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Abstract

Purpose — To strengthen relationships with their employees, organisations should encourage the appreciation of
work performance and personal characteristics/qualities among managers and co-workers. Thus, this study
analyses how much appreciation employees receive from managers and co-workers, how important various
reasons for appreciation are to employees, and how often they perceive appreciation for these reasons.
Furthermore, the effects of receiving appreciation from managers and co-workers on different forms of
organisational citizenship behaviour (OCB) are examined.

Design/methodology/approach — Employees working in Germany (N = 486) responded to an online survey
gauging (1) appreciation received from managers and co-workers, (2) importance and perception of
appreciation for different reasons and (3) OCB on the individual and organisational level.

Findings — Both managers and co-workers convey a high level of appreciation, with co-workers communicating
slightly more appreciation. Reliability, willingness to take responsibility and solution-oriented working are seen as
the most important reasons for appreciation, while employees receive appreciation for their reliability, individual
performance and solution-oriented working. Differences between the importance and perception of appreciation
indicate that employees feel under-appreciated. Appreciation from managers increases OCB on the organisational
level only, while appreciation from co-workers increases OCB on both the individual and the organisational level.
Originality/value — The study demonstrates how receiving appreciation encourages employees to volunteer for
both their co-workers and their organisation. Furthermore, the results indicate that internal communication
professionals should ensure that the appreciation expressed is aligned with employees’ needs.

Keywords Appreciation, Organisational citizenship behaviour, Internal communication, Leadership,
Working climate, Survey
Paper type Research article

Introduction

Demographic change, skills shortage and high turnover rates challenge the survival and

success of organisations and require additional efforts to attract and, more importantly, retain

talent (Stieglitz et al., 2024). Communication efforts of various internal stakeholders (e.g. co-
® .
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workers, managers, CEO) can contribute to maintain strong bonds between organisations and Journal of
their employees, which is a necessity for overcoming these challenges (Men, 2021).  Communication
Communication scholars particularly point to the value of addressing employees on a Management
relational level to meet their needs and demands (e.g. Einwiller et al., 2021; Ruppel et al.,
2022). Accordingly, it was demonstrated that appreciating employees increases employees’
engagement and support for the organisation (Einwiller et al., 2021). Appreciation is a
prototypical socioemotional resource in the work context (Stranzl and Ruppel, 2025) that is
essential for strengthening employees on both a personal level and in fulfilling their
professional role (e.g. Stocker et al., 2010, 2014). From a communication perspective,
appreciation is defined as “communicating that one values someone else” (Stockeret al., 2019,
p. 333). Following the literature on respect (Grover, 2014; van Quaquebeke and Eckloff,
2010), this can be further specified either as praise for a persons’ performance and behaviour or
as unconditional recognition of a person. In this understanding, appreciation is a broader
concept than recognition which focuses on performance-related aspects only (Robbins, 2019).
This definition implies that someone (i.e. a communicator) expresses appreciation and
includes that appreciation can be conveyed on both the higher hierarchical level (i.e.
managers) as well as the same hierarchical level (i.e. co-workers). Accordingly, scholars
highlight the communicative responsibility of managers (Beck, 2016; Stranzl and Ruppel,
2025) as well as co-workers (Stocker et al., 2014). As communicating appreciation is part of
their job role (Stocker et al., 2014), managers in particular need to consider employees’
expectations (i.e. what employees want to be appreciated for) and preferences for appreciation
(i.e. which forms of appreciation they prefer; Stranzl and Ruppel, 2025). Qualitative research
outlines that employees want specific appreciation for both their work-related behaviours (e.g.
specific achievements, job-related extra tasks, communication behaviour) and their personal
characteristics and qualities (e.g. reliability, punctuality; Stranzl and Ruppel, 2025). The
questions that remain unanswered are whether work-related behaviours or personal
characteristics and qualities are more important for employees’ perceptions of appreciation,
from whom employees want to receive appreciation and whether there is a gap between
employees’ expectations and the actual occurrence of appreciation.

Strong internal relationships through appreciation foster employees’ job engagement
(Einwiller et al., 2021). Especially in the light of current sociopolitical challenges and future
crises, an organisation depends not only on employees’ regular job engagement, but also on
their voluntary contributions. We propose to capture these “extra miles” with the concept of
organisational citizenship behaviour (OCB; Organ et al., 2005). Defined as discretionary
action, OCB is a work behaviour that goes beyond the requirements of the workplace and is
chosen voluntarily by the employees themselves. OCB can address both the individual level
(contributing benefits to individual employees, e.g. welcoming and supporting new co-
workers) as well as the organisational level (contributing benefits to the organisation, e.g.
standing up and defending the organisation in public; Podsakoff et al., 2000; Williams and
Anderson, 1991). In the context of appreciation, it was shown that employees’ perceptions of
being appreciated at work yields beneficial outcomes for individual employees, e.g. through
increasing their well-being, work happiness and job satisfaction. However, benefits for
employers were also found, for example through fostering job engagement and reducing
turnover intentions (e.g. Davis et al., 2021; Elfering et al., 2017; Garrido-Vasquez et al., 2020;
Gulyani and Sharma, 2018; Kranabetter and Niessen, 2019; Muskat and Reitsamer, 2019;
Pfister et al., 2020a, b; Pohrt et al., 2022; Stocker et al., 2010, 2014, 2019). Following this line
of argument, we propose that employees’ perception of appreciation from managers or co-
workers enhances their OCB at both the individual and organisational level.

Overall, this study aims to contribute to the body of knowledge on internal communication
and relationship building (Men, 2021) by focusing on employee appreciation (Beck, 2016;
Stranzl and Ruppel, 2025) and OCB (Organ et al., 2005) in three ways: First, we examine the
role of managers and co-workers in communicating appreciation; second, we demonstrate
which reasons for appreciation are important to employees, how often they perceive that they
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JCOM are actually appreciated for these reasons, and where differences between importance and

30,2 occurrence are identified; and third, we analyse the effects of appreciation of both managers
and co-workers on individual and organisational level OCB. From the perspective of
communication practice, our findings should encourage internal communication professionals
to establish a positive working climate by emphasising the value of appreciation within their
organisations.

204

Literature review and theoretical background

Communicators of and reasons for employee appreciation

The concept of employee appreciation is mainly rooted in occupational psychology (e.g.
Semmer et al., 2019; Stocker et al., 2010, 2014, 2019), but is slowly gaining traction in
communication research (e.g. Beck, 2016; Stranzl and Ruppel, 2025). Based on social
exchange theory (Blau, 1964; Cropanzano and Mitchell, 2005; Homans, 1958), Stranzl and
Ruppel (2025) conceptualise appreciation as a socioemotional resource in the working context
that contributes to satisfying employees’ needs and expectations. Appreciation is a
communicative construct that stimulates internal relationships in the sense that it fosters
reciprocity between senders and receivers of appreciation. This is reflected in the leader-
member exchange theory (Graen and Uhl-Bien, 1995), which suggests that leaders form a
relation with each of their employees, for example by providing feedback, handing out rewards
or acknowledging efforts. Similarly, transformational leadership (Bass, 1990) with its core
dimension of individualised consideration suggests treating employees according to their
needs and granting them personal attention.

There is a general agreement that managers are first and foremost attributed with the
responsibility to engage in employee appreciation (Elfering et al., 2017; Kranabetter and
Niessen, 2019; Pohrt et al., 2022; Stocker et al., 2014; Stranzl and Ruppel, 2025; van
Quaquebeke and Eckloff, 2010). Due to their regular and personal connection, they are key
points of contact and know about employees’ tasks, challenges, wishes and needs. In addition,
managers are representatives of the organisation, which assigns them a key role in contributing
to the working climate (Stranzl and Ruppel, 2025). Stocker et al. (2019) concluded that there is
an “importance of contextual factors like appreciative leader behaviour for handling difficult
situations such as work interruptions and thus confirm the potential of feeling appreciated at
work as a protective resource in stressful work situations” (p. 331). Furthermore, employees
also believe that managers are responsible for conveying appreciation (Beck, 2016; Stranzl
and Ruppel, 2025). A qualitative study conducted in the United States showed that employees
valued managers’ verbal and personal expressions of appreciation for specific achievements
(Beck, 2016). For the European context, another qualitative study highlighted various ways in
which managers could show their appreciation (e.g. taking time to listen to employees, giving
feedback, showing support, thanking employees; Stranzl and Ruppel, 2025). Researchers from
communications and occupational psychology claim that managers need training and
education to promote a positive working climate in which appreciation prevails (Elfering et al.,
2017; Fagley and Adler, 2012; Kranabetter and Niessen, 2019; Pfister et al., 2020a; Pohrt
et al., 2022; Stranzl and Ruppel, 2025). For such trainings to truly address employees’ needs
and evoke their perception of being appreciated, insights into the effects of communicating
appreciation, best practice examples and knowledge about employees’ preferences regarding
appreciation could be helpful (Stranzl and Ruppel, 2025). Although managers might be aware
of the importance of appreciation, it remains unclear whether they convey it accordingly in
their daily communication with employees (Stocker et al., 2010). Managers should therefore
be aware of the specific reasons why employees expect appreciation from them and ensure that
they express this appreciation in a manner that aligns with those expectations.

Additionally, scholars mention the important role of co-workers in contributing to a
positive working climate (Pfister et al., 2020a, b; Stocker et al., 2014; Weiss and Zacher, 2022).
For example, Stocker et al. (2014) reported that employees experienced appreciation in the
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forms of praise and receiving “thank you” messages from co-workers and customers; thus, Journal of
“co-workers and customers are relevant sources of appreciation as well. Strengthening a ~ Communication
culture of appreciation can therefore relieve some pressure from leaders” (Stocker et al., 2014, Management
p. 90). To foster a more nuanced debate about responsibilities and education in communicating
appreciation (Fagley and Adler, 2012; Kranabetter and Niessen, 2019; Pohrt et al., 2022;
Stocker et al., 2014; Stranzl and Ruppel, 2025), we compare how much appreciation
employees receive from their managers and co-workers:

205

RQ1. Do employees receive more appreciation from their managers or their co-workers?

To communicate appreciation adequately, it is not only the communicators who are important
but also, in the light of social exchange theory (Blau, 1964), the employees’ expectations
(Stranzl and Ruppel, 2025). Qualitative research from an employee perspective captured the
reasons to appreciate someone. It demonstrated that employees wish appreciation particularly
for their work-related behaviour (e.g. personal achievements, extraordinary commitment) as
well as their personal characteristics and qualities (e.g. punctuality, reliability, flexibility;
Stranzl and Ruppel, 2025). Although there is a strong emphasis in organisational practice on
employees’ work-related behaviour (Gallup, 2016; PwC, 2023), employees might also find it
very important to be appreciated for their personal characteristics and qualities. Pohrt et al.
(2022), for example, argued that managers need to “think beyond traditional reward systems
and recognize the value of a person regardless of their achievements” (p. 384). Qualitative
studies provided information about the desired content of appreciation; however, there is a lack
of information about how important employees consider the different reasons for appreciation
(Stocker et al., 2014; Stranzl and Ruppel, 2025). In addition, there is no evidence yet on
employees’ expectations in relation to their actual experiences of appreciation. Differences
between the desired appreciation and the received appreciation could indicate whether
employees receive an appropriate amount of appreciation (i.e. they seek as much appreciation
as they receive), or whether they experience over-appreciation (i.e. they seek less appreciation
than they receive) or under-appreciation (i.e. they seek more appreciation than they receive; cf.
Davis et al., 2021). Hence, this study poses the following research questions:

RQ2. Which reasons for appreciation do employees rate as more important, (a) their
work-related behaviours or (b) their personal characteristics and qualities?

RQ3. For which reasons are employees more often appreciated, (a) their work-related
behaviours or (b) their personal characteristics and qualities?

RQ4. For which reasons do the importance and the perception of appreciation differ?

Appreciation and OCB
Appreciation in the workplace is beneficial on the individual level and has additional positive
outcomes on the organisational level. For example, perceptions of appreciation increased job
satisfaction and had a positive impact on employee well-being (Garrido-Vasquez et al., 2020;
Muskat and Reitsamer, 2019; Pfister et al., 2020a, b; Stocker et al., 2010, 2014, 2019), work
happiness (Gulyani and Sharma, 2018) and health (Kranabetter and Niessen, 2019; Pfister
et al., 2020b; Pohrt et al., 2022; Stocker et al., 2014, 2019). In addition, perceiving
appreciation fostered employees’ job engagement (e.g. Einwiller et al., 2021; Gulyani and
Sharma, 2018) and reduced their intention to leave the organisation (Apostel et al., 2018;
Davis et al., 2021). Specifically, during crises (e.g. the COVID-19 pandemic), where
continuous employee support is required, the perception of appreciation strengthened
employees’ affective organisational commitment (Einwiller et al., 2021).

OCB captures employee behaviour that is beyond their regular job role (Organ et al., 2005).
While several conceptual distinctions have been proposed (see Podsakoff et al., 2000 for an
overview), we follow Williams and Anderson’s (1991) idea of distinguishing between OCB at

Downl oaded from http://ftp. nowpublishers.conjcon articl e-pdf/30/2/202/10072024/j com 10- 2024- 0214en. pdf by guest on 16 May 2026



JCOM the individual level (OBC-I) and OCB at the organisational level (OCB-O). Examples of
30,2 individual-level OCB include experienced employees supporting the onboarding of a new co-
worker or employees from the communications department helping their sales colleagues in
responding to a customer complaint. On an organisational level, OCB occurs when employees
make suggestions to improve the efficiency of work processes or defend their organisation on
social media. In general, both levels of OCB are beneficial for organisational success and
performance. Even though single occurrences of OCB are detached from organisational
profitability, their aggregate ensures the functioning of an organisation (Organ et al., 2005).

From the perspective of internal communication, organisations should engage regularly
and transparently with their internal stakeholders (i.e. employees) to activate support for
ongoing transformations (Einwiller et al., 2021; Gehrau et al., 2024; Men and Yue, 2019; Li
etal.,2021; Yue, 2022). This recognises employees as active communicators with the ability to
stimulate internal or external debates and influence or shape organisational processes; thus,
their communicative actions have a strong impact on organisational success, reputation and
legitimacy (Andersson, 2019; Frandsen and Johansen, 2011; Heide and Simonsson, 2011,
2021). Linking internal communication and OCB, strategic internal relationship building is
considered a necessary precondition of employees’ engagement in voluntary efforts (Chan and
Lai, 2017; Men and Yue, 2019; Walden and Kingsley Westerman, 2018). In particular,
corporate symmetrical communication and communication satisfaction contribute to OCB
(Chan and Lai, 2017; Kandlousi et al., 2010; Men and Yue, 2019), and especially in uncertain
times, organisational communication is crucial to foster employees’ willingness for additional
efforts (Yue, 2022, p. 164). OCB should therefore be examined more closely in strategic
management and internal communication research.

Certain leadership styles promote employees’ OCB (Chan and Lai, 2017; Men and Yue,
2019; Tian et al., 2020). Nohe and Hertel’s (2017) synthesis of meta-analyses demonstrates
that transformational leadership is positively related to OCB, with the quality of leader-
member exchange being the strongest mediator in a multi-mediator model. Likewise, personal
recognition — a subdimension of transformational leadership — is positively related to OCB
(Hassi, 2019). Research on the association of appreciation with OCB, however, is missing so
far (Podsakoff et al., 2000). Addressing this research gap and in line with prior findings, we
assume that appreciation from both managers and co-workers will encourage employees to
engage in individual and organisational OCB. Thus, we hypothesise:

206

H1. Appreciation in the workplace by managers is positively related to OCB on the (a)
individual and (b) organisational level.

H2. Appreciation in the workplace by co-workers is positively related to OCB on the (a)
individual and (b) organisational level.

In addition, we ask whether the effects of appreciation by managers and co-workers differ:

RQ5. Do the effects hypothesised in H1 and H2 vary depending on the source of
appreciation?

Research design

Building on qualitative research that has highlighted the importance of appreciation from
managers and co-workers and its positive impact on employee behaviour, this study adopted a
quantitative approach to test the resulting hypotheses. An online survey was set up in the
Qualtrics tool and distributed by the panel provider GapFish among 486 German employees in
December 2023. Participants (54.7% female, M,z = 37.6 years, SD,4. = 10.0) worked in
organisations with more than 50 employees. This criterion was applied as organisations of this
size or larger have most probably established structures for internal communication (Einwiller
and Boenigk, 2012). Most of the participants were employed in for-profit companies (68.9%).
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The majority had worked there for at least three years (80.4%), and two-thirds held managerial Journal of
positions (67.1%). Communication

Receiving appreciation by managers and co-workers was gauged using two scales, each Management
with four similar items, one of which was directed at managers (o« = 0.92) and one at co-
workers (oo = 0.88). The items were developed by consulting previous studies (see Tables 1
and 3, cf. Jacobshagen et al., 2008; Rafferty and Griffin, 2004; Sirgy et al., 2001; Weiss and
Zacher, 2022; White and Bragg, 2012). The importance and perception of appreciation for
different reasons were derived from Stranzl and Ruppel (2025) and Stocker et al. (2014) with
24 items each. These reasons for appreciation covered both work-related behaviours as well as
personal characteristics and qualities (see Table 2). OCB was assessed on the individual level
(o = 0.87) and on the organisational level (o. = 0.90) with eight items each (see Table 3, cf. Lee
and Allen, 2002). All instruments used seven-point scales. The research project was approved
by the institutional review board prior to data collection (approval ID-code: 20231128_059). A
qualitative pretest of the survey was conducted to ensure that it was understandable and
worked properly.

207

Findings

Data were analysed in R (R Core Team, 2023). In an initial data cleaning procedure,
participants who were not part of the target population or rushed through the survey too
quickly (in less than half of the median answering time; Leiner, 2019) were omitted. Mean
values were compared in paired samples Wilcoxon tests to answer the research questions. RQ1
asked whether employees receive more appreciation from their managers or their co-workers.
Results show that both managers and employees communicate a high level of appreciation (i.e.
all means > 5.29 on the seven-point answering format). Employees tend to receive slightly
more appreciation from their co-workers than from their managers (see Table 1). However,
although significant in some cases, the mean value differences are overall rather marginal and
below 0.20 for each item; thus, managers and co-workers can be considered to communicate
equal amounts of appreciation.

Replying to RQ2, which asked about the importance of different reasons for appreciation,
reliability (M = 5.96, SD = 1.21) as a personal characteristic and quality was rated as the most
important reason. It was followed by willingness to take responsibility (M = 5.93, SD = 1.17)
and solution-oriented working (M = 5.91, SD = 1.08). For RQ3, which focused on the actual
perception of appreciation, reliability (M = 5.63, SD = 1.45) was also the main reason for which
appreciation occurred, followed by individual performance (M = 5.47, SD = 1.49) and solution-
oriented working (M = 5.46, SD = 1.51). Concerning RQ4, which referred to the differences
between importance and perception of appreciation, the largest gaps were observed for
willingness to take responsibility (Mgyy = —0.52, p < 0.001), extraordinary commitment
(Mgigr= —0.48, p <0.001), and daily work effort (Mg; = —0.47, p <0.001). There is a difference
between the importance ratings and the perception of actual appreciation for all reasons;
importance is rated higher in all cases, indicating an overall under-appreciation. Table 2

Table 1. Receiving appreciation in the workplace from managers and co-workers

Managers Co-workers A

M SD M SD Maisr
I have the feeling that my . .. appreciate(s) me 5.39 1.54 5.58 1.26 0.19%*
My ... praise(s) me when I do my work well 5.38 1.57 5.34 1.42 —0.04
My ... emphasize(s) when I have done a good job 5.29 1.62 5.39 1.52 0.09
My ... show(s) me noticeable appreciation 5.36 1.53 5.51 1.40 0.15*

Note(s): Italic indicates the higher mean value for each item. **p < 0.01, *p < 0.05
Source(s): Authors’ own work
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JCOM Table 2. Importance and perception of different reasons for appreciation in the workplace

30,2

Importance Perception A
M SD M SD Mg
Personal characteristics and qualities
Professional competence 5.90 1.24 5.45 1.49 —0.45%**
Professional experience 5.72 1.22 5.36 1.57 —0.36***
208 Sincerity 5.80 1.28 5.42 1.52 —0.38%**
Punctuality 5.66 1.43 5.36 1.61 —0.307%%*
Reliability 5.96 1.21 5.63 1.45 —0.33%**
Personality 5.63 1.32 5.32 1.56 —0.31%H*
Social competence 5.56 1.41 5.25 1.59 —0.32%**
Flexibility 5.69 1.31 5.44 1.52 —0.25%*
Loyalty to co-workers 5.87 1.24 5.44 1.51 —0.43%%*
Good mood 5.54 1.53 5.33 1.60 —0.21%*
Friendly ear 5.59 1.38 5.43 1.55 —0.16
Individual performance 5.87 1.23 5.47 1.49 —0.40%**
Work-related behaviours
Taking over additional professional tasks 5.65 1.38 5.20 1.71 —0.44%%*
Taking over additional non-professional tasks 4.99 1.72 4.73 1.88 —0.25%*
Extraordinary commitment 5.49 1.50 5.01 1.72 —0.48***
Daily work effort 5.80 1.20 5.33 1.55 —0.47%%*
Willingness to take responsibility 5.93 1.17 5.41 1.55 —0.52%%*
Solution-oriented working 591 1.08 5.46 1.51 —0.44%**
Feedback 5.63 1.34 5.33 1.59 —0.30%**
Team spirit 5.75 1.30 5.37 1.54 —0.38#%*
Loyalty to organisation 5.78 1.25 5.35 1.59 —0.43***
Contributions to organisational development 5.72 1.22 5.31 1.63 —0.41%%*
Contributions to organisational success 5.76 1.27 5.41 1.57 —0.35%**
Willingness to learn from mistakes 5.80 1.20 5.38 1.55 —0.42%%*

Note(s): Italic indicates the three highest mean values for each measure. Negative values for Mgy indicate
perceived under-appreciation. ***p < 0.001, **p < 0.01
Source(s): Authors’ own work

shows the mean values for the importance and perception of each reason and the differences
between them.

Structural equation modelling using the lavaan package (Rosseel, 2012) was applied to test
H1 and H2 on the associations between appreciation and OCB and to answer RQ5. The
measurement model indicated sufficient standardised factor loadings of 0.60 or above for all
items of an assessed construct. Reliability and convergent validity were adequate with
Cronbach’s a > 0.87 and composite reliabilities >0.89, while the average variance extracted
(AVE) was above or very close to 0.50 (see Table 3). The square roots of the AVE were higher
than the correlations between the constructs and the heterotrait-monotrait (HTMT) ratio of
correlations was <0.88, demonstrating discriminant validity (see Table 4). We used Hair
et al.’s (2019) recommendations for critical values (i.e. composite reliability >0.70; AVE
> 0.50).

To assess model fit, Hu and Bentler’s (1999) thresholds for an acceptable model fit were
used (i.e. CFI>0.90; TLI > 0.90; SRMR < 0.08; RMSEA < 0.06). The structural model yielded
an acceptable fit (;(2(246) =501.941, p <0.001, CFI = 0.933, TLI = 0.925, RMSEA = 0.067,
90% CI [0.058; 0.075], SRMR = 0.049) [1]. In support of H1b, appreciation from managers
has a strong positive association with organisational OCB (f = 0.453, p < 0.01); however,
managers’ appreciation is not associated with individual OCB (# = —0.176, p = 0.078, n. s.),
rejecting H1a. In line with H2a and H2b, appreciation from co-workers is positively related to
both dependent variables, with a strong association regarding individual OCB ( = 0.879,
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Table 3. Statistical information on the measurement model

Construct/Indicators SL o CR AVE
Appreciation received from managers 092 093 0.77
I have the feeling that my manager appreciates me 0.85

My manager praises me when I do my work well 0.86

My manager emphasizes when I have done a good job 0.89

My manager shows me noticeable appreciation 0.91

Appreciation received from co-workers 0.88 0.90 0.69
I have the feeling that my co-workers appreciate me 0.77

My co-workers praise me when I do my work well 0.84

My co-workers emphasize when I have done a good job 0.84

My manager shows me noticeable appreciation 0.86

Individual level OCB 0.87 0.89 0.49
I help my co-workers after they have been away from work for a while 0.72

If co-workers have work-related problems, I am happy to take the time to help ~ 0.69

them

I organise my time according to the wishes of my co-workers if they need more  0.72

free time

I do my best to make new co-workers feel welcome at work 0.71

I show sincere interest in my co-workers, even in the most difficult situations 0.76

I take time to help others who have problems at work or outside of work 0.60

I support my co-workers in their tasks 0.74

I share what is mine with my co-workers to make their work easier 0.69

Organisational level OCB 090 091 0.57
I take part in events that are not relevant to me personally, but which serve the  0.69

organisation’s image

I keep up to date with developments in my organisation 0.75

I defend my organisation when other employees criticise it 0.82

I am proud when I represent my organisation in public 0.83

I suggest ideas for improving the work processes in my organisation 0.75

I am loyal to my organisation 0.70

I would do something to protect my organisation from problems 0.79

I care about the image of my organisation 0.68

Note(s): SL = standardised loadings, « = Cronbach’s Alpha, CR = composite reliability, AVE = average
variance extracted; all standardised loadings are significant on a level of p < 0.001

Source(s): Authors’ own work
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Table 4. Statistical information on the measurement model’s discriminant validity

Appreciation Appreciation

received received

from from co- Individual Organisational

managers workers level OCB  level OCB
Appreciation received from managers 0.88 0.82 0.57 0.72
Appreciation received from co-workers ~ 0.80%*** 0.83 0.76 0.69
Individual level OCB 0.53%#* 0.74%%% 0.70 0.74
Organisational level OCB 0.70%** 0.68%** 0.71%** 0.76

Note(s): Values below the diagonal are the correlations between the constructs, values in the diagonal represent
the square root of AVE (average variance expected), and values above the diagonal are the HTMT values

(heterotrait-monotrait ratio of correlations). ***p < 0.001
Source(s): Authors’ own work
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JCOM p <0.001) and a medium-sized association with organisational OCB ( = 0.313, p < 0.05).

30.2 Replying to RQ5, while managers’ appreciation is related to organisational OCB only,
’ appreciation from co-workers facilitates both individual and organisational level OCB (see
Figure 1).
210 Discussion

The aim of this paper was to examine employees’ perception of appreciation in the workplace.
Results of our online survey show that both managers and co-workers convey high levels of
appreciation, with co-workers appreciating their colleagues slightly more. The most important
reasons for appreciation are work-related behaviours (i.e. willingness to take responsibility,
solution-oriented working) and personal characteristics and qualities (i.e. reliability).
Furthermore, employees receive appreciation for similar work-related behaviours (i.e.
solution-oriented working, individual performance) and personal characteristics and qualities
(i.e. reliability). As the indicated importance for the reasons of appreciation exceeds the
received appreciation for these reasons, under-appreciation prevails. Managerial appreciation
fosters OCB on the organisational level only, while co-workers’ appreciation enhances OCB
on both the individual and the organisational level. These results inform communication
professionals that employees’ need for appreciation and the amount of appreciation received
should be aligned.

Our study shows that both groups of organisational members — managers and co-workers —
communicate appreciation to their subordinates and peers, respectively. This extends the scope
of prior studies, which mainly focused on leaders as communicators of appreciation (Beck,
2016; Stranzl and Ruppel, 2025). As the definition of appreciation (Stocker et al., 2019) and
the literature on respect (Grover, 2014; van Quaquebeke and Eckloff, 2010) suggest,
employees found appreciation important for both their work-related behaviours and their
personal characteristics and qualities. The reasons rated as most important for appreciation
were reliability, willingness to take responsibility and solution-oriented working; the reasons
for which employees receive the most appreciation were reliability, individual performance
and solution-oriented working. Thus, our study reveals that, in most cases, the reasons why
employees wish to be appreciated are the same as the reasons why they actually receive
appreciation. This adds quantitative support to previous qualitative findings (Stocker et al.,
2014; Stranzl and Ruppel, 2025).

Individual level
ocB
0.879***

Appreciation received
from managers

Appreciation received
from co-workers

Organisational level
ocB

Figure 1. Standardised regression coefficients of the structural model testing the associations of receiving
appreciation from managers and co-workers with individual and organisational level OCB.

Note. N = 351. ¥*(246) = 501.941, p < 0.001, CFI = 0.933, TLI = 0.925, RMSEA = 0.067, 90% CI [0.058;
0.075], SRMR = 0.049. ***p < 0.001, **p < 0.01, *p < 0.05. Source: Authors’ own work
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Furthermore, differences between the importance and the actual perception of appreciation Journal of
were demonstrated. As importance ratings exceed perception ratings, under-appreciation is ~ Communication
indicated. The most notable differences were found for the work-related behaviours Management
willingness to take responsibility, extraordinary commitment and daily work effort. Such
differences may potentially dampen employees’ motivation to engage in voluntary efforts and
put in extra work effort. In the long run, this could pose serious threats to the success and
survival of an organisation. Hence, respecting employees’ expectations regarding appreciation
is crucial for maintaining reciprocal relationships (Blau, 1964). Despite these differences, it is
worth noting that both levels of importance and perception of appreciation were considerably
high, with mean values for all items not smaller than M = 4.99 (importance) and M = 4.73
(perception), respectively. This observation may be due to the composition of our sample: The
vast majority of study participants have worked at their current employer for three years or
longer, indicating that they are essentially satisfied with the working climate and level of
appreciation there.

Our results demonstrate that appreciation from both managers and co-workers increases
voluntary work behaviours. The strength of associations, however, varies; while for
appreciation from managers, the correlation with OCB occurs only on the organisational
level, appreciation from co-workers is related to OCB on both the organisational and the
individual level. Considering that individual OCB mainly targets co-workers on the same
hierarchical level (e.g. new colleagues in the team), this finding is rather unsurprising. The
association between appreciation received from managers and employees’ willingness to
engage in additional efforts for the benefit of the entire organisation can be explained because
managers are perceived as representatives of the organisation. In general, these results resonate
with the motivation and engagement function attributed to internal communication in
organisations (Men, 2021). In line with theoretical considerations on employees as active
communicators (Andersson, 2019; Heide and Simonsson, 2011, 2021), they particularly stress
the important communicative role of organisational members on all hierarchical levels.
Overall, findings strengthen the idea of appreciation as a prototypical resource to strengthen
internal relationships (Stranzl and Ruppel, 2025) with positive outcomes for both individuals
and organisations.

This study also implies important directives for internal communication practice. Our
findings are crucial for internal communication professionals to understand their
responsibility and opportunities in co-creating an overall positive working climate. Such a
positive climate could be established through appreciation by managers and co-workers and
encourage employees to commit to voluntary efforts regarding their co-workers and their
organisation. Internal communication professionals can help organisations to strategically
employ appreciation, either through their own communication measures or by advising and
enabling other members of their organisation. Following, we derive some important
conclusions for internal communication management: (1) Both managers and co-workers are
communicating appreciation and are therefore important communicators of appreciation.
Thus, internal communication professionals need to address all organisational members when
they aim to create a positive climate by emphasising the value of appreciation. This follows the
idea of a communicative organisation (Heide et al., 2019) where every employee is an
important voice, regardless of their position; (2) the reasons for which employees think
appreciation is important and for which they receive appreciation are mostly aligned.
However, employees want more appreciation than they receive, indicating under-appreciation.
Accordingly, communication professionals have to work on establishing an architecture of
listening (Macnamara, 2016, 2024) within their organisation to accurately assess employees’
needs and expectations and to identify appropriate opportunities to communicate appreciation
and (3) appreciation from managers and appreciation from co-workers are linked to different
outcomes. Communication professionals need to consider these influences; depending on the
goals and objectives, they may either produce messages that enable managers to express
appreciation to their subordinates, promote appreciative communication among employees on
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JCOM the same hierarchical level or set up communication training programmes for both of these
30,2 internal stakeholder groups.

Our study demonstrates that employees want and perceive appreciation for various distinct
reasons, which are mainly unrelated, as additionally conducted exploratory factor analyses failed
to indicate a coherent pattern of loadings across both scales. Available scales measuring
appreciation (e.g. Einwiller et al., 2021; Jacobshagen et al., 2008; Kranabetter and Niessen, 2019;
Rafferty and Griffin, 2004) miss to capture and incorporate these specific reasons, treating
appreciation as a reflective concept instead. Thus, to better gauge the concept of appreciation,
formative scales should be developed (cf. Bollen and Lennox, 1991). As our sample only
addressed employees from Germany, future research may take a comparative perspective and
examine cultural influences on the communication of appreciation. Furthermore, appreciation
and work efforts form a cycle with employees working hard, receiving appreciation for this work,
continuing or even increasing their work efforts and consequently receiving further appreciation
from both managers and co-workers. However, it remains unclear how different patterns of
appreciation and work effort affect future efforts, such as (1) continuous appreciation for similar
efforts, (2) decreasing appreciation for similar efforts, (3) continuous appreciation for increased
efforts and (4) increasing appreciation for increased efforts. In this context, it may also be
worthwhile to focus on appreciation communicated in the reverse direction, i.e. from employees
to their managers. From a methodological standpoint, cross-sectional survey studies like ours may
suffer from retrospection bias and cannot identify causal relationships between appreciation and
its potential antecedents and consequences. Thus, further research on appreciation in the
workplace could utilise longitudinal and/or experimental designs.

Overall, although the surveyed sample is not representative and limited to the German
context, our work offers important contributions to strategic communication theory and
practice. By identifying that importance and perception of appreciation differ, we show that, at
least in our sample, under-appreciation prevails in the workplace. Moreover, we demonstrate
varying effects on employee behaviour depending on whether appreciation is communicated
by managers or co-workers. Building on these findings, we eventually provide guidance for
internal communication professionals.

212

Note

1. Model fit indices of structural model and measurement model were identical, indicating that the
arrows in the structural model could be reversed, i.e. OCB predicting appreciation (and not the other
way around, as shown here).

References

Andersson, R. (2019), “Employee communication responsibility: its antecedents and implications for
strategic communication management”, International Journal of Strategic Communication,
Vol. 13 No. 1, pp. 60-75, doi: 10.1080/1553118x.2018.1547731.

Apostel, E., Syrek, C.J. and Antoni, C.H. (2018), “Turnover intention as a response to illegitimate
tasks: the moderating role of appreciative leadership”, International Journal of Stress
Management, Vol. 25 No. 3, pp. 234-249, doi: 10.1037/str0000061.

Bass, B.M. (1990), “From transactional to transformational leadership: learning to share the vision”,
Organizational Dynamics, Vol. 18 No. 3, pp. 19-31, doi: 10.1016/0090-2616(90)90061-s.

Beck, C.W. (2016), “Perceptions of thanks in the workplace: use, effectiveness, and dark sides of
managerial gratitude”, Corporate Communications: An International Journal, Vol. 21 No. 3,
pp- 333-351, doi: 10.1108/ccij-07-2014-0048.

Blau, P.M. (1964), Exchange and Power in Social Life, John Wiley, London.

Bollen, K. and Lennox, R. (1991), “Conventional wisdom on measurement: a structural equation
perspective”, Psychological Bulletin, Vol. 110 No. 2, pp. 305-314, doi: 10.1037//0033-
2909.110.2.305.

Downl oaded from http://ftp. nowpublishers.conjcon articl e-pdf/30/2/202/10072024/j com 10- 2024- 0214en. pdf by guest on 16 May 2026


https://doi.org/10.1080/1553118x.2018.1547731
https://doi.org/10.1037/str0000061
https://doi.org/10.1016/0090-2616(90)90061-s
https://doi.org/10.1108/ccij-07-2014-0048
https://doi.org/10.1037//0033-2909.110.2.305
https://doi.org/10.1037//0033-2909.110.2.305

Chan, S.H.J. and Lai, H.Y.I. (2017), “Understanding the link between communication satisfaction, Journal of
perceived justice and organizational citizenship behavior”, Journal of Business Research, Communication
Vol. 70, pp. 214-223, doi: 10.1016/j.jbusres.2016.08.017. Management

Cropanzano, R. and Mitchell, M.S. (2005), “Social exchange theory: an interdisciplinary Review”,
Journal of Management, Vol. 31 No. 6, pp. 874-900, doi: 10.1177/0149206305279602.

Davis, R.S., Stazyk, E.C. and Dickman, Z.T. (2021), “Advantages of feeling appreciated: an
examination of how receipt of gratitude influences the linkages between PSM and behaviour”, 213
Public Administration, Vol. 99 No. 4, pp. 723-739, doi: 10.1111/padm.12707.

Einwiller, S. and Boenigk, M. (2012), “Examining the link between integrated communication
management and communication effectiveness in medium-sized enterprises”, Journal of
Marketing Communications, Vol. 18 No. 5, pp. 335-361, doi: 10.1080/13527266.2010.530055.

Einwiller, S., Ruppel, C. and Stranzl, J. (2021), “Achieving employee support during the COVID-19
pandemic — the role of relational and informational crisis communication in Austrian
organizations”, Journal of Communication Management, Vol. 25 No. 3, pp. 233-255, doi:
10.1108/jcom-10-2020-0107.

Elfering, A., Gerhardt, C., Grebner, S. and Miiller, U. (2017), “Exploring supervisor-related job
resources as mediators between supervisor conflict and job attitudes in hospital employees”,
Safety and Health at Work, Vol. 8 No. 1, pp. 19-28, doi: 10.1016/j.shaw.2016.06.003.

Fagley, N.S. and Adler, M.G. (2012), “Appreciation: a spiritual path to finding value and meaning in
the workplace”, Journal of Management, Spirituality and Religion, Vol. 9 No. 2, pp. 167-187,
doi: 10.1080/14766086.2012.688621.

Frandsen, F. and Johansen, W. (2011), “The study of internal crisis communication: towards an
integrative framework”, Corporate Communications: An International Journal, Vol. 16 No. 4,
pp. 347-361, doi: 10.1108/13563281111186977.

Gallup (2016), “The importance of employee recognition: low cost, high impact”, available at: https://
www.gallup.com/workplace/236441/employee-recognition-low-cost-high-impact.aspx
(accessed 13 August 2024).

Garrido-Vésquez, M.E., Garrido-Véasquez, P. and Otto, K. (2020), “Two sides of workplace
interactions: how appreciation and social stressors shape the relationship between job insecurity
and well-being”, Europe’s Journal of Psychology, Vol. 16 No. 3, pp. 458-478, doi: 10.5964/
ejop.v16i3.2023.

Gebhrau, V., Lithrmann, J., Stehle, H. and Rottger, U. (2024), “The impact of internal communication on
individual empowerment: findings of a representative employee survey in Germany”,
International Journal of Strategic Communication, Vol. 18 No. 3, pp. 208-227, doi: 10.1080/
1553118x.2024.2312859.

Graen, G.B. and Uhl-Bien, M. (1995), “Relationship-based approach to leadership: development of
leader-member exchange (LMX) theory of leadership over 25 years: applying a multi-level
multi-domain perspective”, The Leadership Quarterly, Vol. 6 No. 2, pp. 219-247, doi: 10.1016/
1048-9843(95)90036-5.

Grover, S.L. (2014), “Unraveling respect in organization studies”, Human Relations, Vol. 67 No. 1,
pp- 27-51, doi: 10.1177/0018726713484944.

Gulyani, G. and Sharma, T. (2018), “Total rewards components and work happiness in new ventures:
the mediating role of work engagement”, in Evidence-based HRM: A Global Forum for
Empirical Scholarship, Vol. 6 No. 3, pp. 255-271, doi: 10.1108/ebhrm-12-2017-0063.

Hair, J.F., Black, W.C., Babin, B.J. and Anderson, R.E. (2019), Multivariate Data Analysis, 8th ed.,
Cengage, Hampshire.

Hassi, A. (2019), ““You get what you appreciate’: effects of leadership on job satisfaction, affective
commitment and organisational citizenship behaviour”, International Journal of Organizational
Analysis, Vol. 27 No. 3, pp. 786-811, doi: 10.1108/ijoa-08-2018-1506.

Heide, M. and Simonsson, C. (2011), “Putting coworkers in the limelight: new challenges for
communication professionals”, International Journal of Strategic Communication, Vol. 5 No. 4,
pp. 201-220, doi: 10.1080/1553118x.2011.605777.

Downl oaded from http://ftp. nowpublishers.conjcon articl e-pdf/30/2/202/10072024/j com 10- 2024- 0214en. pdf by guest on 16 May 2026


https://doi.org/10.1016/j.jbusres.2016.08.017
https://doi.org/10.1177/0149206305279602
https://doi.org/10.1111/padm.12707
https://doi.org/10.1080/13527266.2010.530055
https://doi.org/10.1108/jcom-10-2020-0107
https://doi.org/10.1016/j.shaw.2016.06.003
https://doi.org/10.1080/14766086.2012.688621
https://doi.org/10.1108/13563281111186977
https://www.gallup.com/workplace/236441/employee-recognition-low-cost-high-impact.aspx
https://www.gallup.com/workplace/236441/employee-recognition-low-cost-high-impact.aspx
https://doi.org/10.5964/ejop.v16i3.2023
https://doi.org/10.5964/ejop.v16i3.2023
https://doi.org/10.1080/1553118x.2024.2312859
https://doi.org/10.1080/1553118x.2024.2312859
https://doi.org/10.1016/1048-9843(95)90036-5
https://doi.org/10.1016/1048-9843(95)90036-5
https://doi.org/10.1177/0018726713484944
https://doi.org/10.1108/ebhrm-12-2017-0063
https://doi.org/10.1108/ijoa-08-2018-1506
https://doi.org/10.1080/1553118x.2011.605777

JCOM Heide, M. and Simonsson, C. (2021), “What was that all about? On internal crisis communication and
30.2 communicative coworkership during a pandemic”, Journal of Communication Management,
’ Vol. 25 No. 3, pp. 256-275, doi: 10.1108/jcom-09-2020-0105.

Heide, M., Simonsson, C., Nothhaft, H., Andersson, R. and von Platen, S. (2019), “The communicative
organization — final report”, Sveriges Kommunikatorer.

Homans, G.C. (1958), “Social behavior as exchange”, American Journal of Sociology, Vol. 63 No. 6,
214 pp- 597-606, doi: 10.1086/222355.

Huy, L. and Bentler, P.M. (1999), “Cutoff criteria for fit indexes in covariance structure analysis:
conventional criteria versus new alternatives”, Structural Equation Modeling: A
Multidisciplinary Journal, Vol. 6 No. 1, pp. 1-55, doi: 10.1080/10705519909540118.

Jacobshagen, N., Oehler, N., Stettler, E.M., Liechti, S. and Semmer, N.K. (2008), “Appreciation at
work: measurement and associations with well-being”, doi:10.1037/e573012012-222.

Kandlousi, N.S.A.E., Ali, A.J. and Abdollahi, A. (2010), “Organizational citizenship behavior in concern of
communication satisfaction: the role of the formal and informal communication”, International
Journal of Business and Management, Vol. 5 No. 10, pp. 51-61, doi: 10.5539/ijbm.v5n10p51.

Kranabetter, C. and Niessen, C. (2019), “Appreciation and depressive symptoms: the moderating role
of need satisfaction”, Journal of Occupational Health Psychology, Vol. 24 No. 6, pp. 1-12, doi:
10.1037/0cp0000153.

Lee, K. and Allen, N.J. (2002), “Organizational citizenship behavior and workplace deviance: the role
of affect and cognitions”, Journal of Applied Psychology, Vol. 87 No. 1, pp. 131-142, doi:
10.1037//0021-9010.87.1.131.

Leiner, D.J. (2019), “Too fast, too straight, too weird: non-reactive indicators for meaningless data in
internet surveys”, Survey Research Methods, Vol. 13 No. 3, pp. 229-248.

Li, J.-Y., Sun, R., Tao, W. and Lee, Y. (2021), “Employee coping with organizational change in the face
of a pandemic: the role of transparent internal communication”, Public Relations Review, Vol. 47
No. 1, 101984, doi: 10.1016/j.pubrev.2020.101984.

Macnamara, J. (2016), Organizational Listening. The Missing Essential in Public Communication,
Peter Lang, New York.

Macnamara, J. (2024), Organizational Listening II. Expanding the Concept, Theory, and Practice, Peter
Lang, New York.

Men, L.R. (2021), “Evolving research and practices in internal communication”, in Men, L.R. and
Tkalac Vercic, A. (Eds), Current Trends and Issues in Internal Communication, Palgrave
Macmillan, Cham, pp. 1-18.

Men, L.R. and Yue, C.A. (2019), “Creating a positive emotional culture: effect of internal
communication and impact on employee supportive behaviors”, Public Relations Review,
Vol. 45 No. 3, 101764, doi: 10.1016/j.pubrev.2019.03.001.

Muskat, B. and Reitsamer, B.F. (2019), “Quality of work life and Generation Y: how gender and
organizational type moderate job satisfaction”, Personnel Review, Vol. 49 No. 1, pp. 265-283,
doi: 10.1108/pr-11-2018-0448.

Nohe, C. and Hertel, G. (2017), “Transformational leadership and organizational citizenship behavior:
a meta-analytic test of underlying mechanisms”, Frontiers in Psychology, Vol. 8, 1364, doi:
10.3389/fpsyg.2017.01364.

Organ, D.W., Podsakoff, P.M. and MacKenzie, S.B. (2005), Organizational Citizenship Behavior: Its
Nature, Antecedents, and Consequences, SAGE Publications, Thousand Oaks.

Pfister, I.B., Jacobshagen, N., Kalin, W. and Semmer, N.K. (2020a), “How does appreciation lead to
higher job satisfaction?”, Journal of Managerial Psychology, Vol. 35 No. 6, pp. 465-479, doi:
10.1108/jmp-12-2018-0555.

Pfister, 1.B., Jacobshagen, N., Kalin, W., Stocker, D., Meier, L.L. and Semmer, N.K. (2020b),
“Appreciation and illegitimate tasks as predictors of affective well-being: disentangling within-

and between-person effects”, Journal of Work and Organizational Psychology, Vol. 36 No. 1,
pp. 63-76, doi: 10.5093/jwop2020a6.

Downl oaded from http://ftp. nowpublishers.conjcon articl e-pdf/30/2/202/10072024/j com 10- 2024- 0214en. pdf by guest on 16 May 2026


https://doi.org/10.1108/jcom-09-2020-0105
https://doi.org/10.1086/222355
https://doi.org/10.1080/10705519909540118
https://doi.org/10.1037/e573012012-222
https://doi.org/10.5539/ijbm.v5n10p51
https://doi.org/10.1037/ocp0000153
https://doi.org/10.1037//0021-9010.87.1.131
https://doi.org/10.1016/j.pubrev.2020.101984
https://doi.org/10.1016/j.pubrev.2019.03.001
https://doi.org/10.1108/pr-11-2018-0448
https://doi.org/10.3389/fpsyg.2017.01364
https://doi.org/10.1108/jmp-12-2018-0555
https://doi.org/10.5093/jwop2020a6

Podsakoff, P.M., MacKenzie, S.B., Paine, J.B. and Bachrach, D.G. (2000), “Organizational citizenship Journal of
behaviors: a critical review of the theoretical and empirical literature and suggestions for future Communication
research”, Journal of Management, Vol. 26 No. 3, pp. 513-563, doi: 10.1177/ Management
014920630002600307.

Pohrt, A., Fodor, D., Burr, H. and Kendel, F. (2022), “Appreciation and job control predict depressive
symptoms: results from the study on mental health at work”, International Archives of
Occupational and Environmental Health, Vol. 95 No. 2, pp. 377-387, doi: 10.1007/s00420-021-
01735-6. 215

PwC (2023), “Recognition”, available at: https://www.pwc.com/my/en/publications/2023/pwc-annual-
report-2023/recognition.html (accessed 13 August 2024).

R Core Team (2023), R: A Language and Environment for Statistical Computing, R Foundation for
Statistical Computing, Vienna, available at: https://www.R-project.org

Rafferty, A.E. and Griffin, M.A. (2004), “Dimensions of transformational leadership: conceptual and
empirical extensions”, The Leadership Quarterly, Vol. 15 No. 3, pp. 329-354, doi: 10.1016/
j.leaqua.2004.02.009.

Robbins, M. (2019), “Why employees need both recognition and appreciation”, available at: https://
hbr.org/2019/11/why-employees-need-both-recognition-and-appreciation (accessed 16
October 2024).

Rosseel, Y. (2012), “lavaan: an R package for structural equation modeling”, Journal of Statistical
Software, Vol. 48 No. 2, pp. 1-36, doi: 10.18637/jss.v048.i02.

Ruppel, C., Stranzl, J. and Einwiller, S. (2022), “Employee-centric perspective on organizational crisis:
how organizational transparency and support help to mitigate employees’ uncertainty, negative
emotions and job disengagement”, Corporate Communications: An International Journal,
Vol. 27 No. 5, pp. 1-22, doi: 10.1108/ccij-04-2022-0045.

Semmer, N.K., Tschan, F., Jacobshagen, N., Beehr, T.A., Elfering, A., Kalin, W. and Meier, L.L.
(2019), “Stress as offense to self: a promising approach comes of age”, Occupational Health
Science, Vol. 3 No. 3, pp. 205-238, doi: 10.1007/s41542-019-00041-5.

Sirgy, M.J., Efraty, D., Siegel, P. and Lee, D.-J. (2001), “A new measure of quality of work life (QWL)
based on need satisfaction and spillover theories”, Social Indicators Research, Vol. 55 No. 3,
pp. 241-302, doi: 10.1023/a:1010986923468.

Stieglitz, S., Zerfass, A., Wloka, M. and Clausen, S. (2024), Communications Trend Radar
2024. Information Inflation, AI Literacy, Workforce Shift, Content Integrity & Decoding
Humans (Communication Insights, Issue 20), Academic Society for Management &
Communication, Leipzig.

Stocker, D., Jacobshagen, N., Krings, R., Pfister, I.B. and Semmer, N.K. (2014), “Appreciative
leadership and employee well-being in everyday working life”, German Journal of
Human Resource Management, Vol. 28 Nos 1-2, pp. 73-95, doi: 10.1177/
239700221402800105.

Stocker, D., Jacobshagen, N., Semmer, N.K. and Annen, H. (2010), “Appreciation at work in the Swiss
armed forces”, Swiss Journal of Psychology, Vol. 69 No. 2, pp. 117-124, doi: 10.1024/1421-
0185/a000013.

Stocker, D., Keller, A.C., Meier, L.L., Elfering, A., Pfister, [.B., Jacobshagen, N. and Semmer, N.K.
(2019), “Appreciation by supervisors buffers the impact of work interruptions on well-being
longitudinally”, International Journal of Stress Management, Vol. 26 No. 4, pp. 331-334, doi:
10.1037/str0000111.

Stranzl, J. and Ruppel, C. (2025), “Co-creating an appreciative working climate: discussing reasons for
appreciation, forms and roles from a communication perspective”, Journal of Communication
Management, Vol. 29 No. 2, pp. 274-296, doi: 10.1108/jcom-12-2023-0133.

Tian, H., Igbal, S., Akhtar, S., Qalati, S.A., Anwar, F. and Khan, M.A.S. (2020), “The impact of
transformational leadership on employee retention: mediation and moderation through
organizational citizenship behavior and communication”, Frontiers in Psychology, Vol. 11,
pp. 1-11, doi: 10.3389/fpsyg.2020.00314.

Downl oaded from http://ftp. nowpublishers.conjcon articl e-pdf/30/2/202/10072024/j com 10- 2024- 0214en. pdf by guest on 16 May 2026


https://doi.org/10.1177/014920630002600307
https://doi.org/10.1177/014920630002600307
https://doi.org/10.1007/s00420-021-01735-6
https://doi.org/10.1007/s00420-021-01735-6
https://www.pwc.com/my/en/publications/2023/pwc-annual-report-2023/recognition.html
https://www.pwc.com/my/en/publications/2023/pwc-annual-report-2023/recognition.html
https://www.R-project.org
https://doi.org/10.1016/j.leaqua.2004.02.009
https://doi.org/10.1016/j.leaqua.2004.02.009
https://hbr.org/2019/11/why-employees-need-both-recognition-and-appreciation
https://hbr.org/2019/11/why-employees-need-both-recognition-and-appreciation
https://doi.org/10.18637/jss.v048.i02
https://doi.org/10.1108/ccij-04-2022-0045
https://doi.org/10.1007/s41542-019-00041-5
https://doi.org/10.1023/a:1010986923468
https://doi.org/10.1177/239700221402800105
https://doi.org/10.1177/239700221402800105
https://doi.org/10.1024/1421-0185/a000013
https://doi.org/10.1024/1421-0185/a000013
https://doi.org/10.1037/str0000111
https://doi.org/10.1108/jcom-12-2023-0133
https://doi.org/10.3389/fpsyg.2020.00314

JCOM van Quaquebeke, N. and Eckloff, T. (2010), “Defining respectful leadership: what it is, how it can be
30.2 measured, and another glimpse at what it is related to”, Journal of Business Ethics, Vol. 91
’ No. 3, pp. 343-358, doi: 10.1007/s10551-009-0087-z.

Walden, J.A. and Kingsley Westerman, C.Y. (2018), “Strengthening the tie: creating exchange
relationships that encourage employee advocacy as an organizational citizenship behavior”,
Management Communication Quarterly, Vol. 32 No. 4, pp. 593-611, doi: 10.1177/
0893318918783612.

Weiss, M. and Zacher, H. (2022), “Why and when does voice lead to increased job engagement? The
role of perceived voice appreciation and emotional stability”, Journal of Vocational Behavior,
Vol. 132, 103662, doi: 10.1016/j.jvb.2021.103662.

White, P. and Bragg, K. (2012), “Appreciation at work: rating scale”, available at: https://
www.appreciationatwork.com/wp-content/uploads/2015/06/Appreciation-at-Work-Rating-
Scale-2015-Workplace.pdf (accessed 11 March 2023).

Williams, L.J. and Anderson, S.E. (1991), “Job satisfaction and organizational commitment as
predictors of organizational citizenship and in-role behaviors”, Journal of Management, Vol. 17
No. 3, pp. 601-617, doi: 10.1177/014920639101700305.

Yue, C.A. (2022), “Fostering employees’ positive change reactions: the role of bridging and buffering
strategies”, Journal of Public Relations Research, Vol. 34 Nos 3-4, pp. 152-174, doi: 10.1080/
1062726x.2022.2093881.

216

Corresponding author
Jens Hagelstein can be contacted at: jens.hagelstein@univie.ac.at

For instructions on how to order reprints of this article, please visit our website:
www.emeraldgrouppublishing.com/licensing/reprints.htm
Or contact us for further details: permissions@emeraldinsight.com

Downl oaded from http://ftp. nowpublishers.conjcon articl e-pdf/30/2/202/10072024/j com 10- 2024- 0214en. pdf by guest on 16 May 2026


https://doi.org/10.1007/s10551-009-0087-z
https://doi.org/10.1177/0893318918783612
https://doi.org/10.1177/0893318918783612
https://doi.org/10.1016/j.jvb.2021.103662
https://www.appreciationatwork.com/wp-content/uploads/2015/06/Appreciation-at-Work-Rating-Scale-2015-Workplace.pdf
https://www.appreciationatwork.com/wp-content/uploads/2015/06/Appreciation-at-Work-Rating-Scale-2015-Workplace.pdf
https://www.appreciationatwork.com/wp-content/uploads/2015/06/Appreciation-at-Work-Rating-Scale-2015-Workplace.pdf
https://doi.org/10.1177/014920639101700305
https://doi.org/10.1080/1062726x.2022.2093881
https://doi.org/10.1080/1062726x.2022.2093881
mailto:jens.hagelstein@univie.ac.at

	Communicating appreciation in the workplace: importance and perception of appreciation from managers and co-workers and its ...
	Introduction
	Literature review and theoretical background
	Communicators of and reasons for employee appreciation
	Appreciation and OCB

	Research design
	Findings
	Discussion
	Note
	References


