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What your money buys
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Companies spending 

less than 1% of payroll 

on recognition

Companies spending 

1% or more of payroll 

on recognition

© Mind Gym

SHRM/Globoforce (2012). The employee recognition survey.  
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What is it worth?

3

89%
have some form 

of a recognition 

program

8% 
use any form of 

ROI to determine 

value

© Mind Gym

WorldatWork (2008). The value and ROI in employee recognition. 



Pay and job satisfaction
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Pay in $US, 2009
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Judge et al. (2010). The relationship between pay and job satisfaction: A meta-analysis of the literature.



Over-emphasizing money
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Monetary 

rewards

22.5%
Recognition

~16%

Money, 

social recognition 

& feedback

45%
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Luthans & Stojkovic (2003). Behavioral management and task performance in organizations



Reviving reward and recognition
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How can we make recognition inclusive while rewarding top 

performers?
1

How do we use reward and recognition to motivate performance all 

year round, not just at mid-year or end-year reviews?
2

How can we tap into personal drive, as opposed to relying solely 

on expensive, extrinsic rewards?
3

How do we make reward and recognition feel fair?4

How do we align reward with our business objectives?5

© Mind Gym
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How can we 
make recognition 
inclusive while 
rewarding top 
performers?

1



Paying attention
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A result of acknowledging what’s 

going on
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30%

Accuracy and fairness 

of descriptive feedback

39%

Manager 

knowledgeable about 

performance
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1

Corporate Leadership Council (2002)



Culture of recognition

1 - SHRM/Globoforce (2012). Employee recognition survey.

2 - WorldatWork (2013). Trends in employee recognition.

© Mind Gym 9

1

Peer-to-peer recognition is 

35.7% more likely to have a 

positive impact on financial 

results than manager-only 

recognition.1

74% of companies believe their 

peer-to-peer recognition program 

helps create a positive environment, 

a culture of recognition, and 

motivate high performance.2



Credit where it’s due

TECHNICAL

Implement systems 

and software that 

recognize individuals

© Mind Gym 10

1

ADAPTIVE

Foster a climate of 

feedback seeking and 

peer recognition
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How do we use reward 
and recognition to 
motivate performance 
all year round?

2



Bi-Annual performance conversations
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Problems with 

twice a year 

reviews

Time 

intensive
Inaccurate

Feel 

irrelevant

2

© Mind Gym

1st half 2nd half

Mid-year 

conversation

End-year

conversation

Goal 

setting



Reinventing performance reviews
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2

Microsoft adopted “connects”

Managers encouraged to schedule performance 

coaching conversations four times a year.

The year end conversation has been reduced 

to a quick check in.



“Overall, I am satisfied with the current approach to Performance & Development”

Frequent & impactful

© Mind Gym 14
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15 percentage 

point increase

21 percentage 

point increase



The whole truth

TECHNICAL

Redesign the performance 

system so that it drives more 

frequent conversations
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2

ADAPTIVE

Help managers and their 

direct reports reset the 

content and frequency of 

dialogue about performance
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How can we tap into 
personal drive, as 
opposed to relying 
solely on expensive, 
extrinsic rewards?

3
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3

“Paul and I, we never thought that we would make much 

money out of the thing. We just loved writing software.”

- Bill Gates

Sourced from http://img.ihned.cz/attachment.php/410/51671410/S3loENUfVG2rjTKnek71mM5HBPxwIvFR/34_Paul_Allen02_profimedia.jpg on 29th November 2016



External rewards may undermine intrinsic motivation while praise enhanced both autonomous behavior and interest.  

More harm than good?
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Positive feedback
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on doing a task
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Deci, Ryan, & Koestner (1999). A meta-analytic review of experiments examining the effects of extrinsic rewards on intrinsic motivation.  



What’s in it for them?

Purpose Challenge Attention

Growth ChoiceRecognition

© Mind Gym 19

“My work matters” “It’s demanding” “You know how I’m doing”

“I’m getting better” “It’s worth the effort” “I can decide”

3



A better drive
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TECHNICAL

Define career paths and 

evaluate ‘potential’

3

ADAPTIVE

Become skilled in coaching to 

intrinsic motivation. Enable people 

to seek out opportunities that play 

to those motivations
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How do we 
make reward 
and recognition 
feel fair?

4



Relative reward
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Situation 1:

You receive a $1,000 

bonus when the team 

average was $750. 

Situation 2: 

You receive a $1,200 

bonus when the team 

average was $1,400.

When given a choice, 

which situation would 

you prefer? 

4



Trust in the system
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4

Mey, Wener, & Theron (2014). The influence of perceptions of organizational trust and fairness on employee citizenship.
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with dignity and 
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An increased level of trust in 

organizations occurs when 

allocation of rewards are 

seen to be fair and unbiased.



What do you do when…
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Relationships bias/Like me effectYou need to rate someone you are friends with

Anchoring/Consistency Someone received an outstanding review last year, but this year their 

performance in comparison to others is not at the same level

Someone is a good performer and has potential, but you think they 

might decide to leave the company
Rewarding potential not performance 

Someone has just made a significant, high-profile success or mistake Recency effect/Halo-Horns 

One of your team members gives themselves what you feel to be an 

inflated rating
Cultural compliance/Game playing

You see an opportunity to use the performance rating to address an 

ongoing shortfall in an employee’s compensation
Two wrongs don’t make a right

Someone has been a consistent low performer, which means that they 

may be exited from the company
Lethal courtesy

4



Beating bias

25

TECHNICAL

Our systems set standards 

that define fairness between 

performance and reward

© Mind Gym

4

ADAPTIVE

Recognize inherent bias and 

difficult situations. Take pragmatic 

steps to overcome them.
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How do we align 
rewards with our 
business objectives?

5



Lost intentions
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We hope for…
But we often 

reward…

Long-term growth Quarterly earnings

Setting “stretch” 

objectives

Achieving goals 

“making the numbers”

Teamwork
Individual

achievement



Bigger impact
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5

CEB’s model from ‘Driving Breakthrough Performance in the New Work Environment’

Contributing 
to others’ 

successes

Leveraging 
others’ work

Individual 

accomplishments

Enterprise ContributionIndividual Task Network Performance



More than the sum
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ADAPTIVE

Build belief that an enterprise 

contribution is more valuable than 

individual accomplishments

TECHNICAL

We create systems that 

reward behavior in line with 

our values

© Mind Gym
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Supporting learning with bite-size methodology
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‘Rewarding’ workout 
with strong focus on solving a 

real-world reward and 

recognition challenges.  

Engagement 

campaign 
that reframes how 

leaders think of 

reward and 

recognition. 

Mission
Application task 

focused on reward 

and recognition.

Pledge
Very specific focus on transfer, 

using relapse prevention 

techniques, like 

implementation intentions, and 

social pressure.

Booster
After-action review, where 

participants share stories of 

success, failure and learning 

from transfer attempts. 

Enhances persistence.

© Mind Gym

Dialogue Group
Discussion of peer 

experiences – what’s 

been hardest? What 

challenges remain?

Toolkit
Activation tool that 

focuses on making the 

right decisions and 

quality conversations.

‘Rate success’ workout 
focuses on making fair 

judgments about 

performance, reward and 

recognition.



Creating a climate for high 
performance

32

AttentionChoice

ChallengeGrowth

Purpose

Recognition

Organization

Team

Individual

“My work matters”

“It’s demanding”

“You know how 

I’m doing”

“I’m getting better”

“It’s worth the effort”

“I can decide”

© Mind Gym



A few facts about us

UK

160 Kensington High St,

London, W8 7RG

UK

e: uk@themindgym.com

t: +44 (0)207 376 0626

USA

9 East 37th St,

New York, NY, 10016,

USA

e: us@themindgym.com

t: +1 646 649 4333

Singapore

PWC Building, 28-63,

8 Cross Street, 048424 

Singapore, 

e: sg@themindgym.com

t: +65 6850 7600

UAE

Building 03, First Floor, 

Executive Office No. 114

Dubai, UAE

e: uae@themindgym.com

1 million participants

1,200 companies

230 coaches

30 countries
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Recap
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ADAPTIVE

Implement systems and software that 

recognize individuals

Foster a climate of feedback seeking and 

peer recognition

Redesign the performance system so that it 

drives more frequent conversations

Help managers and their direct reports reset 

the content and frequency of dialogue about 

performance

Create reward and recognition programs

Become skilled in coaching to intrinsic 

motivation. Help people seek out 

opportunities that play to those motivations

Our systems set standards that define 

fairness between performance and reward

Recognize inherent bias and take pragmatic 

steps to overcome it

We create systems that reward behavior in 

line with our values

Build belief that an enterprise contribution is 

more valuable than individual 

accomplishments

How can we make recognition into something 

that everyone participates in?

How do we use reward and recognition to 

motivate performance all year round, not just 

at mid-year or end-year reviews?

How can we tap into personal drive, as 

opposed to relying solely on expensive, 

extrinsic rewards?

How do we make reward and recognition feel 

fair?

How do we align rewards with our business 

objectives?

© Mind Gym

TECHNICALCHALLENGE


