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[bookmark: _Toc99243519]Introduction
Employee motivation refers to the process that initiates, maintains and guides goal-oriented behaviours of employees (Armstrong and Brown, 2019). It drives the success of an organization. Motivation helps companies to understand the need of their employees and take initiatives to fulfil the needs. When organizations fulfil employees’ need it encourages employees to deliver better performance and contribute in organizational success. Therefore, leaders need to ensure effective motivation through utilizing appropriate motivational techniques.  In this report, the most effective way to motivate staff will be analysed including the challenges of motivating staff. Lastly, recommendations on which type of reward motives staff most effectively will be discussed.


















[bookmark: _Toc99243520]Different ways of motivating staff
Employee motivation helps companies to drive their success. Employees have different traits and they need to be treated as their expectations in organizations to ensure better performance. In that case, motivation is the effective way to satisfy employees and ensure better performance from them. There are two types of motivation to motivate staffs that organizations use utilize (Sekhar, Patwardhan and Singh, 2013).
  
Figure 1: Two types of Motivation (Sekhar, Patwardhan and Singh, 2013)
Above stated figure 1 presents the two types of motivation such as: intrinsic motivation and extrinsic motivation.
[bookmark: _Toc99243521]Extrinsic motivation:
Extrinsic motivation refers to the motivation which is stimulated by external factors such as rewards and recognition (Weiner, 2013). For instance, extrinsic motivation for a job is the salary employees get for the effort they give to do their job. Positive aspect of extrinsic motivation is that employees get a direct quantifiable benefit for the task they were assigned. Therefore, employees stay determined and highly energised while working for extrinsic motivation. Organizations can utilize extrinsic motivation to motivate their employees effectively. Different types of extrinsic motivation has been discussed below:
Compensation or Pay:
Compensation or pay is one of the most common extrinsic motivation that organizations use to motivate employees. This motivation comes in the form of salary, performance bonuses, profit sharing, commissions, increased salary etc. (Brunstein and Heckhausen, 2018). When organizations offer these benefits to their employees, the employees focus more on their work. For instance, if an organization offer profit sharing to their employees, the employees will give best efforts to find out the possible ways of increasing profit. The reason is that the more the profit will grow the more employees will get as reward. Similarly, when the employees will be offered performance bonus, commission etc. it will encourage them highly to give their best because they will get the direct quantifiable benefit from the input they will give. Maslow’s hierarchy of motivation reveals that companies should focus on employees’ need to choose right pay motivator for them (Eitam, Kennedy and Tory Higgins, 2013). For instance, the employees of managerial posts have esteem needs and want; therefore, they will not be motivated with average pay. Organizations have to offer increased salary for the employees to motivate. The employees will consider the increased salary as respect from the organization and it will result high motivation. As a result, the employees of managerial posts will emphasize on maximizing the output of the organization.
Recognition
Workplace recognition is an intangible reward that motivates employees through providing a sense of achievement and makes them feel valued for their performance (Weiner, 2013). It boosts employee engagement in organizations. When employees get recognition in workplace for their good work it make them feel valued in the organization. The employees get more encouraged after being recognized. The recognitions reminds that they need to maintain their quality of performance to hold on the recognition and reputation they have gained in the organization. Therefore, employee engagement highly increase. When employee engagement increases it results increased productivity. As a result, productivity of an organization can be increased through motivating employees with recognition.
Awards
Motivation through with awards is significant because it makes employees more engaged, productive and satisfied (De Silva et al., 2015). Organizations can offer different types of awards to employees such as prime parking spaces, a gift basket, trophy or another symbol of high performance, movie tickets, transportation expenses for a week and other awards to their employees. Equity theory of motivation reveals that employees performance depend on the output they get on the basis of the input the have given (Phillips et al., 2017). It reveals that employees expect fair output for their input and fair output motivates them to perform better. When employees get award for their good performance, it makes them highly satisfied because they can see that the company has valued their effort. The awards increases the reputation of the good performers; therefore, other employees will be encouraged to get award through performing good job in their organization.
Additional holiday
Additional holiday a good motivator for employees (Cohen, 2006). Organizations can grant extra holidays for the employees who work hard to the organization. When employees get additional holiday they can have relax, spend quality time with beloved ones and enjoy the day according to their own way. They can fresh their mind by spending additional holiday as they want. After spending additional holiday, employees will back to organizations with more satisfaction. It will keep them highly motivated and they will maintain the quality of their work. Therefore, they will deliver better performance than before and it will contribute in organizational success highly.
Good working conditions
Working conditions refers to the working environment and aspects of an employee’s terms and conditions of employment (Graham and Weiner, 2012). Good working conditions refers to the satisfactory terms and conditions of employment that every employees want from the organization they work in. Good work conditions ensures that employees get all of the required opportunities from their organization and it makes them stress free about their job. Maslow’s hierarchy of need reveals that good working conditions fulfil psychological needs of professional life from the model (Heckhausen and Heckhausen, 2018). When organizations arrange good working conditions such as fair work hour, well-ventilated workplace, well space, cleanliness, welfare facilities etc., it fulfils employees’ psychological needs that they want to work in better way. Employees can concentrate on their work properly when their organization fulfil the need by providing all facilities of workplace. As a result, employees got highly motivated and work hard to deliver better work.
[bookmark: _Toc99243522]Intrinsic motivation
Intrinsic motivation refers to the motivation that comes from within and more psychological in nature than extrinsic motivation (Armstrong and Brown, 2019). Employees are driven by internal rewards in intrinsic motivation and it is more effective than extrinsic motivation for the people who are not interested to take monetary award. The employees work to have a sense of accomplishment are appropriate for intrinsic motivation. Different types of intrinsic motivation has been stated below:
Autonomy
Autonomy and improved flexibility are important intrinsic motivators (Lichtenberg, 2013). Organizations can provide autonomy and more flexibility to the responsible and hard-working employees for their contribution on organizational output. Increased flexibility and autonomy makes the employees satisfied because the get empowered by their organization. Employees can take part in decision making or organize their work in their own way if the organization gives autonomy. Therefore, employees can perform their work with freedom and it makes them more comfortable with their work. The employees get autonomy as award, get inspired to fulfil their responsibility with more dedication to drive organizational success. Herzberg’s motivators and hygiene factors shows that an organization with poor and obstructive company policies cannot eliminate job dissatisfaction because it is opposite to autonomy (Herzberg, 2017). Whilst, providing effective, supportive and non-instructive supervision can eliminate job dissatisfaction because it fosters autonomy in the organization. As a result, employees feel empowered and focus on fulfilling their responsibilities more carefully.
The pursuit of knowledge
High performers have the thirst of achieving more knowledge and organizations can utilize the fact to motivate their employees (Weiner, 2013). When employees get the opportunity to enhance knowledge from their organization, it makes them satisfied toward their organization. Equality theory of motivation shows that organizations can arrange training opportunities to help their employees to achieve more knowledge which will be fair balance between the input employees give and the output they get (Graham and Weiner, 2012). Employees will be able to achieve more knowledge from the training and development programme arranged by their organization and it will enhance their skills and capabilities. Therefore, they will be able to deliver better quality work. As a result, they will be highly motivated and it will increase their job satisfaction.
Challenging tasks
Providing challenging tasks to employees is one of the most common intrinsic motivation (Tracy, 2013). Organizations select the employees who have the eligibility to do challenging tasks. The employees get these types of challenging tasks have the potential to complete the tasks. By fulfilling challenging tasks, employees become able to prove their capabilities to the organization. Therefore, they feel special when they are tasked to complete challenging tasks. Challenging tasks helps organizations to fulfil employees’ need of self-actualization from Maslow’s hierarchy of needs (De Silva et al., 2015). Employees who have self-actualisation need are aware about their capabilities and want to gain success by utilizing their capabilities. Therefore, challenging tasks work as an effective motivator for the employees want to prove themselves.
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There are different types of challenges that create obstacle while motivating employees. The challenges are discussed below:
Fear of failure
Fear of failure is one of the key obstacle for motivation (Graham and Weiner, 2012). Employees who have fear of failure keep themselves away from performing well because they think that is better to not perform instead of being failure. This types of perception makes motivation ineffective. Employees avoid task to avoid the shame they may face for failure.
Low expectation for success
When managers have high expectation from their employees, it encourages employees to give their best to meet organizations’ expectation. Contrary, low expectation of managers discourages employees to deliver better performance because employees do not get required instruction or support from the organization that they need to be succeed (CMI, 2021). It discourages them to give better effort.
Low confidence
Higher confidence foster employees’ motivation. Similarly, low confidence hinder employees’ motivation. When employees have low confidence they do not believe that they can give better performance to fulfil a task. It harms the quality of work the employees deliver. As a result, they fail to remain motivated until the work is done.
Distractions 
When employees’ attention is pulled with too many directions, they lose motivation and focus on their work which is significant to do the work. Employees cannot focus on their work properly because of the distraction they face and motivation becomes ineffective.
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The most effective rewards that has been identified in this report for higher employee motivation are stated below:
Pay: Pay is one of the most common effective motivation that organizations use to motivate employees. When companies offer competitive pay which is more than average industry pay, it will make employees satisfied toward the company. As a result, they be motivated highly.
Awards: Awards is an effective reward because it makes employees more engaged, productive and satisfied. A gift basket, trophy or another symbol of high performance, additional holiday etc. are the awards that makes employees highly satisfied because they can see that the company has valued their effort.
Good working conditions: Good work conditions ensures that employees get all of the required opportunities from their organization and it makes them stress free about their job. Fair work hour, well-ventilated workplace, well space, cleanliness, welfare facilities etc. are the good working conditions that organizations can use.
Autonomy: Organizations can provide autonomy and more flexibility to the responsible and hard-working employees for their contribution on organizational output. The employees get autonomy as award, get inspired to fulfil their responsibility with more dedication to drive organizational success.
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Motivation is the effective way to satisfy employees and ensure better performance from them. Organizations have to use intrinsic motivation and extrinsic motivation on the basis of the need of their employees after finding their motivation need. Compensation or pay, recognition, awards, additional holiday, good working conditions etc. are the effective extrinsic motivation that organizations can use. Autonomy, opportunity to gain knowledge, challenging tasks etc. are the effective intrinsic motivation that helps organizations to motivate employees within mind. Different types of challenges that create obstacle while motivating employees are fear of failure, low expectation for success, low confidence, distractions etc.
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