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Executive Summary

The world of work has changed permanently. Going forward, most workers whose work can be

done remotely will work off-site more often. This necessitates a review of incentives, rewards, and
recognition systems, especially those aimed at motivating remote and hybrid workers. Organizations
that fail to adjust their tangible and intangible incentives will almost certainly suffer consequences,
including increased difficulty in attracting and retaining talent.

Key results from the survey of 1,000 employees and managers we conducted for this study in March
2022 reveal the following:

«  Only 5 of the 424 managers who responded to our survey said they have no
concerns regarding remote work. Most managers and employees are concerned
about isolation, communications challenges and reduced exchange of ideas
and information.

«  Managers matter. One-to-one appreciation from a direct manager is the most
motivating form of recognition according to our respondents.

+  Among intangible rewards, employees want interesting work, growth
opportunities and autonomy, in that order.

- Among tangible rewards, employees want cash, gift cards, gifts, points, and
individual travel.

«  For increasing engagement and retention specifically, respondents rank in
order: compensation, work environment, and “other tangible incentives and
rewards” as most vital. Among intangible incentives, they value autonomy,
interesting work, growth opportunities and appreciation/recognition.

« Among the managers and employees who have experienced specific reward
efficacy for remote workers, and who believe rewards have a specific role to
play in addressing their concerns, granting more autonomy, flextime and paid
time off were common responses. Many also cited points, personal gifts, group
meals/celebrations, and peer-to-peer recognition programs.

Incentives, rewards and recognition will play a vital role in organizations’ transition toward a much
larger hybrid and remote workforce. Redesigned incentive programs will stretch many designers’
notion of what constitutes “incentive, reward & recognition,” and, therefore, what falls within their
scope of practice.

Good incentive design is needed to emphasize the intangible benefits of work crucial to remote/
hybrid work environments. These cultural elements include increased camaraderie, collaboration,
trust, and appreciation. Incentive program designers should lead efforts in using tangible and
intangible rewards to promote behaviors and actions that bring and keep the workforce together,
even when much of it is working off-site.

For a more complete list of findings, please see Appendix A.
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Introduction

The COVID-19 pandemic created an unprecedented and seemingly permanent change to the nature
of work. In 2019, only about 6% of US employees worked mainly from home, up from 4% a decade
earlier (Coate, 2021). Today, even with the pandemic receding, remote/hybrid work remains a staple.
A report by Gallup released in 2021 shows that even as the economy was reopening, 45% of all
workers and 67% of white-collar workers continued to work from home at least part of the time

and 91% hoped to continue doing so. As of February 2022, research led by Stanford economist Nick
Bloom found that work from home constitutes 25 to 35 percent of all work hours in the US. Our own
March 2022 survey of more than 1,000 employees and managers found that 84% work remotely at
least one day per week.

A growing consensus among those studying workforce trends and the future of work states

that remote and hybrid work arrangements will continue in force post-pandemic (Telford, 2022;
Choudury, 2020, Dahik, 2020). According to a range of reports from the Society for Human Resources
Management, Gallup, Robert Half, and others, about three-quarters of employers intend to continue
the practice indefinitely. For example, an April 2021 report, based on a 30,000-person survey from
the National Bureau of Economic Research, concludes that “working from home will stick,” with a
permanent 400% increase in the numbers of Americans working remotely post-pandemic. More
than 75% of Gallup’s global 2021 survey respondents believe that their employers will continue
remote/hybrid work options indefinitely.

In our March 2022 survey for this study, we found that both employees and managers would, on
average, prefer more time working remotely. 82% of employees and 84% of managers prefer either
more or the same amount of time working remotely then they are currently given. The demand for
flexibility, including remote or hybrid work options is deeply felt. About 30% of our respondents
would either take a significant pay cut (7%) or look for another job (23%) if denied the opportunity
to work their desired number of days remotely. Consistent with other recent studies (Melin &
Egkolfopoulou, 2021), our survey demonstrates an especially strong preference for remote work
opportunities among those 25-44 years-old (35%), and women (40%). Many of our respondents cited
the desire to participate more in childcare as their primary reason for desiring remote and flexible
work.

Given that effectively managing remote workers and teams is — and will likely remain - a high
priority in most firms, the remainder of this paper expands on the relative paucity of evidence-based
advice in how leaders and managers should motivate and incentivize their remote/hybrid workers.
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The Challenges of Motivating a Distributed Workforce

In our survey, 62% of managers and 64% of employees said they are most productive when working
hybrid or fully remotely versus about 20% who feel most productive on-site (the remainder believe
they are equally productive either way). Interestingly, about one-third of managers believe their
reports are most productive onsite, suggesting a significant disconnect between manager and
employee perceptions of worker performance. Nevertheless, many more managers (49%) in our
survey assess their remote and hybrid workers’ productivity higher than that of on-site workers.

Respondents are concerned about isolation, communications challenges and
less exchange of ideas and information.

Nevertheless, many leaders and managers have concerns. Remote work presents a unique set of
challenges. Only five of the 420 managers who responded to our survey said they have no concerns
regarding remote work. Others cited worries about workforce culture, distractions that impact
remote workers, lack of remote worker motivation, inconsistent access to IT, cyber-security threats,
and difficulties associated with onboarding remote talent. Many of our employee respondents
voiced similar concerns, adding lack of work/life balance, out-of-pocket costs for equipment,
isolation, poor communications, reduced information-sharing, and micro-management.

A significant number of managers — particularly those with less experience - lack confidence in their
ability to manage remote workers (Parker, Knight & Keller, 2020). For employees, the lack of physical
separation between the workplace and home can increase the risk of burnout and demotivation
(Hayes et al., 2020). This effect is especially strong for those who are not used to working from home.
A five-year global survey of more than 20,000 workers (concluded in 2015) performed by Vega Factor,
found that motivation tends to drop among remote workers in general, and steeply for those who
work remotely against their preferences.

Remote work creates barriers to communication. Yang et al. (2020)'s extensive survey of over 61,000
Microsoft employees who worked remotely during the pandemic noted a rise in information silos
and a sharp decrease in communication. For companies that rely heavily on collaboration, significant
declines in communication can be devastating. Indeed, in our survey, factors around isolation stood
out as employees’ and managers’ main concerns about working remotely (Figure 1).



oE

Incentive Research
Foundation

Figure 1: What concerns you most about working remotely?

Employees

Loss of Peer Collaboration
Left out of Decisions

Less Consulted for Ideas
Less Access to Information

Passed Over for Projects

Lower Productivity

Managers

Loss of Peer Collaboration
Difficult to Communicate
Fewer Ideas from Employees

Less Innovation

Lower Productivity / Poorer Results

Higher Costs (Comms tools, etc.) ‘

Extensive research, including major theories of human motivation, argues that loneliness and
isolation can have profound consequences on worker well-being, engagement, and productivity
Deci & Ryan, 2012; Nohria & Lawrence, 2001). Though our study and many others have found
evidence of increased worker performance when remote, other research has discovered the opposite
Yang et al, 2021; Toscano & Zappala, 2020). Accordingly, managers’ most immediate challenge

lies in determining how to motivate employees to stay productive given the typically decreased
communications and interaction associated with remote work.

P
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Whether an employee works one day remotely or five, managers should take measures to address
isolation and loneliness. With varying success, employers have attempted to bridge the gaps
through proactive communication — weekly calls, group Zoom gatherings, and so on (Chanana,
Sangeeta, 2021; Kumar, 2021) - but other measures, including the use of more, and a greater variety
of incentives, are necessary (Schwartz, 2021).

Incentives, Rewards & Recognition in Managing and
Inspiring Remote/Hybrid Workers

The Incentive Research Foundation and many others have documented the benefits of non-cash
rewards and incentives extensively over the past three decades. While non-cash incentives and
rewards have demonstrated their efficacy compared to cash-only rewards in many studies over

the past few decades, many complexities bear on incentive/reward program design. Adding to this
complexity, the ‘game’ has recently changed. Non-cash incentives and rewards are, if anything,
more vital where a significant percentage of the workforce is remote at any given time, but the
new contextual factors must be considered before revising, designing, and implementing non-cash
incentive programs.

The existing research has not adequately addressed the efficacy of non-cash incentives in the
context of remote work. The question is urgent. According to a 2021 survey by Deloitte, one-third of
senior leaders worry that remote work harms their company’s culture. In a May 2021 paper published
in the Business Research Quarterly, professors Alvaro Lopez-Cabrales and Angelo DeNisi state that in
the new normal, “it is more difficult to monitor the activities of employees who are working at a distance;
it is harder for supervisors to provide feedback and direction to employees who are teleworking, and it is
more awkward for employees to engage with other employees remotely.”

In a May 2020 paper published in the Journal of Industrial Marketing Management, researchers argue
that incentive programs designed prior to COVID are no longer as relevant or applicable, and leaders
must rethink and revise them to match the new reality. However, as Lopez-Cabrales and DeNisi point
out, “further research is needed in this field to determine innovative reward mechanisms consistent with
the crisis context.” Lopez-Cabrales and DeNisi conclude that leaders should review incentives aimed
at encouraging desired behaviors, then make those incentives strong and clear. These incentives,
they advise, should include cash and non-cash rewards that link employee decisions, behaviors, and
actions to the firm’s pandemic-recovery strategy and priorities.

Incentive Design for the Distributed Workforce

Decades of studies and experience in workforce motivation prior to the pandemic (combined with
existing research into motivating the remote workforce) provide a high-degree of confidence that
well-designed incentive plans will help mitigate disengagement due to distance (Lopez-Cabrales &
DeNisi, 2021; Schwartz, 2022; Choudhury, 2020; Peterson & Wartzel, 2021).

First, incentives can be used to signal or reinforce desired changes in managerial attitude and
behaviors. Leaders and reward program designers should consider what changes are most likely to
bring about managers’ greater commitment to one-to-one meetings with their reports, for example.
Incentive program designers should also tailor incentives to remote individuals and teams. Firms
should select and implement meeting and collaboration technologies, then ensure that all remote
workers know how to use them; this best practice can also be accelerated using non-cash incentives,
such as points for employees who learn, use, and promote new technologies early on.
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The managers matter. Appreciation from a direct manager is the most
motivating form of recognition according to our respondents.

Managers should receive training in how to conduct remote meetings and how to manage based
on outcomes and performance rather than “face-time” (Coffee & Wolfe, 2018). Incentives, including
recognition, can encourage managers to access learning around managing remote workers
effectively. Our survey results reveal the vital importance of managers in motivating their teams
(Figure 2a&b).

Figure 2a: What motivates you most?

Being Recognized by Inmediate Manager

Being Recognized by Senior Leaders

Being Recognized by Co-Workers

Being Recognized by Customers

Being Recognized in On-Site Celebrations

Figure 2b: How do you prefer to be recognized?

Quietly (One-to-One)

With My Immediate Colleagues Present

Publicly

Consistent with human motivation theory, our respondents expressed preference for intangible
rewards related to the quality of the work, growth opportunities, and autonomy (Figure 3a).
Consistent with much of the research on tangible rewards, our respondents prefer cash rewards, but
not substantially more than gift cards, gifts, points, and travel (Figure 3b).

Employees want interesting work, growth opportunities and autonomy, cash,
gift cards, gifts, points, and individual travel.
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Respondents rank compensation, autonomy, interesting work, growth
opportunities, appreciation/recognition work environment, and “other tangible
incentives and rewards” as most vital to their engagement and retention.
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By granting remote workers trust and autonomy, meaningful work, a sense of purpose, and learning
opportunities, motivation levels can remain high, especially where employees work some of the
time from the office. Events of late, however, suggest that tangible rewards restricted to increased
compensation and cash bonuses may put employers at a recruiting and retention disadvantage
versus firms that exercise more creativity in their rewards, recognition and incentives (DeSmet &
Mysore (2020). Indeed, in the experience of the more than 400 managers who responded to our
survey, tangible incentives and rewards (cash and non-cash) prove highly effective in increasing
employee engagement and retention (Figure 4a&b).

Figure 4a: Most effective for increasing employee engagement and retention

Compensation

Work Environment

Tangible Incentives / Rewards
Appreciation and Recognition
Remote Work Opportunities

Purpose, Meaning & Quality of Work

Figure 4b: Most effective intangible rewards
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Respondents identified peer-to-peer recognition programs as effective tools
for remote and hybrid workers.

Although recognition is generally associated with non-tangible rewards, respondents identified
approaches that provide tangible forms of recognition including points, personalized gifts, and
celebratory meals with colleagues as effective for remote workers. Other comments noted the
effectiveness of recognition and provided unique examples of effective recognition incentives
including verbal praise and “peer-to-peer rewards on a recognition platform.” These measures help
address isolation in a remote environment.

The pandemic - with its endless Zoom calls and constant emails, texts, and Slack messaging - has
exacerbated meaningless and productivity-destroying collaboration, contributing to employee
stress, anxiety, and burnout (Cross, 2022). Peer recognition exchanges, however, deliver meaningful
appreciation and demand no further collaboration.

Our respondents clearly identified isolation and loss of trust as negative outcomes from remote
work. In his 2018 book, How Behavior Spreads, Professor Damon Centola suggests that peer-to-peer
networks could be ideal vehicles to promote the spread of complex ideas and positive behavior
change. By their very nature, well-managed peer recognition networks — which connect people
through appreciation - lay the foundation for connection, relationship-building, and trust. Based
on Centola’s and Cross’ work, firms interested in spreading positive behaviors or encouraging
outcomes like faster communications technology adoption, are likely to get results by ‘seeding’ (i.e.,
incentivizing) those ideas in peer recognition networks.

As every experienced reward program designer knows, incentives intended to change people’s
thinking, behavior, or decision-making, require careful thought. They know that peer interaction and
appreciation can promote desired behaviors by focusing positive attention on the people exhibiting
those behaviors. In other words, they proactively manage and monitor peer networks to ensure

that employees are appreciating and rewarding the things the firm wants them to. Where a large
percentage of the workforce is remote, the ability to monitor behavior via a peer-to-peer recognition
platform can confer enormous advantage, including as one means of performance management.

Though our respondents only articulated it indirectly in their responses, rewards and incentives

that impact behaviors that overcome the demotivators associated with remote work will be
extremely important. Examples of these behaviors include those that encourage collaboration, peer
recognition & appreciation, autonomy, and accountability. Also important are behaviors that build

a strong culture, including knowledge-sharing, teamwork, resilience, customer service, inclusivity,
purpose and meaning, etc. As above, solutions to these concerns lie at least partially within the
domain of non-cash rewards and recognition and the incentive program designers who craft them.




RE

Incentive Research
Foundation

More than ever, incentive program designers should partner with human resources and/or

senior leaders to combine incentives with workplace environment changes that eliminate the
disadvantages of working remotely. Culture shifts could include managers and execs working
remotely some of the time and conducting all meetings on web communications platforms.

It's important to take measures to ensure that and employees who do work on-site do not gain
preferred access to leaders nor reap advantages in access to information, promotions, choice
assignments, etc. Where organizations eliminate all advantages of coming to the office versus
working remotely, they send a powerful signal that they have fully embraced the new world of work.

Conclusion

Incentives and rewards have an important but non-exclusive role to play in managing and
motivating the remote workforce. Incentive designers must, more than ever, expand their notion of
what constitutes “incentive, rewards & recognition,” and, therefore, what falls within their scope of
practice.

Without the contribution of incentive program designers, firms will fail to maximize efforts

at boosting the intangible benefits of work that matter even more in remote/hybrid work
environments, including increased camaraderie, collaboration, trust, and appreciation. Incentive
program designers should lead efforts in using tangible and intangible rewards to promote
behaviors and actions that bring and keep the workforce together, even when much of it is working
off-site.
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Appendix A: Complete Summary List of Survey Findings

- 82% of employees and 84% of managers prefer either more or the same amount of time
working remotely then they are currently allowed.

- Of these, 37.5% of employees and 39% of managers prefer to spend more time working
remotely than they are currently allowed.

- The average preferred number of remote working days is 3.7.

- About 30% of our respondents would either take a significant pay cut (7%) or look
for another job (23%) if denied the opportunity to work their desired number of days
remotely.

- Those 25-44 years-old (35%), and women (40%) are most likely to leave if denied their
preferred remote work time.

- 62% of managers and 64% of employees say they are most productive when working
hybrid or fully remotely versus about 20% who feel most productive on-site (the
remainder believe they are equally productive either way).

- 49% of managers assess their remote and hybrid workers’ productivity higher than that
of on-site workers. However, about 33% believe their reports are most productive onsite,
suggesting a significant disconnect between manager and employee perceptions of
performance.

- Only 5 of the 424 managers who responded to our survey said they have no concerns
regarding remote work. Most managers and employees are concerned about isolation,
communications challenges and less exchange of ideas and information.

- Managers matter. One-to-one appreciation from a direct manager is the most motivating
form of recognition according to our respondents.

- Among intangible rewards, employees want interesting work, growth opportunities and
autonomy, in that order.

- Among tangible rewards, employees want, in order, cash, gift cards, gifts, points and
individual travel.

- Forincreasing engagement and retention specifically, respondents rank in order:
compensation, work environment, and “other tangible incentives and rewards” as most
vital. Among intangible incentives, they value autonomy, interesting work, growth
opportunities and appreciation/recognition.

- While respondents clearly see the value of rewards and incentives, most can list no
specific rewards or incentives that are singularly effective with remote workers, nor
do most see a specific role for incentives and rewards in alleviating their remote work
concerns.

- Among the managers and employees who have experienced specific reward efficacy for
remote workers (100 managers/119 employees), and who believe rewards have a role to
play in addressing their concerns (77 managers/98 employees), granting more autonomy,
flextime and paid time off were common responses. Many also cited points, personal
gifts, group meals/celebrations, and peer-to-peer recognition programs.




oE

Incentive Research
Foundation

References

- Abdullah, A., & Wan, H. L. (2013). Relationships of Non-Monetary Incentives, Job
Satisfaction and Employee Job Performance. International Review of Management and
Business Research, 2(4).

- Alexander, A., De Smet, A., Mysore, M. (2020) Reimagining the Postpandemic workforce
Mckinsey Quarterly. See: https://www.mckinsey.com/business-functions/people-and-
organizational-performance/our-insights/reimagining-the-postpandemic-workforce.

- Ali,R.,, & Ahmed, M. S. (2009). The Impact of Reward And Recognition Programs On
Employee’s Motivation And Satisfaction: An Empirical Study. International Review of
Business Research Papers, 5(4).

- Ballentine, A., McKenzie, N., Wysocki, A., & Kepner, K. (1969). The role of monetary and
non-monetary incentives in the workplace as influenced by career stage. EDIS, 2003(8).
https://doi.org/10.32473/edis-hr016-2003

- Barrero, J., Bloom, N., Davis, S. (Apr 2021). Why Working from Home Will Stick. NBER Working
Paper No. 28731

- Bloom, N. (2014) To Raise Productivity, Let More Employees Work From Home. Harvard
Business review. See: https://hbr.org/2014/01/to-raise-productivity-let-more-employees-
work-from-home

- Bloom, N., Askoy, C., Bareero, J., Davis, S., Dolls, M., Zarate, P. (2022) Working from home
around the world. WFH Research. See: https://wfhresearch.com/research-and-policy/

- Bommaraju, R., & Hohenberg, S. (2018). Self-selected sales incentives: Evidence of their
effectiveness, persistence, durability, and underlying mechanisms. Journal of Marketing,
82(5), 106-124. https://doi.org/10.1509/jm.17.0002

- Boskovi¢, A. (2021). Employee autonomy and engagement in the digital age: The
moderating role of remote working. Ekonomski Horizonti, 23(3), 231-246. https://doi.
org/10.5937/ekonhor2103241b

- Bureau of Labor Statistics (U.S., 2021). See: https://www.bls.gov/covid19/effects-of-covid-
19-pandemic-and-response-on-the-employment-situation-news-release.html

- Centola, D. (2018). How Behavior Spreads. Princeton University Press

- Chanana, N., & Sangeeta. (2020). Employee engagement practices during Covid-19
lockdown. Journal of Public Affairs, 21(4). https://doi.org/10.1002/pa.2508

- Choi, J., & Presslee, A. (2020). Why tangible rewards can motivate greater effort than cash
rewards: An analysis of four commonly cited attribute differences. University of Nebraska-
Lincoln.

- Coffee, R., Wolf, L. (2018) The challenge and promise of remote work. Argonne
national Laboratory, US Department of Energy. See: https://publications.anl.gov/
anlpubs/2018/12/147588.pdf



https://www.mckinsey.com/business-functions/people-and-organizational-performance/our-insights/reimagining-the-postpandemic-workforce
https://www.mckinsey.com/business-functions/people-and-organizational-performance/our-insights/reimagining-the-postpandemic-workforce
https://doi.org/10.32473/edis-hr016-2003
https://hbr.org/2014/01/to-raise-productivity-let-more-employees-work-from-home
https://hbr.org/2014/01/to-raise-productivity-let-more-employees-work-from-home
https://wfhresearch.com/research-and-policy/
https://doi.org/10.1509/jm.17.0002
https://doi.org/10.5937/ekonhor2103241b
https://doi.org/10.5937/ekonhor2103241b
https://www.bls.gov/covid19/effects-of-covid-19-pandemic-and-response-on-the-employment-situation-news-release.html
https://www.bls.gov/covid19/effects-of-covid-19-pandemic-and-response-on-the-employment-situation-news-release.html
https://doi.org/10.1002/pa.2508
https://publications.anl.gov/anlpubs/2018/12/147588.pdf
https://publications.anl.gov/anlpubs/2018/12/147588.pdf

oE

Incentive Research
Foundation

Cross, R. (2021). Beyond Collaboration Overload. Harvard Business review Press

Dahik, A.,et al (July 2020). What 12,000 employees have to say about the future
of remote work. Boston Consulting Group. See: http://www.g20ys.org/upload/
auto/7139c0b4e3d35d31fe4c92c7347aec3422b64164.pdf

Deci, E. L., & Ryan, R. M. (2012). Self-determination theory. In P. A. M. Van Lange, A. W.
Kruglanski, & E. T. Higgins (Eds.), Handbook of theories of social psychology (pp. 416-436).
Sage Publications Ltd. https://doi.org/10.4135/9781446249215.n21

Dysvik, A., & Kuvaas, B. (2011). Intrinsic motivation as a moderator on the relationship
between perceived job autonomy and work performance. European Journal of Work and
Organizational Psychology, 20(3), 367-387. https://doi.org/10.1080/13594321003590630

Fowers, A, Van Dam, A. (2021) The most unusual job market in modern American history,
explained. Washington Post. See: https://www.washingtonpost.com/business/2021/12/29/
job-market-2021/

Galanti, T., Guidetti, G., Mazzei, E., Zappala, S., & Toscano, F. (2021). Work From Home
During the COVID-19 Outbreak. American College of Occupational and Environmental
Medicine, 63(7).

Gallus, J. (2017). Fostering public good contributions with symbolic awards: A large-scale
natural field experiment at Wikipedia. Management Science, 63(12), 3999-4015. https://doi.
0rg/10.1287/mnsc.2016.2540

Gallus, J., & Frey, B. S. (2016). Awards as strategic signals. Journal of Management Inquiry,
26(1), 76-85. https://doi.org/10.1177/1056492616658127

Choudhury, P. (2020) Our Work-From-Anywhere Future. Harvard Business School. See:
https://hbr.org/2020/11/our-work-from-anywhere-future

Hartmann, N., Lussier, B. (May 2020). Managing the sales force through the unexpected
exogenous COVID-19 crisis. Industrial Marketing Management. See: https://www.ncbi.nlm.
nih.gov/pmc/articles/PMC7203051/pdf/main.pdf

Hayes, S., Priestley, J. L., Ishmakhametov, N., & Ray, H. E. (2020). “I'm not working from
home, I'm living at work": Perceived stress and work-related burnout before and during
COVID-19. https://doi.org/10.31234/0sf.io/vnkwa

Jeffrey, S. (2004). The Benefits of Tangible Non-Monetary Incentives. University of Chicago
Press.

Jeffrey, S. (n.d.). Non-monetary incentives and motivation: When is hawaii better than cash?
(dissertation).

Kossek, E., Gettings, P., Misra, H. (2021) The Future of Flexibility at Work. Harvard Business
Review. See: https://hbr.org/2021/09/the-future-of-flexibility-at-work

Krugman, P. (2022) What ever happened to the Great Resignation?. New York Times. See:
https://mail.google.com/mail/u/0/#inbox/FMfcgzGmvnxJmMDJwbtjGNvRSpCZkJfh



http://www.g20ys.org/upload/auto/7139c0b4e3d35d31fe4c92c7347aec3422b64164.pdf
http://www.g20ys.org/upload/auto/7139c0b4e3d35d31fe4c92c7347aec3422b64164.pdf
https://doi.org/10.4135/9781446249215.n21
https://doi.org/10.1080/13594321003590630
https://www.washingtonpost.com/business/2021/12/29/job-market-2021/
https://www.washingtonpost.com/business/2021/12/29/job-market-2021/
https://doi.org/10.1287/mnsc.2016.2540
https://doi.org/10.1287/mnsc.2016.2540
https://doi.org/10.1177/1056492616658127
https://hbr.org/2020/11/our-work-from-anywhere-future
https://www.ncbi.nlm.nih.gov/pmc/articles/PMC7203051/pdf/main.pdf
https://www.ncbi.nlm.nih.gov/pmc/articles/PMC7203051/pdf/main.pdf
https://doi.org/10.31234/osf.io/vnkwa
https://hbr.org/2021/09/the-future-of-flexibility-at-work
https://mail.google.com/mail/u/0/#inbox/FMfcgzGmvnxJmMDJwbtjGNvRSpCZkJfh

oE

Incentive Research
Foundation

Kumar, P. (2021). V-5 model of employee engagement during COVID-19 and post
lockdown. Vision: The Journal of Business Perspective, 25(3), 271-274. https://doi.
0rg/10.1177/0972262920980878

Lawrence, P., Nohria, N. (2001). Driven: How Human Nature Shapes Organizations. Harvard
Working Knoweldge. See: https://hbswk.hbs.edu/item/driven-how-human-nature-
shapes-organizations

Larson, B., Vroman, S., Makarius, E. (2020) A Guide to managing your (newly) remote
workers. Harvard Business Review. See: https://hbr.org/2020/03/a-guide-to-managing-
your-newly-remote-workers

Lartey, F. M., & Randall, P. M. (2021). Indicators of computer-mediated communication
affecting remote employee engagement. Journal of Human Resource and Sustainability
Studies, 09(01), 82-92. https://doi.org/10.4236/jhrss.2021.91006

Lopez-Cabrales, A., and DeNisi, A., (2021). The road to more sustainable firms in the face of a
pandemic: Changes needed in employment relationships. Business research Quarterly. See:
https://journals.sagepub.com/doi/10.1177/23409444211017913

Lydia Saad and Ben Wigert, P. D. (2022, January 11). Remote work persisting and trending
permanent. Gallup.com. Retrieved March 5, 2022, from https:/news.gallup.com/
poll/355907/remote-work-persisting-trending-permanent.aspx

Markova, G., & Ford, C. (2011). Is money the panacea? rewards for knowledge workers.
International Journal of Productivity and Performance Management, 60(8), 813—-823. https://
doi.org/10.1108/17410401111182206

McGregor, L. Doshi, N. (2020) How to keep your team motivated, remotely. Harvard
Bsuiness review. See: https://hbr.org/2020/04/how-to-keep-your-team-motivated-

remotely

Mehta, R., Dahl, D. W., & Zhu, R. (J. (2017). Social-recognition versus financial incentives?
exploring the effects of creativity-contingent external rewards on creative performance.
Journal of Consumer Research, 44(3), 536-553. https://doi.org/10.1093/jcr/ucx062

Melin, A., Egkolfopoulou, M. (2021) Employees Are Quitting Instead of Giving Up Working
From Home. Bloomberg. See: https:/www.bloomberg.com/news/articles/2021-06-01/
return-to-office-employees-are-quitting-instead-of-giving-up-work-from-home

Parker, S., Knight, C. Keller, A. (2020) Remote managers are having trust issues. Harvard
Business Review. See: https://hbsp.harvard.edu/product/HO5R8G-PDF-ENG

Peterson, A., Wartzel, C. (2021) Remote Work Can Be a Very Bad Way to Start a Career.
New York Times. See: https://www.nytimes.com/2021/11/22/opinion/remote-work-gen-z.
html?utm source=elinfonet

Rai, A., Ghosh, P,, Chauhan, R., & Singh, R. (2018). Improving in-role and extra-role
performances with rewards and recognition. Management Research Review, 41(8), 902-919.
https://doi.org/10.1108/mrr-12-2016-0280



https://doi.org/10.1177/0972262920980878
https://doi.org/10.1177/0972262920980878
https://hbswk.hbs.edu/item/driven-how-human-nature-shapes-organizations

https://hbswk.hbs.edu/item/driven-how-human-nature-shapes-organizations

https://hbr.org/2020/03/a-guide-to-managing-your-newly-remote-workers
https://hbr.org/2020/03/a-guide-to-managing-your-newly-remote-workers
https://doi.org/10.4236/jhrss.2021.91006
https://journals.sagepub.com/doi/10.1177/23409444211017913
https://news.gallup.com/poll/355907/remote-work-persisting-trending-permanent.aspx
https://news.gallup.com/poll/355907/remote-work-persisting-trending-permanent.aspx
https://doi.org/10.1108/17410401111182206
https://doi.org/10.1108/17410401111182206
https://hbr.org/2020/04/how-to-keep-your-team-motivated-remotely
https://hbr.org/2020/04/how-to-keep-your-team-motivated-remotely
https://doi.org/10.1093/jcr/ucx062
https://www.bloomberg.com/news/articles/2021-06-01/return-to-office-employees-are-quitting-instead-of-giving-up-work-from-home
https://www.bloomberg.com/news/articles/2021-06-01/return-to-office-employees-are-quitting-instead-of-giving-up-work-from-home
https://hbsp.harvard.edu/product/H05R8G-PDF-ENG
https://www.nytimes.com/2021/11/22/opinion/remote-work-gen-z.html?utm_source=elinfonet
https://www.nytimes.com/2021/11/22/opinion/remote-work-gen-z.html?utm_source=elinfonet
https://doi.org/10.1108/mrr-12-2016-0280

oE

Incentive Research
Foundation

Saad, L., and Jones, J. (2021). Seven in 10 U.S. White-Collar Workers Still Working Remotely.
Gallup. See: https://news.gallup.com/poll/355907/remote-work-persisting-trending-

permanent.asp

Schwartz, N. (2021). From Appetizers to Tuition, Incentives to Job Seekers Grow. New
York Times. See: https://www.nytimes.com/2021/06/08/business/economy/jobs-hiring-
incentives.html

Sittenthaler, H. M., & Mohnen, A. (2020). Cash, non-cash, or mix? gender matters! the
impact of monetary, non-monetary, and mixed incentives on performance. Journal of
Business Economics, 90(8), 1253-1284. https://doi.org/10.1007/s11573-020-00992-0

Sull, D., Sull, C., Zweig, B. (2022). Toxic Culture is Driving the Great Resignation. MIT Sloan
Management Review. See: https://sloanreview.mit.edu/article/toxic-culture-is-driving-the-
great-resignation/

Telford, T. (2022). Corporate America comes around on remote work. Washington Post.
https://www.washingtonpost.com/business/2022/01/15/remote-work-omicron/

Toscano, F,, Zappala, S. (2020) Social Isolation and Stress as Predictors of Productivity
Perception and Remote Work Satisfaction during the COVID-19 Pandemic:

The Role of Concern about the Virus in a Moderated Double Mediation. Sustainability
2020, 12, 9804; d0i:10.3390/5u12239804. See: https://www.mdpi.com/2071-
1050/12/23/9804

Van Dyke, M., & Ryan, M. (2012). Changing the compensation conversation and the
growing utility of noncash rewards and recognition. Compensation & Benefits Review, 44(5),
276-279. https://doi.org/10.1177/0886368712472601

Yang, L., Holtz, D., Jaffe, S., Suri, S., Sinha, S., Weston, J., Joyce, C., Shah, N., Sherman,

K., Hecht, B., & Teevan, J. (2021). The effects of remote work on collaboration among
information workers. Nature Human Behaviour, 6(1), 43-54. https://doi.org/10.1038/541562-
021-01196-4



https://news.gallup.com/poll/355907/remote-work-persisting-trending-permanent.asp
https://news.gallup.com/poll/355907/remote-work-persisting-trending-permanent.asp
https://www.nytimes.com/2021/06/08/business/economy/jobs-hiring-incentives.html
https://www.nytimes.com/2021/06/08/business/economy/jobs-hiring-incentives.html
https://doi.org/10.1007/s11573-020-00992-0
https://sloanreview.mit.edu/article/toxic-culture-is-driving-the-great-resignation/
https://sloanreview.mit.edu/article/toxic-culture-is-driving-the-great-resignation/
https://www.washingtonpost.com/business/2022/01/15/remote-work-omicron/
https://www.mdpi.com/2071-1050/12/23/9804
https://www.mdpi.com/2071-1050/12/23/9804
https://doi.org/10.1177/0886368712472601
https://doi.org/10.1038/s41562-021-01196-4
https://doi.org/10.1038/s41562-021-01196-4

oE

Incentive Research
Foundation

Thank you to our Research Advocacy Partner

Destination Canada

iy




