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Introduction 



	The purpose of this document is to explain what motivate the staff in workplace
             Most employees need motivation to feel good about their jobs and perform optimally. Some employees are money motivated while others find recognition and rewards personally motivating. Motivation levels within the workplace have a direct impact on employee productivity. Workers who are motivated and excited about their jobs carry out their responsibilities to the best of their ability and production numbers increase as a result. Employee motivation has always been a central problem for leaders.

The things that make people satisfied and motivated on the job are different in kind from the things that make them dissatisfied. (Herzberg, F., 2008) Ask workers what makes them unhappy at work, and you’ll hear about an annoying boss, a low salary, an uncomfortable workspace, or stupid rules. Managed badly, environmental factors make people miserable, and they can certainly be demotivating. But even if managed brilliantly, they don’t motivate anybody to work much harder or smarter. People are motivated instead by interesting work challenge and increasing responsibility. These intrinsic factors answer peoples deep-seated need for growth and achievement.

Provide Higher Pay, Bonus to Performing Staff

Needless to say, salary is a benefactor to the value of the role presented. An employee will aim to increase productivity if higher pay is in question. Roles where pay is fixed and does not incrementally increase for the merit of the staff, i.e. Minimum Wage, can be demotivating, or not promote initiative in the workplace. Tomas Chamorro Premuzic, a writer from Harvard Business Review (2013), investigated this topic: if pay engages our motivation. Their research of 92 quantitative studies has found the correlation between salary and job satisfaction is very low. Despite this find, it is still being argued the salary affects motivation, presenting a tension between extrinsic and intrinsic motives. these people been motivated? Yes, some medievalists still argue that a good depression will drive employees working in order to achieve the next salary raise. They believe that if higher wages don't or won't accomplish the job, then lower wages will.


The natural suggestion is a reward bonus to the best performing staff, however, the study finds this promotes competitive and disruptive workplace, which goes against a good working culture. A Reward Management study by Armstrong and Brown (2019), outline solutions for a reward involving pay. The reward system focuses mainly in individual performance and contribution; a merit pay leading to contingent pay.

Non-Financial Awards, Compliment based on Performance
A Reward management is responsible for ensuring the value of employees achieving organizational goals is recognised and rewarded (Ellis, C M, Laymon, R G and LeBlanc, P V (2004). A true demonstration of recognition is by recognising value and hard work with compliments. Cohen (2006) mentions a nonmonetary reward shows to employees their accomplishments and hard work is noticed by the employer, boosting morale and confidence. These rewards can be a verbal compliment and Cohen mentions the rewards should not be delayed as it diminishes their effectiveness. It is with the same note, Cohen argues the reward should only be given if it’s deserving, if the reward is given simply for the employee showing up to work, any further reward will not come with the same effect. Ghostal and Batlett (1995) reminds us having a reward system is about adding value to people and not otherwise. Furthermore, Cohen states the reward feels more to the heart when it’s tailor-made for that particular employee – this shows the dedication taken by the employer to consider what is best for that employee. Cohen makes a point that compliments when they’re due go a long way. Recognising the employee is a simple method but an effective one, nonetheless.
Rewarding with Additional Holiday

Additional Holiday Pay is a top-up payment which ensures that any qualifying additional payment(s) that you receive in the 12 months (previously 3 months) prior to taking a period of holiday are factored into your holiday pay. Some jobs do not give holidays because employees do not have employment contracts and cannot take holidays or if they take holidays they are not entitled to payment, and some have a 0-hour contract are not entitled to holidays pay.

Holidays or half a day on Friday can act as a reward and an incentive to employees when the monthly targets are exceeded. All employees can strive to extra holidays if they are successful in their tasks, pushing for efficient performance and regular accomplishments (Whitaker, P, 2010). The benefits of an additional holiday are simply to reduce the stress on the staff acquired during work and with system like this, Whitaker mentions it is important not to have favoritism, as it’ll have a counterintuitive effect, rather than motivate employees to do better, it’ll negate motivation to exceed monthly tasks. 

Instead, rewarding staff with catered holidays/ trips as a bonus for an exceptional performance is a greater morale booster than the former.


Improving Working Conditions and Culture
Good working conditions are often related to tidiness, safe and accessibility in the workplace. They are also related to how staff are treated in within the company and by the managers, the working environment, culture. Recognition and awards referred to staff being recognised for the accomplishments, good working environment refers to how the staff is perceived by the managers or the employer, how they communicate with the staff.
 Writer Kevin Murray from CMI (2021) has investigated this further, the study found certain management behaviour are destructive when it comes to communication: omitting information or being secretive, unable to provide constructive feedback, unable to listen to other people’s views / leading communication in their favour – the list goes on… Murray found these traits, reported by employees, are often viewed as demotivating, uninspiring. Good communication has a major influence on whether staff feels respected or motivated (CMI, 2021). A research by Ali Yassin Sheikh Ali, Abdiaziz Abdi Ali and Abdiqani Ali Adan on working conditions in Somalia denotes good working conditions takes many forms and bad communication or lack thereof give a negative perception of the workplace to the staff, it is likely for the staff to feel absent, stressed, overall affecting their commitment in the company. Whereas in a friendly, safer and trusting environment, productivity is greater (Kreisler, et al, 1997.p.36) Bad working conditions affects productivity and morale – management’s main duty involves ensuring the staff is in good conditions to excel in their daily tasks. Nonmonetary gifts show your staff that you value their hard work and time by recognising their accomplishments. When it comes to non-monetary incentives for your employees,
The last thing you want to do is feel obligated to reward individuals for showing up for work. The prize is for the person who not only shows up physically, but also demonstrates a work ethic and efficiency that goes above and beyond what their peers do on a daily basis.

Listening to feedback and acting accordingly certifies the staff’s concerns are listened to, respected. 
Conclusions 
Based on this research a conclusion has been made. An unmotivated worker is a bad investment for the company, it can lead to an unhealthy work culture which can affects more than one employee. How does a manager motivate staff in a healthy and ethical approach, that does not promote competition or a toxic environment? My recommendation is by adopting good working conditions. The study by Murray (2021) finds how bad communication demotivates staff, their willingness to excel diminishes, they feel unrespected and thus lower productivity.  Premuzic (2013) study on whether pay influences motivation found that staff is not mainly motivated about the pay, the work in itself should appeal more, this improves mood and productivity. If the staff feels comfortable in the workplace, if the managers can make the staff feel like their workplace is a second home, the reward is much greater. These are toxic bosses who foster horrible cultures and poisonous work environments that are detrimental to our health and capacity to contribute meaningfully to our organisation. These are the bosses who will have a high churn rate in their teams, with the majority of their employees wanting to go to a different department or perhaps a different firm.

The arguments made against good working condition were lack of feedback, this cross-references with rewards and recognition. As you advance in your career, you become more aware of the various personalities of your coworkers and begin to compile a mental list of who loves what. Applying your mental list to the incentives process shows you took the time to think about what would best suit that person. Some employees enjoy seeing their names in the facility's newsletter, while others prefer to be recognised in person, such as during a staff meeting.

The staff doesn’t need a recognition reward to feel valued, in some case it can be argued it’ll achieve the opposite effect, the study by Cohen only illustrates that recognition is given only when it’s due, but if the managers are busy and delay giving compliments, this strategy does not present the best results. Good working condition where communication is improved and feedback is given more frequently to greatly increase productivity and favourable results, covers both fields without losing better working environment in the process. 
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