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Task one: Report
This report will include discussions about the challenges of motiving staff in workplaces and how different ways staff can be motivated, along with a conclusion and recommendation of additional type of rewards which can be added to motivate staff more effectively. Every company aspires to be successful and make long-term progress. Only a few companies consider that their staff are their most valuable assets, as they are capable of leading the company to long-term success. When it comes to encouraging staff, there are several factors to consider: Some are monetary or financial, such as paying the staff for their good work, while others are non-monetary, such as recognition and difficult jobs. Therefore, a strong and positive relationship is needed to be created and maintained between employees and their organisation.
According to (Bawa, 2017), both motivation and productivity are ideas that have grabbed the interest of researchers and practitioners alike. Several scholars have defined both ideas in different ways. Which shows how important motivation is when it comes to work environment, this can be shown in a manner in which an individual is encouraged to perform in a satisfying way in exchange for receiving positive rewards or to meet particular human needs. For example, the Hierarchy of Needs Theory of Abraham Maslow. Physiological, safety and security, social, esteem or ego, and self-actualisation are the five stages of employee needs which was identified by Maslow (1943). People have many needs that motivate them to work, according to this theory, and those needs are structured in a hierarchical form starting from the lower-level needs first such as safety needs must be met before the next higher level which then social need can encourage employees to work hard and enhance efficiency. Additionally, the term "motivated employee” can also refer to a person's sense of self-commitment and self-satisfaction which will also help them perform better at work, as it is critical to achieving a high level of satisfaction.
Additionally, it is very important to understand what motivates employees will help in understanding the essential forces underlying such important behaviours as job performance, absenteeism, turnover and even counter- productive behaviour as state by (Haslam, 2004). Leaders of an organisation can predict their employees' success in the future if they understand the motivation behind their actions. For example, if a company learns that financial incentives encourage their employees, then this information can be applied to impact performance through the strategic use of raises which will motivate employees to do their best. To support this, leaders can build the work environment to encourage efficient and productive behaviour and discourage unproductive work behaviour by knowing an employee's motivation for performing at work (Jex and Brett, 2008). 
Moreover, rewards like cash, vouchers/gift cards, bonuses and other financial rewards can also push employees to work better and will enable the employees to ensure that they are being appreciated. To support this an article by (Seng and Arumugam, 2017) states that employees who might be stressed, depressed, or unhappy will not even be able to produce the same standard of work or be as productive as those who have less stress, have great motivation, and are satisfied financially. Which is why, it's critical to look at the psychological components of employees. This is because sometimes employees can get discouraging and the reason for this is related to low salaries and difficult working conditions which will normally drive an employee to bad working performance as they will not be motivated to do their best etc as mentioned by (Dieleman et al., 2006). Hence why, appreciation from managers and co-workers along with steady job and pay, and training, is the most important motivational elements for workers which can also reduce stress and boost their self-confidence. 
Along with, offering other reward opportunities which aren’t financial, are a cost-effective way of engaging with the teams and encouraging them to work efficiently as, not all the employees will be motivated by just money, so using non-financial rewards means that leaders can reach and reward all employees. Some of the most important nonfinancial motivators is vital in ensuring that employees believe their employers value them, care about their well-being in order to make them feel wanted in the company and keep striving to provide career advancement opportunities as well as leadership attention, such as one-on-one conversations and the opportunity to lead projects which will boost the workers confident and encourage them to work and provide better work. These themes, according to the researchers, it is often repeated in most studies on how to excite and engage staff as stated by (Ivica Vrancic, 2015). This just goes to show that not everyone is into money as money doesn’t make them happy, it’s the compliments and words that speaks much louder when it comes to rewards. 
Furthermore, employees gaining positive acknowledgment and being handled with care and consideration, both of which are important to the job and which the individual enjoys as a result of successfully accomplishing the task will most likely result in job satisfaction and will push employees to work harder and better due to the praise. To support this (Vroom, 1964), mentions that the employee is more likely to be highly motivated if the reward is positive. The less positive the incentive, the less likely the person will be encouraged to work harder. Which means praising staffs can go a long way as it will make them want to work and do their best even more. The main idea is that companies should reward their employees who behave in ways that contribute to great outcomes while discouraging those who behave in ways that lead to negative consequences. Which can be done through a variety of practices, including their employee training and development which can teach them how to act in the correct way in the work environments. 
Furthermore, incentives such as holiday packages and games such as treasure hunts, puzzles, or Christmas activities like secret Santa are a terrific way to keep employees motivated during the holidays. This way employees stress can be reduced, and productivity increased by using games and vacations. When employees return to work, they will be more energised and calmer, which will lead to excellent work and with much relaxed mindset as the workers will feel like their health and wellbeing is taken into consideration by the company. Likewise, (Calnan, 2016) mentioned that holidays are a fantastic motivator because they allow employees to get to know one another on a more personal level, especially if they work in different departments but don’t really get the time to talk or see each other around. As a result, employees can develop collective memories for the company. Also, giving employees a vacation as a reward matches the manner of acknowledgment with the nature of the company which then will make others want to join the company as it will give out a friendly working environment. 
To conclude, since the employees of the company are the most essential part, the need to influence and persuade them to complete duties is very important, if not imperative. Every organisation has a set of goals and objectives, and all activities are directed toward achieving those goals and objectives. As a result, it is essential to develop values among employees and appropriately encourage them to pay off for the weight they bear during the hard times they work. To meet the needs of employees for improved performance, such value or motivators might take the shape of good training, facilities, job promotions, and social recognition, among other things.
Furthermore, one of the additional sources of effectively motivating staff can be encouraging more one to one conversation. Employee views can be shaped by one-on-one contact, which can help the organisation better to understand its people. According to (Harter, Schmidt, &Hayes, 2002), employee satisfaction has a beneficial impact on client satisfaction in the service business. Besides, in order for organisations to have appropriate organisational management, there must be an open line of communication between employers and employees. Along with that, employees should be included in company decision-making; this helps to prevent gossip in the workplace. As this will make employees to stay loyal to the organisation if they feel like they have a say in how it is run. Also, employees' abilities and efficiency will always be beneficial to both employers and employees. This will also result in a positive public image in the marketplace, as it will attract skilled and qualified employees to join the company.
Additionally, another recommendation is good leadership, having a good leadership is very important within work environment. Leadership is about getting things done the correct way, and in order to do that, they must have others to follow and trust them. Furthermore, they must be driven if they want people to trust and do things for them and the organisation (Baldoni, 2005). Which just goes to show that motivation is, at its core and a part of being a leader. As it arises from a willingness to do the right thing for both individuals and the company therefore, motivation and leadership are both important strategies when it comes to pushing employees to do their best. 
Besides, another recommendation is that the managers can choose a suitable motivation theory for their company, and which will allow them to make step by step plans and see where they are going. As an outcome, managers must be aware of a number of employee motivational strategies as well as changes in these factors' importance over time. Furthermore, managers must learn about past or present motivating programmes, as well as the examples and theories that support them, because understanding these fundamentals can improve their capacity to find reward packages that are compatible with employee demands. Maslow Hierarchy of Needs is one of the suggested motivation theories, since it is one of the most beneficial and prevalent theories because practically every employee has variety of needs in terms of job motivation (Afful-Broni, 2012). By using the theory, it can clearly make the process much clearer for the management. This theory is separated into multiple tiers in a pyramid form, which the organisation management can apply to give clear direction and division on how to increase their employees' job motivation. Employees will be motivated and perform well in their jobs if the theory is used, which will help in developing company performance and production. 
Nevertheless, environmental factors such as having the necessary resources, information, and support are important because it affects the performance. It is good to know what motivates employees to go the additional mile to deliver outstanding service or effectively sell a company's products. Which is why it is very important to get feedbacks from the staff in order to see what more can be done in order for the staff to have a much better and efficient work environment. Also answers to questions such as these are of utmost importance to understand and manage the work behaviour of employees. Overall, the suggestions and recommendations given will definitely lead toward a high motivated employee with a high rate of job performance.
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