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Introduction
The strategy adopted by the organisation to maintain the motivation of its employees is important for its organisational culture and productivity (Panait & Panait 2018). This includes effective communication of the leader, which influence the motivation level of the employees (Murray, K 2021). There is a strong relationship between the productivity of an organisation and the motivation of its employees (Alagele 2020). Satisfaction of the employees determines their level of creativity, which contributes towards the goal of the organisation (Alagele 2020). The motivation policy adopted by the organisation may be financial or non-financial (Panait & Panait 2018). The financial methods include the cash rewards such as salary, bonus, dividends etc. However, financial rewards do not guarantee the loyalty of the employees (Panait & Panait 2018). Non-financial motivation is related to the needs of the employees, such as the need for sociability, power, existence and development (Panait & Panait 2018). This research paper focuses on the different effective ways to motivate employees, such as pay, recognition, awards, holidays, working conditions etc. The research explores the various literature that discusses the impact of the mentioned strategies on the motivation and performance of the organizational members.  Further, the paper recommends the most effective strategy to keep the employees motivated. 
[bookmark: _Toc109119497]Different ways of motivating employees 
[bookmark: _Toc109119498]Impact of Pay on employee motivation 
Many theories show the effect of salary on the motivation of the employees. According to the equity theory, inequity is when an individual perceives the difference between the ratio of his outcomes and inputs and also the ratio of others' outcomes to their inputs (Benedetti & Chen 2018). These discrepancies are felt when the employees have different salary structures for the same work profile. If the ratio between the salary of the CEO and worker is very high, then the feelings of inequity may affect the motivation of the employees. Such feelings of injustice can affect job satisfaction and employee motivation level. 
Research shows that there is a direct connection between extrinsic rewards like pay and bonus and the motivation level of the employees (Ekhayemhe & Oguzie 2018). The talent pool maintained by a company can help it gain a comparative advantage over its rival companies. Human resources can be sustained and optimally utilised by using various motivation strategies, particularly by providing a reward. The reward structure of a company should be such that it increases the motivation and job satisfaction of the workforce. This reward structure, which includes pay, should be related to their efficiency and performance level. It is important to evaluate the performance of the employees with the job compensation, in order to maintain the talent of the company.    
The wage policies adopted by the companies, to motivate employees include a package of competitive salaries and a lower-wage gap between the high-ranking executive and low-rank workers (Cardinaels, et al. 2022). Such instances were noted when Pharmalogics Recruiting offered a 33% salary hike to the entry-level employees in the year 2016 and Gravity Payments doubled the wages of its lower-level employees (Cardinaels, et al. 2022).    
In the UK, Zero Hours Contract (ZHC) is practised in the hospitality industry (Filimonau & Corradini 2020). Zero Hours Contract offer hourly paid employment with minimum wage, no fixed working hours, job security or obligation. This highly debated work structure does not provide any stable income to the employees and job regularity. ZHC is a major source of demotivation among the workers, especially among the low-paid entry-level workers in the hospitality industry. Herzberg claimed that wage is a hygiene factor in employee motivation, which implies that if wage is perceived by the employee as low and unjust, then it prevents job satisfaction (Filimonau & Corradini 2020). In fact, unfair wages offset the positive effects of appreciation from the manager and positive relationships at work (Filimonau & Corradini 2020). This settles the idea that unfair wages have a negative influence on the motivation of the employees. 
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Motivation of the employee is a driving force, that triggers the behaviour in achieving goals, and maintains consistency in his focus and performance. In fact, the motivation of the workforce of an organisation is directly related to their performance level and commitment. Research shows that the motivation of the employees can be raised by giving awards in order to match their contribution to the organisation (Zacharias et al. 2021). In addition to financial compensation, recognition and rewards play an important role in boosting motivation of the employees (Božović et al. 2019). 
Research shows that both financial incentives and prizes drive the worker’s motivation level to perform better (Bruni et al. 2020). It is human nature to value honour, recognition, glory and shame and they have proved to be strong drivers of human behaviour (Bruni et al. 2020). Many economists advocate that rewards can be used to manipulate human behaviour at will, to achieve predetermined goals (Bruni et al. 2020). 
Recognition increases the intrinsic motivation of the employees, by raising their self-esteem and actualisation, which eventually improves their productivity (Bosire et al. 2021). Recognition programs make the employees feel valued and appreciated by the management of their organisation. Advocated by B.F. Skinner, Reinforcement Theory claims that positive reinforcement can be linked with desired behaviour (Bosire et al. 2021). This implies that the workers will be motivated to perform better if they know that their hard work will be recognised and rewarded. This theory promotes award and promotion programs, which can be used as effective instruments to motivate and empower employees. As such, positive reinforcement can trigger the repetition of desired behaviour. An example of positive reinforcement is recognising an employee for punctuality. In fact, awarding the said employee will increase the probability of repetition of the positive behaviour. In other words, it is wise to encourage the workers that exhibit positive behaviour. 
Reward and recognition drive the motivation of the employees which increases their productivity and engagement (Rai, et al 2018). Engagement relates the employees with an outcome of the company, which includes customer satisfaction, higher productivity and performance. When an employee starts caring about the outcome of the company, his performance naturally improves. Reward and recognition enable a worker to accept the outcome of the company as his concern, which then increases his productivity and creativity.
[bookmark: _Toc109119500]Additional Holiday
Including holidays is one of the main options that can improve the working environment in an organisation. It is noted that the inclusion of an attractive holiday structure can improve the organisational reputation among the working staff. Alam et al. (2019) argue that the leave and holiday structures aid to increase employee motivation and increase productivity effectively. The holiday structure is considered to be a notable factor in maintaining the social compliance of the companies.  Therefore, an attractive leave structure is considered to increase brand recognition in the labour market, which can also impact effectively on the performance of the employees. As per Syahreza et al. (2017), adequate leave periods are considered to bring forth passion and energy among the employees which can help the organisation to attain desired performance as well. The rise in performance can assist the company to overcome obstacles in the competitive arena both regionally and globally. It is noted that the effective leave structure supports Maslow's Motivational Theory where the social need of employees is being addressed effectively by the organisation to improve the work culture (Velmurugan and Sankar 2017). It is noted that a specific hierarchal structure is followed in Maslow's Motivation Theory where self-actualization, psychological and safety measures are considered as one of the important factors to attain employee motivation. An attractive leave structure in an organisation ensures the social concerns of an employee which can develop the importance of human resources in an organisation. The use of optional holidays based on work performance is, therefore, considered as one of the primary advantages that can enhance the overall operational performance of the organisation.
Alam and Alias (2018), state that the improved holiday structures also aid to improve the organisational inter-relationships among the members. Therefore, an influence on productivity is considered as one of the main concerns that help in the development of organisational behaviour. The additional holidays are considered to be an important part of the employee welfare in an organisation where the increase in labour engagement helps the companies to gain efficiency as well. Raheja, D. and Bano (2016) state that optional holidays are an important part of developing organisational productivity. Including paid holidays in the performance-based benefits in an organisation assists to improve the work culture. It is seen that in the economic sector of Saudi Arabia, such systems are prevalent where relaxation on paid leaves is proportional to the performance of the employees. Therefore, practical applications through the increasing of holidays, are an important part of attaining organisational development.
[bookmark: _Toc109119501]Good Working Conditions
[bookmark: _Toc109119502]Employment welfare
Depending on the organisational culture the welfare programs are aligned for the development of the companies. It should be noted that specific sections like pay scale hikes, incentives and work pressure are considered as the main programs for the development of the welfare of employees. Employing the young generation in handling project pressure is one of the prime concerns for the organisation, and therefore, including flexibility in the work culture is considered as the main option for attaining productivity. As noted by Kluve et al. (2016), wage subsidies, training and assistance pathway is considered to be one of the main concerns for the development of the working environment in the workplace. Attaining parity and making the work pressure amiable are considered to be the main factors to maintain the efficacy of the organisation. It is noted that addressing social problems of the employees can help to improve their motivation. The welfare programs focus on reliving the mundane complexity of the work process that is faced by the organisational members (Chiapello and Knoll 2020). As a result, the inclusion of job security, effective teamwork initiatives and assistance programs help to elevate the employee welfare programs, which in turn influences the organisational culture.
[bookmark: _Toc109119503]Amiable power distance
Maintaining the hierarchical balance is another important factor that can develop the overall condition of the companies. Schaubroeck et al. (2017) argue that maintaining humility in the leadership process is one of the main factors that can help to attain efficacy in the company structure. Delegating the authoritarian power is considered to be one of the most important factors, that can help to manage amiable power distance in the organisation. The amiable power distance further assists in increasing the communicational power in the organisational context. Therefore, increased productivity and power can be attained in an organisational background. Elevated forms of coordination and improved project handling can be attained by the companies as well.
[bookmark: _Toc109119504]Advanced infrastructure
Developing the overall infrastructure of the companies can help to increase employee engagement in the companies. The involvement of technology for the betterment of the employees is one of the key factors to raise the overall condition of the workplace. As per Razzaq et al. (2021), infrastructural development helps in elevating employee motivation and operational parity in an organisation. Therefore, economic boost and brand recognition are the innate qualities that are achieved by companies through infrastructural change. However, an incumbent effect on the lowering of CSR can also be addressed through infrastructural development. Lowering CO2 emissions is a spontaneous initiative that is being taken in the infrastructural development of organisations as well.
[bookmark: _Toc109119505]Conclusion and Recommendation
Employee motivation is one of the key elements to increase organisational reputation and gaining a competitive angle through customer engagement. In the post-pandemic era, the use of employee motivation is considered as one of the most effective measures to maintain the business process as well. Reviewing the employment progress can help in gaining motivation by bringing forth amendments to the company policies. Therefore, the application of the verification in the pitfalls of organisational members, can improve the work culture effectively.  Specific processes like the development of holiday structure, considering the wage scale, awards and organising of a welfare community can help to maintain the employee motivation in an organisation. Bringing forth the automation and training process is considered to be the most eminent process to gain employee motivation in an organisation. Formative training can elevate the inter-communication among organisational members, which can bring forth an organisational innovation in the process as well.
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