
Expressions and actions of 
genuine appreciation can have a 
profound impact on your employees 
and co-workers’ wellbeing. This 
simple action has been associated 
with numerous evidence-based 
wellbeing benefits for employees 
including increased job satisfaction, 
lower burnout, improved daily 
emotions, and stronger co-worker 
relationships.

Appreciation
is a key driver of workplace 

wellbeing
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Appreciation
Interventions

Cultivate a culture of recognition
Employee recognition can come from multiple sources: 

the organisation, manager, peer, customer, patient, or even themselves. 

Recognising both team and individual performance can reduce work-related 

stress by enhancing workplace collaboration and trust, while fostering a sense of 

belonging and organisational commitment.1

○ Encourage peer-recognition and self-recognition.2,3

○ Seek feedback from clients, customers or patients and celebrate positive reviews.3

○ Encourage managers to lead by example by making time in their team’s work schedule to 

come together for the purpose of expressing gratitude towards one another.4
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Be SAGE in how you deliver recognition

Employee recognition must be thoughtfully delivered to improve 

workplace wellbeing. Failure to do so can result in unintended negative 

consequences arising from conflict, inequality or a sense of injustice. 

Therefore, effective recognition should be SAGE: 

○ Specific about what the employee is being recognised for;

○ Appropriate in terms of delivery timing, setting, and mode of communication;

○ Genuine, authentic, and sincere; and 

○ Equitably distributed across the workforce (ensuring remote, hybrid and 

independent workers are not overlooked)
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Reward employees for their effort

Rewarding employees for their work contributions is a valuable form of recognition that 

can play a role in protecting their wellbeing. Monetary rewards can off-set the negative 

impacts of demanding, repetitive, monotonous or less immediately rewarding 

work.1,2,3  Non-monetary rewards and benefits such as flexible working options and paid 

volunteer days off can improve employee autonomy and work-life balance.4,5

Key considerations:

○ Consider employees’ motivational needs when designing reward systems. Team based 

rewards encourage collaboration and avoids overly competitive behaviours

○ Evaluate the impact of rewards on employees to ensure that they do not increase

     work-related pressure, competition, or inequality.

Sources:
1. Victor and Hoole (2010)
2. van Vegchel et al. (2004)
3. Kosfeld et al. (2016)

4.   Kelly et al. (2016)
5.   Moen et al. (2016)
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Prioritise decency, kindness and civility

Sources:
1. Harvard Business Review (2019)
2. Harding (2020)

Employee recognition programmes can have a greater impact on employee wellbeing in organisations that 

have a strong culture of decency, kindness, and civility. The former CEO of Mastercard, Ajay Banga, coined 

the term “Decency Quotient” (DQ):

“DQ implies a person has not only empathy for employees and colleagues but also the 
genuine desire to care for them. DQ means wanting something positive for everyone in 
the workplace and ensuring everyone feels respected and valued. DQ is evident in daily 
interactions with others. DQ implies a focus on doing right by others.” 1

Psychiatrist Dr. Kelli Harding’s research reveals that kindness and human 

connection can positively impact our physical and mental health beyond traditional 

medicine. She suggests that having a good manager is just as critical as having a 

good doctor to avoid disease.2

https://hbr.org/2019/07/for-leaders-decency-is-just-as-important-as-intelligence


Appreciation
References

Angelopoulou, P & Panagopoulou, E. (2020). Is wellbeing at work related to professional 

recognition: A pilot intervention. Psychology, Health & Medicine, 25(8), 950-957.

Black, PW (2023). The effect of peer-to-peer recognition systems on helping behavior: The influence 

of rewards and group affiliation. Accounting, Organizations and Society, 101454.

Harding, K (2019). The Rabbit Effect: Live Longer, Happier, and Healthier with the Groundbreaking 

Science of Kindness. Atria Books.

Hoole, C & Victor, J (2017). The influence of organizational rewards on workplace trust and work 

engagement. SA Journal of Human Resource Management, 15(1), 1-14.

Kelly, EL, Moen, P, Oakes, JM, Fan, W, Okechukwu, C, Davis, KD, Casper, LM. (2014). Changing Work 

and Work-Family Conflict: Evidence from the Work, Family, and Health Network. American 

Sociological Review, 79(3), 485-516.

Kosfeld, M, Neckermann, S, & Yang, X. (2017). The effects of financial and recognition incentives 

across work contexts: the role of meaning. Economic Inquiry, 55(1), 237-247.

Moen, P, Kelly, EL, Fan, W, Lee, SR, Almeida, D, Kossek, EF, & Buxton, OM (2016). Does a 

Flexibility/Support Organizational Initiative Improve High-Tech Employees' Well-Being? Evidence 

from the Work, Family, and Health Network. American Sociological Review, 81(1), 134-164.

Osatuke, K, Moore, SC, Ward, C, Dyrenforth, SR, & Belton, L (2009). Civility, Respect, Engagement in 

the Workforce (CREW). The Journal of Applied Behavior

Scherbaum, CA, Naidoo, LJ, & Saunderson, R (2022). The impact of manager recognition training on 

performance: A quasi-experimental field study. Leadership & Organization Development Journal, 

43(1), 57-70.

Smith, SL, Kelloway, KE (2016). Respect in the workplace: an evaluation of a short online intervention 

program. In Sparrow, P.,, Cartwright, S., & Albrecht, S. (Eds.), Innovative Interventions to improve 

employee well-being and performance (Vol. 3). Bradford, West Yorkshire: Emerald Publishing 

Limited.

Tetrick, LE & Haimann, CR (2014) Employee Recognition. In Day, A., Kelloway, E., & Hurrell, J. (Eds.), 

Workplace well-being : How to build psychologically healthy workplaces. Chichester.

Van Vegchel, N, De Jonge, J, Bosma, H, & Schaufeli, W (2005). Reviewing the effort–reward 

imbalance model: Drawing up the balance of 45 empirical studies. Social Science & Medicine (1982), 

60(5), 1117-1131.

Walsh, BM, & Magley, VJ (2020). Workplace civility training: Understanding drivers of motivation to 

learn. International Journal of Human Resource Management, 31(17), 2165-2187.

Weziak-Bialowolska, D, & Bialowolski, P (2022). Associations of recognition at work with subsequent 

health and quality of life among older working adults. International Archives of Occupational and 

Environmental Health, 95(4), 835-847.



Making the 
most of this 
resource

The Work Wellbeing Playbook is a concise guide derived from a 
systematic literature review of workplace wellbeing 
interventions. It offers a high-level summary of evidence-based 
interventions categorised by 12 key drivers of workplace 
wellbeing, distilled from over 3,000 academic studies.

Aimed at busy professionals, it provides accessible insights to 
improve employee wellbeing.

This playbook builds upon the World Wellbeing Movement’s 
science-based recommendations for how to measure both how 
employees are feeling at work, and why they are feeling that 
way. You can then use the Work Wellbeing Playbook to address 
the areas for improvement within your organisation.

Business leaders are recommended to keep diversity top of 
mind when leveraging the playbook to craft a holistic employee 
wellbeing strategy for their organisation. While no single 
intervention guarantees success, combining multiple 
interventions across various levels and drivers of wellbeing can 
yield positive results for organisations.

https://worldwellbeingmovement.org/insights/how-to-measure-workplace-wellbeing/
https://m365.eu.vadesecure.com/safeproxy/v4?f=8_M1tW7lBzCOmq-tsr5YffSjS2Ln4oKH86iyUP9VaGHshi_eLVBW_wWPtQf53g1NISue54PlJGSnUCvTfQD3Bw&i=qSl44ZygDLEnrT134r8i6aIBeHZQSLXe2iY21tTWeHWMvtiZOm1IMq3vedGt2iebHzpBy01ugVxPsHEmU55UCA&k=mx7B&r=5YSQFfvy3FJJnkVe9AvosSxulAa0ujJX9kom3oh9pK6shtgirETutKPAXFFm9VEFHgv8emj8NTgifpqFmMjy4Q&s=16e5d800b1ee65c52cd77b7a2477887f3d2018528eee4b8a90b71a254fa3b3e6&u=https%3A%2F%2Fworldwellbeingmovement.org%2Finsights%2Fthe-drivers-of-workplace-wellbeing%2F
https://m365.eu.vadesecure.com/safeproxy/v4?f=8_M1tW7lBzCOmq-tsr5YffSjS2Ln4oKH86iyUP9VaGHshi_eLVBW_wWPtQf53g1NISue54PlJGSnUCvTfQD3Bw&i=qSl44ZygDLEnrT134r8i6aIBeHZQSLXe2iY21tTWeHWMvtiZOm1IMq3vedGt2iebHzpBy01ugVxPsHEmU55UCA&k=mx7B&r=5YSQFfvy3FJJnkVe9AvosSxulAa0ujJX9kom3oh9pK6shtgirETutKPAXFFm9VEFHgv8emj8NTgifpqFmMjy4Q&s=16e5d800b1ee65c52cd77b7a2477887f3d2018528eee4b8a90b71a254fa3b3e6&u=https%3A%2F%2Fworldwellbeingmovement.org%2Finsights%2Fthe-drivers-of-workplace-wellbeing%2F

