What is the most effective way to motivate staff?

Motivation is an essential part of staff leadership, supervision and management, and the key to a successful and productive organisation. Well-motivated staff might make the difference between success or failure, profit or loss and contentment or discontent in the workplace.
Motivation is the reason we carry out our actions and it affects the way we behave, and this can be negative as well as positive.
Much research has been carried out in efforts to improve business output and productivity, and in this essay, I will be referencing some recommended sources on the theme of the effective motivation of staff in the workplace.  
Strategies are many and varied, with varying degrees of success and failure. Failure results in demotivated personnel, whilst success may be manifest in a happy workforce and increased productivity. 
Key strategies might include a ‘rewards approach,’ and these could be either financial, complimentary, sharing of achievements or by communicating the results of excellent work amongst other staff, or indeed a combination of these.
‘Reward Management’ is addressed by Armstrong and Brown, who claim “Reward systems exist to satisfy the needs of the organization to attract, retain and motivate high-quality people and thus improve performance and achieve corporate goals.” (Armstrong and Brown 2019)
Yet reward systems need to be commensurate with the work output, transparent and fair amongst the workforce, but it is not necessarily a straightforward procedure. To motivate purely via financial rewards can be controversial and even demoralizing, leading to resentment and a lack of productivity in some staff. Therefore, the system requires an element of formality and a clear unambiguous process to ensure equality and a sense of fairness together with realistic accessibility.
Communication is likewise a crucial factor, and if done badly can lead to demotivation; sincerity and emotional intelligence are therefore required when attempting to persuade and guide a member of staff along corporate lines and requirements, 
“Being persuasive is about delivering a message that resonates, motivates and engages people. It is all about changing behaviour or encouraging the right behaviours, and none of that can be done if employees feel their boss is aloof, disconnected or out of touch.” (CMI 2021)
Credible and believable communication between management and staff depends upon the firm belief in both the product and the genuine welfare of the staff member, here the emotional stresses are at work, and carefully chosen words can be pivotal in achieving the desired outcome to the satisfaction of both employer and employee. 
A non-monetary reward practice can sometimes have a greater motivational impact on staff members than short-lived financial rewards, this requires sincere, persuasive, and heartfelt communication, stating most clearly why and how an achievement has been met. In this case, complimentary rewards can produce a profound sense of satisfaction, especially when voiced consistently and with no rhetoric, to be recognized as a genuine and spontaneous gesture. The timing of a compliment is crucial as is a non-patronizing tone, “respect, recognition, and appreciation are all perceived as a reward.” (Cohen 2006) If I would suggest, presented in a correct and timely manner, however, compliments can also be perceived as shallow and contrived, read as predictable and insincere, thus nullifying any attempts at motivation.  Forsythe indicates that “Motivation is essentially the job of creating a balance, one that minimises those things that might create negative feelings and maximises those that create positive ones;” (Forsythe pub 2010) or in other words, maximising the positives whilst eliminating the negatives.
A well-executed reward practice whilst instrumental to productivity can also be beneficial to the mental and physical well-being of the workforce - “Overall, recognition of employee achievements and activities provides a positive environment in addition to motivating employees and improving their overall moods.” (Phillips et al 2017) Mood and mental health more broadly is now considered imperative to successful outcomes in any organisation. But the Identification of negative consequences is as important as the realisation of positive ones. Yet there may be unforeseen consequences in any attempts. Patronisation may not be the intended or resulting outcome of a compliment but can be unwittingly achieved with wrong words in the wrong place at the wrong time, not intentionally but received cynically, nevertheless. It is all about how people feel, and discovering these feelings may require an informal approach, perhaps during a break time or another opportune moment.
Terms such as ‘above and beyond' may become clichéd and resented if overused, motivational systems, therefore, require updating and freshening as well as varying in approach. A stale, one fix approach is likely to demotivate over time, not everyone will be motivated by a single gesture, and ideally, the awarding of compliments, certificates, money, newsletter mentions or a combination of these, should prove positive and beneficial, and eventually disseminate to the whole workforce.
Motivation will occur successfully if staff feel and understand the sincerity of management concerns for the individual, crucially, “Almost every activity a manager engages in will have motivational consequences.” (Forsyth 2010) It’s as easy to fall one way as the other, hence careful thought should be given to motivational techniques, some may be formally presented, such as those rewarding mechanisms mentioned above, whilst other less formal techniques may prove of benefit, simple gestures, thank you(s), a ‘well done’ made in passing are welcomed if it is within the character reference of the manager, and not a sign that the ‘manager is in a good mood today', when most  times he or she is not. The personality of the manager is soon worked out, generally by the end of week one. Many characteristics are required for a good manager and perhaps “acknowledging their own weaknesses (and mistakes).” Forsyth pub 2010) is vital.
Willingness to work is part of the ‘fifty-fifty’ arrangement to successfully achieve motivated personnel, so if this is not forthcoming further consideration is required to address the balance. Students may not be staff, as in work-based personnel, but they require motivation, nonetheless. Adolescent students, coming to terms with themselves, often have life complications beyond their control, involving many distractions, but this could also apply to older students and work personnel, as life rarely becomes simpler with age. Maslow’s “hierarchy of needs” applies to all ages and meeting basic needs is fundamental to all. Negative behaviour, hence, becomes a search for the cause, therefore gentle and concerned conversation might lead to enlightenment in this regard, bearing in mind an individual’s privacy and sensibility. “When students trust a teacher's judgment and are truly appreciated for who they are, a working relationship begins to develop in which students are motivated to learn.” (Korb 2012) The same applies in a work-based environment for the manager-staff relationship to be successful, in which the reliance on a manager’s judgement adds to the sense of trust and resulting achievements. Meeting the needs of the individual, therefore, is not just about ‘motivating defiant and disruptive students', which is the mainstay of Korb’s article, but also about improving the working situation, which may already be successful, yet open to improvement, e.g., cost-saving, production efficiency, effectiveness, sustainability, environmentally friendly etcetera. 
Sadly, some forms of motivation are controlled by fear, fear of the sack, fear of losing favour, fear of intimidation, fear of hazards, fear of missing targets, fear of workplace banter, fear of not understanding the job role, fear of inadequacy and it goes on. The “fear of success” is addressed by SHEAFFER, Z., LEVY, S. and NAVOT, E., 2018, recognising “how perceived discrimination and fear of success.... shape perceived chances of promotion...,” and here “self-efficacy” and “intrinsic motivation” are acknowledged. The responsibility towards self-improvement and self-motivation as further determining factors.
Therefore, clarity of expectations, regulations, and consequences of non-compliance must be forthcoming from the onset or addressed at some point if these are not clearly revealed at the point of induction. In this case, a clear understanding of the rules is imperative, as only then can goals be achieved. “The psychology of motivation is specifically concerned with activities that reflect the pursuit of a particular goal and, in this function, form a meaningful unit of behavior.” 
(J. Heckhausen, H. Heckhausen 2009)
Work-life balance recognition is now acknowledged as a crucial consideration for effective and productive working by many organisations, and this can have strong and positive motivational consequences, putting individual anxiety at ease regarding domestic complications and hardship reflected in the workplace. It is now accepted that life does not begin and end with the crossing of the workplace threshold, but that difficulties either way will be transferred across two quite different environments. Culture and religious practices can play a significant role in this regard, especially if not considered by managers. A devoutly religious person is unlikely to perform well if they are prevented from practicing certain elements of their order.
To summarise, financial incentives or rewards are an option for motivating staff and to improve performance but can also have a short-term effect, especially once the money is spent. It can also be demotivating if one gets paid £x amount but was expecting more.
The effective motivation of staff is not a straightforward fix, as I have mentioned above, there are pitfalls regarding consistency, fairness, misunderstandings, and equality, and there is a psychological aspect requiring greater knowledge and emotional intelligence.
Non-monetary incentives provide other methods, and they will result in varying degrees of positive motivation. Honest communication likewise will get mixed results, so much depends on personality and consistency and being aware of individual needs.
Other headings related to motivated personnel might include the following-
· Positivity in the workplace
· Empowerment –Investing in People
· Study leave and opportunities for self-improvement
· Up to date Training
· Trust and Confidentiality
· Skills sharing
· Clear pathways to progression
· Compassion and emotional intelligence
Finally, the ethics of motivational behaviour lies in the motives behind communication, and therefore trust and confidentiality play a key role in motivational success.
“Garrett Cullity argues for a conception of morality as founded on three independently important sources: concern for others' welfare, respect for their self-expression, and cooperation in worthwhile collective activity”. Cullity. (2018).
These elements are particularly important to develop trust between staff, students and between collaborating students, in which personal details become revealed, often unwittingly, and in which levels of awareness and respect are paramount to successful and cooperative outcomes. Sensitivity and emotional intelligence are the basis of the ground rules which form the respect boundaries and parameters.
Cullity claims again, “We need each other’s loyalty, honesty, trustworthiness, and kindness; their willingness to work together for the common good and to respect our freedoms; their not being driven by envy, cruelty, or the desire for domination; and each of us needs resources and opportunities that are provided through others’ cooperation to produce them.” 
In essence, we are likely to be more successful in our goals if we are comfortable with the motives of our peers, managers, teachers and tutors.
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