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Sommario
L’obiettivo del presente lavoro è quello di esaminare le proprietà psicometriche del Positive and Negative 
Affect Schedule (PANAS) at work per utilizzare questo strumento con un focus specifico nel contesto lavo-
rativo. Lo strumento PANAS è stato somministrato a 209 lavoratori. Sono state analizzate dimensionalità, at-
tendibilità e validità concorrente. L’analisi fattoriale confermativa ha mostrato una struttura a due dimensioni 
dello strumento. La coerenza interna e la validità concorrente sono risultate buone. I risultati mostrano che il 
PANAS at Work sembra una misura valida e attendibile per valutare i positive and negative affects in relazione 
allo specifico contesto lavorativo.

Parole chiave

Positive affect at work, Negative affect at work, Proprietà psicometriche, Positive and 
Negative Affect Schedule (PANAS) at work, Contesto lavorativo.

1 Direttore dell’International Research and Intervention Laboratory «Work and Organizational Psychology for 
Vocational Guidance, Career Counseling, Talents and Healthy Organizations» e dell’International Research and 
Intervention Laboratory «Cross-Cultural Positive Psychology, Prevention, and Sustainability», Dipartimento 
di Formazione, Lingue, Intercultura, Letteratura e Psicologia (Sezione di Psicologia), Università degli Studi di 
Firenze, https://www.forlilpsi.unifi.it/vp-30-laboratori.html.

2 Dipartimento di Scienze della Salute (DSS) — Università degli Studi di Firenze.

© Edizioni Centro Studi Erickson, Trento, 2021 — Counseling
Vol. 14, n. 2, giugno 2021

doi: 10.14605/CS1422107 — ISSN: 2421-2202 — pp. 92-99
Corrispondenza: Annamaria Di Fabio — e-mail: adifabio@psico.unifi.it



INSTRUMENTS

Positive and Negative Affect 
Schedule (PANAS) at work
Psychometric properties

Annamaria Di Fabio1 and Alessio Gori2

Abstract
The aim of the present study is to examine the psychometric properties of the Positive and Negative Affect 
Schedule (PANAS) at work for using this instrument with a specific focus on the work context. The PA-
NAS instrument was administered to 209 workers. Dimensionality, reliability and concurrent validity were 
analysed. Confirmatory factor analysis showed a structure with two dimensions. The internal consistency 
and the concurrent validity of the instrument were good. The results showed that the PANAS at work is a 
valid and reliable measure to evaluate positive and negative affects in relation to the specific work context.
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The twenty-first century is characterized by a rapidly changing world in 
which challenges and transitions are increasingly frequent in the workplace and 
in society more generally (Blustein et al., 2019). The sense of insecurity and 
instability can therefore represent a threat to the well-being of individuals and 
organizational life (Di Fabio & Kenny, 2016b, 2019; Peiró et al., 2012). The theme 
of well-being represents a key element in organizational research, also in relation 
to an extended conception of the concept of health, based on the definition of 
the World Health Organization. The importance of combining healthy business 
with healthy workers for healthy organizations has emerged (Di Fabio, 2017a, 
2017b; Di Fabio et al., 2020; Di Fabio & Peiró, 2018; Peiró et al., 2000), focusing 
on the added value of positive circularity.

In relation to the definition of the construct of well-being, it is possible to 
distinguish between hedonic well-being and eudaimonic well-being (Ryan & Deci, 
2001). Hedonic well-being includes two components: an affective evaluation 
component in terms of positive affect and negative affect (Watson et al., 1988) 
and a cognitive evaluation component in terms of life satisfaction (Diener et al., 
1985). Eudaimonic well-being refers to optimal functioning and self-realization 
(Ryan & Deci, 2001), life meaning and purposefulness (Waterman et al., 2010), 
and flourishing (Diener et al., 2010).

The traditional instrument most used in literature for measuring positive 
affect and negative affect is represented by the Positive and Negative Affect 
Schedule (PANAS; Watson et al., 1988), for which the Italian version by Terrac-
ciano et al. (2003) exists. The tool comprises 20 adjectives, of which 20 relate 
to positive affect and 20 relate to negative affect.

From an analysis of literature, the lack of a specific tool to measure positive 
affect and negative affect specifically in the work context emerged and therefore 
it was considered appropriate to develop the PANAS at work (by Di Fabio & Gori) 
and evaluate its psychometric properties in order to have a tool with a specific 
work focus for the purpose of detecting the affective component of hedonic well-
being at work. Having this type of tool, capable of detecting positive affect and 
negative affect specifically in the work context, could favour the emergence of 
promising perspectives for research and intervention in relation to the stimuli 
proposed by the Well-being movement (Robertson & Cooper, 2010; Johnson et al., 
2018), in terms of relevance for increasing both work performance and reducing 
negative outcomes in the workplace, with the aim of promoting the well-being 
of workers in a framework that can be traced back to healthy organizations (Di 
Fabio, 2017a, 2017b; Di Fabio et al., 2020; Di Fabio & Peiró, 2018; Peiró et al., 2020; 
Peiró & Rodríguez, 2008; Tetrick & Peiró, 2012).

Therefore, the present study aims to examine the psychometric properties of 
the Positive and Negative Affect Schedule (PANAS) at work to use this instru-
ment with a specific focus on the work context.
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Method

Participants

Participants in the study were 209 workers from Tuscany (55.34% male, 44.66% 
female; mean age = 49.72, SD = 9.56).

Measures

Positive and Negative Affect Schedule (PANAS) at work (by Di Fabio & Gori). 
It comprises twenty adjectives, ten of which relate to Positive Affect (PA) (ex-
amples «enthusiastic», «interested», «determined») and ten relate to Negative 
Affect (NA) (examples «irritable», «afraid», «distressed»). In PANAS at work the 
participants are asked to indicate the intensity of feelings which on average they 
generally have at work on a scale from 1 = «Very very slightly or not at all» to 5 = 
«Extremely». The psychometric properties of this instrument will be analysed 
in the present study.

Satisfaction With Life Scale (Diener et al., 1985; Italian version by Di Fabio & 
Gori, 2020). It consists of five items on a 7-point scale from 1 = «Strongly disa-
gree» to 7 = «Strongly agree». The reliability of the scale is .88.

The Meaningful Life Measure (MLM, Morgan & Farsides, 2009; Italian version 
by Di Fabio, 2014). It consists of 23 items with a 7-point response format from 1 = 
«Strongly disagree» to 7 = «Strongly agree». It allows a total score to be recorded 
and the score in five dimensions: Exciting life, Accomplished life, Principled life, 
Purposeful life, Valued life. Regarding reliability, Cronbach’s alpha is .85 for the 
total score, .85 for Exciting life, .87 for Accomplished life, .86 for Principled life, 
.85 for Purposeful life and .84 for Valued life.

Procedure

The measures were administered by specialized personnel. The sequence of 
administration of the questionnaires was counterbalanced to control the possible 
effects related to the order of presentation. For administration, the rules relat-
ing to privacy and informed consent established by Italian law were respected.

Data Analysis

A Confirmatory Factor Analysis (AFC) with the maximum likelihood method 
using the AMOS software was conducted to verify the factorial structure of the 
Positive and Negative Affect Schedule (PANAS) at work. Various indices of fit have 
been taken into consideration: ratio between χ2 and degrees of freedom (χ2 / df), 
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for which there is a good fit for values   between 1 and 3; Comparative Fit Index 
(CFI, Bentler, 1990) and Non-Normed Fit Index (NNFI, Tucker & Lewis, 1973), 
for which there is a good fit for values   above .90; SRMR and RMSEA (Browne 
& Cudeck, 1993), for which there is a good fit for values   less than .08. To assess 
reliability, Cronbach’s alpha was calculated. To verify concurrent validity, the 
correlations of PANAS at work with SWLS and MLM were calculated.

Results

The two-dimensional structure (Positive Affect at work and Negative Affect 
at work) of PANAS at work was confirmed by the confirmatory factor analysis 
conducted, showing good indices of Goodness of Fit (Table 1).

Table 1
Goodness of Fit Indices (N = 209).

PANAS at work χ2/gdl TLI CFI RMSEA SRMR

1.58 .93 .92 .08 .06

Regarding reliability, the Positive Affect at work dimension has a Cronbach 
alpha of .86 and the Negative Affect at work dimension shows a Cronbach alpha 
of .89.

With regard to concurrent validity, Table 2 shows the correlations of the two 
dimensions of PANAS at work with SWLS and MLM.

Table 2
Correlations of the two dimensions of PANAS at work (Positive Affect and Negative Affect) 
with SWLS and MLM.

SWLS MLM

Positive Affect at work .34** .31**

Negative Affect at work -.37** -.30**

Note. N = 209. ** p < .01.

Discussions

The aim of this work was to examine the psychometric properties of the Posi-
tive and Negative Affect Schedule (PANAS) at work to have the opportunity to 
use this instrument with a specific focus on the work context.
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The two-dimensional structure of PANAS at work (Positive Affect and 
Negative Affect), in line with the version of PANAS by Watson et al. (1988), 
was confirmed through the AFC. The two dimensions Positive Affect at work 
and Negative Affect at work have a good reliability verified by calculating 
the Cronbach alpha coefficient. The concurrent validity of PANAS at work is 
adequate considering the positive relationships of the Positive Affect at work 
dimension and the inverse relationships of the Negative Affect at work dimen-
sion with life satisfaction and meaning in life. These correlations highlight that 
the Positive Affect at work dimension is, in particular, positively associated with 
aspects of cognitive evaluation of hedonic well-being in terms of life satisfac-
tion (Diener et al., 1985), maintaining its specificity, but also to a lesser extent 
with aspects of eudaimonic well-being in terms of life meaning (Morgan & 
Farsides, 2009). Conversely, the Negative Affect at work dimension presents, 
in particular, negative correlations with life satisfaction (Diener et al., 1985) 
and with life meaning (Morgan & Farsides, 2009). In both cases, both for the 
Positive Affect at work and for the Negative Affect at work, the values   of the 
correlations testify to an association with the hedonic and eudaimonic aspects 
of well-being detected, but not an overlap, underlining that PANAS at work is 
a specific measure to detect the affective evaluation component of hedonic 
well-being in the work context.

Although the results of this study show that PANAS at work is a valid 
and reliable instrument for detecting the positive affect and negative affect 
dimensions in the workplace, it is necessary to consider the limitation of hav-
ing examined the psychometric properties of this measure only with workers 
in Tuscany. Future research should therefore consider workers from other 
geographic areas in Italy in order to generalize the results. The psychometric 
properties of PANAS at work could also be evaluated in other countries for 
possible comparative studies.

While considering the limitations of this study, PANAS at work is adequate for 
detecting the two dimensions (Positive Affect and Negative Affect) of the affective 
component of hedonic well-being in the workplace, offering new opportunities for 
research and intervention to respond to the stimuli of the well-bing movement. 
(Robertson & Cooper, 2010; Johnson et al., 2018) from a perspective of healthy 
organizations (Di Fabio, 2017a, 2017b; Di Fabio et al., 2020; Peiró et al., 2020), 
considering the prevention perspective, also in terms of primary prevention (Di 
Fabio & Kenny, 2015, 2016a; Hage et al., 2007) and strength-based prevention 
perspectives (Di Fabio & Saklofske, 2021).
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