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Task 1: Academic Report ‘What is the most effective way to motivate staff?’

[bookmark: _Toc119877855]Introduction
The chapter of motivation has sparked various reactions and remains as both a, challenging, and a complex area of Human Resources Management (HRM) studies which is experiencing rapid changes stemming from nature, empathetic, functions, purpose, and the mode of application. Ultimately, managers need taskforce that can work at optimal rates with a minimal supervision. Employees do not have to physically attend to duties but more significantly, need to be in touch both emotionally and spiritually. Motivation is the drive momentum that make people to act without pressure or under minimal supervision. The current study seeks to identify the most effective way to motivate staff. The research’s rationale is derived from the vast literatures dedicated to the most effective and efficient way to motivate employees to enhance performance at optimal rates to achieve organizational goals. Various authors have written extensively on motivational and shown that while motivated taskforce is critical for an organization, employers are confronted with the dilemma of coming up with the right mix of motivational techniques that can push productivity to optimal rates. In this report, the author will gauge the effectiveness of extrinsic rewards such as pay, recognition and awards, additional holiday, and a good working condition on how they impact employee motivation.  
[bookmark: _Toc119877856]Background 
With the services cape registering vast changes over the years based on scope of work and nature, different ways of management are necessary. However, the most significant and crucial factor to consider has been how managers motivate the internal client for good performance as well as personal goals to be achieved. The challenges emanate from the changing and challenging nature of the work environment coupled with the diverse task force. By nature, human beings are not homogeneous. As such, they have vast needs, aspirations, and different perceptions concerning the appropriate motivational techniques. In that case, motivating staff requires clear comprehension of human nature, personal differences, and perceptions of the appropriate motivational strategy. 
According to Malhotra et al (2007, 2097) rewards comprise of all the myriad  financial return, tangible services and benefits employees accrue as benefits of being employed. It is automatically that every employee aspires to be rewarded after successfully completing assigned tasks. Whilst employers expect the internal client to deliver designated duties, the internal client also expect their bosses to assure them befitting returns in the form of salary and wages. The reward for delivering a task successfully is what is referred to as motivation. Malhotra and colleagues (2007, 2095) argue that no matter the size or kind of organization, rewards significantly contribute to the collaboration and diligence manifested by employees towards a standard optimal performance and the stability of workforce. The rationale for coming up with a reward system is to motivate and induce given behaviors among the internal client which positively impact their performance levels while simultaneously inhibiting other behaviors which can erroneously endanger the organization and its ability to grow. This is adequately achieved using Vroom terms such as the expectancy model. According to Martin (2005, p. 442), the roots is that motivation seeks for desired character. In short, an induviduals is motivated to show a behavior if they are certain that the behavior will accrue rewards. 
[bookmark: _Toc119877857]Pay or salary rewards
Many authors have dedicated interests into the subject of whether money impacts employee’s engagement. However, the most important question is to ask whether money can make jobs more comfortable or whether higher pay can demotivate staff. A study by Judge and colleagues (2010) that involved 120 years to synthesize finding from 92 studies reveal that the correlation of pay and job satisfaction was frail. In addition, the authors found that employees earning salaries in the top half had similar job satisfaction levels with those earning salaries in the lower range (P.162). The results were consistent with those of Gallup’s engagement research that saw no significant variation in employee motivation by pay level. The results from these two articles are important for management in that money is not a significant contributor towards employee engagement. 
However, the big question pertains to whether money is a motivator or a demotivator.  Money has been applauded as the ultimate motivating force as was proposed by Taylor (1911). Based on such misconception, most managers tend to focus or have a bias on the use of monetary rewards. However, Shanks 2007, p.32 puts a disclaimer on the use of money as compensation for motivation. Shanks (2007) notes that monetary compensation reaches motivation peak, when the compensation is not high enough, it back fires as a demotivator. Contrary to the opinion, when it is quite high, it seems to be a demotivator and results to a tempered production levels to cave the high payment performance (2007, p.32). in addition, Atchison (2003, p. 21) argues that when money becomes predictable, it ceases from becoming a motivator but an entitlement. Deci and Colleagues (1999) conducted a study that involved results from 128 controlled experiments results reported a negative correlation related to intrinsic motivation. The effects were strong in cases where the tasks seemed more comfortable rather than boring. The results highlighted that a deviation increase in reward, intrinsic motivation for interesting task diminished drastically. Similarly, when the rewards were tangible for instance, participants knew the amount of money they will get as rewards, intrinsic motivation decreased too. On the contrary, for uninteresting tasks, extrinsic rewards increased motivation. Deci and colleagues (1999) conclude by noting that the strategies that focus on extrinsic rewards have profound impacts that decrease intrinsic motivation rather than promoting it (p. 659). Based on the above findings from various authors, pay rewards depend on the type of task. For instance, if the task is not interesting, pay rewards can increase intrinsic motivation. The reverse is true for interesting tasks where pay rewards diminish intrinsic motivation. As such, the pay reward system should be defined based on the type of task to avoid diminishing intrinsic motivation. 
[bookmark: _Toc119877858]Recognition and Awards 
Most employers have well defined goals that seek to reduce costs while simultaneously altering the quality, and at times size, of work coming from the internal client. In the contemporary competitive business environment, clear curiosity is important when it comes to getting much work done in the services cape. Employee recognition and award is a fail-safe strategy that can be applied to both startups and well-established businesses.  Employee recognition is a well-timed acknowledgement to a person or team which praises their efforts. Employee recognition and award system is growing in popularity since they motivate employees to change how they behave at work, and pick characters that benefit the work environment. Various scholars have expressed interests on the impact of employee recognition and awards on motivation. 
Baskar (2013) while conducting a study to determine how rewards and recognition can impact employee’s motivation found that there was a direct and positive relationship between employee recognition and rewards, job satisfaction, and motivation.  Further, if the rewards and recognition offered to employees changed, a significant change could be registered to employee motivation that could negatively impact the organization. In short, the better the recognition and award system, increased motivation levels, and possibly the higher levels of productivity. However, in the event of major inconsistencies between the performers and nonperformers which might be emotionally, the management should reassess and rectify the system. However, if the organization fails to reassess the system, it could negatively impact job performance levels and productivity leading to low employee retention especially minorities (Baskar, 2015).  Amoatemaa and Kyeremeh (2016) in an exploratory study that sought the impact of employee as a tool for achieving performance, a cross sectional case study of Ghanaian universities proposes employee recognition if looked from the perspective of formal, informal and daily, could motivate staff for high performance. The authors recommend that management of organizations to commit credible resources to design and implement employee recognition programs for organizational goals to be met adequately.  
[bookmark: _Toc119877859]Additional Holiday
[bookmark: _Hlk119417767]Additional holidays or commonly vacations can significantly impact employee motivation from a wide angle. To begin with, additional holidays help employees relieve from stress, regain health and well-being, and result to high productivity. Pradhan and Tripathi (2021) conducted a quantitative study to assess the impact of vacation on employee stress, health and well-being, and ultimately production. Pradhan and Tripathi (2021) note that rewards and recognition are mandatory to achieve employee motivation but organizations should not always richly reward employees due to economic limitations. As such, nonfinancial rewards are preferred. Rewarding employees by giving them time off can benefit the organization while the purpose to reward the employee is also fulfilled. However, some studies have critiques holidays in that organizations lose much money. For instance, a Harvard Business Review in the USA note that average employees utilized 16.8 days in vacation in 2016, while the number of vacation days earned was 22.6.  however, the left vacation days left unused was 662 million days that costed the country a whopping $236 billion (Achor and Gielan, 2016). That money could have been used to build the country’s economy. On the contrary, another article demonstrated that workers who took vacation contributed $37 billion through creating direct and indirect jobs to the economy which helped boost the country’s economy. 
[bookmark: _Toc119877860]Good Working Conditions
In any given organization, the internal client is always contented when they feel that their immediate services cape in in tandem with their obligations. The rapid growth of the enterprise world is entirely depended on the relevant working conditions that impact employee motivation. Among the factors that lead in good working conditions include health and safety of workers, good work relationship with their employer, benefits including bonuses and good pay are conditions of the services cape. Good working conditions is made up of both intrinsic and extrinsic factors including monetary incentives. McGuire (2003) argues that monitory incentives alongside other financial resources should be offered to employees. These include housing, training and promotional programs, food and transport, professional status in the community, recognition, and promotion among others. 
Armstrong and colleagues (2015) posit that training and development are critical elements in industrial psychology discipline. Previous scholars have shown that satisfaction occurs when the services cape develops given qualities that lead workers to perform at optimal levels (Faragher et al., 2013). Given that, a suitable working condition raises the motivation of employees as they can get their wishes done, employers should strive to find strategies to make working environment favorable. With favorable working conditions, employees are able to fully utilize their potential and simultaneously deliver quality services to external client Atamba, 2019). Besides, Kiazad and colleagues (2019) support that fact that when managers show concern to employees, they perform better as they have little stress and low friction. 
[bookmark: _Toc119877861]Conclusion
From the prospects of the above report, employee motivation is influenced by different factors. Pay or salary has been found to impact job satisfaction at equal levels. Both the highly paid and lower paid employees expressed similar job satisfaction and hence not a good motivator. Recognition and awards may work well but they may influence emotional conflicts between those who are recognized and those who fail to be recognized. As such recognition and awards may not be a good motivator as they may also be biased and trigger emotional feelings that drive production down. While additional holidays may relieve employees from the monotony of services cape and help rebuild employee health, the company may lose much in terms of economy. Good working conditions have been found to be the best motivator as they touch both intrinsic and extrinsic factors. This paper therefore recommends organizations to focus on good working conditions that manifest concern to employees across their health and safety, reasonable working hours, paid leaves, at times offering free meals to workers, transport services, housing, and welfare kitty. 
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