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Introduction
Motivation is fundamental to a work environment; Motivation gives people the will to want to work, and the want to ensure that there delivering the best service possible for their workplace. But what is motivation? According to Holton (2013) money is often quoted as being a key factor in motivation, whereas others communicate that there is a ray of ways in which motivation can be inflicted in a workplace.
A simple greet in the morning could be the little bit of motivation an employee needed; A manager that values the relationships and work ethics of their staff rather than taking it for granted could also spark that motivation that’s needed to run a successful work environment. Things such as pay, rewards and holidays are most definitely eye catching to an employee however, some lean on the importance of work content; more challenging and interesting work that motivates them to want to do more. But what specifically motivates staff? It takes a good manager to be able to learn and communicate with their staff in order to determine the best possible way to give their team that push they need; Besides physical forms of motivation such as money a good manager is the key to good work ethics. 
Work Environment 
The mannerisms managers carry are key to an establishment and creating a positive work environment is a key factor in building motivation for staff. The attributes managers carry can positively or negatively effect the work ethics of staff; Learning to communicate with more empathy, developing your listening skills and being persuasive can have a massive impact on building motivation. When you speak with people in a way that shows them you understand, when you provide clarity and connection to a cause; when you are able to encourage people to have a conversation; when you learn behaviours only then you can verbally motivate staff (Murray,2021).
Being a good listener can also have an impact on the positive relationships between managers and staff. As Pearce (2007) stated you should not assume what motivates you will motivate others; hence why simple check-ups, conversations and things such as team building activities can have a lasting positive effect on mental motivation, also in understanding what other factors are the most effective on motivating your staff. Improving staff’s abilities can also have a positive effect on motivating them, introducing training schemes would be the perfect way to improve your team, which will lead them to wanting to showcase that in their work, which is what? Motivation. 
Saul (2011, p.123) expresses “a positive work-life balance should be encouraged”. Communicating regularly with employees can help resolve problems as well as keep track of the health of the work environment. Demonstrating commitment and enthusing a balance can highlight the fact that your care about your team as well as their work; Great leadership skills will help managers motivate their teams and improve the confidence, ultimately leading them to reaching their goals and gaining achievements (Pearce, 2007)
Recognition and awards 
As Armstrong and Brown (2019) express “Developing reward policies and practices which support the achievement of business goals” is an important aspect of reward management. Rewards are an effective way to motivate your staff, even better when a manager can consider individual personalities, this is due to the fact managers are then able pinpoint and implement each individual preference. Some employees love seeing their name spotlighted, while others prefer to be present to receive their recognition like a staff meeting for example. Delivering rewards in a timely fashion is also important, delaying rewards could perilously subside the effectiveness and incentive characteristics it may have held, and a late reward could diminish motivation as it shows a lack of respect for the work ethic of staff (Cohen, 2006).
There are many types of rewards facilities can implement such as: awards, thankyou notes, public recognition, benefit packages and personal messages that can all have different effects depending on the individual. 
Department leadership should ensure the information provided is sufficient to write a personal thank you note that specifically identifies the employee’s unique behaviour(s). (Phillips, 2017, p.730)
Thankyou notes can depend on the preference and can be delivered personally or via email; the importance of the note is that its unique to the individual, whether its positive feedback or to congratulate, a simple thankyou note personally appreciates the performance of staff. Thiedke (2004, p.55) said “true motivation comes from having a sense of achievement, recognition and responsibility” which a thankyou note provides on the other hand there may be other effective avenues to take depending on the preference of staff, employees and managers may often have different ideas regarding what motivates them. 
Some loath to see their name in the spotlight whereas others indulge it, an important element of most recognition tools is the nature of efforts, and once again implementing what managers have learnt/ know about their employees. Some examples of public recognition include recognition in front of the team, articles in a newsletter, in person feedback, posts on a bulletin board or live announcements. Public recognition should apply to all staff and services and all methods positively effective in communicating achievements (Phillips, 2017).
Having an array of rewards can effectively improve the motivation of staff as there’s something to work towards as well as gain, expanding on rewards, benefit packages can most defiantly heighten the excitement. Saul (2011) suggests ideas such as free gym facilities and annual family fund days, benefit packages is a form of reward that an employee can physically look forward to or positively take advantage of as part of their perk. The benefits would vary depending on the department the company/ organisation is in however employee trips can be implemented into any companies reward system. 
Most industries have criteria-based awards that are handed out based on nominations, examples of these awards include: certificates, trophies and employee of the month. Awards can go through different nomination processes peer nominations or directly from the manager, both can maximise employee satisfaction and give them the motivation they need (Saul, 2011). Along side pay and good working conditions stressing the importance of rewards is mandatory, healthy competition is great for the working environment. 
Pay
Pay is not only a factor of motivation it’s a crucial element regarding staffs work ethic; emphasizing the importance of fair pay can provide security to employees. For staff to feel content within their workplace a manager will need to provide flexibility and fairness, however there are extra elements of pay managers can implement to have a further effect on motivation and maintaining competitive rates of pay with things like commission, merit pay or even team pay (Armstrong and Brown, 2019). Pay progression is also a perfect way to motivate staff; pay progression is a process which pay increases within a reward system, progression pay is usually an individual contingent form of reward; “related to performance, competence, contribution, skill or service” (p. 11). This form of motivation is a substantial way to improve individuals’ performance within the workplace as they have the control over the increase and effect it could have. Managers could also introduce employee benefits such as sick pay as Armstrong and Brown (2019) highlighted, these perks allow employees to feel secure with a flexible and fair work environment. 
Rynes, Gerhart and Minette (2004, p.381) state that “Pay is not equally important in all situations or to all individuals”. However, its safe to say whether it is the main factor of motivation for your staff individually or not it pays a big part in the work ethics of your team; Staff may not realise pay is one of the main factors of their motivation however the choices they make and behaviour they portray. Due to the uncertainty of whether objective plays a main part or not, managers are most likely to underestimate the severity of potential pay can have on staff motivation (Rynes, Gerhart and Minette, 2004). Even though we concluded pay is an important base for motivation it certainly may not be the most effective.  
Additional holiday
Additional holidays are always a good way to motivate staff, it gives them a something to look forward to, it also shows them that their managers have empathy for their health outside of work. Saul (1011) expresses you can “support charities by giving employees time off to volunteer” as well as giving employees additional time off it also allows them to help people in need, which again showcases empathy within a manager. Managers could also consider holidays such as bank holidays, New Year’s Day, Independence Day and Christmas; certain holidays staff are entitled to however those additional holidays can relieve stress and ensure your staff are not overloaded with work, this shows them that their manager cares about a “positive work like balance” as Saul (2011) stated.  Additional holidays are not the most effective way to motivate staff however it can help, for example additional holidays would be a perk as well as whatever avenues managers decide to use to inflict motivation within the workplace. Additional holidays are essentially a break extra for employees, a day or two extra to unwind and care for themselves whether its paid or not depends on the manager however certain paid holidays can definitely have a minor effect on the motivation of staff.
Working Conditions 
As Thiedke (2004) said True motivation stems from the hygiene factors of a workplace one of the elements being working conditions; Thiedke also pointed “Factors such as good wages, positive working conditions and strong interpersonal relationships do not motivate staff, but their absence leads to dissatisfaction” (p. 55). Working conditions are certainly not the most effective way to motivate staff however without them managers automatically put themselves at a disadvantage regarding staff work ethic. 
Good working conditions are defined depending on the individual’s personal opinions; Good working conditions could be categorised as the working environment, or it could be physical working conditions of a facility such as the layout of an office or the privacy one can have. Having good working conditions is also ensuring the safety of employees, ensuring certain polices and protocols are put in place for the protection and security of the workplace and ensuring situations such as violence and sexual harassment are strictly prohibited (Bigirimana and Sibanda, 2016)
Working conditions could also include the workload staff receive, which could stem motivation for some. Thiedke (2004) explained that in a study conducted at George Mason University 1,000 employees and 100 bosses were asked to list what they believe motivated staff and while staff thought pay would have been the cause of motivation it turned out employees listed things such as interesting work. Working conditions are not the most effective way to motivate staff however it’s the most effective way to demotivate staff if not kept up to the standards of their employees. 
Conclusion
In conclusion, managers can use many avenues to effectively motivate staff within their workplace but whatever avenue is chosen knowing your employees is extremely important. All avenues can target motivation in different ways some may like additional pay such as bonus commissions, some may like rewards, some like being praised publicly some may not. Besides physical things a good manager and good working conditions are the bases to building motivation regardless of the avenue chosen. From the information gathered rewards are most recommended for effective motivation due to the fact there are many types of rewards to chose from; whether its thankyou notes, emails, trophies or a simple, work trips or bonuses rewards can give that bit of acknowledgement and praise employees needed. In addition to praises rewards also give staff something to work towards and look forward to, it also allows them to set gals and achieve higher within the workplace; rewards could also lead to promotions as more goals are hit by an individual so as well as rewarding the, it’s also growing their career and giving staff a ladder to climb. Without getting to know employees’ managers will never know what truly motivates them. 
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