





Student Name: Mohammed Salim
Student ID: 1807323
Module code: BMSW 4001
Assignment Section: ‘What is the most effective way to motivate staff?’
Lecturer’s name: Dr Md Nazmul Hasan




















Table of contents:

	Page number:
	Heading:

	1
	Title Page

	2
	Table of contents

	3
	Introduction

	4,5,6,7,8
	Body

	9
	Conclusion

	10,11
	References














‘What is the most effective way to motivate staff?’
Employee motivation is defined as the enthusiasm, energy level, commitment, and creativity that an employee brings to the organisation daily.
Motivation is derived from the Latin word “movere”, which means movement. Behaviour is all the definitions you would read in books or the dictionary related to motivation. One needs to channel this behaviour to achieve desired goals and results.
Employee motivation is about how engaged employees feel in tandem with the organisation’s goals and how empowered they feel. There are two types of motivation:
· Extrinsic motivation (financial rewards)
· Intrinsic motivation (non-financial rewards)
[bookmark: _Hlk100720397]           (www.questionpro.com/blog/employee-motivation)
Financial rewards that impact staff include variable pay, employee benefits, holidays, working conditions etc. The non-financial rewards follow, such as respect, values and belief, good relationships between colleagues, recognition and awards for growth or advancement.
In the following paragraph, I will talk about the above motivating techniques that could impact staff and the challenges for the employer to use those techniques to motivate the team.











Techniques and challenges of motivating staff at the workplace:
Every organisation and business want to be successful and desires to achieve long-lasting progress. Only a few organisations believe that their employees are their main assets to lead the organisation to long-lasting success. Modern markets are highly competitive, and organisations face employee retention challenges regardless of their sizes. Unless and until the employees of an organisation are satisfied are motivated for the fulfilment and goals of the task achievement, no organisation can progress or achieve success. (Adi, 2000, Anka, 1988, Rothberg, 2005).
When talking about employee motivation, it can be defined as a reflection of the energy level, commitment, and creativity that a company’s workers bring to their job. The position of a manager is to get things done through employees. To do this, the manager should be able to motivate employees. But that’s easier than done! Motivation practice is a complex subject, touching on several disciplines.
(Navaneetha and Bhaskar, 2018)
Motivating staff comes under reward management at a workplace. Reward systems exist to satisfy the organisation’s needs to attract, retain and motivate high-quality people and thus improve performance and achieve corporate goals. Reward management is not just about pay and employee benefits. It is equally concerned with non-financial rewards such as recognition, autonomy, learning and development opportunities, and increased job responsibility.
The reward system contains the following main elements: 
· Variable pay,
· Employee benefits,
· Non-financial rewards.

Variable pay: Variable pay includes individual and team bonuses, cash bonuses, shares or share options related to organisational performance, profit-sharing and gainsharing.
Employee benefits: Employee benefits such as pensions, sick pay, insurance cover, company cars and several other ‘perks’ comprise elements of remuneration additional to the various forms of cash payment.
Non-financial rewards: non-financial rewards in many settings are critical to employee motivation and retention and comprise aspects such as recognition, achievement, autonomy, career development opportunities and an enjoyable work environment.



A common myth among managers is that it takes money to have a rewards program. Money can buy rewards such as plaques, gift certificates, movie tickets, and even larger items such as a trip. In most cases, however, these gifts are forgotten once the money is spent or the plaque is on the wall. While the gesture is there, cash-based rewards aren’t distinctive, individual, or motivational. A personal, nonmonetary gift is ultimately more rewarding to show you care for your team.
Nonmonetary rewards show your employees that you recognise their accomplishments and appreciate their hard work and time. 
When offering nonmonetary rewards to your staff, the following strategies are considered:
· As you grow in your position, you learn the different personalities of individual staff and develop a mental list of who likes what. Applying this mental list to the rewards process demonstrates you took the time to consider what suited that employee best. Some employees love seeing their names in the facility’s newsletter, while others prefer to be present for recognition, such as at a staff meeting.

· Recognise a different employee each month on a bulletin board with information about how they’ve contributed to the organisation.

· Use their name when talking about them or to them and say please and thank you. Don’t do this once a year at their performance review, but every day.

Today, after the stresses and traumas of the pandemic, managers also need to learn to communicate with a great deal more empathy and develop their listening skills. They need to know how to seek to understand before being understood. Only by doing this do they stand a chance of being even remotely persuasive. Being persuasive is about delivering a message that resonates, motivates, and engages people. It is all about changing behaviour or encouraging the right behaviours, and none of that can be done if employees feel their boss is aloof, disconnected or out of touch. When you speak with people in a way that shows them you understand their concerns and issues; when you provide clarity and connection to a cause; when you can encourage people to have a conversation; when you know what it takes to change behaviours – only then might you be able to communicate with power. When leaders communicate well and encourage their teams to communicate well, teams can innovate at speed, share information, successes, and failures, and learn to cooperate and not compete. Being an effective communicator is one of the attributes most valued by employees. Good communication significantly impacts whether people feel respected and motivated, making them more likely to give discretionary effort.




Nearly 40 years ago, in the Harvard Business Review, Frederick Herzberg addressed ideas about how to motivate employees.1 In this review, Herzberg identified motivating factors imperative in the work environment: achievement, recognition for achievement, actual work, responsibility, and growth or advancement. A survey presented in Herzberg’s publication of over 1600 employees from various backgrounds, including hospital personnel and nurses, revealed that job satisfaction is more likely to result from these motivating factors than dissatisfaction-avoidance factors like salary, working conditions, and interpersonal relationships. (Herzberg F. 1968. One more time: How do you motivate employees? Harv Bus Rev).
A more recent survey performed in 2014 by researchers with the Nursing Executive Center2 identified that an area for improvement in staff engagement among nurses was recognition related to achievements and contributions to care. More than 340000 employees completed this survey within 575 health organisations. Assessment of the survey results revealed that meaningful recognition provided in a timely fashion could lead to an engaged workforce. 
Overall, recognising employee achievements and activities provides a positive environment, motivates employees, and improves their overall moods. While well studied throughout the last decades and despite well-documented assessments in nursing and health care, there is minimal information published regarding the process of rewards and recognition within departments of pharmacy. This commentary seeks to identify and describe some current methods of recognition and rewards for pharmacy staff. 
An exploratory survey was sent through the Vizient listserv to identify novel practices related to pharmacy staff recognition and rewards. Nineteen institutions participated in the study and shared numerous initiatives utilised for staff. Three program types were noted by more than one institution: criteria-based awards, thank you notes, and public recognition.
Criteria-based: Criteria-based awards have been created at institutions to recognise all employees within the Pharmacy Department. Examples included preceptor of the year, an employee of the month, etc. Certificates, trophies, and small monetary incentives were commonly associated with the awards to provide additional extrinsic employee motivation. After assessing reported awards, award criteria should distinguish an employee whose behaviours and efforts go above and beyond their expected job functions and responsibilities.
Thank You Notes: Department leadership's handwritten thank you notes can be an effective recognition tool. Information to write notes often comes from fellow employees. Before this type of recognition, department leadership should ensure that the information provided is sufficient to write a personal thank you note that explicitly identifies the employee’s unique behaviour. Ideally, the recognised behaviour can be tied to the department or organisation’s mission and vision.
Public Recognition: Like the strategies mentioned above, an essential element of most recognition tools is the general nature of recognition efforts. Some examples include in-person feedback, verbal recognition in front of the team, articles in a department newsletter, or posts on a department or institutional bulletin board. All methods can effectively communicate achievements and the identified behaviours or attitudes of extraordinary employees.
As noted by the survey and by those institutions who shared their specific recognition programs, there are a variety of mechanisms that can be utilised to motivate employees at all levels. That recognition can also showcase efforts to other leaders in the organisation and highlight the role of a company’s customer service.

Employee performance fundamentally depends on employee motivation. A motivated employee works with enthusiasm to satisfy customers and achieve organisational goals. At the same time, the reverse is the case for an unmotivated employee.

Techniques and benefits of employee motivation at Nigerian organisations:

· The level of efficiency of employees: The level of a subordinate or an employee depends does not only on his qualifications and abilities. For getting the best of his work performance, the gap between knowledge and willingness must be filled, which helps improve subordinates' performance. This will result in increased productivity, reduced cost of operations, and improved overall efficiency in the workplace (Adi, 2000).

· Puts human resources into action: Every concern requires physical, financial, and human resources to accomplish the goals. Human resources can be utilised through motivation by making full use of it. This can be done by building willingness in employees to work. This will help the organisations secure the best possible utilisation of resources (Rothberg, 2005).
 
· Builds friendly relationships: Motivation is an essential factor that satisfies employees. This can be done by keeping in mind and framing an incentive plan for the benefit of the employees. This could initiate the following things: Monetary and non-monetary incentives, Promotion opportunities for employees, and disincentives for inefficient employees. Industrial dispute and unrest among employees will reduce, the employees will be adaptable to the changes, and there will be no resistance to the change; this will help in providing a smooth and sound concern in which individual interests will coincide with the organisational interests; this will result in profit maximisation through increased productivity. (Anka, 1988).
· Leads to the achievement of organisational goals: The goals of an organisation can be achieved only when the following factors take place: - There is the best possible utilisation of resources, there is a cooperative work environment, the employees are goal-directed, and they act in a purposive manner, plans can be achieved if co-ordination and co-operation take place simultaneously which can be effectively done through motivation. (Anka, 1988).

Challenges and factors affecting employee motivation:
· Research has suggested that reward causes employee satisfaction, directly influencing employee performance (Kalimullah et al, 2010). All businesses use pay, promotion, bonus, or other rewards to motivate and encourage employees' high-level performances (Reena et al., 2009). To use salaries as a motivator effectively, management must consider salary structures that should include the importance organisation attach to each job, payment according to performance, personal and special allowance, fringe benefits, pension, etc. (Adeyinka et al, 2007). 
· Leadership is about getting things done the right way; to do that, you need people to follow you; you need to have them trust you. Moreover, if you need them to trust you and do things for you and the organisation, they need to be motivated (Baldoni, 2005). Theories apply the leaders and followers raising one another to higher levels of morality and motivation (Rukahamani, Ramesh&Jaykrishan, 2010). Motivation is purely and simply a leadership behaviour. 
· Trust is viewed as perceiving others’ decisions to act based on speech, behaviour, and judgment (Hassan, Dollard, &Winfield, 2010). If an organisation wants to improve and be successful, trust plays a significant role, so it should always be preserved to ensure its existence and enhance employees’ motivation (Annamalai, Abudullahi&Alasidiyeen, 2010). It can have intrapersonal and interpersonal effects and influence the relations inside and outside the organisation. (Hassan et al., 2010).








Conclusion:
A motivated employee is an asset who can deliver immense value to the organisation in maintaining and strengthening its business and revenue growth. This paper concludes that employee motivation is an intricate and sophisticated subject; however, contemporary managers must face and deal with it to obtain organisational success. To enhance understanding of employee motivation, managers must recognise the imperativeness of employee motivation, its concepts, and differences in individual needs. Subsequently, managers need to be aware of various employee motivational factors and the changes in priorities of these factors. Moreover, managers must learn about previous or current motivational programs, examples, and theories because understanding these fundamentals can enhance their ability to identify rewards systems that match play needs. Finally, some organisations must realise that employee motivation is the panacea for most organisational conflicts, such as strikes, go-slow, grapevine, etc. It also serves as the key to effective corporate management. Therefore, employee input must be valued and included throughout in achieving effective results.


















References’:
· Adeyinka T., Ayeni, C.O, Popoola, S.O., (April 2007). Work Motivation, Job Satisfaction and Organizational Commitment of Library Personnel in Academic Research Library in Oyo State Nigeria. [2] Adi, D.Y., (2000). Motivation as a Means of Effective Staff Productivity in the Public Sector: A Case Study of Nigerian Immigration Service, Borno State of Nigeria. Unpublished MPA Thesis. School University of Maiduguri Nigeria. [3] Ajibola, E., (October 1976). How to Motivate the Nigerian Workers. Nigerian Journal of Management. [4] Anka, L. M. A., (1988, March-April). Corporate Objectives and Self Development: The Specialist International. Journal of Institute of Management Specialist, 3(5). [5] Annamalai, T., Abdullah, A.G.K., &Alasidiyeen. N. J., (2010). The Mediating Effects of Perceived Organizational Support on the Relationships between Organizational Justice, Trust and Performance Appraisal in Malaysian Secondary Schools. European Journal of Social Sciences, 13 (14), 623-632. [6] Atkinson, J.W. (1964). An Introduction to Motivation. New York, NY: American Book-Van Nostrand-Reinhold. [7] Baldoni, J., (2005). Motivation Secret. Great Motivation Secret of Great Leaders (www page). URL http://govleaders.org/motivation_secrets.htm. [8] Bartol, K.M., & Martin, D.C., (1998). Management, McGraw Hill. [9] Baumeister, R.E & Leary, M.R. (1995). The Need to Belong: Desire for Interpersonal Attachment as a Fundamental Human Motivation, Psychological Bulletin, 117. pp. 497-529.doi:10.1037/0033-2909.117.3.497,http://dx.doi.org/10.1037/0033- 2909.117.3.497.

· Adi, D.Y., (2000). Motivation as a Means of Effective Staff Productivity in the Public Sector: A Case Study of Nigerian Immigration Service, Borno State of Nigeria. Unpublished MPA Thesis. School University of Maiduguri Nigeria.

· Anka, L. M. A., (1988, March-April). Corporate Objectives and Self Development: The Specialist International. Journal of Institute of Management Specialist, 3(5).

· Dr.T. Navaneetha, and Bhaskar. (2018).
‘A STUDY ON EMPLOYEE MOTIVATION AT THE WORKPLACE CONCERNING BSNL, KADAPA.’  International Journal of Engineering Technologies and Management Research, 5(5), 18-25. DOI:10.5281/zenodo.1255343.

· Ellis, C M, Laymon, R G and LeBlanc, P V (2004) Improving pay productivity with strategic work valuation, WorldatWork Journal, second quarter, pp 56–68 Ghoshal, S and Bartlett, C A (1995) Changing the role of top management: beyond structure to process, Harvard Business Review, January–February, pp 86–96 Office for Manpower Economics (2016) Research into Modern Pay Systems, London, OME Schuster, J R and Zingheim, P K (1992) The New Pay, New York, Lexington Books.

· Horak BJ, Guarino JH, Knight CC, Kweder SL. Building a team on a medical floor. Health Care Manage Rev. 1991;16(2):6571. 2. Shortell SM, Jones RH, Rademaker AW, et al. Assessing the impact of total quality management and organizational culture on multiple outcomes of care for coronary artery bypass graft surgery patients. Med Care. 2000;38(2):207-217

· Herzberg F. One more time: How do you motivate employees? 1968. Harv Bus Rev. 1968;81:87-96. 2. Advisory Board Nurse Engagement Survey. Washington, DC: Survey Solutions, The Advisory Board Company; 2014. 3. Zwickel K, Koppel J, Katz M, Virkstis K, Rothenberger S, Boston-Fleischhauer C. Providing professionally meaningful recognition to enhance frontline engagement. J Nurs Adm. 2016;46(7/8):355-356. 4. Amabile T, Kramer S. What really motivates workers? Harv Bus Rev. 2010;88:44-45.

· K. Murray. (2020). Charismatic Leadership, Kogan Page.

· Rutherford, F. J., & Algren, A. (1990). Science for all Americans. Oxford; Oxford University Press.


· www.questionpro.com/blog/employee-motivation





