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Introduction
1. What is the intent of this report?
This report will closely focus on the most successful and effectual way as to how employers keep their employees motivated, in order to work to the best of their abilities and ensuring the standards employers expect are fully met. The relationship between employers and employees plays a vital part in ensuring that staff are working to their full potential and meeting the expectations which are laid out by their employers. Employers may follow a route of different motivation techniques in order to keep their staff motivated, this may include systems such as a rewards management system. In addition, there are several different theory’s such as the ‘Maslow’s hierarchy of needs theory, which can be used as an effective approach towards motivating employees. This report will contain a clear route of methods which can be used in order to keep staff motivated, such as ensuring that staff are paid correctly, also that they are receiving recognition and rewards for their hard work, any additional holidays that can be provided within the regulations of the workplace, and how maintaining good working conditions will keep staff encouraged to work and feel content to be there working for their employer.  
2. What are the Techniques and challenges of motivating staff at workplace? 
As previously stated in the introduction of this report, it is vitally important to maintain a respectful and a professional working relationship between both employers and employees. In order to maintain a good professional working relationship between both, employers can partake in techniques such as the ‘reward management’ system, now this can be either a financial or a non-financial reward. This can potentially enable employers to reward their staff for their contribution towards the workplace. However, the rewards management system is entirely based off the individual workplaces rules and regulations. The aim of employers using the rewards management system is to motivate staff and win the attention and engagement of their employees. It is also used to reward staff in accordance with the hard work they provide towards the business organisation. Rewards put in place by a business organisation may also attract employees that meet an employer’s high standards which will retain the exact type of personality an organisation will want as their employee. Reward managements also aim to line up the rewards with the needs of the employee. 
3. Criticism of the techniques used to motivate staff
However, as Ghoshal and Bartlett (1995) stated it is important to be reminded that “reward management is about adding value to people, not just attaching value to them”. Any reward systems that are in place within a business organisation are impacted by their own values and beliefs that they have in place. Furthermore, aside from rewards that may be in place in order to motivate staff to work to their full potential and meet the standards of a business organisation, the professional working relationship between the employer and employee also massively impacts how an employee may behave in a business organisation. In order to motivate staff, communication between both employer and employee needs to be maintained respectfully from both sides. It can be argued that an employer treating their employee with respect and communicating in a clear and good manner may enable staff to trust their employer and will motivate them to want to work hard for their employer as they have a cordial and respectful relationship between them. On the other hand, if the relationship between an employer and employee has not been maintained on good working terms, it can affect the communication between both the employer and employee, which can then lead to multiple issues. Many of these issues may include that due to not clearly being able to communicate with their employer, staff may not be able to voice out any issues and topics they may be concerned with or any problems they may be facing, which could also be the same issue from the employers’ behalf. Again, it can be argued that due to the lack of communication and a good working professional relationship, it may be harder to motivate staff to work more effectively. According to (CMI) Research, good communication has a major impact on whether people feel respected in their workplace, which in turn impacts on whether staff are motivated in order to make effort within their workplace. When employers communicate well with their employees it can encourage staff to fully cooperate with their employer. As (CMI) research found, being an effective communicator is one of the attributes most valued by employees. In addition to reward systems that may have been introduced to staff in order to motivate them to work much more effectively, it is worth reporting that non-financial rewards may also be just as significant and worth using in order to motivate employees. Cohen (2006) stated that “nonmonetary rewards show your employees that you recognise their accomplishments and appreciate their hard work and time”. It can be argued that non-financial rewards can show your staff that you acknowledge their achievements, and appreciate their time, effort and hard work they produce in terms of their work within a business organisation. Whilst rewarding staff with non-financial means, it may be worth knowing your staff and consider their individuality and personality whilst rewarding them. This can then make the reward presented to them much more personal and meaningful which could then motivate staff to work harder for their reward. However, employers need to ensure that rewards given to staff whether financial or non-financial is deserving and equal to the amount of hard work and effort staff put in towards their workplace. This is because rewards should be given to those who demonstrate efficiency and hard work within their workplace, not just employees who come into work and only fulfil the roles they need to do without making any extra effort in order to progress within the workplace. It may also be argued that whilst offering rewards to your staff, it may be worth keeping rewards simple and more personal. The meaning behind this statement is that employees may appreciate the concept of being respected, receiving recognition for their hard work and in general being appreciated. They may see this as a reward and believe they are being personally recognised for their work. Due to staff feeling like they are personally being recognised and rewarded for their work, it is highly likely that employees would feel more motivated to work harder and much more efficiently. In 2014 researchers with the Nursing executive centre, created a survey which was filled out by more than 340000 employees within 575 health organisations. After assessing the results of the survey, it was concluded that “meaningful recognition provided in a timely fashion can lead to an engaged workforce”. The survey also concluded that “overall, recognition of employee achievements and activities provides a positive environment, in addition to motivating employees and improving their overall moods”. There are many different types of rewards that can be put in place by employers in order to keep their staff motivated and encourage them to work to their full potential. Novel approaches such as criteria-based awards which involves recognising staff for a variety of their contribution towards the workplace, may make staff feel more appreciated and recognised for their work. In addition to criteria-based awards, approaches such as ‘Thank you notes and public recognition programmes. Additionally, in order to motivate staff, it may be argued that employers should study the motivation theory and focus on the two factors the motivation theory focuses on is the extrinsic factors, where staff may be motivated by external factors, like an extra financial gain for their hard work, or intrinsic factors where staff may be motivated by a desire to satisfy human needs. Maslow’s Hierarchy of Needs theory was presented by Abraham Maslow. His theory suggested that “humans are motivated to satisfy five basic needs”. The hierarchy is presented in 5 steps, which include psychological needs, safety needs, social needs, esteem needs and self-actualisation. Maslow claims through his theory that “employers must meet each level of an employees needs for them to be fully committed to workplace goals, and failure to meet an employee needs at any level may result in a lack of job fulfilment and cause such individuals to fulfil these needs on their own” This statement meant that there is a possibility of employees pursuing new employment that may meet their expectations and needs, if not met by their employers in their current workplace. 
4. What are the challenges that may be faced whilst motivating staff with the techniques discussed?
Whilst it can be argued that the techniques discussed within this report are effective methods in order to motivate staff in the workplace, it can also be counter argued that the techniques may not always provide a positive outcome within staff in the workplace. Many reward systems may include financial gain, or personal recognition from their employer for their work. However, the approach of rewarding staff may increase competition between employees, it can also start to cause resentment between colleagues who may receive a reward and those who did not receive a reward. Usually, rewards are based off an individual’s work, therefore the rewards are given to individuals, however this can lead to a decrease in teamwork, as employees may want to work by themselves in order to ensure they receive a reward for their work. In addition to this, some staff may start to feel displeased if they are not receiving a reward for their work and it may decrease their confidence, which could lead to them not feeling confident within themselves and giving up within their workplace. 

Conclusion
5. Do rewards and the techniques discussed play a significant role in motivating staff?
Answering with a yes or no to this question would be unfair due to the argument of whether it works or not and if it does work and is a successful way to motivate staff, then surely there should not be an argument against the narrative of a reward system in the workplace. It can be argued that the techniques discussed are all successful methods in order to motivate employees, however as previously discussed there are also many issues which can be raised within the rewards management system. Both financial and non-financial rewards are effective in motivating staff to work more harder and more efficiently in order to meet the workplaces standards. The reward system allows individuals to be given recognition for their hard work which can be argued that it further motivates employees to work to the standards that are given by their employer.  
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