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Introduction 
This academic report will be based on research showing effective ways on how to motivate staff. It will consist of researched literature from sources that are discussing and identifying the different challenges and methods of study used through their research to identify the positive and negative factors regarding various reward systems. Furthermore, the four main specific areas that will be covered in this report will be: pay, additional holidays, good working conditions, recognition, and awards. The purpose of this report is to see if employers are implementing the correct strategies into their workplace to motivate staff effectively and to identify which methods are most effective in motivating staff.
Pay 
Pay plays an important part for employees in their job roles and is one way to motivate them to perform better and work hard to achieve rewards. According to Armstrong and Brown (2019) many organisations have various rates of pay in which some of them apply structure methods that are for pay progression. Individual conditional reward is recognised as pay for performance in a standard organisation. Pay progression is one way of increasing pay within a reward system and can motivate staff effectively.
On the other hand, Marsden, and Richardson (1994) reported that Inland and Revenue had a yearly performance scheme in place and rewards were given through a scale of points achieved from various levels of performance by employees (ranking from 1-5). The principle of performance pay was from information collected through questions that were distributed amongst diverse groups of employees and staff members. The results showed different reactions with a disappointing response to the factor of motivation for performance pay. Furthermore, few members that found performance pay can make them feel incentive or motivated and show some change in their behaviour, others felt that performance pay had a minor influence on inspiring them to become more successful in their interactions with the public. Below is a table showing the results of the question that was distributed amongst the groups. 
[bookmark: _Int_SBUkf1n9]“Staff Assessment of their Own Motivational Responses to Performance Pay” (“(PDF) Motivation and Performance Related Pay in the Public ...”)
	Performance Pay has led you to: 
	Agree % 
	Disagree % 

	improve the quality of your work 
	12 
	80 

	increase the quantity of your work 
	14 
	78 

	work harder 
	9 
	71 

	work beyond the job requirements 
	21 
	70 

	give sustained high performance 
	27 
	63 

	improve your priorities at work 
	22 
	64 

	show more initiative 
	27 
	61 

	express yourself with greater clarity 
	13 
	67 

	Be more effective in. dealing with public 
	9 
	68 

	Improve your sensitivity towards colleagues 
	14 
	63


Marsden and Richardson, (1994)
Overall, the result in table above shows most employees related that many of the questions had no motivating effect on them. The impacts on motivation were smallest among the higher-level and longer-serving employees but comments of jealously and poor morale related with Performance Pay were the most common (Marsden and Richardson 1994).
Adding to that, Snow (2013) addresses that pay does not seem to be a key factor amongst most NHS workers than recognition, as frontline workers some would prefer recognition and training as a crucial factor to provide high quality care to their patients alongside having a good salary. Alastair Henderson, deputy director of NHS Employers, acknowledges that various variables are to blame and claims that somebody looking to maximise their salary would not join the NHS. It is illogical to claim that wages should be increased if morale is low.
Recognition and Awards 
Recognising an employee's performance and valuing them accordingly motivates them to continue showing exceptional behaviour at work. Herzberg (1968) addressed thoughts about how to encourage employees about four decades ago. Phillips et al (2017) mentions how Herzberg (1968) also highlighted the following motivational qualities as essential in the workplace: achievement and recognition were reported to have the greatest influence on work motivation and may have long-term consequences for individuals and their perceptions toward work. According to Herzberg's survey 1600 individuals from various ethnicities, as well as healthcare staff and medics, that are employed found that these motivating factors are more likely to result in job satisfaction than disaffection variables. For example: like income, work environment, and social communication.
Bocean et al (2021) conducted research in an emergency service in a healthcare setting to analyse how rewards influence the employees' mental or physical attributes in Romania. According to the study Bocean et al (2021) financial rewards have an enormous impact on the employees self-perceived performance. Financial rewards are by far the strongest factors for performance enhancement since they make a significant contribution to physiological and safety demands, also a long-term motivating influence, on the other hand, necessitates non-monetary rewards.
Recognition and awards are key factors for staff in workplaces, recognising staff for their performances, achievements and demanding work can effectively motivate staff (Cohan 2006). This can be done through award programs such as monetary and non-monetary programs a common way how managers try to motivate their staff effectively. Further Cohan (2006) states monetary awards such as plaques, gift certificates, movie tickets can be forgotten which results in this being non-effective, while non-monetary gestures like praise, respect and appreciation can be more effective to motivate staff. A bit of recognition and respect is enough to make an employee feel appreciated therefore resulting as a form of motivation; however, Ghoshal and Bartlett (1995) also emphasized us that the goal of motivation programming is to provide benefits to individuals, it is not simply a way of adding a quantitative value on things (cited in Armstrong and Brown 2019).
Although some staff would say a change in managers behaviour towards them could motivate effectively to perform better. As Murray (2021) mentions that many managers behaviour toward their staff can demotivate them highly leading them to find a new job this is due to the lack of communication skills. Another way to motivate employees is through persuasive and effective communication, making them feel connected, respected, and engaged. This can potentially make individuals perform better and build their confidence. 
Performance feedback is one of the critical components that help to improve employee performance and motivate them. According to Gerhards and Siemer (2016), many ground and research centre experiments show that awarding social status through representational awards without cash reward has related to significantly improved performance compared to a baseline condition where no reflective opinion is offered. 
Additional holidays
Additional holidays give an employee's opportunities to take out more time for themselves. Pocklington (2018) outlines a Westminster Hall discussion on  e-petitions urging that cultural holidays like Diwali and Eid being announced national holidays he mentions how, Gareth Thomas (Harrow West) (Lab/Co-op) derives that in the long run, employer institutions may be prepared to acknowledge that this may be an effective strategy to help companies adjust to their employees' entitlement in take public holidays during those two extremely important sets of holidays and giving an employee a chance to observe any holidays that relate to their culture or even extra public holidays such as bank holiday, helps to tackle workplace barriers. Furthermore, Martyn Day said that in the United Kingdom the cultural climate is constantly changing. Therefore, a strategy for holidays within a religious communities will never be adequate to meet the specific requirements of the many diverse individuals that make up the UK, nor will it be able to keep up with changes in the UK's numbers, as our population is more non-cultural than before and more culturally varied (cited in Pocklington 2018).
Moreover, as the school holiday breaks approach for children this can put a lot of pressure on employees who are working parents, but it can be a suitable time for managers to be considering additional holidays and benefits towards their employees. As Tynan (2017) explains motivating employees by seeing how they spend their free time is an innovative idea for employers, offering opportunities that are ideal during the summer to allow them to focus on their health can amplify motivation. Further to that, employers can take advantage of the warm weather by offering some quick-win motivational initiatives that will increase employee engagement.
Good working conditions
An organisation with a pleasant environment can encourage staff to perform effectively and feel motivated with good management. Murray (2021) mentions good working conditions can come across as motivating factors but managers with unhealthy habits can have an impact on employee's performance. Moreover, they tend to create unpleasant work cultures and poisonous workplaces that are harmful to the health of employees, and to their ability to contribute and perform meaningfully towards the organisation. Typically, these bosses have a high churn rate in their teams, as most of their employees are seeking new opportunities elsewhere in the company or move to another organisation. These bad behaviours can be addressed by managers who want to improve the atmosphere in their workplaces. 
McGregor explains in his theory that having a sound understanding of theories of motivation can give managers an informed perspective when it comes to developing employees, committing them to their jobs, creating a positive working environment (Maduka and Okafor 2014). 
Abraham Maslow and Frederick Herzberg's are two well-known leadership theories that can be applied to refugee education. Motivation theories are deeply ingrained in psychology and have been thoroughly researched in the context of teachers (Koomen 2017). Moreover, according to Koomen (2017), the Herzberg’s multiple ideas are without doubt the greatest significant concept. In his perspective, he differentiates between hygienic elements (external rewards and motivating elements (intrinsic motivation). To add to that he also explains how Maslow's theory of motivation is especially relevant within refugee condition, since educators might fail to satisfy their basic needs, particularly physiological needs requirements.
Beneath is an example, Maslow focuses on an individual's physical, emotional, social, and intellectual traits and how these can demotivate and affect learning and teaching. Maslow (1943) shares that the needs theory presents a fascinating concept for educational leaders, since it provides an understanding of people's choices objectives or desires, such as what should really be emphasized to motivate personnel (Koomen 2017).
[image: ]
Maslow’s Hierarchy of Needs (McLeod, 2016) 
Working in an environment where the correct training and relevant guidelines are put into place furnish a workplace that motivates employees. The corporate training programs of chain restaurants are often custom-tailored that provide a system's perspective, including well before post-analysis, performance measurements, and assessment methods to enable individuals are given the greatest possibilities for success., however, the hospitality sector remains to struggle with food hygiene and cleanliness challenges, despite the multiple choices for training staff to serve food in a safe manner (Harris et al 2019).
Sometimes working in a workplace with good working conditions cannot always mean that an employee will always be motivated. Dickerson (2013) brings up the Vroom’s expectancy theory that was developed by Lyman Porter and Edward Lawler III (1968) using this theory, Ramlall (2004) argues that a challenging job can increase motivation, while a monotonous job can decrease motivation. A position can be made challenging by adding variety, independence, and decision-making authority. To add variety and challenge to a position, giving an employee greater responsibilities and complex tasks and, giving every employee the privilege to take part in the work by using rotation are two methods (Ramlall 2004). 
According to Horak BJ (1991), transforming mindset, forming a focused team, and providing collaborative practice for enhanced confidence, healthcare, and faith within employees and owners are all important aspects of establishing a good, effective workplace. All these come up as basic factors when it comes to good working conditions.
Conclusion
This report has taken into consideration the findings of the four mains areas that are focused on and to analyse what are the most effective ways to motivate staff effectively. The aim was to establish what were positive and negative, and challenging motivations factor for staff, and to show which programs or strategies methods were used by managers to motivate their employees. A vast number of strategies and various literatures show that surveys and questionnaires have been reviewed and administered by employers to find what elements motivate employees effectively to work and perform better. The consensus of staff motivation unanimously recorded recognition and awards to be identified as being the most effective way to motivate employees based on overall statistics. Herzberg highlighted: achievement and recognition were reported to have had the greatest influence on job satisfaction and may have long-term consequences for individuals and their views towards work (Phillips et al., 2017).
Although salary is a significant consideration for employees, it has not shown to be a powerful motivation for everybody. Herzberg’s Hygiene theory found that good work condition is a motivator, also additional holidays showed to be the least motivator because, not all employers have additional benefits as rewards put in place. Based on the report's findings It is suggested that the management should implement reward programmes in institutions that include pay increases, vacation time, and operating in a better environment to motivate employees. As additional revenue does not provide value for some employees, having strategies in place could transform individual's behaviour; additionally, if extra holidays and a pleasant atmosphere were provided to employees, this could result in them being motivated to perform better, which would be beneficial to organisations.
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