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1. [bookmark: _Toc99922185]Introduction 
Using motivating employee’s techniques are essential to successful of any organizations and workplace (foster, 2013). The purpose of this report is to provide a general introduction to the most effective ways to motivate staff in the workplace. There are many studies and research that dealt with the topic of motivation, with various results coming out of techniques of motivation that cannot be limited to one report. 
The answers come questions it helps us to find out which the best three techniques to motivate staff which will be the focus of this report: What ways do you use to increase staff motivation? What are the factors that influence an employee's level of motivation? Is it about money or do the employees want to feel recognised? How do we value staff? And how are we going to reward them according to that value? (Armstrong and Brown.2019). and how does creating good working conditions motivate improve their performances? So, when you understand how to encourage your employees, you will be able to get the most from them. Employees who are motivated will put in more effort and devote themselves to the company's objective. However, in this report, we will discuss three different ways of how to motivate the staff and get the best out of them. Money as a motivator, recognition and value, and creating good working conditions with cover different aspects of each factor, then discuss the conclusions with writing our recommendation about the best ways of staff motivation.
[bookmark: _Toc99922186]2. Money as a motivational factor
However, when most industries are examined, pay for performance strategies and the essential feature of payment plans are evidence to confirm the presumption that money helps motivate people. (Arthur, 2018). A lot of time and effort has been invested on determining the appropriate scheme that will enhance employee performance, engage them more, and make them feel better. 
[bookmark: _Toc99922187]2.1. Why money is important? 
Money is unquestionably an important motivator for employees, and it should never be overlooked as a motivator. (Cohen,2013). It is regarded as the ultimate motivator. On this point, I could agree with you, for reasons listed: 
· At first glance, it may appear evident that money is the primary motivator for workers in a capitalistic market such as the labour market. Offering extra money, whether in the form of pay raises, bonuses, or performance-based pay, can contribute to making employees more productive. 
· People are more likely to prioritise money. Money is a critical means of achieving a subsistence level of living. According to Maslow, money is a basic need for survival because it can purchase accommodation, food, garments, drink, and other necessities of life to meet people's basic physical needs, such as physiological and security needs Workers are motivated to work in organisations in order to receive monetary rewards that will help us meet their basic needs. (Arthur, 2018).
· To attract and retain employees, businesses usually make wages and salaries competitive within their industry and geographic area. 
[bookmark: _Toc99922188]2.2. Money's relative importance as a major motivator
Higher pay would seem to imply better results, but according to scientific evidence, the connection with both remuneration, motivation, and achievement is far more complex. In fact, studies show that even if we let people decide how much they should garner, they would most likely not enjoy their jobs more. (Chamorro-Premuzic,2013)
Many behavioural scientists, such as Herzberg, have called for companies to focus on other factors such as challenging managers' jobs, providing feedback, and contributing to decision-making while downplaying the relative importance of money as a major motivator and they found “incentive pay schemes produce only temporary compliance and are ineffective at productively long-term attitudinal and behavioural changes; reward merely motivate individual to seek more rewards and can undermine intrinsic interest in the job which is then perceived as being merely a means to an end- an expensive and short-term motivator”. (Meudell and rodham, 1998). Money was widely thought to be the most powerful motivator for a long time. People went to work and did a great job in order to be compensated fairly. If they worked hard and long enough, their pay would rise, giving them even more incentive. Money = Motivation, Motivation = Work, and Work = Money was a full circle concept. While this concept appears to be sound, the truth is that more and more people do not consider money to be the most important motivator at all. Money seems to be definitely a major factor in their decision to work, but other rewards are frequently more critical when it comes to boosting their work ethics and increasing their job productivity. So, what motivates people more than money? (Foster, 2013)
[bookmark: _Toc99922189]3. Recognition and valuing 
 All appreciate it when others recognise our contributions and achievements. Recognition is a tool for strengthening the behaviour patterns that push an organisation to excellence and provides an essential increase in staff engagement with a massive impact that goes further than the beneficiary. Your recognition, as a manager, communicates to your staff members that you matter about constructing an environment where people feel appreciated for their contributions and achievements. Through recognition, you can also create a culture that attracts and retains top talent. (Harvard university, nd) 
In the Harvard Business Review about four decades ago, Frederick Herzberg discussed how to motivate employees. Achievement, acknowledgment for achievement, actual work and responsibility were recognised as motivating aspects in the workplace by Herzberg in this review. In a survey of over 1600 employees, including hospital workers and nurses, Herzberg found that job satisfaction is more likely to result from these motivating variables than dissatisfaction-avoidance factors including salary, working conditions, and interpersonal interactions. Specifically, the survey results showed that achievement and recognition had the greatest impact on job satisfaction. This may have long-term implications for employees and their attitudes toward their jobs, according to Herzberg. (Phillips and others, 2017)
[bookmark: _Toc99922190]3.1. Staff recognition ideas
A common myth among managers is that it costs money to have a reward, but at its best, recognition can cost little or even nothing, but it can mean a lot to the person being recognised. So, when it comes to reward and recognition ideas, think basic and what gets to the heart of your employees, which shows your employees that you recognise their successes and recognise their significant time and effort. There have been a lot of wonderful ideas for employee recognition over the years, so we decided to put them all together in one place. Using these examples, you will be able to recognise the hard work and achievements of your employees.
· Simple thank you 
· Introduce a public recognition feed 
· Let employees nominate peer for rewards
· Highlight employees on your social media 
· Listen to your staff with survey 
· Celebrate Employee Appreciation Day 
· Ask about life outside of work 
· Host event that includes families 
· Provide meaningful incentives
· Recognize effort, not just results 
· Give employees a stretch project 
· Involve everyone in long-term plans 
· Involve the team in their view process 
· Plan group outings
[bookmark: _Toc99922191]3.2. Guidelines for recognizing (Harvard uni, nd)
· Be true. Give it your all and be genuine.
· Be Timely. Recognize the person as soon as possible following the contribution or achievement. This clearly links the conduct to the reward.
· Be Specify. While a simple “thank you” is always appreciated, describing the achievement and its significance adds more impact. Thanks for getting the budget information and entering them into the spreadsheet so promptly and accurately. Your excellent effort helped me justify a piece of equipment for our new project.
· Give the activity due "recognition." Keep the event separate from other business. If the award is given during a team meeting, make sure to devote ample time to the honoree.
· Give options. You can gift the employee alternatives like a Center for Wellness and Health promotion coupon, a year's membership to Harvard gym, or a Harvard Coop item.
· Keep it in scale. Assign appropriate amounts and types of praise to the identified behaviour.
· Make it your own. Recognize that people are motivated and value things differently. Others may feel embarrassed by public recognition. A gift certificate to a restaurant is one option; cinema tickets are another.
[bookmark: _Toc99922192]4. Good working condition 
A company will never be successful if its employees do not contribute to its success. It is critical to develop a productive work environment for employees in order to boost the earnings of a company and its business. Maintaining employee safety and satisfaction is also beneficial to the company because workers are more inclined to deliver high-quality work when they feel appreciated.
Working conditions refer to the physical environment in which an employee works as well as certain characteristics of the employee's terms and conditions of employment. In this section, you will find information on topics such as work organisation and work activities; training, skills, and employability; health, safety and well-being; working time and work-life balance; and more. Pay is also a significant part of working conditions, despite the fact that pay is specifically excluded from the scope of the European Union's actions in the field of working conditions under Article 153 of the Treaty on the Functioning of the European Union (TFEU). (eurfound, 2011), also mean good working condition “include good physical conditions (such as good ventilation, adequate workplace, lighting), good working relationship with the superior, little tension on the job, and freedom to adopt your own approach, just to mention a few”. (Low insider, 2022) 
Elton Mayo was one of the first to investigate the relationship between working environment and labour efficacy, or, more specifically, between employee satisfaction and workgroup behaviour. During the years 1929 to 1932, E. Mayo and F. S. Roethlisberg, along with their colleagues at Western Electric Company, conducted research that became known as the Hawthorne studies. The study's findings sparked a revolution in managerial approaches to people management. Under the influence of Taylorism at the time, a man was viewed as an isolated individual who only works for money and whose performance is dependent on attainable financial remuneration or sanctions for failing to meet the norms. Gradually, the situation began to change, and the psychological influences on employee performance and satisfaction, as well as interpersonal relationships and the influence of work groups, were recognised. A man is now considered to be a member of a workgroup with which he interacts; employee satisfaction is strongly influenced by group membership, employee performance is strongly influenced by group social norms, and so on. The study also addressed the issues such as leadership, style of management, and motivation.
It is not only the degree to which group members are integrated and their ability to cooperate that determines employee performance or satisfaction with required group work, but it is also the group manager's management and managerial style that determines employee performance and satisfaction with required group work. (Šimonová, 2015)
[bookmark: _Toc99922193]4.1. Approaches to Creating and Keeping a Successful Environment
1. Foster (2013) open communication by allowing subordinates to share their information and knowledge in order to foster trust. Encourage them to share their ideas as well as their mistakes. Listen more than you speak, and solicit their ideas and perspectives on work.	2. Provide Feedback: Set a performance standard, set goals, set deadlines, and communicate your expectations on a regular basis. Provide honest feedback after completing the assigned task and encourage people to come up with new ideas. 3. Show Admiration & Recognition: Do not be afraid to recognise and admire others for their outstanding performance. Give them more responsibilities and authority, as well as enough room to grow, to show your appreciation.	4. Innovative Learning Initiatives: Provide opportunities for content, technical, and soft skill training and development. Assign challenging tasks to people in order to broaden their skills and increase their creativity and productivity. Encourage and push them to go beyond their comfort zone. 5. Hold Regular Meetings: Never underestimate the value of meetings. Look into the difficulties that the team members have faced. Make each one feel special and important. It conveys to employees the impression that they are important to the company. 6. Continue to share information and knowledge, and encourage others to do the same. Create communities to keep people up to date on the latest industry developments. People should be rewarded for their willingness to share their knowledge and information. 7. Cutting-edge infrastructure and cutting-edge technologies do not result in a positive work environment. It is the result of a successful management team's motivational strategies. When employees feel cared for, valued, acknowledged, and respected, they are more likely to put forth their best effort and commitment. The job of a manager is to create a work environment that allows employees to be dynamic in order to achieve their goals and appreciate the value of their professional lives. (Barnwal, 2015)
[bookmark: _Toc99922194]5. Conclusions
in conclusion, although money is one of the most essential factors in motivate and  inspiring employees, it will not be adequate to motivate and encourage everyone at work in the long run.  using money or other financial incentives to motivate employees is unlikely to be an effective method. If organisations must use money to motivate their employees, they should also provide some techniques motivation to ensure that everyone is motivated.
Recognition and creating good work condition are a tool for reinforcing the patterns of behaviour that drive an organisation to greatness. It is also a crucial boost to employee engagement, having a significant impact that goes well beyond the individual who is recognised.
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