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[bookmark: _Toc417747185]Introduction- what is staff motivation?

In order to understand what the most effective ways of motivating staff are, it is essential to define what motivation means. Deckers (2022) describes humans acts as complex, elaborating that behind them there is the force of motivation which represents `a push` into action by a motive, where motive means an internal disposition of the individual, to approach positive situations, and avoid negative ones, while answering to their needs. On the other hand, according to Pinder (2014), work motivation represents a synchronisation of energetic forces which occur both within and beyond humans, in order to stimulate work- related actions and behaviours, determining their form, intensity, duration etc. Mullins (2016) suggested the presence of two different motivator types at work, describing them as intrinsic and extrinsic. Further, he explained that the intrinsic type is sourced within the intangible rewards, the staff receive at work such as feeling themselves as valued edition to the team and the business. On the other hand, Mullins explained the extrinsic type to be sourced within the tangible rewards such as salaries, promotions, bonuses, paid- holidays, paid- sick days etc. For today`s employee it is immensely needed for both of those types to be satisfied. However, how that can be done, and how the staff can be motivated the best?

[bookmark: _Toc1286406430]Motivating staff through involving them in decision- making processes

In 2009, BMJ published an article which analysed the different ways used in employee- owned organisations, in order for the staff to get motivated. This has been done by taking an example of businesses such as John Lewis. The article recognised the success in motivating their employees to lay in the fact that in such organisations the motivation of the employee’s sources from the fact that they are granted a total presence and power in the business- decision- making processes which make the employees feel further valued, listened to and appreciated. The article further recognised that this way of motivating would be especially beneficial for the business- oriented organisations as NHS, suggesting that they could potentially benefit from this type of motivator, enabling the NHS staff to get a broader autonomy in their decision-making process while delivering their duties, providing 




better service and having increased productivity. This way of motivation also tickles a second staff motivating approach by providing the staff with a healthy, stress- free working environment. 

[bookmark: _Toc330049149]Motivating staff through creating a healthy working environment

It is essential for the employees to feel that they are capable of accomplishing their allocated working tasks, and therefore matching people skills is mandatory for increasing staff’s motivation to accomplish their duties and increase their productivity. Another factor which could potentially contribute towards building a healthy, stress- free working environment would be by knowing the team members and taking in consideration the fact that not every person gets motivated by the same motives, and what might work for one, would not necessary be the right motive for another person. Therefore, the team leaders is necessary to get to know their members rather than assume what would be their trigger. Understanding the team members would be also established by offering regular progress feedback to the employees, which would call on one on one communication between the leader and the staff. Additionally, it would be beneficial if the success and the failure would be treated as a further potential for growth and success, as well as reducing workplace demotivation which could occur as a result of poorly defined and communicated working processes and practices, overloaded duties etc (Pearce, 2007). By fostering a healthy working environment, the employer would unlock new employees` potential, stimulating them to increase their productivity and their dedication to the company, contributing by their intellectual and creative skills (Ng`wanabulang`wa, 2011). 

[bookmark: _Toc1104351308]Motivating staff through 2- ways communication

Murray (2021) suggests another way of motivating staff, by creating a successful communication between the managers and the staff. Murray recognises that in order for a successful communication to be achieved, the managers should firstly develop listening skills, which would assist them to learn how to listen to their staff, and take their needs, 




suggestions and opinions in consideration. The expected outcome of this motivational approach would be higher engagement and productivity manifested by the employees. The article then suggests that the communication between a good manager and the staff would be enriched if the managers manage to learn how to speak straightforward with their staff, be especially open about the circumstances and prepared when holding speeches, offer regular feedback to their employees which would additionally assist them understand if their employees are on the same page with them and managed to understand the message the manager tried to communicate with them rightly.

[bookmark: _Toc971244686]Motivating staff by providing them with psychological safety 

More recent research (Filimonau and Corradini, 2020) conducted by collecting a primary data from completed interviews with 18 interviewees from the catering industry, and by also analysing the `zero- hours- contracts` and their impact on the work motivation, finds that providing the employees with certainty, by offering them a feeling of safety is also a successful way of motivation. The research further explains that the provided safety and certainty, along with the fair managerial style, interpersonal relationships, and remuneration rates, are beneficial in establishing a well- motivated- workplace environment for the staff, which then triggers and increases their happiness, productivity, and determination to the company. The research then moved towards explaining that unlike the employees who were equally focused on the tangible and intangible rewards, the managers were mainly focused to emphasizing the positive affect of the tangible rewards, failing to understand the power of relationship as a crucial work demotivator/ work motivator. 










[bookmark: _Toc1309868179]Conclusion

In conclusion, the job motivation is aligned with staff performance, as it moves the employees towards satisfying their personal needs (Luthans, 2011). While satisfying the tangible needs (salary, promotion, incentives etc), is crucial for the staff motivation, satisfying the intangible too simultaneously is same important. Some of the best ways of doing it, would be by creating a great communication between the staff and their managers, who would also have developed great listening skills and assist the staff feel valued. Other ways would be allocating involvement to the staff in the business- running processes by inviting them to take active part in the decision- making processes how they would feel highly involved, feel autonomy, and provide better services. Additionally, the employee’s productivity, would be stimulated by providing them with security and certainty and by fostering a healthy working environment.
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