
Immediate vs. Points-Based Rewards: The Impact 
of Reward Timing on Employee Satisfaction 

Introduction 
Employee engagement is a top priority for HR professionals, as engaged employees tend to perform 
better, stay longer, and contribute positively to company culture. To boost engagement, many 
organizations implement employee reward and recognition programs.  

Two common approaches are points-based rewards systems, where employees accumulate points to 
redeem for prizes later, and immediate “spot” rewards—smaller rewards or recognition given right away. 

While points-based programs for a job well done and general morale have been popular for over a 
decade, evidence from behavioral psychology, organizational theory, and corporate case studies 
suggests that immediate rewards are more eƯective at promoting engagement and motivation [1]. Let’s 
examine why delayed, points-based rewards often fall short and why more timely recognition and 
smaller, frequent rewards are a more eƯective way to influence employee motivation, retention, and 
performance. 

Limitations of Points-Based Reward Programs 
 
Point-based recognition programs typically award 
employees specific points for achievements or 
positive behaviors. Employees save these points and 
then exchange them at a later time for gifts, 
merchandise, or other benefits once a threshold is 
reached. In theory, this system gamifies recognition 
and allows flexibility of reward choice. In practice, 
however, points-based programs face several 
engagement challenges: 

 

 

 
 

 Delayed Gratification: Earning points provides a symbolic reward until enough points are 
accumulated for a tangible prize, which may take an extended period. This delay means the actual 
reinforcement of the positive behavior is postponed, weakening the association between action 
and reward. Research shows that each day of delay between the behavior and the reward reduces 
the reward’s perceived value by about 5%; after a two-week delay, the impact of a reward is 
roughly halved [2]. Employees may appreciate a prize whenever it arrives, but a reward given weeks 
or months after the fact does little to reinforce the behavior that earned it. As one employee said, 
“It takes too long to reach enough points to get just a $5 gift certificate… We need rewards that 
allow us to cash in sooner rather than later” [3]. 



 Lack of Perceived Value or Meaning: Points have no inherent meaning to employees until they 
are redeemed. Even if points are awarded immediately after an achievement, they often feel 
abstract or like “monopoly money” until converted into a tangible reward [3]. Employees can 
become frustrated or indiƯerent if it takes too long to redeem points for something meaningful [3]. 
Younger or shorter-tenure employees often leave the organization before accruing enough points 
to redeem anything, nullifying the intended incentive [3]. A user of one points program noted, 
“Points have no inherent value, and this makes me not care about accumulating them” [3]. 

 Diminished Engagement Over Time: Points-based initiatives often generate excitement at launch 
but see participation drop as flaws become apparent [3]. Without immediate payoƯ, the initial 
“gamification” appeal wears oƯ. HR leaders have observed that once the novelty of a points 
scheme fades, employees can grow disillusioned and begin to use the system less and less [3]. A 
program that employees perceive as not truly rewarding or timely is destined to fail at sustaining 
engagement [3]. In short, a recognition scheme in which people see little value will struggle to 
motivate them and fail to positively impact company culture [3]. 

 Disconnected from the Behavior: A long gap between good deeds and rewards causes 
psychological dissociation. The employee may no longer associate the eventual reward with the 
specific behavior or accomplishment it was meant to recognize [2]. Behavioral science tells us that 
if a positive consequence is not closely tied in time to the behavior, it fails to reinforce that 
behavior eƯectively [2]. The reward might still provide a nice morale boost when it is finally 
received, but it “ceases to influence future behavior” because the lesson of “do X to earn Y” has 
been lost [2]. Delayed rewards becomes merely a thank-you token, rather than a driver of 
continued performance. 

It’s clear why points-based programs can struggle to inspire lasting engagement given these issues. If 
employees feel the rewards are too distant, trivial, or disconnected from their daily eƯorts, the program 
will have a minimal impact on motivating behavior. As a result, many organizations are rethinking the 
delayed, accumulate-and-redeem points model in favor of approaches that deliver more immediate 
recognition [4].  

The Psychology of Immediate Rewards: Why Timing Matters 
Behavioral psychology research has long 
demonstrated that immediate reinforcement is far 
more eƯective at shaping behavior than delayed 
reinforcement. B.F. Skinner’s operant conditioning 
framework emphasizes that a reward should closely 
follow the desired behavior to strengthen the behavior–
consequence link in the brain. The longer the delay, the 
weaker associative learning becomes [2]. In the context 
of employees at work, recognition given on the spot (or 
very soon after the achievement) will significantly 
reinforce that positive behavior over the following 
weeks. Credit: Getty Images  
 



One reason is the human tendency toward temporal discounting—we naturally devalue rewards that are 
far oƯ in the future. Psychology and behavioral economics studies confirm that people generally prefer a 
smaller reward now over a larger reward later, because a reward’s perceived value drops as the delay to 
receive it increases [5]. In other words, an employee might find an immediate $50 reward more motivating 
than the promise of a $100 reward next year.  

The delayed reward is psychologically discounted. This has survival roots—our brains are wired to 
gravitate toward prompt benefits—but in the workplace, it means that dangling long-term incentives (like 
far-oƯ point redemptions) often fail to energize employees in the here and now [5].  

Neuroscience research bolsters this view: when people expect an immediate reward, the brain’s reward 
circuitry (dopaminergic systems) shows stronger responses and motivates better eƯort than expecting a 
delayed reward [6]. Knowing “I will get recognized now if I go above and beyond” is far more compelling 
than “Maybe by year-end I’ll have enough points for a gift.” Immediate rewards create a quick feedback 
loop, triggering positive emotions and reinforcing the behavior when it’s still fresh in the employee’s mind. 

Organizational behavior theory also highlights timeliness as a key factor in eƯective recognition. 
According to reinforcement theory, when applied to the workplace, “clear and immediate recognition of 
good behavior helps employees understand what is expected of them” [7]. Immediate acknowledgment 
tells employees which action was worthy of a special reward so that they can repeat it. If the reward 
comes much later, that clarity is lost. Vroom’s Expectancy Theory likewise suggests that motivation is 
highest when employees perceive a strong, prompt link between their eƯort and the reward (high 
instrumentality). Long delays weaken that perceived connection. Thus, immediacy increases an 
employee’s expectancy that “if I do good work, I will be rewarded right away,” which encourages 
continued eƯort. 

Another relevant concept is the Progress Principle, coined by Harvard Business School researchers 
Teresa Amabile and Steven Kramer. Their research found that making consistent, incremental progress—

even small “wins”—on meaningful work is a huge motivator 
for employees, often more so than larger, infrequent 
achievements [8]. Immediate recognition plays into this by 
treating those small wins with importance. When small 
successes are noticed and rewarded in real time, it creates 
a positive feedback cycle: employees feel a sense of 
accomplishment and happiness, which fuels further 
motivation [9]. In contrast, a points system that only yields a 

reward once a big milestone is reached may ignore the many small victories. Failing to celebrate minor 
accomplishments can deprive employees of that frequent sense of progress that sustains engagement.  

As Amabile and Kramer note, “even small wins can boost inner work life tremendously,” whereas 
setbacks or lack of acknowledgment for long periods can sap morale [9].  

  

Research found that making consistent, 
incremental progress—even small 

“wins”—on meaningful work is a huge 
motivator for employees, often more so 

than larger, infrequent achievements. 



In sum, psychology and organizational behavior theory converge on a clear message: timing matters 
immensely. Recognition that is immediate and timely produces a more substantial motivational boost. It 
capitalizes on humans’ preference for prompt rewards, reinforces desired behaviors when it counts, and 
feeds employees’ ongoing need to see progress and feel valued. Delayed rewards, on the other hand, 
suƯer from discounting and diminished impact. 

Immediate Recognition as a Catalyst for Motivation 
One of the most striking findings in recent behavioral research is that smaller immediate rewards can 
enhance intrinsic motivation. In contrast, delayed or infrequent large rewards do not have the same 
eƯect. A 2018 study in the Journal of Personality and Social Psychology found that when people working 
on a task received immediate recognition for their eƯorts (rather than waiting until task completion or 
later), their interest and enjoyment in the task increased [10]. Those who got an earlier reward were more 
likely to keep engaging in the activity for its own sake, even after removing the reward [10]. As the study’s 
author Dr. Kaitlin Woolley explains, “for activities like work, where people are already getting paid, 
immediate rewards can actually increase intrinsic motivation, compared with delayed or no rewards” [10]. 
The immediate reward injects additional positive feelings into the task process, making it more inherently 
satisfying [10]. 

Crucially, Woolley’s research directly compared reward timing versus reward size. In one experiment, 
participants who expected a small bonus right after 
completing a reading assignment were 35% more likely to 
continue reading voluntarily after the incentive period than 
those who expected a larger bonus later (which yielded only 
a 19% increase) [10]. This suggests that the timing of a reward 
had a more significant eƯect on sustained motivation than 
the magnitude of the reward [10]. An immediate, frequent 
bonus drove more persistent interest than a bigger, 
postponed payoƯ. The implication for employee programs is powerful: smaller, quick wins throughout the 
year could motivate employees more than a single large bonus at year-end [10]. 

From a neuroscience perspective, immediate rewards strengthen the neural association between the 
action and pleasure, essentially saying “this work is rewarding” to the brain [10]. Over time, this can 
internalize motivation—employees feel the work is enjoyable or meaningful, rather than only working for 
an eventual prize. Immediate positive feedback also boosts dopamine, the neurotransmitter tied to 
motivation and habit formation. Thus, timely praise or rewards can literally condition the brain to repeat 
the rewarded actions, building productive habits. 

Frequent, on-the-spot recognition additionally satisfies psychological needs that fuel intrinsic 
motivation. Self-Determination Theory posits that people have basic needs for competence, autonomy, 
and relatedness. A quick recognition (like telling an employee “Great job on that client presentation 
today!” accompanied by a small reward or public praise) aƯirms the employee’s sense of competence in 
real time. It also provides a sense of relatedness or social value—the employee immediately feels seen 
and appreciated by others, which can strengthen their emotional commitment to the team. 

Participants who expected a small 
bonus right after completing a reading 

assignment were 35% more likely to 
continue reading voluntarily after the 

incentive period than those who 
expected a larger bonus later 



Many companies find that leveraging “micro-rewards” or “spot awards”—small incentives delivered 
frequently—helps maintain high employee motivation. These can take the form of gift cards given 
immediately after a considerable eƯort, peer-to-peer recognition badges, extra time oƯ awarded on the 
spot, or other low-cost but timely tokens of appreciation, including related gifts or SWAG. Real-world 
success stories illustrate the impact. For example, a technology firm reported higher productivity and 
motivation after implementing a system where employees earned instant recognition for completing 
tasks through various coƯee and treat gift cards. Similarly, some companies turn work into a game 
(gamification), awarding small prizes that can be quickly redeemed, making work achievements feel fun 
and immediately rewarding. The result is that employees experience a constant sense of progress and 
acknowledgment, which keeps them engaged. Importantly, research indicates that these frequent 
rewards do not diminish motivation over time—on the contrary, they encourage ongoing engagement 
when done right [11]. 

It’s worth noting that eƯective immediate rewards need not 
always be monetary or tangible. The immediacy of social 
recognition—a timely compliment, e-mail shout-out, or team 
celebration—can be motivating, especially when combined with 
organizational values. A survey by Xexec found 85% of 
employees believe management should reward a job well done 

“whenever it occurs,” rather than wait for a later date [12]. This aligns with employees’ desire for timely 
validation. When managers and peers frequently call out small successes, it creates a culture where 
motivation is continuously fueled. As one Harvard Business Review analysis put it, “small wins” and their 
recognition create lasting motivation by showing people their work is progressing and valued [8]. 

Impacts on Performance and Engagement 
Enhancing day-to-day motivation through immediate recognition doesn’t just make employees feel good, 
it also translates into tangible performance gains. Numerous studies have linked a strong recognition 
culture (especially one emphasizing timely praise or rewards) with higher productivity, quality, and overall 
employee engagement. 

For example, Gallup research has shown that organizations that frequently recognize their employees 
see significant improvements in key performance metrics. One study found that if companies doubled 
the number of employees recognized each week, they would achieve, on average, a 24% improvement in 
work quality, 27% fewer absences, and a 10% reduction in staƯ shrinkage (loss of staƯ hours) [12]. These 
substantial gains in performance and attendance are attributed directly to more frequent recognition. 
The same Gallup data noted that regular recognition drives higher individual productivity and 
engagement, such that companies with active recognition programs have 14% higher employee 
productivity and engagement than those without [12]. Notably, these benefits come from increasing the 
acknowledgment frequency, reinforcing the premise that smaller, repeated recognitions have cumulative 
positive eƯects on performance. 

  

“Small wins” and their recognition 
create lasting motivation by 
showing people their work is 

progressing and valued. 



The immediacy of feedback is key to these outcomes. When employees know immediately that they’ve 
done something correctly or well, they can quickly double down on that behavior or course-correct if 
needed. It creates an agile performance loop. In environments like manufacturing, customer service or 
healthcare, immediate rewards for following safety protocols or delivering quality service have been tied 
to improved safety records and customer satisfaction. For instance, in the case of Starbucks, a program 
that encouraged managers to recognize baristas “in the moment” for exceptional customer service led 
stores with high recognition activity to see a 16% increase in customer satisfaction scores [13]. 

Moreover, immediate recognition tends to reach more employees across the organization, rather than 
just a few top performers. A points-based or infrequent awards program might concentrate rewards on a 
small percentage of staƯ (often the sales leaders or award winners), leaving the majority feeling 
unnoticed. By contrast, distributing many small recognitions ensures more employees are acknowledged 
and engaged. A corporate case study from Heineken illustrates this well: under their old rewards 
program, only 2% of employees were formally recognized in a year (because rewards were too few and 
mostly went to elite achievements) [14]. After overhauling the program to enable more frequent, diverse 
recognitions (spreading smaller awards throughout the workforce), Heineken saw a 50% increase in 
employees being recognized by peers [14]. In engagement surveys following the change, employees 
explicitly said they wanted recognition throughout the year and for everyday “extra mile” eƯorts, not just 
rare big wins [14]. This democratization of recognition boosts overall engagement because employees at 
all levels and roles feel their contributions matter continuously. 

From an organizational behavior standpoint, frequent, immediate recognition strengthens positive norms 
and values alignment. When commendations are given in real time, they often mention what behavior or 
value was exemplified (e.g., “Thank you for jumping in to help your teammate finish that project today—
that collaboration embodies our value of teamwork!”). This immediacy and specificity guide other 
employees to understand clearly which behaviors are desirable, creating a ripple eƯect [12]. Over time, 
this can improve overall performance as employees align their actions with recognized behaviors. 

In summary, companies that shift from delayed, occasional rewards to a model of continuous, timely 
recognition often report higher engagement scores and improved performance indicators. By providing 
immediate positive feedback, organizations keep employees more focused, driven, and aligned with 
quality and service goals. 

  

“Making recognition immediate and frequent isn’t just a 
nice-to-have for morale—it directly influences whether 

employees choose to stay or start looking for a new job.” 

                                       Herb Kelleher – Co-founder and former CEO, Southwest Airlines 



EƯects on Retention and Morale 
Motivation and performance gains from immediate recognition have a 
natural corollary: better employee retention. When employees feel 
valued regularly and enjoy a sense of accomplishment at work, they 
are far more likely to stay with the organization. Conversely, a lack of 
recognition is a known driver of turnover. A recent survey found that 
36% of employees identified a lack of recognition as the only reason 
they would consider leaving their jobs [15]. It stands to reason that a 
points-based scheme that leaves people feeling unappreciated for 
long stretches could inadvertently contribute to this problem. In 
contrast, a culture of instant appreciation could mitigate it. 

Research data strongly supports the link between frequent recognition and retention. In a large-scale 
2022–2024 study, Gallup and Workhuman tracked thousands of employees. They found that those who 
received high-quality, frequent recognition were 45% less likely to leave the company over two years than 
those who received little recognition [16]. Notably, the organizations studied were those that made 
recognition a strategic priority, embedding it into the culture in an ongoing way. The staying employees 
felt acknowledged and connected to the organization’s culture, thanks partly to timely praise and rewards 
[16]. This underscores that it’s not just any reward that improves retention, but specifically, timely, 
meaningful recognition as a regular practice. 

On the flip side, points-based programs that fail to deliver timely appreciation can leave employees 
feeling invisible or unappreciated for long periods, which erodes morale. If an employee works hard all 
quarter but only sees a reward in their point balance that they might be able to redeem at year-end, the 
emotional payoƯ is minimal. Low morale and a feeling of being undervalued are classic precursors to 
quitting. It’s telling that 71% of employees say they would be less likely to leave if they were recognized 
more frequently by their employer [17]. Frequency is critical—a once-a-year award banquet won’t cut it for 
most people. 

Immediate rewards and recognition also feed into higher job 
satisfaction and morale, which protect against burnout. A study 
cited by SHRM found that organizations with ongoing recognition 
programs (where praise is given continuously, not just as isolated 
events) have 28% lower frustration levels among employees than 
those without such programs [12]. The act of receiving appreciation 
triggers the release of oxytocin (the “feel-good” hormone), which not 
only improves mood but also buƯers stress [12]. Frequent small 
moments of recognition can thus keep the workplace atmosphere 
positive, even during challenging times. Employees who regularly 
feel good about their work and are valued by others are less prone to 
chronic stress and burnout and tend to develop greater resilience 
and loyalty. One finding noted that recognized employees are 73% 

 Ongoing recognition 
programs (where praise is 
given continuously, not just 
as isolated events) result in 
28% lower employee 
frustration than those 
without such programs. 
 

 Recognized employees are 
73% less likely to feel 
burned out than those who 
aren’t recognized enough.  

 



less likely to feel burned out than those who aren’t recognized 
enough [18]. 

In summary, making recognition immediate and frequent isn’t just a “nice to have” for morale, it directly 
influences whether employees choose to stay or start looking for a new job. Organizations foster stronger 
loyalty by fulfilling the basic human need to feel appreciated promptly and often. The data is compelling: 
employees who feel valued because of timely recognition are significantly less likely to voluntarily leave 
[16], saving companies the high turnover costs and retaining a committed workforce. 

Corporate Case Studies and Examples 
Real-world corporate experiences highlight the advantages of moving away from delayed rewards toward 
immediate recognition models. Here are a few illustrative examples from various organizations: 

 Salesforce (Ohana Recognition Program): Salesforce implemented a peer-to-peer recognition 
system called “Ohana” where employees could instantly give each other points for demonstrating 
company values, redeemable for small rewards or charitable donations [13]. Unlike traditional 
points systems, Salesforce’s approach emphasized immediate peer recognition (public badges, 
feed posts, etc.) with points as a secondary aspect. The result was a notable uptick in 
engagement: in an internal survey, 88% of employees said the program made them feel more 
connected and prouder to work at the company [13].  

 Heineken: Heineken discovered that its old reward program only reached a tiny fraction of staƯ 
(under 2% per year) and left the rest unrecognized [14]. Employees explicitly asked for more 
frequent, year-round recognition for everyday good work [14]. Heineken’s HR team responded by 
repackaging the program to include a diverse range of smaller awards and an easy-to-use platform 
for recognition, rather than a limited number of big rewards. This revamp led to a 50% increase in 
employees recognized by their peers and a significant improvement in the employee survey 
question “I receive recognition when I do a good job” [14]. 

 Marketing Firm (“RecognizeGreat”): This firm experienced rising burnout and plummeting 
morale in 2018, partly due to hard work going unnoticed [13]. Management introduced a real-time 
recognition program that celebrated individual and team achievements as they happened. Within 
three months, employee engagement scores surged 25% [13]. The turnaround was attributed to the 
“transformative power of recognition”—employees felt rejuvenated by the frequent appreciation, 
and it even boosted the company’s bottom line (Gallup reports link a 21% increase in profitability 
to cultures of recognition) [13]. 

 Retail Chain Example: A large retail company shifted from an annual bonus scheme to a 
“surprise and delight” model of spot bonuses. Managers began handing out $50 gift cards on the 
spot when they caught employees providing exceptional customer service or meeting short-term 
goals. Over the first year, the chain saw improvements in mystery shopper scores and decreased 
employee turnover in pilot stores. Employees commented that the instant recognition made them 
feel their everyday actions mattered, whereas previously they only heard about bonuses once a 
year, if at all. 



 Manufacturing/Safety Incentive Programs: In industrial settings, some companies replaced a 
raƯle-style or points-based safety incentive with immediate safety “spot rewards.” Whenever 
workers were observed following safety protocols or suggesting a safety improvement, they 
received a small reward (like a voucher or company swag) on the spot. Managers reported that 
safety compliance and reporting of near-misses improved significantly when feedback was 
instantaneous, compared to the old system where the chance of a reward was distant and 
uncertain [13]. One case noted that injury rates dropped in the year after introducing instant safety 
awards [19]. 

These cases showcase a common theme: making recognition timely, frequent, and easily accessible 
yields better engagement outcomes. Organizations across industries—tech, consumer goods, retail, 
manufacturing—have learned that when they reduce the delay in saying “thank you” or giving a reward, 
they see a cultural shift toward higher morale and performance. 

Best Practices for EƯective Immediate Recognition Programs 
Designing a reward and recognition program that genuinely engages employees requires focusing on 
immediacy, consistency, and meaning. Based on the theory and practice discussed, HR professionals 
may consider the following best practices to maximize motivation: 

1. Reward Quickly: Deliver the reward or recognition as close in time to the qualifying behavior as 
feasible. “Deliver the reward as quickly as possible—ideally even immediately—following the 
behavior that earned it,” advise experts [2]. Quick delivery ensures the employee links the reward to 
their action, reinforcing the desired behavior powerfully. 

2. Keep Rewards Frequent and Small: Spread the budget into smaller tokens of appreciation. A 
continuous trickle of $25–$50 rewards (or non-monetary kudos) throughout the year will yield 
more engagement than a one-time $500 award for one person [2]. Small, frequent wins create a 
steady sense of accomplishment. One incentive research summary concluded that “smaller, 
more frequent rewards are better motivators than larger, infrequent rewards” [20]. 

3. Make Recognition Simple and Fun: Remove red tape and make it a seamless part of daily work 
[12]. This could involve using an easy digital form on a webpage where employees can instantly 
thank or reward colleagues. Simplicity increases participation. Managers will do it more often if it 
takes 30 seconds to praise someone publicly. Some gamification (like earning badges or leveling 
up with each recognition given) can motivate managers to participate enthusiastically [11]. 

4. Ensure Rewards Are Meaningful to Recipients: OƯer rewards that people value and give them 
choice (e.g., flexible gift card options, fun or congratulatory SWAG, or even the option to donate to 
a charity) delivered instantly [2]. An immediate reward only boosts engagement if it is perceived as 
meaningful. Survey your employees on what small rewards would excite them [7]. 

5. Connect Recognition to Specific Behaviors and Values: Explicitly state what the recognition is 
for. For example, instead of a generic “Good job!”, say “Thank you for mentoring the new hire this 
week—your support exemplifies our mentorship value, and I’m giving you this award to recognize 
that.” This strengthens organizational values and directs eƯort where it matters [12]. 



6. Mix Monetary and Non-Monetary Recognition: Monetary micro-rewards are eƯective, but don’t 
overlook the power of non-monetary immediate recognition like praise, thank-you notes, or public 
recognition. Combining both types maximizes reach; some achievements might get a tangible 
reward, while others get verbal or written appreciation. 

7. Sustain a Culture of Continuous Recognition: Train and encourage leaders to make recognition 
a habit. Peer recognition can help by enabling everyone to participate, recognition flows more 
freely and frequently. In companies with world-class engagement, appreciation is “part of our 
DNA,” happening organically and in real time. 

By following these practices, HR professionals can design reward systems that leverage the proven 
psychology of immediate reinforcement. The result will likely be a more engaged workforce, with high 
motivation, positive behaviors habitually repeated, and employees feel emotionally connected to the 
company. 

Conclusion 

 

While points-based reward programs emerged with the promise of flexible and scalable recognition, their 
delayed nature often undermines their eƯectiveness in driving engagement. Employees respond to 
immediacy—the instant “hit” of appreciation when they’ve done something right. Behavioral psychology 
confirms that timely rewards create stronger links between eƯort and outcome, yielding better 
reinforcement of desired behaviors [2]. Organizational research and company experiences show that 
smaller but immediate rewards outperform delayed, larger rewards on almost every front. Immediate 
rewards boost intrinsic motivation, improve performance and quality, increase employee engagement, 
and reduce turnover by making employees feel valued in the moment [1]. 

Immediacy of recognition has a profound influence on workplace dynamics. When recognition is swift 
and frequent, motivation becomes a renewable resource, replenished with each positive feedback. 
Employees strive to do more because the gratification is close at hand and the sense of progress is 
continual. Teams with cultures of immediate recognition tend to have higher morale and resilience, as 
people know their contributions will be seen and celebrated. Over time, this drives a cycle of engagement 
and productivity that is diƯicult to achieve with infrequent, delayed rewards.  



For HR professionals, the evidence is a clarion call to reassess how their organizations recognize 
employees. Immediate recognition, whether through words, awards that can be instantly redeemed, or 
small tangible rewards should be front and center in a modern engagement strategy. By designing 
programs that deliver quick, meaningful kudos “in the now,” organizations can tap into basic human 
psychology to create a more motivated, loyal, and high-performing workforce. As one industry study 
succinctly put it: when it comes to employee rewards, frequency matters more. That is a truth that 
companies ignore at their peril [2].  
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