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Abstract
Currently, companies face several challenges and are increasingly concerned about 
human capital, particularly after the pandemic period. Reward systems emerge as a 
powerful resource to influence workers’ behavior. This study systematically reviews 
61 articles on reward systems in an organizational context, and the Preferred Report-
ing Items for Systematic Reviews and Meta-Analysis (PRISMA) protocol and three 
databases were used. By limiting the year range, it was possible to confirm that 
there was an increase in scientific production in the post-pandemic. This research 
provides a significant contribution to academia and to organizations by offering 
deeper insights into how reward systems shape the management of intellectual cap-
ital, facilitate knowledge sharing within organizations, and foster innovation. The 
results also offer organizations differentiated strategies, helping them, in the cur-
rent business environment, to manage their best talents more efficiently, increasing 
competitiveness.

Keywords  Reward systems · Motivation · Covid-19 · Knowledge sharing · 
Performance · Strategic management of human resources · Systematic review

Introduction

The phenomenon of globalization, along with recent developments in the busi-
ness market, has posed major challenges to the companies, forcing them to 
rethink their way of action and demanding profound procedural and organiza-
tional transformations (Serhan et  al., 2021). Currently, and after the world has 
faced the crisis of the COVID-19, organizations are in a constant process of 
adaptation and revision of their management policies to deal with the instability 
caused by the pandemic, seeking to boost organizational performance and ensure 
long term sustainability of the company (Abdullah et al., 2021; Nemteanu et al., 
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2022; Ngamkroeckjoti et al., 2022; Saad et al., 2021; Tsai, 2022). Consequently, 
the role of management in organizations gains an increased dimension and needs 
to be reviewed in the light of a strategic component, which prioritizes efficient 
work teams to ensure differentiation, quality, and long-term sustainability (Kam-
selem et al., 2022; Leitão et al., 2022; Tarigan et al., 2022). In view of this new 
contextual paradigm, the contribution of human resource management becomes 
an unavoidable ally in terms of positioning and competitive advantage, with full 
emphasis given to the human factor, as a differential vector that sustains business 
performance and success (Adeoye & Obanewo, 2019; Ngwa et  al., 2019; Saad 
et al., 2021; Tarigan et al., 2022).

Given this scenario, the aim of making companies responsible, highly com-
petitive, and focused on results is based on their ability to establish a safe and 
efficient managing mechanism for the work of staff. In this sense, it is assumed 
that these organizational structures put into practice an incentive strategy which 
ensures employee achievement and leads them to align individual performance 
with the organizational component (Eneh et al., 2022; Manzoor et al., 2021; Sia-
haan, 2017).

In this respect, the literature shows that one of the most evident tools in this 
domain is reward management, a practice that influences employee motivation 
and satisfaction, promotes retention, facilitates knowledge sharing, and contrib-
utes to the organization’s growth and productivity (Abasili et al., 2017; Alhmoud 
& Rjoub, 2019; Beqiri & Aziri, 2022; Eneh et  al., 2022; Gal & Hadas, 2015; 
Jayawardena & Jayawardena, 2020; Onu et al., 2022; Salman & Olawale, 2021; 
Tarigan et al., 2022).

Currently, feeling respected and recognized for work performance is an impor-
tant evidence of the components of employee well-being at workplace (Blain 
et al., 2023). In this assumption, issues such as satisfaction, motivation, and rec-
ognition gain dimension at the business level, since they can be seen as positive 
reinforcements for obtaining desirable behaviors (Ghose & Mohanty, 2016; Jaya-
wardena & Jayawardena, 2020; Mabaso et al., 2021; Manzoor et al., 2021; Pham 
et  al., 2024). In this sense, the evaluation and appreciation of employee perfor-
mance mediated by a reward policy (Ngamkroeckjoti et al., 2022; Santos et al., 
2019; Siahaan, 2017) become new stimuli for labor relations, whose purpose is 
to motivate the worker (Kumari et al., 2021) and to bring about personal satisfac-
tion, increased productivity (Salman & Olawale, 2021), and the convergence of 
desired interests in the work relationship (Camara et al., 2013; Marques & Cunha, 
2000). Accordingly, there is a consensus that establishing a system that values 
human resources (Boselie, 2010; Lopes, 2017; Saad et al., 2021; Tarigan et al., 
2022), through extrinsic and intrinsic rewards, is an important strategic approach 
in a sustainable and a successful business context (Manzoor et al., 2021; Serhan 
et al., 2021; Wang & Kim, 2024).

Within this scope, the research question is: What is the impact of reward systems 
in the work context? To this end, the relationship between rewards, satisfaction and 
motivation, and their effects on commitment, knowledge sharing, creativity, perfor-
mance, and employee retention will be analyzed.
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Recent literature supports the existence of a significant and positive rela-
tionship between the phenomenon of rewards and workers’ behavior and per-
formance (Beqiri & Aziri, 2022; Bwowe & Marongwe, 2018; Elmadag & 
Ellinger, 2018; Eneh et  al., 2022; Hassan, 2022; Jayawardena & Jayawardena, 
2020; Leitão et al., 2022; Manzoor et al., 2021; Nemteanu et al., 2022; Oravee 
et  al., 2018; Siahaan, 2017; Tsai, 2022; Ji & Cui 2021; Wang & Kim, 2024). 
Considering the PRISMA (Preferred Reporting Items for Systematic Reviews 
and Meta-Analysis) guidelines and to answer the initial question, a systematic 
review of the literature on reward systems was carried out. Considering their 
coverage and reliability, the authors opted to use Scopus, Web of Science and 
Business Source Complete databases. A total of 1901 articles were collected. 
Of these, 393 were reviewed according to the research objectives, resulting in 
a selection of 61 articles, published between 2015 and 2022, in scientific jour-
nals. In this research, it was possible to identify a set of systematic review and 
meta-analysis studies published on reward systems with a very comprehensive 
temporal dimension (Cerasoli et al., 2014; Chen et al., 2023; Garbers & Kon-
radt, 2014; Kaushal & Nyoni, 2022; Nascimento et al., 2019). In this sense, the 
range year was limited to the last 8  years, with the aim of obtaining publica-
tions from a phase immediately prior to, during, and after the pandemic. The 
research objectives were formalized through the analysis of the scientific con-
tent of the set of these articles, methodology used, and gathering the assump-
tions of each researcher.

Our findings indicate that valuing workers’ behavior and dedication through 
financial and non-financial rewards raises attitudes of satisfaction, motivation, 
and involvement on the part of employees, with clear effects on autonomy, crea-
tivity, knowledge sharing, retention, and intensifying the activities. The sharing 
of experiences and know-how among employees of a company gains particular 
importance in this context, being considered a critical factor for sustainabil-
ity and competitive advantage in the current market (Harandi et al., 2024; Kim 
& Hang, 2024). In this sense, addressing the issue of incentives and rewards 
requires organizations to adjust their policies and strategies in order to promote 
teamwork and the dissemination of knowledge on a greater scale, with a focus 
on organizational objectives (Gal & Hadas, 2015). The key in this process is 
to find a balance that values not only individual effort but also collaboration. 
Elements such as the lack of equity and transparency in the allocation of remu-
neration project a framework of disinterest, frustration, and reduced feeling of 
belonging to the organizational structure, compromising the quality and level 
of performance of work teams (Gal & Hadas, 2015; Kaushal & Nyoni, 2022).

Future research should focus on additional theories, methods and diverse 
samples, as well as different levels of impact, which could be potentially rel-
evant to delve deeper into the topic. For instance, considering that the reward 
system is bilateral, future studies can address issues regarding the role of 
reward systems in relation to employee turnover, the introduction of new and 
empowering incentive programs to assess the company’s long-term productiv-
ity and sustainability.
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Theoretical Background

Human Capital and Organizational Performance

Nowadays, human capital management is an integral part of the management pro-
cess and is assumed as a differential in organizations (Adeoye & Obanewo, 2019; 
Kamselem et al., 2022). According to Peter Drucker (1994), people are the only sus-
tainable competitive advantage. For Tarigan et al. (2022), a company’s employees 
are a basic unit of performance, making it essential to mobilize and pay them the 
necessary attention for the company’s success.

At the beginning of the twentieth century, with the significant increase in com-
pany size and the specification of tasks and services, theories related to the manage-
ment of organizations developed substantially and the human factor began to gain 
dimension, since it was attributed to the human capital the development of organiza-
tional performance (Sotomayor et al., 2014; Tarigan et al., 2022). In today’s organi-
zations, the role of people assumed a central position, being increasingly valued. 
Therefore, it is important to invest in human resource management practices (Foss 
et  al., 2015; Jayawardena & Jayawardena, 2020; Saad et  al., 2021; Tarigan et  al., 
2022).

In this regard, the literature is consensual in stating that it is the organizations 
that are most concerned with human resources and their working conditions, achiev-
ing not only the satisfaction and motivation of their professionals, but also advanta-
geous results in the businesses (Leitão et al., 2022; Saad et al., 2021). In this sense, 
the objective is for work teams to be motivated and aligned with the organization’s 
purposes and to support productivity and business performance vectors (Ngwa et al., 
2019; Salman & Olawale, 2021; Sotomayor et  al., 2014). According to Martono 
et al. (2018), Siahaan (2017), and Taba (2018), this challenge is assumed through 
the implementation of reward initiatives, intrinsic and extrinsic, aimed at job satis-
faction and better performance of workers. Therefore, performance is a crucial topic 
when talking about incentives, since when establishing a system of this nature, it is 
essential to evaluate the results of the work carried out.

Motivation and Job Satisfaction

Motivation has become one of the main challenges in the human resources sec-
tor due to social transformations and the increasing demands of the consumer 
society (Kumari et al., 2021; Leitão et al., 2022). On the one hand, motivation 
was assumed to be a variable of little relevance in an organizational context, 
because workers were seen as mere labor (Tarigan et  al., 2022). On the other 
hand, nowadays, it is presented as a priority issue of growing interest to busi-
ness managers, since it is associated with the concern of increasing performance 
(Jesus & Viseu, 2020; Manzoor et  al., 2021; Ngwa et  al., 2019). From Teix-
eira’s perspective (2013, p. 193), intrinsic motivation is more effective and long 
lasting and refers to the behavior that the worker adopts and that comes from 
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the pleasure that the work gives him/er. Extrinsic motivation is “guided by an 
expected reward or satisfaction of an external nature (e.g., praise, bonus, etc.)” 
and can be extinguished when the external factor ceases to exist (Cunha et al., 
2016; Lan et al., 2024).

According to Cunha et  al., (2016, p. 119), motivation at work suggests an 
inner state that involves a “set of energetic forces,” originating in the indi-
vidual or outside him, and which give rise to work behavior, “determining its 
form, direction, intensity and duration.” In the work context, managers use this 
medium to encourage people to take the right actions to achieve the objectives or 
goals pre-established by the company (Kumari et al., 2021). In this sense, moti-
vated employees are a source of competitive advantage for organizations (Koo 
et al., 2020; Okpebholo & Sheikh, 2020). According to Neves (1998), companies 
have the means to exert a direct influence on motivation: fair remuneration, sub-
sidies and monetary incentives, trust, respect, recognition, and opportunities for 
growth (Ghose & Mohanty, 2016; Jayawardena & Jayawardena, 2020; Mabaso 
et al., 2021; Manzoor et al., 2021). Motivation also depends on individual and 
contextual characteristics, and management practices will have different impacts 
depending on each individual (Cunha et al., 2016).

Job satisfaction has been raising research interest, due to the fact that there 
is evidence that high levels of satisfaction lead to increased productivity and, 
consequently, are reflected in profits (Martono et al., 2018; Spector, 1997). Fac-
tors such as pay, promotion, recognition, company culture, and work environ-
ment determine the degree of satisfaction of workers: lower levels of satisfaction 
will have a direct impact on professional behavior (e.g., less commitment, less 
productivity, lack of autonomy and little capacity of initiative and creativity) 
(Hareendrakumar et al., 2020; Mabaso et al., 2021; Muzafary et al., 2021; Onu 
et al., 2022; Pham et al., 2024). The literature is consensual in recognizing that 
satisfied work teams create positive organizational cultures, reinforce motiva-
tion, assume the company’s objectives, and contribute to organizations becom-
ing more productive. According to Cunha et  al. (2016), motivation and job 
satisfaction are often two inseparable variables. Satisfaction is associated with 
well-being, while motivation brings into play a set of stimuli that will influence 
an individual’s action. In this way, motivation at work can be defined by the 
degree of satisfaction and pleasure with which the worker performs his work, 
considering that the greater the satisfaction achieved, the more motivated and 
more committed the professional will be to the execution of their tasks.

Reward Systems

Organizations have shown greater concern regarding the management of human cap-
ital. Organizational structures have made use of incentive methods and reward sys-
tems, aligning these with the business and simultaneously trying to meet the expec-
tations and motivational interests of their workers (Sousa et al., 2006). According 
to Marques and Cunha (2000, p. 117), “the rewards attributed to employees assume 
a central aspect” in the relationship between employees and the company itself. 
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Chiavenato (2008) refers that the rewards applied by the company have an impact 
on the behavior and attitude of the employee, triggering levels of satisfaction in the 
employees, leading them to be willing to align their individual resources with the 
company’s activity. In this sense, the reward systems management is an integral part 
of the company’s strategic framework and has represented a relevant challenge in 
terms of human resources management (Saad et al., 2021; Sousa et al., 2006).

An increasing number of studies have exposed reward processes as essential to 
guarantee sustainable companies, since they bring into play a set of personal and 
contextual variables that interfere in the process of carrying out work and in achiev-
ing good results. Such determinants take into consideration specific personality 
characteristics and a set of technical and professional skills that dictate the level of 
performance and the success of the employee’s dedication (Camara et  al., 2013). 
With regard to business management, the structure of an employment relationship 
presupposes that there is a principle of convergence between the interests of the 
organization and those of the employee (Camara et al., 2013). The company’s inter-
ests revolve around the worker’s skills and behavior, focusing on performance, work 
quality, and commitment to the company’s values (Adebanji et al., 2022; Alrazehi 
et al., 2021; Ji & Cui, 2021). The employee focuses and acts essentially on the basis 
of a set of counterparts, that is, a reward system (Jayawardena & Jayawardena, 2020; 
Oravee et al., 2018).

Table 1 shows a summary of several definitions of the reward systems concept.
Reward systems fall into two categories: extrinsic or monetary rewards (e.g., sal-

ary, incentives, benefits, status symbols such as company car) and intrinsic or non-
monetary rewards (e.g., autonomy and responsibility, positive feedback, develop-
ment personnel, attribution of honorable mentions) (Camara, 2021; Jayawardena 
& Jayawardena, 2020; Manzoor et al., 2021; Oravee et al., 2018; Sotomayor et al., 

Table 1   Definitions of the concept of reward systems

Authors Definition

Camara et al., (2013, p. 439) “The reward systems consist of a set of material and immaterial 
considerations that employees receive, due to the quality of their 
performance, for their long-term contribution to the development 
of the business and for their identification with the company’s 
values and operating principles”

Nunes and Vala (2007, p. 140) “The reward system can be considered as a set of devices created by 
the organization to reward the contributions of its employees”

Sousa et al., (2006, p. 90) “A reward system is a set of principles and guidelines that the com-
pany defines in relation to its employees, in terms of remuneration, 
whether of a material or immaterial nature, in return for the work 
carried out”

Wood and Picarelli (1996, p. 83) “It is a set of different forms of reward that complement each other 
and seek to align attitudes and behaviors with organizational 
objectives”

Dutra (2002, p. 171) “Rewards can be understood as meeting people’s expectations and 
needs, such as: economic, personal and professional growth, secu-
rity, social projection, recognition, the possibility of being able to 
express themselves through their work, etc.”
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2014). It is important to clarify that the attribution of incentives is done according 
to the results of the performance evaluation, and not all employees are contemplated 
with this type of reward. The implementation of a reward system aims to involve 
the workers, seeking to obtain the desired behavior from them and their identifica-
tion with the purpose of the organization (Ji & Cui, 2021). According to Sotomayor 
et al. (2014), this management practice has three objectives: to attract, motivate and 
retain the best employees of a company. According to Camara (2021), to ensure the 
effectiveness of a reward system, it is necessary that, on the one hand, this system 
be structured considering the strategic purposes, appealing to employee behaviors 
that are aligned with them, and, on the other hand, it is imperative that its imple-
mentation meets the realities of the individuals to whom the rewards are intended, 
and that its elaboration are based on criteria of clarity, transparency and equity, so 
that the reward management is perceived as credible, fair and objective (Ferreira 
et al., 2018; Shaheen et al., 2020; Silva et al., 2022). Poor management of the reward 
system can lead to completely opposite behaviors, namely frustration, withdrawal, 
disinterest, and discomfort among employees, compromising the quality and level 
of performance (Almeida, 2019; Alrazehi et al., 2021; Onu et al., 2022; Sotomayor 
et al., 2014).

Reward Systems and Knowledge Sharing

Reward systems are considered a critical factor in promoting knowledge sharing 
within organizations (Kim & Hang, 2024). Ambidextrous leaders, for example, 
consider it essential to have a culture of knowledge sharing among a company’s 
employees, since this practice enhances individual development and optimizes 
organizational performance (Harandi et  al., 2024). The way in which companies 
recognize and encourage their employees has a direct impact on their willingness 
to share their knowledge and experiences (Kaushal & Nyoni, 2022). Furthermore, 
through this sharing process, companies ensure greater internal efficiency, reduc-
ing duplication of efforts and avoiding the repetition of errors, in addition to being 
able to instill greater dynamism in the creation of new ideas to face organizational 
challenges (Cormican et  al., 2021). Additionally, knowledge sharing promotes the 
continuous development of employees’ skills, which, in turn, increases productivity 
and the quality of the work performed (Harandi et al., 2024).

One of the main positive impacts of reward systems on knowledge sharing is the 
creation of an environment that values interaction between work teams (Kim & Hang, 
2024). Thus, when employees perceive that their initiatives are recognized, whether 
through financial incentives, recognition, or professional development opportunities, 
they are more willing to cooperate and interact. This dynamic is crucial for organiza-
tions, as it generates a continuous flow of ideas and learning, which is essential for 
the growth and sustainability of companies in today’s market (Zhang et al., 2024).

According to Wang and Kim (2024), knowledge sharing is facilitated in environ-
ments where there is trust and mutual support. Currently, digitalization and innova-
tion in knowledge management practices have brought about significant changes in 
reward systems within organizations. With the advancement of digital technologies 
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and the increasing importance of knowledge as a strategic resource, companies have 
been rethinking ways to encourage knowledge sharing to ensure that it is widely acces-
sible and used for innovation and competitive advantage (Nguyen & Malik, 2020; 
Wang & Kim, 2024). The use of digital platforms allows for real-time recognition of 
each individual’s contributions, creating a more dynamic, current, and up-to-date envi-
ronment. Thus, the creation of social Q&A communities (Wang & Kim, 2024), for 
example, can represent a strategy to promote knowledge sharing, when combined with 
rewards that recognize collective contributions. Wang and Kim (2024) argue that these 
communities not only help to solve problems quickly, but also promote the creation 
of a knowledge repository of great value to the organization, allowing good practices 
to be consulted by any team member at any time. Communities of practice (CoPs), 
as described by Zhao et al. (2022), are also a powerful way to encourage knowledge 
sharing. Frequent interactions and trusting relationships between members of a CoP 
encourage ongoing collaboration and create an environment where knowledge sharing 
occurs in a fluid and natural way. Zhao et al. (2022) highlight, however, that although 
extrinsic rewards, such as financial incentives, can promote more initial participation, 
it is crucial that intrinsic motivation, such as the desire to learn and the satisfaction of 
helping others, is fostered to ensure sustainable and authentic participation.

Zhang et al. (2024) draw particular attention to the fact that all shared knowledge 
must be aligned with the organization’s overall strategy. In this sense, it is essential 
that the incentives applied by the company and the sharing of know-how among 
employees are focused on tangible results, such as the development of new ideas or 
the improvement of processes, thus enabling the optimization of innovation and the 
increase of the company’s performance (Chang et al., 2017).

Methodology

The main objective of this study is to evaluate the impacts of reward systems on 
the behavior and attitudes of workers in an organizational environment. To this 
end, a systematic review of the literature was carried out, based on the methodol-
ogy of Fortin (2009) and Page et al. (2021). The systematic review process is for-
malized through a research strategy and aims to deepen understanding regarding 
the subject studied (Fortin, 2009). According to Sampaio and Mancini (2007), 
systematic review allows the aggregation of data from a set of studies carried out 
separately on a given topic, as well as enabling the identification of subjects that 
need evidence, suggesting guidelines for future research.

To achieve these objectives, the Web of Science, Scopus and Business Source 
Complete databases were used, due to their scope in relation to the subject stud-
ied. Through the PRISMA protocol (Preferred Reporting Items for Systematic 
Reviews and Meta-Analysis) (Page et  al., 2021), the research was divided into 
three phases: identification, screening, and inclusion (Fig.  1), with previously 
defined inclusion and exclusion criteria, as outlined in Table 2.

First, Mendeley Reference Management Software was used to eliminate duplicate 
documents, and then, the titles and abstracts were read. Finally, all studies based on 
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literature review, master’s and doctoral dissertations, conferences, and book chap-
ters were excluded. The Similar Boolean search terms (type of search that allows 
combining keywords with operators—or modifiers, such as “AND” and “OR”) were 
applied on three databases. Subsequently, only peer reviewed articles in English, 
Spanish, Portuguese, and French were selected, published between 2015 and 2022, 
that addressed the concepts in the title, abstract, and keywords. The limitation of 
the search to a temporal range is related to the aim of the study, which consists of 

Records removed before screening
Records identified from:              

Databases (n=1901) Duplicate records removed (n=12)

Registers (n= 0)                                 Records marked as ineligible 

by automation tools (n=0)
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(n=1491)

Reports sought for retrieval

(n=393)

Reports not retrieved

(n=0)

Reports assessed for eligibility

(n=393) Reports excluded (n=332)

Do not match the topic of 

study (n= 332)

Studies included in review

(n=61)

Reports of included studies
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Fig. 1   Article selection and exclusion flowchart, according to PRISMA 2020
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Table 2   Description of the procedures adopted in the systematic research
Criteria Selection Exclusion

Database
Scopus

TITLE-ABS-KEY((“reward systems” OR “sistemas de recompensa” OR “extrinsic 
reward” OR “recompensa extrínseca” OR “intrinsic reward” OR “recompensa 
intrínseca”) AND (employee OR funcionário OR worker OR trabalhador OR staff 
OR “equipa de trabalho” OR organization OR organização))

Web of Science TS((“reward systems” OR “sistemas de recompensa” OR “extrinsic reward” OR 
“recompensa extrínseca” OR “intrinsic reward” OR “recompensa intrínseca”) 
AND (employee OR funcionário OR worker OR trabalhador OR staff OR “equipa 
de trabalho” OR organization OR organização))

Business Source 
Complete

(“reward systems” OR “sistemas de recompensa” OR “extrinsic reward” OR “rec-
ompensa extrínseca” OR “intrinsic reward” OR “recompensa intrínseca”) AND 
(employee OR funcionário OR worker OR trabalhador OR staff OR “equipa de 
trabalho” OR organization OR organização)

Document type Quantitative studies Literature review

Empirical studies Systematic review

Case studies Dissertations (Master 
and Doctorate)

Qualitative studies with application of interviews or questionnaires Conferences

Scientific Journals Book chapters

Language English, Portuguese, French and Spanish

Publication year From January 1, 2015 to December 31, 2022

Subject Reward systems, extrinsic reward, intrinsic reward, worker, employee, staff, organi-
zation

Results Extrinsic and intrinsic motivation

Recognition

Job satisfaction

Performance

Commitment

Trust

Organizational identification

Engagement

Productivity

Innovation

Creativity

Knowledge sharing

Feedback

Praise

Wage

Retention

Autonomy

Pride

Loyalty



16535Journal of the Knowledge Economy (2025) 16:16525–16559	

analyzing the literature on the impact of reward systems in organizational contexts, 
covering the periods immediately before, during and after the Covid-19 pandemic. 
Hence, when analyzing the period from 2015 to 2022, an updated and pertinent 
analysis is offered on the dimension of reward systems and the dynamics triggered 
by the pandemic. In addition, the search provided several review and meta-analysis 
studies on reward systems with a wide temporal spectrum (e.g., Cerasoli et al., 2014; 
Chen et al., 2023; Garbers & Konradt, 2014; Kaushal & Nyoni, 2022; Nascimento 
et al., 2019), which reinforced the option of limiting the year range.

Of the 1901 documents found and after applying the exclusion and inclusion crite-
ria, 61 articles were considered adequate. At the end of the selection process, the rel-
evant data of each article was systematized: journal, the year of publication, authors, 
the objectives and methodology of each study, as well as the instrument and the main 
results. A total of 61 articles were analyzed in this study (Appendix A). Table 2 shows 
the procedures adopted at the time of the research.

Results

Although research in the field of reward management is still scarce, an analysis of 
Fig. 2 shows an exponential growth in the field of research. It was possible to select 
a total of 12 articles, published in 2021, and 16 articles, published in 2022, i.e., 

Table 2   (continued)
Criteria Selection Exclusion

Self-esteem

Safety

Reduction of emotional exhaustion

Professional valorization

Responsibility

Skills

Quality

Justice

Equity

Transparency

Frustration

Stress

Injustice

Discouragement

Disinterest
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twice as many publications in relation to each of the previous 4 years. This result 
allows us to conclude that there is an increasing number of researchers analyzing 
this topic. Furthermore, it is observed that, despite the decrease in the number of 
citations between 2015 and 2019, 2020 records a new maximum number of citations 
in Scopus (138 citations), which reflects a new dynamic in relation to this theme and 
suggests a new research trend.

Of the 61 articles reviewed, the 5 articles with the highest number of citations 
are:

1.	 Foss et al. (2015): 89 citations; 12.7 citations per year
2.	 Nazir et al. (2016): 84 citations; 14 citations per year
3.	 Koo et al. (2020): 65 citations; 32.5 citations per year
4.	 Nguyen and Malik (2020): 64 citations; 32 citations per year
5.	 Martin-Perez and Martin-Cruz (2015): 46 citations; 6.5 citations per year

Table 3 shows the top 20 journals, out of the 54 in this review, based on data 
provided by Scimago Journal & Country Rank (SJR) and the Journal Citation 

Fig. 2   Scientific articles and citations per year
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Report (JCR). The set of publications is predominantly of the Business and Man-
agement areas. The journals with the most publications are Frontiers in Psy-
chology (three articles), followed by Human Resource Management, Journal of 
Knowledge Management, and Sustainability (two articles). The journals Journal 
of Knowledge Management (JIF 7.0) and Human Resource Management (JIF 6.6) 
stand out, which have a high impact factor. Furthermore, it was observed that 
10 publications are part of quartile 1, representing 18% of the total number of 
journals, while the other 10 (18%) are classified in quartile 2, which reiterates the 
relevance of this research topic.

From the analyzed articles, it appears that reward management is a topic 
of international interest, since the studies carried out point to the realities of 
several countries, with Nigeria (n = 8) and Brazil (n = 6) being those with the 
highest number of studies (Fig. 3). It is also possible to verify that the dissemi-
nation of articles is ensured by journals edited all over the world, denoting a 
clear leadership of the UK, with 13 publications, followed by the USA, with 10 
articles published (Fig. 4).

In the analysis process, the size and target group of each sample was taken into 
account (see Appendix A). As these are empirical research, mostly using a quan-
titative method (95%), the number of individuals was considered relevant, since 
representative samples are necessary to ensure consistency and make the con-
clusions valid, with a view to generalization (Coutinho, 2011). As an evaluation 
measure of reward practices, there was a great predominance of the questionnaire 
survey, verifying that 57 of the evaluated studies (95%) chose the questionnaire 
as a data collection instrument, and the qualitative studies (Mabaso et al., 2021; 
Ngamkroeckjoti et al., 2022; Serhan et al., 2021) were based on interviews. The 
study by Oravee et al. (2018), who favored a mixed approach, made use of both 
instruments, questionnaire and interview.

Finally, the diversity of theoretical paradigms used in the set of studies was ana-
lyzed. For a better organization and understanding, the main theories are systema-
tized in Table 4. The most recurrent theory is Herzberg’s Two Factor Theory, also 
known as Herzberg’s Motivation-Hygiene Theory, which aims to understand how 
organizations can motivate their employees and increase productivity, engagement, 
and creativity. Hence, this theory emphasizes the importance of hygiene and motiva-
tional factors that influence employee motivation and satisfaction, as well as work-
force behavior and performance.

Discussion

This systematic review, which aimed to assess the potential of reward systems in 
the work context, was prepared based on the PRISMA protocol. Of the 1901 arti-
cles identified, 61 articles were selected for analysis, after applying the selection and 
inclusion criteria.

The results demonstrate that the literature on reward systems and factors related 
to reward practices in work context has grown considerably in the last two years, 
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mainly in the USA, UK, and Brazil. This observation may be the result of the pan-
demic crisis that the world faced, especially in 2020 and 2021 (Saad et al., 2021; 
Serhan et al., 2021), which revealed the need to implement robust strategies to lev-
erage organizational performance and company growth, especially because this 
period caused a lot of instability in organizations (Abdullah et  al., 2021; Ngamk-
roeckjoti et al., 2022; Tsai, 2022) and generated a decrease in workforce productiv-
ity (Nemteanu et al., 2022). Following this same line of analysis, when analyzing 
the geographic context, countries such as Nigeria (Kamselem et  al., 2022), Paki-
stan (Abdullah et al., 2021; Baig et al., 2022; Baig et al., 2022), Sri Lanka (Jaya-
wardena & Jayawardena, 2020), South Korea (Koo et  al., 2020), Egypt, Lebanon, 
and the United Arab Emirates (Saad et al., 2021; Serhan et al., 2021), on the one 

Fig. 3   The most contributory countries—studies

Fig. 4   The most contributory countries—published articles
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hand, face with very low levels of employee performance and high turnover inten-
tion rates (Okpebholo & Sheikh, 2020) and, on the other hand, these countries con-
sider reward systems an important and competitive tool to drive positive employee 
behavior.

A common axis to all the studies analyzed is the fact that they list the impacts 
of reward systems in the business context. These studies point out that valuing 
the behavior and commitment of employees through (financial and non-financial) 
rewards raises higher levels of satisfaction and motivation in workers (Adeoye & 
Obanewo, 2019; Alrazehi et al., 2021; Bogicevic-Milikic & Dosenovic, 2020; Jaya-
wardena & Jayawardena, 2020; Mulyaningsih & Ardiati, 2022; Nemteanu et  al., 
2022; Oravee et  al., 2018; Tănăsescu & Leon, 2019) and, consequently, a higher 
level of engagement (Ghose & Mohanty, 2016; Hoole & Hotz, 2016; Ji & Cui, 2021; 
Kamselem et al., 2022; Saad et al., 2021; Victor & Hoole, 2017) and commitment 
(Gabrani et  al., 2016; Nazir et  al., 2016; Taba, 2018; Tamaschiro et  al., 2019), as 
well as the quality of work performed (Beqiri & Aziri, 2022; Leitão et  al., 2022; 
Martono et al., 2018; Ngwa et al., 2019; Santos et al., 2019).

Overall, through this analysis, it is possible to conclude that reward management 
as a competitive tool in the workplace is important and necessary (Serhan et  al., 
2021). The reward system provides several positive benefits for diversified public 
and private services (Nazir et al., 2016), namely banks (Alhmoud & Rjoub, 2019; 
Alrazehi et al., 2021; Beqiri & Aziri, 2022; Okpebholo & Sheikh, 2020; Onu et al., 
2022; Saad et al., 2021; Serhan et al., 2021; Shaheen et al., 2020; Siahaan, 2017; 
Taba, 2018), insurance companies (Adeoye & Obanewo, 2019), communities of 
practice (CoPS) (Zhao et al., 2022), consulting firms (Mabaso et al., 2021), coopera-
tives (Silva et  al., 2022), manufacturing companies (Hareendrakumar et  al., 2020; 
Kumari et al., 2021; Lin et al., 2022; Ngwa et al., 2019), retail companies (Hassan, 
2022), kindergartens (Ji & Cui, 2021), factories (Eneh et al., 2022; Foss et al., 2015; 
Leitão et al., 2022; Victor & Hoole, 2017), government agencies (Mulyaningsih & 
Ardiati, 2022), hotels (Koo et al., 2020), universities (Adebanji et al., 2022; Ferreira 
et al., 2018; Sarpong et al., 2021), hospitals (Abdullah et al., 2021; Baig et al., 2022; 
Beck-Krala et al., 2017; Gabrani et al., 2016; Kamselem et al., 2022), and pharma-
ceutical industries (Pinho et al., 2018).

The impacts that are most commonly associated with reward systems involve 
positive aspects such as job satisfaction, extrinsic and intrinsic motivation, recog-
nition, performance, commitment, engagement, productivity, innovation, autonomy, 
security, reduction of emotional exhaustion, responsibility, skills, and quality. An 
increase in creativity is also mentioned (Alberton & Carvalho, 2017; Lin et  al., 
2022; Muzafary et al., 2021; Ngamkroeckjoti et al., 2022; Onu et al., 2022), greater 
organizational identification (Ji & Cui, 2021), knowledge sharing attitudes (Cormi-
can et al., 2021; Foss et al., 2015; Kim & Hang, 2024; Martin-Perez & Martin-Cruz, 
2015; Muzafary et al., 2021; Nguyen & Malik, 2020; Zhao et al., 2022), decreased 
turnover (Jayawardena & Jayawardena, 2020; Koo et al., 2020), and employee reten-
tion (Alhmoud & Rjoub, 2019; Alrazehi et  al., 2021; Hassan, 2022; Kamselem 
et al., 2022; Mabaso et al., 2021). However, empirical results regarding the impacts 
of rewards differ. Beqiri and Aziri (2022), Martono et  al. (2018), Serhan et  al. 
(2021), Siahaan (2017), and Taba (2018) conclude that reward initiatives positively 
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influence employee performance. Tănăsescu and Leon (2019) consider that the 
relationship between rewards and performance is not statistically significant. And 
for Baig et al. (2022), reward systems have no impact on (nurses) behavior towards 
work and the patient.

Subsequently, to understand the dominant approaches of the set of the articles, a 
content analysis was carried out.

Effects of Reward Systems on Worker Motivation and Satisfaction, Inducing 
Performance, and Productivity

Beqiri and Ariri (2022), Eneh et  al. (2022), and Martono et  al. (2018) positively 
highlighted reward systems, presenting it as a potential tool, because it can influence 
employee motivation and satisfaction, which contributes to increased productivity 
and business success. Mabaso et al. (2021) and Mulyaningsih et al. (2022) also con-
cluded that when an organization offers rewards, their workers feel that they have 
received much-needed feedback and recognition for their performance. Kumari et al. 
(2021), Peluso et  al. (2017), and Taba (2018) agreed that companies reward their 
work teams with salaries, promotions, and other non-financial rewards to keep them 
motivated and obtain from them the desirable behavior with a view to greater levels 
of commitment. Research by Santos et al. (2019) corroborated these results, argu-
ing that rewards can increase employees’ production levels as well as the quality 
of work. The implementation of these systems allows companies to signal employ-
ees whose attributes and behavior are in line with their expectations, which creates 
favorable conditions for motivation and increased self-esteem of employees. Onu 
et  al. (2022) and Siahaan (2017) argued that rewards cannot be dissociated from 
organizational performance, since rewards provide the necessary conditions to man-
age and boost a company.

According to Alhmoud and Rjoub (2019) and Jayawardena and Jayawardena 
(2020), the combination of both types of rewards, monetary and non-monetary, gen-
erates positive behaviors, which contributes to an improvement in task operation-
alization levels. Hence, intrinsic and extrinsic rewards play a crucial role and are 
an essential tool for any company (Blain et al., 2023; Kumari et al., 2021), because 
generate satisfaction and increase employee motivation, stimulating them to carry 
out their activities (Leitão et al., 2022; Nemteanu et al., 2022; Ngwa et al., 2019; 
Peluso et  al., 2017). For instance, in banking institutions, studies have indicated 
that employees who receive most rewards are the ones who are most satisfied and 
motivated in relation to their profession, which, consequently, encourages them 
to increase performance towards customers (Beqiri & Aziri, 2022; Serhan et  al., 
2021; Shaheen et  al., 2020; Siahaan, 2017). Kamselem et  al. (2022) reached sim-
ilar conclusions in the health sector. Ngamkroeckjoti et  al. (2022) concluded that 
rewards were part of motivational factors with greatest impact on the performance 
of teleworkers.
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Effects of Reward Systems on Workers’ Commitment

Adebanji et al. (2022), Taba (2018), Tamaschiro et al. (2019), Nazir et al. (2016), 
and Peluso et  al. (2017) conclude that reward practices are crucial to enhance 
organizational commitment of employees. According to Gabrani et al. (2016), when 
organizations considered the expectations of workers in relation to their work and 
needs, they develop greater commitment to organization. Adebanji et al. (2022) and 
Tamaschiro et al. (2019) also emphasize that, when assigning rewards, it is essential 
that organizations value the skills of their employees, since it has been demonstrated 
that management based on skills and abilities has a significant impact on behavior.

Effects of Feedback on Workers’ Behavior

For Santos et al. (2019), reward initiatives influence not only the behavior of work 
teams, but also the attitude and conduct of business managers. According to Skinner 
(1958), this segment of workers, when faced with positive feedback and rewards, 
is more motivated and, consequently, presents higher levels of productivity. The 
authors consider that the process of evaluating the performance of managers must 
involve, simultaneously, feedback and methods of rewarding the work carried out, in 
order to guarantee better results.

Effects of Reward Systems on Worker Retention

According to Mabaso et  al. (2021), Sarpong et  al. (2021), and Victor and Hoole 
(2017), reward strategies are understood as determinants of workforce retention, 
which means, less turnover. For Alhmoud and Rjoub (2019), organizations should 
adopt more attractive approaches, in order to encourage them to stay longer in the 
company, minimizing turnover situations—which compromise production opera-
tions, as well as the company’s growth. Bwowe and Marongwe (2018), Hassan 
(2022), Jayawardena and Jayawardena (2020), and Kamselem et al. (2022) reached 
similar conclusions to Alhmoud and Rjoub (2019). The study by Alrazehi et  al. 
(2021) corroborates this evidence, arguing that it is the rewards that lead Yemeni 
bank employees to remain in the institution and willing to make a lasting com-
mitment to the company. Sarpong et  al. (2021) concluded that as important as 
remuneration is that employees have a positive environment and that rewards are 
defined according to performance. Alrazehi et al. (2021), Mabaso et al. (2021), Sar-
pong et al. (2021), and Siahaan (2017) are unanimous in considering performance 
assessment to show employees recognition for their efforts and good results, which 
encourages them to stay with the company,

Hassan (2022) also highlights the fact that, in order to retain talented employ-
ees, remuneration must be competitive in relation to the market. In addition, manag-
ers should consider a reward structure that encompasses a diverse range of benefits. 
According to this author, it is important to ensure that companies offer incentives 
and support in the area of education and personal development, medical treatment 
services, or even retirement funds, pension plans, promotions, etc.
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Tarigan et  al. (2022) conclude that the effects of compensation may dif-
fer across generations. The authors found that, in the case of Generation Z (the 
youngest generation with adult members), satisfaction is not only stimulated 
through monetary incentives, but also through intrinsic stimuli. Generation Z or 
Zoomers, the individuals born in the mid-1990s, are known to be more innova-
tive and enterprising than previous generations. Thus, for companies to be able 
to retain this generation’s workforce, they must offer the right conditions, that is, 
offer the possibility of autonomy, promoting self-training, responsibility, crea-
tivity, and innovation.

Effects of Reward Systems on Knowledge Sharing

The literature indicates that knowledge sharing is often explored together with 
reward and incentive systems. These resources are considered essential to encourage 
employees to actively contribute to the internal knowledge and know-how sharing 
(Muzafary et al., 2021).

According to Nguyen and Malik (2020), employees often resist sharing their 
knowledge with colleagues and the organization. For Foss et al. (2015), this explains 
why several companies choose to implement business practices that promote knowl-
edge management through intrinsic and extrinsic stimuli. Cormican et al. (2021) and 
Muzafary et al. (2021) confirmed, although not always directly, the existence of a 
positive relationship between reward management and knowledge sharing among 
employees.

For Zhao et  al. (2022), intrinsic rewards play a relevant role both in sharing 
explicit knowledge and in sharing tacit knowledge, that is, the workers know-how. 
This is important for companies, because through the management of intellec-
tual capital, conditions are created for greater efficiency and better optimization 
of operations, which opens the way for change and innovation (Nguyen & Malik, 
2020; Peluso et  al., 2017). This evidence is corroborated by the study by Zhao 
et  al. (2022), who highlight the role of transformational leadership in rewarding 
and sharing knowledge, particularly in the context of developing communities 
of practice (CoPS). Thus, it was demonstrated that transformational leadership, 
which, in essence, aims at satisfying workforces, can contribute to increasing the 
impact of rewards on motivation. This process helps to improve the effective-
ness and dynamics of these communities and, consequently, the efficiency of the 
company.

Kim and Hang (2024) also make it clear that the implementation of reward 
systems in companies is a strategic resource that aims to share knowledge among 
employees. In an environment that values and recognizes efforts, employees interact 
more with each other, demonstrating greater willingness and greater dynamism in 
sharing experiences and knowledge. This sharing is crucial for the growth and sus-
tainability of companies, as it ensures business efficiency and optimization of corpo-
rate profits.

Research such as that by Gal and Hadas (2015) and Kaushal and Nyoni (2022) 
highlights, however, the fact that reward systems, when poorly implemented, can 
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represent a barrier to organizational goals, and the most skilled and knowledgeable 
employees, when perceiving injustices and inconsistencies in this process, may put 
their personal interests above the company’s objectives. Organizations must seek to 
achieve total efficiency, adjusting their reward policies equitably and transparently, 
with a view to encouraging greater sharing of know-how among employees, in favor 
of business objectives.

Effects of Reward Systems on Teleworkers

Blain et  al. (2023), Leitão et  al. (2022), Ngamkroeckjoti et  al. (2022), and Tsai 
(2022) sought to show how crucial the use of rewards is, since positive impacts on 
the behavior, satisfaction, work commitment, and well-being of teleworkers have 
been verified. Employees redoubled their efforts and showed themselves to be more 
responsible and with a greater degree of commitment to work and the company. For 
Leitão et al. (2022), Nemțeanu et al. (2022), Ngamkroeckjoti et al. (2022), and Tsai 
(2022), through an incentives and rewards program, the feeling of job insecurity that 
affects workers in a remote work situation was alleviated, which, consequently, also 
proved to be effective in mitigating the emotional exhaustion reported by telecom-
muting teams.

Effects of Extrinsic Rewards vs. Intrinsic rewards

According to Jayawardena and Jayawardena (2020) and Tarigan et  al. (2022), 
when companies implement a reward system, they are “investing” in their work 
teams. However, literature is not consistent on the effects of different incentives 
(Gov, 2015). Silva et al. (2022) and Manzoor et al. (2021) concluded that intrin-
sic incentives have a greater effect on employee performance when compared to 
monetary incentives.

Workers prioritize extrinsic rewards to increase their performance (Abasili 
et al., 2017; Eneh et al., 2022; Okpebholo & Sheikh, 2020; Siahaan, 2017) and 
obtain the commitment, innovation, and creativity (Beqiri & Aziri, 2022; Gabrani 
et al., 2016; Ngamkroeckjoti et al., 2022; Onu et al., 2022; Peluso et al., 2017). 
According to Lin et  al. (2022) and Shaheen et  al. (2020), extrinsic rewards, 
through intrinsic motivation, lead employees to be more creative, autonomous, 
and highly committed in performing their duties. For Oravee et  al. (2018), it is 
the salary and promotions that, by responding to the primary needs of employ-
ees, promote job satisfaction and ensure performance. Onu et  al. (2022) con-
cluded that cash bonuses in Nigeria’s banking sector had a significant impact on 
employee performance, leading them to be more creative and innovative.

Motivational approach based on financial incentives remains debatable. 
Elmadag and Ellinger (2018) confirmed that extrinsic rewards raise levels 
of stress at work. When employees perceive that their performance is being 
supervised by hierarchical superiors, it can lead to anxiety. In this sense, the 
monetary reward may sometimes not be as evident as expected and, in certain 
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cases, even be assumed to be counterproductive. The study carried out by Silva 
et  al. (2022) corroborates these findings, as the absence of impact of extrin-
sic rewards on employee performance was verified. Several external factors 
such as “the employee’s cognitive capacity, skills, personality, previous experi-
ences, the importance of the task” were pointed out as being able to justify this 
situation. In the relationship between company and employee, money remains 
an instrument of reward (e.g., Martono et  al., 2018; Oravee et  al., 2018). For 
Beqiri and Aziri (2022) and Eneh et al. (2022), the salary allows to fulfill the 
basic needs of employees and, at the same time, maintains their performance.

Abdullah et  al. (2021) and Manzoor et  al. (2021) indicate that intrinsic 
rewards are more commonly associated with employees’ internal feelings. In 
this sense, it is possible to boost feelings of well-being, self-esteem, higher 
levels of job satisfaction (Bogicevic-Milikic & Dosenovic, 2020), and reduce 
workers’ stress (Elmadag & Ellinger, 2018). According to Silva et  al. (2022), 
intrinsic rewards directly influence performance, while extrinsic rewards have 
been shown to have an effect on affective commitment. Research by Muzafary 
et al. (2021) and Zhao et al. (2022) showed that intrinsic rewards significantly 
promote the sharing of explicit knowledge, as well as the sharing of tacit knowl-
edge. Abdullah et al. (2021) confirmed that there was an increase in loyalty of 
private hospital nurses in Pakistan during the COVID-19 pandemic when they 
receive intrinsic rewards.

Requirements for the Success and Effectiveness of Reward Systems

According Siahaan (2017), a reward system is a strategic management system based 
on the evaluation of the employee’s performance, and which impacts on their behav-
ior. For an effective and profitable rewards system for the company, a set of require-
ments must be considered when implementing it in the workplace. Silva et al. (2022) 
concluded that the reward system must be adjusted to the context of each worker and 
integrate proposals for varied stimuli, due to that rewards have a different impact 
from employee to employee.

Hareendrakumar et  al. (2020) and Kumari et  al. (2021) showed that the work-
er’s perception of how s/he is rewarded can influence their loyalty and behavior in 
the workplace. Recognition (Abdullah et al., 2021; Ghose & Mohanty, 2016; Jaya-
wardena & Jayawardena, 2020; Mabaso et al., 2021), praise, and fair appreciation 
remain powerful triggers to encourage workers to produce more and better, with a 
view to professional growth and progress in the company. In this way, a demon-
stration of interest in the effort and work performed will contribute to increasing 
the worker’s self-esteem and autonomy, leading him to adopt a more proactive and 
efficient behavior in his workplace, aiming to be well rewarded (Admassie, 2019; 
Kumari et al., 2021).

Ferreira et al. (2018), Shaheen et al. (2020), and Silva et al. (2022) highlighted 
the need for justice, transparency and equity in the allocation of rewards. It should 
be noted that the absence of these parameters can negatively influence work teams 
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in terms of initiative and interest in the organization (Alrazehi et al., 2021; Gal & 
Hadas, 2015), and there may even be the possibility of contract termination (Onu 
et al., 2022).

Table  5 shows the classification of the analyzed content into five categories: 
impacts on work performance, professional indicators, personal indicators, imple-
mentation of the reward system, and intangible impacts.

Conclusion

In carrying out this study, on the one hand, we sought to assess the impact of 
reward systems in a business context and, on the other hand, to develop a trans-
versal approach around this topic. The set of articles analyzed shows a positive 
relationship and a significant impact of the practice of rewards on motivation, 
satisfaction, and, consequently, on the individual performance of workers. The 
benefits of motivation and job satisfaction include increased performance and 
productivity, creativity, knowledge sharing, innovation, commitment, and tal-
ent retention (Mabaso et al., 2021; Pham et al., 2024). It should be noted, how-
ever, that implementing reward systems in companies is a complex challenge, 
especially with regard to aligning the individual interests of employees with the 
strategic objectives of the organization. Well-structured incentive policies, com-
bined with efficient knowledge management, play a particular role in this process. 
Studies in this field show that the synergy between these two resources not only 
promotes talent retention, but also favors increased productivity and sustainable 
company growth (Kim & Hang, 2024). In this sense, it is essential that organiza-
tions invest in strategies and management that values human capital (Alberton & 
Carvalho, 2017; Foss et al., 2015; Hareendrakumar et al., 2020; Muzafary et al., 
2021; Peluso et al., 2017; Salman & Olawale, 2021).

The increasing changes in the economic world require organizations to 
promote the performance of their employees (Leitão et  al., 2022), aiming to 
ensure profitability and business success and, with this, guarantee a competi-
tive advantage in the face of global competition (Koo et al., 2020; Okpebholo 
& Sheikh, 2020). Given this scenario, most studies emphasize that organiza-
tional entities should prioritize their human resources, promoting favorable 
conditions for carrying out the work (Saad et al., 2021). For that purpose, com-
panies should implement effective reward and incentive systems on the behav-
ior of workers, considering that their experience and know-how are an asset 
to the success of the organization (Adeoye & Obanewo, 2019; Santos et  al., 
2019; Tănăsescu & Leon, 2019; Zhao et  al., 2022). Employees expect that, 
in exchange for their work, employers will reward them not only extrinsically 
(e.g., salary, promotions, benefits or bonuses), but through intrinsic rewards 
(e.g., recognition, praise, satisfaction of their needs of development and career 
progression) so that they feel able to assume and maintain commitment to the 
organization (Blain et  al., 2023; Gabrani et  al., 2016; Mabaso et  al., 2021; 
Peluso et al., 2017). It is for this reason that one of the biggest challenges faced 
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by business managers is to manage and keep their human workforce satisfied, 
motivated, committed, and aligned with the objectives and business success. 
Consequently, one of the main demands they face is the implementation of 
reward practices that are perceived as fair, clear, transparent, and equitable.

Practical and Theoretical Implications

This study allows for a better understanding of how organizations can use and 
benefit from reward practices to increase employee performance and achieve 
their strategic objectives, after a period in which the outbreak of the pandemic 
generated a lot of organizational instability. Subsequently, this work offers rel-
evant contributions that can be used to improve the design of effective reward 
systems and also provides important information for the human resources man-
agers, namely:

1.	 The involvement and performance of workers are decisive factors for success of 
organizations, and reward strategies can have a significant impact on the quality 
and level of work, creating conditions for greater efficiency and better optimiza-
tion of operations;

2.	 Stimulating employees through rewards can significantly increase their levels of 
motivation and job satisfaction and also increase their organizational commitment 
and retention.

3.	 In order to encourage employees to work hard and efficiently, companies must 
recognize who consistently demonstrate exceptional performance and reward 
them with financial bonuses, promotions, etc.

4.	 To promote knowledge sharing, creativity and innovation, it is essential that 
organizations implement both intrinsic and extrinsic rewards.

5.	 Evaluation and feedback processes must be developed by and for managers as a 
way of recognizing and valuing the work done.

From a theoretical perspective, this study also contributes to the development 
of the literature on organizational psychology and management and, in particular, 
emphasizes the importance of training professionals to make more targeted deci-
sions, avoiding results based exclusively on isolated experiences. The present study 
establishes a deeper knowledge about the practice of reward systems will help 
organizations to define more adjusted policies, practices and strategies, which posi-
tively shape the work environment, with a view to the success and sustainability of 
the organization.

Limitations

Although aware of the complexity of the subject, this study has limitations 
that may foster future research. The study brought together a reduced number 
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Fig. 5   Guidelines for future research

of articles, in part, due to the range year that was determined. In the future, it 
becomes evident the need to carry out new research, updating the range year, in 
order to obtain a greater spectrum of studies. In general, scientific production on 
the reward system is scarce. In this sense, it is equally important to encourage 
empirical research that shows the influence of the practice of reward systems in 
business context.

Agenda for Future Research

Putting aside these limitations, this study offered a comprehensive view of the 
rewards philosophy, considering it as a dynamic and strategic resource, which 
should be understood as a potential tool to be explored. The reward system can 
be considered bilateral, since the company itself is also rewarded, because when 
the plan is properly designed and structured, the company becomes more pro-
ductive and sustainable, with a guarantee of greater profits. This research high-
lights the importance of understanding the benefits of reward systems on issues 
such as employee satisfaction, motivation, performance, creativity, commitment, 
and retention. Moreover, the results allow managers to design incentive and 
policy programs to enhance employee efficiency and productivity, aiming for a 
more sustainable company. Through a theoretical basis, this systematic review 
of the literature was intended to offer a starting point for new research and 
reflections on reward systems. Complementarily, in Fig.  5, the authors present 
a set of directions for future research. For this purpose, it is possible to analyze 
several theoretical approaches, target samples, methodology, as well as different 
levels of impact.
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