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Unpacking Work Gratitude: Grateful Appraisals Uniquely Predict
Employee Outcomes
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Gratitude has well-documented positive effects on well-being, including in work contexts. However, limit-
ed research has explored how distinct dimensions of work-specific gratitude uniquely influence employee
outcomes. This study addresses this gap by investigating whether the three subscales of the Work Grati-
tude Scale (WGS) predict employee outcomes beyond personality traits, while highlighting the differential
importance of each subscale. A sample of 300 full-time employees from the US completed measures of
conscientiousness, emotional stability, work gratitude, well-being, distress, and work performance. Hier-
archical regression analyses revealed that, after controlling for conscientiousness and emotional stability,
only one dimension of gratitude — grateful appraisals — significantly predicted well-being, distress, and
performance. These findings offer valuable theoretical insights and practical guidance for researchers and
practitioners examining the role of gratitude in the workplace.
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itude is often viewed as a general human

Introduction

The term gratitude is commonly used in ev-
eryday language, and while gratitude is a
well-researched topic, researchers have only
recently started to investigate the relation-
ship between gratitude and positive human
functioning in organisational settings. Grat-

trait or a character strength (McCullough et
al., 2002; Portocarrero, 2020; Watkins et al.,
2003), which implies that it is stable with little
fluctuation over time. Youssef-Morgan et al.
(2022, p. 3) define work gratitude as the “in-
tentional choice to engage in positive apprais-
als and feelings of thankfulness and appreci-
ation toward the characteristics, situations,
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and people currently present in one’s work
context”. Positive appraisals help to recognise
and interpret positive aspects of one’s work
environment, which suggests that gratitude
is an emotional outcome of a cognitive pro-
cess. This definition suggests that gratitude is
beyond a general disposition towards people
and life, but rather it is situational and con-
text-specific implying that levels of gratitude
can change (Youssef-Morgan et al., 2022).
Therefore, measuring gratitude as a mallea-
ble state is particularly beneficial for organi-
sations considering that employee gratitude
could be enhanced through interventions
(Komase et al., 2021).

A meta-analysis examining the link between
gratitude and mental well-being found that
they are moderately to strongly correlated
(Portocarrero et al., 2020) and organisation-
al scholars showed that the positive effects
of gratitude extend to work settings (Zhao et
al., 2023). Gratitude in the workplace is im-
portant for several reasons as it promotes
well-being, enhances interpersonal relation-
ships, and encourages citizenship behaviours
to name a few (Locklear et al., 2023; Loi & Ng,
2021). It is also known to be a coping mech-
anism for managing demanding and stressful
situations, while having a positive impact on
both physical and mental health (Skrzelinska
& Ferreira, 2022).

Despite the growing interest in workplace
gratitude and the idea that situational fac-
tors are likely to influence gratitude, there
are still a limited number of work-related
gratitude scales. There is a need for work-spe-
cific gratitude measures because someone’s
general tendency to show gratitude does not
necessarily transfer to gratitude at work, and
for this reason the Gratitude at Work Scale
(GAWS; Cain et al.,, 2019) was developed,
which assesses gratitude as a dispositional
trait. While a reliable and valid trait mea-
sure of work-related gratitude is valuable,

gratitude’s ability to fluctuate depending on
situational circumstances makes a valid state
measure desirable.

The recently developed Work Gratitude
Scale (WGS; Youssef-Morgan et al., 2022)
addressed this research gap by measuring
gratitude as a malleable state. The WGS was
developed by adapting items of existing trait
gratitude measures by changing item wording
to reflect a state of ‘here and now’ measure
and by making the item wording work specif-
ic. This is an approach that is often used with
measures in the Positive Psychology domain
(Luthans et al., 2013). This resulted in a 10-
item measure consisting of three subscales
that include different conceptualisations of
gratitude. Youssef-Morgan et al. (2022) sug-
gest that workplace gratitude is composed of
three dimensions, namely grateful appraisals,
gratitude towards others, and intentional at-
titude of gratitude. ‘Grateful appraisals’ refer
to positive cognitive appraisals of work situ-
ations and characteristics. ‘Gratitude towards
others’ assesses one’s appreciation of other
individuals at work. ‘Intentional attitude of
gratitude’ refers to purposeful and mind-
ful perception of positive aspects at work
(Youssef-Morgan et al., 2022). This makes the
WGS a multidimensional measure that syn-
thesises different aspects of gratitude found
in the literature.

While the WGS has shown to have good
psychometric properties and exhibits concur-
rent validity with other gratitude measures
and convergent validity with Core Self-evalua-
tions and Psychological Capital (Youssef-Mor-
gan et al., 2022), more research examining
the validity of this scale in a work context is
warranted. Interestingly, some multidimen-
sional measures show that subscales of those
measures differentially relate to relevant out-
comes. For example, the subscales of the Five
Facet Mindfulness Questionnaire (Baer et al.,
2006) show different contributions towards
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health outcomes: The Nonreactivity subscale
accounts for most of the variance observed in
well-being, while the Acting with Awareness
subscale explains most of the variance in dis-
tress (Roemer et al., 2021). Another example
would be the Psychological Capital Question-
naire that consists of the subscales of self-effi-
cacy, resilience, hope, and optimism (Luthans
et al., 2007). When using the four subscales to
predict relevant work outcomes, it was found
that only self-efficacy and optimism predict
vigour at work, while optimism is the sole pre-
dictor of absorption at work (Gérgens-Eker-
mans & Herbert, 2013). Furthermore, a study
using the Short Gratitude, Resentment, and
Appreciation Test, which has three subscales
(‘Sense of abundance’, ‘Appreciation of oth-
ers’, and ‘Simple appreciation’), has shown
that the subscales are not equally important
in predicting momentary emotional experi-
ences. It was found that a sense of abundance
positively correlates with momentary positive
affect and negatively with negative affect. The
other gratitude subscales did not show signif-
icant associations with momentary positive
and negative affect (Simons et al., 2020).
While work gratitude as whole should be
associated with higher well-being, lower dis-
tress, and enhanced performance, the differ-
ent dimensions of work gratitude might differ
in terms of strength of contribution to these
outcomes. The ‘Grateful appraisals’ dimen-
sion refers to positive, cognitive appraisals
of work. Positive cognitive appraisals may in-
crease someone’s awareness of job resources
and fuel work engagement, which should be
particularly important for job performance
(Bakker, 2011). The ‘Gratitude towards others’
dimension is concerned with the social appre-
ciation of others at work. Having supportive
colleagues provides social resources to deal
with stress and expressing gratitude towards
them enhances positive affect (Yoshimura &
Berzins, 2017), which should be particularly

strongly related to enhanced well-being and
lower levels of distress. The dimension ‘in-
tentional gratitude at work’ refers to the pur-
poseful enjoyment of one’s work. It reflects
proactive behaviour that likely fosters positive
affect and buffers strain, which should also re-
late to higher well-being and lower distress. If
that is the case, it could have important im-
plications for the targeted use of simple grati-
tude interventions in the workplace.

The present study has two main objectives.
Firstly, it aims to further examine the validi-
ty of WGS by analysing whether it relates
to important employee outcomes, such as
well-being, distress, and work performance.
This will be done by examining whether the
WGS subscales predict variance in those out-
comes beyond already established predictors,
such as conscientiousness and emotional
stability (Zell & Lesick, 2022). Secondly, this
study aims to examine whether the three sub-
scales of the WGS differentially contribute to
these employee outcomes, which would not
only provide further validity evidence, but it
could have important practical implications
for organisations and practitioners on where
to focus their attention. As this analysis is of
exploratory nature no hypotheses are stated.

Method
Participants

A sample of n =300 full-time working employ-
ees were recruited from the US as research
participants in this study. Hundred and for-
ty-eight (49.30%) were female, 151 (50.30%)
were male and one (0.30%) preferred to not
indicate their gender. The sample’s mean age
was 37.79 years (SD = 10.80) and the mean
tenure in their current job was 6.71 years
(SD = 6.58). Twenty-three percent of partici-
pants indicated a high school degree as their
highest level of education, 6.3% indicated
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they had undertaken vocational training, al-
most half (48.7%) had completed an under-
graduate degree, 19.7% had obtained a post-
graduate degree and 2.3 percent obtained
some other form of education or training.
A power analysis for linear multiple regres-
sions based on an anticipated medium-sized
effect, an alpha error of 0.05, power of 0.95,
and nine predictors using G*Power indicated
a minimum sample size of 166. The antici-
pated medium-sized effect was based on a
meta-analysis that found a moderate link be-
tween gratitude and well-being (Portocarrero
et al., 2020). The sample size therefore meets
power requirements for the analyses.

Procedure

Prior to the study commencement ethics
approval was obtained from the ethics com-
mittee of the first author’s institution. Par-
ticipants were recruited through Prolific and
received a small financial compensation upon
survey completion. An anonymous Qualtrics
survey was advertised to eligible Prolific par-
ticipants, who had to be at least 18 years old,
fluent in English, residing in the US and em-
ployed full-time.

Measures

The measures used in this study are described
below. Items were summed to yield a to-
tal score, and the internal consistency of all
scales was calculated using Cronbach’s alpha
and McDonald’s omega.

Work Gratitude

The Work Gratitude Scale (Youssef-Morgan
et al., 2022) was used to measure work-re-
lated gratitude. It is a 10-item scale with
statements rated on a 7-point Likert scale
(1 = strongly disagree, 7 = strongly agree).

Work gratitude comprises three subscales,
namely grateful appraisals, gratitude towards
others, and intentional attitude of gratitude.
Sample items are “Right now, | have so much
at work to be thankful for” (Grateful ap-
praisals), “Currently, | couldn’t have gotten
where | am today at work without the help
of many people” (Gratitude towards others),
and “Right now, I think it’s important to en-
joy the simple things that pertain to my work”
(intentional attitude of gratitude). All sub-
scales showed excellent internal consistency
(a0 =.92-.94, w =.92-94) in the present study.
Higher scores on this measure indicate a high-
er level of work-related gratitude.

Conscientiousness and Emotional Sstability

Two personality traits, specifically consci-
entiousness and emotional stability, were
measured using the respective subscales of
the Big Five markers (Goldberg, 1992). This is
measured with 10 items for each subscale on
a 5-point Likert scale (1 = strongly disagree,
5 = strongly agree). Sample items are “l am
exacting in my work” (Conscientiousness) and
“I am relaxed most of the time” (Emotional
stability). Both scales showed good internal
consistency (a = .88, w=.88 conscientiousness
and a = .93, w = .93 emotional stability).

Well-Being

Well-being was measured with the Short
Warwick Edinburgh Mental Well-being Scale
(Stewart-Brown et al., 2009). This 7-item scale
measures well-being on a 5-point Likert scale
(1 = none of the time, 5 = all of the time). A
sample item is “I've been dealing with prob-
lems well”. The scale showed excellent inter-
nal consistency in the present study (a = .94,
w = .94). As per the author’s recommenda-
tions, scale scores were converted into metric
scores for the analysis.
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Distress

Distress was assessed using the Depression,
Anxiety,andStressScale (Lovibond & Lovibond,
1995). Distress is measured with 21 items on
a 4-point Likert scale (1 = almost never, 4 =
almost always). A sample item is “I felt that
I had nothing to look forward to”. The scale
showed excellent internal consistency in the
present study (o = .96, w =.96).

Work Performance

Work performance was measured using the
Individual Work Performance Questionnaire
(Koopmans et al., 2014). Work performance
comprises three subscales measured with 18
items on a 5-point Likert scale (1 = seldom, 5
= always). A sample item is “I managed to plan
my work so that | finished it on time”. In the
present study the scale showed good internal
consistency (a=.90, w = .89).

Analysis

First, data were screened for missing val-
ues and submissions that were completed
too fast. Typically, when respondents work
through a survey too quickly, they are not
reading the statement carefully but rather se-
lecting answers at random, which will affect
the accuracy of the data. There were no miss-
ing values to report. The survey completion
time was captured in seconds, with a median
response time of 576 seconds. Participants
that completed the survey 50% faster than
the median time (<288 seconds) (Greszki et
al.,, 2014) were removed (n = 14) from the
dataset, which resulted in a final sample size
of 286. Next, data was checked to determine
if it met the assumptions for regression anal-
yses. Normality and homoscedasticity were
examined using P-P plots and scatterplots of

standardised predicted values against stan-
dardised residual values, which indicated that
the normality and homoscedasticity assump-
tion were met. Next, potential multicollineari-
ty was examined using VIF values, which were
all below the conservative value of 5 (Garson,
2012).

Correlations were computed to determine
relationships between the constructs. Hierar-
chical regressions were calculated to examine
whether gratitude has incremental validity
beyond personality with respect to well-be-
ing, distress, and job performance. Three
separate regressions were utilised for each
outcome variable. In the first step we entered
demographic variables as controls. In a sec-
ond step we entered the conscientiousness
and emotional stability, and in the last step
we entered grateful appraisals, gratitude to-
wards others, and intentional attitude of grat-
itude in the regression equation.

Results

Pearson correlation coefficients were comput-
ed to determine relationships between the
constructs. Grateful appraisals, gratitude to
others, and intentional attitude towards grat-
itude are significantly moderately to strong-
ly correlated to well-being (r = .43 to .56,
p < .01), distress (r =-.29 to -.43, p < .01) and
work performance (r = .31 to .46, p <. 01). It
should be noted that grateful appraisals have
correlations with the highest magnitude for
all three outcomes. Both conscientiousness
as well as emotional stability have moderate
to strong correlations with well-being (r = .49
and .67, p < .01), distress (r = -.40 and -.68,
p < .01), and work performance (r = .54 and
.52, p < .01). These results are displayed in
Table 1.

A hierarchical regression analysis was con-
ducted to examine how the three dimen-
sions of work gratitude predict employee
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Table 1 Descriptive statistics and correlations of the study variables

M SD 1 2 3 4 5 6 7 8
1. Grateful appraisals 14.55 4.66  (.95)
2. Gratitude others 2024 566 .70 (.94)
3. Intentional gratitude 14.51  4.58 .75 .70  (.96)
4. Conscientiousness 3821 684 .32 197 28" (.90)
5. Emotional stability 32.01 9.22 .40 .27 28" 53" (.82)
6. Well-being 2262 555 .56 .43 45" 497 677 (.87)
7. Distress 3585 13.68 -43" -30" -29" -40" -68" -65" (.88)
8. Work performance  66.96 11.22 .46 317" .34 54" 52" 587 38" (.83)

Note. Cronbach’s alpha shown in the parentheses.

**p < 01

Table 2 Hierarchical regressions predicting well-being using demographics, personality, and work

gratitude
Model 1 Model 2 Model 3

B SEB [¢] B SEB 8 B SEB 8
Age -.01 .04 -.01 -.02 .03 -.04 -.01 .03 -.02
Sex -2.23 .64 -.20%* =21 .51 -.02 -.45 47 -.04
Tenure 13 .06 .15% .03 .05 .04 .01 .04 .02
Education .09 .30 .02 .03 .22 .01 .01 21 .00
Conscientiousness .14 .04 17%* .10 .04 12%*
Emotional stability .34 .03 57%* .27 .03 A5%*
Grateful appraisals .32 .08 27**
Gratitude others .03 .06 .03
Intentional gratitude .08 .08 .07
R? .06 47 .57
F 4.69%* 40.14** 39.79**

Note. *p < .05, **p <.01

outcomes. After controlling for demographics
in the first step R2= .06, F(4, 276) = 4.69, p <
.01, conscientiousness and emotional stabili-
ty were introduced in the second regression
step and explained a significant proportion
of variance in well-being R? = .47, AR? = 41,
F(6, 274) = 40.14, p < .01. Conscientiousness
(6 =.17, p < .01) and emotional stability (8 =
.57, p <.01) emerged as significant predictors
of well-being. In the third regression step the
three dimensions of work gratitude were add-
ed to the model, which explained additional
variance R?=.57, AR?=.10, F(9, 271) = 39.79.
While grateful appraisals were a significant

predictor of well-being (68 = .27, p < .01), grat-
itude towards others and intentional attitude
of gratitude (both p >.05) were not (Table 2).

The next regression model aimed at pre-
dicting distress. After controlling for demo-
graphics R? = .07, F(4, 276) = 5.15, p < .01,
personality explained a significant propor-
tion of variance in distress R?= .47, AR? = .40,
F(6, 274) = 39.69, with emotional stability
(8 = -.64, p < .01) emerging as a significant
predictor. In the last regression step grati-
tude explained additional variance R? = .50,
AR? = .03, F(9, 271) = 29.95 and of the three
gratitude dimensions only grateful appraisals
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Table 3 Hierarchical regression predicting distress using demographics, personality, and work gratitude

Model 1 Model 2 Model 3

B SEB 8 B SEB 8 B SEB 8
Age -.15 .09 -12 -.09 .07  -07 -12 .07 -.09
Sex 5.33 1.59 20%* .03 1.27 .00 .40 1.25 .02
Tenure -.20 .15 -10 .02 11 .01 .04 11 .02
Education -27 73 -02 .05 .56 .00 .01 .55 .00
Conscientiousness -12 A1 -.06 -.07 .10 -.04
Emotional stability -.95 .08  -.64** -.84 .08 -.56%*
Grateful appraisals -.65 .22 -.22%%
Gratitude others -.08 .16 -.03
Intentional gratitude .20 .21 .07
R? .07 47 .50
F 5.15%* 39.69** 29.95%*

Note. *p < .05, **p < .01

Table 4 Hierarchical regressions predicting work performance using demographics, personality and

work gratitude

Model 1 Model 2 Model 3

B SEB 8 B SEB 8 B SEB 6
Age .07 .08 .07 .06 .06 .06 .09 .06 .09
Sex -1.53 1.34 -.07 1.53 1.12 .07 1.13 1.08 .05
Tenure .03 12 .02 -17 .10 -10 -.19 .10 -11%*
Education -.27 .62 -.03 -.27 .49 -.03 -.32 47 -.03
Conscientiousness .61 .09 .38** .56 .09 34%*
Emotional stability 43 .07 35%* .30 .07 L25%*
Grateful appraisals .69 .19 29%*
Gratitude others .09 .14 .05
Intentional gratitude -.16 .18 -.07
R? .01 .38 44
F 0.80 27.65** 23.64%*

Note. *p < .05, **p < .01

significantly negatively predicted distress (8 =
-.22, p <.01) (Table 3).

The final regression model aimed at pre-
dicting work performance. After controlling
for demographics R? = .01, F(4, 276) = 0.80,
p = .53, personality explained a significant
proportion of variance in work performance
R?=.38, AR?=.37, F(6,274) = 27.65, with con-
scientiousness (8 =.38, p <.01) and emotional
stability (6 = .35, p < .01) emerging as signif-
icant predictors. Work gratitude was added
to the regression model in the last step and

explained additional variance R? = .44, AR? =
.06, F(9, 271) = 23.64. Again, out of the three
gratitude dimensions, only grateful appraisals
significantly predicted work performance (8 =
.29, p <.01) (Table 4). These results show that
grateful appraisals in particular are a valuable
predictor of well-being, distress, and job per-
formance, which highlights that not all grati-
tude dimensions are equally important. Fur-
thermore, grateful appraisals explain variance
in these outcomes beyond conscientiousness
and extraversion.
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Discussion

The aim of this study was to determine the
varying influence of the subscales of gratitude
on employee outcomes. This was of explor-
atory nature, and it was done by analysing
the contributions of grateful appraisals, grat-
itude towards others, and intentional attitude
for gratitude, as measured through the WGS,
to employee well-being, distress, and job per-
formance, while controlling for the influence
of personality (namely conscientiousness and
emotional stability). Results from the hierar-
chical regression models show that gratitude
explains variance in employee outcomes be-
yond personality, however only grateful ap-
praisals emerged as a significant predictor
of employee outcomes. This shows that the
WGS has incremental predictive power be-
yond personality traits, but it also highlights
that only one subscale is significantly associ-
ated with relevant outcomes, while the other
two subscales were not significant predictors.
Our findings suggest that the active, cognitive
process of appraising one’s work in a positive
light — the cognitive component of gratitude —
is the primary mechanism driving its benefits
on well-being, distress, and performance.

These results align with similar findings in
previous research. General gratitude scales
have shown incremental validity above and
beyond personality traits (Lin, 2017), and this
finding was replicated with a work-specific
measure of state gratitude. Furthermore, the
WGS subscales show positive associations
with work performance and well-being and
negative associations with distress, which
aligns with findings of Cain et al.’s (2019) trait
measure of work gratitude. These findings
provide additional validity evidence for the
WGS on top of the concurrent and convergent
validity evidence provided by Youssef-Morgan
et al. (2022).

Interestingly, we also found that not all
subscales of the WGS are equally important
with regards to prediction of outcomes. This
is a finding that has also been observed with
other multidimensional scales, where differ-
ent subscales have differential contributions
towards relevant outcome measures (Gor-
gens-Ekermans & Herbert, 2013; Roemer et
al., 2021; Simons et al., 2020). In the present
study only Grateful Appraisals emerged as a
significant predictor of well-being, distress,
and work performance. Notably, Simons et al.
(2020) had a similar finding using the SGRAT,
where only Sense of Abundance was a signif-
icant predictor of positive and negative af-
fect, but Appreciation of Others and Simple
Appreciation had no significant contribution.
Similarly, subscales from both the WGS and
GRAT, Grateful Appraisals as well as Sense of
Abundance incorporate a cognitive element
in their conceptualisation, which seems to
be a key element with regards to enhancing
well-being. A possible explanation could be
that these cognitive aspects allow individu-
als to consider and frame their circumstances
positively, which in turn enhances positive af-
fect and buffers negative feelings. This further
relates to the notion of heliotropism, which
suggests that humans are drawn towards the
positive and a grateful individual would typi-
cally focus on the positive.

Showing gratitude towards others as well as
intentional and mindful acknowledgement of
positive aspects appear not to be as import-
ant. There are several possible explanations
for these findings. Intent does not necessarily
translate into behaviour (Jekauc et al., 2025),
which means that one’s intentions to show
gratitude might not result in actions of grat-
itude as captured by the items of the WGS.
Additionally, the item wording of intentions is
rather unspecific, and research indicates that
more specific intentions more often translate
into behaviour (De Vet et al., 2011), and thus
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not having any positive impact on well-being
and performance. A possible explanation for
the non-significant effect of gratitude towards
others is that merely being grateful without
expressing it towards others might not result
in a strong enough emotional response. This
is supported by empirical evidence, which
shows that writing a gratitude letter to bene-
factors had a greater impact on well-being
than writing a list of people to be grateful
for (Regan et al., 2023). Assessing whether
people show their gratitude towards others
rather than feeling gratitude towards others
might have therefore produced different re-
sults.

Theoretical Implications

These findings have important theoretical im-
plications. Considering that the subscales of
the WGS seem to differ in importance when
it comes to predicting employee outcomes,
researchers might want to consider focussing
on subscales and not total scale scores as this
could mask nuances in the data and poten-
tially dilute effects. These findings might also
inform further research to focus on what spe-
cific mechanisms of gratitude are responsible
for positive effects, as this can enhance our
understanding of how gratitude works, which
could further have implications for the design
of interventions.

The results suggest that grateful appraisals
are central in shaping employee outcomes.
This aligns with Lazarus’ cognitive appraisal
theory (1991), which states that a person’s in-
terpretations of a situation precede an emo-
tional response. A positive perception of one’s
work environment might lead to a stronger
positive emotional response towards one’s
work. These positive appraisals may then ac-
tivate processes described in Fredrickson’s
Broaden-and-Build Theory (2001), whereby
positive emotions broaden employees’ per-

spectives and contribute to accumulation of
personal resources that support well-being
and performance.

Practical Implications

Furthermore, these findings highlight the val-
ue of gratitude to employee mental health
and performance. In a time where organisa-
tions are striving for employee well-being and
driving for greater performance, understand-
ing that gratitude explains variance in both
gives practitioners and leaders opportunity
to gain competitive advantage. By focusing
on grateful appraisals, leaders may be able
to enhance employee outcomes. Further to
this, practitioners could create onboarding
and training programs that focus on devel-
oping grateful appraisals. Specifically, train-
ing should introduce techniques that help
employees identify and positively appraise
aspects of their work. For example, a three-
week long intervention study conducted with
healthcare workers asked them to list three
good things that occurred and what role they
played in these. This showed positive impact
on positive affect compared to controls (Gold
et al.,, 2023). Such an intervention can also
help participants to reframe situations, for ex-
ample even stressful work events where one
played a role in moving a project forward can
be interpreted as progress and therefore as
good.

Limitations

This study has a few limitations. Limitations
include the cross-sectional nature of the
study, whereby data was collected at one
point in time. Based on this, causality can-
not be determined, and results cannot be
generalised. Future research should consider
implementing longitudinal studies to deter-
mine the long-term implications of gratitude
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and how it relates to performance, distress,
and well-being over time. This would also
be useful to establish whether the WGS is a
true state measure that is able to detect with-
in-person fluctuations, which may be particu-
larly valuable for intervention studies.

Furthermore, due to cross-sectional data
collection, method variance due to common
method bias could have impacted our anal-
yses. This could have inflated relationships
between constructs in our study. Future re-
search could address the problem through
temporal separation of administered mea-
sures (Podsakoff et al., 2024).

In our study we only controlled for consci-
entiousness and emotional stability as these
traits are consistently associated with em-
ployee outcomes. However, larger samples
could include the entire Big Five to further
disentangle gratitude from personality traits.
This would test the robustness of these ef-
fects under a more complex model.

Lastly, participants were recruited from the
USA, the findings are limited to this popula-
tion and may not be generalised to others. Re-
search indicates that there may be cross-cul-
tural differences with regards to perceptions
and expression of gratitude (Floyd et al.,,
2018; Morgan et al., 2022). It would there-
fore be valuable to examine the validity of
the WGS and possible differential relations of
gratitude dimensions with samples from oth-
er countries.

Conclusion

This study examined the unique contributions
of different dimensions of work gratitude
to employee outcomes. Grateful appraisals
emerged as the only dimension consistent-
ly associated with well-being, distress, and
performance. These findings suggest that
positive cognitive appraisals of one’s work
environment play a central role in shaping a

positive work life, with benefits for both em-
ployees and organisations.

Acknowledgement
This study was funded by Massey University.

Authors’ ORCID

Anja Roemer
https://orcid.org/0000-0003-4996-8197
Chantel Harris
https://orcid.org/0000-0002-8220-5610

References

Baer, R. A, Smith, G. T.,, Hopkins, J., Krietemeyer, J., &
Toney, L. (2006). Using self-report assessment methods
to explore facets of mindfulness. Assessment, 13(1),
27-45. https://doi.org/10.1177/1073191105283504

Bakker, A. B. (2011). An evidence-based model of
work engagement. Current Directions in Psy-
chological Science, 20(4), 265-269. https://doi.
org/10.1177/0963721411414534

Cain, I. H., Cairo, A., Duffy, M., Meli, L., Rye, M. S.,
& Worthington, E. L. (2019). Measuring gratitude
at work. Journal of Positive Psychology, 14(4),
440-451. https://doi.org/10.1080/17439760.20
18.1484936

De Vet, E., Oenema, A., & Brug, J. (2011). More
or better: Do the number and specificity of im-
plementation intentions matter in increasing
physical activity? Psychology of Sport and Exer-
cise, 12(4), 471-477. https://doi.org/10.1016/j.
psychsport.2011.02.008

Floyd, S., Rossi, G., Baranova, J., Blythe, J., Dinge-
manse, M., Kendrick, K. H., Zinken, J., & Enfield, N.
J.(2018). Universals and cultural diversity in the ex-
pression of gratitude. Royal Society Open Science,
5(5), 180391. https://doi.org/10.1098/rs0s.180391

Garson, D. (2012). Testing statistical assumptions.
Statistical Associates Publishing. www.statistica-
lassociates.com

Gold, K. J., Dobson, M. L., & Sen, A. (2023). Three
good things digital intervention among health
care workers: A randomized controlled trial. An-
nals of Family Medicine, 21(3), 220-226. https://
doi.org/10.1370/afm.2963



https://doi.org/10.1177/1073191105283504
https://doi.org/10.1177/0963721411414534
https://doi.org/10.1177/0963721411414534
https://doi.org/10.1080/17439760.2018.1484936
https://doi.org/10.1080/17439760.2018.1484936
https://doi.org/10.1016/j.psychsport.2011.02.008
https://doi.org/10.1016/j.psychsport.2011.02.008
https://doi.org/10.1098/rsos.180391
http://www.statisticalassociates.com
http://www.statisticalassociates.com
https://doi.org/10.1370/afm.2963
https://doi.org/10.1370/afm.2963

164 Studia Psychologica, Vol. 68, No. 2, 2026, 154-165

Goldberg, L. R. (1992). The development of mark-
ers for the Big-Five factor structure. Psychologi-
cal Assessment, 4(1), 26—42.

Gorgens-Ekermans, G., & Herbert, M. (2013). Psy-
chological capital: Internal and external validity
of the Psychological Capital Questionnaire (PCQ-
24) on a South African sample. SA Journal of
Industrial Psychology, 39(2), 1-13. https://doi.
org/10.4102/sajip.v39i2.1131

Greszki, R., Meyer, M., & Schoen, H. (2014). The
impact of speeding on data quality in nonprob-
ability and freshly recruited probability-based
online panels. In M. Callegaro, R. Baker, J. Beth-
lehem, A. S. Goritz, J. A. Krosnick, & P. J. Lavrakas
(Eds.), Online panel research: A data quality per-
spective (pp. 238-262). Wiley.

Jekauc, D., Voelkle, M. C., Sniehotta, F. F., & Nigg, C.
R. (2026). Beyond the cross-section: Rethinking
the intention—-behaviour gap through a concep-
tual and methodological lens. British Journal of
Health Psychology, 31(1), e70046. https://doi.

experiencing meaningful work. Psych, 3, 85-95.
https://doi.org/10.3390/psych3020009

Lovibond, S. H., & Lovibond, P. F. (1995). Manual
for the Depression Anxiety Stress Scales (DASS)
(2nd ed.). Psychology Foundation.

Luthans, F., Avolio, B. J., Avey, J. B., & Norman, S. M.
(2007). Positive psychological capital: Measurement
and relationship with performance and satisfaction.
Personnel Psychology, 60(3), 541-572. https://doi.
0rg/10.1111/j.1744-6570.2007.00083.x

Luthans, F., Youssef, C. M., Sweetman, D. S., &
Harms, P. D. (2013). Meeting the leadership chal-
lenge of employee well-being through relation-
ship Psycap and health PsyCap. Journal of Leader-
ship and Organizational Studies, 20(1), 118-133.
https://doi.org/10.1177/1548051812465893

McCullough, M. E., Emmons, R. A., & Tsang, J. A.
(2002). The grateful disposition: A conceptual
and empirical topography. Journal of Personality
and Social Psychology, 82(1), 112—127. https://
doi.org/10.1037/0022-3514.82.1.112

0rg/10.1111/bjhp.70046

Komase, Y., Watanabe, K., Hori, D., Nozawa, K.,
Hidaka, Y., lida, M., Imamura, K., & Kawakami, N.
(2021). Effects of gratitude intervention on mental
health and well-being among workers: A system-
atic review. Journal of Occupational Health, 63(1),
€12290. https://doi.org/10.1002/1348-9585.12290

Koopmans, L., Bernaards, C. M., Hildebrandt, V. H.,
De Vet, H.C. W., & Van Der Beek, A. J. (2014). Con-
struct validity of the individual work performance
questionnaire. Journal of Occupational and En-
vironmental Medicine, 56(3), 331-337. https://

Morgan, B., Gulliford, L., & Waters, L. (2022). Taking
“thanks” for granted: A cross-cultural exploration
of gratitude in the UK and Australia. Cross-Cul-
tural Research, 56(2-3), 185-227. https://doi.
org/10.1177/10693971211067048

Podsakoff, P. M., Podsakoff, N. P., Williams, L. J.,
Huang, C., & Yang, J. (2024). Common method
bias: It’s bad, it’s complex, it’s widespread, and
it’s not easy to fix. Annual Review of Organiza-
tional Psychology and Organizational Behavior,
11,17-61. https://doi.org/10.1146/annurev-org-
psych-110721-040030

doi.org/10.1097/J0M.0000000000000113

Lazarus, R. S. (1991). Cognition and motivation in
emotion. American Psychologist, 46(4), 352—
367.

Lin, C. C. (2017). The effect of higher-order gratitude
on mental well-being: Beyond personality and uni-
factoral gratitude. Current Psychology, 36(1), 127—
135. https://doi.org/10.1007/s12144-015-9392-0

Locklear, L. R., Sheridan, S., & Kong, D. T. (2023).
Appreciating social science research on grati-
tude: An integrative review for organizational
scholarship on gratitude in the workplace. Jour-
nal of Organizational Behavior, 44(2), 225-260.
https://doi.org/10.1002/job.2624

Loi, N. M., & Ng, D. H. (2021). The relationship
between gratitude, wellbeing, spirituality, and

Portocarrero, F. F., Gonzalez, K., & Ekema-Agbaw,
M. (2020). A meta-analytic review of the rela-
tionship between dispositional gratitude and
well-being. Personality and Individual Differ-
ences, 164, 111380. https://doi.org/10.1016/].
paid.2020.110101

Regan, A., Walsh, L. C., & Lyubomirsky, S. (2023). Are
some ways of expressing gratitude more benefi-
cial than others? Results from a randomized con-
trolled experiment. Affective Science, 4(1), 72—-81.
https://doi.org/10.1007/s42761-022-00160-3

Roemer, A., Sutton, A., Grimm, C., & Medvedeyv, O.
N. (2021). Differential contribution of the five fac-
ets of mindfulness to well-being and psycholog-
ical distress. Mindfulness, 12, 693-700. https://
doi.org/10.1007/s12671-020-01535-y/Published



https://doi.org/10.4102/sajip.v39i2.1131
https://doi.org/10.4102/sajip.v39i2.1131
https://doi.org/10.1111/bjhp.70046
https://doi.org/10.1111/bjhp.70046
https://doi.org/10.1002/1348-9585.12290
https://doi.org/10.1097/JOM.0000000000000113
https://doi.org/10.1097/JOM.0000000000000113
https://doi.org/10.1007/s12144-015-9392-0
https://doi.org/10.1002/job.2624
https://doi.org/10.3390/psych3020009
https://doi.org/10.1111/j.1744-6570.2007.00083.x
https://doi.org/10.1111/j.1744-6570.2007.00083.x
https://doi.org/10.1177/1548051812465893
https://doi.org/10.1037/0022-3514.82.1.112
https://doi.org/10.1037/0022-3514.82.1.112
https://doi.org/10.1177/10693971211067048
https://doi.org/10.1177/10693971211067048
https://doi.org/10.1016/j.paid.2020.110101
https://doi.org/10.1016/j.paid.2020.110101
https://doi.org/10.1007/s42761-022-00160-3
https://doi.org/10.1007/s12671-020-01535-y/Published
https://doi.org/10.1007/s12671-020-01535-y/Published

Studia Psychologica, Vol. 68, No. 2, 2026, 154-165 165

Simons, M., Lataster, J., Peeters, S., Reijnders,
J., Janssens, M., & Jacobs, N. (2020). Sense of
abundance is associated with momentary posi-
tive and negative affect: An experience sampling
study of trait gratitude in daily life. Journal of
Happiness Studies, 21(6), 2229-2236. https://
doi.org/10.1007/s10902-019-00181-z

Skrzelinska, J., & Ferreira, J. A. (2020). Gratitude: The
state of art. British Journal of Guidance and Coun-
selling, 1-13. https://doi.org/10.1080/03069885.
2020.1789553

Stewart-Brown, S., Tennant, A., Tennant, R., Platt,
S., Parkinson, J., & Weich, S. (2009). Internal con-
struct validity of the Warwick-Edinburgh Mental
Well-Being Scale (WEMWABS): A Rasch analysis
using data from the Scottish Health Education
Population Survey. Health and Quality of Life Out-
comes, 7, 1-8. https://doi.org/10.1186/1477-
7525-7-15

Watkins, P. C., Woodward, K., Stone, T., & Kolts, R.
L. (2003). Gratitude and happiness: Development
of a measure of gratitude, and relationships with
subjective well-being. Social Behavior and Person-

ality, 31(5), 431-452. https://doi.org/10.2224/
sbp.2003.31.5.431

Yoshimura, S. M., & Berzins, K. (2017). Grateful ex-
periences and expressions: The role of gratitude
expressions in the link between gratitude expe-
riences and well-being. Review of Communica-
tion, 17(2), 106-118. https://doi.org/10.1080/1
5358593.2017.1293836

Youssef-Morgan, C. M., van Zyl, L. E., & Ahrens,
B. L. (2022). The Work Gratitude Scale: Devel-
opment and evaluation of a multidimensional
measure. Frontiers in Psychology, 12. https://
doi.org/10.3389/fpsyg.2021.795328

Zell, E., & Lesick, T. L. (2022). Big five personality traits
and performance: A quantitative synthesis of 50+
meta-analyses. Journal of Personality, 90(4), 559—
573. https://doi.org/10.1111/jopy.12683

Zhao, T,, Li,H., Zheng, L., & Zhang, Y. (2023). How dispo-
sitional gratitude shapes employee well-being and
organizational commitment: The mediating roles of
leader-member exchange and coworker exchange.
Journal of Career Assessment, 31(1), 149-171.
https://doi.org/10.1177/10690727221099867



https://doi.org/10.1007/s10902-019-00181-z
https://doi.org/10.1007/s10902-019-00181-z
https://doi.org/10.1080/03069885.2020.1789553
https://doi.org/10.1080/03069885.2020.1789553
https://doi.org/10.1186/1477-7525-7-15
https://doi.org/10.1186/1477-7525-7-15
https://doi.org/10.2224/sbp.2003.31.5.431
https://doi.org/10.2224/sbp.2003.31.5.431
https://doi.org/10.1080/15358593.2017.1293836
https://doi.org/10.1080/15358593.2017.1293836
https://doi.org/10.3389/fpsyg.2021.795328
https://doi.org/10.3389/fpsyg.2021.795328
https://doi.org/10.1111/jopy.12683
https://doi.org/10.1177/10690727221099867

