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[bookmark: _Toc99639973][bookmark: _Hlk99651394]Task 1: What is the most effective way to motivate staff?’
[bookmark: _Toc99639974]Introduction
	Employee motivation in the organisation can be defined as the energy level, enthusiasm, amount of creativity and commitment of an employee working within an organisation. In addition to this, the motivation among staff is an intrinsic as well as an internal drive that is used to increase actions and efforts towards activities related to work. A highly motivated employee can contribute to the growth and increase the performance level of an organisation; it ultimately increases the level of productivity and creativity towards work (Asaari, Desa and Subramaniam, 2019). There are various methods that are utilised by the employer or manager within the organisation in order to increase the motivation level of employees, such as offering them rewards, meeting their demands, increasing the job satisfaction of staff, providing flexible scheduling, being transparent, facilitating positive feedback, be respectful, supportive, honesty and offering them rewards. In addition to the methods, recognition of employees, making the workplace environment pleasant for staff and providing them training or development opportunities can improve the chances of success of an organisation (Bishop, 2016).
	However, there are various challenges that affect the motivation level among staff members, such as fear of failure, not adapting to change, lack of interest, lack of expectations of success and low level of self-confidence (Morris, 2018). In support of this, this report entails the challenges associated with motivating staff and the methods that can be utilised to motivate the staff members.
[bookmark: _Toc99639975]Challenges of Motivating Staff
	In the viewpoint of Morris (2018), there are various challenges that negatively impact the motivation among staff members, and they are not able to retain or stay with the organisation for the long term. It is estimated that most employees decide to quit their job due to a lack of motivation and if they receive better work opportunities or offers in some other jobs. In addition to this, the corporate incentive programmes are quite effective in terms of motivating the employees. The primary challenge faced by the employees is to establish work-life balance and the particular reason for this circumstance is that employees' expectations from employers are to establish a balance between work as well as personal obligations (Asaari, Desa and Subramaniam, 2019). However, the employer side ineffectiveness ultimate affects the morale of employees, and eventually, it results in a lack of motivation among the workforce towards the organisational responsibilities and the allocated tasks. The challenge faced by employees in order to get motivated while working in an organisation is that they are not being treated as an integral part (Morris, 2018).
[bookmark: _Hlk99651464]	In a similar context, the manager or employer who mistreats employees and does not provide health and well-being reported that they have less motivation for their work. However, in the year 2020, 57% of firms in the UK undertaken the steps in order to enhance the health and well-being of employees, especially focusing on their mental health (Stewart, 2021). The needs of the employees, when not fulfilled or met, then they become challenges for the organisation to increase their motivation towards work. It has been figured out that employees have different attitudes, beliefs, values, backgrounds and thinking. Furthermore, low self-confidence, fewer expectations for success, fear of failure, anxiety about attainment and lack of interest results in less motivation in the workforce (Asaari, Desa and Subramaniam, 2019).
[bookmark: _Toc99639976]The different ways that staff can be motivated
	There are a lot of methods that can motivate the staff members within an organisation but utilising the most appropriate method, or multiple methods can provide benefits to an organisation in terms of growth, improving performance and increasing profitability. In support of this, Maslow's Hierarchy of Needs Theory states that the motivation of employees can be determined by the fulfilment of five basic needs of employees from an organisation such as physiological needs, safety needs, love and belonging, esteem and self-actualisation (Bishop, 2016). Physiological needs refer to needs such as food, water, air, shelter, clothing, and sleep; safety requirements mean resources, personal security, employment, property, and health. In the context of love and belonging requirements, it refers to friendship, a sense of connection, familiarity, and friendship. Esteem is a need that refers to freedom, recognition, strength, respect, self-esteem, and status; such needs highly contribute to the motivation of employees. Furthermore, self-actualisation is at the top of the pyramid developed by Maslow that refers to attaining an individual's complete potential, including creative activities and motivations (Bishop, 2016).
[bookmark: _Toc99639977]Pay
[bookmark: _Hlk99651599]	It is well-evident that an individual who is higher or getting higher pay in the workplace would be more motivated towards the organisational activities and allocated tasks. A person earning a higher salary feels motivated enough to give the full potential at work, and the particular reason behind the intrinsic motivation is to retain the position; a higher salary, when provided by the employer, makes the employees feel that they value in the organisation and their efforts are quite effective for the organisational performance (Barba-Sánchez and Atienza-Sahuquillo, 2017). The security-related feeling increases when the employer provides higher or adequate pay to the employees; it ultimate provides a sense of feeling among employees, which is related to the status of ranking. In support of this, the power of pay or money results in the motivation of staff as it is explained in the theory of Reinforcement; according to this theory, if pay in an organisation is contingent on performance, then it will encourage the employees in order to maintain a high level of effort. In addition to this theory, the behaviour that as a rewarding experience is likely to be repeated again, and the implication for payment is quite high employee performance is determined or followed by monetary rewards; it will make the employee performance in the future more efficient (Susanto et al., 2021).
	In addition to this, the Expectancy theory also states that or predicts that employees working in an organisation will be motivated in conditions when they believe that job performance can be better by putting in the effort; further the better job performance will result in rewards given by the organisation, for instance, increase in pay or salary. The primary motivation behind employee productivity and performance is higher pay. Therefore, it is important for an organisation to focus on providing higher pay to the employees as it can result in more motivation for work (Barba-Sánchez and Atienza-Sahuquillo, 2017).
[bookmark: _Toc99639978]Recognition and Awards 
In order increase the satisfaction level among the staff members or employees, it is important for an organisation to provide them respect and dignity for their efforts exerted in the job role. In this case, recognition is a principal element within an organisation that motivates employees efficiently as it facilitates a sense of accomplishment, and it ensures that employees feel valued at the workplace (Asaari, Desa and Subramaniam, 2019). In addition to this, recognition of the staff members boosts the engagement level of employees at the workplace as they become more active and engaging in the given tasks. It is found that it not only boosts engagement, but it also enhances the level of creativity, productivity and loyalty towards the organisation, further increasing the retention rate of employees. In the context of awards, such elements in the organisation ultimately increase the motivation level of employees; providing awards is quite important as it is cost-effective (Gallus and Frey, 2016).
	Award given to an employee is considered a win-win situation in which both the parties win, employees as well as the company; the actions of the organisation towards employees must be rewarding and positive in order to attain their high performance along with productivity level (Gallus and Frey, 2016). In support of this, Herzberg’s Motivator Hygiene theory states that job dissatisfaction and satisfaction are two different elements. In order to satisfy or meet the needs of employees, it is important to provide rewards, recognition, higher pay, and security for the job. Moreover, such benefits, when facilitated to the staff members, eventually increase their motivation to work. However, the absence of hygiene factors negatively impacts an organisation, such as quality management, effective policies, working conditions, the culture of the organisation, job security and the interaction with the employees. The requirements of employees must be fulfilled by an organisation in an effective manner that can further contribute to the spike in motivation level (Chiat and Panatik, 2019).
[bookmark: _Toc99639979]Additional Holiday
	It is well-evident that when employees are being provided with pay leaves or casual leaves, their motivation level increases as they have time to overcome with work pressure and stress they had during the working days. Additional holidays when provided to employees, incline their loyalty towards an organisation. When employees are provided with additional holidays, the level of relationship between both parties is fostered, and the employees feel pampered. Thus, it is important for an organisation or the managers working in the organisation to manage the work effectively, which can eventually help in providing leaves to the employees (Jerzy and Elżbieta, 2017). Additional holidays have various advantages in an organisation as it reduces the absenteeism issue, and it also increases the transparency between the management and employees. It is found that additional leaves or free leaves can reduce the sudden leaves taken by employees as they will have casual leaves that can make them feel secure. Sudden leaves and the absence of a workforce can negatively impact the business and the overall performance of an organisation, but with the help of an additional leave strategy, sudden leaves can be declined (Brhane and Zewdie, 2018). 
[bookmark: _Toc99639980]Good Working Conditions
	It is found that different methods such as clear expectations, attaining goals, setting goals, feedback, recognition and encouraging engagement positively contribute to the motivation of staff members. In relation to this, the work culture plays an important as employees, when provided effective working conditions perform to their full potential, and it also flourishes positivity in the working environment of an organisation; in this case, most leaders prefer to learn about different strategies and methods of employee motivation (Brhane and Zewdie, 2018). The growth of an organisation is highly dependent on the working conditions it provides to the employees, as better working conditions definitely increase their productivity and creativity level. The interest of staff members in work is boosted by an effective working environment as well as conditions. An example of good working conditions can be good physical conditions such as proper ventilation, adequate lighting in a workplace. Moreover, maintaining a good relationship with the superior, less stress or tension on the job, and the freedom to adopt the approach of working as well as providing flexibility contribute to good working conditions (Taheri, Miah and Kamaruzzaman, 2020).
	Employees feel more motivated at the workplace where the employer provides them meals, welfare facilities and positivity in the workplace culture (Sabir, 2017).
[bookmark: _Toc99639981]Conclusion with a Recommendation
	It has been concluded that motivation among staff members is quite important for an organisation as it allows the management to meet the objectives of an organisation and its goals. In addition to this, without the motivation of employees, an organisation can be in a chaotic situation as less motivated employees do not work to their full potential, which further results in decreasing overall productivity or performance in the business. In the business world, where competition is rapidly increasing in every industry, it becomes vital for an organisation to stay competitive and be productive to meet the demands of consumers, and it is possible via proper motivation facilitated to the staff members.
	It can be recommended that by using a reward system and incentive system, an organisation can gain an advantage as both strategies increase the motivation level among employees. In addition to this, providing rewards, recognition, and higher pay to the employees collaboratively meet their all-basic needs that increase their motivation level as well as performance level within the job task. Consistent motivation for employees can reduce the staff turnover rate and foster retention of experienced, skilled, and proficient employees (Sabir, 2017).
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