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Introduction
This academic report will discuss the most effective ways of motivating staff. In addition, the report will be highlighting factors that occur in the workplace such as the challenges of motivating staff in a workplace. Within organisations, reward systems are commonly and frequently used. According to Armstrong and Brown (2019). Reward policies set out structure for decision-making which in turn provide the framework for managing a reward system. In this report issues such as pay, recognition and reward, additional holidays, and good working conditions will be discussed 9 sources have been used to support findings in this report.

Pay
When it comes to working in a business, pay can be a motivating aspect. Furthermore, individuals may aspire to advance to a better pay scale, which can inspire individuals to work to the best of their abilities, demonstrating the best skill they have in their profession, as the harder a person works, the more likely they are to advance in salary. According to Armstrong and Brown (2019) the technique through which a reward system's pay grows is known as pay progression. It can take place in a formal framework using a formal structure individual contingent compensation increments based on performance, competence, contribution, talent, or service. Furthermore, money can drive employees to be on time, which could result in fewer job absences, which could impact an organisation's success. When worker attendance is poor, the work-life balance and day-to-day operations of an organisation are disrupted. As stated by Stainton in (2014) another reason pay is a motivational factor for an employer is work based attendance which will remain good as they have better attendance rates.
Furthermore Stainton (2004) states It is intended that the pay-zones concept, as well as the work that goes with it, will inspire employees to stay with Loop and advance their careers over time. This shows pay can also play a significant role in people's lives, it is believed that the pay-zones concept, as well as the work that goes along with it, will motivate employees to stay with an organisation and advance their careers over time. as they consider the big picture and commitments they have in their lives. 
Individuals who are motivated to work hard and continue in their current profession may be able to reach their long-term objectives as a result, individuals will be able to reward themselves if they work hard enough. As stated by Cohen in (2016) plaques, gift vouchers, cinema tickets, and even larger items like a trip can be purchased with money. Furthermore, Armstrong and Brown (2019) state Rewards management is about more than simply compensation and benefits for employees it also includes non-monetary rewards like recognition. Individuals may believe that by putting their all into their professional role, they have earned the right to indulge. Individuals may feel compelled to reward themselves after putting forth a lot of effort. 
According to Armstrong and Brown (2019) performance-related aspects associated to ensuring the achievement of strategic objectives. When a person's salary dictates his or her motivation at work, an organisation may be operated efficiently. When a person works to the best of their skills, the organisation may prosper and progress smoothly. 
Income may be a motivating factor for the younger generation who are just starting out in their new carer and pay may impact how effective a person is in their professional role. According to Tirta (2020) Millennials consider money to be particularly important also  according to Tirta (2020) Millennials endure high living costs as well as the need for and cost of higher education. As a result, this generation prefers a job or employer that pays a greater compensation. As a result, a well-paying job or employer appeals to this generation because it will enable them to retain the lifestyle they desire.
Recognition and Reward
For some individuals, workplace recognition is a critical role in their motivation. Individuals may value acknowledgment and reward. According to Armstrong and Brown (2019) employee motivation and retention are aided by non-monetary incentives in many cases. Work contentment may also influence a person's satisfaction with their chosen job. This could have an impact on their attitude toward their chosen profession. Individuals who are happy at work and receive such recognition are more likely to perform well and have a favourable attitude toward their employment. According to Philips (2017) the most significant achievement and acknowledgment had an impact on job satisfaction, which could have long-term ramifications for individuals and their attitudes toward work.
According to Tirta (2020) employee motivation is meant to be improved through awards, because they will be compensated for their accomplishments or services to the organisation or company. Individuals can benefit from positive reinforcement. Incentives and recognition can encourage some people because they believe their efforts are being recognised. Furthermore, rewards may help employees feel as if their efforts are being recognised and appreciated by their superiors.
People who are motivated by praise and awards are more likely to have a cheerful outlook toward their work. Reward systems are one of the reasons why people stay in their current work. According to Armstrong and Brown (2019) reward systems exist to meet an organisation's demands for attracting, retaining, and motivating high-quality employees, resulting in improved performance and the achievement of corporate objectives. Organisations can use rewards as a motivator to keep employees who are important to them and believe they can help them reach their objectives. According to Phillips (2017) department leadership might use handwritten thank you letters as an useful recognition tool.
Feeling respected and valued is one of the most important parts of working in an organisation. Positive reinforcement is a fantastic technique to raise someone's self-esteem and make them feel good about themselves for doing a great job.. According to Phillips (2017) Overall, recognising employee accomplishments and activities creates a good environment while also inspiring employees and enhancing their emotions. Working in a positive environment always leads to a positive mindset, which in turn leads to individuals being happy and content at work. According to Cohen (2006) Nonmonetary gifts show your staff that you value their challenging work and time by recognising their accomplishments. When it comes to receiving recognition for your challenging work recognition and reward can be motivating since it makes the individual believe that their efforts and dedication are being recognised and appreciated. 
Additional Holiday
Everyone is different when it comes to professional drive. Additional vacation days, for example, may motivate certain people to work to their maximum ability. As stated by Whitaker (2010) employees can be motivated in many different non-financial ways and additional holidays. Having time off as a reward for their challenging work may be a big accomplishment that motivates them to perform even better in the future. 
Bonuses, such as additional holiday days, can show employees that their efforts at work are appreciated. Furthermore, if employees outperform their peers, this type of reward may be just what they need to show that management appreciates their demanding work and dedication to their current role. According to Law (2016) Dedicated top performers may also receive a holiday bonus. Furthermore Law (2016) also gives examples brief getaway though non-cash awards do not provide financial benefits to winners, they do demonstrate that their contribution to the organisation is valued. Employees can be awarded non-cash rewards such as vacations through reward schemes. Individuals may be interested in this award since it demonstrates to them and their co-workers that an organisation values their efforts. 
Furthermore, in a target-based organisation, granting employees a free day off or a half-day if they achieve their monthly targets serves as both a reward and an incentive. As stated by Whitaker (2010) when employees exceed their monthly targets, offering them a free day off or a half-day on Friday functions as both a reward and an incentive in a target-based organisation. Furthermore Whitaker (2010) states employers are increasingly considering offering flexible working to enable employees to accommodate commitments to their children. This type of reward may appeal to individuals who need to fulfil commitments to their children or pursue outside activities while maintaining a healthy work-life balance. 
Good working conditions
When working in an organisation, good working conditions are critical. Employees may be influenced by their physical surroundings. Individuals can succeed in their chosen job path if they work in environments that are comfortable, colourful, and pleasing to the eye. Furthermore, a vibrant and colourful workstation may improve your mood. According to Barrett (2015) the qualities of a workplace can also have an impact on employee happiness. Using vivid colours, for example, could inspire creativity.
According to Barrett (2015) A well-designed workplace may promote employee happiness, increase productivity, and aid in the recruitment and retention of critical individuals. A well-designed workplace can help employees feel more at ease and be more productive. Workspaces should be well-lit and equipped to make your task easy and stress-free. Additionally, these types of companies may have an easier time retaining effective employees. 
Workplace satisfaction with relation to how good facilities are in an organisation can also be a factor which contribute to employees remaining in their chosen profession. Furthermore Tirta (2020) states employees who find that they are being facilitated properly will tend to stay in the organisation. In addition to these individuals who are content at their chosen vocation are most likely to stay in their existing workplaces. 
Good working circumstances are defined not only by the actual surroundings in which you work, but also by the management's attitude toward you. For some people, positive management is a crucial aspect. As already indicated by Murray (2021) None of this is feasible if employees believe their boss is distant, aloof, or unresponsive. Furthermore Murray (2021) also writes about this When leaders and their teams communicate well, teams can innovate quickly, sharing information, achievements, and failures, and learning to cooperate rather than compete. Working in a positive environment can also influence a company's success or failure. Workers that get along well with one another may be able to do team work more quickly, resulting in the achievement of cooperative goals. 
A supportive workplace can be a motivating element for employees, and a firm that shows true concern for their employees is likely to have a workforce that works to the best of their abilities. According to Barrett (2015) making the workplace a place where employees can do what they need to do while still feeling cared for can make them happier and more productive. Furthermore, according to Armstrong (2019) innovative benefits an onsite games room or staff cinema are becoming part of the reward landscape, primarily for large companies. Employee benefits such as game rooms and cinemas may also be a motivator for people to stay at their current job because it provides a more comfortable environment to work in. 


Conclusion
When it comes to workplace motivation, most people would agree that everyone is different. Pay has influence on Individuals. However certain individuals are motivated by working circumstances, as well as additional holiday time, are key factors. Most people, on the other hand, are motivated by praise and reward. As previously indicated by Phillips (2017) staff recognition is a vital component of job happiness, whether it is given directly or indirectly to the employee.
Most individuals would agree that when it comes to professional drive, everyone is different. While salary does have influence in people's lives, it is not the only factor. Working environment and greater holiday time were also revealed to be important contributors. On the other side, most people are motivated by rewards and recognition. As Armstrong and Brown (2019) have indicated employee motivation and retention are aided by non-monetary incentives in many cases.
Furthermore Cohen (2016) states a personal and nonmonetary gift is more gratifying than a monetary gift in demonstrating your genuine concern for your team. Knowing your employees' non-monetary benefits shows them that you value their hard work and effort. Individuals want to work in environments where they are respected and valued, and where their challenging work and attention to their jobs is acknowledged. Individuals also value seeing management get to know them on a personal level, which is why reward and recognition are vital to them.
In conclusion most people consider reward and recognition to be the most significant aspect of working in an organisation.
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