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Introduction 
This academic report will be reflecting on the most effective ways to motivate staff and the different challenges of motivating staff in any workplaces will be discussed. To outline the most effective methods for motivating employees at work, a few sources will be used. There are many ways in motivating staff but the four that will be focused on are pay, recognition and awards, additional holidays, and good working conditions. Nnabuife (2009) defines motivation as a force driving an individual to perform a particular act to its conclusion, whether it is internal or external (Maduka and Okafor 2014). Moreover, researched literature that has already been carried out and analysed regarding these topics, showing if motivating staff is effective or not will also be included in this report. Study methods describing points that motivate staff will be looked at. There is a consensus that shows reward systems increase employee's performance. The suitable, most successful, and easy to use rewards programs increase workers and employers' motives (Karami et al., 2013). Whereas others may disagree, Taylor and Alia (2018) state that, research that was conducted by Bartol & Srivastava (2002) showed that, rewards that are put forward to someone without them achieving it themselves have a negative impact on employees' motivation as they feel it is not personally rewarding for them.

Pay 
Pay is recognised as one way that motivates staff, there are different levels of pay and in some cases the individual is given reward and acknowledgement. The first level starts with basic pay and then moderately develop to a high ranking. Amstrong and Brown (2019) state the type of pay structure or grade structure depends on the number of ranks or levels, or the method of grading employees or grouping jobs. For example, a corporate ladder is relevant to all employees. Armstrong and Brown (2019) further explain that several benefits, including pensions, sick pay, health insurance and company cars are all included as a part of a successful benefit package. They all compromise elements of paid work. Due to these additional benefits, employees are more determined to work harder and achieve their goals. Subsequently, if an employee does not understand the way the pay system works it could lead to lack of performance and satisfaction therefore reducing motivation. Sweins et al (2009) indicates that the expectancy theory declares that when employees understand the relationship between effort decision and realized performance only then does the pay system motivate them to enhance their performance. 
A study was carried out on students from a variety of universities in Hong Kong in 1996. They were given out surveys and had to rank the five essential items from several elements to identify what motivates workers. Chiu, Wai‐Mei Luk, and Li‐Ping Tang (2002) showed that five components which were most popular happened to be, end of year bonus, basic salary, profit share, merit pay, and annual holidays, these contributed to be the most crucial when it comes to motivating employees.
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Above in the table shows Hong Kong employees descending in order of retention and motivation.
Pay satisfaction has demonstrated to have an outstanding effect regarding employee disposition to put that extra energy into their work. This has been widely studied by Heneman, Greenberger and Strasser 1998 (Sweins et al., 2009). The more an employee feels satisfied the more motivated they will be in performing better at work. Further to that, the Equity theory emphasizes how pay comparisons have long been recognized as an important component of being paid fairly and enhancing a sense of well-being for individuals (Adams, 1963 cited in Rynes, Gerhart and Minetta 2004).

Recognition and Awards
Recognising employees hard work allows others to see what they are capable of and putting forward rewards for their efforts influences them in doing better at work. Phillip et al (2017) mentions how additional criteria-based awards have been developed at organisations to recognise all levels of pharmacy department staff members. These include employee of the month, certificates, medals, and small monetary incentives. 
Keeping rewards simple allows employees to appreciate them. Cohen (2006) explains the simplest of rewards are what employees starve for such as, respect, recognition, and appreciation these are all recognised as basic rewards. In addition, making sure the employee who receives the reward has done his upmost best to achieve it. A reward should be for that person who does not only show up in person but shows their ways of working and what they carry out through the teaching of their peers, who deliver on a daily basis (Cohen 2006). 
Communication plays a vital role in being recognised, if you are not being heard or understood as an employee then that can make you feel less important and demotivated. In order to motivate people and engage with them you must know how to be persuasive and encourage the right behaviour. If the boss appears to be disconnected and is aloof then none of that can be done (Murray 2021). 
Many organisations have reward systems in place to work out how their employee should be rewarded. Armstrong and Brown (2019) show a table focusing on the formal reward system.
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As shown in the above table, this is a formal reward system in where the main elements are connected and contain sub elements. This system is influenced by the organisation's values; they combine to attain performance and reward objectives also, they circulate from the business and reward scheme and policies (Armstrong and Brown 2019).
A valuation introduced in Herzberg’s report of over 1000 staff members from different job sectors identified that employees being recognised and reaching their goals had a huge influence on job satisfaction and may change their approach to work long term. Overall, recognising an employee's accomplishments and interests provides a positive work surroundings as well as prompting employees and enhancing their frame of mind (Philips et al., 2017). 

Additional Holidays
Employers who offer unlimited holidays to their employees demonstrate their trust by allowing them to make wise holiday decisions. Enabling their employees to decide what type of vacation benefits them, uplifts a sustainable way to work and maintain good health and well-being (Scott 2017). Whereas the manager at JLT Employee Benefits Andrew Drake, mentions that when an employee takes too much time off from work, they do not hold much value to the employer and lack effectiveness when it comes to working (Calnan 2015). 
Panakal (2016) discusses there is no doubt that holidays are certainly a well-deserved break after an extended period of strain on the body and mind. They offer a chance for relaxation, change and recovery. The interests of all concerned need to be served by breaking established habits of work. An occasional break from the daily grind and routine is beneficial. Employee motivation can also be improved by implementing incentives, such as further time off or for instance working on a Friday for a fleeting period, which leads to rewarding them for meeting targets or remarkable performance (Whitaker 2010). Moreover, systems of non-financial rewards need to be easy to understand, unbiased and transparent. There should be no discrimination in the allocation of employee benefits such as additional holidays (Whitaker 2010).
Adding on benefits such as additional holidays give employers the chance to be more understanding towards their employees. For instance, working parents can find it very stressing especially when it comes to the school holidays as they need to compromise on childcare. Tynan (2017) mentions that according to the director at Sodexo Benefits and Rewards Services, Iain Thomson, in addition to shorter hours and extra days off, employers could offer shorter commute times or longer holidays, thus leading to a fantastic way to reward employees without having to provide them with additional funds.

Good working conditions
Working conditions have an impact on employees and if they are not satisfied with their working condition that can lead to them changing jobs. Examples of poor working conditions could be staff shortages, work overload and long hours. In many hospitality workplace poor pay and working conditions are a concern to many workers, leading to employees finding their work unsatisfying and therefore considering alternative employment (Poulston 2009). 
Having a boss in your place of work who communicates well and involves themselves with the employees also contributes to a good working environment. Murray (2021) mentions that having toxic bosses create terrible customs and poisonous places of work therefore causing harm to our health and affecting our ability to play a part in our organisation demonstratively. Furthermore, hygiene is a key point that contributes to an employee being well motivated while working and it relates to good working conditions. To provide the employee with a motivational atmosphere you should begin with highlighting hygiene issues and then make changes to acquire them. For example, if you have a controversial policy, think about changing it around so that it is suitable for the employee. Also, companies need to provide training when necessary (Thiedke 2004).
Cohen (2006) discusses about research that was executed at a hospital in Washington, D.C in an intensive care unit (NICU), addressing cultural change and team building. The results showed that efficient actions taken to improve team building can result in greater problem solving, self-esteem, and teamwork. This proves that when a workplace considers an employee's opinion and puts things into place to improve the working conditions this allows an employee to work more effectively and confidently. 
Several health care workers interviewed, particularly clinical workers and nurses, mentioned the difficult circumstances they face at work with respect to salaries. One nurse mentioned that it is an honour to work as a nurse, but the working conditions can be exceedingly difficult. You may have to assist an HIV-positive patient during delivery and that can be risky to your own health, and yet it must be done at a low pay rate leaving you unsatisfied (Songstad et al., 2011). Songstad et al (2011) further explain, motivation and quality of care are dependent on the conditions of work for health workers. According to WHO, working conditions are defined as a combination of remuneration, non-monetary rewards, and safety at the workplace. 
[bookmark: _Int_9UmQt9In]Osterloh and Frey (2002) state that people in complex jobs cannot be motivated solely by money. To be successful, a manager must wisely choose amongst several ways to motivate employees I.e. enhancing intrinsic motivation. To establish this building relationships within the firm and ensuring procedural fairness are necessary. Through these measures, the employees are acknowledged and appreciated for their efforts, and this then relates back to recognition and awards. 

Conclusion
This report has considered a range of reward systems and what is the most effective way in motivating staff. Even though it does not prove which one out of these four factors are most effective the main findings in this report showed that pay motivates employees for many varied reasons. (Locke et al., 1980) conclude that in terms of moneys instrumental value, it is the highest of all incentives or motivational tools. The study’s findings were supported by subsequent research carried out by Rynes, Gerhart and Minetta (2004). Lawler (1971) cited in Rynes, Gerhart and Minetta (2004) states that a major reason pay is so important is the fact that it can be used to obtain so many other desirable things, to add to that Maslow (1943) cited in Rynes, Gerhart and Minetta (2004) mentions that besides the often-mentioned basic needs such as shelter and food, money can also help one achieve a higher status, provide a good education for their children, or allowing one to retire early. Further to that, it is concluded in their study report that there is more to motivation than money, and it is not the primary motivation for everyone. However, it is overwhelmingly proven to be a powerful motivator for most people. 
Although, Cohen (2006) mentions that it is important to recognize your employees' hard work and appreciation with non-monetary rewards, (Deci et al., 1999, cited in Cohen, 2006) meta-analysis acknowledges that the undermining effect is limited if certain conditions are met. In the study it showed rewards that are perceived by an individual did not reduce the satisfaction and contentment when they were given independently of task involvement (this happens often when salaries are given) or when they were expected (in the case of unexpected bonuses). This reveals that giving rewards is not always contributed as a fundamental aspect. Nevertheless, it is recommended that management must possess a prominent level of quality, and personal value that will enable them to recognize the things that motivate their staff and apply them accordingly to motivate them (Maduka and Okafor 2014). As a result, good working conditions should be a key factor that ought to be put forward to enable staff to remain motivated while working, as keeping a clean workplace and healthy environment allows employees to get on with their jobs without any hesitation or problems. 
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