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[bookmark: _Hlk99633059]Introduction 
The genuine motivators for employees in any company will be outlined in this paper. 
The study will detail the aspects that promote workplace motivation and efficiency. 
Staff engagement, according to Truss (2006), is defined as employees feeling enthusiastic about their work. 
'An engaged employee is dedicated, enthusiastic, and completely absorbed in his or her work, resulting in a sense of motivation, energy, and commitment.
'The reasons that may encourage employees will be covered, including, but not limited to;
· pay
· 
Awards and recognition
· 
Additional vacation time
· 
Excellent working conditions

The report will include clear indications of what is advised as the best motivational strategy for achieving an efficient working environment and high levels of employee engagement.



“What is the most effective way to motivate staff?”



Pay and how it can motivate staff 
Pay progression, variable compensation, and instrumentality theory are all examples of motivational reinforcement through pay.
Pay progression, according to Armstrong and Brown (2019), is a process in which an employee's compensation or hourly pay rate grows as part of an incentive system. 
Individual contingent compensation, often known as merit, pay, can occur inside a formal structural framework by incrementing relationships to performance, competence, contributional, skill/service.

Pay that varies

Some employers use a system in the workplace whereby an employee must earn a bonus by reaching or exceeding the employer's goals on a regular basis. 
Variable pay, according to Schuster and Zingheim (1992), is "any type of direct pay not folded into base pay that fluctuates according to performance." 
Individual incentives, team bonuses, and financial injections, for example, can all be earned by exceeding targets. According to Furnham (2012), pay is a motivation for employees because it is a basic survival requirement. Money can be a motivator, but that is not always the case, this leads into hygienic needs and survival needs. 
Herzberg, professor of management and psychology established a distinguisher guide between employee behaviours. They are hygienic motivators and true motivators. 
Herzberg believed that hygiene factors/ motivators are; 
· Supervision
· Company policy and admin 
· Work conditions 
· Salary 
· Interpersonal relationships 
· Job status and security. 
Motivators are internal and true motivation comes from having a sense of achievement, recognition, and responsibility. 
As salary is a hygienic factor, hygiene issues do not accumulate motivated staff but are necessary to stop dissatisfaction and are an essential foundation when attempting to acquire loyal motivated staff members. 
People are motivated to work hard by money, and extra money pushes them to work harder. 
It is natural for us to compete as mammals. 
According to Armstrong and Brown (2019), pay progression is where pay increases with a reward system and it can take place in a formal structure by individual contingent pay- it increments related to performance; competence, contribution, skill/service and is also known as merit pay. This type of reward system is used in sale industries or marketing where progression and meeting/exceeding targets is used as an influencer for employee loyalty. 
Instrumentality theory provides the traditional rationale for incentive-based pay schemes I.e., financial rewards are ‘prime motivators.’ 
According to McAdams and Hawk (1994) support theory is based on performance. Performance rewards are instrumental to performance improvements. In their study just under half of the companies were able to attach a financial value to their plans. For them the value of performance improvement translated into a hundred- and thirty-four percent net return on what was paid out to staff. This indicates a clear link between variable pay incentives and staff performance increasing to a higher productivity level.

Awards and recognition 
 
Employee recognition awards are usually presented in the form of awards, trophies, and plaques, given to employees who have achieved a goal, performed well, exhibited a behavior that is worth awarding. They are often given out at company events, conferences, holiday parties, etc It is about making employees feel respected and valued. 
This can be implemented by providing immediate recognition awards, such as, a spoken appraisal. Recognition awards can also be delayed e.g. an award, such as; employee of the month, a newsletter praising impressive performance by employees that month, or an incentive added to your salary. 
This aids in employee motivation as they feel valued and appreciated in their job, and this can aid them to work harder to achieve more incentives or rewards. According to Armstrong and Brown (2019), performance management from employers plays a significant role in achieving motivation and engagement from employees it is defined as the continuous process of recognising good and bad behaviours from employees and is a continuous process of improving the performance of staff by outlining clear individual and team goals, which are aligned to the strategic goals of the company.
In a study performed by Kovach, one thousand employees and a hundred employers were interviewed about their personal beliefs on what they believe is required to motivate them/ their staff. Kovach found that at the top of the list there was no overlap between the two groups: managers believed that; good pay and job security were the motivating factors to obtain loyal and efficient work ethic from their employees and the employees believed that; participating in interesting work, feeling appreciated (regular praise from their employers) and being knowledgeable about what is happening in the work place were the most important factors required to be implemented in their working environment to achieve loyalty and motivation from themselves. This study indicates the importance of recognition and awards to employees to obtain their motivation. 



Holiday 

According to NIB info (2022), A company that provides leave or paid leave policy and includes paid time off ensures everyone has a break from work which minimises the amounts of accidents in the workplace and gives employees a clear understanding on what the policy is, which allows employees to feel secure as they have knowledge about their entitlement and how many sick days they can have etc. This gives managers transparency and allows employees to know where they stand and how to evenly manage their holidays so they can have a break from work and decrease stress levels. Paid holidays/holidays in general are an effective way to eliminate stress, help prevent burnout, and promote a healthy work-life balance by allowing more time for family and friends, loved ones and allow employees to feel energized for the working period ahead. Employees who take frequent leave may feel more appreciated by their employers and become more motivated at work, which allows them to perform better. Taking leave at work reduces the number of accidents in the workplace and is less prone to stress. Having a good sick or vacation pay policy also minimizes conflict and it builds employee trust and encourages loyalty and motivation.



Good working conditions

Good working conditions are mandatory in any workplace, it is a statutory requirement by law.
Working conditions can also be a strategic tool implemented by human resources of some companies to attract good working employees. Conditions are extremely competitive in many companies, all with the aim of attracting the best possible workers.
Better working conditions are therefore part of the organizational culture, helping to retain the right qualified workers and reduce unnecessary staff turnover.  A poor work environment can have a negative impact on employee motivation and performance. An employee who works 9 to 5 jobs may spend up to a third of their waking hours at work, but according to data released in July 2017 by Peldon Rose, 2% of office workers believe that their current work environment has a negative impact on their happiness. Work environment also plays a vital role in encouraging employees to improve their performance by contributing to the larger goal of the organisation. The working environment influences performance of employees, their mindset and company growth. Employees who work in a good working environment may feel more motivated to consistently produce high quality work. Having a positive working environment for your employees can boost collaboration and improve employee productivity. 



The complications pay may have
For those who are very well paid, even quite substantial amounts, money has a minimal motivational effect. 
Kovach at Mason University, a survey interviewed 1,000 employees found that wages aren’t always the real motivation of employees. They found that there was no duplication in the top of the list between the two, and the manager thought it was good. Or people who are very well paid, even if a considerable amount, the money is only the minimum motivating effect.
Further worse, financial remuneration can make employees confront each other and lead to conflicts and disharmonies, and the reduction of teamwork. It leads to victory as well as a philosophy that is beneficial to each other. In many jobs, it is exceedingly difficult to determine the amount to be granted precisely and fairly determining or measuring.
Some companies use only commission-based pay, and this type of wage scheme does not guarantee security, so it may have a negative impact on employees’ motivation and loyalty.
According to Judge et al (2022), the association between salary and job satisfaction is very weak. Employees earning in the higher salary bracket report similar levels of satisfaction to those earning in the lower bracket. This shows that there is more needed to acquire a fully motivated staff than just salary. 


Motivators are internal, according to Maslow, (1954) human beings have a hierarchy of needs that they aim to achieve throughout their life. 
· Food/shelter is the most basic human need
· Once basic needs are met, we are motivated by higher factors outlined in exhibit A, such as; self-esteem, autonomy, and self actualisation as motivation per person is different. 
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Worse, money rewards can and do set employees against one another, leading to conflict, disharmony, and reduced teamwork. It leads as much to a win-lose as a win-win philosophy. Also, it is exceedingly difficult in many jobs to determine or measure an individual’s work performance accurately and equitably to decide how much money to award.
 Some companies used commission only based paya and this can have a negative impact on employee motivation and loyalty as they do not have the security in this type of pay scheme. 
Pay is not always a true motivator for employees in a study done by Kovach at mason university which interviewed a thousand employees and a hundred bosses. The participants were asked to list their personal beliefs on what they think on the topic of motivation. 
They found that there was no overlap at the top of the lists between the two of them, managers thought that good pay and job security were the most crucial factors for motivating staff. 
Staff members who participated in the study believed that participating in interesting work and being knowledgeable about what is going on in the company. 
Job security and wages rated at the bottom of the list. 
Motivation per person is different and once our basic needs are met according to Kovach, we are motivated by higher factors e.g., autonomy and self-esteem. 


Rewards and recognition issues
According to Kovach staff should be kept in the loop pertaining to company policy and procedures this can also include reward schemes and recognition policies. Herzberg (1994), states that motivators are internal, and achievement and recognition is one of the internal factors. True motivation comes from having a sense of achievement, recognition, and responsibility.
Clear necessary behaviour to obtain rewards should be advertised clearly in company policy so staff know what they are working towards and that its achievable. 
If staff believe that the promotion or reward is unachievable this can affect their morale and allow them to feel disheartened and unappreciated. The problem with rewards like this can be feelings of favoritism if all staff do not feel appreciated and as they receive recognition for their work. This can demotivate staff and affect their working skills and capability. 


Holiday pay 
If the guidelines are not clear this can cause disputes between management and staff and if statutory sick pay is not a benefit of the company, it can also deter staff from talking up employment in the company. 
The guidelines need to be clearly defined in the company policy, so the employee is aware of their entitlement. This type of motivating factor can also create feelings of bias and favoritism if higher graded employees have more entitlement to paid holidays than those of the lower rank. Single employees who do not have any family can insist on working every day, all year round. This can cause difficulties because employees who do not take a break are likely to have more accidents at work and have higher stress levels causing them to be confrontational and causing arguments in the workplace as their work balance is poor. 

Good working conditions 

Poor working conditions can negatively affect staff by enabling them to lose their willpower if their basic needs of a clean environment are not met. This will negatively impact their motivation and loyalty towards the company if the company cannot meet the basic hygienic requirement. 
Hygiene factors are external factors that impact on employee motivation, such as;
· Good working conditions 
· Salary 
· Interpersonal relationships 
Whereas motivators are internal, and an internal motivating requirement is to have a good standard of environment to work in as once hygienic factors are met, factors like; good working environments vary low on the list of requirements to create motivation in staff. 
According to Armstrong and Brown (2019) content needs theory shows wthat each individuals needs are complexed and vary based on individual requirements. 





Conclusion 


From the statistical evidence found and analyzed, employee motivation is a difficult topic and there is much that needs to be analyzed and implemented in the workplace to acquire motivated staff. Employers need a clear and informative policy for their employees, such as: Incentives for staff to work hard to achieve extra benefits on their salary, statutory annual leave, good working conditions and recognition awards. The study undertaking by Kovach displays what employees valued as important motivational factors from their workplace. 
According to Armstrong and Brown (2019), non-financial rewards are critical for employee motivation and retention, also comprises aspects such as recognition awards, developing skills and career development opportunities and a good satisfying work environment. Motivational policies should recognises differences between people and higher order needs should be addressed, (what needs are relevant and avoid crude approaches to meet the needs of individuals). 

The level of staff motivation when all these factors are carefully considered and implemented in the workplace, is naturally higher. Employers need to consider Maslow's hierarchy of needs because motivation per individual is different and once our basic needs are met, we all require varied factors to be motivated. Hygienic factors should not be ignored but should not be mistaken as true motivators for staff. Without true motivators employers may create adequate working environments but their staff will not be motivated to improve their performance without the consideration of external motivators, which can be acquired by implementing some of all topics listed; pay, good working conditions, holiday, and recognition awards. 





Task 2 

Reflective Report 

2121742 
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In this report I am going to use a model of reflection to-overlook my performance in the first task of this academic assignment- such as the Gibbs reflective cycle: the group task and the feedback we received from our classmates/lecturer. What I’ve learned from my experience and how I can perform better in the future assignments, especially in group tasks. 

According to The Gibbs Cycle (1977) 
A nice of reflection looks at the experience /thoughts feelings, analysis and what we will learn from them. 

[image: ]During the first task I felt slightly apprehensive about the quality of my work, I  was slightly concerned about obtaining credible information. But I planned my work out thoroughly and had it done in enough time to obtain feedback from our academic skills tutor. He advised me to rearrange my table of contents and to elaborate on the negatives of the types of motivation  That I discussed . Following his feedback  from the tutor I made amendments to my work and in future now I know  that the formality of the essay is correct and I’m capable of creating level four work. 

Job advert group evaluation 


From the feedback received from the our fellow classmates 
Our group presentation went well. But we could have been more prepared as I had missed that lesson and wasn’t well educated on what was meant to be done and Nas and I joined together as a group last minute and we put what we could together on our slides. 
Doreen stated that we needed to practice our presentation skills as we were reading off of the slides and it lacked professionalism which most of our fellow class mates believed also, which was a fair constructive observation to make.
To improve our work we needed to practice our work together to improve our presentation skills and our professionalism so the correct tone can be used as it was a job advertisement. 
We were scored quite well on our team working skills so I believe that because we had already established a rapport with one another that it helped us ti work together quite well as we had a mutual respect and understanding for one another and we both were able ti put our efforts into the group presentation. 
We also scored low on our public speaking as we were reading off of the slide. This can also be improved by practicing presentation skills and being well rehearsed on the topic. 
Our classmates scored us low in the order o had the job advertisement we could rethink how we are going to order our work in the future. By planning our work out we will be able to organize clearly what we race going to say and when and plan out the slides properly. This will give us the added incentive if preparation which will of helped us with professionalism. 
   
My personal development plan 
Personally I would like to develop my critical thinking skills so I am able to  recognise credible sources without wasting time reading through every article given. 
I would like to develop better time management to be able to elevate stress levels as leaving things to the last minute stress me out and when it’s last minute I cannot ask for help. I go dab to achieve this by the next assignment. Do I  able to obtain feedback on my own assignment  so I am aware of what track I am on. 
Conclusion 
From the feedback that I have received that  I need to work on is my professionalism and public speaking. I think preparation would’ve been better than for us a a a group to improve my scores. I think I did we in my task one assignment and can use the information that I gathered to enable me to have the skills toy obtain managerial jobs and how to properly skill myself for my next assignment and what to do and not to do. 
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