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ACADEMIC AND EMPLOYABILITY SKILLS


Executive Summary
This report critically evaluates the motivational factors of the employees to increase commitment and performance towards the goals and success. Motivational theories have been described to determine the importance of safety and hygiene factors in the workplace. Effective implementation of good working condition enables the opportunity for increasing performance and motivation of the employees in the workplace. A good pay structure can encourage employees to be a part of the change and innovation for achieving success in the organ ideational workplace. The study evaluates the importance of feedback system and recognition to increase motivation of the employees.
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[bookmark: _Toc98320527]Introduction
Motivation and employee engagement is essential in the organisational workplace to increase productivity and innovation for future growth and achieve sustainable objectives. Employee motivation depends on different factors in the organisational structure, which controls their job satisfaction and manages productivity in the workplace. Effective implementation of motivational strategy helps reduce conflict in the workplace and increase the motivation of the employees to enhance self creativity and performance. 
Employee motivation is directly linked with the performance of the employees, and low motivation decreases performance in the workplace. This report critically evaluated the motivational factors of the employees in the workplace and recommended a strategy for improving motivation in the organisation. This report also describes the importance of good work culture and employee safety objectives in the organisational workplace.
[bookmark: _Toc98320528]Critical evaluation of different ways of motivation
[bookmark: _Toc98320529]Pay 
Pay and wages in the organisational workplace motivate employees to increase performance and promote the self economy for future growth (Sudiardhita et al. 2018). Higher wages in the workplace refers to the increased safety and economy in the social life, which promotes employee motivation and helps in increasing productivity and work performance. Higher wages and pay in the workplace motivate employees by satisfying every stage of the “Maslow hierarchy of needs”. For example, the average number of employees in Barclays group increased in the previous years due to the good pay structure and overall remuneration system (Brieger et al. 2019).
[image: ]
Figure 1: Number of employees in Barclays group in 2020
(Source: Statista.com, 2021)
The above figure shows that Barclays motivates their employees by giving good pay in the organisational structure. Barclays employed 47,198 people in their UK workplace to promote organisational productivity and achieve success (Statista.com, 2021).
“Maslow’s hierarchy of needs”:
According to Maslow's motivational theory, employees' motivation depends on the workplace's five safety and satisfaction factors. Based on this theory, an employee's motivation depends on physiological needs like food, air, home, clothing and sleep. Secondly, the motivation depends on “safety needs like security and safety” in social life. After completing the first two needs, an employee's motivation depends on “care and belongings to be a part of a group” in the workplace (Brieger et al. 2020). However, after completing these three needs, an employee's motivation becomes stagnant in the workplace. Therefore, an improved pay and remuneration system helps the employees to satisfy their "esteem and self-actualisation needs” after satisfying the “physiological and safety needs” in the workplace. In the organisational workplace, it is often observed that a good remuneration system motivates employees to increase research and innovation in the workplace to increase productivity and performance (Mukhtar et al. 2018). A good remuneration and pay structure attract worldwide experts to be a part of the organisational workforce. Therefore, global leaders can motivate employees to improve performance and give more effort to smart work to achieve productivity.
Justification from sources:
Source 1:“Sudiardhita, K.I., Mukhtar, S., Hartono, B., Sari Wulan, T. and Nikensari, S.I., 2018. The effect of compensation, motivation of employee and work satisfaction to employee performance Pt. Bank Xyz (Persero) Tbk. Academy of Strategic Management Journal, 17(4), pp.1-14.”
This research paper indicates that job satisfaction and improved performance of the employees depends on the successful implementation of all safety and esteem needs in the workplace. A good paying system also reduces the gender gap in the workplace and increases productivity by communicating within diverse groups. Self-actualisation and esteem need satisfaction depends on the organisational paying system. Therefore, a good pay structure can be beneficial for increasing employee performance and job satisfaction.
[bookmark: _Toc98320530]Recognition 
Award and recognition system for good performance is crucial for improving productivity and employee motivation in the workplace. Awards and recognition for improved performance enhance the employee's self-confidence to better use the resources and snake difference in the organisational workplace (De Klerk et al. 2021). Furthermore, recognition for a good performance motivates employees to increase their creativity and innovation for making a change in job operation and promotes sustainable innovation in the organisational workplace. 
In the current era of globalisation, every employee wants to grow in the global platform for achieving success in the global workplace. Therefore, a "reward system for harmonising the self-interest of employee and employer" by encouraging employees towards performance helps manage the global workforce (Dong-Jin et al. 2018). On the other hand, a lack of a reward and recognition system for good performance decreases the employees' self-interest to make a difference in the workplace by improving the process productivity and job operation strategy.
“Herzberg motivation theory”:
According to Herzberg's two-factor theory, an employee's motivation depends on the “motivation factors and hygiene factors”, which increases or decreases job satisfaction. This theory states that “recognition in the workplace increases performance and achievement”, which maintains job status and helps personal growth to work itself in the organisational workplace (Haldorai et al. 2020). On the other hand, an employee's motivation decreased by dissatisfaction regarding hygiene factors in the workplace. Recognition also builds a good relationship with the supervision, which helps to work in a group and proper collaboration. Further, recognition for complex work encourages an employee to increase research and innovation in the workplace.
[image: ]
Figure 2: R&D funds of business in the UK from 2005-2016
(Source: Statisat.com, 2019)
The global workforce of the UK increases their research and development funds for increasing innovation in the business by using the good knowledge and skills of the workers. As a result, the total expenditure for research and development was 22,224 million GBP in 2020 (Statista.com, 2019). This data suggest that a good recognition system in the country's global workforce increases the strategy for innovation and research (Statista.com, 2019).
Justification from source:
Source 2: “Ngwa, W.T., Adeleke, B.S., Agbaeze, E.K., Ghasi, N.C. and Imhanrenialena, B.O., 2019. Effect of reward system on employee performance among selected manufacturing firms in the Littoral region of Cameroon. Academy of Strategic Management Journal, 18(3), pp.1-16.”
The above research paper suggests that rewards and recognition increases an individual's design to complete work in a more prominent way that helps to reduce cost and increase organisational productivity (Ngwa et al. 2019). The appropriate reward system helps the employer increase the workers' commitment to achieving good productivity in the competitive world. Reward and recognition systems can serve as a driver for marinating the interest of the employer and employees by aligning with the mission and vision of the business. The recognition system is also evidence of the business leaders' commitment to how they treat their employees in the workplace to promote productivity (Jeon and Kukla-Acevedo, 2019).
[bookmark: _Toc98320531]Additional holiday 
Additional holiday and leave often motivates employees by increasing their mental satisfaction and well being and decreasing job pressure in the workplace. Additional holidays are important for the employees to free their minds, relieve stress, and improve productivity in the workplace (Li et al. 2015). Additional holiday improves overall job satisfaction by increasing confidence and a free mind for working in the workplace. Additional holiday eliminates the pressure of everyday routine and relaxes the mind by taking rest from the job operation. The additional holiday is crucial for rebooting the employees' health and maintaining a good work-life balance for improving motivation in the workplace (Lyu and Zhu, 2019).
“Locke’s goal setting theory”:
According to this theory, employee’s motivation depends on five factors in the organisational workplace. 
Clarity: 
Clarity refers to the good understanding of the organisational goals and objectives, which increases the workers' productivity. Good clarification of the desired objectives also helps the workers increase self creativity and innovation to increase performance (Na-Nan and Sanamthong, 2020).
Challenge:
Challenging goals and objectives encourages employees to gain desired success and promotes career growth in the organisational workplace. An additional holiday helps the workers to take challenges in the workplace for increasing career opportunities in the future position.
Commitment:
A good commitment towards the success of the objectives helps to increase the motivation of the employees by prominently performing jobs. Therefore, an additional holiday increases the commitment of the employees by relieving themselves from stress and work pressure (Singha and Sivarethinamohan, 2021).
Feedback:
Effective feedback systems also help increase the employees' productivity by motivating them to increase performance for better feedback. In addition, a good feedback structure enables organisational learners to encourage employees to enhance skills and creativity in the workplace.
Task complexity:
An employee's motivation depends on the complexity of the task and the organisational strategy to manage operations for achieving the goals of motivation and success. However, a complex task often demotivate employees and decreases their interest in success (Susan et al. 2019).
Justification:
Source 3: “Mulvaney, M.A., 2014. Leave Programs/Time Off and Work-Stress Family Employee Benefits Programs, Organizational Commitment, and Self-Efficacy Among Municipal Employees. Public Personnel Management, 43(4), pp. 459-489.”
From the above research paper, it is justified that the "family-friendly employee benefits program” helps the organisation reduce mental stress and promotes motivation for high productivity in the workplace. The organisational leave programs have a crucial impact on the commitment of the employees to modernise the ongoing process of job operation (Mulvaaney, 2014). A uniform work-life balance can be created by giving employees an additional leave for achieving motivation in the workplace.
[bookmark: _Toc98320532]Good working condition
Good working conditions and diverse work culture promotes motivation of the employees by developing a uniform organisational; structure for better productivity and growth. Improved work culture helps satisfy the needs of hygiene factors in the workplace to improve the productivity and motivation of the workers (Walker and Flannery, 2020). Furthermore, good working conditions and diverse work culture helps to increase the knowledge of the employees by sharing information in the workplace.
Justification:
Source 4:“JEON, S.H. and KUKLA-ACEVEDO, S., 2019. ATTITUDINAL EFFECTS OF ETHICAL WORK CLIMATE: AN ORGANISATIONAL ANALYSIS. Public Administration Quarterly, 43(4), pp. 456-488."
The above research paper justifies that an ethical work culture increases the attitude o0pf the employees to increase commitment and motivation for improving performance by using advanced skills and knowledge. An "ethical work climate influences agency-level work motivation" for the employees to work hard and achieve success and recognition in the workplace (Jeon and Kukla-Acevedo, 2019). An improved work structure helps employees gather information from diverse knowledge and increase self-innovation and research skills for better productivity. Further, a good work condition makes a good relationship with the supervisor and employees to promote innovation and good corporate structure in the industry (Westover and Taylor, 2010). Finally, good working condition helps the employees to make collaborate with global leaders for improving productivity and increasing job satisfaction in the workplace.
[bookmark: _Toc98320533]Conclusion
The above report indicates that effective implementation of motivational theory and strategy helps the organisation maintain a uniform work culture for achieving the success of employee motivation in the workplace. The study highlighted that feedback and recognition promote motivation and performance for increasing productivity and growth opportunity. Therefore, the organisation needs to maintain a good work-life balance for improving job satisfaction and encourage employees to do work in an advanced way and knowledge. Good working conditions maintain employees' job satisfaction and help gain success for achieving a high position in the organisational structure.
[bookmark: _Toc98320534]Recommendation
The organisation should follow a “good remuneration system and an ethical work culture” to maintain a uniform corporate structure to achieve the employees' motivation in the workplace. The company should maintain the work-life balance in a good working condition to enable the employees to minimise stress and job pressure in the workplace. The leaders of the organisation should follow the ethical guidelines in the work condition to maintain the hygiene and safety of the workers. It is essential to follow the motivation theory for maintaining safety and hygiene for the workers, which helps maintain employee satisfaction and motivation in the workplace. Good working conditions also create opportunities for the employees to gain a competitive advantage by gathering knowledge from the diverse employees in the workplace.
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