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Staff Motivation
Attempting to answer the question of what motivation does mean, there could be found numerous definitions. Petri and Govern (2012), describe the motivation as a concept implemented while describing the forces acting on or within the individual to commence and administrate behaviours. Maslow (2019) suggested that the motivation could be recognised as the individual`s strive at fulfilling five types of needs, categorised as: psychological needs, needs of safety, social needs, esteem needs, and self- actualisation needs. Further he explained those needs to be an internal pressure dictating the individual`s behaviour. Speaking of motivation in workplace settings, the literature offers definition of two types of workplace motivators- intrinsic and extrinsic, where the intrinsic type is formed by fulfilling the intangible benefits, and extrinsic which is formed by fulfilling the tangible benefits (Sanson and Harackiewicz, 2000).  Additionally, great examples of explaining the tangible benefits would be staff`s salaries, their physical and psychological safety at work, being provided a working contract which grants a certain- extend of safety etc. The examples of the intangible benefits would cover the feelings of being successful at work, feeling valuable and being given appreciation, being taken care of, offered respect etc. 
[bookmark: _Toc107842241]Healthy working environment as a motivational tool
Understanding the meaning of motivation, now the question of the best ways motivating staff imposes itself. The primary way of motivating staff effectively would be fostering healthy working environment, where staff would be encouraged to feel comfortable to work, called on interaction, supported as well as their growth and development within the organisation, stimulated and listened to etc. Pearce (2007) in other words suggests that in order to motivate the staff act specific ways in other to achieve business`s specific goals, by creating a healthy working environment few steps are mandatory. He suggests that it is of an essence for the managers to know each member of their team, and what each of those members is motivated by, as it would be lunatic the expectation that every individual would get triggered and stimulated by the same motives. He then continues suggesting that it is equally crucial for matching people to the skills, explaining that only confident staff in their abilities to deliver their tasks would find satisfaction at work, feel comfortable and stimulated. Further, he explains that defining goals would be the other tool, by making sure the communicated goals are specific, measurable, achievable, relevant, and timed. The other suggestions provided by Pearce, are providing staff with constant progress feedback, managing failure effectively by not allowing it diminish staff` confidence etc. 
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A healthy working environment also means involving employees in the business processes by also allowing them to participate bringing decisions. An article (BMJ, 2009) suggests that the staff`s involvement in decisions on how the organisation should be run like, would effectively motivate the employees to increase their productivity and contribution, minimise the staff turnover, improve the overall performance, decrease the number of sick days etc. In order to elaborate this, the article calls on employee-owned organisations, such as John Lewis, as an employee- owned organisation. It further uses this as a successful example for business- oriented organisations as NHS for instance, advising them that their service and productivity could be increased drastically, by exactly providing their staff with power while bringing decisions for the business, which would additionally make employees feel appreciated, trusted in, listened to, stimulated to use their intellect, and accomplished. 
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Another article (Murray, 2021) encourages additional way of motivating staff, by ensuring a clear communication is established between the managers and the employees. The article firstly recognises the essence of great listening skills, describing it to be essential for the managers before being able to communicate their messages with their staff. He elaborates that a great communication is not only about delivering messages but also about assisting the communicator (the manager) get listened to, as well listening to the message- receiver and understanding the impact the message had on them. Further, it provides examples of bad communicator practices described by employees among which there are the following examples: managers tend to be secretive and fail to share enough information with their staff, they fail to provide the employees with feedback, especially when having to recognise or praise the efforts of their staff, usually being invisible by separating themselves physically and mentally from the rest of the team members, fail to prepare presentations, ignore when the message receiver (the staff) fail to understand the message or raise concerns, are ambiguous etc.  
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On the other hand, recent research suggests the psychological safety as another way of motivating staff successfully (Filimonau and Corradini, 2020). In the core of this research were the zero- hour- contracts offered in the catering industry, where 18 different interviewees were interviewed in informal settings at their working setting, aiming to understand the impact of those specific contracts over the staff motivation. The research findings demonstrate that the psychological safety of the employees, provided by factors such as financial rewards, interpersonal relationships at the working environment along with the nature of the job are the essence of the staff motivation. The research findings further suggest that all of this is essential to be considered while effectively managing the staff performance, by also suggesting its implementation in HR policies across sectors. In regard to the controversy of the zero- hour- working contracts, the study shows light of balancing them out with the other benefits of the contracts, and further using them as a motivation for staff performance and attendance by rewarding them with permanent contracts as a vehicle of enhancing job motivation in this sector, which could additionally contribute towards providing the staff with psychological safety (Prasad and Sandhyavani, 2018).  
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In conclusion, the staff can be motivated effectively by providing them with both tangible and intangible benefits (Dudovskiy, 2011). Numerous studies show that nowadays it is mandatory for an effective motivation to be established at the workplace, for the employees to be firstly provided by fostering a healthy environment, establishing clear communication, providing staff with (psychological) safety and also inviting their contribution to decisions- making in regard to running the business. By following those as part of many motivational approaches, staff productivity would be increased as well as their dedication to the work and their investment at the working place. In other words, the benefit are mutual for the business and the staff as well. 
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