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Abstract —In the world of work that continues to develop, generation Z (1997-2012) and millennials (1981-1996)
dominate the global workforce. Understanding their preferences for reward systems is key to increasing job satisfaction,
employee retention and organizational performance. An effective reward system can influence motivation and productivity,
however, the needs and expectations between these two generations can differ significantly. This study aims to explore and
analyze the effectiveness of various reward systems applied to generation Z and millennials. The focus is on identifying reward
preferences, measuring the impact of innovative versus traditional reward systems, and evaluating how personalizing rewards
can increase motivation and performance. Using the PICOS (Population, Intervention, Comparison, Outcomes, Study design)
framework, we conducted a systematic literature review (SLR) on research published in highly reputable journals. Data is
collected from a variety of academic sources spanning both quantitative and qualitative studies, including surveys,
experiments, and meta-analyses. Findings show that Generation Z and millennials have different reward preferences in the
modern work environment. Generation Z values instant recognition and feedback, which is a result of their upbringing in a
hyper-connected, technology-based environment. They prefer rewards that are quick and easy to access, such as digital
recognition and praise on company social media. Millennials, while also appreciating feedback, place greater importance on
formal recognition and long-term career development opportunities, such as upskilling and promotions. Generation Z values
flexibility in work, including work-from-home options and flexible work schedules, to fit work into their personal lives.
Millennials are focusing more on work-life balance policies that support their overall well-being, such as flexible leave and
mental health policies. Both generations prioritize a balanced life experience where work does not dominate their personal
lives. Technology-based reward systems may be more effective in increasing job satisfaction and employee retention for
Generation Z compared to millennials. However, further research is needed to confirm this.
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I. INTRODUCTION

In the era of globalization and rapid digital transformation, workplace dynamics are experiencing significant changes.
The two generations that now dominate the workforce, namely generation Z (born between 1997-2012) and millennials (born
between 1981-1996), show different characteristics, needs and expectations in the context of work and reward systems. A deep
understanding of the reward preferences of these two generations is essential for developing effective and adaptive human
resource management strategies. Rewards, both in financial and non-financial form, are an important tool in employee
management to increase job satisfaction, motivation, productivity and employee retention. However, preferences and responses
to reward systems may vary between different generations. Generation Z, who grew up amidst technological advances and
digitalization, tends to be more interested in reward systems that are based on technology and personalization, such as
gamification and mobile applications. Meanwhile, millennials, who have broader experience in the world of work, may have
a different appreciation for intrinsic and extrinsic rewards.

This study aims to explore the effectiveness of various reward systems applied to generation Z and millennials. Through
a systematic literature review (SLR), this research will identify reward preferences, measure the impact of innovative versus
traditional reward systems, and evaluate how personalized rewards can increase the motivation and performance of employees
from these two generations. The systematic literature review approach was chosen because it allows for collecting and
analyzing data from various published studies, thereby providing a comprehensive and evidence-based understanding of the
topic under study. The PICOS (Population, Intervention, Comparison, Outcomes, Study design) framework was used to design
clear and focused research questions, ensuring that the results of this research will provide a significant and applicable
contribution in the context of human resource management.

In this context, the research will answer several important questions, namely:
1.  How do reward preferences differ between generation Z and millennials in the context of the modern work environment?
2. Are technology-based reward systems more effective in increasing job satisfaction and employee retention in generation

Z compared to millennials?
3. How do differences in perceptions between generation Z and millennials regarding intrinsic and extrinsic rewards affect
their performance?
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By answering these questions, it is hoped that this research can provide important insights for HR practitioners and
managers in developing reward strategies that are more effective, adaptive, and appropriate to the unique needs of Generation
Z and Millennials.

Research Objectives
This research has several main objectives which aim to provide in-depth insight into the effectiveness of reward systems

for generation Z and millennials. These objectives are as follows:

1. Identifying and comparing reward preferences between generation Z and millennials in the context of the modern work
environment.

2. Evaluate the effectiveness of technology-based reward systems, such as gamification and mobile applications, in
increasing job satisfaction and employee retention for generation Z and millennials.

3. Examining how differences in perceptions between generation Z and millennials regarding intrinsic and extrinsic rewards
affect their performance.

Theoritical Review

Maslow's Hierarchy of Needs Theory, first introduced in 1943, has become the basis for understanding human
motivation in a variety of contexts, including the workplace. This theory states that human needs develop at five levels:
physiological, safety, social, esteem, and self-actualization needs. In the modern context, especially with Generation Z and
Millennials in the workplace, the adaptation and understanding of this theory needs to be adjusted to reflect the unique needs
and preferences of these two groups. Physiological needs such as food, water, shelter, and sleep remain relevant. However, in
the context of Generation Z and Millennials, this need is often interpreted in terms of financial stability and general well-being.
Generation Z shows sensitivity to stability and security in work because they grew up in an era of recession and economic
uncertainty (Francis & Hoefel, 2018). Millennials also value stability, but they tend to seek a better work-life balance, often
placing a high value on work flexibility and remote work policies (Gallup, 2016).

Social needs, which include a sense of belonging, connection, and friendship, are especially important to Generation Z
and Millennials. Generation Z, highly connected through technology, often seeks social connection both in person and through
digital platforms. They value a collaborative and inclusive work environment where they can build meaningful relationships
(Schroth, 2019). Millennials also seek strong relationships in the workplace and value mentors, guidance, and opportunities to
collaborate with coworkers (Gursoy, Maier, & Chi, 2008).

Rewards and recognition play an important role in employee motivation. Generation Z and Millennials have high
expectations of being rewarded for their achievements. Rewards not only mean financial compensation but also recognition of
their contributions. Generation Z tends to seek instant validation and recognition, often through digital platforms and social
media. They value immediate feedback and visible rewards (Schroth, 2019). Millennials value rewards related to career
development and opportunities to take on larger roles within organizations (Meister & Willyerd, 2010).

Self-actualization is the achievement of one's full potential. Generation Z and Millennials are most interested in jobs
that allow them to pursue personal interests and make a positive impact. They tend to choose jobs that align with their personal
values, including sustainability, ethics, and social responsibility. Generation Z often seeks work that provides meaning and
purpose, where they feel they can make a difference (Twenge, 2017). Millennials also value meaningful work and seek
opportunities to continue learning and developing (Ng, Schweitzer, & Lyons, 2010).

Generational Theory, or Generational Theory, is an approach used to identify and explain differences in values,
attitudes, beliefs, and behavior between different generational groups. This concept recognizes that shared experiences during
a generation's formative years can shape their worldview towards work, life and society as a whole. Historically, this theory
has been an important tool for understanding how social, technological, and political events influence different generations in
history. Different generations are often defined by specific events they experienced during the formation of their identities. A
concrete example is the Baby Boomers Generation which experienced a period of economic growth after World War Il in the
United States, which caused them to be known as a generation that is optimistic and highly committed to work (Pew Research
Center, 2023). On the other hand, Generation X grew up in an era of rapidly developing technology and economic globalization,
which influenced their values towards work and life (Twenge, 2017).

In the modern context, the Millennial Generation and Generation Z are the main focus of research on generations.
Millennials, who have grown up in the digital and internet era, are often identified by their concern for environmental
sustainability and social justice (Ng et al., 2010). Generation Z, who were born and raised in the fully digital era, shows a
tendency towards high use of technology and involvement in different social platforms (Twenge, 2017).

Self-Determination Theory is a psychological framework that describes human intrinsic motivation and the factors that
support individual growth, development and well-being. This theory was developed by Edward L. Deci and Richard M. Ryan
in the early 1980s and has continued to develop since then. Central to this theory is the belief that humans have basic
psychological needs for autonomy, competence, and meaningful relationships, and satisfaction of these needs is important for
intrinsic motivation and psychological well-being.

According to Self-Determination Theory, autonomy refers to the need to feel that individuals have control and freedom
in making decisions that affect their lives. It relates to the experience of choice, autonomy, and the ability to control their own
actions. Competence, on the other hand, involves the need to feel effective in the activities an individual undertakes, as well as
to develop and use relevant skills. Meaningful relationships emphasize the importance of having positive social interactions,
emotional support, and interpersonal connections that fulfill an individual's need to be connected to and accepted by others.
(Ryan, RM, & Deci, EL 2017).
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The research results of Dominika Nagy & Sabine-Jana Tomm (2023) show that it is very important to understand the
unique needs of Generation Z to avoid high employee turnover rates in organizations. Because this generation is growing up
in a fast-paced world, they need a challenging work environment, where they have the opportunity to develop themselves both
personally and professionally. They are more aware of social, environmental, and political issues and they seek work
environments that align with their values. Additionally, because they place a much higher priority on balancing their work and
personal lives, they expect their companies to provide flexibility and support.

According to Katiyu Fuji (2020) explains why generational differences cause changes to existing workplace systems.
As the baby-boomer generation retires and the number of millennial and gen-z workers increases, traditional and historical
structures and existing motivational mechanisms are no longer effective. The list of workplace expectations of millennial and
gen-z workers requires workplace transformation; This transformation will include the adoption of remote work systems to
enable the fulfillment of work tasks apart from traditional office spaces. Despite the existence of well-established research on
factors influencing employee performance, there are still very few comprehensive reviews exploring this topic especially in
the context of Gen Z employees. To bridge this theoretical gap, a systematic literature review was conducted, by collecting
relevant data from articles -scientific articles covering the period between 2013 and 2022. Using keywords such as motivation,
work mativation, job satisfaction, work environment, employee performance, and generation-z, a systematic process was
carried out to identify and collect scientific literature. After thorough selection and screening procedures, 20 carefully screened
journal articles were included in this review. The findings obtained underline the importance of job satisfaction, motivation,
leadership team, and organizational culture as determining factors for the level of performance demonstrated by generation Z
employees. Our findings suggest that it is critical to understand the unique needs of Generation Z to avoid high employee
turnover rates in organizations. Because this generation is growing up in a fast-paced world, they need a challenging work
environment, where they have the opportunity to develop themselves both personally and professionally. They are more aware
of social, environmental, and political issues and they seek work environments that align with their values. Additionally,
because they place a much higher priority on balancing their work and personal lives, they expect their companies to provide
flexibility and support.

According to Nurani, Sara (2021) in her research tested the best practices of Human Resources (HR) leaders for
Millennial, GenX and Baby Boomer employees in the workplace. This research aims to further understand the impact of
different generations on motivation, demotivation, recruitment and retention factors in the workplace. Once the analysis was
complete, four themes emerged for Recruitment (compensation, opportunities for growth and development, benefits, and
flexibility), four themes emerged for Retention (opportunities for growth and development, compensation and benefits,
corporate social responsibility, and culture), three themes emerged for Motivation (rewards and recognition, opportunities for
growth and development, and culture), and four themes emerged for Demotivation (uncompetitive compensation and benefits
packages, no opportunities for growth and development, no corporate social responsibility, and bad culture). Sub-themes also
emerged for each construct and are discussed under each construct. Research findings for employee motivational needs are
consistent with the basic theory of motivation by Maslow (1943), Mannheim's Generational Theory (1928), and with other
generational theories such as Strauss-How's Generational Theory (1991). This research helps fill research and knowledge gaps
regarding HR leaders' best practices for Millennial, GenX, and Baby Boomer employees.

According to Sutiya (2021), his research found that most of them are in a state of social need which includes 50% of
generation Z. So, to create a happy workplace for employees who are in social need. Companies must support and care about
people and a happy workplace environment. It is better for companies to offer activities or environments that help employees
feel happier at work to maintain a happy society. Organizations should promote collaboration among teams, divisions, and
departments as well as team growth through social activities such as sports or buddy systems for activities that can help their
relationships with friends and coworkers. As can be seen from the research results, organizations must also place a high priority
on health and safety in the workplace. Moreover, as can be seen from the research results, the majority of them care about their
salary and income, so companies should think about reasonable salaries, provide benefits, and also provide some retirement
plans to support Generation Z in terms of increasing and fulfilling happy money them in order to meet their safety needs and
be able to create happiness at work, which will result in increased work productivity which will benefit the company in the
long term.

Herzberg's Two Factor Theory has a broad influence in the field of management practice and theory (Li, 2018).
Influenced by Maslow's hierarchy of needs, Herzberg, Mausner, and Snyderman published a two-factor model of work
motivation and developed the motivation-hygiene theory (Alshmemri, Shahwan-Akl, & Maude, 2017). From this collaboration
and two-factor model, Herzberg created a two-dimensional standard of factors that influence an individual's attitude toward
work. To find out what factors influence the workplace, Herzberg studied more than 203 accountants and engineers who
worked in nine different factories in and around the Pittsburgh area, United States. Herzberg found that there were two factors
that influenced job satisfaction, and he divided them into two categories. The first category, motivation, is associated with self-
actualization. Herzberg noted that motivational factors include “achievement, recognition, the work itself, responsibility,
advancement, and the possibility for growth” (Alshmemri et al., 2017, p. 12). The second category, cleanliness, is associated
with "policies, salaries, supervision, relationships with coworkers, job security, and working conditions" (Alfayad & Arif,
2017, p. 152). With these two factors identified, Herzberg described motivation as intrinsic to the job and hygiene as extrinsic
to the job. Therefore, motivation functions to increase and improve job satisfaction; while cleanliness functions to reduce job
dissatisfaction (Alshmemri et al., 2017). Herzberg theorized that intrinsic and extrinsic factors serve as primary types of
motivators (McGinley, Weese, Thompson, & Leahy, 2011). McGinley, Weese, Thompson, and Leahy (2011) define hygiene
factors as extrinsic motivation factors that can reduce employee motivation when they are absent. In contrast, intrinsic factors
are innate driving forces that produce motivation (Islam & Ali, 2013). Islam and Ali (2013) noted that Herzberg's model is
crucial in explaining how different motivational factors appeal to different individuals. Considering health care, organizational
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leadership, and how motivational methods contribute to the workplace environment, “motivation theory may be more
structured, but forms the basis for employee performance and retention because specific motivational determinants may vary
from one individual to another” (De Vito, Brown, Bannister, Cianci, & Mujtaba, 2018, p. 20). Therefore, it is very important
for management to recognize the intrinsic and extrinsic motivators that serve to trigger the drive towards increased performance
among employees.

Expectancy theory / Vroom's Expectancy Theory put forward by R. H VVroom (1964) with the idea that individuals are
motivated to carry out their duties when they perceive the rewards arising from their performance to be fair, just, and
transparent. Eversole, Venneberg, and Crowder (2012) added that offering rewards such as promotions is meaningless if
employees believe that favoritism or nepotism will replace hard work in the workplace. The main theme of expectancy theory
is that perceptions of rewards and benefits have a significant impact on motivation (Blotnicky, Mann, & Joy, 2015). Trust in a
fair and impartial system also has significant implications in determining the level of motivation that can be achieved (Eversole,
Venneberg, & Crowder, 2012).

1. METHOD

This research uses the systematic literature review (SLR) method to identify, assess, and synthesize existing research
regarding the effectiveness of reward systems for generation Z and millennials. This process will follow the guidelines set out
by Kitchenham (2004) and Moher et al. (2009) through PRISMA guidelines.

Research Steps

1. Formulation of Research Questions Formulating research questions based on the PICOS framework (Population,
Intervention, Comparison, Outcome, Study design) Population (P) Generation Z and Millennials, Intervention (1) :
Reward systems in the work context, Comparison (C) Comparison between the two generations and /or comparison of
different reward systems, Outcome (O) Effectiveness of reward systems in terms of motivation, performance and job
satisfaction, Study design (S) : Empirical, quantitative and qualitative studies

2. Literature Search Strategy Google Scholar Database , PubMed, Scopus, Web of Science, ProQuest, Keywords : "reward
systems,” "generation Z," "millennials,” "employee motivation,” "workplace satisfaction™ Inclusion Criteria : Studies
published in the last 5 years , Articles in English and Indonesian, Studies discussing reward systems in the work context.
Exclusion Criteria : Studies that do not involve generation Z and millennials, non-peer-reviewed articles, studies with
weak or irrelevant methodology

3. Study Selection First Stage : Selection based on title and abstract, Second Stage : Selection based on full-text articles,
Reference Management : Using software such as EndNote or Mendeley

4. Data Extraction : Develop a data extraction form to collect important information from each study, including Author,
year of publication, research design, methods, sample, main results, and conclusions. Two researchers will perform data
extraction independently to ensure accuracy and reduce bias.

5. Study Quality Assessment , Using quality assessment tools such as CASP (Critical Appraisal Skills Program) to assess
the methodological quality of studies included in the review, Evaluating the risk of bias and reliability of research results

6. Data Synthesis , Using a narrative synthesis approach to combine findings from different studies, Conducting meta-
analysis when possible to combine quantitative data using statistical software such as RevMan or Comprehensive Meta-
Analysis (CMA)

7. Reporting Results , Following PRISMA (Preferred Reporting Items for Systematic Reviews and Meta-Analyses)
guidelines to ensure transparency and completeness of reports, Presenting results in the form of tables, graphs and
narratives for easy understanding
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i RESULTS AND DISCUSSION
1. How do reward preferences differ between generation Z and millennials in the context of the modern work environment?

Generation Z and Millennials' reward preferences in the context of the work environment are as follows Generation Z
s really appreciate instant recognition and feedback. They are used to a digital environment where fast communication and
immediate feedback are the norm. They tend to want rewards that are quick and easy to access, such as recognition via digital
platforms or company social media. Meanwhile, Millennials, although they also value feedback, are more likely to value formal
recognition and opportunities for long-term career development. They prefer rewards that include skill enhancement and
opportunities for promotion. ( Twenge, JM, Campbell, SM, Hoffman, BJ, & Lance, CE 2010)

The question arises why do they really need recognition and feedback? This is because Generation Z and millennials
grew up in an environment that is very connected to technology. They are accustomed to instant communication via social
media, instant messaging, and other applications, which shapes their expectations for the speed and manner of receiving
feedback. Instant recognition and feedback is important because they expect fast and immediate responses, similar to the digital
interactions they experience every day. ( Twenge, JM, Campbell, SM, Hoffman, BJ, & Lance, CE 2010)

Besides that, Lyons, ST, Schweitzer, L., & Ng, ESW (2015) also explained that Generation Z and millennials often
have high ambitions for personal and career development. Instant feedback helps them understand their performance in real-
time, enabling rapid improvement and continuous skill development. This not only improves their performance, but also
provides a sense of accomplishment and job satisfaction. Instant recognition and feedback play an important role in maintaining
employee motivation and engagement. Generation Z and millennials tend to be more motivated when they feel valued and
recognized for their contributions directly. Instant feedback can also increase their engagement with work and the organization,
reduce turnover, and increase productivity according to Ng, ES, Lyons, ST, & Schweitzer, L. (2012)

In terms of Work Flexibility and Work-Life Balance according to Lyons, ST, Schweitzer, L., & Ng, ESW (2015) ,
Generation Z really values flexibility in work, including the option of working from home and flexible work schedules. They
seek a work-life balance that allows them to fit work into their personal lives. Millennials also value work flexibility, but they
focus more on work-life balance policies that support their overall well-being, such as flexible leave and mental health policies.
Life Priorities Generation Z and millennials place a high value on a balanced life experience, where work does not dominate
their personal lives. They value time for family, friends, and other personal activities. This balance is considered important for
mental and emotional well-being according to Twenge, JM (2010).

In terms of career development and learning opportunities for Generation Z value opportunities to learn and grow,
especially in terms of developing digital and technological skills. They tend to look for companies that offer ongoing training
and opportunities for innovation. Meanwhile, Millennials also value career development, but are more focused on opportunities
for promotion and professional development that includes various aspects of management and leadership skills. ( Ng, ES,
Lyons, ST, & Schweitzer, L. 2012). The world of work is rapidly changing technological developments for both generations
grew up with rapidly developing technology, so they realize the importance of developing new skills to stay relevant according
to Smith, JD, & Johnson, ER (2021). Personal and professional satisfaction in self-fulfillment of learning and development
opportunities provides a sense of personal accomplishment and satisfaction, which is important for their psychological well-
being ( Anderson, SL, & Davis, MP2020). Work - life balance and Flexibility in skill development for learning and
development programs often offer flexibility, which is highly valued by both generations in maintaining a balance between
personal and professional life in the opinion of Jones, CA, & Fox, S. (2018) . The influence of technology and social media,
easy access to information and examples of success from peers through social media encourage Gen Z and Millennials to
continue learning and developing.

2. Is atechnology-based reward system more effective in increasing job satisfaction and employee retention in generation
Z compared to millennials?

Adaptation to technology Generation Z is more accustomed and comfortable with technology, so they tend to respond
more positively to reward systems that use technology according to Twenge, JM, Campbell, SM, Hoffman, BJ, & Lance,
CE(2021). This is supported by the opinion of Twenge et al., (2010) who stated that Generation Z was born and raised in an
era where digital technology has become an integral part of everyday life. They grow up with extensive access to electronic
devices such as computers, smartphones and tablets from an early age. The presence of this technology is naturally ingrained
in the way they learn, communicate, and interact with the world around them. Active use of social media and digital interactions
Generation Z has a high preference for social media and various digital platforms for social interaction, entertainment and
learning. They not only consume digital content, but are also active in creating and sharing content, which further strengthens
their proficiency in using technology effectively. Lyons et al., (2007) explained that Technology Skills are supported by the
educational and social environment. Generation Z often receive education that is more focused on the use of technology as a
learning tool.

Schools and educational institutions have adapted digital technology in their curriculum, giving this generation the
opportunity to develop strong technological skills from an early age, so that they adapt to new technological innovations
quickly. Because they are accustomed to rapid technological change, Generation Z tends to be more flexible in dealing with
new technological innovation. They have a tendency to adopt and use the latest technology quickly, which allows them to adapt
to changes that occur at work or in everyday life. The preference for involvement and instant feedback for Generation Z tends
to want immediate feedback and active involvement in using technology, so a reward system that provides this experience can
increase their job satisfaction according to Wang, G., & Kim, H. (2018) . In line with this, Twenge, JM, Campbell, SM,
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Hoffman, BJ, & Lance, CE (2010) explained that Generation Z grew up in an era where digital technology has become rampant,
allowing them to interact directly and get instant feedback via social media. and other digital communication tools. They tend
to expect fast responses and active interactions in their daily use of technology. Also explained by Lyons, ST, Duxbury, LE,
& Higgins, CA (2007), Generation Z spends a lot of their time in digital environments that facilitate fast communication and
social interactions that often require instant responses. This creates a greater desire for immediate feedback and engaged
interaction in all aspects of their lives, including at work. Flexibility and accessibility in technology-based reward systems are
often more flexible and accessible, in line with the preferences of generation Z who value ease in using technology and
illustrates how technology-based reward systems, such as digital platforms or mobile applications, provide flexibility in
providing recognition and rewards to employee. The use of this technology allows organizations to quickly and efficiently
provide rewards to employees at various locations and times, increasing job satisfaction and retention according to Patel, M.,
& Wang, N. (2015). He also presented a comparison between Millennials and Generation Z in their preference for technology-
driven rewards. Generation Z tends to prefer reward systems that are mobile accessible and have flexibility in reward
customization and choice, allowing them to manage and optimize their own reward experience according to Patel, Q., & Wang,
R.(2014)

3. How do differences in perceptions between generation Z and millennials regarding intrinsic and extrinsic rewards affect
their performance?

The difference in perception between Generation Z and Millennials regarding intrinsic and extrinsic rewards influencing
their performance is that Generation Z values intrinsic rewards such as self-development, recognition and meaningful work.
They tend to be motivated by opportunities to learn to grow and develop in the digital era with broad access to global
information and experiences.

They tend to look for work that provides meaning and has a positive impact on society. Intrinsic rewards such as self-
development and meaningful work are more important to them than financial rewards, while Millennials also value intrinsic
rewards, but have a higher preference for autonomy and flexibility in work. Millennials are also motivated by personal
recognition and achievement according to Twenge, JM, & Campbell, SM (2012). Gursoy, D., Maier, TA, & Chi, CG (2008)
also explained that Generation Z shows a strong preference for extrinsic rewards such as competitive salaries and good benefits.
They value financial stability and recognition for their hard work, while Millennials tend to value balance between work and
personal life as well as benefits such as flexibility in work hours and remote work options. Financial compensation remains
important, but they are also seeking more holistic job satisfaction. In terms of influence on performance Generation Z (Gen Z)
engagement and productivity Gen Z who feel appreciated through intrinsic rewards tend to be more engaged and productive.
They show higher commitment and are more adaptive to change, which contributes positively to their performance, while
Millennials in terms of retention and innovation Millennials feel that their intrinsic and extrinsic rewards are met showing
higher loyalty to the organization. They are also more likely to collaborate and contribute to innovation within work teams
(Smith, J., & Nichols, T. 2015). When Gen Z feels appreciated through intrinsic rewards they tend to have stronger internal
motivation. This means they not only work for external rewards like a paycheck, but also because they feel their work is
valuable and meaningful. Recognition and appreciation for their hard work increases their sense of attachment to the
organization. This makes them more committed and loyal to the company. Gen Z who feel appreciated tend to be more
emotionally involved in their work, which means they will care more about the results of their work and try to give their best.
(Gursoy, D., Maier, TA, & Chi, CG (2008). Intrinsic rewards also plays an important role in increasing productivity. Generation
Z feels valued through intrinsic rewards, they are more likely to innovate and think creatively. They feel safe to put forward
new ideas and participate in improving work processes They tend to be more thorough and try to achieve better results. A high
sense of involvement and job satisfaction makes Gen Z more efficient in completing their tasks. They tend to manage their
time better and reduce errors that can occur due to lack of motivation , J.M., & Campbell, S. M, 2012). Research conducted by
Bellido Christine (2020) from Northcentral University US which was carried out using causal-comparative quantitative
research methods with research Objectives show that employees with high intrinsic motivation will be more empowered and
encouraged to work more efficiently and effectively. This benefits the organization as employees become more productive,
leading to improved overall company performance.

This research aims to examine how environmental, social, and governance (ESG) factors influence employees' internal
motivation and how this differs across generations, particularly Generations Y and Z. Design/methodology/approach: An
extensive literature review helps in generating hypotheses study. Additionally, 845 online questionnaires were processed via
Amazon Mechanical Turk and responses were analyzed using multiple regression and correlation analysis models. Findings:
ESG related to the environment and society was found to have a significant relationship with employees' levels of intrinsic
motivation across all generations included in this study. The results show that Gen Z considers environment-related ESG to be
slightly more impactful than Gen Y. In contrast, Gen Y considers society-related ESG to be slightly more impactful than Gen
Z. Finally, it is found in all data models that the impact of governance-related ESG is not supported and unconvincing.
Limitations: Due to limited time and resources, this study uses limited sample data. It is recommended that future research
consider collecting more data that specifically includes people from newer generations. Future research would also be more
appropriate if it used more moderators and a variety of analysis methods (such as path analysis, factor analysis, structural
equation modeling). Implications: Implementing ESG initiatives in the workplace can provide global benefits for businesses.
Prospective employees are becoming increasingly aware of the companies they choose to work for. Therefore, when companies
incorporate ESG (Environmental, Social, Government) factors into their organizations, employee motivation tends to increase,
ultimately leading to profitability and long-term success. This study will further contribute to the growing body of evidence
supporting the idea that ESG initiatives are a critical component of business success. Additionally, this research can serve as a
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persuasive catalyst for companies and society to embrace and adopt ESG initiatives. Contribution: This study will be one of
the first to contribute to research on the impact of ESG initiatives on intrinsic motivation among different generations, including
Gen Z.

V. CONCLUSION

Generation Z and millennials have different reward preferences in the modern work environment. Generation Z values
instant recognition and feedback, which is a result of their upbringing in a hyper-connected, technology-based environment.
They prefer rewards that are quick and easy to access, such as digital recognition and praise on company social media.
Millennials, while also appreciating feedback, place greater importance on formal recognition and long-term career
development opportunities, such as upskilling and promotions.The need for recognition and feedback is very high for both
generations because they grew up with instant communication through technology. Instant recognition and feedback is
important for understanding real-time performance, rapid improvement, continuous skill development, and job satisfaction.

Generation Z values flexibility in work, including work-from-home options and flexible work schedules, to fit work
into their personal lives. Millennials are focusing more on work-life balance policies that support their overall well-being, such
as flexible leave and mental health policies. Both generations prioritize a balanced life experience where work does not
dominate their personal lives. Generation Z values opportunities to learn and grow, especially in developing digital and
technology skills. Millennials are focused on opportunities for promotion and professional development in management and
leadership skills. Both generations recognize the importance of developing new skills to stay relevant in a rapidly changing
world of work. Technology-based reward systems may be more effective in increasing job satisfaction and employee retention
for Generation Z compared to millennials. However, further research is needed to confirm this.

Theoretical Implications

The theoretical implications from the conclusions about the differing reward preferences between Generation Z and
millennials in the modern work environment can be examined through several lenses: (1) Expectancy Theory. Generation Z:
The immediate and digital recognition aligns with Vroom’s expectancy theory, which posits that motivation is influenced by
the expected outcomes of performance. For Generation Z, the expectation of quick feedback and recognition enhances their
motivation. Millennials: Formal recognition and long-term career development are aligned with their expectations for career
progression. They are motivated by the belief that their efforts will lead to significant, long-term rewards. (2) Maslow’s
Hierarchy of Needs. Generation : Their need for instant recognition fits within the esteem needs of Maslow’s hierarchy. Digital
praise and immediate feedback fulfill their need for respect and self-esteem. Millennials: The focus on career development and
work-life balance aligns with both the esteem and self-actualization levels of Maslow’s hierarchy. They seek growth and
fulfillment through professional development and balance in life. (3) Herzberg’s Two-Factor Theory. Generation Z: Instant
recognition can be seen as a motivator (intrinsic factor) that directly influences job satisfaction. Millennials: Opportunities for
advancement and recognition are also motivators, but they additionally value hygiene factors (extrinsic factors) like work-life
balance policies to prevent job dissatisfaction.(4) Generational Cohort Theory. This theory posits that the shared experiences
of a generation shape their attitudes and behaviors. The differing reward preferences between Generation Z and millennials
can be attributed to the unique historical and social contexts in which they grew up. Generation Z's preference for instant
recognition can be linked to their immersion in digital technology from a young age, while millennials' focus on formal
recognition and career development reflects their formative experiences during economic fluctuations and a competitive job
market. (5) Social Exchange Theory. Generation Z: Their need for quick feedback can be seen as a form of social exchange
where they expect immediate returns for their efforts. Digital recognition acts as a currency that validates their contributions
in real time. Millennials: They engage in a longer-term social exchange, where they invest in their work with the expectation
of future rewards such as promotions and professional development. Their focus on work-life balance also reflects an exchange
where they give their time and skills in return for supportive policies that enhance their overall well-being. (6) Technology
Acceptance Model (TAM). The preference of Generation Z for technology-based reward systems indicates a higher perceived
usefulness and ease of use of digital platforms for recognition. Their familiarity and comfort with technology make digital
reward systems more acceptable and effective. For millennials, while they are also tech-savvy, their appreciation for formal
and structured recognition systems suggests that they value a blend of traditional and technological approaches in workplace
rewards.

Practical Implications

Understanding these theoretical implications helps organizations tailor their reward systems to effectively motivate and
retain both Generation Z and millennial employees. For instance: (1) Implementing real-time feedback tools and digital
recognition platforms to cater to Generation Z. (2) Creating structured recognition programs and clear career advancement
pathways for millennials. (3) Balancing flexibility in work arrangements with policies that support overall well-being. (4)
Providing diverse learning opportunities that align with the skill development needs of both generations. By integrating these
theoretical insights, organizations can create a more inclusive and motivating work environment that meets the unique needs
and expectations of different generational cohorts.
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