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Abstract 

 Research demonstrates that resilience (i.e. a person’s ability to maintain motivation in the 

face of feedback; Noble & McGrath, 2012) is associated with greater well-being (i.e. a person’s 

quality of mental health; Huppert, 2009). Past research has demonstrated the motivating role of 

both positive and negative feedback in goal pursuit (Fishbach, Eyal, & Finklestein, 2010). 

Whereas positive feedback promotes motivation in situations where people question their 

commitment to a goal, negative feedback promotes motivation in situations where people 

question their progress toward a goal. Less is known about whether people understand the 

benefits of positive and negative feedback. To examine this question, we took a 

metamotivational approach, which assesses whether people understand how motivation works. 

Specifically, we sought to examine whether people understand how to be resilient in goal 

pursuit—i.e., understand the motivational benefits of positive and negative feedback in different 

goal situations. We also aimed to examine whether people who understand the motivational 

benefits of positive and negative feedback would experience better well-being. To evaluate these 

questions, we recruited students (N =110) to complete a scenario-based knowledge assessment 

that measured the extent to which they understood the motivational benefits of positive vs. 

negative feedback in situations where they questioned their goal commitment vs. goal progress. 

Students also completed an assessment of well-being that included measures such as depression 

(Radloff, 1977), anxiety (Spitzer et al., 2006), and negative affect (Watson et al., 1988) at three 

time points in the semester. Our findings revealed that students held relatively accurate beliefs 

about the motivational benefits of positive and negative feedback. Specifically, students 

recognized that positive feedback serves to reaffirm one’s commitment (vs. push them to make 

progress). By contrast, students understood that negative feedback serves to push one to make 
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progress (vs. reaffirm one’s commitment). Importantly, individual differences in these beliefs 

predicted lower levels of negative affect, depression, and anxiety across a semester. This study 

highlights the importance of examining the role of people’s knowledge about how to be resilient 

in well-being.   

 

Keywords: evaluative feedback, goal pursuit, resilience, well-being  
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Introduction 

Understanding Well-Being and Resilience  

 The study of well-being spotlights what leads to people’s experience of leading a healthy 

and functional life (Huppert, 2009). Specifically, well-being is a person’s quality of mental 

health. Past research has shown that there are several factors related to a person’s well-being 

(Noble, McGrath, Roffey, & Rowling, 2008). These factors include but are not limited to 

exercising regularly, being kind to others, having positive social relationships, and being resilient 

(Huppert, 2009; Noble & McGrath, 2012). Resilience refers to a self-regulatory skill that people 

use to overcome a challenge, hardship, or adversity (Noble & McGrath, 2012). People can be 

resilient both physically (e.g. healing quickly from an injury) and emotionally (e.g. successfully 

coping with negative emotions). Given the benefits of being resilient, the present study will 

examine whether people know how to be resilient and whether this knowledge is related to well-

being.  

Past research has revealed a positive link between resilience and well-being in work, 

academic, and health contexts. For example, in studies evaluating burnout in various 

occupations, researchers assessed participants’ self-reported levels of resilience by asking how 

they respond to the stressors of their jobs. These studies found a link between workers’ ability to 

overcome challenges (resilience) and less burnout at work (Howard & Johnson, 2004; Watson, 

Saggar, MacDowell, & McCoy, 2019; de Vera García & Gambarte, 2019). Additionally, 

research has shown that higher resilience is related to better performance in school. Students’ 

self-reported resilience (i.e., ability to overcome challenges in their personal and academic lives) 

predicted increased chances of graduation as well as higher grades (Ellison & Mays-Woods, 

2019; Brown, Yu, Hewitt, Isbel, Bevitt, Etherington, 2019), factors that are related to better 
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physical and mental health (Herd, 2010). Lastly, and most closely related to the present study, 

past research has examined the role of resilience in depression and anxiety.  Specifically, 

Jaureguizar, Garaigordobil, and Bernaras (2018) found that among students with higher self-

reported resilience, the typical positive relationship between stress and depression was 

eliminated. King, Carr, and Taylor (2019) also found that self-reported resilience attenuated 

depressive symptoms following adverse experiences (e.g., bereavement). Given the role of 

resilience in well-being, the current research aims to examine if people understand how to be 

resilient. Examining this may inform future interventions that aim to increase well-being.  

Evaluative Feedback  

To examine this question, the present study focuses on a specific type of adversity: 

receiving evaluative feedback in goal pursuit. We conceptualize resilience in goal pursuit as 

maintaining motivation toward the goal in the face of feedback. In goal pursuit, people often 

receive evaluative feedback from sources such as coaches, mentors, teachers and more. Past 

research has shown that evaluative feedback can either increase or decrease people’s motivation, 

depending on how they are thinking about their goal (Fishbach, Eyal, & Finklestein, 2010; Koo 

& Fishbach, 2008). Importantly, past work demonstrates that both positive and negative 

feedback can motivate people to persist in goal pursuit, depending on whether the person is 

considering their commitment to or progress toward the goal (Fishbach & Dhar, 2005; Fishbach 

et al., 2010; Fishbach, Zhang, & Koo, 2009; Koo & Fishbach 2008).  

 Specifically, when people question their commitment to a goal, positive (vs. negative) 

feedback will better promote motivation. Goal commitment is defined as the psychological 

investment of effort toward attaining a valued goal—investment that may change as a function of 

goal expectancy and goal value (Fishbach et al., 2009). For example, imagine a few beginning 
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thesis students who are questioning whether they should continue in their goal of pursuing a 

thesis, or if it is the right goal for them. Now imagine they received positive feedback from their 

advisors. Positive feedback should help in reaffirming the students’ commitment to the goal and 

increase their motivation to pursue a thesis. By contrast, imagine that they instead received 

negative feedback from their thesis advisors. Negative feedback should decrease their motivation 

and may cause them to quit their goal. In sum, positive feedback should be more motivating than 

negative feedback when people are questioning their goal commitment.   

Alternatively, when people question their progress toward a goal, negative (vs. positive) 

feedback will promote motivation. Goal progress is defined as a sense of moving forward on a 

goal and reducing (increasing) discrepancy to a desired (an undesired) end state (Fishbach et al., 

2009). For example, imagine a few devoted thesis students who are questioning whether they are 

doing enough to complete their thesis on time. Now imagine they received positive feedback 

from their advisors. Positive feedback should signal that they have done enough and decrease 

their motivation to work. Contrastingly, imagine that they instead received negative feedback 

from their advisors. Negative feedback should signal that they have not done enough and 

increase their motivation to work harder toward their goal. In sum, negative feedback should be 

more motivating than positive feedback when people are questioning their goal progress.  

These predictions are supported by research. For example, Koo and Fishbach (2008) 

assessed the impact of feedback among people who were questioning their goal commitment or 

goal progress. Specifically, from a charity’s contact list, they recruited people who have never 

donated (i.e., potential donors who are questioning their commitment to the charity) and people 

who regularly donate (i.e., committed donors who are questioning the progress they have made 

for the charity). When the researchers reached out to the participants to ask for a donation, they 
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manipulated whether participants received negative or positive feedback about how well the 

charity’s fundraising campaign was doing. Specifically, half of the donors read positive feedback 

about how the charity raised half their fundraising goal whereas the other half read negative 

feedback about how the charity still needed to raise the remaining half of their fundraising goal. 

As expected, those who never donated before (i.e., those who were questioning their 

commitment) were more likely to donate after receiving positive (vs. negative) feedback, 

whereas those who regularly donate (i.e., those who were questioning their goal progress) were 

more likely to donate after receiving negative (vs. positive) feedback. In another study, Louro, 

Pieters, and Zeelenberg (2007) examined dieters’ reactions to both positive and negative 

feedback. They recruited dieters who were beginners (i.e., those who were questioning their 

commitment) vs. more experienced (i.e., those who were questioning their progress). As 

expected, Louro and colleagues (2007) found that more experienced dieters were more motivated 

by negative (vs. positive) feedback. Additionally, the dieters who were beginners were more 

motivated by positive (vs. negative) feedback. These studies demonstrate the motivational 

benefits of both positive and negative feedback, depending on how people thought about the 

goal.   

Metamotivational Knowledge of the Benefits of Feedback 

The present research aims to understand whether people know the motivational benefits 

of positive and negative feedback in goal pursuit. To examine this question, we borrow methods 

from a recent approach in motivation science called metamotivation that examines people’s 

knowledge of how motivation works (Scholer & Miele, 2016; Scholer, Miele, Murayama, & 

Fujita, 2018). Metamotivation research suggests that motivation regulation is important, given 

that motivation drives people’s thoughts, feelings and behavior. To regulate motivation, one 
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must understand how motivation works. To test if people have knowledge of how motivation 

works, metamotivation researchers created knowledge assessments similar to assessments from 

research on tacit knowledge (Wagner & Sternberg, 1985). These metamotivational knowledge 

assessments presented participants with different regulatory tasks and asked people to rate the 

benefits of different motivational strategies for task performance. Previous metamotivational 

research used more indirect assessments, given that metamotivational knowledge is thought to be 

tacit or implicit. That is, people may not be able to articulate what they know, but instead may be 

able to indicate what feels right in a certain situation. Previous metamotivational research also 

found that people do indeed, on average, possess accurate metamotivational knowledge in the 

context of regulatory focus theory (Scholer & Miele, 2016) and construal level theory (Nguyen, 

Carnevale, Scholer, Miele, & Fujita, 2019). Importantly, past work also shows that 

metamotivational knowledge in the context of construal level theory predicts positive outcomes, 

such as academic performance and dieting success (MacGregor, Carnevale, Dusthimer, & Fujita, 

2017; Scholer & Miele, 2016). Thus, the present research adopts a metamotivational approach to 

examine whether people know how motivation works in the context of evaluative feedback.  

The Present Research 

In the present research, we aimed to examine whether people have knowledge of how to 

be resilient (i.e., maintain motivation during goal pursuit in the face of feedback). We also aimed 

to explore whether this knowledge predicts well-being. To answer these research questions, we 

conducted a two-part study that first assessed people’s knowledge of the motivational benefits of 

feedback in Part 1. Part 2 introduced a longitudinal component to the study, where we examined 

whether this knowledge predicts well-being (i.e. depression, anxiety, negative affect) over the 

course of a semester. We expected to find that people, on average, possess accurate 
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understanding of how to maintain their motivation in the face of evaluative feedback. Moreover, 

given that past research demonstrates the role of resilience in well-being, we expected to find a 

positive relationship between people’s knowledge of how to be resilient and their well-being.  

These expected findings may help shine further light into potential ways to promote resilience 

and well-being. 

Method 

Participants  

At the beginning of the semester (Time 1: week 2 and 3), we recruited 111 participants 

(Mage = 19.26, SDage = 1.61, 36 females, 73 males, 2 unidentified) through The Ohio State 

University’s Research Experience Program (REP) in the Psychology Department. For 

compensation, the participants were awarded academic credit for their PSYCH 1100 class. We 

followed up with participants at the middle (Time 2: week 7 and 8; around midterms) and end of 

the semester (Time 3: week 12 and 13; before finals), we were able to recruit 82 and 73 

participants respectively. 

Procedure and Materials 

At Time 1, we invited participants (maximum of 10 per session) into the laboratory to 

complete the survey on the computer. We first measured participants’ knowledge of how to be 

resilient in an assessment. Specifically, this assessment evaluated whether or not participants 

understood the motivating role of feedback in situations where they are concerned with their goal 

commitment or goal progress. Participants first read that they can consider their goals in terms of 

if they are making sufficient progress or if they are sufficiently committed. Participants then read 

that for the next four scenarios, they should consider whether they are making sufficient progress 
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on the goal.1 Subsequently, participants read four goal progress scenarios in which they held 

imagined goals. Each scenario that we presented to participants pertained to one of the four goal 

domains we created to be relevant to college students: school, work, health, and finances. For 

example, a goal progress scenario about health read: “Imagine you have the goal to increase the 

amount of cardio exercise you do each week to improve your heart health. You keep a log of 

your workouts and over the last few months, you notice some weeks you did well, but other 

weeks not so well. To increase your motivation to continue pursuing the goal, you want feedback 

that will push you to make progress on the goal.” Next, we asked participants to rate the extent to 

which negative feedback (e.g., “Your trainer tells you that you have not been doing enough 

cardio”) pushed them to make progress on their goal (1 = not at all, 5 = a great deal). Afterward, 

we asked participants to rate the extent to which positive feedback (e.g., “Your trainer tells you 

have been doing enough cardio”) would push them to make progress on their goal (1 = not at all, 

5 = a great deal).  

Next, participants read that for the next four scenarios, they should consider whether they 

are sufficiently committed to a goal. Participants read four goal commitment scenarios about the 

same four domains of school, work, health, and finances. For example, a goal commitment 

scenario about health read: “Imagine you have a goal to eat five servings of fruits and vegetables 

each day to improve your health. On some days you did well, on others you did not. To increase 

your motivation to continue pursuing the goal, you want feedback that will reaffirm your 

commitment to the goal.” Next, we asked participants to rate the extent to that negative feedback 

(e.g., “Your doctor tells you that you have not been eating enough fruits and vegetables”) 

 
1 Previous research suggests that order does not play a role when assessing knowledge about 
evaluative feedback (Nguyen, Ayres, & Fujita, in prep).  
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reaffirmed their commitment to the goal (1 = not at all, 5 = a great deal). Afterward, participants 

rated the extent to which positive feedback (e.g., “Your doctor tells you have been eating enough 

fruits and vegetables”) reaffirmed their commitment to the goal (1 = not at all, 5 = a great deal).  

We also asked participants to complete an assessment of well-being. Within this 

assessment, we measured participants’ depression, anxiety, and negative affect. Participants 

completed the Center for Epidemiologic Studies Depression Scale (CES-D) and rated how often 

they felt or behaved in certain ways during the past week (e.g., “I was bothered by things that 

usually don’t bother me”; Radloff, 1977). Participants completed the Generalized Anxiety 

Disorder-7 (GAD-7) and reported how often they had been bothered by specific problems over 

the past 2 weeks (e.g., “feeling nervous, anxious, or on edge”; Spitzer, Kroenke, Williams & 

Lowe, 2006). Lastly, participants completed the Negative Affect Scale (e.g., distressed, upset, 

irritable) from the Profile of Negative and Positive Affective States (PANAS; Watson, Clark & 

Tellegen, 1988) and indicated to what extent they felt a certain way in the past two weeks. To 

compute indicators of well-being, we averaged the items in the depression (α = .90), anxiety (α = 

.88), and negative affect (α = .82) scales.  

At the end of the lab session, participants reported their demographics and responded to 

our attention checks. Specifically, we collected the participants’ email, age, race, gender, 

ethnicity, and primary language. We lastly directed participants to campus resources for mental 

health, if needed. At Time 2 and 3 of the longitudinal study, we distributed an online survey 

containing the well-being assessment to the participants via email.  

Results 

Knowledge of How to Be Resilient 
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To maximize statistical power, we did not exclude any participants. To assess 

participants’ knowledge of the motivational benefits of positive and negative feedback, we 

conducted a 2 (scenario: commitment vs. progress) x 2 (feedback: positive vs. negative) repeated 

measures ANOVA. There was a significant main effect of scenario type (commitment vs. 

progress), F(1, 110) = 4.15, p = 0.04, ηp2 = 0.04. Specifically, people gave higher ratings for 

commitment scenarios (M = 3.55, SD = 0.65) than progress scenarios (M = 3.47, SD = 0.62). 

There was a marginal main effect of feedback type (positive vs. negative), F(1, 110) = 3.55, p = 

0.06, ηp2 = 0.03. Specifically, people gave higher ratings for positive feedback (M = 3.59, SD = 

0.76) than negative feedback (M = 3.43, SD = 0.72). Importantly, these main effects were 

qualified by the predicted interaction between scenario and feedback F(1, 110) = 17.88, p < .001, 

ηp2 = 0.14 (see Figure 1).  

 
Figure 1. Motivating role of positive and negative feedback within commitment and progress 
scenarios. Error bars indicate +/- 1 SE. Original scale of the Y-axis ranges from 1 to 7. 
 

We first examined the interaction as a function of feedback. Participants reported that 

receiving positive feedback would reaffirm their commitment (M = 3.76, SD = 0.08) more so 

than push them to make progress (M = 3.42, SD = 0.83), t(110) = 4.63, p < .001. Participants 

rated that negative feedback would push them to make progress (M = 3.53, SD = 0.79) more so 
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than reaffirm their commitment (M = 3.35, SD = 0.85), t(110) = 2.27, p = 0.02. We next 

examined the same interaction as a function of scenario type. As expected, participants reported 

that positive feedback would help reaffirm their commitment to a greater extent than negative 

feedback, t(110) = 3.84, p < .001. Participants rated that negative feedback would push them to 

make progress on their goal slightly more than positive feedback but this difference was not 

statistically significant, t(110) = 0.99, p = 0.32. Importantly, these results answer our first 

research question by showing that participants, on average, have knowledge of how to be 

resilient. 

Knowledge of How to Be Resilient Predicts Well-Being 

To prepare our data to test our second research question of whether participants’ 

knowledge of how to be resilient is related to greater well-being, we calculated two knowledge 

variables. We first computed a variable to represent progress knowledge—participants’ 

understanding of the motivational benefits of negative (vs. positive) feedback for motivating goal 

progress (progress knowledge = participants’ ratings of negative feedback in progress scenarios – 

participants’ ratings of positive feedback in progress scenarios). We computed a second variable 

to represent commitment knowledge—participants’ understanding of the motivational benefits of 

positive (vs. negative) feedback for reaffirming goal commitment (commitment knowledge = 

participants’ ratings of positive feedback in commitment scenarios – participants’ ratings of 

negative feedback in commitment scenarios). Commitment knowledge was marginally higher 

than progress knowledge, t(110) = 1.89, p = 0.06. Additionally, progress knowledge (M = .10, 

SD = 0.10) and commitment knowledge (M = .41, SD = 0.11) were negatively correlated r(110) 

= -.32, p = .001 (see Table 1 for correlations with well-being measures).  
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Table 1 
Correlations between progress knowledge, commitment knowledge, and well-being variables.  

1 2 3 4 5 6 7 8 9 10 
1. Time 1 Progress Knowledge - 

         

2. Time 1 Commitment Knowledge -.32*** - 
        

3. Time 1 Depression -.28** .06 - 
       

4. Time 1 Anxiety -.26** .10 .77*** - 
      

5. Time 1 Negative Affect -.30** .14 .56*** .51*** - 
     

6. Time 2 Depression -.23† .001 .78*** .68*** .55*** - 
    

7. Time 2 Anxiety -.17 .01 .59*** .60*** .48*** .71*** - 
   

8. Time 2 Negative Affect -.08 -.04 .49*** .49*** .57*** .64*** .57*** - 
  

9. Time 3 Depression -.23 -.03 .49*** .49*** .42*** .64*** .63*** .38† - 
 

10. Time 3 Anxiety -.30** -.02 .64*** .67*** .51*** .67*** .73*** .58*** .80*** - 
11. Time 3 Negative Affect -.38** .01 .43** .45*** .46*** .63*** .66*** .57*** .78*** .78*** 

Note: † p < .10, *p < .05, **p < .01, ***p < .001. 
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To ensure that attrition in study participation was not related to levels of depression, 

anxiety, or negative affect, we ran a one-way ANOVA. In this, we compared the levels of the 

mental health measures of the participants who completed the study at all three times, those who 

completed two of the three, and those who only completed one of the three. The analyses suggest 

that there was no significant difference in depression, p = .33, anxiety, p = .67, and negative 

affect, p = .85, between those who completed different amounts of follow-up sessions. 

To test whether participants’ knowledge of how to be resilient predict their well-being, 

we ran three different hierarchical linear models. First, we regressed depression on time (0 = 

Time 1, 1 = Time 2, 2 = Time 3), progress knowledge, commitment knowledge, time x progress 

knowledge, and time x commitment knowledge. Participants were modeled as random intercepts. 

We ran two additional models with the same predictors, modeling anxiety and negative affect as 

the dependent variables, respectively.  

Depression. Time significantly predicted depression, γ =.08, SE = 0.03, t(122.76) = 2.85, 

p = .005, suggesting that participants’ depression levels increased across time. As expected, 

progress knowledge significantly predicted lower depression, γ = -.14, SE = 0.05, t(133.31) = -

2.81, p = .006. This reveals that people who understand the motivational benefits of negative 

feedback report less depression than those who do not. By contrast, commitment knowledge did 

not significantly predict depression, γ = -.02, SE = 0.05, t(133.2) = -.34, p = .74, suggesting those 

who understand the motivational benefits of positive feedback report similar levels of depression 

than those who do not. The time x progress knowledge interaction was not significant, γ = -.01, 

SE = 0.03, t(120.94) = -.24, p = .82, and the time x commitment knowledge interaction was not 
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significant, γ = -.02, SE = 0.03, t(120.8) = -.77, p = .44,. These results suggest that the 

relationship between knowledge and depression did not vary over time.  

Anxiety. Time significantly predicted anxiety, γ = -.54, SE = .07, t(108.26) = -8.18, p < 

.001, indicating that participants’ anxiety levels decreased over time. As expected, progress 

knowledge predicted lower anxiety, γ = -.18, SE = 0.08, t(109.31) = -2.24, p = .03. This reveals 

that people who understand the motivational benefits of negative feedback report less anxiety 

than those who do not. By contrast, commitment knowledge did not predict anxiety, γ = -.02, SE 

= 0.08, t(109.31) = .24, p = .81. The time x progress knowledge interaction was not significant, γ 

= .03, SE = 0.06, t(108.26) = -.50, p = .62. Similarly, the time x commitment knowledge 

interaction was not significant, γ = .01, SE = 0.06, t(107.96) = .124, p = .90. These findings 

suggest that the relationship between knowledge and anxiety did not vary over time.  

Negative Affect. Time did not predict negative affect, γ = .03, SE = .05, t(141.48) = .64, 

p = .52, suggesting that participants’ negative affect levels did not change significantly over 

time. As expected, progress knowledge predicted lower negative affect, γ = -.15, SE = 0.07, 

t(164.68) = -2.24, p = .03. Again, this reveals that people who understand the motivational 

benefits of negative feedback report less negative affect than those who do not. By contrast, 

commitment knowledge did not significantly predict negative affect, γ = -.03, SE = 0.07, t(163.2) 

= .42, p = .68. The time x progress knowledge interaction was not significant, γ = -.04, SE = 

0.05, t(137.75) = -1, p = .31 and the time x commitment knowledge interaction was not 

significant, γ = -.06, SE = 0.05, t(137.7) = -1.27, p = .21. These findings suggest that the 

relationship between knowledge and anxiety did not vary over time. In sum, our three well-being 

outcomes followed similar patterns of results.   

Discussion  
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This research revealed that people, on average, have knowledge about the motivational 

benefits of positive and negative feedback in goal pursuit. Specifically, people understood that 

positive (vs. negative) feedback is motivating in situations where a person is questioning their 

commitment (vs. progress). Our findings also revealed that knowledge of the benefits of 

feedback predicted well-being. Specifically, students’ knowledge of the benefits of negative vs. 

positive feedback in motivating goal progress (i.e., progress knowledge) predicted lower 

depression, anxiety, and negative affect. However, students’ knowledge of the benefits of 

positive vs. negative feedback in reaffirming their commitment to a goal (i.e., commitment 

knowledge) did not predict well-being.  

There may be a variety of reasons why progress knowledge, but not commitment 

knowledge, predicted well-being. Mainly, people may find it easier to understand the benefits of 

positive feedback but more difficult to understand the motivational benefits of negative 

feedback. Indeed, among our sample, participants’ knowledge of the benefits of positive 

feedback was slightly higher than their knowledge of the benefits of negative feedback, 

indicating that it may be more challenging to understand the value of negative feedback. 

Progress knowledge may be more a diagnostic indicator for distinguishing who has a higher 

quality of well-being.   

The present work offers three main contributions. First, this study expands upon past 

research on feedback and goal pursuit (Fishbach & Dhar, 2005; Fishbach, Eyal, & Finklestein, 

2010; Fishbach, Zhang, & Koo, 2009; Koo & Fishbach, 2008). Past research demonstrated the 

motivational impact of both positive and negative feedback in goal pursuit, depending on 

whether people were manipulated to question their goal commitment or progress. In the first 

study to examine people’s knowledge about the benefits of positive and negative feedback, we 
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found that people’s knowledge was generally accurate on average. Additionally, we found that 

knowledge of the motivational benefits of feedback predicted real-world experiences, such as 

lower depression, anxiety, and negative affect.  

Second, our findings give back to the emerging literature on metamotivation.. The 

metamotivational approach encourages researchers to examine people’s beliefs about how 

motivation works. We adopted this approach and conducted the first longitudinal study on 

metamotivation, discovering that people’s knowledge of how to be resilient predicts well-being. 

These findings show that people's metamotivational knowledge may play an important role in 

people’s experiences of well-being. This study may also inform future research taking the 

metamotivational approach and aiming to examine the relationship between knowledge and 

regulatory outcomes. 

Third, these findings may inform who might succeed vs. fail at achieving their goals. 

People set many goals for themselves across their lifetime and constantly receive positive and 

negative feedback. Evaluative feedback does not have to be a mentor telling you what you did 

well or poorly. It can be the number on the scale when you are trying to lose weight, a bank 

statement when trying to save money, or a party invitation when trying to be more social. 

Because evaluative feedback is prevalent in goal pursuit, it is key to understand who appreciates 

its motivational benefits, and, contrastingly, who struggles with it.  

Limitations 

 This study is not without limitations. As we have previously mentioned, this is the first 

study to examine whether knowledge of how to stay resilient in goal pursuit predicts well-being. 

Thus, it would be helpful for future research to replicate our results to test whether they are 

robust. Additionally, our sample consisted of Ohio State students. It is important to note this 
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before generalizing the results across other populations. Future research may examine whether 

these results replicate among an older population of adults. However, past research has 

documented metamotivational knowledge across both college student and adult samples, 

suggesting that it is likely for our results to generalize beyond college students. 

 Additionally, the present study did not find that knowledge of the motivational benefits 

of evaluative feedback predicts a change in well-being over time. We reason that this could be 

due to the idea that those with higher knowledge have a more stable quality of well-being. Thus, 

they may consistently have lower levels of depression, anxiety, and negative affect than those 

with less knowledge.  

Future Directions 

Recall that the present study used a knowledge assessment where participants considered 

a set of imagined goals of four domains more relevant to college students (school, work, health, 

and finances). However, there is always variation in which goals different people hold. Future 

research could administer a similar assessment tailored to idiosyncratic goals that the participants 

currently hold. One might expect that people’s knowledge of how to be resilient would be 

stronger when they are imagining personally meaningful goals. For example, consider a student 

who holds the goal to get a 4.0 in a semester. Asking them to consider this personally meaningful 

goal and the motivational impact of positive and negative feedback tailored to this goal may 

promote greater recognition of the benefits of positive and negative feedback, compared to 

asking them to consider a goal they may not have. Alternatively, it is also possible that the 

personal meaningfulness of the goal may interfere with people’s recognition of the benefits of 

positive and negative feedback. That is, if the person personally holds the goal we are asking 

them to consider, it may make the feedback we provide less believable, as it may not be true to 
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their real life. It is currently unknown how more personal goals will impact people’s knowledge; 

thus, it would be beneficial for future research to examine this further.  

Future research should also examine the role of more extreme feedback. Specifically, the 

present study used feedback that was moderately positive or negative. Future research could 

examine people’s beliefs about moderate vs. extreme positive and negative feedback. One might 

predict that people may believe that both moderate and extreme positive feedback would 

continue to increase their goal commitment. However, one might predict that people believe that 

extreme (vs. moderate) negative feedback would decrease (vs. increase) motivation to make 

progress on their goal. 

 Recall that the present study found that people’s knowledge of how to be resilient 

predicted well-being. Future research could extend this and examine if people’s knowledge about 

how to be resilient in goal pursuit predicts successful goal attainment. One might expect that 

people who understand (vs. do not understand) how to be resilient would be more likely to reach 

their goals because they understand the motivational benefits of positive and negative feedback. 

Further, if people understand what kind of feedback to seek to keep them more motivated when 

they are questioning commitment to a goal or their progress on a goal, then this knowledge is 

likely to predict greater goal attainment.   

Future research may also inform and/or develop interventions that aim to improve 

people’s knowledge about how to be resilient and ultimately promote their well-being and 

success in goal pursuit. These interventions can teach people when positive and negative 

feedback would be useful in goal pursuit. People learning from these interventions would come 

to understand what type of feedback to focus on when they are considering their goals in 

different contexts. For example, after the intervention, if a person is wondering whether they 
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should continue with their fitness goals, they may choose to focus on the positive feedback they 

received. By contrast, if a person is wondering if they are making enough progress with their 

fitness goals, they may choose to focus on the negative feedback they received. Because positive 

and negative feedback are prevalent in people’s lives, it is beneficial to teach people when to 

focus on it in a way that best motivates them.  

Additionally, future research may conduct interventions that aim to build effective 

mentors. Specifically, if feedback providers (e.g. teachers, mentors, supervisors, etc.) learn about 

the motivational benefits of both positive and negative feedback, they may be more equipped to 

give the most effective and motivating feedback to their mentees. For example, if a soccer coach 

finds that one of their players is considering quitting the team, the coach may use positive 

feedback to encourage their soccer goals and keep them on the field. Additionally, if soccer 

coach has a committed player that has a goal to get a sports scholarship, the coach may use 

negative feedback to push them to make more progress to ensure they have the best chances to 

win the award. In short, future research may create interventions to develop effective feedback-

givers. 

 The present research advances research on resilience and well-being. We found that 

people do, on average, understand how to be resilient. Specifically, people recognized the 

motivational benefits of positive and negative feedback. We also demonstrated that this 

knowledge predicts well-being over time. These findings pave the way for future studies and 

interventions aiming to promote resilience, well-being, and goal pursuit.    
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