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What is the best way to motivate staff?
Introduction
The focus of this report is to explore the best ways to motivate staff, there are several ways which can aide motivation in the workplace, however some methods will be more effective than others. The area’s I will be concentrating on are pay, the diverse types of working conditions which staff experience, additional holiday incentives, recognition, and awards. My conclusion will effectively outline the most positive and effective ways which motivate staff and how different incentives work for different types of individuals. It is important for employers and companies to understand various aspects of motivation for their staff to work to their full potential, thus getting the most out of their employees.
Positive ways to motivate staff          
Reward management is one of the of the main incentives that is utilized within companies to encourage employees to work harder and more efficiently. The reason that this type of incentive is widely used is the company hopes to inspire their staff to be more productive and positive towards their work knowing that they will be rewarded directly. Consequently, having positive staff will increase the productivity of the company, thus increasing profit. The hope is for companies implementing reward incentives is that such rewards stimulates their work force to work harder, which leads to feelings of being valued and being recognised for their work. The reward system must be affordable for the company and fair to the employees. This will also help companies reach their goals according to Armstrong and Brown (2019). It is important for the pay system to be fair for all employees regardless of gender, ethnicity, age, disability etc. equality for all staff is an important motivator there must also be flexibility in the reward system.
The difference between bad and good management 
One aspect which marks the difference between good and bad management is essentially ensuring all employees believe in the companies, even if a small number of employees don’t believe in the companies goals it can demotivate other staff members and have a rippling affect across the company. Good management will always try to ensure that employees hold the same goals and values, addressing any concerns, bad management will not put in the time and effort to ensure their employees are satisfied which leads to lack of motivation and the productivity of teams can drastically slow down. Prevention in terms of motivation is better than cure. Murray (2010) emphasises that communication is the key to success, and to gain the employees belief in their own work and the companies end goals Communication between all staff will enable staff to change any negative attitude they have towards their work and encourage a more positive attitude to their work, therefore increasing productivity. Empathy and listening skills as an employer or line manager are particularly important in order to open the line of communication between its staff and effectively motivating employees as it will increase their self-value. Employers who consider the needs of its employees as best they can and gain respect from the employees, which motivates them to want to be as productive as possible in order to retain the mutual respect they have for each other.
Whereas bad management will have the opposite effect on staff motivation, lack of feedback and information sharing between management and staff, failure to encourage and praise staff adequately will lead to feelings of unappreciation therefore staff will lack of enthusiasm which will decrease their productivity.
Increasing both the employees and companie’s productivity is a key part of the job role which management need to fulfil. Hence why a major element of them fulfilling this particular part of their job role involves motivating the staff whom they are in charge of. Part of motivation is not just regarding physical rewards, but it is the internal rewards employees gain when they feel they are valued which increases the level of work they strive towards. Staff who are motivated and feel they are listened to as well as respected leads to self-actualisation and internal validation and their desire to continue to receive these internal motivators will encourage them to work to the highest standard. Job satisfaction and dissatisfaction are interdependent on each other and one theory which focused on the effects which job satisfaction had on the motivation of its employees was Herzberg’s (Nickerson 2021) two factor theory which was developed in 1966, it has been further developed over the years but provides a baseline to which the company can fulfil with good management. Within this theory there are according to Herzberg (Nickerson 2021) 14 internal motivators, which maintains job satisfaction in their employees for-which management can maintain consistently through good management without any initial outlay from the company. With good management employees experience self-growth through job satisfaction and can be easily maintained.
Some of the most demotivators according to Nickerson (2021) are factors which management can have control over whether the employees feel a certain way about their job. Below gives an insight into key elements which lead to job satisfaction and dissatisfiers:
Satisfies (Motivators)
· Performance and achievement
· Recognition
· Job status
· Responsibility
· Opportunities for advancement
· Personal growth
· The work itself
Dissatisfies
· Salary
· Working conditions
· The physical workspace
· Relationship with colleagues
· Relationship with supervisor
· Quality of supervisor
· Policies and rules

According to Herzberg’s theory management is a key element in motivation and providing they can support and encourage job satisfaction through providing these basic natural needs of its employees creates a more motivated workforce. 
Team building and rewards
Monetary gifts are not always the most rewarding for staff according to Cohen (2006), noting that the gesture is there to encourage motivation and may do so, but this type of reward is a short-term motivator and to create a motivated work force for a longer standing of time there are several factors which managers need to consider, and that basic rewards and recognition are what ‘gets to the heart’ (Cohen 2006) of employees which links back to the internal motivators that Herzberg suggests leads to job satisfaction. Managers need to convey a number of characteristics to its work force, including recognition and appreciation motivators which out last monetary rewards therefore supporting Herzberg’s two factor theory. When all three of these aspects are in motion they are highly regarded by the employees, and it is these simple elements which cost nothing to the company which are the biggest motivators for employees and have the biggest impact on staff productivity. Cohen (2006) suggests that getting to know staff on an individual level and learning what motivates them individually rather than as team allows you to deliver a more personal set of motivators which meets there psychological and emotional needs, therefore leading them to work to their full potential for their own satisfaction and fulfilling the role of management.
However, even though managers should motivate employees on a more personal and individual level they also need to ensure that they build a solid team which is something which Cohen (2006) addresses and sets out the importance of a highly motivated team was meetings which were for specific teams only. This enabled the whole team to come together and input ideas and approach topics in a more open environment which creates a solid team who are more motivated and who interacted with each other more efficiently than if they were being approached separately creating division. A solid team who are still valued as individuals are a much more motivated work force and are open to sharing ideas whether in a meeting or amongst themselves, again this leads to respect amongst team members, recognition of each other's work enabling a team to work with more effectively. These values put together create a motivated work force and increases job satisfaction amongst individuals who not only want to do well as individuals but also to be seen as a team player. It must be considered that Cohens work was directed towards nursing staff, but this does not mean that the fundamental ideology cannot be adapted to other workplaces.
Pay 
Many companies have relinquished the ideology of fixed salaries and instead have adopted performance related pay as an incentive to motivate staff. They try to match pay to the performance of the employee. The argument according to Osterloh and Frey (2004) pay incentives have limitations for increasing performance and in fact have a detrimental effect on motivation and performance. Their research found that pay incentives worked more favourable when the job their employees were fulfilling was straight forward (particularly in my opinion lower paid jobs), but for tasks which were more complex pay incentives had no effect on motivation overall. Osterloh and Frey supports Herzberg’s theory that it is internal motivators which is provided by simply good management which will have a more positive effect on motivation and productivity amongst the work force. 
Holiday incentives 
One physical motivator which has a positive effect on motivation is that of holiday incentives it also provides staff to the opportunity to get to know other staff members on a more personal level which unknowingly would support Cohens theory that a more motivated team is dependent on the approachability of other members of their team.  According to Calnan (2016) holiday incentives allows colleagues to create collective memories which establishes deeper relationships amongst staff. Offering holidays as a reward can aide internal motivator as well as it recognises an individual employees input into the overall productivity of the company. It can also have a positive impact on other staff members to encourage them to feel more motivated in their productivity as they have a physical reward goal to aim towards in the future. These types of rewards are usually offered to high performing individuals particularly when employees have sales targets to meet, however, in this day and age these types of rewards are offered to employees on a much wider scale regarding performance.
Diverse Working Conditions
Throughout this report we have consistently spoke of a variety of physical ways in which companies can provide a highly motivated work force which contributes to a more successful company. However, it is not only physical rewards that can have a positive impact on motivation, but This is also an aspect of motivation we have already discovered that so far internal motivators have the biggest impact on motivation. This leads to a deeper understanding of how providing a more diverse workplace can also positively impact on motivation. We live in a multi-cultural country and companies need to a have a higher understanding of providing an all-inclusive workplace in order to motivate staff from a variety of backgrounds, ultimately employing a diverse work force can have a positive impact on motivation, therefore as Cohen (2006) suggested knowing employees on a more personal level will positively impact on motivation and taking into consideration the diverse range of their staff. Diversity is in essence is accentuated through innate characteristics which individuals possess such as race, culture, religious beliefs, disabilities and gender to name but a few.  It is fundamental that companies and those who oversee recruitment understand that every individual is different and consider innate characteristics of potential employees when recruiting will create a diverse work force. According to a blog written by Ability Options (2022) the benefit of a diverse workforce has numerous advantages in building a contemporary and successful company. There blogs focal points focus on the benefits that the company can gain from employing individuals from a variety of backgrounds including a broader set of skills which allows for a wider range of ideas and perspectives to be brought to the forefront of the company. Taking into consideration the strengths of individuals and placing them in roles which will allow them to use their particular strengths to excel in their job role. Which will again like previous motivational techniques increase productivity and make for a much more successful company. If however individuals are placed in roles which do not suite their particular set of strengths it will hinder them and therefore could have a negative impact on motivation and the end result would decrease productivity.  
Conclusion
It is evident that physical incentives are no longer the biggest motivators amongst staff although it will still have a short term impact on motivation, it is the longer term internal motivators which companies need to ensure they are providing in order to consistently retain the highest level of productivity and also when a company makes staff feel internally motivated it increases job satisfaction, therefore leading to a lower amount of staff leaving to find job satisfaction elsewhere. Increasing internal motivation and job satisfaction leads to staff members staying in their current position and enables them to have a deeper understanding of their job role which leads to company productivity. All these factors go hand in hand in order to have a successful business.
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