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WHAT IS THE MOST EFFECTIVE WAY TO MOTIVATE STAFF?
One of the most important topics around the business sector as that of motivation in the most recent decade. The ability to motivate staff to work within any organisation to help achieve the goals and objectives of the corporation is certainly something that most managers are trying to understand and perfect. It is argued that an understanding of what motivates staff will lead to organisational success, these essentials need for the staff could range from financial and non-financial rewards. 
Motivation can be defined as the ability to “power people to achieve high levels of performance and overcoming barriers to change” (PMBOK). This therefore states that the ability to get people working at a very high level which is beyond what they would normally due can be accrued to them been motivated. Furthermore, motivation is also referred to as “the reasons underlying behaviour” (Guay et al., 2010, p. 712). What this means that for a staff member to work towards achieving the organisational goals to a high level, there must have been some reasons behind it which is akin to motivations.
This report will analyse with sources the most effective way to motivate a staff with an insight into areas such as pay, recognition and award, additional holiday, and good working condition. This will highlight how these 4 key points can be used to motivate staff to achieve organisational goals and objectives. Key examples will be drawn from various sources and from real life organisational examples to support various assertions.
Pay
One way staff can be better motivated is by financial incentives which Abraham Maslow describes in his theory as motivation the “Hierarchy of Needs” (1943) as the Physiological needs. As described by Abraham Maslow (1943), the physiological needs entail the ability to earn a base salary and having a good workplace that encourages productivity. Monetary incentives act as a form of stimulant for greater productivity and this includes the zeal, tenacity and general enthusiasm associated with work and it is vital in aiding an employee in recognising their achievement (Park, 2010). This means that the pay acts as a form of extra push to a staff to work more and is fuel to help them measure their productivity in the time put in at work or the services they are rendered at work. This can take the shape of overtime pay, sick pay and even bonuses. This has been seen to maintain a positive work environment, increase employee zeal and ensure that staff remain interested in the job (Beretti et al., 2013). This means that when pay is increased or is available without delay, it can shape the positive behaviours which the organisation wants to see in the organisation and help in achieving set goals. The pay packet should be commiserate with the position and output and members of staff will feel demotivated if they sense they are undervalued by receiving less in comparison to the work they do. It is therefore important to pay according to productivity and position and consider what close competitors are paying to ensure that staff remain excited and motivated working for the organisation.
Recognition and Awards
These involves a sort of merit for the level of work done and the productivity that the staff members are bringing into their daily work. These recognition and awards can come in the place of promotion, achievements and also appreciation. It has been argued to promotion creates perceptions of organisational justice which influences job satisfaction (Garcia et al, 2012). This is because staff work harder to compensate for their incompetence and therefore, they anticipate some form of promotion for the work they put in (Koch and Nafziger, 2012). The staff members are desirous of promotion opportunities as this bring them psychological satisfaction from their jobs. Also, a recognition of the performance in the form of awards is something that can easily motivate employees. The awards given in reference to the staff achievements are very unique and this can spur them on to do even more (Hunter et al, 2012, Satyawadi and Ghosh (2012). Simple achievement awards such as staff of the week, best staff of the year or even most productive/helpful staff of the year all of which brings satisfaction into the organisation and a satisfied and happy staff makes for a well-motivated staff. Any staff member that is achievement motivated seeks rewards and awards for challenges they have faced and conquered at work. Furthermore, the recognition and awards are a very good way for organisations to measure the productivity levels of the staff members and it is also it helps the staff members to get feedback from the employers on the work they do to help them watch their progress. This is well supported by the assertions of Mahazril et al, (2012), when he argued that communication and rewards motivate staff to work, and this has been proven time and time again. 
Additional Holiday
As stated by Harvey (2013), that an employee seek stop be accepted as part of a group or team at their place of work. The staff wants to feel that their contributions are appreciated, worthwhile and acknowledged. Therefore, it important for employers to look beyond the traditional mods of motivation such as pay and career growth to more social and lifestyle factors that is important to members of staff when seeking better work balance. This could include having the opportunity to have additional holidays when their productivity has matched such expectations. This could also mean flexible working times which could be giving them more time offs to regroup and recharge their batteries for better efficiency. Kingira and Mecib (2010), argued that “social opportunities providing at the highest level with working period leads the employee to achieve their goals of the organisation”. Therefore, a social opportunity for any staff is vital in boosting their motivation to achieve set out goals and objectives. When looking at holiday period away from work, staff will see that the higher their levels of productivity the more they are likely to get additional day offs so they can spend more time with their families. A staff member who is inclined to spend time will the family is more likely to be better motivated when given time to go home to spend with his loved ones. That staff is almost duty bound to repay the time given him/her by putting in more effort to say thank you.

Good Working Conditions
Good working conditions is very important for the joy and satisfaction of the staff members and is linked to productivity. According to Jung and Kim (2012), a good working condition can increase the staff job satisfaction and the overall employee organisational commitment. The employees are more inclined to come into a good working environment that is full of joy and happiness and staff cohesiveness, and this will invariably increase performance. The work conditions include safe spaces, health and safety provision, staff welfare and general clean air space. It was reported that the staff members of most IT companies are given the opportunity to work in very flexible environment such as from home, within an open space in the office and are even afforded a nap break to help stimulate their minds. The success of IT companies is too huge to ignore and the ability to a brain to function within a good working condition and rest is beyond mere words. This is because employees’ jobs involve the use of both mental and physical prowess and therefore a bad working condition will have a huge negative reaction to the performance of the staff. A good working environment is also involves the employees having relationships that are well structured and this is important for productivity as supported by Williams et al. (2003). It is therefore imperative to provide good working space, sound relationships between employers and employees and the little thing that can provide an emotional satisfaction as work. A well satisfied staff member is one that will add to their levels of productivity.

Conclusion
Motivation works as a catalyst for employees that work in an organisation to increase their performance in a much better way than they would normally do if they did not have an incentive. In this report, 4 keys ways of motivation have been highlighted which includes pay, recognition and awards, additional holiday and good working condition. All of these motivation techniques have been acknowledged to be key with the potential to cause an increase in employee motivation and heightened performance and to give the management the tools needed to achieve organisational goals and objectives. It is vital to note that the 4 major areas cover the works of Abraham Maslow hierarchy of needs and therefore indicates that there is need for a bottom to top approach with respect to motivation. Which clearly means that until the baseline for employees are taken care of, you will not be able to achieve any form of motivation. This highlights the importance of pay as a baseline that can be used to further push towards more modes of motivation. 
This report has shown that in motivating employees, various methods of motivation have to be in play because people have different needs. Therefore, an understanding of how employees are motivated is important to understand what strategies to adopt when trying to motivate them to increase performance in their work. It is also imperative to undertake some form of survey within the organisation asking questions on what may motivate so as not to waste time investing so much in a particular method while ignoring the others. This is because the needs of employees are not stagnant and would continually evolve as they grow in their position and attain higher heights both at work and in their social life (Roberts, 2005). This report has shown that there is a strong connection between motivation and productivity, and this means that employers should focus on how best to motivate their work force to ensure higher levels of productivity.

Recommendations
Based on the report, the following recommendation have been made in order to improve employee motivation and performance. Organisations should ensure to standardise employee motivation to reflect the various desires of employees. The report therefore recommends that every organisation should carry out a proper study using market research studies. The organisations should consider training and informing staff to better equip them with things that they need to improve their organisational performance. Also, motivation should be based on industry-based standard to ensure that employees are well taken care of to forestall them moving on to another company. 
The limitation of the study is based on a framework that is constrained to an organisation with 4 key areas. It will be much more expansive to include more motivational methods to encompass more ways of increasing efficiency.
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