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INTRODUCTION

In a utopian reality, every single person wakes up in the morning with a cheerful smile, excited to go to a workplace where they feel appreciated in a field, they're passionate about. Unfortunately, this represents a true scenario for very few people. The aim of this academic report is to analyse the modalities in which this situation mentioned above may become more tangible and to discuss the challenges that might affect workplace wellbeing. 
In 2015, a large survey of 500 UK workers was carried out using a scale system from 1 to 10 asking the employees to rate their motivation levels at the workplace. After the completion of the questionnaire, 48% of the employees rated their motivation levels below 5, highlighting one of the main issues in the work setting: motivation. (Over half of UK workers lack motivation | Talk Business, 2015)
 Work Motivation is a complex issue since it is different for every individual. It may be internalised, driven by a passion for the field, the pride that they take from the position, or the internal satisfaction; or it might be coming from external incentives such as pay rates. (APA PsycNet, 2019) The companies need to exploit both intrinsic and extrinsic opportunities in order to successfully motivate the staff and build strong reliable professional relationships.
The fact that pay is critical in work motivation is a general belief. However, numerous studies have suggested that the relationship between pay, and traditional, laborious forms of work is not tight. The pay might just encourage employees to only work hard enough in order to receive a reward, being a short-term solution for a long-term problem. Raziq (2015) stated that in order to increase efficiency and work commitment employers must satisfy the needs of the employees by creating high-quality working conditions. From covering basic needs such as ambient temperature at the workplace, tidiness, hazards preventive measures, and so on, to many sensitive matters such as healthy competitiveness, collegiality, and appreciation, induction of positive feelings toward the workplace must be fulfilled in order to maximise the employees’ satisfaction and motivation.





DISCUSSION

PAY
A fair pay reported to the level of professional completeness and solicitation is an ethical matter that shouldn’t have to be discussed. The wages should reflect the level of education, skills, and experience of the employees while the monetary bonuses should reflect the level of dedication and the ability to meet the company’s targets. There are various ways to include pay in a reward system, such as base pay management- fixed rate for each specific job, variable pay- the salary is variable depending on performance, employee benefits- pensions, car insurance, health insurance, etc.; allowances- paid on top of basic salary for specific circumstances such as living in an expensive city; performance management- work performance-based monetary incentives; pay progression through contingent pay- delivered on top of base pay in accordance to employees performance, skills and contribution. (Amstrong and Brown, 2019) Some of these reward systems have been proven to be more effective than others.
The fact that pay is critical in work motivation is a general belief. However, numerous studies have suggested that the relationship between pay, and traditional, laborious forms of work is not tight. The pay might just encourage employees to only work hard enough in order to receive a reward, being a short-term solution for a long-term problem. Furthermore, a large study concluded that monetary incentives play a major factor in employee satisfaction inducing a hedonic effect but not increasing the long-term performance as the positive effects are losing their value over time. The positive effects that incentive pay has on the employee’s satisfaction might be connected with the recognition of their efforts, playing more of a psychological role rather than an economic one. (Auer et al., 2021)
Jovanovic and Matejevic (2014) stated that once the salary exceeds the point of comfortable living, intrinsic factors are the main motivators. 







RECOGNITION AND AWARDS

The most powerful tools that employers have when it comes to intrinsic motivation are performance recognition and non-monetary rewards. Philips et al., (2017) argued that one of the most successful methods to motivate the staff is public performance recognition including implementation of vote-based awards such as “employee of the month” or “the best mistakes catcher”; even handwritten thank you notes have shown a positive impact on employees’ satisfaction. Cohen et al., (2006) seconded the argument by suggesting that once the material awards such as movie tickets or paid holidays have been consumed, the feeling of being appreciated diminishes while the small inexpensive gestures such as handwritten cards or baked goods will create a long-lasting positive impact on employees’ attitude towards the workplace. The feeling of being appreciated is something most individuals seek in their life to feel fulfilled and content. Being linked with such powerful emotions, public recognition should be managed cautiously as this approach, might create an over-competitive environment that would generate additional work-related stress, which is possible to decrease employee productivity. (Hussain et al., 2019, pp.69-82) In order to avoid this scenario, all employees’ efforts should be recognized, nevertheless to different degrees based on performance. 
A CMI article stated that one of the particularly destructive behaviours that characterise “bad management” is the incapacity of proper performance recognition, which leads to poor communication, therefore creating a dysfunctional working environment. (Murray, 2021)
The managers represent the engine of the team. They are responsible for creating healthy and enjoyable workplace conditions. Notwithstanding, the same CMI research stated that four out of five managers in the UK have no proper training, they don’t know how to communicate with the staff, how to motivate or applaud accomplishments. This could bring humongous losses for the company in terms of productivity as well as create chaotic and hostile work conditions. (Eight ways bad managers kill conversations – and motivation - CMI, 2021)





GOOD WORKING CONDITIONS

Creating and maintaining a favorable psychological environment is another primary goal for many companies. All divergences among employees must be monitored and resolved rapidly. In case of significant conflicts, it is mandatory to turn to a professional psychologist. However, maintaining a favorable working environment must be one of the main responsibilities of any corporation. (Kirilina and Panina, 2017)
[bookmark: _Hlk99389447]Raziq (2015) stated that in order to increase efficiency and work commitment employers must satisfy the needs of the employees by creating high-quality working conditions. From covering basic needs such as ambient temperature at the workplace, tidiness, hazards preventive measures, and so on, to many sensitive matters such as healthy competitiveness, collegiality, and appreciation, induction of positive feelings toward the workplace must be fulfilled in order to maximise the employees’ satisfaction and motivation.
When it comes to healthy competitiveness at the workplace, it has been proved that companies that make a concerted effort to promote their employees have higher levels of employee loyalty and motivation, since providing career advancement opportunities are appreciated by most employees. This represents a significant advantage for the employer as well since companies benefit significantly from collaborating with old employees because they have more experience and are familiar with internal procedures. (Kirilina and Panina, 2017)
The process of carefully assessing potential talent is creating a talent pipeline. An employee with such a prospect has the chance to move up in the company. Creating an employee pool aims to motivate talented workers who are interested in developing their careers. In addition, this provides a cost-savings method to attract, train, and adapt new managers, as well as preventing a crisis in the event that a key employee resigns. One of the key tools in creating healthy, dynamic, and competitive work conditions is potentially the development of a reserve personnel pool. (Kirilina and Panina, 2017) This tactic is not only creating a lively and motivational work environment but is also making the employees hopeful, a positive emotion associated with the workplace that will further improve the work conditions.
When negative emotions are associated with the workplace, essential cognitive functions such as data interpretation and decision-making are highly affected while positive emotions associated with the workplace have the opposite effect, increasing innovation and productivity. There have been numerous studies that are trying to evaluate and control emotions management in order to manipulate the levels of productivity in the workplace. (Zheng et al., 2021) 
Thory (2013) is proposing training managers in emotions management in order to reduce the stress of the employees, to help them cope with work pressure and collegial relationships.
ADDITIONAL HOLIDAY

Work stress and burnout are serious concerns when it comes to productivity and work environment quality. Long shifts and night shifts are normally associated with burnout, creating potential health hazards (by potentially developing the comorbid disease “shift work disorder”) and work-related accident risks. Long hours of work or working outside the typical 8.00-17.00h are therefore exhausting and dangerous for the employees and cost draining for the employers in terms of loss of productivity and increased health insurance. Additionally, burnout is also associated with poor professional relationships even leading to bullying and violence among co-workers which are strongly affecting the work dynamic and therefore employees’ motivation. (Kim et al., 2020)
Work conditions quality improvement and burnout avoidance could be achieved by simple initiatives that managers can take such as standardized task sharing, workload mapping, team meetings, and regular work gatherings. (Kim et al., 2020)
In order to further avoid burnout, additional holidays might be an effective measure that can be taken by companies. This tactic could also be used as an incentive to motivate the staff. A positive picture of a company is enhanced by policies such as subsidizing sanatoriums and vacation homes, providing free places at children's camps, and more. Employee loyalty is, in turn, enhanced by such policies.  (Kirilina and Panina, 2017) This argument is solidified by Abdullah and Wan (2013) which suggests that when companies are using non-monetary tactics for motivating the staff such as increasing the holidays and family benefits, the chances are that the employee will perceive the company as caring and supporting, therefore increasing their trust and loyalty in the company. Loyal employees are performing their duties meticulously because they are grateful for their employer and feel a moral obligation to give their best in every task, not just for the sake of the reward but out of passion and gratitude.
Additionally, as a result of the supplementary holiday, the employees will be more relaxed and motivated to perform to the best of their abilities out of respect and loyalty to the employer. The additional time spent with family, friends, traveling, or pursuing other passions is often priceless for most people in the fast-moving world we are all living in today, representing a great intrinsic motivational factor. Moreover, including additional holidays in a company’s reward program might even help with the inclusion of people that are part of various religions or cultural backgrounds, allowing them to have a chance of celebrating their traditions and beliefs and motivating them, even more, to perform well at the workplace.

CONCLUSION

To conclude, work performance is directly impacted by employees' motivation, and the choice of motivational tools must be carefully selected and balanced to fulfill both, the intrinsic extrinsic aspects in order to maximise the potential results. After carefully reviewing multiple articles, surveys, and scientific papers has been deduced that extrinsic motivators such as monetary incentives should be implemented but kept to a minimum, while the intrinsic motivators such as performance recognition, additional holiday and good working conditions should be exploited as much as possible since they are helping to build respect, trust, and loyalty between the employee and the company. Another key aspect of this academic report is the importance of building a strong professional relationship between employer and employee to maximise both the profit of the company and the employees’ satisfaction. A recommendation to improve the employee motivation may be creating a balance between intrinsic and extrinsic motivators.
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