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INTRODUCTION


According to CMI research, as many as four out of five in the UK are accidental managers (those promoted to their role without a training), in the UK that’s an estimated 2.4 million bosses and less than half of all employees are satisfied with their manager.
Sometimes it can be a challenge to motivate staff in any workplace even if there are different way to do it, so here we will talk about the most effective way to motivate staff, the pay, recognition and awards, additional holiday, good working conditions.
 
THE DIFFERENT WAYS TO MOTIVATE THE  STAFF
There are toxic bosses that create dreadful cultures and poisonous places of work that are harmful to staff’s health and ability to contribute meaningfully to their organisation. These are bosses who will have high churn rates in their teams, with most of their employees looking to move to another department or even another company, therefore it is very important to motivated staff.
There are managers who truly want to improve their performance and being mindful of  some behaviours we will discuss now is a good place to start. 
 We can start with good communication. Being an effective communicator is one of the attributes most valued by employees. When leaders communicate well and encourage their teams to communicate well, teams can innovate at speed, sharing information, success and failures.
 Good communication has a major impact on people feeling connected, respected and motivated and that makes them more likely to give effort.
Good at giving feedback, as I said good communication is the key and feedback are important, because it can motivate staff in improving in some case.                 
Giving praise. Employees always see managers who give praise as more effective; some of the managers or employers are worse at giving praise then feedbacks.     
It is important to be direct, transparent, not lie and check whether people understood what it is been said.
Have sense of their audience and are completely aware of the audience’s issues and concern 
Be prepare for presentations.
Be visible, go out from the office and talk to member of the team and the staff
Do not send send emails at all hours of the day and night, especially  if the member of the team away.
Listen to the staff, encourage robust conversations to find ideal solutions.
It’s important to persuade the people you lead to believe in your case, the future you see and only persuasive communication can turn strategy into action.
You will have to persuade employee to work faster and more effectively, persuade financiers to give you more money, persuade customers to buy more pot your products or/and services. 
To be persuasive, you have to learn how to communicate with skill, connect with people and persuade them to new beliefs and new behaviours. With the stresses and traumas, managers also need to communicate with a great deal more empathy, and develop their listening skills, understand staff before being understood.
Speak with people in a way that shows them you  understand their concern and issue encouraging people to have conversation, provide clarity and cooperate.

RECOGNITION AND AWARD


Nearly 40 years ago in the Harvard Business Review, Frederick Herzberg addressed ideas about how to motivate employees.
Herzberg’s reported survey identified that achievement and recognition had the largest impact on job satisfaction and may  have long term effects on employees and their attitudes toward work.
Overall, recognition. Of employee achievements and activities provides a positive environment  in addition to motivate employees and improving their overall moods.
Several institutions have established awards programs that recognise staff for a variety of contributions.
Employee recognition awards categories are an essential element of any awards ceremony as is creating criteria for employee recognition awards. It is necessary to compile and harmonise descriptions of merit and achievements in a relation to different categories of employees, such managers, professionals and performers.
There are  organisations that reward people by financials and non-financial.

1. Reward management defined

Reward management is essentially about adding value people reminders us Ghoshal and Bartlett (1995) deals with the strategies, policies and practice required to ensure that the value of the people and the contribution they make to achieving organisational, departmental and team goals is recognised and rewarded.
This type of reward  in action is about the design, implementation and maintenance  of reward systems.
The aims are to support the achievement of business goals by developing a performance culture stimulating high performance, attract and retain the high-quality people the organisation needs, motivate and win the engagement of employees, reward people according to their value they create, deliver value on the investment in rewards to both the employer and the employees, align reward practices with employee need.


2. Reward drivers 
    
There are three drivers of any reward management system :
 Performance, external relativities and internal relativities Performance is the  affordability ,                      taking account of achievement of annual objectives and longer term contribution     and potential. External relativities is flexibility, competing for the business needs in the recruitment market, measured through external benchmarking.
Internal relativities is fairness, taking account of job content, equal pay issues and grade and pay structures.

3. Reward policies
    
 Reward policies set guidelines for decision making and therefore provide the framework for                                                    
 managing  reward system. They can be distinguished from guiding principles, which indicate      usually  express a more generalised philosophy, and from reward strategy which indicate  intentions on how the reward system should be developed.  Reward policies and practices are effected by the values and beliefs of the organisation about 
 how he reward philosophy that sets out the broad values of the organisation, or as a set of                                   organization about how people should be rewarded and how the reward system should be         managed.

4. Non financial rewards

Non financial rewards in many settings are employee motivation and retention and comprise aspects such as recognition, achievement, autonomy, scope to use and develop skills and training, career development opportunities and a satisfying work environment. They often arise from the work itself.

Recognition

Recognition is the identification of someone or something or person from previous encounters or knowledge. The recognition program should be aimed at identifying desirable behaviour and performance.  The recognitions can be: thank you notes, public recognition and novel recognitions.

1. Thank you notes
Handwritten thank you notes from department leadership can be an effective recognition tool.

2. Public recognition

Similar to the strategic mentioned above, an important element of most recognition tools is the public nature of recognition efforts. Some examples include in person feedback, verbal recognition in front of the team, institutional bulletin board etc…



PAY

 Pay progression is the process through which pay increases within a reward system. It can take place in a formal structure by means of individual contingent pay increments related to performance, competence, skill or service. When related to individual performance or contribution this is sometimes known as merit pay. Contingent payments are added to the base pay of individuals to provide a consolidated increase and therefore pay progression.


1. Variable pay 

Variable pay, sometimes called ‘pay at risk’, is the portion of the remuneration package that has to be earned on each occasion, usually by meeting or exceeding performance targets. Schussed and Zingheim (1992) defined it as ‘any form of direct pay not folded into base pay that varies according to performance’. Variable pay includes individual and team bonuses, cash bonuses, shares or share options related to organisational performance, profit sharing and gain sharing. Variable pay takes the form of cash bonuses related to the performance of groups of employees (team pay) or it can be related to business performance and distributed in the form of profit sharing, company shares or share options generally pr to specified groups or individuals.


2. Employee benefits

Employee benefits such as pension, sick day, insurance cover, company cars and  a number of other ‘perks’ comprise elements of remuneration additional to the various forms forms of cash pay and also include provisions for employees that are not strictly remuneration, such as annual holidays. ‘Flexible’ benefit schemes allow employees to decide on the make up of their benefits package within certain limits, and additional voluntary benefits have also become popular in recent years.


3. Allowances

Allowances are paid in addition to basic pay for special circumstances ( eg living in London ) or features of employment (working unsocial hours). They may be determined unilaterally by the organization but they are often the subject of negotiation if trade unions are recognised. 



GOOD WORKING CONDITION

Good working condition means a term describing a piece of equipment that has has no mechanical defects, has all guards in place, and is operated as intended by the manufacturer.
Work environment not only contributes to higher performance of employers, but also influences motivation of employees. It  influences a person in his?her work, work process hence outcomes of work, interest in the outcomes, and frequently influences private life of a person as well.
Work environment forms work conditions.  Basically working conditions are regulated by law in order not to damage health of employees and to suit the performance of work. Organisations can create better condition than required by law, and they often do so in order to contribute to better safety of employees in terms of protection of health and in order to stimulate productivity of labour. 
Working conditions are not only physical conditions such light, space, colours, noise etc.; conditions influence environment in terms of psychological well-being. Though work environment and work conditions are one of the rudimentary determinants of work performance.



ADDITIONAL HOLIDAY

Additional holiday is a top up payment which ensures that any qualifying additional payment that you receive in the 12 moths prior to taking a period of holiday  are factored into your holiday pay.
Case law has established that holiday pay calculations must include certain additional remuneration, including commission payments and overtime provided they are ‘normal remuneration’. This numeration needs to be included only in relation to the four weeks annual leave derived from working time directive. The extra 1.6 weeks of annual leave under uk law can be calculated on basis of basic pay only.

CONCLUSION	

Employee motivation if one of the most valid practices in organisational management.
It very important to motivate staff. A motivated employee is a valuable asset, who can deliver immense value to the organization in maintaining and strengthening the business and revenue growth, the  person tries to push his limits and always tries to improve his performance day by day, also he always give his best no matter what the task is.
The definition of employee motivation brought about the aspect of need, demand and aspirations, which must be guarded in order to propel the organisational employees towards attainment of the goals of organisations.
Motivation is a complex activity, though it remains critical to the performance of organisations. The first aspect of complexity in employee motivation is the fact that the needs of employees are diverse, which makes it daunting for organisational managers to meet these diverse needs. This compounds the problem of attaining the desired level of motivation in employees. The second complexity of employee motivation resonates from the fact that the contemporary operational environment of most organisations keeps changing at paces that cannot be easily anticipated, this swaying the the needs of the employees. In spite of the complexities, organisations keep inventing techniques of managing the needs, aspirations and expectations of their employees is one of the core tools for developing an efficient workplace, which can help organisations beat the odds of competition.
What an employee expects from his or her employer is a direct relation to the employee’s motivation for performance. Variance, expectancy and instrumentality offer three different types of rewards for employees and depending on what type of reward is most important to the employee. Employees base their level of work and performance on the anticipation of how their employer will react. This is also true for students. If a student knows the professor will recognise how hard they have worked then the motivation to study harder is greatly increased. This theory applies to employees, students, parents, volunteers etc. Everyone needs to be motivated to perform better whatever their current situation may be and this is directly related to what they expect to receive in return for their efforts.
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