







What is the most effective way to motivate staff?
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Organisations strive to maintain profitable long-term relationships with employees regardless of their size, operation, and business industry. The employees are the biggest assets of the organisation, and which firm utilises their abilities and skills to achieve its objectives and goals. The long term profitable relationships between employer and employee are only possible when employees are motivated toward the organisational goals. Therefore, firm managers need to understand and identify how to motivate employees to deliver the best possible results for the organisation. The traditional motivational theories focus on particular elements that help employees be motivated to pursue organisational performance. The theory of motives and needs (Maslow, 1943) proposed five levels of employee motivation levels. i.e. physiological needs, safety needs, social needs, ego and self-actualisation. Adams (1963) proposed equity and justice theory and argued that the employees in the organisation strive for equity for themselves and among other employees. In the contemporary world, where there is cutthroat competition among businesses and employees, the conventional theories have been re-evaluated because current theories of motivation focus on psychology, biology and neuroscience. The current theories of motivation encompass traditional theories to add value to traditional human resource management in current human resource management by evaluating psychological needs, biological needs and neuroscientific needs. In the same perspective, Lawrence and Nohria (2002) explained a cross-disciplinary viewpoint to explain how the human resource is the centre of employee motivation. In their study, it is argued that human nature plays a vital role to derive the foundations of motivation and these derive are to acquire, build bonds, comprehend and defend. Groysberg and Lee (2008) stated that the reward system in the organisation fulfils the derived from acquiring, organisational culture derives from organisational bonding, job description and job design fulfils the derive from comprehending resources and performance management derives from the defence. 
In the 21st century, the old theories of motivation were remodified to fit the current world's organisational settings and policies. For example, Robbins (2013) divided Maslow's theory of motivation into five hierarchies of needs: interconnectedness, friendship, acceptance, and intimacy. A study by Luthans (2011) argued that the organisational social behaviour reflects the personality and behaviour of the people who work in the organisation. A particular job has certain necessities that need to perform by the employees, and that job standard has to be completed by the employee to achieve goals. The objective of this report is twofold; first, to examine the different ways of motivating employees in the organisation, and the second objective is to comprehend the challenges linked with the implementation of those ways of motivating employees. Employees can be motivated by financial and non-financial rewards given to their performance.Therefore, this report is based on financial and non-financial rewards and the challenges associated with different rewards systems in the organisation.
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Pay for performance is one of the most effective reward systems. Newman and Gerhart (2020) define that pay for performance as the reward that varies with certain functions and individuals' performances. Armstrong (2007), argued the effectiveness of the remuneration system as a means of employee motivation. Remuneration in the form of money is the main source of employee motivation and the scientific fact that all employees work for money. Therefore, a firm needs to ensure a sound remuneration policy to motivate employees to achieve goals. Milan (2002) argued that remuneration is the source that motivates employees in the organisation and those who are not enthusiastically motivated with work. Neil et al. (2004) stated that remuneration is a powerful financial tool that motivates employees by increasing their self-confidence and standard of living. There are two different categories of remuneration payment: the time rate method and the piece-rate method. 
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Under the time rate method, an employee is paid based on hours devoted to the work in the organisation. In this method, the employees are paid a fixed amount on an hourly, weekly or monthly basis irrespective of the output. From the perspective of human resource management, this method leads to quality work and is feasible for newly inducted employees who do not have to worry about output. Therefore, this method will help the new employees to focus on learning the work in the organisation. Under this method, the employees of a particular class or cadre get an equal amount of money which helps the firm avoid groupings of employees for differential pay in the same cadre. This method is suitable in organisations or operational levels where the work is non-repetitive, focusing on quality over quantity.
Furthermore, challenges of time rate method to motivate employees. The time rate method leads to strict supervision and indefinite cost associated with employees working. Since this system does not differentiate between efficient and inefficient employees, it is difficult for firm managers to motivate the less performing employee to do more since the reward is the same for doing more work and not doing it. Likewise, firm managers cannot motivate employees to be more efficient and put effort into since the less performing employee gets the same reward. 
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In this method, the employee is paid based on the number of units produced; therefore, this method focuses on quantity over quality. In this method, the employee per unit cost can easily be determined due to the number of units produced. This system helps the firm managers to distinguish between efficient and inefficient employees, and the remuneration varies for every employee based on the units produced. The piece-rate method is the better choice to motivate employees as the payment of remuneration is linked with productivity. A more productive employee will result in more payment of remuneration. The piece-rate method is suitable for repetitive work, focusing on quantity over quality. Here are some challenges associated with this method of remuneration to motivate the employees. The piece-rate method creates lesser unity among employees as employees will only focus on self-goals and work to achieve their own goals. Therefore, this method weakens teamwork and coordination. So, where there is a lack of teamwork, the employees will divide the motivation. The firm managers will have to increase supervision to evaluate each employee and work for their motivation individually, resulting in huge supervision costs.
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There are other methods of motivating employees at the workplace, including non-financial rewards. The intrinsic rewards are those incentives that an organisation gives to its employees for meeting goals, and these rewards are based on the employee's psychological needs. These intrinsic rewards include recognition and rewards, extra working holidays and enjoyable conditions at work. According to Al-angari (1999), intrinsic rewards mostly impact performance positively in the organisation. These intrinsic rewards include promotions, leaves, medical facilities, recognition and involvement in the firm decision making. The research further stated that the less valuable reward for employee motivation is verbal appreciation, and monetary rewards are given for working in a backward workplace. The importance of rewarding employees at the workplace is that it encourages the employees to work harder. As there is a saying that "people always work hard when they get the appreciation". So, the appreciation increases the self-esteem of the employees, which translates into more confident employees at work and more willing to accept challenges and become more innovative in the workplace. Staff wellbeing is of extreme importance, and therefore organisations compensate staff medical expenses for having employee commitment so that employees would be more satisfied with the job and work hard. Among the intrinsic rewards, extra holidays play a vital role to get the employees refreshed. The managers provide work breaks for employees to avoid burn and fatigue caused by the regular work. Firms need to focus on the employees' mental health so that they can work with full attention and energy when they are back. Organisations have employees from different backgrounds, which influences their work behaviour. A similar study conducted by Cheng et al. (2008) revealed that the behaviour of the management influences employee behaviour at work. The rewards and appreciation employees get at the workplace increase their organisational commitment and motivation to achieve their goals. Thus, timely appreciation helps the firms perform better than others. The workplace atmosphere is extremely important for the motivation of the employee. A study conducted by Rotman and Saks (2006) on the impact of rewards and employee performance revealed that organisational workplace conditions impact motivation very quickly. The employees judge the atmosphere and build their perception of being supportive or unsupportive work environment. The same study said that female employees put significant weight on the workplace settings. Informal peer to peer communication and subordinate to manager communication and support staff improve the perception of the workplace environment. It gives an impression that if they need help, it will be given. Thus it motivates the employee to stay in the firm for a longer period and work hard to achieve the organisational goals.
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A reward system is an important tool for keeping the employees motivated toward organisational goals and objectives by meeting their goals. There are two major categories of rewards systems in the organisation, i.e. intrinsic and extrinsic rewards and financial and non-financial rewards. In the past two decades, organisations have focused more on the reward system because it works for them. The employees become motivated when they are valued, and it helps the employees with job satisfaction and increases productivity. While rewarding employees, it is important to understand which type of reward suits individual employees in terms of their job description and level of job in the organisation. Organisations have employees from different backgrounds, which influences their work behaviour. A salesperson in the organisation would be more motivated by performance-based rewards. Likewise, a new hire in the organisation will be more motivated by intrinsic rewards such as career development plans and job praise. The second most important factor in rewarding employees is time. Timely and frequent rewards keep the employee's morale high, and employees never lose focus from work. The timely acknowledgement of success on the job keeps the employee's energy levels high. However, the question of which type of reward system better motivates employees is important. Moreover, the effectiveness of reward systems found that intrinsic rewards are more effective for long-lasting employee motivation. In contrast, intrinsic rewards, which are non-cash in nature, boost the motivation of employees from the inside. The intrinsic rewards such as praise from upper management and inspiring career plans help the organisations psychologically attach the employees to the organisation's vision. Similarly, financial rewards motivation is for the short term, and when the short needs are met, the employees no longer feel motivated by the organisation. Henceforth, to meet the employees expectation and to keep them motivate the managers of the organisation must need to take care of intrinsic reward system such as recognition of the work and provide leave on time.
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