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‘What is the most effective way to motivate staff?’
Employee motivation is about how engaged employees feel in tandem with the organisation’s goals and how empowered they feel. There are two types of techniques an employer can use to motivate staff, these are:
· Extrinsic motivation (financial rewards)
· Intrinsic motivation (non-financial rewards)
[bookmark: _Hlk100720397][bookmark: _Hlk101315338]           (www.questionpro.com/blog/employee-motivation)
Extrinsic motivation is about financial rewards that impact staff, including variable pay, employee benefits, holidays, working conditions etc. Intrinsic motivation or non-financial rewards include respect, values and belief, good relationships between colleagues, recognition and awards for growth or advancement.
The following paragraph discusses the above motivating techniques and challenges that could impact staff using four sources the university has provided and four independent research sources. 
University’s research sources:
· Reward management – an overview (Armstrong and Brown, (2019)).
· Eight ways bad managers kill conversation and motivation (CMI, (2021)).
· Compliment Staff (Cohen, (2006))
· Novel Approach to Staff Rewards (Phillip et al., (2017))

Independent research sources:
· (www.questionpro.com/blog/employee-motivation).
· A STUDY ON EMPLOYEE MOTIVATION AT THE WORKPLACE WITH REFERENCE TO BSNL, KADAPA.
· Identification of Variables Affecting Employee Satisfaction and Their Impact on the Organization, Sageer, Dr Rafat, Ms Agarwal.
· Employee Motivation: The Key to Effective Organizational Management in Nigeria. (Maryam T. Abbah).






Techniques and challenges of motivating staff at the workplace:
Motivation is simply a reason, and people always need reasons to do things. Motivating staff is about giving the staff good reasons to come to work on time and do the job appropriately. Motivation can be salary, employee benefits, paid holidays, recognition, or awards. 
Most employees need the motivation to feel good about their jobs and perform ideally. Some employees are money motivated, while others find recognition and rewards personally motivating. Navaneetha et al., (2018).
To motivate staff and achieve long-lasting progress, an organisation should have a reward management system. The Reward system fulfils the organisation’s needs, encourage high-quality people, improves staff performance, and achieves corporate goals. The Reward system is not only about pay and employee benefits; it is also about non-financial rewards, such as recognition, independence, a chance to progress and expand work responsibility. 
The reward system has three main components: 
· Variable pay,
· Employee benefits,
· Non-financial rewards.

Variable pay: Variable pays about single and group rewards—cash reward for sharing, share options related to organisational performance, profit-sharing and gainsharing.
Employee benefits: Employee benefits include pensions, sick pay, insurance, company cars and many other components, plus many forms of cash payments.
Non-financial rewards: non-financial rewards are recognition, achievement, career development opportunities and excellent working condition. Armstrong and Brown (2019).

Some organisations’ managers believe only money can motivate staff. Money can buy rewards such as plaques, gifts, and even larger items such as a trip. However, these gifts are forgotten once the money is spent or the plaque is on the wall. While the gesture is there, cash-based rewards are not distinctive or motivational. A personal, nonmonetary gift is more rewarding to show that you care for your staff.
Nonmonetary rewards show your employee that you recognise their achievement and appreciate their effort and time. 
The following strategies should be considered while offering non-monetary rewards:
· In any organisation, a manager should learn about their staff. Every staff is different from others, so every team should be considered individually. A manager should know about the different personalities of individual staff and develop a mental list of who likes what. Using this mental list in the rewards system shows the team you took the time to consider what suited that staff best. Some staff like to see their names on the facility’s board, while others prefer recognition at a staff meeting.
· Manager should put different employees’ names each month on a bulletin board with information about their contributions to the organisation.

· Managers should use their staff’s names when talking to them or about them. They also should say thank you and please. Not once a year at their review, but every day. Cohen (2006).
Managers should learn to communicate with more empathy and develop their listening skills. They need to know how to seek to understand before being understood. Only by doing this do they stand a chance of being even remotely persuasive. Being persuasive is about delivering a message that motivates and engages people. It is all about changing behaviour or encouraging the right attitude, and that cannot be done if staff feel their manager is disconnected or out of touch. 
When a manager speaks with staff to show them, they understand the staff’s concerns; when they know what it takes to change behaviour when the manager can encourage staff to have a normal conversation, when the manager can have an understanding between themself and the team, then the manager can communicate with power. 
When managers communicate well and encourage their staff to communicate well, the team can speed up the job and get things done on time; the team can succeed and learn to cooperate and not compete. Being an effective communicator is one of the skills most valued by employees. Effective communication can make people feel respected and motivated, making them likely to be more effective in the workplace. Murray (2020)
Forty years ago, in the Harvard Business Review, Frederick Herzberg addressed ideas about how to motivate employees.1 In this review, Herzberg identified motivating factors imperative in the work environment: achievement, recognition for achievement, actual work, responsibility, and growth or advancement. A survey presented in Herzberg’s publication of over 1600 employees from various backgrounds, including hospital personnel and nurses, revealed that job satisfaction is more likely to result from these motivating factors than dissatisfaction-avoidance factors like salary, working conditions, and interpersonal relationships. Herzberg F. (1968).
In 2014, researchers with the Nursing Executive Centre performed a more recent survey to identify an area for improvement in staff engagement. More than 340000 employees completed this survey within 575 health organisations. Assessment of the survey results revealed that meaningful recognition provided in a timely fashion could result in an engaged workforce. 
Overall, recognising employee achievements and activities provides a positive workplace, motivates staff, and improves their overall moods. While well studied
throughout the last decades and despite well-documented assessments in nursing and health care, there is not much information published regarding the process of rewards and recognition within departments of pharmacy. This commentary seeks to identify and describe some current methods of recognition and rewards for pharmacy staff. 
An investigative survey was done through the Vizient listserv to identify novel practices related to pharmacy staff recognition and rewards. Nineteen institutions participated in the study and shared numerous initiatives for staff. More than one institution noted three program types of bonuses: criteria-based awards, thank you notes, and public recognition.
Criteria-based: Criteria-based awards have been created at institutions to recognise all employees within the Pharmacy Department. Examples included preceptor of the year, an employee of the month, etc. Certificates, trophies, and small monetary incentives were commonly associated with the awards to provide additional extrinsic employee motivation.
Thank You Notes: Institutes suggested that department managers’ handwritten thank you notes can be an effective recognition tool. Information to write notes often comes from fellow employees. Before this type of recognition, managers should ensure that the information provided is sufficient to write a personal thank you note identifying the employee’s unique behaviour. Ideally, the recognised behaviour can be tied to the department or organisation’s mission and vision.
Public Recognition: Like the above strategies, an essential element of most recognition tools is the general nature of recognition efforts. Some examples include in-person feedback, verbal recognition in front of the team, articles in a department newsletter, or posts on a department or institutional bulletin board. All methods can effectively communicate the achievements and attitudes of extraordinary employees.
As noted by the survey and by those institutions who shared their specific recognition programs, there are a variety of mechanisms that can be used to motivate employees at all levels. Phillips et al. (2017).
Employee performance fundamentally depends on employee motivation. A motivated employee works with enthusiasm to satisfy customers and achieve organisational goals. At the same time, the reverse is the case for an unmotivated employee. Shadare et al., (2009).
Techniques and benefits of employee motivation at Nigerian organisations:
· The level of efficiency of employees: The level of an employee’s efficiency depends not only on his qualifications but also on his abilities. To get the best staff work performance, the gap between knowledge and willingness must be filled, which helps improve employee performance. This will result in more productivity, less cost of operations, and advanced overall efficiency in the workplace. Adi, (2000).
· Human resources: One of the main aspects of Human Resource Management is measuring employee satisfaction. Human resources must ensure that employee satisfaction is high among the workers, a precondition for increasing productivity, responsiveness, quality, and customer service. 
 
· Friendly relationships: Motivation is an essential workplace fact that satisfies employees. To have motivated employees, the organisation could frame a motivational plan which includes Monetary and non-monetary rewards, promotion opportunities for employees, and disincentives for inefficient employees. This will result in profit maximisation through advanced productivity. Anka, (1988).
· Organisational goals: The goals of an organisation can be achieved only when the following factors take place: - There is the best possible use of resources, there is a collaborative work environment, the employees are goal-directed, and they act in a purposive manner, plans can be achieved if coordinate, and cooperation takes place together, which can be effectively done through motivation. Anka, (1988).


Challenges and factors affecting employee motivation:
· Research has suggested that reward causes employee satisfaction, directly influencing employee performance Kalimullah et al., (2010). All businesses use to pay, promote, bonus, or other tips to motivate and encourage staffs' high-level work performances. Reena et al., (2009). To effectively use salaries as a motivator, management must consider salary structures that include the organisation’s importance to each job, payment according to performance, personal and special allowance, pension, etc. Adeyinka et al., (2007). 
· Management is about getting things done the right way; a manager needs his staff to follow him and trust him. Moreover, if he needs his team to trust him and do something for him and the organisation, they need to be motivated. Baldoni, (2005). Theories apply ‘the leaders and followers raising one another to higher levels of morality and motivation.’ Rukahamani, Ramesh&Jaykrishan, (2010). Motivation is purely and simply a leadership behaviour. 
· Trust plays a significant role in the workplace. If an organisation wants to improve and be successful, trust should always be preserved to ensure its existence and increase staff motivation. Annamalai, Abudullahi&Alasidiyeen, (2010).





Conclusion:
A motivated employee is an important asset who can deliver significant value to the organisation in maintaining and strengthening its business and revenue growth. This paper concludes that employee motivation is a complicated and advanced subject; however, managers must face and deal with it to acquire organisational success. To increase understanding of employee motivation, managers must recognise employee motivation’s concepts and differences in individual needs. Eventually, managers need to be aware of various employee motivational factors and the changes in priorities of these factors. Moreover, managers must learn about previous or current motivational programs, examples, and theories because understanding these fundamentals can increase their ability to identify rewards systems that match play needs. Finally, some organisations must realise that employee motivation is the cure-all for most organisational conflicts, such as strikes, go-slow, grapevine, etc. It also serves as the key to effective corporate management. Therefore, employee input must be valued and included throughout in achieving effective results. Constant&Offodile, (2001).
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