

What is the most effective way to motivate my staff??	Comment by Parveen Atchia (1907752): 

Business Managers and owners have been researching human motivation layout a test model of the course of action that will help leaders to guide their staff toward motivation that can only increase productivity and enjoyment (Susan fowler, you, 2014) The new science of leading, energizing, engaging. The need for self-efficacy and being skillful in activities refers to competence. (White, 1959).
 In a workplace setting, competence represents an employee feeling capable of accomplishing challenging tasks and being efficient. (Deci et al., 2001; White, 1959). 

 According to (Frederick, Hertzberg, (2008) reducing the time spent at work is a great way of motivating staff 6 ½ hours weekly instead of 7 hours per week but the phycology of this approach here seems to be those who work together, play together. Facts in this approach are to motivate people to need more hours at work fewer; Spiralling wages might motivate staff well some medievalists can still be heard saying the good depression will get the employees moving and they feel that rising wages won’t or don’t do the job but reducing them as nowadays people work less get paid more. (Frederic, Herzberg,14 July 2008). However (Brian, Tracy,2018) says that you should make others appreciate you and be motivated he said the best leaders will complement their staff care where they will be happy and go home talking to their friends and family about it.

 You should have a leadership style called golden rules management engage your staff daily with a conversation show them there they are more for you communicate your golds to your employees and share let them know your gold, as your employer will like to know that they are helping to their company to reach there long term golds, Psychological need satisfaction of employees is an important basis for their relationship cultivation with the organization (Tao et al., 2018). 

Employees are more likely to develop a trusting relationship with their leader and organization when they perceive competence by the organization whereas some leaders think intentionally challenging their employees may hurt their morale the reality is thought nothing can be b further from the truth few people think enjoy doing mundane main less task the chances are people who work well under you will take easily challengers nothing can be more rewarding than talking challenges overcome the changes and will appreciate it and help your staff by growing faster in ability and confidence make them responsible to discipline themselves to in future achieve greater task give guidance to advance their careers set right examples to your team be a mentor successful.[Brian Tracy., 5jully, 2018]. Trusting leaders can be developed when leaders use empathetic language to encourage and praise workers and care for their well-being. (Saros et al., 2014).

Additionally, such leadership support care and encouragement are much needed especially during this challenging pandemic situation say to (Hofmeyr et al., 2020). The strong bond that employees form with an employer may be positive in engendering employee trust towards the organization, as long as leaders are messengers for the organization (De Vries et al., 2010).
Leadership use of meaning-making language that empathizes value-based communication and connects employees’ personal goals with the higher purpose of the organization is inspiring and motivating, which can also bolster employee trust toward the leader (Seppänen et al., 2014). Therefore, language can help build shared identity inside the organization which can foster employee trust toward the organization. (Mayfield & Mayfield, 2018).
Scholars have identified that trust in leadership and organizational trust are two related but distinct variables. While trusting in leadership is more associated with ability, benevolence, and integrity, trust in the workplace is associated with proper structures (e.g., policies and contracts), organizational justice, support, communication, and culture. According to (Stella, Cottrell PG 2OO) several companies have gained investors in people(lip) status is an approach which companies use to welcome questions and interview how to develop their staff about what step they will take to develop themselves professionally if a company have a (lip) status which demonstrates that the company has demonstrated commitment and training and development toward their employers, At a workplace where equal opportunities matters employer will make references being an equal opportunity employer are keen to be seen making effort on the equal opportunity that does not mean that all company will affect all workers equally however if equal opportunities matters to you working in the palace with equal opportunities will make you feel more comfortable. (Stella, Cottrell., Palgrave ., 2003)

According to (Tan and Tan.,2000) trust in organizations refers to employee confidence that the organization’s activities will be beneficial at best, or at least not harmful. However (Chathoth, et al,2007) indicated that trust results when competence, integrity, and openness exist within organizational relationships and actions, some companies expect their graduate employer to move quickly from one post to another, this may mean traveling and work opportunities to different countries to gain experiences in numbers of the area while traveling overseas. Larger companies will usually detail such opportunities, a small company are not usually able to create such opportunities so this may affect the kind of company that will suit you however a small company may be growing quickly and would offer different kind of opportunities to employees who in their company from bigging. (Stella, Cottrell pg. (201). 
Lots of companies and employers will expect you to know something about the general areas from having to talk to others or basic research, while doing this you would know that there are some companies where their work condition and information matters, for examples pension, holidays, bonuses and so forth. (Stella cottrellpg204), Working directly through a virtual team can hardly resemble the richness of face-to-face communication, and therefore it is important for leaders to clearly state their expectations, directions, and vision to assist employees to work efficiently. (Kniffin et al., [2021)

Findings from previous research supervisory communication styles, skills, and effectiveness can influence employee attitudes, behaviors, emotional capital, and organizational performance (Cardon et al., 2019; De Vries et al., 2010; Men, 2014), including employee trust. (Burke et al., 2007). According to the cognitive trust test, the leader's available knowledge and affective trust consist of the emotional bonds between employees and the leader (McAllister, 1995). However Supervisory leadership communication represents a major component of an organization’s internal communication system (Men &Bowen, 2017).To fill the aforementioned research gap and explore the impact of supervisory leadership communication on employee trust during the pandemic, this study incorporates a motivational language theory called the Theory Motivating  Languages.
 The study also expands the explanatory power of MLT [Motivating, Language, and Theory
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As the above picture shows Leadership effectiveness, trust stems from two distinctive psychological processes: cognitive and affective trust (Dirks & Ferrin, 2002; McAllister, 1995)while researching on their staff.

According to the Guardian Newspaper(Sarah, Butler wed 16 Feb 2022 11.33 GMT) Steve, Rowe, the chief executive of M&S, said by once again increasing our investment into one of the best all-round rewards offers for store employees across retail, we decided to make that every colleague, whatever they do and wherever they work, is properly rewarded and supported in the most way by motivating by increases there wages across our retail and hospitality field as well as all medical check-up  GP Services and advice on financial management.


There is a few more Organization and retail department who have to increase their employee salary and will increase the price of their product all this change is due to a labor shortage in the United Kingdom some of the retailers have already increased their employees’ wages from 2021 for example,(Aldi) £10.57 10.7% increase March 2022, (Lidl) £10.10 6.3%, (Sainsbury's) April 2022 (Argos) £10.00 5.3%,(Morrisons) £10.00 8.7%,[Marks & Spence]r £10.00 5.3% April 2022,(Pert a Manger) £9.80 10%(Tesco) September 
2021(the store staff) £9.55 2.7, (Costa)£9.36 5% February 2022. Guardian graphic/source However £10 an hour for its lowest-paid shop workers. (Aldi) increased minimum hourly rates for shop workers to £10.57 an hour from £ 9.55 nationally this month, a near 11% rise, and £11.32inGreater London from £11.07 as the quality of life in London is higher as it’s an expensive place to live that why the wage is higher in London than anywhere else in the United Kingdom. Labor shortages have pushed up wages in the retail and hospitality industries. (Photograph: Maureen McLean/Rex/Shutterstock).


To conclude this document Is secondary research that I did Use different approaches from different sources on how to motivate employees efficiently, looking into all those approaches that leaders and organizations had done about their staff so that they could understand and know what their employees need to be able to help and motivate their staff. Different leaders have different approaches to communicating with their employees effective, (Covid 19 pandemic) have caused of o changes in people’s lives and in their workplaces, some of the primary research did show how phycological approach and trust communication is important to make staff motivated and more efficient MLT, STD experiment were, the most common basic need for your staff to be motivated will Psychological, Autonomy, Competency, and Relatedness.
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