                              What is the most effective way to motivate staff?

Employee motivation has always been a challenge for managers in each company around the world. Even if the management team cannot “motivate” employees, they must create an inspirational environment to support the employee motivation, their ideas, and build a strong professional relationship and bonding among team members. (Ganta,2014)
Motivation is a compound procedure since is driven by both internal and external factors that influence work productivity. (Robescu, Iancu, 2016). The internal factors such as passion for the workplace and connections with your values can be increased by recognition, awards, and good working conditions even if they are exceedingly difficult to measure and control. The external factors include monetary rewards, additional holiday, praise, and fame. In the present report we are going to analyse which of the above factors influence more work productivity and how the employers can improve staff motivation.
Worker’s incitement is a complex process and has different applications in every organisation.The  importance of this procedure in a company is to achieve daily goals, to increase the productivity and the quality of the work and to maintain harmony between employer and employee.(Dobre, 2013) Employers need to know what the staff needs as each person has a distinct set of needs and strengths. Furthermore, companies must adapt their motivational tactics to each and every individual in order to achieve an optimum level of productivity and a healthy work environment.
According to Phillips H et al,2017, rewards earned by both employees and managers might increase staff satisfaction. A satisfied staff is more motivated to work harder and to achieve the company objectives. On the first hand, a content manager is going to make more sensible decisions about handling situations such as employee complaints, performance problems, hiring decisions, and workplace conflicts. On the other hand, a pleased employee is more likely to be more productive and attentive in their work.
The purpose of this academic report is to review the modalities of internal and external motivations that the companies could implement such as pay, additional holiday, recognition, awards, and good working conditions.
1. Pay
According to Amstrong and Brown, 2019, the pay can be structured in:
·  contingent pay
·  variable pay
·  employee benefits
·  allowances
· performance management
·  total remuneration
Contingent pay- even if the staff salaries are paid weekly, monthly, monthly, or on annual basis the payment which depends on the level of performance added to a base pay increase the payments, and the staff may become more motivated, productive, and happy with the workplace by both recognition and pay increase. An employee whose merits are recognized tends to progress, so the company could gain a future leader in perspective and a productive employee at this time.
On the other hand, variable pay represents a risk because it has to earn each time when an employee beats a performance target so represents a challenge (Amstrong and Brown, 2019). This challenge along with a high volume of work can increase the pressure level between employees and managers and the intention of variable pay as a motivation boost might not work for most employees but at the same time can have an excellent result on those who are dynamics, adrenaline lovers which will find this challenge instigator and will do everything to reach their goal.
At the same time, employee benefits such as company cars or phones, insurance cover, sick pay, free food or drinks, free company events or holidays added to the regular pay become very popular in recent years as Amstrong and Brown suggest in their study. Through these variable incentives is to attract new employees toward a company and to keep the existent employees by valuable in their employment. One employee will be more likely to choose one company which is offering him a company car or insurance cover rather than one which doesn't provide this kind of benefits first of all because he doesn't have to use his material resources to obtain them and second of all these benefits will make him feel more valued at the workplace and this can increase the employee motivation, make him feel that is having good working conditions so encouraged him to be more productive and happy about his employment.
When we speak about allowances at work we can include to this category any additional forms of payment used to meet individual needs essential for each role for example cover of travel expenses, allowance for buying a uniform, or providing meals and travel when employees work away from home, overtime payments or call-out allowances for the employee's witch have to be available to work when required. Currently, most companies appeal to different allowances to reward their employees for their hard work. These kinds of allowances are more like compensation given to the employees for taught conditions and can raise motivation at the workplace. Even if these allowances are a monetary form or remuneration, they will contribute to increasing recognition which will motivate the employee from interior to exterior so he may value the company which he is working for more.
Amstrong and Brown described total remuneration as the value of total earnings benefits and pensions obtained by an employee. However, this is different than total rewards which is described as the sum of monetary and non-monetary rewards available to an employee. All these payment methods contribute to and maintain a high level of motivation toward productivity in every company. They are intercorrelated, cannot work one without the other; if the employer use only financial methods, employees still won’t be fully happy with their job, and if the methods applied are only non-financial, the employee may feel like is not valued enough.
2. Additional holiday
 One of the most common problems among companies is employee’s burnout. This issue is affecting both the work quality and presenteeism to the workplace. Moreover, from an employee’s point of view, in long-term, burnout might affect the health and life quality of the workers, translating in more financial loses for companies, trough medical insurance. Numerous studies have shown that an effective approach to dissolve the issue is training in different aspects that are affected by the consequences of burnout such as time management, relaxation and mindfulness as well as sleep-hygiene. (Perski, O., Grossi, Perski, A. and Niemi, 2017, pp.551-561) 
Starting from this, we can ask ourselves: Is the holiday given by each company enough for employees to work efficiently? Is there any correlation between vacation and work motivation? Recent studies found that holiday is associated with better mood, lower level of complaints, or higher life satisfaction (Bloom, Geurts and Compier, 2013). Succeeding this argument, longer holidays may have a high impact on employees’ energy level, mindfulness, creativity, social support, and increase job satisfaction afterward.
The paid time off varies by region. As Robert Klonoski described in his paper, for the United Kingdom and most of the European Union states, employers are required to provide at least four weeks of paid holiday per year. At the same time, in the United States is no national requirement that a company has to pay their employees; In India, the requirement is twelve days of holiday, and in China five working days with an additional seven days.  (Klonoski, 2016). All these differences are highlighting the attitude toward work ethics around the world, however every single employee around the globe would agree that additional holiday is needed  in order to achieve a better life-work balance. Is within the human nature to lean for something that brings happiness and comfort. As is been said above, additional holiday is important for mental wellbeing and mental wellbeing is crucial for proper work performance, furthermore being economically beneficial for the company.
   
3. Recognition and awards
Performance recognition is a powerful tool that management teams have for employee motivation, unfortunately is not yet a common practice even though numerous studies have proven its efficacy. According to a CMI study, four out of five managers in the UK are not professionally trained for their position and therefore they are not able to use this tactic among others to motivate employees. The same study affirmed that a characteristic of “bad management” is the lack of communication, especially when comes to performance recognition. 
Performance management, as described by Taylor P, 2013 (p14-15) is a process used for developing the performance of the staff by planning goals, understanding standards, and managing to reach them, in other words, in the performance management process, employees understand what needs to be achieved and how they will be able to do it. This is a form of non-monetary motivation which helps employees to achieve success in a company.
While on the subject, the non-financial rewards, Cohen, 2006 suggests keeping it simple when you want to reward employees for showing up to work and putting passion and dedication into what they do. Small things like writing a thank you note on a busy day to your employee, showing respect, appreciation, and recognition are also considerate rewards, and they are very appreciated by employees without any financial cost.
4. Good working conditions
When it comes to good working conditions, professional relationships among colleagues are one of the most important factors. Good relationships among co-workers lead towards a positive working attitude which can enable positive results such as success, career enhancement, and a positive public atmosphere. If emotional negative feelings such as tension, fear, guilt, or sadness appear in a collective, those affect entire company environment. (Zheng et al., 2021)
We can easily infer that positive feelings have beneficial effects on the workplace. Ideally, an employee must feel happy at their job, and a team spirit should define the atmosphere between co-workers. The more respect and appreciation a manager shows their staff, the more effective they are.
A negative emotion from the other side can have counterproductive effects. Stress, anger, aggressive behavior, and lack of understanding and help can be the result of the excessive workload, lack of compensation, and lack of personal connections. Employees can be discouraged from contributing to their work because both of these can reduce the interaction among them, decrease innovation, and interfere with cooperation between them. Most people are not aware of the reasons why they work in interpersonal emotion control while there is much information about how people handle others' emotions. How employees feel affects several critical cognitive processes, including data interpretation and decision-making. Emotions also adversely affect those activities. Rather than merely concentrating on the overall impact of specific consequences, managers might be required to take into account employees' discreet feelings.
In conclusion, 
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