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Task 1: What is the most effective way to motivate staff
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Task 1: Reflective Report on motivating staff 
Behind the success of every organization is a committed employee base. In addition, behind the commitment, is job satisfaction or motivation. Therefore, one of the key tools that organizations and companies use to ensure that organizational performance has been enhanced is staff motivation. This is so because it is through motivation that employee commitment and satisfaction are enhanced. Moreover, motivation increases employees’ efficiency and development.  Staff are comprised of human resources. Just like any other human, employees have different competitive needs that are sparked by different motivators. These motivators may be present in an individual capacity or given to a group. Regardless of who is motivated by what, employees may be motivated by rewards and recognition, exposing them to a healthy working environment, good pay and additional holiday.  According to motivates and needs theory (Herzberg et al, 2005), Employee motivation serves to meet five kinds of needs for employees. These include ego, physiological, safety, social and self-actualization needs. Though challenging (Bawa et al 2017), employees must identify the different needs of their staff and introduce a motivator that suits the need. In this report, we are going to delve into the challenges of motivating staff with a focus on the four motivators identified above (good working conditions, additional holidays, recognition and awards).



Good working conditions 
hen the term working environment (Raziq et al, 2015) is mentioned, the image that it creates in the mind is about the physical space of the workplace. However, work conditions go beyond the physical and incorporate the emotional and interrelationships between employees. A positive work environment comprises the space that enhances productivity, growth and employee wellbeing. Creating a space where the staff feels free, happy, inspired and appreciated leads to a more collaborative with lively workforce that is also focused on achieving professional and personal goals. A positive working environment alleviates stress and burnout.  According to the report FROM UK’s LABOUR FORCE SURVEY (Abdul et al, 2021), there was a resultant 17.9 million working days lost in 2019/20 due to work-related anxiety, depression and stress. Taking a step towards sharing and asking for help in managing stress will in turn help manage burnout and stress. Good working conditions foster such behaviour. Moreover, good working conditions lead to increased productivity, better wellbeing, improved morale and contribute to the increased chances of staff retention. Productivity goes hand in hand with happiness. A happy working environment equips people with the necessary motivation to complete tasks more efficiently. Moreover, happy staff members are less likely to start seeking opportunities elsewhere. 
Good working conditions can be created. The first thing that company owners do to ensure that they create positive work conditions is through values (Leschinsky et al, 2004). Values are the core of organizational culture. Every employee is required to own the organizational values and work according to their stipulations. Work ethics, employee relations, code of conduct and communication pathways are all well articulated in the company’s values. When every employee practices these values, it is a source of inspiration and motivation since it creates an environment a smooth working environment enveloped in values. In addition, good working conditions can be realized by creating good onboarding experiences. Smart employers encourage on-going employers to create unforgettable better experiences during the first day of work for new signings. This is achieved through encouraging office introductions that are definitive of the roles they are going to play, what kind of help they will offer and help them feel at home. In addition, effective communication (Hebda et al, 2007) between employers and employees and among employees creates trustworthy and in turn respect for all. When employees trust the information from their employers, they are likely to feel positive about their environment.  Other ways of building positive work conditions include diversification of the working environment, focussing on the wellbeing of employees, encouraging interpersonal relations and getting the physical workplace right.
This sounds better and easier, but it is very challenging to build an environment that is free of de-motivators. Some employees are prone to go against company values. Some of them due to personal behaviour and characters are hard to change. What is more difficult is absorbing all the different characteristics of individual behaviours and trying to make them uniform. Uniformity in behaviour cannot be achieved. However, employers can try their best to form good working conditions that are suitable for every employee.
Recognition and awards
Reward and recognition are among the best tools that organizations use to motivate their workers (Javernick et al., 2012). Rewards and recognitions are important ways of thinking and recognizing the staff for their handwork and contributions towards achieving organizational objectives and goals. It is through such rewards that employees are motivated to work and consequently leading to enhanced organizational performance. Rewards can be given in many forms. However, most organizations employ the use of traditional reward and recognition schemes that are more inclined to financial incentives. This is based on the common knowledge that financial stimuli work for many employees. However, some percentage of employees do not view this as an effective way of motivating them (Silverman et al, 2004). There is a common notion that what works for a certain individual is not necessarily, what will work for another. Therefore, the most important question employers should ask them should be what employees want. Therefore, instead of having a one-route focus on financial commitment as a reward strategy, employers should take their time to have a quality conversation with their staff to understand the type of reward and recognition that is suitable for them. Moreover, they should discuss with them the right and preferred way of receiving rewards. 
However, as smart as it sounds to be, the most challenging part is the alignment of what the employees need with the values of the organization. Rewards should reinforce the positive behaviours of the employees (Bushardt et al, 2011). Moreover, they should be coherent with the values that employers want to be established as the culture of the organization. In addition, not all members of the staff will be on the same page on the suitable reward and reward strategy. The rewards should serve as a motivator but not as a source of conflict between employers and employees and within employees (Leventhal et al, 1996). These conflicts arise when some employees are rewarded more frequently than others are. The fairway to do this is through effective communication on the criteria used to reward. These criteria should be fair and unbiased to the satisfaction of all. Moreover, all rewards should be consistent. The most effective way of achieving consistency is through making the reward system and criterion an organisational culture. The most important question to ask is; is it right for everyone? The right answer is; that it has never been right for everyone. What makes it fair is the culture the reward culture system. Therefore, to minimize all the challenges surrounding the awards and recognition motivational factors, employees should strive to seek what works and what does not work for their employees.
Additional holiday 
Time-off is very important to every employee (Jeffords et al., 1997). It is the time to get to bond with family, make a plan of life and spend quality time with friends and relatives. It is also time meant to serve to relieve work pleasure, freshen up and go back to work with new and motivating energy. Being given time off or an additional holiday is an important motivating factor for all employees. They feel that the employers are not only concerned about their work but are also concerned about the other life outside the work environment (Vachon et al, 1978). More importantly, it is the time that employees receive a salary without necessarily having to work. However, additional holidays come with challenges to employers. These challenges arise from holiday pay, every employer wants to leave at a specific point in the calendar year, irregular work Scheduling.  When employees are given additional holidays, the remaining part of employees are faced with a lot of work pressure. Some of them work extra hours and take on the roles of more than one person. This leads to increased strain, stress and burnout in the remaining employee population.  The result of burnout, stress and physical and mental strain is that the general performance of the organization is reduced.  Moreover, most of the remaining population feel that employers should give them an added salary for additional roles. It is something that most employees do not speak of but is common. This means that, while motivating a certain section of employees on holiday, the remaining employee population is demotivated. However, what is more, important to the work environment is that what is happening to population A of the employees will also happen to Population B of the employees. This is called fairness. 
Considering the importance of the additional holidays to employees, the challenges arising from it can be well managed by having the right Human Resource Team.  The human resource team should always try to keep the clock ticking while some elements are not present. To ensure that this is achieved, HR is always equipped with the type of abilities the organization’s employees have. They assign roles and they ensure that sanity of work is always achieved with or without some of their employees.
Pay 
Every organization is equipped with both intangible and tangible elements.  The vision, mission, values, strategies, work, environment and land are all valuable resources to the organization. Among the resources, human beings are the only living resource. The human resources are hired and they enter into a contract agreement between them and the organization (Muo 2013). The human resource is always given payment as a reward for the job they are doing. The payments are termed ad wages or salary. A wage is paid daily while a salary is paid on a weekly or fortnight monthly basis. In an interview, it is common for employers to ask their prospective employees about the amount of payment he anticipates receiving. A good salary puts a smile on the faces of all employees (Stringer 2011). It is a sign that their work is productive and that the employees are rewarding them by giving an equally fair payment. A fair payment will always foster organizational achievement by encouraging the employees to work harder. Most successful organizations have a pay rise strategy different from the other organizations. Some increase their salaries based on the length of work of certain employees. Other from work promotions and others earn their salary increment through going the extra mile to achieve unprecedented achievements.  However, as this is the best way to motivate the employees, challenges may arise when payment is poor or does not reflect the work they are doing. Delay of payments may also pose another challenge, which may force workers to have demonstrations. Unexpected pay cuts may also be another challenge especially when there is no proper communication. To have all this checked, communication is very crucial. Communication may be done according to need. It may also be done through organization values and payment policies. The policies should spell out the indicators for delayed salary and payment.
According to HERZBERG’S motivation-hygiene theory (Herzberg et al, 2005), payment is a lower-order need that cannot lead to a trues job satisfaction. However, his two model factor theory states that a good working environment is the best motivational factor for employees across the globe. 
In conclusion, motivation is the key ingredient behind the success of any organization. Motivation can be achieved in many ways. These include a good working environment, good pay, additional holidays for employees, and rewards and recognition. The motivation methods are very suitable to achieve the necessary intended goal. However, there may be challenges arising from them to the organization, employer and employees as well. While these challenges are there, a good working environment is the best for employee motivation. It gives employees peace of mind, strength, and a sense of belonging to the company.
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