
8 FREQUENTLY ASKED QUESTIONS ABOUT EMPLOYEE 
RECOGNITION AND INCENTIVES

Companies, supervisors and managers have many questions when it comes to recognizing and incentivizing 
their employees. Too often, these questions even stop people from trying to do something inspiring for their 
employees, but you shouldn’t let these questions stop you because each question has plenty of answers. 

Here are eight frequently asked questions when trying to implement, enhance and grow recognition efforts.

What problem or opportunity will be addressed by the employee recognition or 
incentives?
Recognition is but one method of rewarding workers. Others include pay, benefits, incentives, development 
and career opportunities and various forms of life-work arrangements. Each reward is part of a total incentive 
program that should, for optimum results, be integrated with an organization’s talent management and 
business strategies. Recent studies show that the different aspects of a total reward package may affect 
individual performance, retention and business success in different ways. This is partially due to whether a 
worker views the reward as an entitlement (i.e., part of their compensation) or as something special - aligned 
to and rewarded for actions beyond the ordinary. 

How will the organization’s employees and customers benefit from employee 
recognition?
A key to the success of the recognition component of the total rewards package is whether it motivates 
workers in ways that increase the level of engagement with their job and their employer. From the 
organization’s viewpoint, engaged workers will increase their level of discretionary effort (if the goal is 
performance) or desire to stay on the job when increased retention is the goal. These principles, which 
should result in the behavioral changes most often linked to heightened employee engagement, improved job 
performance and, ultimately, increased business value include:

•	 Using both formal and informal recognition to build a “culture of recognition” in the organization.
•	 Providing a wide variety of recognition rewards—realizing that a reward for one person may not be for 

another. 
•	 Emphasize the recognition of increased quality in performance, instead of simply quantity of effort.
•	 Recognize workers frequently—sporadic recognition may, in some cases, be worse than no recognition. 
•	 Reward activities that are linked to specific business objectives and/or desired cultural values. 
•	 Measure the cost of the recognition reward system and the benefits gained–whether through ROI or 

other methods.

   CoreCentive, Inc.    CoreCentive.com     267-797-5332     1313 S. Pennsylvania Ave., Morrisville, PA 19067



What can be done when managers know they should recognize their 
employees but feel they’re too busy?

Dr. Bob Nelson, an authoritarian on recognition and incentives, states, “You can’t force managers 
to recognize their employees, but you can make a persuasive case for why they should want to do 
so, so try to build on and expand from your recognition successes. Discuss with your managers the 
increasing problem of attracting and retaining employees, the hidden costs of employee turnover, 
the loss of productivity, and competitiveness. Show the demographics and what your competition 
is doing. Relate the issue to the bottom line. Remember, too, that ‘lack of time’ can be an excuse. 
High-use recognition managers actually value recognition in part because it can be well done with 
very little time.”

What are some examples of the results or deliverables that employee 
recognition and incentives create?

Higher Morale

•	 78% of employees said that it was very or extremely important to be recognized by their 
managers when they do good work. 53% of employees expect recognition to occur soon after.  
[source: Dr. Bob Nelson]

•	Praising efforts (often) – 80% of employees want and benefit from it. [source: Fortune Magazine]

•	One of the more immediate effects of increased recognition is improved morale. [source: Gallup]

•	 8 in 10 employers feel that their workers are “just happy to have a job;” only 53% of employees 
feel the same way. [source: Monster.com and The Human Capital Institute]

Higher Productivity

•	“Steps forward” occurred on 76% of people’s best mood days. By contrast, “setbacks” occurred 
on only 13% of those days. [source: HBR, “The Power of Small Wins”]

•	Positive engagement with strategic recognition results in 50% higher sales and 38% higher 
productivity. [source: Gallup]

•	Engaged staff are 12% better at engaging customers and 62% less likely to be involved in job 
accidents. [source: Gallup]
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Higher Engagement

•	Employee engagement rises when people experience a combination of effective and caring 
leadership, appealing development opportunities, interesting work, and fulfilling tangible and 
intangible rewards. [source: Towers Watson]

•	Strong manager performance in recognizing employee performance increases engagement by 
almost 60%, from 33% of employees giving a favorable engagement score to 52%. [source: Towers 
Watson]

Higher Retention

•	 51% of Gen Y workers are prepared to accept a lower wage or a lesser role if their work 
contributes to something more important or meaningful. [source: Kelly Services, Kelly Global 
Workforce Index]

•	The #1 factor affecting length of tenure at an organization is the quality of that employee’s 
relationship with his or her immediate supervisor. More recognition equals better relationships. 
[source: Gallup]

•	 17% of top performers who jumped ship did so because of a lack of recognition. [source: Robert 
Half International]

What should happen before I start looking for another recognition provider? 
Get approval from your company’s leaders to begin evaluating your recognition and incentives. At 
this time, it’s also a good idea to identify the terms of your current contract, your budget and your 
business goals.  

Companies are often highly-successful when they form a baseline to develop an organized plan that 
includes goals for:  
• Budget
• Timeframe
• Features
• Customer service 

Depending on needs and budget, it may make sense to include other key stakeholders from other 
departments, i.e. Sales, Operations. Support, IT. 

Additionally, it can be extremely helpful to reflect back on your previous buying experiences. What 
went well? What didn’t? What could you have done to make your selection smoother, or more 
effective?
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My company does a lot to recognize employees, but employees report they don’t 
receive much recognition. What’s going on? 

Companies often confuse lots of employee activities with lots of recognition, but they’re not the same thing.  
According to Dr. Bob Nelson, a leading authority on recognition, “Although activities are a part of recognition 
— helping morale and social interaction among employees — they fall into a narrow band on the recognition 
spectrum because they don’t make individual employees feel special. The best recognition singles individuals 
or groups out for extraordinary performance.”

What are the characteristics that make up a modern recognition and incentive 
platform?

According to Gartner’s technology overview for employee recognition software, the following are key 
findings: 

•	 A consumer grade user experience designed for the giver and recipients of recognition and related 
rewards Gamification concepts (such as the award of badges, points or other visual indicators of 
recognition; leader boards; and support for periodic challenges or campaigns) 

•	 Mobile access for givers and receivers, leveraging the native capabilities of the mobile device 
(such as the ability to capture and attach images and videos as evidence of the recognized 
behavior, as well as swipe gestures for ease of navigation and data entry) 

•	 A fulfillment engine for the rewards component of the program (including gift cards, merchandise 
selection and points redemption) 

•	 Flexible administration of business rules associated with the process 

•	 For nonmonetary rewards, such as kudos, reporting on how much recognition or “shout outs” are 
being given

•	 Reporting on who gives or receives, how often an employee gives or receives, and the ability to 
summarize this information as input into wider HR processes, such as performance appraisals 

•	 Integration flexibility to standard HR systems of record through the use of flat files, APIs or Web 
services

How do I determine a recognition budget?

According to World@Work, organizations can spend as much as 5-10% of payroll on employee recognition, 
but the average budget for employee recognition is over 2% of payroll, and the median amount is 1%.  For 
most organizations, a budget of 1-2% of payroll allows you to reward significant accomplishments with spot 
awards, above and beyond, peer to peer, manager discretionary awards, quarterly or year-end awards for 
outstanding achievements. The budget will also include some awards for service, safety or productivity 
achievements.
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