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Introduction:
Academic and employability skills are very much important for a personal life. Academic skills are significant for working people because they must need higher education to tackle the occupations which are technologically demanding in the future. Without higher education, working people cannot get these occupations. Persons with successful academic skills have great self-esteem and low-level anxiety or depression in their life. However, persons with positive self-confidence and self-esteem are significant factors in the workplace. On the other hand, employability skills are also very important for a person. Employability skills include time management skills, leadership skills, communication skills, critical thinking skills, problem-solving skills, research and analytical skills, decision-making skills, team working skill, etc. These skills are beneficial for both individual and employment. Employability skills help a person to get a good job. The persons with these skills are very successful in their life and they can easily get any type of job in this challenging era.
Academic skills develop the academic integrity, numeracy and literacy of the students. On the other hand, a set of skills, characteristics, traits and attributes of a person that supports the person to get the desired employment as well as to be prosperous in the place of work is known as employability skills. This assignment is mainly focused on academic and employability skills and discussed how to develop these skills. In the first section, the concept of academic and employability skills is described. Then, the importance of academic and employability skills is explained. After that, how the learning in this module helps me to develop my academic and employability skills are described. In addition, the next section is described in the concept of the skills gap. Moreover, how to develop the skills gap is explained. Then, the next section is described how I have achieved weaknesses in several academic and employability skills. Finally, the last section is described in the employability and academic skills that I need for future employment.
Ways of motivating employees
Motivation of employees is one of the most important processes that managers should develop. An organization is highly dependent on people; therefore, their motivation for higher productivity is crucial for the whole company. Thus, the success of any organization depends on the ability of managers to provide a motivating environment for its employees. Motivated employees are more productive, happier, and stay with the organization longer. One of the primary tasks a manager faces is to find out how to motivate their employees. Different ways of motivating employees are described by academics and business people. The motivation of employees also depends a lot in the culture where the employees reside. Some of the organizations reward their employees according to performance while some others provide only static income and measure the performance according to that. The purpose of this assessment is to describe the common theories of employee motivation and also practical ways of motivating employees in an organization regardless of the culture.
Reward system and designing
In corporate culture where non-management employees earn raises through seniority only, there is always a group calling for merit raises. The common tendency to ‘take it easy’ is greatly increased by bringing a number of men together on similar work and at a uniform standard rate of pay. When a naturally energetic man works for a few days beside a lazy one, the logic of the situation is unanswerable. A question can comes in the energetic employee’s mind that is why I should work hard when that lazy one gets the same pay that I do. That sentiment expressed in practically so many employee’s mind. But the fact is that their supervisors and co-workers do not share their self-assessment.
Pay:
Performance-related pay is a method of remuneration that links pay progression to an assessment of individual performance. Pay increases awarded through are Performance-related pay normally consolidated into basic pay although sometimes they involve the payment of non-consolidated cash, while the focus of this factsheet is individual, consolidated Performance-related pay as a means of pay progression, Performance-related pay can be defined more broadly to include many differing systems that link individual and group performance to pay, as for example bonus schemes.
Paying for Individual job performance is, for many organisations, at the heart of a reward strategy, this rises what for many employees is a highly contentious issue. The putting at risk of a employees think about pay in terms of base pay. The fixed amount which traditionally has increased yearly to reflect inflation and often, length of service. Base pay will also change of course, upon promotion to a more responsible job. For some organisations base pay is of declining importance. This raises the question: how can the traditional reward objectives of attracting, retaining and motivating people be achieved while making the pay budget most cost effective.
Good working conditions:
A healthy workplace environment is ideal when it comes to maintaining a positive outcome in a stressful atmosphere. The most important thing that influences employee motivation and happiness, and how productive and efficient they can be, all goes down to their working environment.
A healthy workplace environment is good for your company as it could lead to bringing sales for business. A healthy workplace environment improves productivity and reduces costs related to absenteeism, turnover, workers’ compensation, and medical claims.
The promotion of a good working environment has numerous advantages namely the firm will have a motivated workforce which will work to their maximum level so as to make the organization become more competitive. Moreover, the firm's reputation will not be affected negatively since it will not suffer from problem like strikes and other major problems. As a result, the organization will be more productive and efficient.
Performance:
Considerable interest in linking pay to performance in the public sector dating back many years, this has proved harder to translate into practice. If we want to know the placeses where the performance pay does occur, as an answer, we will get the result is, it often takes the form of non-consolidated bonus, or team based incentives, individual merit pay etc. However, there have been recent years of a high-profile initiative such as the introduction of a performance related pay scheme for employee, which has resulted in some discernible performance improvements.
Performance-related pay is approaching to success, so reliable and effective arrangements must be in place to define measure, appraise and manage performance. The focus should be on encouraging high performance by effective performance management and appraisal systems and only this time higher on pay as an incentive to help achieve that goal. To create and maintain a sustainable high-performing workplace, the whole range of financial and non-financial rewards or incentives should be carefully planned to ensure that they are supported by Performance-related pay. If the manager can’t afford significant pay differences between high and low performers, or if the manager believes that his staff is underpaid in relation to the cost of living in labor market, then he should postpone the implementation of merit pay for non-management employees, but it is in rare case. Instead of this, give everyone predictable seniority and reward the high performers with positive response, new responsibilities, and promotions will be more acceptable.
Training and Development:
Training and practice can be helpful to perform very well. In this case discussed, “Reference information on matters such as employment legislation and training material on almost any business subject readily available through the interest and through the internet and through organisations’s intranets. This means better informed personnel staff. When used for training, such material creater the potential for greater performance from all employees in their job areas.”  If we talk about distribution of pay awards, pay might not be the only motivating factor, even it might be proven that it is not so important for some kind of employees.
The problem is occured during times of low inflation when the pay bill increase is usually limited to relatively small percentage. Even where the performance related pay may have a motivational impact for high performers, and it might be unacceptable to the people of the bottom performers; even they might be demotivated from that. After a very careful assessment and careful consideration of pay distribution, the use of performance management techniques in support of performance related pay can help to tackle such kind of issues, it means it can be helpful for those who are bottom performer in the work place. In the case of identification of development needs, a major concern for human resource practitioners is that the when they will go for finalize the award like pay awards on the performance basis, review process may inhibit an open, clear and honest discussion of an employee, then training and development might be a need, in this case management development activities might need, the management development strategy will be concerned overall with what the organization intends to do about providing for its future management needs in the light of business plans.
Conclusion:
To conclude, employee motivation is very important for an organization and for its productivity. There are a number of theories on the employee motivation. The scientific method claims that motivation is the scientific management whose basis is considering employees as an input to the production of goods and services. Unlike scientific approach behavior approach places emphasis on what motivates people and seeks to identify and account for the specific influences that motivate people. In addition to the theories, among the practical methods of employee motivation is that employees should always like what they do in order to achieve optimal productivity. In addition, employees should be rewarded according to their performance, their reputation should be respected and also they should be given a purpose in line with their interests. Following this ways of employee motivation, managers will manage to motivate them and increase their productivity, fruitfulness and create a good climate in their organizations.
If the management is happy to implement merit pay, then they should separate the performance and pay reviews by at least several weeks or months. At the time of the pay review, management should set a pay decision on their performance which is progressing day by day or on progress observed toward the goals set in the performance review. Also the management should make sure that the pay ranges are wide enough to make the employee happy after winning the reward.
In true sense, there is no pay system on earth that will satisfy all the employees. But a successful management team can have a pay system that supports their goal for a high-performing and motivated staff. That’s why motivation is a basic and important tool for a commercial organization to go ahead with creative structure and innovative changing aspect of globalization.
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