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TASK 1: 
WHAT IS THE MOST EFFECTIVE WAY TO MOTIVATE STAFF?
Employee motivation refers to factors that make an employee work harder towards accomplishing an objective, task or set goal. Motivation can be in two forms, either intrinsic or extrinsic. Extrinsic motivation is a performance of a behaviour contingent on the accomplishment of the set objective or a task that is separable from the action itself. Extrinsic motivation is in the form of tangible rewards such as allowances and bonuses. On the other hand, intrinsic motivation is engaging in an activity that is self-satisfying or enjoyable even if no tangible rewards from engaging in the activity (Darby,2022). Activities associated with intrinsic motivation include volunteering in community work and sporting activities for fun or social development. Rewards from extrinsic motivation are expected and tangible, unlike the of intrinsic motivation, where the rewards are “felt” during the activity engagement. The motivation of employees is essential in every organisation as it leads to a reduced labour turnover ratio (Newman, 2015). Employees will be satisfied to work for the organisation when they are satisfied. Another benefit of a motivated workforce is the improvement in efficiency since the output per worker will increase significantly. Employee effectiveness will be a strength as a motivated workforce perform a task competently and within the stipulated time.

            Different ways of motivating staff
Pay motivation
  According to Naile and Selesho (2014), pay is a monetary incentive used by the employer to motivate his employees, and it can be in the form of salaries, wages, bonuses, or commission Echoing the above sentiment is Contributor (2020), who prominently notes that workers with high remunerations tend to be highly motivated and, consequently, they perform exceptionally in their responsibilities. Furthermore, high payment acts as a source of security which accords the workers with some sense of status ranking (Contributor, 2020). Research conducted by Zeynep, a professor in a reputable and recognized institution MIT Slogan School of Management, indicated that workers are delighted with their payments and tend to be more productive (Contributor, 2020).  Employees are more likely to perform well if they are happy with the current monetary compensation. Pay as a method of employee motivation has advantages such as raising the workers’ living standards as they will afford a better quality of life. Another incentive for using this method is the development of a positive attitude among workers and the community towards the employing organisation. For instance, an organisation like Zappos, based in England, is known for motivating its employees through Zappos Dollars for training participation (Basu Mallick, n.d.). For instance, in other organisations, Apple ensures paid time off for every employee, contributing to its remarkable growth and development. The dollars are redeemable in the offices through branded vending machines. Employees will be empowered economically due to the organisation using this method of motivation since it will increase their financial status. Better recruiting opportunities are another benefit to an employer using this method, as prospective employees will want to work for the organisation. This is because most job seekers are keen on the pay, they will receive once they commence the job.
Pay as a method of employee motivation has several drawbacks, such as demotivating the employees who do not receive the incentive. When the incentive is not given to the non-performing employees, they tend to feel disowned and less critical of the organisation.
Another shortcoming of using this method to motivate employees is the increased cost of labour (Naile & Selesho, (2014). The organisation tends to spend more on employees when implementing this motivation method. Pay has a short-term focus since organisations may not keep up with the rising labour costs and implement the strategy of reducing production costs to increase simultaneously. Employees may get used to the pay and believe they are entitled to receive it. This may cause industrial unrest once the firm stops using the method.
Pay as a remuneration method may decrease the drive to teamwork, especially when remuneration is given to individual employees. Employees may prefer to work individually to maximise their gross income. This method increases unhealthy competition among employees, which can eventually cause stress among less competent people. Inequality in payment is created, which may lead to employee resentment and labour turnover. Pay is an efficient method of motivating employees; however, measures should be taken to reduce the many drawbacks it may cause. When workers’ effort is acknowledged in the form of increased payments, they feel they are part of the organisation and thus work with due diligence towards enhancing their productivity and, therefore, the organisation’s growth.
Recognition motivation
Recognition refers to appreciation and encouragement toward performance improvement and job satisfaction (Luthans,2000). It is a powerful method of motivating workers and may be done in three ways. One way is formal recognition, which consists of structured programs involving set objectives, processes, and procedures for rewarding employees. Employees, departments, or teams are recognised upon attaining the set goals, targets or objectives.
Another way of recognising performing employees is via informal recognition, where teams or individual employees are recognized for making performance improvements or achievements. The strategy has produced desirable results in McDonald’s Restaurant, putting employee recognition and reward at the heart of business strategy (Crawford, 2015). Examples of recognition schemes in this organisation include an employee of the month for every branch affiliated with McDonald’s Restaurany, an employee of the quarter, and an employee of the year. Another form of recognition includes the Ray Kroc award for the best restaurant managers and holiday awards for the restaurant staff (Crawford, 2015). As a result of such recognition exercises, the restaurant has seen a transformation in how they serve its customers. For instance, in 2014, after the introduction of recognition strategies, the number of served customers increased by 24000 every day (Crawford, 2015). Informal recognition is done monthly or quarterly through gift cards, refreshments, or certificates. Day-to-day recognition is another type that is done more frequently than the latter. It may be of low or no cost and is often intangible. Results are experienced immediately to day-to-day recognition (Luthans, 2000).
Recognition has various advantages to the company and the employees as it improves job satisfaction and reduces labour turnover in the organisation _the quality and quantity of employees’ output increases as they develop a positive attitude towards the firm. Due to efficient recognition, employees feel a sense of belonging to the organization, making them devote themselves when on the job. This method is cost-effective as it requires minimal or no finances to implement compared with pay as a method of employee motivation. In addition, recognition fosters a good relationship between the employer and the employees (Luthans, 2000). An organisation such as McDonald’s is well known for giving an additional holiday to its workforce, which meets its targets (Crawford, 2015). For instance, in 2014, it sponsored its workforce with a road to Rio Initiative which incentivised the top 5% of the restaurant based on customer satisfaction ratings. As a result, the employees from these restaurants were drawn for prize in the form of a holiday trip to the world cup in Brazil. Research has shown that when workers are promised such rewards, they work towards meeting their targets, thus enhancing productivity.
Recognition is not free of challenges like employees’ resentment. This may arise when hardworking employees do not get recognised. Another drawback is that it is short-term as employees may soon be used to gifts and certificates of recognition as an example. If not well managed, it can lead to favouritism and bias, especially if it is not evenly applied. Recognition may make employees develop expectations of receiving similar rewards in the future, which may create frustration. (Luthans, 2000) it will amount to nothing when employees are recognised verbally, and their financial needs are not well taken care of. In the long run, the company will have spent many funds on giving employees gifts, especially when there are many. Recognition is an affordable way of motivating employees and improving the relationship between the workforce and the employing organisation.
Additional holiday motivation
Addition holiday motivation is in the form of an extra paid leave or paid vacation catered by the employer. It is an intangible motivational tool employers use to reduce stress among employees and motivate them.
It has several benefits to both the firm and the human resources. It plays a major role in promoting physical and mental health among the workers since they semi-detach from the monotonous workplace (Luthans, 2000). The organisation using this motivational instrument benefits from the positive image from the worker’s point of view. This will make them work more efficiently to benefit the employing organisation.
Another benefit is improved working relationships among employees since the employees are temporarily relieved of anxiety. Absenteeism and reduced labour turnover are other benefits arising from other holidays. Employees will feel a sense of belonging to the organisation as they are allowed to rewind (Luthans,2000). The organisation using this motivational tool will have an advantage of improving employees’ performance due to better decisions at the corporate and strategic levels. The company’s output will significantly enhance as the employees ‘efficiency and effectiveness will be upgraded due to less anxiety. Feedback is another incentive that will play a major role in effective upward and downward communication within the organization by using additional holidays to motivate its employees.
Motivating employees to use other holidays comes with its fair share of challenges. One of these challenges is difficulty in planning as some employees will be required to step in to fill the position of another employee on holiday. This is to ensure the everyday running of the business of the organisation. Another disadvantage is that it will cause workers to have an obsession and expectation of being rewarded a holiday in the future (Luthans, 2000). This obsession may create labour issues in the future. Increased financial costs will burden the company as holidays are costly in terms of money and time.
Being a short-term motivational method means that employees may not remain motivated in the long term. Giving employees an additional holiday may not always guarantee the best results if they will be overwhelmed with the tasks once they return to work. Another downside of a different holiday is that some employees do not value holidays, and some opt to trade their holidays. Additional holidays are efficient in taking care of employees’ well-being.
Motivation by good working conditions
 Working conditions refer to circumstances like safety. Working hours or stress levels present at the workplace (Luthans, 2000). Managing these factors efficiently results in good working conditions. On the other hand, insecure working conditions are detrimental to employee performance, safety, motivation, and well-being (Fordham, 2017). Good working conditions are the primary motivator of employees in any organisation because this is where employees spend most of their time. Providing safer working conditions promotes new ways of working as it guarantees the safety and well-being of the workers (Fordham, 2017). Good working conditions contribute to the retention of employees in the organisation due to safety practices put in place. Employees working in safe environment increase their effectiveness due to better stress management and advanced productivity (Darby, 2022). A safe workplace will keep the employees motivated and hence avert strikes among workers demanding compensation for damages associated with the poor working environment. A good working condition makes employees contribute more at work, increasing profitability.
When the working conditions are good, workers are happier at work, reflecting good interpersonal relations between employees and management. These fosters good artistry and cooperation in the organisation. When employees’ working hours are better, they perform towards the accomplishment of the set goals and objectives with the utmost dedication; hence the company increases revenue. Lower absenteeism rates are associated with good working conditions, contributing to higher employee output. An excellent working condition is a long-term for motivating employees (Luthans, 2000). 
Maintaining a perfect workplace for every employee is impossible since every workplace has challenges. Stress in working conditions can be difficult to manage, mainly if external factors cause it. Maintaining good working conditions is a capital-intensive method of motivating employees in an organisation. This tool can be challenging to implement, especially when the organisation’s financial base is a restraining factor. Antagonism among workers can present a challenge, especially when they are required to observe safety regulations, thereby making this method challenging to use (Luthans, 2000). Economic conditions may sometimes be a hindrance to maintaining good working conditions. Trade cycles in various sectors may make a firm minimise spending on employees’ welfare and, in turn, exploit them to stay afloat.
Good working conditions are a motivational tool that is long-term in nature and which the law requires to be implemented. Though it is costly to implement, it is the most significant contributor to employee motivation and job satisfaction.
Conclusion and recommendations
The study has analysed the various ways of motivating workers to improve the organisation’s productivity. The study has established that reasonable payment corroborating the employee’s efforts tend to bolster their security and satisfaction. Similarly, paid holidays to ignite the spirit of meeting the highlighted targets, consequently improving productivity. 
Good working conditions are the best way to keep workers motivated in a long-term. In addition, a safer and secure working environment contributes to the well-being of the workers; thus, new ideas of working are generated. One way to do this is by receiving employee feedback (Newman, 2015). This discussion will enumerate some viable recommendations to enhance employee productivity, including the following; the first recommendation is related to collecting information from employees about their feelings, suggestions, and ideas will help the management make improvements to make them comfortable. Feedback can be gathered through interviews, questionnaires, or suggestion boxes (Luthans, 2000).
Creating a departmental team to manage conflicts is another method of ensuring that workplace conditions are fit. The team is also tasked with the responsibility of implementing discussions as well as improving communication (Newman, 2015). Another way of improving working conditions among employees is offering professional training. The organisation should provide training programmes and courses to promote employee career development. Training on safety practices will go a long way
In creating a healthy workplace. Encouraging teamwork helps reduce stress and burden on employees hence improving working conditions. The physical environment in the workplace should be improved in terms of lighting, space, and layout (Darby, 2017). This will contribute to a seamless flow of activities in the workplace.
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