?
Discussion earlier in this study focused on the importance of social connectedness for general health
and well-being. And the benefits of positive social relationships in the workplace have been well
documented (see section 2.3 – Social support and relationships). Appreciation was recognised as a key
component of these social relationships. Therefore, is a lack of appreciation (resulting in reduced
feelings of value and worth) in these social relationships the key ingredient to loneliness, often
recognised as a key contributor to depression and suicide? (Niu et al., 2018).
A final research opportunity expands on the discussion in section 6.3 which reports on results
about perceived appreciation based on gender and age. To reiterate, results from the present study
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indicate that both older employees and males perceive they receive less frequent appreciation from
their supervisors, particularly in the underlying appreciative factors of acknowledgement and trust.
Possible correlations between these inequitable gender relations, age and suicide rates in Australia was
suggested (sections 6.3.6 and 6.7.9).
Canetto (2017) stated older age-groups have higher suicide rates relative to their younger
counterparts globally. Specifically, the world suicide rates for older men are more than twice that of
older women, and the rates of suicide rise with older age-groups (e.g., age 60-69 versus 70-79 versus
80+) (Varnik, 2012; World Health Organisation, 2014). The adversities of late adulthood including,
for example, loneliness and economic insecurity, was listed as a common explanation for these
indicators. Although Canetto acknowledges these statistics vary by region and country, the difference
in age and gender in relation to suicide rates is clear. Considering the positive influence appreciation
has on individual well-being (Fagley, 2018; Lim, 2017; Pfister et al., 2020), this lack of perceived
appreciation received by males (and older males particularly) revealed in the present study may be a
key causal factor contributing to this phenomenon.
More recently, Barreto et al. (2020) investigated loneliness across the interaction of cultures,
age and gender. They cited several studies that have revealed inconsistencies in age and its
relationship with the prevalence of loneliness. (This appears inconsistent with the suicide findings of
Canetto (2017) and Varnik (2012) above – considering the strong link between loneliness and suicide,
one would assume loneliness to be more prevalent in older age-groups.) The inconsistencies in gender
were also reported by Barreto et al. (2021), however they did conclude loneliness was greater in men
than women.
Although results from the current study were based on the workplace environment, perhaps
similar issues exist across the general populace. Is there a perceived lack of appreciation experienced
by individuals that contribute to the higher rates of suicide in certain demographical cohorts? For
example, when deliberating the three underlying factors of workplace appreciation established in
phase 2 of the current study, consideration should be given as to whether older males are
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acknowledged appropriately for who they are and what they have to offer, not just in the workplace,
but across society generally. Future studies on the associations between appreciation and mental health
may shed light in this area.
6.7.10 Proposed survey development
A final opportunity is a simple tool, designed by the present researcher, to direct further studies on
workplace application. Items with the highest loadings from the acknowledgment and trust
appreciation factors have been utilised to form an eight-point scale and associated survey on
workplace appreciation (see Appendix P). Reward items were ignored as, although they may add to
the supervisee appreciative experience, they do not appear to contribute to employee job satisfaction,
job commitment or life satisfaction.
This brief survey may be utilised by industry as a ‘pulse check’ on organisational welfare
through appreciation, providing a rapid diagnosis of employees’ perceptions, challenges and feelings
regarding workplace appreciation. For example, results could reveal that supervisors need to
acknowledge their supervisees more as job satisfaction is low. This survey may be used in conjunction
with further supervisory training on the underlying factor structure of workplace appreciation revealed
in phase 2 of the study.
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CHAPTER 7: CONCLUSION
In contributing to a better general understanding of the workplace supervisory relationship, this thesis
study aimed to determine supervisor behaviours which instil feelings of appreciation in their
supervisees and assess whether and how these behaviours link to important organisational outcomes.
Four research questions guided the study (see section 1.8 – Research aim and questions).
Literature reviewed highlighted how people’s lives are enmeshed with and influenced by
others (see section 2.3 on social support and relationships). From a socio-psychological perspective,
and according to the Greek philosopher Aristotle, we are indeed social animals (Bos, 2010). Our
relationships with others largely influences many aspects of both our physical and mental health. The
complexity of humans and associated bonds with others has driven social science research and theory
development for the past centuries and is likely to do so in the foreseeable future. This includes recent
developments in positive psychology.
The interdependence of people, both in our personal and working lives, is undeniable. Much of
our intrinsic needs in life rely upon our social relationships. The need for social connectedness, a sense
of belongingness, and the need to feel valued are basic human needs. And this need to belong through
social connectedness has perhaps become more ubiquitous with the recent COVID-19 pandemic
(impacting to an extent on the present author regarding completion of the current study, although
thankfully, data collection had been finalised).
These social relationships encompass and are largely built upon appreciation received from
others. This appreciation can come in many forms. Research has shown us that as a motivator of
human behaviour, appreciation has significant influence on many facets of our lives, particularly in the
workplace (see sections 2.2.2 – 2.2.3 on the motivational influence of appreciation). The concepts of
belongingness, purpose and mattering are essential to our well-being in the workplace, and, consistent
with findings presented here, are all enhanced from being appreciated. By understanding effective
appreciative behaviours demonstrated by supervisors toward their supervisees, subjective well-being
(SWB) in the workplace is enhanced. Well-being builds a harmonious, productive, and loyal
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workforce – a better place for both the individual and organisation as a whole (see section 2.5.2 for a
review of SWB benefits).
Workplace appreciation is more than simply recognising and rewarding good performance.
The definition of workplace appreciation offered earlier in this study (section 2.7.4) described this
construct as the experience of feeling valued for effort, ability and contributions through
communication received from others. Perhaps the most important aspect when defining appreciation at
work (or anywhere for that matter) is the resulting feelings for the beneficiary of such appreciation.
Feeling as though one matters; for who they are and what they offer, they feel valued.
Effectively delivered appreciation from supervisors to their supervisees demonstrates that they
care about them; care enough to know who they are, what they do, respect who they are, and value
their efforts and achievements. Generally, all facets of employee SWB are boosted when genuine
appreciation is received. Benefits include both personal well-being (e.g., better sleep and health) and
professional, work-related elements including loyalty, morale and engagement. This transfers into
positive organisational consequences including greater productivity and profitability. Whether it be a
simple “thank you” or a more grandiose action, genuine appreciation has influence in the workplace. It
is a powerful tool that can strengthen bonds between co-workers and across leader-subordinate
relationships. Indeed, feeling sincerely appreciated has a powerfully positive influence on the
recipient. Put simply, effectively delivered appreciation makes people feel valued and safe.
Still on the benefits of authentic appreciation, it has a positive impact on both the benefactor
and the beneficiary (see section 2.7.2 outlining the iterative nature of expressed appreciation). Through
communicating appreciation to their supervisees, supervisors transfer their thankfulness for that
person/s and the value they place upon them. Supervisees who are recognised for who they are and
what they do allows them to feel that they matter and what they do adds value to where they work. In
turn, these supervisees experience increased motivation leading to greater effort, commitment, overall
performance. The ensuing maintenance or enhancement of supervisee behaviours again induces the
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supervisor to feel appreciative for their efforts. Throughout this process social bonds are strengthened
between the two parties.
Within the supervisory relationship, the proposed sequence described above suggests
employees who experience effective appreciative behaviours from their direct supervisor are likely to
invest more effort into their work and the supervisory relationship (resulting in, for example, greater
respect, loyalty and cooperation). The innate reciprocity extant in the iterative cycle of workplace
appreciation is clear. This iterative cycle of appreciation was presented in Chapter 3 as a proposed
framework – the Workplace Appreciation Cycle (WAC) – underpinned by the coined term expressed
workplace appreciation (EWA). And considering the influence of the supervisory relationship, it is
here where the analysis of behaviours is critical in the study of appreciation.
What is lesser known is exactly how and why appreciation has such influence in the
workplace. The study reported here shed light on this question. The call for research to determine the
most effective means of expressing appreciation in the workplace has gained momentum over the past
decade (Beck, 2016; Fagley & Adler, 2012). Further, the merits of treating appreciation as a construct
in its own right has also been proposed by several researchers (Stocker et al., 2019).
Although many workplace relationships have been recognised, the present study focused on the
supervisory relationship. The well-documented influence of this relationship on employee welfare and
effectiveness determined this focus. The challenge addressed in this study was the identification of
actual supervisor behaviours that instil feelings of appreciation in their supervisees, and why such
behaviours have such influence. The perceived lack of appreciation received by workers generally has
been documented, both anecdotally and empirically (Pfister et al., 2020; White, 2014). Surely if
appreciation is to be delivered more effectively, informed through findings reported here,
understanding just what appreciative behaviours have the greatest influence provides an avenue for
this to be achieved.
A mixed-method approach involving phase 1 qualitative, semi-structured interviews and phase
2 quantitative online survey informed from the phase 1 interview results guided the study. Thematic
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analysis of the recorded phase 1 interviews identified five categories of supervisor appreciative
behaviours: Interest, Rewards, Acknowledgement, Trust and Endorsement.
Exploratory factor analysis of phase 2 results revealed an underlying three-factor structure for
the construct of workplace appreciation. The three factors of appreciation identified comprised
Acknowledgement, Trust and Reward. Consideration of these three factors allows both individuals and
organisations alike to foster interventions at work for better outcomes. And these better outcomes
emerge across areas including a more harmonious workplace, higher levels of employee SWB, and
increased productivity through greater loyalty, commitment and engagement.
Initiatives, opportunities and ideas to better understand and capitalise on workplace
appreciation were discussed in Chapter 6. These included, for example, training, reward programs,
recruitment and appraisal systems, all aligned with the identified underlying factors of appreciation.
Incorporating the WAC framework to guide such staff training and development initiatives was also
recommended. Results indicated that the factors of acknowledgement and trust had the greatest
influence on job satisfaction, job commitment and life satisfaction.
To answer research question 4, several correlations were identified between workplace
outcomes and appreciation (including factors identified in research questions 1 and 2). Older
supervisees perceive to receive less frequent appreciation from their supervisors – highlighted as a
potential issue considering Australia’s ageing workforce. One of several reasons for this finding
suggested the inexperience of younger managers in providing effective appreciative behaviours to
older workers. Yet whilst age appears to have a positive correlation with life satisfaction and job
commitment, the correlation with job satisfaction was found to be negative. Indeed, opportunities have
been identified to explore the mediating effect of age and various workplace variables. Similar to the
size of organisations, there appears to be no differences in supervisory appreciation frequency in blue
collar versus white collar roles. However, opportunities to explore the construct of appreciation in and
across specific industries and occupations was highlighted.
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Although the current study has revealed several conclusions about the construct of
appreciation, the challenge for industry remains: How can organisations foster greater social
relatedness through appreciation? Corporate author Mark Manson recently discussed the benefits of
therapy as a tool to assist people, namely talking to someone about our problems (Manson, 2020).
Acknowledging therapy works for general well-being, exactly why it works remains a somewhat
unknown entity (after all, we are dealing with the complexities of the human mind). Manson discusses
the multitude of therapies available and reveals that all of them work to some extent, on average with
similar results. Further, he postulates that the content of the therapy is of minimal importance also
(hence, the modality and therapist credentials are somewhat irrelevant). The key is simply talking to
somebody else about one’s issues, therefore, the social context and environment, perhaps here, is the
significant consideration.
Similar theory and ideologies about therapy may be informed by the thesis study on the
construct of workplace appreciation. Exactly why employees feel appreciated was explored in this
study, however due to the empirical findings this avenue was not rigorously pursued. Nevertheless, the
findings of the why factors of appreciation have been discussed in the Appendices with future research
in this area encouraged. And like therapy, the present study suggests that appreciation is best delivered
through simple behaviours encompassing acknowledgement, trust and reward. Rewards may not
necessarily be in the form of grandiose gifts or over-enthusiastic management actions. (However,
variety in appreciative behaviours was recommended, hence these grandiose acts of appreciation may
in some circumstances have merit.) Although physical rewards (e.g., cash bonus) may add to the
appreciative employee experience, to improve job satisfaction, commitment, life satisfaction and
personal well-being, employees seek supervisory behaviours that demonstrate they trust them, and
acknowledgment of who they are and what they do.
From a corporate citizen perspective and considering the global workplace challenges
discussed at the start of this study, an obligation exists for organisations to enhance employee job
satisfaction and overall well-being. This can be achieved through a focus on appreciation at work.
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Specifically, supervisors demonstrating that they care about their supervisees; Demonstrating that
what their supervisees do actually matters; and they are valued as a person. Caring, reflecting the
thesis title, is delivered through the key appreciative factors of acknowledgement, trust and reward.
Indeed, the adage that a happy worker is a productive worker stands true today. For the modern-day
worker, the linkage between happiness in the workplace and job satisfaction, job performance and
SWB (general life satisfaction) is strong. (see Peiro et al., 2019 and Zelenski et al., 2008 for research
on the happy-productive worker thesis [HPWT].)
More recently, research has emerged documenting the significant role played by the
supervisory relationship in boosting worker SWB and productivity. In line with the present study
results, supervisors who exhibit appreciative behaviours encompassing trust, acknowledgement, and
those that reward their supervisees effectively, will likely witness improvement across many facets of
the workplace including productivity, harmony and individual well-being. Yet the challenge remains
for organisations and supervisors alike to both understand and embrace these benefits. Perhaps more
importantly, identifying and applying these appreciative behaviours needs to be a focus of
organisations and management alike.
Employee behaviour is influenced by a rich tapestry of components. A growing body of
research has purported appreciation to constitute a key part of this embroidery – like a powerful
remedy that boosts the workplace immune system – both psychologically and physically.
Appreciation’s positive influence in the workplace is undeniable and should be guaranteed on
harmony grounds for at least the foreseeable future. As expressed earlier in this thesis, William James
(1920, p. 33) – recognised as the founder of modern-day psychology – stated “the deepest principle in
human nature is the craving to be appreciated.” Such a craving can only be satiated by others. The
challenge now is identifying how leaders can most effectively relay appreciation in the workplace.
Section 2.4.1 highlighted the influence of supervisory appreciation on perceived supervisor
support (PSS). The construct of PSS, as defined in Chapter 2, refers to employee’s perceptions about
how much their supervisor values their contributions and cares about their well-being. Considering
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this description, it is trusting and acknowledging supervisor appreciative behaviours that signify care
for the individual and value for who they are and what they contribute. They capture the ‘human’ side
of appreciative behaviours, unlike material rewards such as cash bonuses.
To conclude and reiterate the thesis argument, although such material rewards may be pleasing
– even cherished – by the receiver, it is the perceived human care factor that appears to have
meaningful influence on employee perceptions around appreciation. This aligns with the current
study’s findings that acknowledgement and trust factors of appreciative supervisory behaviours have
significant influence on workplace outcomes including employee job satisfaction, life satisfaction and
job commitment. Supervisors and organisations alike that recognise this influence and really focus on
capitalising on the construct of appreciation will reap the rewards.
Considering the rigorous, streamlined approach adopted in this thesis study (i.e., focus on
workplace supervisory relationship; identifying positive appreciative behaviours only) and the
resources available to the present researcher, methods undertaken and reported here have produced
what is argued to be valid, reliable baseline data to assist future research. Supervisors, as leaders in the
workplace, need to understand the influence of supervisory appreciation as an indicator of how much
they value their employee’s contributions and care about their well-being. The study findings support
this view. This study also has highlighted the underlying structure of workplace appreciation in the
supervisory relationship. Further, the influence of this appreciation on various workplace outcomes
has also been revealed. Through appreciative behaviours that demonstrate they acknowledge, trust and
reward their employees, supervisors establish the care factor of leadership: effective, sincere
appreciation. It is this care factor that can forge well-being for the individual employee, and a more
productive, harmonious workplace.
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APPENDIX A.
Copy of PLIS and Interview Consent Form.
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APPENDIX A. continued…
Copy of PLIS and Interview Consent Form
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APPENDIX B.
Copy of the researcher interview script, pre-interview (study participant) questions, and
interview questions asked by the researcher – Phase 1 semi-structured interviews.

1:1 semi-structured interviews: Introductory script
Investigating employee perceptions of workplace appreciation.
Firstly, thank you for taking the time for this interview to assist me with my PhD. My study
is about workplace appreciation in the supervisor-employee relationship.
Could you please read the PLIS Form and Consent Form before we can proceed with this
interview… I will leave you with a copy of the PLIS Form, and collect the signed Consent
Form if you feel happy with the process we are about to undertake. Feel free to ask any
questions about the Consent Form and PLIS Form content, and also during the entire
interview process.
[COLLECT SIGNED CONSENT FORM]
Before I start the interview, can I get you to complete a few background questions? Again, I
need to assure you that all responses provided are highly confidential.

[COLLECT INTERVIEWEE INFORMATION SHEET]

Whilst I will be recording the interview and taking some notes, all information collected is
highly confidential and no identifying data will be gathered nor maintained for this study.
I’m about to ask you several questions to guide the interview. Some are rather general, others
quite specific, and they all relate to your opinions and experience on workplace appreciation.
There are no ‘right’ or ‘wrong’ answers; as mentioned, I’m purely interested in your personal
opinion and past experiences. Essentially, I’m trying to get a feel for employee perceptions
about workplace appreciation.
I will ask you to simply give a rating (1 – 7) for a couple of the questions, others are more
open in nature. If you don’t understand any part of the questions I ask, again, please ask for
clarification. The whole process should take no longer than 20 minutes.
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PRE-INTERVIEW QUESTIONS (to be completed by Interviewee);

A. Your gender: M / F / N
B. Current supervisor gender: M / F / N
C. Do you supervise people in the workplace? Y / N ; If Yes, how many? _______
D. Occupation: _____________________________________
E. How many hours a week on average do you work in your current job? ____ ( F/T CAS. P/T )
F. Your Age: _______
G.

Age of current supervisor (if exact age is unknown, how old do you think he/she is)? ______
(‘PLEASE TICK THIS BOX IF YOU ARE SURE OF YOUR SUPERVISOR’S AGE) 

H. Length of time you have worked for your current supervisor: __________________
I.

How many people report to your supervisor? _______

J. What level of direct contact do you have with your supervisor (phone and/or face-to-face)…

 Hourly/always/ongoing  2-4 times per day  a few times a week  Less than once
per week.
K. What would you say is the main form of communication / contact you have with your
supervisor?
 Face-to-face  Phone

 Email.
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INTERVIEW QUESTIONS:

The following questions relate to workplace appreciation generally;
1. How would you describe appreciation in the workplace?
2. Generally speaking, describe what behaviours or actions from a workplace supervisor you
believe comprise the most effective form of appreciation (i.e., what supervisor behaviours or
actions resonate the most – or have the biggest impact – on you)?
a) Why do you think the behaviours mentioned above have the biggest impact on you?

The following questions relate to a specific time at which you have experienced workplace
appreciation;
3. Can you provide some specific examples of things a past or current supervisor has done that
made you feel appreciated?...OR Tell me what happened as a specific example when you felt
most appreciated by a past or current supervisor?
a) How did this make you feel?
b) Did this influence the way you worked? How?
c) Did this influence how you felt about your manager and/or the organisation? In what
way?

The following questions relate to current supervisor;
4. Generally, how would you rate your relationship with your supervisor (1 - Poor; 7 –
Excellent)
5. This question relates to how your supervisor actually demonstrates his or her appreciation
toward you: Overall, your supervisor effectively demonstrates his/her appreciation for your
skills, efforts and contributions. (1 – S/D; 7 – S/A).
6. Are there other ways you would like your supervisor to show or express their appreciation
toward you?
a) If your supervisor did demonstrate more appreciation, how do you think this would
affect you?

THANK YOU
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APPENDIX C.
Identified themes of supervisor behaviours (and interview statements categorised).
NB. Number of interviewees who mentioned this theme listed in left column. Number of statements categorised under theme listed in right column.
Interviewee # is listed in front of each statement (i.e., some interviewees mentioned more than one behaviour).
1. INTEREST
Supervisor shows interest in the subordinate as a
person.
Includes how the subordinate is actually
addressed/ spoken to; supervisor listens to and
respects subordinate.

TOTAL – 10 pax.

2. REWARD
Supervisor rewards subordinate with physical
and/or monetary reward (including, for example,
bonuses, scratchie, coffee/cake, luncheon or gift
basket).

TOTAL – 9 pax.

1. ‘One-on-one’ time.
2. Personal ‘one-on-one’ approach with feedback versus generalised feedback to whole team.
2. Asking questions to show interested in me.
2. Supervisor attended a special birthday lunch organised by colleagues.
2. Supervisor sat in my office once per week to check how we’re feeling about workplace.
4. Encouraged to take time off (TOiL).
7. you can feel appreciation from your supervisor…a welcoming smile, body language says don’t mind you being there;
happy to see you.
7. Supervisor listening to what we say and taking on board.
11. Listens to you; and is supportive, but also objective; when they understand your job is really important.
12. Perceiving me as an asset; caring for me as a worker, ensuring my health and safety is maintained.
14. report to somebody who will guide you when you need that guidance, and mentor you when you need that
mentoring; and will support you in tough situations…being approachable.
15. that ability to listen and take on board some ideas is a form of appreciation.
16. Person giving you their time through personal interaction.
18. Tone of voice; if they seem happy or upbeat about how you’re doing your role.
(14 TOTAL)
1. Given my own office.
2. Organised a farewell luncheon/party.
4. Receiving a $15K bonus.
6. Spontaneous 'thank you' + two nights’ accommodation at the coast.
9. Performance bonus last year; The problem is that those things are done privately, so you know that your supervisor
appreciates it, but it’s not something that gets shared with the rest of the team, so it becomes ‘less cool’.
10. They do a pretty good job bringing cake every now and then.
16. Early finish.
18. General Manager took us out for lunch, we got a thank-you gift basket, and we even got a pay rise.
19. my supervisor has given gift cards or travel bonuses as a sign of appreciation at the most unexpected time …
(9 TOTAL)
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3. ACKNOWLEDGEMENT
Supervisor understands and acknowledges
subordinate efforts (may be verbal, email or
otherwise). Essentially about receiving ‘thankyou’/ praise.

TOTAL – 14 pax.

1. Positively framed recognising effort.
3. Supervisor revised the manuscript and he moved my name to the first position, so I felt really great because I felt
appreciated that he finally acknowledged that I’m the one who has done most of the work.
5. Acknowledging the effort…rather than focusing on successes achieved.
5. Verbal acknowledgment of good work done.
6. Just saying 'thankyou' for the work you’ve put in.
7. To be told that you're doing a good job.
7. Verbal, a simple thankyou and "I like what you did there".
8. Acknowledge that I've reached a particular outcome.
8. Acknowledging the work I’m doing and actually knowing what work I’m doing day to day and specifically
acknowledging that, not just general “good job”.
8. I did a really thorough handover to the person who was taking over from me...she just sat down and acknowledged
that I’d worked really hard.
9. congratulate someone when they are doing a good job, or at least letting them know they are doing a good job;
acknowledging when someone is performing properly.
9. I would rather have a more constant acknowledgment of your performance, than a particular thing at one particular
time (bonus).
10. Verbal communication, face to face - “you’re doing a good job – that’s great”.
10. if she writes a note and says I’m really proud of what you’re doing.
10. my supervisor said I’m really proud of what you’re doing with the workshops - that was feedback on the phone as
well as email.
11. my review the other day when I was told I’m doing a good job.
12. say thank you.
12. they verbalise their appreciation of you…
13. either a phone call or face to face recognition of a piece of work, or a task or some part of my job that I’ve completed,
and telling me that I’m doing a good job and why.
13. asked to repeat a job (awards night)/previously organised event that went well.
15. verbal feedback, that recognition that you’ve done something to a good standard.
15. it’s noticing and giving feedback.
15. I don’t mind getting some constructive criticism or things that you can work on. It’s not just about what you’re doing
right, but maybe some things you can work on - if someone gives me something I can work on it shows they really did pay
attention.…most people do want to get better at what they’re doing.
16. Affirmation of what it is you’re doing and that you’re heading in the right direction.
16. I’d like more understanding (from supervisor) of what it is, the pressures that my group and me personally overseeing
that group is under; Taking the time to understand that.
17. just general feedback; real time (verbal) feedback.
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17. great to see you working with the team to assist them with their particular issue.
4. TRUST
Supervisor demonstrates trust in subordinate’s
ability to do the job, manifested through greater
responsibilities and opportunities.
Supervisor demonstrates respect for subordinate’s
ability and/or experience. Includes being given
more autonomy and flexibility in role.

TOTAL – 8 pax.

5. ENDORSEMENT
Supervisor promotes subordinate efforts and
achievements to others.
Recognition by supervisor with team members
and/or those outside their team.

TOTAL – 6 pax.

(TOTAL 27)
1. Cut staff meetings back to twice a month…to allow us more time to do our work; so therefore freeing up our time,
whether how we choose to use it.
1. Asked to help other staff out.
1. Asked to join local consultative committee (for input).
3. Allowed me to attend external o/seas conference; opportunity to ‘show-case’ oneself; Opportunity to 'show-case'
myself for career progression.
3. To give me more power in my group; and independence.
5. Given responsibility for supervising student whilst supervisor away; when she returned, acknowledged and said thank
you.
6. Let’s them work in their own capacity.
12. Confirmed as Full-time staff (from contract) within a week of request.
14. he said to me that I have every confidence in you and I know that you will come to me when necessary.
15. Asked if I’d like to take on more guidance role positions...so I think that asking about more opportunities, showing
that she’s got confidence in what I’m doing.
19. Lack of interfering; setting clear boundaries, or setting clear tasks…Being set a clear task then leave me alone.
(TOTAL 11)
1. Nominated for external award (Telstra Business woman of the year)… and given copy of application form.
1. Public recognition - Acknowledgment.
1. Public recognition in staff meeting.
4. Vocal acknowledgment - Recognition of work done well... (N.B., within and external to team).
4. External recognition - telling other people you’ve done a good job; promoting your work.
4. Receiving a 'Shout-out' at 600-person annual meeting.
6. One-on-One by manager and also mentioned at Xmas party too.
9. what you want is to show from your supervisor that you are a respected part of the team.
10. appreciated by your team, and if that’s communicated as well from the Directors down to the supervisor, then from
the supervisor to you.
16. When recognition is escalated or elevated up the chain.
(TOTAL 10)
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APPENDIX D.
Identified ‘why’ themes: Why supervisor appreciative behaviour is important (to supervisee) - and interview statements categorised.
NB. Number of interviewees who mentioned this theme listed in left column. Number of statements categorised under theme listed in right column.
Interviewee # is listed in front of each statement (i.e., some interviewees mentioned more than one behaviour).
1. COGNISANCE
(I feel my supervisor knows who I am and
understands what I’m doing).
I EXIST

TOTAL – 13 pax.

2. You notice them more (ed. - the supervisor), because you're being appreciated personally.
2. That the supervisor actually cared about me as a person.
2. Supervisor should always come down to mix with workers…get a feeling; understand what’s going on and what needs
to be done.
6. It shows they're actually concentrating on what you’re doing; and acknowledging what you’re doing.
6. A simple ‘thank you’ shows that they’re actually observing me.
8. A bit of relief; I know I worked really hard and it’s nice to know that she knew I worked really hard… Made me feel
validated.
8. it’s important to know you’re not being watched, but someone’s keeping track of what you’re doing; It reinforces that
she does actually know what I’m doing.
9. when you don’t have a more constant acknowledgement of your positive performance you end up feeling that that
person doesn’t respect you as a scientist.
10. it makes you feel more responsible for the work you’re doing because you know your team members or your
supervisor appreciate what you’re doing; and you don’t want to let them down.
12. I’m made immediately aware that my supervisor is watching closely what I’m doing.
13. I did have a bit more respect for my manager at the time…he must have had an understanding of what we do.
14. my understanding of the meaning of appreciation is to UNDERSTAND what is happening.
15. it comes back to that manager knowing what you are doing and valuing what you are doing.
16. there’s an appreciation above your direct line manager; there’s an understanding of what you do in your role.
16. it’s actually about not necessarily being nice, but just being a bit human; And understanding that everyone’s different,
and taking the time to understand people.
17. it makes you understand that people are actually listening, that they do care.
18. when you work your butt off and you get results, that then are actually being noticed, I think that’s massive.
18. To me it shows that they’re actually doing their job by monitoring your behaviour and your results.
19. …it really meant a lot because it wasn’t spontaneous, it was remembered after the fact.
TOTAL 19
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2. CONFIRMATION
(I feel more secure and comfortable in my role;
my supervisor reinforces and validates that I
am ‘on track’; I am therefore confident I’m
doing the right thing).
I FEEL SAFE

TOTAL – 12 pax.

5. When contribution acknowledged, I know I'm doing good; I'm on the right track; I'm doing what's needed and
expected of me; We're moving in the right direction and we can continue in same direction.
5. Validation is really important, it’s not so much praise that I’m looking for, I don’t need to hear that I did an amazing
job; I just need to know that I’m on the right track and that what I’m doing is what they need me to do, and then I’m
happy.
5. that I’m ok doing what I’m doing, and it just makes me feel safe.
5. Gave me more confidence, and not worry about whether I'm doing it right or not.
5. Probably decrease inevitable anxiety you have about new types of work; about whether you’re doing things right; if I
feel psychologically safe. If I'm unsure whether on the right track, anxiety interferes with wo rk.
7. It’s a confirmation that you’re doing the right thing... It’s not necessary that you’re doing a good thing, but that you’re
doing the right thing.
7. It's direct confirmation that you’re doing a good job, rather than implied.
7. it's really nice to have people appreciate what you’re trying to do…
sometimes you wonder if you’re doing the right thing.
8. It’s nice to know you’re doing the right thing.
9. I think that is normally not something that people have that often – to actually acknowledge that someone is doing a
good job; it’s kind of like assume that everyone is doing a good job.
10. it’s nice for me to know, it’s good feedback knowing that I’m doing a good job.
11. It makes me do my job better; I feel more confidence and secure in what I’m do ing; my ability.
11. Made me feel appreciated, made me feel as if I’m a valued member of the team; It will give me more confidence
going forward.
11. it gives me a sense of belonging and also that they want me there.
12. Because you know as you’re going along you’re doing a good job.
12. Good at my job, competent - validated my competence.
13. Confirmed what I thought that I was doing the job well… 100% validation; It actually gave me a little bit of a feeling of
power - I felt as though I had more control over my job and my career.
14. gives you confidence in what you do…it’s being comfortable in your job and your position.
15. I think it’s just human nature that you want to know that you’re on the right path, that you’re doing the right
thing…you’re on the right track…VALIDATION.
15. it’s back to that validation we were talking about before, it really confirms you’re on the right track….
16. gives you a sense of either affirmation of where you’re going; gives you that sense that yes I’m in the right direction,
or steer me in a slightly different direction to make it a better scenario / outcome; It validates what you’re doing and
how you’re doing it.
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18. it gives you confidence that you’re doing the right job, or that you’re doing well in your r ole; also gives you some
guidance as to whether you need to improve, or whether you just keep going, or whether you need to make an
adjustment.
TOTAL 22
3. COMMENDATION
(I feel what I’m doing is important and makes a
difference; my supervisor really values what
I’m achieving).
I MATTER / I’M IMPORTANT

TOTAL – 8 pax.

4. positive reinforcement that your work is appreciated, that you’re doing a good job.
4. It was his acknowledgment that he was proud of the work I'd done.
5. Encouraging to hear my work is relied on and appreciated and I'm on the right track.
8. It’s important for me to know that my supervisor knows I’m getting particular outcomes in my role.
8. Acknowledging the work I’m doing and actually knowing what work I’m doing day-to-day and specifically
acknowledging that, not just general “good job”.
10. it’s nice to know you have a purpose with your job.
10. it’s nice to know that a supervisor appreciates the work that I do.
13. I thought was clear and immediate recognition that I was doing a good job.
14. that gave me confidence in the fact that the manager had confidence in me and appreciated my ability…he respected
my ability, and made me feel valued and confident and mentally in a position to fulfil the role……it gave me confidence to
make decisions.
15. I think when a leader notices something small it makes you feel like you’re important as well….sort of helps you feel
like you’re part of that community, helps you feel like you’re really adding to that workplace.
16. Certainly gives you a sense of what you’re doing matters, and what you’re doing makes a difference.
TOTAL 11
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APPENDIX E.
‘Workplace Appreciation Enablers (WAE)’ – the Why factors: Relationships and human
motivation theory application and further discussion.

“Why is what drives not only everything we do,
but also our emotional reactions to everything that happens to us.”
- Lickerman, 2010d

In Chapter 6 (Discussion), research questions were addressed (section 6.2). Research question
2 (RQ2) related to why identified supervisor appreciative behaviours (identified in phase 1 of
the study) are important to supervisees. Three themes (labelled Workplace Appreciation
Enablers – [WAE]) were identified to answer this question: cognisance, confirmation and
commendation. Due to the lack of empirical significance in data analysis, this line of
investigation was not reported as a core part of the thesis. However, further details around
these three why themes including a proposed conceptual framework and their relationship
with human motivation theories is presented below. The opportunity for further research
around these WAE is encouraged.
Considering the human motivation theories discussed in section 2.2 (Literature
Review), the comparisons of the three WAE to these theories provides some common

Level

analogies;

1
2
3

Current study.
Workplace
Appreciation Enablers

Maslow.
Theory of human needs

McClelland.
Human motivation
theory

Ryan & Deci.
Self-determination
theory (STD)

Cognisance
(I exist)
Confirmation
(I feel safe)
Commendation
(I matter / I count)

Social / Belongingness /
Love

Need for affiliation

Relatedness

Safety / security

Need for achievement

Competence

Esteem

Need for power

Autonomy

The current study model of WAE is presented as a three-tiered pyramid model (illustrated
below). This is dissimilar to the three categories of motivation proposed by McClelland
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(1961) and Ryan and Deci (2000), respectively. However, according to the theories presented
in the table above on what motivates or drives human behaviour, correlations or patterns
appear to have emerged. Relating these theories to the workplace, level one concerns the need
for social relatedness as a human need or motivator (see section 2.3 on social support and
relatedness and its connection with appreciation). The second level of human motivation is
essentially concerned with security; appreciative supervisor behaviours that give the
employee confidence in knowing that what one is doing is ‘on track’ and simply doing the
right thing. The third and final level is about the need to excel – supervisor behaviours that
make the employee feel as if they are a critical asset to the organisation, therefore given the
freedom to grow and assert one’s ability to achieve where possible.
The pyramid framework below illustrates the three established why themes
(Workplace Appreciation Enablers).
Workplace Appreciation Enablers (WAE): pyramid framework

Level 3.

COMMENDATION
(‘I matter / I’m important

Level 2.

Level 1.

CONFIRMATION
(‘I’m on track / I feel safe’)

COGNISANCE
('I exist')

Effective appreciative supervisor behaviours influence supervisees in a positive way “by
affirming one’s professional identity” (Stocker et al., 2014, p. 89). However, the level of this
affirmation or validation will vary depending on the type of behaviour demonstrated by the
supervisor, and how this is perceived by the supervisee. As with the five identified
dimensions of appreciation in phase 1 of the study, no weighting has been ascertained for the
three Workplace Appreciation Enablers (WAE) presented in the proposed framework above.
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Further, the question as to whether certain lower levels must be satiated by supervisor
behaviours before higher enablers can be addressed is discussed next.
In line with Maslow’s (1943) motivational theory, it is reasonable to assume that the
first level outcome theme (cognisance) requires fulfilment – at least partially – before the
next two outcome themes (confirmation and commendation) can be affected. Maslow’s
Hierarchy of Needs (1943) is usually presented as a tiered pyramid representing several
human motivational needs that drive behaviour. These needs range from base level human
physiological needs such as water, food and sleep, to the top tier of self-actualisation
(achieving self-fulfilment and one’s full potential). A common misconception regarding
Maslow’s framework is the requirement for lower level needs to be fully satisfied before
higher level needs can be addressed. However, this is not the case, as Maslow asserted the
prevalence of a motivational need is determined by the importance placed on it by the
individual (as life experiences change), not the level within the pyramid framework. (N.B.,
Maslow did admit his first description of this framework may have caused the confusion.)
Different reasons as to why an appreciative supervisor behaviour influences an
employee will likely depend on several factors including the supervisor’s behaviour itself
(e.g., intensity, sincerity), the employee’s current status and needs (e.g., career stage, maturity
in role), and the ensuing relationship between the two parties. Relating this to Maslow’s
human motivational hierarchy, his framework applied to all facets of an individual’s life,
whereas the appreciative thematic framework presented in this study was conceived to apply
to the workplace only. Whether the framework presented here also applies to individuals’
personal lives is beyond the scope of this study, but worthy of further investigation.
Still on discussion around the levels within the WAE framework, one must consider if
a supervisor does not know a subordinate’s name and shows no interest in their role or
performance, is it may be impossible for them to provide genuine appreciation for
achievements and performance that relate to level three (commendation), when the first level
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(cognisance) has not been addressed, at least to some extent. And if so, is the positive
emotional influence experienced by the supervisee after receiving such appreciative
behaviour diminished due to a lack of appreciation addressing level 1 cognisance and level 2
confirmation? On this, level 2 confirmation is based around the employee ‘feeling safe’ in
their role; safe in the sense of job security. The need for job security in one’s environment is
captured through the psychological concept of Attachment Theory, essentially claiming that
when a person establishes an attachment (physical and emotional) with another person, a
sense of security and constancy is created that in turn promotes creativity and personal
growth (Rholes & Simpson, 2004; Simmons et al., 2009). Indeed, feeling safe in the
workplace promotes creativity, job satisfaction, productivity and performance (Iqbal, 2018;
Kraimer, 2005). Therefore, appreciative supervisor behaviours that confirm one is doing the
right thing appears to be a key ingredient to build social bonds and associated employee wellbeing (Fagley & Adler, 2012).
Whether the need to satisfy lower-level enablers – and to what extent – before higherlevel enablers can be influenced effectively requires further investigation. This may be linked
to Maslow’s Hierarchy of Needs framework and the need to address lower-level security
needs (to some extent) before higher level needs are addressed . For example, one must
question whether top level commendation outcome themes be effectively or realistically
addressed whilst an employee feels insecure in their role (i.e., a lack of level 2 confirmation)?
Also, research into the degree of influence for each outcome theme level may vary depending
on such factors as the supervisory relationship, the intensity and frequency of supervisor
appreciative behaviours, employee career stage, personality and experience.
On this, Dunn and Schweitzer (2005) suggest the gratitude aspect of appreciation has
lesser influence on trust when the relationship is strong, versus gratitude received from a
lesser associate. Acknowledging the logical importance of trust in most functional
relationships, one must consider the type of supervisory appreciative behaviour dependent
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upon both the longevity and (positive) intensity of the supervisory relationship. That is, in a
long-term, trusting supervisory relationship, does the need (or ability) to satisfy levels 1 and 2
of outcome appreciation become obsolete, or at least negligible? For example, it is unlikely
that a senior, respected employee needs to experience appreciative supervisor behaviours that
satisfy the lower levels cognisance and confirmation. It is likely these kinds of behaviours
would have minimal – and possibly adverse impacts – on the senior employee. Appreciative
feedback from a supervisor indicating to the experienced employee that they are ‘on track’
with their work (confirmation, level 2) may be perceived as being patronising or contrived.
This reaction may be contrary to a young, inexperienced employee who encounters
supervisor appreciative behaviours that satisfy the lower-level cognisance and confirmation
categories. In this example, the novice employee is likely to experience greater positive
impressions that boost self-esteem and well-being.
Conversely, one could argue that regardless of rank and/or experience, these lower
levels also need to be satisfied regularly to maintain motivation and well-being. Considering
that relationships invariably develop and change over time, even an experienced, respected
employee may need at least occasional reassurance that their supervisor is aware of who they
are and what they are doing (cognisance, level 1), and that they are ‘on the right track’
(confirmation, level 2).
As noted at the start of this appendix, a lack of empirical support for the proposed
WAE averted the present researcher from undertaking further analysis into this framework.
Although the complex nature of the WAE cannot be summarised fully in schema, it is hoped
that the representation of these in this appendix will underpin further research in this area.
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APPENDIX F.
Phase 2 online survey.
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Appendix G.
Scale distributions for demographic and job-related online survey questions (Histograms output files)
Question 1: 20 items
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Appendix G continued.
Scale distributions for demographic and job-related online survey questions (Histograms output files).
Question 2: 12 items
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Appendix G continued.
Scale distributions for demographic and job-related online survey questions (Histograms output files).
Scale items – Life satisfaction, job commitment and happiness.
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Appendix G continued.
Scale distributions for demographic and job-related online survey questions (Histograms output files).
Scale items – Diener et al (1985) SWLS five-item scale.
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Appendix H.
Summary results - associations amongst demographics and person factors.

The What - Gender
Levene's Test for Equality of Variances
t-test for Equality of Means
Q1 One on one time (interest)

Equal variances assumed

F

Sig.

t

df

Sig. (2-tailed)

0.59

0.44

-1.56

202.00

0.12

-1.51

130.07

0.13

-0.47

202.00

0.64

-0.47

136.80

0.64

-0.99

202.00

0.33

-0.99

143.36

0.33

-1.43

202.00

0.15

-1.42

138.24

0.16

-1.19

202.00

0.24

-1.15

131.26

0.25

-2.01

202.00

0.05

-1.93

126.41

0.06

-0.78

202.00

0.43

-0.75

125.10

0.46

-0.88

202.00

0.38

-0.89

145.10

0.38

0.52

202.00

0.61

0.52

148.47

0.60

-2.26

202.00

0.02

-2.14

121.88

0.03

-1.17

202.00

0.24

-1.15

133.57

0.25

-2.50

202.00

0.01

-2.41

129.36

0.02

-1.64

202.00

0.10

-1.57

126.64

0.12

-1.37

202.00

0.17

-1.34

132.74

0.18

-1.84

202.00

0.07

-1.84

144.32

0.07

-1.62

202.00

0.11

-1.58

133.33

0.12

-1.84

202.00

0.07

-1.74

121.59

0.08

-1.42

202.00

0.16

-1.39

136.75

0.17

-2.38

202.00

0.02

-2.29

127.98

0.02

-2.08

202.00

0.04

-2.05

136.30

0.04

Equal variances not assumed
Q2 Reward coffee (reward)

Equal variances assumed

0.70

0.40

Equal variances not assumed
Q3 Achievements (endorsement)

Equal variances assumed

0.38

0.54

Equal variances not assumed
Q4 Encourage (trust)

Equal variances assumed

0.22

0.64

Equal variances not assumed
Q5 Feedback (acknowledgment)

Equal variances assumed

0.44

0.51

Equal variances not assumed
Q6 Listens (Interest)

Equal variances assumed

3.62

0.06

Equal variances not assumed
Q7 Gifts (reward)

Equal variances assumed

1.10

0.30

Equal variances not assumed
Q8 Questions (interest)

Equal variances assumed

0.05

0.82

Equal variances not assumed
Q9 Approves rewards (rewards)

Equal variances assumed

0.00

0.95

Equal variances not assumed
Q10 tasks on own (trust)

Equal variances assumed

1.20

0.27

Equal variances not assumed
Q11 Efforts for work (acknowledgement)

Equal variances assumed

0.85

0.36

Equal variances not assumed
Q12 Thank you (acknowledgement)

Equal variances assumed

1.31

0.25

Equal variances not assumed
Q13 Sharesmy work (endorsement)

Equal variances assumed

2.95

0.09

Equal variances not assumed
Q14 Conforms my direction (acknowledgement)

Equal variances assumed

1.14

0.29

Equal variances not assumed
Q15 Allows time off (reward)

Equal variances assumed

0.01

0.92

Equal variances not assumed
Q16 Tells others my good job (endorsement)

Equal variances assumed

2.18

0.14

Equal variances not assumed
Q17 Take my idea (interest)

Equal variances assumed

4.97

0.03

Equal variances not assumed
Q18 Confidence in me (trust)

Equal variances assumed

0.54

0.46

Equal variances not assumed
Q19 Autonomy felxibility (trust)

Equal variances assumed

2.52

0.11

Equal variances not assumed
Q20 Recognise to senior managers (endorsement) Equal variances assumed
Equal variances not assumed

2.39

0.12
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The Why - Gender
Q1 demonstrates they are monitoring what I'm doing (cognisance)

Male
Female

Q2 demonstrates that I'm really adding to the workplace (commendation)

Male
Female

Q3 demonstrates that what I'm doing matters and makes a real difference (commendation) Male
Female
Q4 gives me confidence that I'm on track with what I'm doing (confirmation)

Male
Female

Q5 demonstrates my work is relied upon and highly valued (commendation)

Male
Female

Q6 demonstrates they know what I am doing (cognisance)

Male
Female

Q7 demonstrates they understand me and what I do (cognisance)

Male
Female

Q8 confirms that I'm moving in the right direction (confirmation)

Male
Female

Q9 demonstrates they really value my abilities and work achievements (commendation)

Male
Female

Q10 makes me feel safe and secure in my job (confirmation)

Male
Female

Q11 confirms I'm doing the right thing in my job (confirmation)

Male
Female

Q12 demonstrates that they care about me as a person (cognisance)

Male
Female

N
71

Mean
4.13

Std. Deviation
1.66

133

4.02

1.67

71

5.54

1.48

133

5.62

1.19

71

5.70

1.45

133

5.84

1.23

71

5.55

1.38

133

5.86

1.17

71

5.63

1.50

133

5.90

1.15

71

5.49

1.41

133

5.81

0.98

71

5.61

1.44

133

5.87

1.10

71

5.55

1.37

133

5.87

1.07

71

5.80

1.49

133

5.97

1.04

71

5.35

1.55

133

5.76

1.21

71

5.54

1.46

133

5.86

1.17

71

5.55

1.60

133

5.88

1.14

Levene's Test for
Equality of Variances

Q1 demonstrates they are monitoring what I'm doing (cognisance)

Equal variances assumed

Sig.

t

df

Sig. (2-tailed)

0.022

0.883

0.457

202

0.648

0.458

143.779

0.647

-0.465

202

0.642

-0.436

119.098

0.664

-0.716

202

0.475

-0.682

124.505

0.497

-1.723

202

0.086

-1.637

123.900

0.104

-1.429

202

0.155

-1.320

114.898

0.190

-1.892

202

0.060

-1.698

106.698

0.092

-1.474

202

0.142

-1.362

114.868

0.176

-1.858

202

0.065

-1.724

116.308

0.087

-0.934

202

0.351

-0.842

107.623

0.402

-2.069

202

0.040

-1.922

116.654

0.057

-1.750

202

0.082

-1.638

118.901

0.104

-1.709

202

0.089

-1.544

108.434

0.126

Equal variances not assumed
Q2 demonstrates that I'm really adding to the workplace (commendation)

Equal variances assumed

2.172

0.142

Equal variances not assumed
Q3 demonstrates that what I'm doing matters and makes a real difference (commendation)

Equal variances assumed

1.811

0.180

Equal variances not assumed
Q4 gives me confidence that I'm on track with what I'm doing (confirmation)

Equal variances assumed

1.609

0.206

Equal variances not assumed
Q5 demonstrates my work is relied upon and highly valued (commendation)

Equal variances assumed

5.086

0.025

Equal variances not assumed
Q6 demonstrates they know what I am doing (cognisance)

Equal variances assumed

7.800

0.006

Equal variances not assumed
Q7 demonstrates they understand me and what I do (cognisance)

Equal variances assumed

3.252

0.073

Equal variances not assumed
Q8 confirms that I'm moving in the right direction (confirmation)

Equal variances assumed

3.773

0.053

Equal variances not assumed
Q9 demonstrates they really value my abilities and work achievements (commendation)

Equal variances assumed

5.026

0.026

Equal variances not assumed
Q10 makes me feel safe and secure in my job (confirmation)

Equal variances assumed

5.806

0.017

Equal variances not assumed
Q11 confirms I'm doing the right thing in my job (confirmation)

Equal variances assumed

3.402

0.067

Equal variances not assumed
Q12 demonstrates that they care about me as a person (cognisance)

Equal variances assumed
Equal variances not assumed

t-test for Equality of Means

F

7.782

0.006
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Phase 2 survey mean scores and SD for respondent perceptions of frequency of supervisor
appreciative behaviours received – Male versus Female.
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Appendix I.
Summary results for data reduction of 20-item appreciation scale.

The What – correlation matrix
Q1 One on one time (interest)
Q2 Reward coffee (reward)
Q3 Achievements (endorsement)
Q4 Encourage (trust)
Q5 Feedback (acknowledgment)
Q6 Listens (Interest)
Q7 Gifts (reward)
Q8 Questions (interest)
Q9 Approves rewards (rewards)
Q10 tasks on own (trust)

Q1
1

Q2

Q3

Q4

Q5

Q6

Q7

Q8

Q9

Q10

Q11

Q12

Q13

Q14

Q15

Q16

Q17

Q18

Q19

Q20

.633**

.604**

.544**

.767**

.569**

.423**

.730**

.291**

.144*

.639**

.607**

.633**

.638**

.414**

.566**

.533**

.516**

.376**

.620**

1

.658**

.503**

.637**

.524**

.569**

.678**

.318**

.171*

.653**

.626**

.642**

.603**

.496**

.652**

.565**

.565**

.402**

.610**

**

.712

**

.618

**

.500

**

.711

**

.375

**

.182

**

.757

**

.733

**

.785

**

.678

**

.448

**

.842

**

.629

**

.675

**

.436

**

.721

.583

**

.502

**

.368

**

.592

**

.249

**

.263

**

.511

**

.488

**

.557

**

.520

**

.364

**

.542

**

.523

**

.524

**

.481

**

.505**

.695

**

.436

**

.747

**

.328

**

.241

**

.765

**

.681

**

.695

**

.755

**

.445

**

.712

**

.640

**

.638

**

.483

**

.734**

.417

**

.731

**

.260

**

.401

**

.708

**

.736

**

.612

**

.684

**

.456

**

.705

**

.763

**

.685

**

.563

**

.649

.485

**

.430

**

.206

**

.469

**

.527

**

.506

**

.386

**

.408

**

.502

**

.454

**

.462

**

.305

**

.476**

.331

**

.287

**

.732

**

.719

**

.742

**

.769

**

.488

**

.735

**

.692

**

.684

**

.507

**

.676**

.310

**

.229

**

.314

**

.266

**

.466

**

.353

**

.309

**

.289

**

.199

**

.358

.384

**

.336

**

.284

**

.353

**

.253

**

.350

**

.486

**

.548

**

.603

**

.393**

.831

**

.812

**

.821

**

.489

**

.829

**

.774

**

.778

**

.650

**

.821**

.827

**

.755

**

.480

**

.790

**

.726

**

.729

**

.525

**

.756

.778

**

.528

**

.852

**

.708

**

.719

**

.504

**

.770**

.530

**

.771

**

.750

**

.771

**

.546

**

.754**

.546

**

.537

**

.512

**

.450

**

.589

.772

**

.793

**

.585

**

.811**

.803

**

.655

**

.721**

.692

**

.762

1

.593
1

1

1

1

1

1

0.104
1

1

Q11 Efforts for work (acknowledgement)

1

Q12 Thank you (acknowledgement)

1

Q13 Sharesmy work (endorsement)

1

Q14 Conforms my direction (acknowledgement)

1

Q15 Allows time off (reward)

1

Q16 Tells others my good job (endorsement)

1

Q17 Take my idea (interest)

1

Q18 Confidence in me (trust)

1

Q19 Autonomy felxibility (trust)

**. Correlation is significant at the 0.01 level (2-tailed).
*. Correlation is significant at the 0.05 level (2-tailed).

**

**

**

**

**

.630**
1

Q20 Recognise to senior managers (endorsement)

**
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The Why – correlation matrix
Q1
Q1 demonstrates they are monitoring what I'm doing (cognisance)
Q2 demonstrates that I'm really adding to the workplace (commendation)
Q3 demonstrates that what I'm doing matters and makes a real difference (commendation)

1

Q2
.284
1

Q3
**

.260

Q4
**

.290

Q5
**

.190

Q6
**

.348

Q7
**

.266

Q8
**

.295

Q9
**

.236

Q10
**

.325

**

Q11
.364

**

Q12
.293**

.884** .815** .835** .606** .694** .742** .802** .543** .723** .637**
1

.873** .870** .630** .733** .775** .812** .589** .730** .673**

Q4 gives me confidence that I'm on track with what I'm doing (confirmation)
Q5 demonstrates my work is relied upon and highly valued (commendation)
Q6 demonstrates they know what I am doing (cognisance)

1

.853
1

**

.691

**

.770

**

.850

**

.820

**

.602

**

.759

**

.656

**

.664

**

.758

**

.773

**

.840

**

.618

**

.704

**

.644

**

1

Q7 demonstrates they understand me and what I do (cognisance)
Q8 confirms that I'm moving in the right direction (confirmation)

.828** .728** .716** .622** .675** .644**
1

.808** .819** .568** .690** .683**
1

Q9 demonstrates they really value my abilities and work achievements (commendation)
Q10 makes me feel safe and secure in my job (confirmation)

.840
1

**

.613

**

.835

**

.644

**

.625

**

.795

**

.750

**

1

Q11 confirms I'm doing the right thing in my job (confirmation)

.730** .632**
1

Q12 demonstrates that they care about me as a person (cognisance)
**. Correlation is significant at the 0.01 level (2-tailed).

.707**
1
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Age – the What

Age

Q1 One on one tim e (interes t)

Q2 Reward coffee (reward)

Q3 Achievem ents (endors em ent)

Q4 Encourage (trus t)

Q5 Feedback (acknowledgm ent)

Q6 Lis tens (Interes t)

Q7 Gifts (reward)

Q8 Ques tions (interes t)

Q9 Approves rewards (rewards )

Q10 tas ks on own (trus t)

Q11 Efforts for work (acknowledgem ent)

Q12 Thank you (acknowledgem ent)

Q13 Shares m y work (endors em ent)

Q14 Conform s m y direction (acknowledgem ent)

Q15 Allows tim e off (reward)

Q16 Tells others m y good job (endors em ent)

Q17 Take m y idea (interes t)

Q18 Confidence in m e (trus t)

Q19 Autonom y felxibility (trus t)

Q20 Recognis e to s enior m anagers (endors em ent)

r

-0.047

p

0.503

n

206

r

-0.049

p

0.484

n

206

r

-.160

p

0.022

*

n

206

r

-.184 **

p

0.008

n

206

r

-0.131

p

0.061

n

206

r

-.185 **

p

0.008

n

206

r

-0.051

p

0.469

n

206

r

-.137 *

p

0.049

n

206

r

-0.040

p

0.565

n

206

r

-.216 **

p

0.002

n

206

r

-.182

p

**

0.009

n

206

r

-.175 *
0.012

p
n

206

r

-.158 *

p

0.023

n

206

r

-0.122

p

0.080

n

206

r

-0.102

p

0.144

n

206

r

-.246 **

p

0.000

n

206

r

-.225 **

p

0.001

n

206

r

-.235 **

p

0.001

n

206

r

-.228

p

**

0.001

n

206

r
p

-.138 *
0.049

n

206

*. Correlation is s ignificant at the 0.05 level (2-tailed).
**. Correlation is s ignificant at the 0.01 level (2-tailed).
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Age – the Why
AGE
Q1 demonstrates they are monitoring what I'm doing (cognisance)

Q2 demonstrates that I'm really adding to the workplace (commendation)

Q3 demonstrates that what I'm doing matters and makes a real difference (commendation)

Q4 gives me confidence that I'm on track with what I'm doing (confirmation)

Q5 demonstrates my work is relied upon and highly valued (commendation)

Q6 demonstrates they know what I am doing (cognisance)

Q7 demonstrates they understand me and what I do (cognisance)

Q8 confirms that I'm moving in the right direction (confirmation)

Q9 demonstrates they really value my abilities and work achievements (commendation)

Q10 makes me feel safe and secure in my job (confirmation)

Q11 confirms I'm doing the right thing in my job (confirmation)

Q12 demonstrates that they care about me as a person (cognisance)
*. Correlation is significant at the 0.05 level (2-tailed).
**. Correlation is significant at the 0.01 level (2-tailed).

r

-0.049

p

0.481

n

206

r

-.163

p

0.020

n

206

r

-.203**

p

0.003

*

n

206

r

-.211**

p

0.002

n

206

r

-.147*

p

0.035

n

206

r

-0.042

p

0.553

n

206

r

-.154*

p

0.027

n

206

r

-.178*

p

0.010

n

206

r

-.176

p

0.012

n

206

r

-.140*

p

0.044

n

206

r

-.169*

p

0.015

*

n

206

r

-.160*

p

0.022

n

206
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Supervisor experience – the What

Supervisor experience

Q1 One on one tim e (interes t)

Q2 Reward coffee (reward)

Q3 Achievem ents (endors em ent)

Q4 Encourage (trus t)

Q5 Feedback (acknowledgm ent)

Q6 Lis tens (Interes t)

Q7 Gifts (reward)

Q8 Ques tions (interes t)

Q9 Approves rewards (rewards )

Q10 tas ks on own (trus t)

Q11 Efforts for work (acknowledgem ent)

Q12 Thank you (acknowledgem ent)

Q13 Shares m y work (endors em ent)

Q14 Conform s m y direction (acknowledgem ent)

Q15 Allows tim e off (reward)

Q16 Tells others m y good job (endors em ent)

Q17 Take m y idea (interes t)

Q18 Confidence in m e (trus t)

Q19 Autonom y felxibility (trus t)

Q20 Recognis e to s enior m anagers (endors em ent)

**

r

.188

p

0.007

n

205

r

.180

p

0.010

**

n

205

r

.185

p

0.008

**

n

205

r

.204

p

0.003

**

n

205

r

.172

p

0.014

*

n

205

r

.147 *

p

0.036

n

205

r

0.093

p

0.186

n

205

r

.181

p

0.009

**

n

205

r

.157 *

p

0.025

n

205

r

0.014

p

0.845

n

205

r

0.114

p

0.102

n

205

r

0.100

p

0.152

n

205

r

0.111

p

0.113

n

205

r

.162 *

p

0.020

n

205

r

.155 *

p

0.027

n

205

r

.152

p

0.030

*

n

205

r

0.127

p

0.069

n

205

r

.162 *

p

0.020

n

205

r

.198 **

p

0.004

n

205

r

.200 **

p

0.004

n

205

*. Correlation is s ignificant at the 0.05 level (2-tailed).
**. Correlation is s ignificant at the 0.01 level (2-tailed).
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Supervisor experience - the Why
Supervisor experience
Q1 demonstrates they are monitoring what I'm doing (cognisance)

Q2 demonstrates that I'm really adding to the workplace (commendation)

Q3 demonstrates that what I'm doing matters and makes a real difference (commendation)

Q4 gives me confidence that I'm on track with what I'm doing (confirmation)

Q5 demonstrates my work is relied upon and highly valued (commendation)

Q6 demonstrates they know what I am doing (cognisance)

Q7 demonstrates they understand me and what I do (cognisance)

Q8 confirms that I'm moving in the right direction (confirmation)

Q9 demonstrates they really value my abilities and work achievements (commendation)

Q10 makes me feel safe and secure in my job (confirmation)

Q11 confirms I'm doing the right thing in my job (confirmation)

Q12 demonstrates that they care about me as a person (cognisance)
*. Correlation is significant at the 0.05 level (2-tailed).
**. Correlation is significant at the 0.01 level (2-tailed).

r

0.018

p

0.795

n

205

r

.176 *

p

0.012

n

205

r

.174 *

p

0.013

n

205

r

.199 **

p

0.004

n

205

r

.232 **

p

0.001

n

205

r

.190 **

p

0.006

n

205

r

.207 **

p

0.003

n

205

r

.215 **

p

0.002

n

205

r

.184 **

p

0.008

n

205

r

0.102

p

0.145

n

205

r

.152 *

p

0.030

n

205

r

.154 *

p

0.028

n

205
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Organisational size – the What

Organisation size

Q1 One on one tim e (interes t)

Q2 Reward coffee (reward)

Q3 Achievem ents (endors em ent)

Q4 Encourage (trus t)

Q5 Feedback (acknowledgm ent)

Q6 Lis tens (Interes t)

Q7 Gifts (reward)

Q8 Ques tions (interes t)

Q9 Approves rewards (rewards )

Q10 tas ks on own (trus t)

Q11 Efforts for work (acknowledgem ent)

Q12 Thank you (acknowledgem ent)

Q13 Shares m y work (endors em ent)

Q14 Conform s m y direction (acknowledgem ent)

Q15 Allows tim e off (reward)

Q16 Tells others m y good job (endors em ent)

Q17 Take m y idea (interes t)

Q18 Confidence in m e (trus t)

Q19 Autonom y felxibility (trus t)

Q20 Recognis e to s enior m anagers (endors em ent)

r

-0.021

p

0.769

n

205

r

-0.128

p

0.068

n

205

r

-0.092

p

0.192

n

205

r

-0.036

p

0.611

n

205

r

-0.029

p

0.683

n

205

r

-0.037

p

0.601

n

205

r

-.147 *

p

0.035

n

205

r

-0.068

p

0.333

n

205

r

-.171 *

p

0.014

n

205

r

-0.061

p

0.384

n

205

r

-0.027

p

0.702

n

205

r

-0.058

p

0.407

n

205

r

-0.017

p

0.806

n

205

r

-0.016

p

0.815

n

205

r

-0.063

p

0.370

n

205

r

-0.044

p

0.533

n

205

r

-0.036

p

0.605

n

205

r

-0.018

p

0.801

n

205

r

-0.001

p

0.985

n

205

r

-0.081

p

0.247

n

205

*. Correlation is s ignificant at the 0.05 level (2-tailed).
**. Correlation is s ignificant at the 0.01 level (2-tailed).
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Organisation size – the Why

Organisation size
Q1 demonstrates they are monitoring what I'm doing (cognisance)

Q2 demonstrates that I'm really adding to the workplace (commendation)

Q3 demonstrates that what I'm doing matters and makes a real difference (commendation)

Q4 gives me confidence that I'm on track with what I'm doing (confirmation)

Q5 demonstrates my work is relied upon and highly valued (commendation)

Q6 demonstrates they know what I am doing (cognisance)

Q7 demonstrates they understand me and what I do (cognisance)

Q8 confirms that I'm moving in the right direction (confirmation)

Q9 demonstrates they really value my abilities and work achievements (commendation)

Q10 makes me feel safe and secure in my job (confirmation)

Q11 confirms I'm doing the right thing in my job (confirmation)

Q12 demonstrates that they care about me as a person (cognisance)
*. Correlation is significant at the 0.05 level (2-tailed).
**. Correlation is significant at the 0.01 level (2-tailed).

r

.160 *

p

0.022

n

205

r

0.080

p

0.255

n

205

r

0.063

p

0.367

n

205

r

0.059

p

0.403

n

205

r

0.035

p

0.613

n

205

r

0.069

p

0.327

n

205

r

0.050

p

0.472

n

205

r

0.068

p

0.332

n

205

r

0.053

p

0.449

n

205

r

0.064

p

0.362

n

205

r

0.070

p

0.320

n

205

r

0.004

p

0.953

n

205
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Workplace position – the What

ANOVA
Q1 One on one time (interest)

Sum of Squares

df

Mean Square

F

Sig.

Between Groups

13.939

2

6.969

3.029

0.051

Within Groups

462.395

201

2.300

Total

476.333

203
1.474

0.231

0.716

0.490

1.262

0.285

0.850

0.429

1.193

0.305

3.031

0.050

3.458

0.033

8.298

0.000

2.398

0.094

0.860

0.425

0.307

0.736

2.337

0.099

1.585

0.208

4.672

0.010

2.062

0.130

1.884

0.155

1.230

0.295

2.476

0.087

2.882

0.058

Between Groups
Q2 Reward coffee (reward)

9.052

2

4.526

Within Groups

617.198

201

3.071

Total

626.250

203

Between Groups
Q3 Achievements (endorsement)

3.612

2

1.806

Within Groups

507.226

201

2.524

Total

510.838

203

Between Groups
Q4 Encourage (trust)

5.727

2

2.863

Within Groups

456.170

201

2.270

Total

461.897

203

Between Groups
Q5 Feedback (acknowledgment)

3.709

2

1.855

Within Groups

438.580

201

2.182

Total

442.289

203

Between Groups
Q6 Listens (Interest)

Q7 Gifts (reward)

Q8 Questions (interest)

Q9 Approves rewards (rewards)

5.064

2

2.532

Within Groups

426.622

201

2.122

Total

431.686

203

Between Groups

13.958

2

6.979

Within Groups

462.866

201

2.303

Total

476.824

203

Between Groups

19.458

2

9.729

Within Groups

565.581

201

2.814

Total

585.039

203

Between Groups

35.313

2

17.656

Within Groups

427.668

201

2.128

Total

462.980

203

Between Groups
Q10 tasks on own (trust)

5.437

2

2.719

Within Groups

227.916

201

1.134

Total

233.353

203

Between Groups
Q11 Efforts for work (acknowledgement)

4.572

2

2.286

Within Groups

534.075

201

2.657

Total

538.647

203

Between Groups
Q12 Thank you (acknowledgement)

Q13 Sharesmy work (endorsement)

1.820

2

0.910

Within Groups

595.410

201

2.962

Total

597.230

203

Between Groups

14.200

2

7.100

Within Groups

610.560

201

3.038

Total

624.760

203

Between Groups
Q14 Conforms my direction (acknowledgement)

Q15 Allows time off (reward)

Q16 Tells others my good job (endorsement)

8.137

2

4.068

Within Groups

516.035

201

2.567

Total

524.172

203

Between Groups

35.478

2

17.739

Within Groups

763.209

201

3.797

Total

798.686

203

Between Groups

11.915

2

5.957

Within Groups

580.845

201

2.890

Total

592.760

203

Between Groups
Q17 Take my idea (interest)

8.880

2

4.440

Within Groups

473.806

201

2.357

Total

482.686

203

Between Groups
Q18 Confidence in me (trust)

Q19 Autonomy felxibility (trust)

Q20 Recognise to senior managers (endorsement)

6.097

2

3.049

Within Groups

498.236

201

2.479

Total

504.333

203

Between Groups

11.382

2

5.691

Within Groups

462.029

201

2.299

Total

473.412

203

Between Groups

16.618

2

8.309

Within Groups

579.553

201

2.883

Total

596.172

203
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Multiple Comparisons
Bonferroni
95% Confidence Interval
Mean Difference (I-J)

Std. Error

Sig.

Dependent Variable

1.00
Q1 One on one time (interest)

2.00
3.00
1.00

Q2 Reward coffee (reward)

2.00
3.00
1.00

Q3 Achievements (endorsement)

2.00
3.00
1.00

Q4 Encourage (trust)

2.00
3.00
1.00

Q5 Feedback (acknowledgment)

2.00
3.00
1.00

Q6 Listens (Interest)

2.00
3.00
1.00

Q7 Gifts (reward)

2.00
3.00
1.00

Q8 Questions (interest)

2.00
3.00
1.00

Q9 Approves rewards (rewards)

2.00
3.00
1.00

Q10 tasks on own (trust)

2.00
3.00
1.00

Q11 Efforts for work (acknowledgement)

2.00
3.00
1.00

Q12 Thank you (acknowledgement)

2.00
3.00
1.00

Q13 Sharesmy work (endorsement)

2.00
3.00
1.00

Q14 Conforms my direction
(acknowledgement)

2.00
3.00
1.00

Q15 Allows time off (reward)

2.00
3.00
1.00

Q16 Tells others my good job (endorsement)

2.00
3.00
1.00

Q17 Take my idea (interest)

2.00
3.00
1.00

Q18 Confidence in me (trust)

2.00
3.00
1.00

Q19 Autonomy felxibility (trust)

2.00
3.00
1.00

Q20 Recognise to senior managers
(endorsement)

2.00
3.00

*. The m ean difference is s ignificant at the 0.05 level.

2.00
3.00
1.00
3.00
1.00
2.00
2.00
3.00
1.00
3.00
1.00
2.00
2.00
3.00
1.00
3.00
1.00
2.00
2.00
3.00
1.00
3.00
1.00
2.00
2.00
3.00
1.00
3.00
1.00
2.00
2.00
3.00
1.00
3.00
1.00
2.00
2.00
3.00
1.00
3.00
1.00
2.00
2.00
3.00
1.00
3.00
1.00
2.00
2.00
3.00
1.00
3.00
1.00
2.00
2.00
3.00
1.00
3.00
1.00
2.00
2.00
3.00
1.00
3.00
1.00
2.00
2.00
3.00
1.00
3.00
1.00
2.00
2.00
3.00
1.00
3.00
1.00
2.00
2.00
3.00
1.00
3.00
1.00
2.00
2.00
3.00
1.00
3.00
1.00
2.00
2.00
3.00
1.00
3.00
1.00
2.00
2.00
3.00
1.00
3.00
1.00
2.00
2.00
3.00
1.00
3.00
1.00
2.00
2.00
3.00
1.00
3.00
1.00
2.00
2.00
3.00
1.00
3.00
1.00
2.00

0.88312
0.79481
-0.88312
-0.08831
-0.79481
0.08831
0.72727
0.57056
-0.72727
-0.15671
-0.57056
0.15671
0.38961
0.44416
-0.38961
0.05455
-0.44416
-0.05455
0.48701
0.55974
-0.48701
0.07273
-0.55974
-0.07273
0.35065
0.45022
-0.35065
0.09957
-0.45022
-0.09957
0.47403
0.52338
-0.47403
0.04935
-0.52338
-0.04935
0.88312
0.79654
-0.88312
-0.08658
-0.79654
0.08658
0.72078
1.01602*
-0.72078
0.29524
-1.01602*
-0.29524
1.06494*
1.38701*
-1.06494*
0.32208
-1.38701*
-0.32208
0.48701
0.21429
-0.48701
-0.27273
-0.21429
0.27273
0.31818
0.48355
-0.31818
0.16537
-0.48355
-0.16537
0.29221
0.31126
-0.29221
0.01905
-0.31126
-0.01905
0.69481
0.88182
-0.69481
0.18701
-0.88182
-0.18701
0.58442
0.66667
-0.58442
0.08225
-0.66667
-0.08225
1.40260*
1.27965*
-1.40260*
-0.12294
-1.27965*
0.12294
0.75325
0.79394
-0.75325
0.04069
-0.79394
-0.04069
0.69481
0.65065
-0.69481
-0.04416
-0.65065
0.04416
0.59091
0.50866
-0.59091
-0.08225
-0.50866
0.08225
0.75325
0.76710
-0.75325
0.01385
-0.76710
-0.01385
0.79221
0.95584
-0.79221
0.16364
-0.95584
-0.16364

0.36666
0.35563
0.36666
0.22756
0.35563
0.22756
0.42362
0.41088
0.42362
0.26291
0.41088
0.26291
0.38403
0.37248
0.38403
0.23834
0.37248
0.23834
0.36419
0.35323
0.36419
0.22603
0.35323
0.22603
0.35710
0.34636
0.35710
0.22163
0.34636
0.22163
0.35220
0.34160
0.35220
0.21858
0.34160
0.21858
0.36685
0.35582
0.36685
0.22768
0.35582
0.22768
0.40552
0.39332
0.40552
0.25168
0.39332
0.25168
0.35263
0.34202
0.35263
0.21885
0.34202
0.21885
0.25742
0.24968
0.25742
0.15977
0.24968
0.15977
0.39406
0.38221
0.39406
0.24457
0.38221
0.24457
0.41607
0.40356
0.41607
0.25823
0.40356
0.25823
0.42133
0.40866
0.42133
0.26149
0.40866
0.26149
0.38735
0.37570
0.38735
0.24040
0.37570
0.24040
0.47107
0.45690
0.47107
0.29236
0.45690
0.29236
0.41095
0.39859
0.41095
0.25505
0.39859
0.25505
0.37116
0.36000
0.37116
0.23036
0.36000
0.23036
0.38061
0.36916
0.38061
0.23622
0.36916
0.23622
0.36652
0.35549
0.36652
0.22747
0.35549
0.22747
0.41050
0.39815
0.41050
0.25477
0.39815
0.25477

0.051
0.080
0.051
1.000
0.080
1.000
0.263
0.499
0.263
1.000
0.499
1.000
0.935
0.703
0.935
1.000
0.703
1.000
0.548
0.344
0.548
1.000
0.344
1.000
0.982
0.585
0.982
1.000
0.585
1.000
0.540
0.381
0.540
1.000
0.381
1.000
0.051
0.079
0.051
1.000
0.079
1.000
0.231
0.031
0.231
0.726
0.031
0.726
0.009
0.000
0.009
0.428
0.000
0.428
0.180
1.000
0.180
0.268
1.000
0.268
1.000
0.622
1.000
1.000
0.622
1.000
1.000
1.000
1.000
1.000
1.000
1.000
0.302
0.096
0.302
1.000
0.096
1.000
0.399
0.232
0.399
1.000
0.232
1.000
0.010
0.017
0.010
1.000
0.017
1.000
0.205
0.143
0.205
1.000
0.143
1.000
0.188
0.217
0.188
1.000
0.217
1.000
0.366
0.509
0.366
1.000
0.509
1.000
0.123
0.096
0.123
1.000
0.096
1.000
0.165
0.052
0.165
1.000
0.052
1.000

Lower Bound

-0.0021
-0.0638
-1.7683
-0.6377
-1.6534
-0.4611
-0.2954
-0.4214
-1.7500
-0.7914
-1.5625
-0.4780
-0.5375
-0.4551
-1.3167
-0.5209
-1.3434
-0.6299
-0.3922
-0.2930
-1.3662
-0.4729
-1.4125
-0.6184
-0.5115
-0.3859
-1.2127
-0.4355
-1.2864
-0.6346
-0.3762
-0.3013
-1.3243
-0.4784
-1.3481
-0.5771
-0.0025
-0.0625
-1.7688
-0.6362
-1.6555
-0.4631
-0.2582
0.0665
-1.6998
-0.3124
-1.9656
-0.9028
0.2136
0.5613
-1.9162
-0.2063
-2.2127
-0.8504
-0.1345
-0.3885
-1.1085
-0.6584
-0.8171
-0.1130
-0.6332
-0.4392
-1.2695
-0.4251
-1.4063
-0.7558
-0.7123
-0.6630
-1.2967
-0.6044
-1.2855
-0.6425
-0.3224
-0.1048
-1.7120
-0.4443
-1.8684
-0.8183
-0.3507
-0.2403
-1.5195
-0.4981
-1.5737
-0.6626
0.2654
0.1766
-2.5398
-0.8288
-2.3827
-0.5829
-0.2389
-0.1683
-1.7454
-0.5750
-1.7562
-0.6564
-0.2012
-0.2184
-1.5909
-0.6003
-1.5197
-0.5120
-0.3280
-0.3826
-1.5098
-0.6525
-1.3999
-0.4880
-0.1316
-0.0911
-1.6381
-0.5353
-1.6253
-0.5630
-0.1988
-0.0054
-1.7832
-0.4514
-1.9170
-0.7787

Upper Bound

1.7683
1.6534
0.0021
0.4611
0.0638
0.6377
1.7500
1.5625
0.2954
0.4780
0.4214
0.7914
1.3167
1.3434
0.5375
0.6299
0.4551
0.5209
1.3662
1.4125
0.3922
0.6184
0.2930
0.4729
1.2127
1.2864
0.5115
0.6346
0.3859
0.4355
1.3243
1.3481
0.3762
0.5771
0.3013
0.4784
1.7688
1.6555
0.0025
0.4631
0.0625
0.6362
1.6998
1.9656
0.2582
0.9028
-0.0665
0.3124
1.9162
2.2127
-0.2136
0.8504
-0.5613
0.2063
1.1085
0.8171
0.1345
0.1130
0.3885
0.6584
1.2695
1.4063
0.6332
0.7558
0.4392
0.4251
1.2967
1.2855
0.7123
0.6425
0.6630
0.6044
1.7120
1.8684
0.3224
0.8183
0.1048
0.4443
1.5195
1.5737
0.3507
0.6626
0.2403
0.4981
2.5398
2.3827
-0.2654
0.5829
-0.1766
0.8288
1.7454
1.7562
0.2389
0.6564
0.1683
0.5750
1.5909
1.5197
0.2012
0.5120
0.2184
0.6003
1.5098
1.3999
0.3280
0.4880
0.3826
0.6525
1.6381
1.6253
0.1316
0.5630
0.0911
0.5353
1.7832
1.9170
0.1988
0.7787
0.0054
0.4514
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Workplace position – the Why
ANOVA

Q1 demonstrates they are monitoring what I'm doing
(cognisance)

Between Groups

Sum of
Squares
3.316

2

Mean
Square
1.658

Within Groups

547.723

201

2.725

Total

551.039

203

Between Groups
Q2 demonstrates that I'm really adding to the
workplace (commendation)

5.249

2

2.624

Within Groups

334.163

201

1.663

Total

339.412

203

Between Groups
Q3 demonstrates that what I'm doing matters and
makes a real difference (commendation)

7.158

2

3.579

Within Groups

341.916

201

1.701

Total

349.074

203

Between Groups
Q4 gives me confidence that I'm on track with what I'm
Within Groups
doing (confirmation)
Total
Between Groups
Q5 demonstrates my work is relied upon and highly
valued (commendation)

1.618

Total

330.760

203

2.821

2

1.410

Within Groups

267.116

201

1.329

Total

269.936

203

4.947

2

2.473

Within Groups

308.127

201

1.533

Total

313.074

203

5.102

2

2.551

Within Groups

281.148

201

1.399

Total

286.250

203

6.655

2

3.328

Within Groups

293.384

201

1.460

Total

300.039

203

0.403

2

0.201

Within Groups

369.774

201

1.840

Total

370.176

203

2.876

2

1.438

Within Groups

334.830

201

1.666

Total

337.706

203

Between Groups
Q12 demonstrates that they care about me as a
person (cognisance)

203
2.807

Between Groups
Q11 confirms I'm doing the right thing in my job
(confirmation)

318.250

2

Between Groups
Q10 makes me feel safe and secure in my job
(confirmation)

1.565

201

Between Groups
Q9 demonstrates they really value my abilities and
work achievements (commendation)

1.841

201

325.146

Between Groups
Q8 confirms that I'm moving in the right direction
(confirmation)

2

314.568

Within Groups

Between Groups
Q7 demonstrates they understand me and what I do
(cognisance)

3.682

5.613

Between Groups
Q6 demonstrates they know what I am doing
(cognisance)

df

5.430

2

2.715

Within Groups

348.741

201

1.735

Total

354.172

203

Note: No anovas significant therefore no comparisons were undertaken

F

Sig.

0.608

0.545

1.579

0.209

2.104

0.125

1.176

0.311

1.735

0.179

1.061

0.348

1.613

0.202

1.824

0.164

2.280

0.105

0.109

0.896

0.863

0.423

1.565

0.212
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Role description – the What
Independent Samples Test
Levene's Test for
Equality of Variances

Equal variances assumed

t-test for Equality of Means

df

Sig. (2tailed)

-1.694

196

0.092

-1.396

25.610

0.175

-0.154

196

0.878

-0.137

26.468

0.892

-0.484

196

0.629

-0.418

26.097

0.680

-1.572

196

0.117

-1.415

26.583

0.169

-1.512

196

0.132

-1.245

25.598

0.224

-1.389

196

0.166

-1.094

25.185

0.284

-1.002

196

0.317

-1.071

29.309

0.293

-0.984

196

0.326

-0.862

26.261

0.397

-1.429

196

0.155

-1.615

30.551

0.117

1.146

196

0.253

1.489

34.754

0.146

-0.749

196

0.455

-0.706

27.186

0.486

-1.702

196

0.090

-1.427

25.779

0.166

-1.635

196

0.104

-1.469

26.565

0.154

-1.021

196

0.309

-0.858

25.811

0.399

-2.007

196

0.046

-2.225

30.099

0.034

-1.326

196

0.186

-1.279

27.533

0.212

-1.097

196

0.274

-1.039

27.272

0.308

-0.828

196

0.409

-0.770

27.002

0.448

-0.766

196

0.445

-0.721

27.178

0.477

-1.228

196

0.221

-1.062

26.111

0.298

F

Sig.

t

5.309

0.022

Q1 One on one time (interest)
Equal variances not assumed
Equal variances assumed

2.334

0.128

Q2 Reward coffee (reward)
Equal variances not assumed
Equal variances assumed

4.152

0.043

Q3 Achievements (endorsement)
Equal variances not assumed
Equal variances assumed

0.545

0.461

Q4 Encourage (trust)
Equal variances not assumed
Equal variances assumed

5.064

0.026

Q5 Feedback (acknowledgment)
Equal variances not assumed
Equal variances assumed

6.917

0.009

0.198

0.657

Q6 Listens (Interest)
Equal variances not assumed
Equal variances assumed
Q7 Gifts (reward)
Equal variances not assumed
Equal variances assumed

2.333

0.128

0.877

0.350

Q8 Questions (interest)
Equal variances not assumed
Equal variances assumed
Q9 Approves rewards (rewards)
Equal variances not assumed
Equal variances assumed

1.618

0.205

Q10 tasks on own (trust)
Equal variances not assumed
Equal variances assumed

0.663

0.417

Q11 Efforts for work (acknowledgement)
Equal variances not assumed
Equal variances assumed

4.695

0.031

Q12 Thank you (acknowledgement)
Equal variances not assumed
Equal variances assumed

1.974

0.162

Q13 Sharesmy work (endorsement)
Equal variances not assumed
Equal variances assumed

5.004

0.026

Q14 Conforms my direction (acknowledgement)
Equal variances not assumed
Equal variances assumed

0.542

0.462

0.487

0.486

Q15 Allows time off (reward)
Equal variances not assumed
Equal variances assumed
Q16 Tells others my good job (endorsement)
Equal variances not assumed
Equal variances assumed

0.397

0.529

0.550

0.459

Q17 Take my idea (interest)
Equal variances not assumed
Equal variances assumed
Q18 Confidence in me (trust)
Equal variances not assumed
Equal variances assumed

0.355

0.552

5.062

0.026

Q19 Autonomy felxibility (trust)
Equal variances not assumed
Q20 Recognise to senior managers (endorsement)

Equal variances assumed
Equal variances not assumed
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Role description – the Why
Independent Samples Test
Levene's Test for
Equality of Variances

Equal variances assumed

t-test for Equality of Means

F

Sig.

t

df

Sig. (2tailed)

0.051

0.821

0.975

196

0.331

0.986

28.288

0.333

0.030

196

0.976

0.022

24.621

0.983

-0.374

196

0.708

-0.289

25.007

0.775

-1.302

196

0.195

-0.984

24.836

0.335

-2.375

196

0.019

-1.717

24.501

0.099

-1.491

196

0.137

-1.188

25.283

0.246

-2.064

196

0.040

-1.502

24.548

0.146

-1.644

196

0.102

-1.275

25.048

0.214

-2.319

196

0.021

-1.622

24.275

0.118

-0.762

196

0.447

-0.597

25.135

0.556

-0.982

196

0.327

-0.830

25.861

0.414

-1.438

196

0.152

-1.085

24.825

0.288

Q1 demonstrates they are monitoring what I'm doing (cognisance)
Equal variances not assumed
Equal variances assumed

4.184

0.042

Q2 demonstrates that I'm really adding to the workplace (commendation)
Equal variances not assumed
Equal variances assumed

3.420

0.066

Q3 demonstrates that what I'm doing matters and makes a real difference (commendation)
Equal variances not assumed
Equal variances assumed

5.078

0.025

Q4 gives me confidence that I'm on track with what I'm doing (confirmation)
Equal variances not assumed
Equal variances assumed

8.708

0.004

Q5 demonstrates my work is relied upon and highly valued (commendation)
Equal variances not assumed
Equal variances assumed

2.492

0.116

Q6 demonstrates they know what I am doing (cognisance)
Equal variances not assumed
Equal variances assumed

9.300

0.003

Q7 demonstrates they understand me and what I do (cognisance)
Equal variances not assumed
Equal variances assumed

5.734

0.018

Q8 confirms that I'm moving in the right direction (confirmation)
Equal variances not assumed
Equal variances assumed

10.068

0.002

Q9 demonstrates they really value my abilities and work achievements (commendation)
Equal variances not assumed
Equal variances assumed

5.199

0.024

Q10 makes me feel safe and secure in my job (confirmation)
Equal variances not assumed
Q11 confirms I'm doing the right thing in my job (confirmation)

Equal variances assumed

2.579

0.110

5.480

0.020

Equal variances not assumed
Equal variances assumed
Q12 demonstrates that they care about me as a person (cognisance)

Equal variances not assumed
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Appendix J.
Statistical Output – What – Factor analysis

Factor Analysis
KMO and Bartlett's Test
Kaiser-Meyer-Olkin Measure of Sampling Adequacy.

.951

Approx. Chi-Square

Bartlett's Test of Sphericity

3935.182

df

190

Sig.

.000

Communalities
Initial

Extraction

Q1 One on one time (interest)

.688

.621

Q2 Reward cof f ee (reward)

.621

.612

Q3 Achievements (endorsement)

.797

.740

Q4 Encourage (trust)

.506

.409

Q5 Feedback (acknowledgment)

.779

.741

Q6 Listens (Interest)

.743

.647

Q7 Gif ts (reward)

.467

.440

Q8 Questions (interest)

.772

.751

Q9 Approves rewards (rewards)

.360

.510

Q10 tasks on own (trust)

.478

.556

Q11 Ef f orts f or work (acknowledgement)

.859

.837

Q12 Thank you (acknowledgement)

.818

.762

Q13 Shares my work (endorsement)

.836

.778

Q14 Conf orms my direction (acknowledgement)

.800

.769

Q15 Allows time of f (reward)

.504

.495

Q16 Tells others my good job (endorsement)

.871

.812

Q17 Take my idea (interest)

.775

.773

Q18 Conf idence in me (trust)

.797

.817

Q19 Autonomy f lexibility (trust)

.656

.669

Q20 Recognise to senior managers

.786

.761

(endorsement)
Extraction Method: Principal Axis Factoring.
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Total Variance Explained
Rotation Sums
of Squared
Initial Eigenvalues

Extraction Sums of Squared Loadings

% of Variance Cumulative %

Loadings a

% of

Cumulative

Total

Variance

%

Total

Factor

Total

1

12.076

60.380

60.380

11.789

58.945

58.945

11.466

2

1.444

7.219

67.599

1.068

5.342

64.287

4.622

3

1.105

5.526

73.125

.643

3.217

67.504

5.178

4

.726

3.631

76.756

5

.661

3.304

80.061

6

.551

2.753

82.813

7

.527

2.634

85.447

8

.438

2.190

87.637

9

.352

1.758

89.395

10

.340

1.701

91.097

11

.284

1.419

92.515

12

.258

1.290

93.806

13

.232

1.158

94.964

14

.218

1.089

96.053

15

.176

.882

96.935

16

.168

.840

97.775

17

.136

.680

98.455

18

.121

.607

99.062

19

.101

.507

99.568

20

.086

.432

100.000

Extraction Method: Principal Axis Factoring.
a. When factors are correlated, sums of squared loadings cannot be added to obtain a total variance.
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(refer section 5.2.4 - Figure 3, in main thesis document)
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Factor Matrixa
Factor
1

2

3

Q1 One on one time (interest)

.725

-.286

-.117

Q2 Reward cof f ee (reward)

.737

-.255

.060

Q3 Achievements (endorsement)

.828

-.229

-.037

Q4 Encourage (trust)

.637

-.057

-.019

Q5 Feedback (acknowledgment)

.829

-.184

-.140

Q6 Listens (Interest)

.793

.106

-.086

Q7 Gif ts (reward)

.572

-.175

.285

Q8 Questions (interest)

.850

-.141

-.090

Q9 Approves rewards (rewards)

.399

-.211

.553

Q10 tasks on own (trust)

.424

.603

.111

Q11 Ef f orts f or work (acknowledgement)

.906

.051

-.113

Q12 Thank you (acknowledgement)

.862

-.012

-.140

Q13 Shares my work (endorsement)

.872

-.109

-.073

Q14 Conf orms my direction (acknowledgement)

.863

.026

-.153

Q15 Allows time of f (reward)

.613

-.018

.346

Q16 Tells others my good job (endorsement)

.901

-.005

-.008

Q17 Take my idea (interest)

.848

.230

.025

Q18 Conf idence in me (trust)

.858

.283

.021

Q19 Autonomy f lexibility (trust)

.672

.459

.076

Q20 Recognise to senior managers

.870

.050

.042

(endorsement)
Extraction Method: Principal Axis Factoring.
a. 3 factors extracted. 18 iterations required.
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Pattern Matrixa
Factor
1

2

3

Q1 One on one time (interest)

.858

-.218

.008

Q2 Reward cof f ee (reward)

.688

-.134

.215

Q3 Achievements (endorsement)

.843

-.117

.103

Q4 Encourage (trust)

.581

.042

.064

Q5 Feedback (acknowledgment)

.918

-.097

-.030

Q6 Listens (Interest)

.696

.225

-.035

Q7 Gif ts (reward)

.299

-.013

.449

Q8 Questions (interest)

.867

-.032

.023

Q9 Approves rewards (rewards)

-.079

-.007

.758

Q10 tasks on own (trust)

-.041

.754

.047

Q11 Ef f orts f or work (acknowledgement)

.843

.177

-.042

Q12 Thank you (acknowledgement)

.861

.095

-.066

Q13 Shares my work (endorsement)

.854

.010

.039

Q14 Conf orms my direction (acknowledgement)

.856

.132

-.089

Q15 Allows time of f (reward)

.200

.180

.491

Q16 Tells others my good job (endorsement)

.768

.146

.096

Q17 Take my idea (interest)

.578

.399

.077

Q18 Conf idence in me (trust)

.564

.457

.062

Q19 Autonomy f lexibility (trust)

.271

.630

.066

Q20 Recognise to senior managers (endorsement)

.668

.213

.141

Extraction Method: Principal Axis Factoring.
Rotation Method: Oblimin with Kaiser Normalization. a
a. Rotation converged in 6 iterations.
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Structure Matrix
Factor
1

2

3

Q1 One on one time (interest)

.764

.174

.458

Q2 Reward cof f ee (reward)

.751

.223

.584

Q3 Achievements (endorsement)

.849

.288

.564

Q4 Encourage (trust)

.637

.319

.407

Q5 Feedback (acknowledgment)

.856

.315

.478

Q6 Listens (Interest)

.778

.534

.412

Q7 Gif ts (reward)

.552

.215

.618

Q8 Questions (interest)

.866

.367

.516

Q9 Approves rewards (rewards)

.354

.112

.711

Q10 tasks on own (trust)

.329

.745

.178

Q11 Ef f orts f or work (acknowledgement)

.900

.553

.480

Q12 Thank you (acknowledgement)

.867

.474

.450

Q13 Shares my work (endorsement)

.881

.407

.533

Q14 Conf orms my direction (acknowledgement)

.865

.504

.431

Q15 Allows time of f (reward)

.565

.372

.643

Q16 Tells others my good job (endorsement)

.889

.515

.568

Q17 Take my idea (interest)

.804

.678

.492

Q18 Conf idence in me (trust)

.807

.726

.480

Q19 Autonomy f elxibility (trust)

.596

.767

.352

Q20 Recognise to senior managers (endorsement)

.846

.546

.569

Extraction Method: Principal Axis Factoring.
Rotation Method: Oblimin with Kaiser Normalization.

Factor Correlation Matrix
Factor

1

2

3

1

1.000

.455

.576

2

.455

1.000

.205

3

.576

.205

1.000

Extraction Method: Principal Axis Factoring.
Rotation Method: Oblimin with Kaiser Normalization.
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Factor Score Coefficient Matrix
Factor
1

2

3

Q1 One on one time (interest)

.099

-.212

-.048

Q2 Reward cof f ee (reward)

.058

-.151

.180

Q3 Achievements (endorsement)

.116

-.227

.074

Q4 Encourage (trust)

.028

-.024

.015

Q5 Feedback (acknowledgment)

.139

-.215

-.145

Q6 Listens (Interest)

.046

.065

-.107

Q7 Gif ts (reward)

-.004

-.037

.312

Q8 Questions (interest)

.121

-.162

-.061

Q9 Approves rewards (rewards)

-.050

-.020

.635

Q10 tasks on own (trust)

-.071

.372

.021

Q11 Ef f orts f or work (acknowledgement)

.143

.044

-.271

Q12 Thank you (acknowledgement)

.117

-.047

-.223

Q13 Shares my work (endorsement)

.125

-.139

-.041

Q14 Conf orms my direction (acknowledgement)

.116

-.011

-.273

Q15 Allows time of f (reward)

-.028

.048

.380

Q16 Tells others my good job (endorsement)

.096

.006

.078

Q17 Take my idea (interest)

.010

.280

.038

Q18 Conf idence in me (trust)

.001

.421

.011

Q19 Autonomy f lexibility (trust)

-.050

.380

.030

Q20 Recognise to senior managers (endorsement)

.045

.079

.147

Extraction Method: Principal Axis Factoring.
Rotation Method: Oblimin with Kaiser Normalization.
Factor Scores Method: Anderson-Rubin.
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Appendix K.
Why Factor analysis

Descriptive Statistics
Std.
Mean

Deviation

Analysis N

4.0534

1.65340

206

5.592

1.2911

206

5.7864

1.30777

206

5.7573

1.24912

206

5.8107

1.27569

206

Q6 demonstrates they know what I am doing (cognisance)

5.7039

1.15386

206

Q7 demonstrates they understand me and what I do

5.7767

1.23709

206

5.7573

1.18500

206

5.9078

1.21223

206

5.6214

1.34430

206

5.7427

1.28664

206

5.7621

1.31658

206

Q1 demonstrates they are monitoring what I'm doing
(cognisance)
Q2 demonstrates that I'm really adding to the workplace
(commendation)
Q3 demonstrates that what I'm doing matters and makes a
real dif f erence (commendation)
Q4 gives me conf idence that I'm on track with what I'm
doing (conf irmation)
Q5 demonstrates my work is relied upon and highly valued
(commendation)

(cognisance)
Q8 conf irms that I'm moving in the right direction
(conf irmation)
Q9 demonstrates they really value my abilities and work
achievements (commendation)
Q10 makes me f eel saf e and secure in my job
(conf irmation)
Q11 conf irms I'm doing the right thing in my job
(conf irmation)
Q12 demonstrates that they care about me as a person
(cognisance)

KMO and Bartlett's Test
Kaiser-Meyer-Olkin Measure of Sampling Adequacy.
Bartlett's Test of Sphericity

Approx. Chi-Square
df
Sig.

.934
2738.669
66
.000
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Communalities
Initial

Extraction

Q1 demonstrates they are monitoring what I'm doing (cognisance)

.219

.110

Q2 demonstrates that I'm really adding to the workplace (commendation)

.819

.737

Q3 demonstrates that what I'm doing matters and makes a real dif ference (commendation)

.868

.798

Q4 gives me conf idence that I'm on track with what I'm doing (conf irmation)

.851

.828

Q5 demonstrates my work is relied upon and highly valued (commendation)

.844

.788

Q6 demonstrates they know what I am doing (cognisance)

.736

.632

Q7 demonstrates they understand me and what I do (cognisance)

.818

.743

Q8 conf irms that I'm moving in the right direction (conf irmation)

.850

.808

Q9 demonstrates they really value my abilities and work achievements (commendation)

.852

.850

Q10 makes me f eel saf e and secure in my job (conf irmation)

.613

.505

Q11 conf irms I'm doing the right thing in my job (conf irmation)

.812

.746

Q12 demonstrates that they care about me as a person (cognisance)

.648

.600

Extraction Method: Principal Axis Factoring.

Total Variance Explained
Initial Eigenvalues

Extraction Sums of Squared Loadings

Factor

Total

% of Variance Cumulative %

1

8.410

70.082

70.082

2

.977

8.138

78.220

3

.620

5.164

83.384

4

.519

4.327

87.711

5

.383

3.188

90.899

6

.320

2.668

93.568

7

.184

1.535

95.103

8

.171

1.429

96.532

9

.131

1.092

97.624

10

.104

.864

98.488

11

.093

.774

99.262

12

.089

.738

100.000

Extraction Method: Principal Axis Factoring.

Total

% of Variance

Cumulative %

8.144

67.868

67.868
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Factor Matrixa
Factor
1
Q9 demonstrates they really value my abilities and work achievements (commendation)

.922

Q4 gives me conf idence that I'm on track with what I'm doing (conf irmation)

.910

Q8 conf irms that I'm moving in the right direction (conf irmation)

.899

Q3 demonstrates that what I'm doing matters and makes a real dif ference (commendation)

.893

Q5 demonstrates my work is relied upon and highly valued (commendation)

.888

Q11 conf irms I'm doing the right thing in my job (conf irmation)

.864

Q7 demonstrates they understand me and what I do (cognisance)

.862

Q2 demonstrates that I'm really adding to the workplace (commendation)

.858

Q6 demonstrates they know what I am doing (cognisance)

.795

Q12 demonstrates that they care about me as a person (cognisance)

.775

Q10 makes me f eel saf e and secure in my job (conf irmation)

.711

Q1 demonstrates they are monitoring what I'm doing (cognisance)

.332

Extraction Method: Principal Axis Factoring.
a. 1 factors extracted. 4 iterations required.
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Correlations
A-R factor score
Items 1-12 why
factors
Factor score acknowledgement - - AR
Method

Pearson Correlation

.498 **

Sig. (2-tailed)

0.000

N
Factor score trust - - AR Method

Pearson Correlation
Sig. (2-tailed)
N

Factor score reward - - AR Method
A-R factor score Items 1-12 why factors

206
**

.288
0.000

206

Pearson Correlation

0.049

Sig. (2-tailed)

0.482

Pearson Correlation

1

Sig. (2-tailed)
N
**. Correlation is significant at the 0.01 level (2-tailed).

206
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Appendix L.
Statistical output for summary results – Diener et al.’s (1985) Satisfaction with Life Scale (SWLS)
subject to exploratory factor analysis (principal axis factoring).

Factor Analysis
KMO and Bartlett's Test
Kaiser-Meyer-Olkin Measure of Sampling Adequacy.
Bartlett's Test of Sphericity

.863

Approx. Chi-Square

674.357

df

10

Sig.

.000

Communalities
Initial

Extraction

Q1 SCALE - my lif e is close to my ideal

.652

.707

Q2 SCALE - conditions of my lif e are excellent

.685

.743

Q3 SCALE - satisf ied with my lif e

.755

.826

Q4 SCALE - I have gotten the important things I want in lif e

.608

.644

Q5 SCALE - I could live my lif e over, I would change almost nothing

.356

.372

Extraction Method: Principal Axis Factoring.

Total Variance Explained
Initial Eigenvalues

Extraction Sums of Squared Loadings

% of

Cumulative

% of

Factor

Total

Variance

%

Total

Variance

Cumulative %

1

3.603

72.067

72.067

3.293

65.851

65.851

2

.591

11.822

83.889

3

.374

7.487

91.376

4

.256

5.112

96.488

5

.176

3.512

100.000

Extraction Method: Principal Axis Factoring.
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Factor Matrixa
Factor
1
Q1 SCALE - my lif e is close to my ideal

.841

Q2 SCALE - conditions of my lif e are excellent

.862

Q3 SCALE - satisf ied with my lif e

.909

Q4 SCALE - I have gotten the important things I want in lif e

.803

Q5 SCALE - I could live my lif e over, I would change

.610

almost nothing
Extraction Method: Principal Axis Factoring.
a. 1 factors extracted. 5 iterations required.
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Factor Score Coefficient Matrix
Factor
1
Q1 SCALE - my lif e is close to my ideal

.222

Q2 SCALE - conditions of my lif e are excellent

.259

Q3 SCALE - satisf ied with my lif e

.403

Q4 SCALE - I have gotten the important things I want in lif e

.174

Q5 SCALE - I could live my lif e over, I would change almost nothing

.075

Extraction Method: Principal Axis Factoring.
Rotation Method: Oblimin with Kaiser Normalization.
Factor Scores Method: Anderson-Rubin.
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Appendix M.
Association of appreciation factors (acknowledgement, trust and reward) with outcome
measures for SWB.

Q1 GLOBAL - how satisfied are you with your life as a whole these days?

Regression
Descriptive Statistics
Mean

Std. Deviation

N

5.6059

1.30208

203

Factor score acknowledgement - - AR Method

-.0123328

1.00045399

203

Factor score trust - - AR Method

-.0032141

1.00292332

203

Factor score reward - - AR Method

.0030397

1.00120945

203

Age

3.9163

1.01371

203

How experienced do you consider yourself as a supervisor?

5.1084

1.61616

203

I would best describe my workplace position as …

2.4039

.67808

203

Q1 GLOBAL - how satisf ied are you with your lif e as a whole
these days?
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Correlations
Q1 GLOBAL how satisf ied are
you with your lif e

Pearson

Factor score
acknowledgem Factor score Factor score

How

I would best

experienced do

describe my

you consider

workplace

yourself as a

position as

supervisor?

(NEED

as a whole these

ent - - AR

trust - - AR

reward - -

days?

Method

Method

AR Method

Age

(NEED SCALE)

SCALE)

1.000

.234

.157

.049

-.021

.190

-.094

.234

1.000

-.003

-.004

-.166

.164

-.108

Factor score trust - - AR Method

.157

-.003

1.000

-.002

-.218

.012

.012

Factor score reward - - AR Method

.049

-.004

-.002

1.000

.001

.122

-.186

Age

-.021

-.166

-.218

.001

1.000

.229

-.116

How experienced do you consider yourself

.190

.164

.012

.122

.229

1.000

-.442

-.094

-.108

.012

-.186

-.116

-.442

1.000

.

.000

.012

.246

.381

.003

.092

.000

.

.481

.479

.009

.010

.063

.012

.481

.

.491

.001

.434

.435

Q1 GLOBAL - how satisf ied are you with

Correlation your lif e as a whole these days?
Factor score acknowledgement - - AR
Method

as a supervisor?
I would best describe my workplace
position as..
Sig. (1-

Q1 GLOBAL - how satisf ied are you with

tailed)

your lif e as a whole these days?
Factor score acknowledgement - - AR
Method
Factor score trust - - AR Method
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Factor score reward - - AR Method

.246

.479

.491

.

.492

.041

.004

Age

.381

.009

.001

.492

.

.001

.049

How experienced do you consider yourself

.003

.010

.434

.041

.001

.

.000

.092

.063

.435

.004

.049

.000

.

203

203

203

203

203

203

203

203

203

203

203

203

203

203

Factor score trust - - AR Method

203

203

203

203

203

203

203

Factor score reward - - AR Method

203

203

203

203

203

203

203

Age

203

203

203

203

203

203

203

How experienced do you consider yourself

203

203

203

203

203

203

203

203

203

203

203

203

203

203

as a supervisor?
I would best describe my workplace
position as…
N

Q1 GLOBAL - how satisf ied are you with
your lif e as a whole these days?
Factor score acknowledgement - - AR
Method

as a supervisor?
I would best describe my workplace
position as…
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Model Summaryc
Change Statistics
Model

Adjusted R

Std. Error of the

R Square

Durbin-

R

R Square

Square

Estimate

Change

F Change

df 1

df 2

Sig. F Change

1

.287a

.082

.069

1.25668

.082

5.952

3

199

.001

2

.322b

.104

.077

1.25124

.022

1.579

3

196

.196

Watson

1.949

a. Predictors: (Constant), Factor score reward - - AR Method, Factor score trust - - AR Method, Factor score acknowledgement - - AR Method
b. Predictors: (Constant), Factor score reward - - AR Method, Factor score trust - - AR Method, Factor score acknowledgement - - AR Method, How experienced do you consider
yourself as a supervisor? (NEED SCALE), Age, I would best describe my workplace positi on as (NEED SCALE)
c. Dependent Variable: Q1 GLOBAL - how satisfied are you with your life as a whole these days?

ANOVAa
Model
1

2

Sum of Squares

df

Mean Square

F

Sig.

Regression

28.201

3

9.400

5.952

.001b

Residual

314.272

199

1.579

Total

342.473

202

Regression

35.616

6

5.936

3.791

.001c

Residual

306.857

196

1.566

Total

342.473

202

a. Dependent Variable: Q1 GLOBAL - how satisfied are you with your life as a whole these days?
b. Predictors: (Constant), Factor score reward - - AR Method, Factor score trust - - AR Method, Factor score
acknowledgement - - AR Method
c. Predictors: (Constant), Factor score reward - - AR Method, Factor score trust - - AR Method, Factor score
acknowledgement - - AR Method, How experienced do you consider yourself as a supervisor? (NEED SCALE),
Age, I would best describe my workplace position as (NEED SCALE)
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Coefficientsa
Unstandardized

Standardized

Coef f icients

Coef f icients

Model

Std. Error

t

Sig.

5.610

.088

63.600

.000

.306

.088

.235

3.460

Factor score trust - - AR Method

.205

.088

.158

Factor score reward - - AR Method

.065

.088

.050

(Constant)

4.935

.643

.278

.092

Factor score trust - - AR Method

.208

Factor score reward - - AR Method
Age

Factor score acknowledgement - AR Method

Factor score acknowledgement - AR Method

2

How experienced do you consider
yourself as a supervisor?
I would best describe my
workplace position as…

Collinearity Statistics

ZeroB

(Constant)
1

Correlations

Beta

order

Partial

Part

Tolerance

VIF

.001

.234

.238

.235

1.000

1.000

2.330

.021

.157

.163

.158

1.000

1.000

.732

.465

.049

.052

.050

1.000

1.000

7.681

.000

.214

3.036

.003

.234

.212

.205

.923

1.083

.090

.160

2.298

.023

.157

.162

.155

.945

1.058

.041

.090

.032

.461

.645

.049

.033

.031

.961

1.041

.020

.094

.016

.215

.830

-.021

.015

.015

.854

1.171

.117

.063

.145

1.851

.066

.190

.131

.125

.743

1.346

-.001

.147

.000

-.005

.996

-.094

.000

.000

.784

1.275

a. Dependent Variable: Q1 GLOBAL - how satisfied are you with your life as a whole these days?
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Excluded Variablesa
Collinearity Statistics
Partial
Model
1

Age

Minimum

Beta In

t

Sig.

Correlation

Tolerance

VIF

Tolerance

.056b

.799

.425

.057

.924

1.082

.924

.150b

2.176

.031

.153

.958

1.044

.958

-.064b

-.916

.361

-.065

.953

1.049

.953

How experienced do you
consider yourself as a
supervisor?
I would best describe my
workplace position as…

a. Dependent Variable: Q1 GLOBAL - how satisfied are you with your life as a whole these days?
b. Predictors in the Model: (Constant), Factor score reward - - AR Method, Factor score trust - - AR Method, Factor score acknowledgement - - AR Method

321
Collinearity Diagnosticsa
Variance Proportions
How experienced do

Condition
Model
1

2

Dimension Eigenvalue

you consider

I would best

Factor score

Factor score

Factor score

yourself as a

describe my

acknowledgemen

trust - - AR

reward - - AR

supervisor? (NEED

workplace position

Age

SCALE)

as (NEED SCALE)

Index

(Constant)

t - - AR Method

Method

Method

1

1.014

1.000

.44

.44

.00

.11

2

1.002

1.006

.01

.09

.80

.10

3

.998

1.008

.12

.01

.09

.79

4

.986

1.014

.44

.47

.11

.01

1

3.817

1.000

.00

.00

.00

.00

.00

.00

.00

2

1.006

1.948

.00

.41

.26

.25

.00

.00

.00

3

1.005

1.949

.00

.40

.01

.52

.00

.00

.00

4

1.001

1.953

.00

.10

.66

.18

.00

.00

.00

5

.113

5.803

.00

.02

.00

.04

.01

.25

.27

6

.045

9.254

.00

.06

.05

.00

.80

.39

.08

7

.014

16.714

1.00

.00

.01

.01

.18

.36

.64

a. Dependent Variable: Q1 GLOBAL - how satisfied are you with your life as a whole these days?
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Casewise Diagnosticsa
Q1 GLOBAL how satisf ied are
you with your lif e
as a whole these
Case Number

Std. Residual

days?

Predicted Value

Residual

26

-3.034

2.00

5.7960

-3.79600

27

-2.617

2.00

5.2748

-3.27479

28

-2.005

3.00

5.5086

-2.50860

120

-2.185

2.00

4.7341

-2.73410

149

-3.438

2.00

6.3017

-4.30169

166

-2.878

1.00

4.6005

-3.60054

175

2.093

7.00

4.3816

2.61841

179

-2.148

2.00

4.6880

-2.68800

183

-2.524

2.00

5.1578

-3.15785

193

-3.062

2.00

5.8314

-3.83136

199

-2.031

3.00

5.5408

-2.54079

203

-2.230

2.00

4.7899

-2.78987

a. Dependent Variable: Q1 GLOBAL - how satisfied are you with your life as a whole these days?

Residuals Statisticsa
Minimum

Maximum

Mean

Std. Deviation

N

Predicted Value

4.3816

6.4327

5.6059

.41990

203

Std. Predicted Value

-2.916

1.969

.000

1.000

203

.123

.415

.225

.057

203

4.2046

6.5334

5.6030

.42816

203

-4.30169

2.61841

.00000

1.23252

203

Std. Residual

-3.438

2.093

.000

.985

203

Stud. Residual

-3.529

2.162

.001

1.005

203

-4.53341

2.79536

.00290

1.28434

203

-3.638

2.183

-.001

1.014

203

Mahal. Distance

.962

21.201

5.970

3.616

203

Cook's Distance

.000

.096

.006

.012

203

Centered Leverage Value

.005

.105

.030

.018

203

Standard Error of Predicted Value
Adjusted Predicted Value
Residual

Deleted Residual
Stud. Deleted Residual

a. Dependent Variable: Q1 GLOBAL - how satisf ied are you with your lif e as a whole these days?
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Charts

324

325

326

327

328
Q2 GLOBAL - How satisfied are you with your current job?

Descriptive Statistics
Q2 GLOBAL - How satisf ied are
you with your current job?
Factor score acknowledgement - AR Method
Factor score trust - - AR Method
Factor score reward - - AR
Method
Age

Mean

Std. Deviation

N

4.9557

1.76405

203

-.0123328

1.00045399

203

-.0032141

1.00292332

203

.0030397

1.00120945

203

3.9163

1.01371

203

5.1084

1.61616

203

2.4039

.67808

203

How experienced do you
consider yourself as a
supervisor?
I would best describe my
workplace position as…

329
Correlations

Pearson

How experienced

I would best

Factor score

do you consider

describe my

- - AR

reward - - AR

yourself as a

workplace

Method

Method

Method

Age

supervisor?

position as

1.000

.479

.101

.055

.028

.132

-.097

.479

1.000

-.003

-.004

-.166

.164

-.108

Factor score trust - - AR Method

.101

-.003

1.000

-.002

-.218

.012

.012

Factor score reward - - AR Method

.055

-.004

-.002

1.000

.001

.122

-.186

Age

.028

-.166

-.218

.001

1.000

.229

-.116

.132

.164

.012

.122

.229

1.000

-.442

-.097

-.108

.012

-.186

-.116

-.442

1.000

.

.000

.076

.217

.344

.030

.085

.000

.

.481

.479

.009

.010

.063

Factor score trust - - AR Method

.076

.481

.

.491

.001

.434

.435

Factor score reward - - AR Method

.217

.479

.491

.

.492

.041

.004

Age

.344

.009

.001

.492

.

.001

.049

.030

.010

.434

.041

.001

.

.000

.085

.063

.435

.004

.049

.000

.

Q2 GLOBAL - How satisf ied are you

Correlation with your current job?
Factor score acknowledgement - AR Method

How experienced do you consider
yourself as a supervisor?
I would best describe my workplace
position as
Sig. (1-

Q2 GLOBAL - How satisf ied are you

tailed)

with your current job?
Factor score acknowledgement - AR Method

How experienced do you consider
yourself as a supervisor?
I would best describe my workplace
position as…

Q2 GLOBAL -

Factor score

Factor

How satisf ied are

acknowledge

score trust

you with your

ment - - AR

current job?

330

N

Q2 GLOBAL - How satisf ied are you

203

203

203

203

203

203

203

203

203

203

203

203

203

203

Factor score trust - - AR Method

203

203

203

203

203

203

203

Factor score reward - - AR Method

203

203

203

203

203

203

203

Age

203

203

203

203

203

203

203

203

203

203

203

203

203

203

203

203

203

203

203

203

203

with your current job?
Factor score acknowledgement - AR Method

How experienced do you consider
yourself as a supervisor?
I would best describe my workplace
position as…
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Model Summaryc
Change Statistics
Model

Adjusted R

Std. Error of

R Square

Sig. F

R

R Square

Square

the Estimate

Change

F Change

df 1

df 2

Change

1

.493a

.243

.232

1.54620

.243

21.311

3

199

.000

2

.512b

.262

.239

1.53859

.019

1.658

3

196

.177

Durbin-Watson

2.012

a. Predictors: (Constant), Factor score reward - - AR Method, Factor score trust - - AR Method, Factor score acknowledgement - - AR Method
b. Predictors: (Constant), Factor score reward - - AR Method, Factor score trust - - AR Method, Factor score acknowledgement - - AR Method, How
experienced do you consider yourself as a supervisor? (NEED SCALE), Age, I would best describe my workplace positi on as (NEED SCALE)
c. Dependent Variable: Q2 GLOBAL - How satisf ied are you with your current job?

ANOVAa
Model
1

2

Sum of Squares

df

Mean Square

F

Sig.

Regression

152.844

3

50.948

21.311

.000b

Residual

475.757

199

2.391

Total

628.601

202

Regression

164.616

6

27.436

11.590

.000c

Residual

463.985

196

2.367

Total

628.601

202

a. Dependent Variable: Q2 GLOBAL - How satisf ied are you with your current job?
b. Predictors: (Constant), Factor score reward - - AR Method, Factor score trust - - AR Method, Factor
score acknowledgement - - AR Method
c. Predictors: (Constant), Factor score reward - - AR Method, Factor score trust - - AR Method, Factor
score acknowledgement - - AR Method, How experienced do you consider yourself as a sup ervisor?
(NEED SCALE), Age, I would best describe my workplace position as (NEED SCALE)
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Coefficientsa
Unstandardized

Standardized

Coef f icients

Coef f icients

Correlations

Collinearity Statistics

ZeroModel
1

B

Std. Error

t

Sig.

4.966

.109

45.760

.000

.845

.109

.479

7.775

Factor score trust - - AR Method

.180

.108

.103

Factor score reward - - AR Method

.101

.109

.057

4.119

.790

.882

.113

Factor score trust - - AR Method

.234

Factor score reward - - AR Method
Age

(Constant)
Factor score acknowledgement - AR Method

2

(Constant)
Factor score acknowledgement - AR Method

How experienced do you consider
yourself as a supervisor?
I would best describe my
workplace position as…

Beta

order

Partial

Part

Tolerance

VIF

.000

.479

.483

.479

1.000

1.000

1.663

.098

.101

.117

.103

1.000

1.000

.928

.354

.055

.066

.057

1.000

1.000

5.214

.000

.500

7.833

.000

.479

.488

.481

.923

1.083

.111

.133

2.105

.037

.101

.149

.129

.945

1.058

.095

.110

.054

.858

.392

.055

.061

.053

.961

1.041

.240

.116

.138

2.078

.039

.028

.147

.128

.854

1.171

.003

.078

.003

.036

.972

.132

.003

.002

.743

1.346

-.044

.180

-.017

-.247

.806

-.097

-.018

-.015

.784

1.275

a. Dependent Variable: Q2 GLOBAL - How satisf ied are you with your current job?
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Excluded Variablesa
Collinearity Statistics
Partial
Model
1

Age
How experienced do you consider yourself as a
supervisor?
I would best describe my workplace position as.

Minimum

Beta In

t

Sig.

Correlation

Tolerance

VIF

Tolerance

.141b

2.222

.027

.156

.924

1.082

.924

.047b

.746

.457

.053

.958

1.044

.958

-.037b

-.588

.557

-.042

.953

1.049

.953

a. Dependent Variable: Q2 GLOBAL - How satisfied are you with your current job?
b. Predictors in the Model: (Constant), Factor score reward - - AR Method, Factor score trust - - AR Method, Factor score acknowledgement - - AR Method
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Collinearity Diagnosticsa
Variance Proportions

Model
1

2

Dimension Eigenvalue

How experienced

I would best

do you consider

describe my

Factor score

Factor score

Factor score

yourself as a

workplace

acknowledgemen

trust - - AR

reward - - AR

supervisor?

position as

Age

(NEED SCALE)

(NEED SCALE)

Condition Index

(Constant)

t - - AR Method

Method

Method

1

1.014

1.000

.44

.44

.00

.11

2

1.002

1.006

.01

.09

.80

.10

3

.998

1.008

.12

.01

.09

.79

4

.986

1.014

.44

.47

.11

.01

1

3.817

1.000

.00

.00

.00

.00

.00

.00

.00

2

1.006

1.948

.00

.41

.26

.25

.00

.00

.00

3

1.005

1.949

.00

.40

.01

.52

.00

.00

.00

4

1.001

1.953

.00

.10

.66

.18

.00

.00

.00

5

.113

5.803

.00

.02

.00

.04

.01

.25

.27

6

.045

9.254

.00

.06

.05

.00

.80

.39

.08

7

.014

16.714

1.00

.00

.01

.01

.18

.36

.64

a. Dependent Variable: Q2 GLOBAL - How satisfied are you with your current job?
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Casewise Diagnosticsa
Q2 GLOBAL How satisf ied are
you with your
Case Number

Std. Residual

current job?

Predicted Value

Residual

12

-2.459

2.00

5.7827

-3.78274

14

2.197

7.00

3.6194

3.38062

26

-2.652

1.00

5.0808

-4.08084

61

-2.235

2.00

5.4382

-3.43822

104

-2.820

1.00

5.3395

-4.33947

149

-2.373

3.00

6.6518

-3.65176

159

-2.023

2.00

5.1120

-3.11200

178

-2.269

1.00

4.4910

-3.49096

193

-2.386

2.00

5.6704

-3.67037

a. Dependent Variable: Q2 GLOBAL - How satisfied are you with your current job?

Residuals Statisticsa
Minimum

Maximum

Mean

Std. Deviation

N

Predicted Value

2.9705

7.3312

4.9557

.90274

203

Std. Predicted Value

-2.199

2.631

.000

1.000

203

.151

.510

.277

.070

203

2.8286

7.3665

4.9547

.90868

203

-4.33947

3.38062

.00000

1.51557

203

Std. Residual

-2.820

2.197

.000

.985

203

Stud. Residual

-2.904

2.243

.000

1.004

203

-4.60119

3.52326

.00097

1.57538

203

-2.961

2.267

-.001

1.009

203

Mahal. Distance

.962

21.201

5.970

3.616

203

Cook's Distance

.000

.073

.006

.010

203

Centered Leverage Value

.005

.105

.030

.018

203

Standard Error of Predicted
Value
Adjusted Predicted Value
Residual

Deleted Residual
Stud. Deleted Residual

a. Dependent Variable: Q2 GLOBAL - How satisfied are you with your current job?
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Charts

337

338

339

340

341
Q3 GLOBAL - I feel happy in general.

Descriptive Statistics
Q3 GLOBAL - I f eel happy in
general

Mean

Std. Deviation

N

5.6931

1.23177

202

-.0132429

1.00285535

202

-.0092383

1.00172638

202

-.0012234

1.00184823

202

3.9158

1.01621

202

5.0990

1.61464

202

2.4109

.67247

202

Factor score
acknowledgement - - AR
Method
Factor score trust - - AR
Method
Factor score reward - - AR
Method
Age
How experienced do you
consider yourself as a
supervisor?
I would best describe my
workplace position as…

342
Correlations

Q3 GLOBAL - I f eel happy in
general
Factor score acknowledgement - AR Method
Factor score trust - - AR Method
Pearson
Correlation

Factor score reward - - AR
Method
Age

Q3 GLOBAL - I

Factor score

Factor score

Factor score

f eel happy in

acknowledgemen

trust - - AR

reward - - AR

general

t - - AR Method

Method

Method

Age

How experienced

I would best

do you consider

describe my

yourself as a

workplace

supervisor?

position as

(NEED SCALE)

(NEED SCALE)

1.000

.278

.096

-.007

.027

.128

-.063

.278

1.000

-.005

-.005

-.167

.164

-.107

.096

-.005

1.000

-.007

-.220

.005

.024

-.007

-.005

-.007

1.000

.001

.118

-.180

.027

-.167

-.220

.001

1.000

.229

-.117

.128

.164

.005

.118

.229

1.000

-.436

-.063

-.107

.024

-.180

-.117

-.436

1.000

.

.000

.088

.460

.352

.035

.186

.000

.

.474

.474

.009

.010

.064

.088

.474

.

.462

.001

.474

.365

.460

.474

.462

.

.494

.047

.005

.352

.009

.001

.494

.

.001

.049

How experienced do you
consider yourself as a
supervisor?
I would best describe my
workplace position as…
Q3 GLOBAL - I f eel happy in
general
Factor score acknowledgement Sig. (1-

- AR Method

tailed)

Factor score trust - - AR Method
Factor score reward - - AR
Method
Age

343

How experienced do you
consider yourself as a

.035

.010

.474

.047

.001

.

.000

.186

.064

.365

.005

.049

.000

.

202

202

202

202

202

202

202

202

202

202

202

202

202

202

202

202

202

202

202

202

202

202

202

202

202

202

202

202

202

202

202

202

202

202

202

202

202

202

202

202

202

202

202

202

202

202

202

202

202

supervisor?
I would best describe my
workplace position as…
Q3 GLOBAL - I f eel happy in
general
Factor score acknowledgement - AR Method
Factor score trust - - AR Method
Factor score reward - - AR
N

Method
Age
How experienced do you
consider yourself as a
supervisor?
I would best describe my
workplace position as…
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Model Summaryc
Change Statistics
Model

Adjusted R

Std. Error of

R Square

F

R

R Square

Square

the Estimate

Change

Change

df 1

df 2

Sig. F Change

1

.294a

.087

.073

1.18604

.087

6.267

3

198

.000

2

.316b

.100

.072

1.18643

.013

.956

3

195

.415

Durbin-Watson

1.699

a. Predictors: (Constant), Factor score reward - - AR Method, Factor score acknowledgement - - AR Method, Factor score trust - - AR Method
b. Predictors: (Constant), Factor score reward - - AR Method, Factor score acknowledgement - - AR Method, Factor score trust - - AR Method, How experienced do you
consider yourself as a supervisor? (NEED SCALE), Age, I would best describe my workplace position as (NEED SCALE)
c. Dependent Variable: Q3 GLOBAL - I feel happy in general

ANOVAa
Model
1

2

Sum of Squares

df

Mean Square

F

Sig.

Regression

26.447

3

8.816

6.267

.000b

Residual

278.524

198

1.407

Total

304.970

201

Regression

30.484

6

5.081

3.609

.002c

Residual

274.487

195

1.408

Total

304.970

201

a. Dependent Variable: Q3 GLOBAL - I feel happy in general
b. Predictors: (Constant), Factor score reward - - AR Method, Factor score acknowledgement - - AR Method,
Factor score trust - - AR Method
c. Predictors: (Constant), Factor score reward - - AR Method, Factor score acknowledgement - - AR Method,
Factor score trust - - AR Method, How experienced do you consider yourself as a supervisor? (NEED SCALE),
Age, I would best describe my workplace position as (NEED SCALE).

345
Coefficientsa

Model
1

(Constant)
Factor score acknowledgement - AR Method
Factor score trust - - AR Method
Factor score reward - - AR
Method

2

(Constant)
Factor score acknowledgement - AR Method
Factor score trust - - AR Method
Factor score reward - - AR
Method
Age

Unstandardized

Standardized

Coef f icients

Coef f icients

B

Std. Error

5.699

.083

.342

.083

.119

Beta

Correlations
t

Sig.

68.280

.000

.278

4.100

.084

.097

-.006

.084

-.005

5.055

.611

.347

.087

.142

Collinearity Statistics

Zero-order

Partial

Part

Tolerance

VIF

.000

.278

.280

.278

1.000

1.000

1.426

.155

.096

.101

.097

1.000

1.000

-.076

.940

-.007

-.005

-.005

1.000

1.000

8.280

.000

.282

3.992

.000

.278

.275

.271

.923

1.083

.086

.115

1.648

.101

.096

.117

.112

.945

1.058

-.016

.085

-.013

-.182

.856

-.007

-.013

-.012

.963

1.038

.103

.089

.085

1.152

.251

.027

.082

.078

.854

1.171

.048

.060

.063

.801

.424

.128

.057

.054

.748

1.337

-.001

.140

-.001

-.009

.993

-.063

-.001

-.001

.790

1.266

How experienced do you
consider yourself as a
supervisor?
I would best describe my
workplace position as…

a. Dependent Variable: Q3 GLOBAL - I feel happy in general
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Excluded Variablesa
Collinearity Statistics
Partial
Model
1

Age
How experienced do you consider
yourself as a supervisor?
I would best describe my
workplace position as…

Minimum

Beta In

t

Sig.

Correlation

Tolerance

VIF

Tolerance

.102b

1.453

.148

.103

.924

1.083

.924

.086b

1.242

.216

.088

.959

1.043

.959

-.038b

-.551

.582

-.039

.956

1.047

.956

a. Dependent Variable: Q3 GLOBAL - I feel happy in general
b. Predictors in the Model: (Constant), Factor score reward - - AR Method, Factor score acknowledgement - - AR Method, Factor score trust - - AR Method
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Collinearity Diagnosticsa
Variance Proportions
I would best
Model

Dimension Eigenvalue

Condition
Index

Factor score
(Constant) acknowledgemen
t - - AR Method

Factor score trust
- - AR Method

Factor score
reward - - AR

Age

Method

How experienced do

describe my

you consider yourself

workplace

as a supervisor?

position as

(NEED SCALE)

(NEED
SCALE)

1

2

1

1.015

1.000

.46

.31

.14

.07

2

1.006

1.005

.02

.26

.50

.21

3

.999

1.008

.16

.11

.12

.61

4

.979

1.018

.36

.31

.24

.10

1

3.819

1.000

.00

.00

.00

.00

.00

.00

.00

2

1.011

1.944

.00

.04

.43

.48

.00

.00

.00

3

1.006

1.949

.00

.80

.01

.11

.00

.00

.00

4

.995

1.959

.00

.07

.51

.37

.00

.00

.00

5

.112

5.835

.00

.02

.00

.04

.01

.26

.27

6

.045

9.232

.00

.06

.05

.00

.80

.39

.08

7

.014

16.717

1.00

.00

.01

.01

.18

.35

.64

a. Dependent Variable: Q3 GLOBAL - I feel happy in general

348

Casewise Diagnosticsa
Q3 GLOBAL - I
f eel happy in
Case Number

Std. Residual

general

Predicted Value

Residual

11

-2.798

2.00

5.3192

-3.31921

19

-2.602

2.00

5.0874

-3.08737

26

-3.142

2.00

5.7274

-3.72745

27

-2.748

2.00

5.2599

-3.25990

28

-2.271

3.00

5.6950

-2.69497

32

-2.061

3.00

5.4451

-2.44506

113

-3.445

1.00

5.0868

-4.08682

166

-3.247

1.00

4.8529

-3.85291

173

-2.007

3.00

5.3810

-2.38096

183

-2.057

3.00

5.4404

-2.44041

a. Dependent Variable: Q3 GLOBAL - I feel happy in general

Residuals Statisticsa
Minimum

Maximum

Mean

Std. Deviation

N

Predicted Value

4.7460

6.5490

5.6931

.38943

202

Std. Predicted Value

-2.432

2.198

.000

1.000

202

.117

.393

.214

.054

202

4.6637

6.5733

5.6909

.39614

202

-4.08682

2.10119

.00000

1.16859

202

Std. Residual

-3.445

1.771

.000

.985

202

Stud. Residual

-3.504

1.834

.001

1.005

202

-4.22821

2.25304

.00218

1.21603

202

-3.610

1.845

-.002

1.013

202

Mahal. Distance

.965

21.111

5.970

3.621

202

Cook's Distance

.000

.098

.006

.012

202

Centered Leverage Value

.005

.105

.030

.018

202

Standard Error of Predicted Value
Adjusted Predicted Value
Residual

Deleted Residual
Stud. Deleted Residual

a. Dependent Variable: Q3 GLOBAL - I feel happy in general
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Charts

350

351

352

353

354
Q4 GLOBAL - I am committed to my job

Descriptive Statistics
Mean

Std. Deviation

N

5.6700

1.35867

203

-.0123328

1.00045399

203

Factor score trust - - AR Method

-.0032141

1.00292332

203

Factor score reward - - AR Method

.0030397

1.00120945

203

3.9163

1.01371

203

5.1084

1.61616

203

2.4039

.67808

203

Q4 GLOBAL - I am committed to my job
Factor score acknowledgement - - AR
Method

Age
How experienced do you consider yourself
as a supervisor?
I would best describe my workplace position
as…

355
Correlations

Factor score

I am

acknowledge

committed to

ment - - AR

my job

Method

1.000

.298

.133

.045

.059

.131

-.048

.298

1.000

-.003

-.004

-.166

.164

-.108

Factor score trust - - AR Method

.133

-.003

1.000

-.002

-.218

.012

.012

Factor score reward - - AR Method

.045

-.004

-.002

1.000

.001

.122

-.186

Age

.059

-.166

-.218

.001

1.000

.229

-.116

.131

.164

.012

.122

.229

1.000

-.442

-.048

-.108

.012

-.186

-.116

-.442

1.000

.

.000

.029

.263

.202

.031

.248

.000

.

.481

.479

.009

.010

.063

Factor score trust - - AR Method

.029

.481

.

.491

.001

.434

.435

Factor score reward - - AR Method

.263

.479

.491

.

.492

.041

.004

Age

.202

.009

.001

.492

.

.001

.049

.031

.010

.434

.041

.001

.

.000

Q4 GLOBAL - I am committed to my
job
Factor score acknowledgement - - AR
Method
Pearson
Correlation

How experienced do you consider
yourself as a supervisor?
I would best describe my workplace
position as
Q4 GLOBAL - I am committed to my
job
Factor score acknowledgement - - AR
Method
Sig. (1tailed)

How experienced

Q4 GLOBAL -

How experienced do you consider
yourself as a supervisor?

Factor score

Factor score

trust - - AR

reward - - AR

Method

Method

do you consider
Age

yourself as a
supervisor?
(NEED SCALE)

I would best
describe my
workplace position
as (NEED SCALE)

356

I would best describe my workplace

.248

.063

.435

.004

.049

.000

.

203

203

203

203

203

203

203

203

203

203

203

203

203

203

Factor score trust - - AR Method

203

203

203

203

203

203

203

Factor score reward - - AR Method

203

203

203

203

203

203

203

Age

203

203

203

203

203

203

203

203

203

203

203

203

203

203

203

203

203

203

203

203

203

position as…
Q4 GLOBAL - I am committed to my
job
Factor score acknowledgement - - AR
Method

N

How experienced do you consider
yourself as a supervisor?
I would best describe my workplace
position as…

357
Model Summaryc
Change Statistics
Model

Adjusted R

Std. Error of the

R Square

R

R Square

Square

Estimate

Change

F Change

df 1

df 2

Sig. F Change

1

.330a

.109

.096

1.29211

.109

8.116

3

199

.000

2

.363b

.132

.105

1.28510

.023

1.725

3

196

.163

Durbin-Watson

2.090

a. Predictors: (Constant), Factor score reward - - AR Method, Factor score trust - - AR Method, Factor score acknowledgement - - AR Method
b. Predictors: (Constant), Factor score reward - - AR Method, Factor score trust - - AR Method, Factor score acknowledgement - - AR Method, How experienced do you consider
yourself as a supervisor? (NEED SCALE), Age, I would best describe my workplace position as (NEED SCALE)
c. Dependent Variable: Q4 GLOBAL - I am committed to my job

ANOVAa
Model
1

2

Sum of Squares

df

Mean Square

F

Sig.

Regression

40.648

3

13.549

8.116

.000b

Residual

332.238

199

1.670

Total

372.887

202

Regression

49.197

6

8.199

4.965

.000c

Residual

323.690

196

1.651

Total

372.887

202

a. Dependent Variable: Q4 GLOBAL - I am committed to my job
b. Predictors: (Constant), Factor score reward - - AR Method, Factor score trust - - AR Method, Factor score
acknowledgement - - AR Method
c. Predictors: (Constant), Factor score reward - - AR Method, Factor score trust - - AR Method, Factor score
acknowledgement - - AR Method, How experienced do you consider yourself as a supervisor? (NEED SCALE),
Age, I would best describe my workplace position as (NEED SCALE)

358
Coefficientsa

Model
1

Unstandardized

Standardized

Coef f icients

Coef f icients

B

Std. Error

t

Sig.

5.675

.091

62.576

.000

.406

.091

.299

4.465

Factor score trust - - AR Method

.182

.091

.134

Factor score reward - - AR

.063

.091

.046

4.554

.660

.430

.094

Factor score trust - - AR Method

.222

Factor score reward - - AR

Collinearity Statistics

Zero-order

Partial

Part

Tolerance

VIF

.000

.298

.302

.299

1.000

1.000

2.006

.046

.133

.141

.134

1.000

1.000

.690

.491

.045

.049

.046

1.000

1.000

6.901

.000

.316

4.569

.000

.298

.310

.304

.923

1.083

.093

.164

2.389

.018

.133

.168

.159

.945

1.058

.062

.092

.046

.670

.503

.045

.048

.045

.961

1.041

Age

.186

.097

.138

1.923

.056

.059

.136

.128

.854

1.171

How experienced do you

.046

.065

.055

.710

.479

.131

.051

.047

.743

1.346

.066

.151

.033

.440

.660

-.048

.031

.029

.784

1.275

(Constant)
Factor score acknowledgement -

Beta

Correlations

- AR Method

Method
2

(Constant)
Factor score acknowledgement - AR Method

Method

consider yourself as a
supervisor?
I would best describe my
workplace position as…
a. Dependent Variable: Q4 GLOBAL - I am committed to my job

Excluded Variablesa

359
Collinearity Statistics
Partial
Model
1

Age

Minimum

Beta In

t

Sig.

Correlation

Tolerance

VIF

Tolerance

.149b

2.163

.032

.152

.924

1.082

.924

.078b

1.148

.252

.081

.958

1.044

.958

-.009b

-.133

.894

-.009

.953

1.049

.953

How experienced do you
consider yourself as a
supervisor?
I would best describe my
workplace position as…

a. Dependent Variable: Q4 GLOBAL - I am committed to my job
b. Predictors in the Model: (Constant), Factor score reward - - AR Method, Factor score trust - - AR Method, Factor score acknowledgement - - AR Method
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Collinearity Diagnosticsa
Variance Proportions

Condition
Model Dimension
1

2

How experienced do

I would best

you consider

describe my

Factor score

Factor score

Factor score

yourself as a

workplace

acknowledgement

trust - AR

reward - AR

supervisor? (NEED

position as

Age

SCALE)

(NEED SCALE)

Eigenvalue

Index

(Constant)

- AR Method

Method

Method

1

1.014

1.000

.44

.44

.00

.11

2

1.002

1.006

.01

.09

.80

.10

3

.998

1.008

.12

.01

.09

.79

4

.986

1.014

.44

.47

.11

.01

1

3.817

1.000

.00

.00

.00

.00

.00

.00

.00

2

1.006

1.948

.00

.41

.26

.25

.00

.00

.00

3

1.005

1.949

.00

.40

.01

.52

.00

.00

.00

4

1.001

1.953

.00

.10

.66

.18

.00

.00

.00

5

.113

5.803

.00

.02

.00

.04

.01

.25

.27

6

.045

9.254

.00

.06

.05

.00

.80

.39

.08

7

.014

16.714

1.00

.00

.01

.01

.18

.36

.64

a. Dependent Variable: Q4 GLOBAL - I am committed to my job
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Casewise Diagnosticsa
Q4 GLOBAL - I
am committed to
Case Number

Std. Residual

my job

Predicted Value

Residual

61

-3.156

2.00

6.0561

-4.05612

65

-2.968

1.00

4.8145

-3.81453

69

-2.205

2.00

4.8330

-2.83302

94

-2.505

2.00

5.2192

-3.21921

104

-3.558

1.00

5.5717

-4.57175

113

-3.083

1.00

4.9620

-3.96203

167

-2.882

2.00

5.7038

-3.70384

189

-2.304

3.00

5.9603

-2.96035

193

-2.303

3.00

5.9592

-2.95924

203

-2.985

1.00

4.8366

-3.83659

206

-2.478

2.00

5.1850

-3.18496

a. Dependent Variable: Q4 GLOBAL - I am committed to my job

Residuals Statisticsa
Minimum

Maximum

Mean

Std. Deviation

N

Predicted Value

4.3121

6.9436

5.6700

.49351

203

Std. Predicted Value

-2.752

2.581

.000

1.000

203

Standard Error of Predicted

.126

.426

.231

.058

203

Adjusted Predicted Value

4.3583

6.9376

5.6697

.49778

203

Residual

-4.57175

2.46366

.00000

1.26587

203

Std. Residual

-3.558

1.917

.000

.985

203

Stud. Residual

-3.663

1.985

.000

1.005

203

Deleted Residual

-4.84747

2.64167

.00021

1.31857

203

Stud. Deleted Residual

-3.786

2.000

-.003

1.016

203

Mahal. Distance

.962

21.201

5.970

3.616

203

Cook's Distance

.000

.116

.006

.013

203

Centered Leverage Value

.005

.105

.030

.018

203

Value

a. Dependent Variable: Q4 GLOBAL - I am committed to my job

362

Charts

363

364

365

366

367
Diener’s 1985 SWLS Scale (single-score measure)

Descriptive Statistics
Mean

Std. Deviation

N

Factor score Deiner AR method

-.0069791

1.00366789

203

Factor score acknowledgement - - AR Method

-.0123328

1.00045399

203

Factor score trust - - AR Method

-.0032141

1.00292332

203

Factor score reward - - AR Method

.0030397

1.00120945

203

3.9163

1.01371

203

5.1084

1.61616

203

2.4039

.67808

203

Age
How experienced do you consider yourself as a
supervisor?
I would best describe my workplace position as ..

368

Regression

Correlations
I would best
Factor score
Factor score acknowledge

Pearson

Factor score Factor score

How experienced do

describe my

you consider yourself

workplace

as a supervisor?

position as

Diener AR

ment - - AR

trust - - AR

reward - -

method

Method

Method

AR Method

Age

(NEED SCALE)

(NEED SCALE)

1.000

.224

.163

.107

-.073

.154

-.107

.224

1.000

-.003

-.004

-.166

.164

-.108

Factor score trust - - AR Method

.163

-.003

1.000

-.002

-.218

.012

.012

Factor score reward - - AR Method

.107

-.004

-.002

1.000

.001

.122

-.186

Age

-.073

-.166

-.218

.001

1.000

.229

-.116

How experienced do you consider

.154

.164

.012

.122

.229

1.000

-.442

-.107

-.108

.012

-.186

-.116

-.442

1.000

.

.001

.010

.064

.151

.014

.064

.001

.

.481

.479

.009

.010

.063

Factor score trust - - AR Method

.010

.481

.

.491

.001

.434

.435

Factor score reward - - AR Method

.064

.479

.491

.

.492

.041

.004

Age

.151

.009

.001

.492

.

.001

.049

Factor score Diener AR method

Correlation Factor score acknowledgement - - AR
Method

yourself as a supervisor?
I would best describe my workplace
position as…
Sig. (1-

Factor score Diener AR method

tailed)

Factor score acknowledgement - - AR
Method

369

How experienced do you consider

.014

.010

.434

.041

.001

.

.000

.064

.063

.435

.004

.049

.000

.

Factor score Diener AR method

203

203

203

203

203

203

203

Factor score acknowledgement - - AR

203

203

203

203

203

203

203

Factor score trust - - AR Method

203

203

203

203

203

203

203

Factor score reward - - AR Method

203

203

203

203

203

203

203

Age

203

203

203

203

203

203

203

How experienced do you consider

203

203

203

203

203

203

203

203

203

203

203

203

203

203

yourself as a supervisor?
I would best describe my workplace
position as…
N

Method

yourself as a supervisor?
I would best describe my workplace
position as…

370
Model Summaryc
Change Statistics
Model

Adjusted R

Std. Error of

R Square

Sig. F

R

R Square

Square

the Estimate

Change

F Change

df 1

df 2

Change

1

.298a

.089

.075

.96531056

.089

6.457

3

199

.000

2

.318b

.101

.074

.96607528

.012

.895

3

196

.445

Durbin-Watson

1.781

a. Predictors: (Constant), Factor score reward - - AR Method, Factor score trust - - AR Method, Factor score acknowledgement - - AR Method
b. Predictors: (Constant), Factor score reward - - AR Method, Factor score trust - - AR Method, Factor score acknowledgement - - AR Method, How experienced do you consider
yourself as a supervisor? (NEED SCALE), Age, I would best describe my workplace positi on as (NEED SCALE)
c. Dependent Variable: Factor score Diener AR method

ANOVAa
Model
1

2

Sum of Squares

df

Mean Square

F

Sig.

Regression

18.051

3

6.017

6.457

.000b

Residual

185.433

199

.932

Total

203.485

202

Regression

20.557

6

3.426

3.671

.002c

Residual

182.927

196

.933

Total

203.485

202

a. Dependent Variable: Factor score Deiner AR method
b. Predictors: (Constant), Factor score reward - - AR Method, Factor score trust - - AR Method, Factor score
acknowledgement - - AR Method
c. Predictors: (Constant), Factor score reward - - AR Method, Factor score trust - - AR Method, Factor score
acknowledgement - - AR Method, How experienced do you consider yourself as a supervisor? (NEED SCALE),
Age, I would best describe my workplace position as (NEED SCALE)

371
Coefficientsa

Model
1

Unstandardized

Standardized

Coef f icients

Coef f icients

B

Std. Error

(Constant)

-.004

.068

Factor score acknowledgement - -

.226

.068

Factor score trust - - AR Method

.164

Factor score reward - - AR Method

Beta

Collinearity
Correlations
t

Sig.

-.059

.953

.225

3.325

.068

.164

.109

.068

.109

(Constant)

-.100

.496

Factor score acknowledgement - -

.200

.071

Factor score trust - - AR Method

.156

Factor score reward - - AR Method

Statistics

Zero-order

Partial

Part

Tolerance

VIF

.001

.224

.229

.225

1.000

1.000

2.418

.016

.163

.169

.164

1.000

1.000

1.604

.110

.107

.113

.109

1.000

1.000

-.203

.840

.199

2.830

.005

.224

.198

.192

.923

1.083

.070

.156

2.232

.027

.163

.157

.151

.945

1.058

.091

.069

.091

1.310

.192

.107

.093

.089

.961

1.041

Age

-.032

.073

-.033

-.447

.655

-.073

-.032

-.030

.854

1.171

How experienced do you consider

.064

.049

.103

1.309

.192

.154

.093

.089

.743

1.346

-.043

.113

-.029

-.378

.706

-.107

-.027

-.026

.784

1.275

AR Method

2

AR Method

yourself as a supervisor?
I would best describe my
workplace position as…
a. Dependent Variable: Factor score Diener AR method

372
Excluded Variablesa
Collinearity Statistics
Partial
Model
1

Minimum

Beta In

t

Sig.

Correlation

Tolerance

VIF

Tolerance

Age

.000b

.002

.998

.000

.924

1.082

.924

How experienced do you

.106b

1.540

.125

.109

.958

1.044

.958

-.068b

-.977

.330

-.069

.953

1.049

.953

consider yourself as a
supervisor?
I would best describe my
workplace position as…
a. Dependent Variable: Factor score Diener AR method
b. Predictors in the Model: (Constant), Factor score reward - - AR Method, Factor score trust - - AR Method, Factor score acknowledgement - - AR Method

373

Collinearity Diagnosticsa
Variance Proportions
Factor score
acknowledge
Condition
Model
1

2

How experienced do

I would best

you consider yourself

describe my

as a supervisor?

workplace position

Age

(NEED SCALE)

as (NEED SCALE)

Factor score Factor score

ment - - AR

trust - - AR

reward - -

Dimension

Eigenvalue

Index

(Constant)

Method

Method

AR Method

1

1.014

1.000

.44

.44

.00

.11

2

1.002

1.006

.01

.09

.80

.10

3

.998

1.008

.12

.01

.09

.79

4

.986

1.014

.44

.47

.11

.01

1

3.817

1.000

.00

.00

.00

.00

.00

.00

.00

2

1.006

1.948

.00

.41

.26

.25

.00

.00

.00

3

1.005

1.949

.00

.40

.01

.52

.00

.00

.00

4

1.001

1.953

.00

.10

.66

.18

.00

.00

.00

5

.113

5.803

.00

.02

.00

.04

.01

.25

.27

6

.045

9.254

.00

.06

.05

.00

.80

.39

.08

7

.014

16.714

1.00

.00

.01

.01

.18

.36

.64

a. Dependent Variable: Factor score Diener AR method
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Casewise Diagnosticsa
Factor score
Diener AR
Case Number

Std. Residual

method

Predicted Value

Residual

12

-2.115

-1.57443

.4687162

-2.04314666

16

-2.035

-1.87289

.0931340

-1.96602055

27

-2.639

-2.79678

-.2475106

-2.54926828

65

-2.092

-2.25384

-.2327203

-2.02112248

138

-2.468

-2.20073

.1835554

-2.38428776

149

-3.820

-3.38629

.3039392

-3.69022967

166

-2.791

-3.47219

-.7756243

-2.69656624

178

-2.225

-2.15778

-.0079862

-2.14979617

183

-2.364

-2.68585

-.4024704

-2.28338322

193

-3.207

-2.98707

.1110160

-3.09808530

206

-2.028

-2.33175

-.3723542

-1.95939868

a. Dependent Variable: Factor score Diener AR method

Residuals Statisticsa
Minimum

Maximum

Mean

Std. Deviation

N

-.8827372

.6803630

-.0069791

.31901348

203

-2.745

2.155

.000

1.000

203

.095

.320

.174

.044

203

-.9688482

.7089520

-.0086135

.32405033

203

-3.69022965

1.82403731

.00000000

.95161948

203

Std. Residual

-3.820

1.888

.000

.985

203

Stud. Residual

-3.921

1.920

.001

1.004

203

-3.88900590

1.88658226

.00163438

.98802236

203

-4.074

1.934

-.002

1.012

203

Mahal. Distance

.962

21.201

5.970

3.616

203

Cook's Distance

.000

.118

.006

.012

203

Centered Leverage Value

.005

.105

.030

.018

203

Predicted Value
Std. Predicted Value
Standard Error of Predicted
Value
Adjusted Predicted Value
Residual

Deleted Residual
Stud. Deleted Residual

a. Dependent Variable: Factor score Diener AR method
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Appendix N
Hofstede et al. (1993) - The challenge: Levels of analysis
Hofstede et al. (1993, p. 485) discuss the challenge of choosing the appropriate level of analysis when
dealing with social science or behavioural research. This ‘appropriate level of analysis’ coined by
Hofstede et al. refers to the interpretations and assumptions made when analysing individual versus
entire social-system level data. This is explained below in further detail.
Hofstede et al. (1993) identified three fallacies when selecting the appropriate level of analysis
for research data interpretation. One was what they term a fallacy of “interpreting individual data as if
they applied to social systems” (p. 484), citing the dominance of individualism in western countries as
the key reason this fallacy is not recognised or avoided. This is opposite to the concept of the
ecological fallacy or system level fallacy, where social-system level data is analysed and interpreted to
reflect that pertaining to the individuals within that system.
Hofstede et al. (1993) promote the use of multi-level behavioural research. This approach
avoids issues such as the apprehensions of choosing a suitable single-level research and associated
fallacies. The present study encompassed multi-level research in comprising individual face-to-face
interviews (phase 1) that were then used to inform phase 2 of the study (quantitative online survey).
Essentially, individual results were collated to form general overriding themes representative of
society (or at least the population of interest). These themes were then utilised for assessment by
individuals via the online survey, with individual results again collated to reveal general trends
representative of this same society. As outlined by Hofstede et al., individual data in the current study
was applied to social systems and vice versa. Possible limitations of this approach were considered in
Chapter 6.
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Appendix O
Diener et al.’s (1985) 5-item scale analysis and validation

High correlations between the two single-item global measures “How satisfied are you with your life
as a whole these days?” and “I feel happy in general”, and Diener et al.’s (1985) 5-item scale (after a
single-score measure was established) for life satisfaction (see Table 17, section 5.2.7). The high
correlations revealed in this study supports the assertions of previously mentioned researchers such as
Stam et al. (2016), who state the synonymous nature of SWB, life satisfaction and happiness. Diener et
al. also noted that SWLS scores correlated ‘moderately to highly’ with other measures of SWB.
Considering the common variance shared between these three scales, the global life satisfaction scale
measure (“How satisfied are you with your life as a whole these days?”) correlated slightly stronger
(.81) with Diener et al.’s SWLS than did the happiness global scale (“I feel happy in general”) (.70).
This aligns with Diener et al.’s (1985) SWLS as a measure of global cognitive satisfaction with one’s
life; a logical validation as both scales are designed to measure life satisfaction. This is considered in
the next section. Originally Diener et al.’s (1985) 5-item Satisfaction with Life Scale (SWLS) was
engaged in the phase 2 survey as a measure life satisfaction. This multi-item scale allowed
comparisons with the two global measures of life satisfaction and happiness.
Results confirmed the correlation of Diener et al.’s 5-item (1985) Satisfaction with Life Scale
(SWLS) amongst the items in the scale. Exploratory factor analysis (principal axis factoring) was
undertaken to identify the underlying structure of Diener et al.’s 5-item Satisfaction with Life Scale
(SWLS). Factor loadings on one-factor loading found in the current study matched Diener et al.’s
(1985) earlier reported results (see Table 16). The one-factor solution in the present study explained
over 72% of the item variance. Based on this factor, a single-score measure for the SWLS was
established assuming the construct as being unidimensional. Factor analysis of this single score
measure against the two single-item global measures of SWB (“All things considered, how satisfied
are you with your life as a whole these days?” and “I feel happy in general?”) indicated strong
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correlations. This result provides a level of cross-validation between Diener’s SWLS and the global
measure of this same construct (“all things considered, how satisfied are you with your life as a whole
these days?”). In the interest of parsimony, utilising a single global measure is recommended for
future studies.
Essentially, Diener et al.’s 1985 Satisfaction with Life Scale (SWLS) was validated in the
current study. However, whilst all of questions in the SWLS scale correlate well, communalities after
extraction (see Table 14) revealed a significantly lower factor loading of the fifth and final item in the
scale (“If I could live my life over, I would change almost nothing”), scoring just .356. The other four
items scored above .6. The factor loading for this final question (.610 for both the current phase 2
survey and the 1985 result) was also lower compared to the other four questions which all scored
around the .8 mark, again for both studies. It appears the final question in Diener et al.’s scale is
weaker than the other four and accounts for little of the variance in this scale. Evidence suggests the
statement “If I could live my life over, I would change almost nothing” is largely open to
interpretation, hence perhaps the reason for its reduced correlation with other items in Diener et al.’s
(1985) SWLS.
Consistent with previous research, Diener’s items loaded onto one factor. Also consistent with
previous research, the fifth statement in his scale has the lowest correlation with this single factor,
therefore was not considered strong enough to be part of this structure. As a popular scale for
measuring life satisfaction since its development in 1985 (Pavot & Diener, 2008), the present author
suggests opportunity exists to change the final item in Diener et al.’s (1985) SWLS due to its
inconsistency with the other four items, potentially allowing greater accuracy in the analysis of life
satisfaction. As mentioned above, the question “If I could live my life over, I would change almost
nothing” is almost colloquial in nature and largely open to interpretation. Diener et al.’s (1985) SWLS
items comprised:
1. In most ways my life is close to my ideal.
2. the conditions of my life are excellent.
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3. I am satisfied with my life.
4. So far I have gotten the important things I want in life.
5. If I could live my life over, I would change almost nothing.
The first four items also reflect on one’s current state of life; Although this may involve cognitive
reflection about one’s life, these items focus on where one stands at a particular point in time.
Conversely, the fifth question is primarily a reflective one. This lack of congruency with the fifth item
may be due to framing from the first four questions. An interesting analysis would be testing the
SWLS again, but ordering the five questions differently.
As a side note, the present researcher identified that Diener et al.’s 1985 SWLS neglected to
include an item relating specifically to happiness. Swapping the last item in Diener’s originally
proposed scale with another global item measure “I feel happy in general”, percentage of variance
rose from 72% to 75%. Although this additional 3% is negligible, further research may positively
refine Diener et al.’s 1985 SWLS. Perhaps happiness is an integral measurement contributing to life
satisfaction, as opposed to synonymous with it.
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Appendix P.
Proposed brief appreciation survey for industry.

All the time

Very Often

Often

Sometimes

Rarely

My supervisor…

Almost
Never

Absolutely
Never

EMPLOYEE APPRECIATION SURVEY

1. …provides me with constructive feedback on my work
when needed.
2. …gives me a genuine ‘thank-you’ for work I’ve done.
3. …confirms that what I’m doing at work is heading in the
right direction.
4. …acknowledges the effort I put into my work.
5. …expresses their confidence in what I do at work.
6. …trusts me to complete work tasks on my own.
7. …allows me to have autonomy and flexibility in my job.
8. …takes on board ideas that I give.

1.

How satisfied are you with your current job?

Very Dissatisfied

2.

Dissatisfied

Somewhat
dissatisfied

Neither satisfied
nor dissatisfied

Somewhat
satisfied

Satisfied

Very Satisfied

All things considered, how satisfied are you with your life as a whole these days?

Very Dissatisfied

Dissatisfied

Somewhat
dissatisfied

Neither satisfied
nor dissatisfied

Somewhat
satisfied

Satisfied

Very Satisfied

Neither agree
nor disagree

Somewhat
Agree

Agree

Strongly
Agree

3. I am committed to my job.
Strongly
disagree

Disagree

Somewhat
disagree

THANKYOU!
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