
Component 2 - Academic report
[bookmark: _Hlk99896443]Academic and Employability Skills
BMSW4001_BIRM
Student Name: Nabilla Nambiar
Student Number: 2122534
Lecturer Name:  Abdi Rahman
Title: ‘What is the most effective way to motivate staff?’




























Contents
3.	Abstract	                  
4.        Introduction                      
5.         Reward System               
[bookmark: _Hlk100071930]6.         Nonmonetary rewards    
7.         Recognition Programs     
8.         Team Building                                
9.          Poor Communication
10.	 Conclusion	                  
11/12.	 Reference List                 


















Abstract
Employee motivation is highly desired in all companies and businesses as staff who have job satisfaction are usually more productive and resourceful for their employers. Companies that retain their employees have greater efficiency and are more productive, making staff motivation an important priority as it is vital for businesses to thrive.
 Money has always been considered the most effective motivator with cash being used to motivate such as huge salaries, overtime, pay rises, bonuses all being used to get staff to perform better. Some companies even pay workers according to performance and while others adopt profit sharing system with their staff. 
No one doesn’t want or need more money to splash around, be it for a new car, a holiday or for other little luxuries
But there are other factors affecting long term overall happiness and satisfaction in a career and various factors affect satisfaction vs high salary
Money is very effective in motivating staff, but it has its limits in getting the job done. Other factors are also very important motivating reasons including job satisfaction, happiness, safety, recognition and even holidays.
More and more people are seeking jobs guarantees personal satisfaction and happiness 
This report attempts to surmise the different aspects of staff motivation and their importance to modern day businesses. 





Introduction 
Staff motivation simply means how happy and focused a worker is and the more motivated they are, the more likely they will perform better in their job.
According to Maduka, C.E. and Okafor et el (2014) “one of the biggest problems facing manager in the organizations is how best to get employee committed to their work and put in their best towards the accomplishment of organization’s objectives. Motivation is concerned with why people do what they do.”
Motivation helps in not only attracting staff but also in keeping them and this in turn help businesses keep up with a good level of productivity. 
It brings many advantages to businesses such as better worker performance, better quality of output, better customer service and less absence from work, and improved management worker relationship.
Many businesses find keeping their staff motivated to be a huge challenge as the business world is becoming increasingly competitive and retaining staff is all the more important to improve productivity. Bosses need to thread the fine line between giving the push required and being pushy.






	
	




Reward system 
The survey by Armstrong and Brown (2019) found that only 46 per cent of respondents carried out a full reward evaluation. Other surveys have established that an even lower proportion evaluated. 
According to the authors, reward systems exist so that an organisation can attract, retain and motivate high-quality people. This in turn improves performance and achieve corporate goals. 
They also point out that the system meets the needs of the people in the organisation as well as various external requirements such as complying with employment law and taxation. 
However, Armstrong and Brown noted reward management is not just about pay and employee benefits. It is equally concerned with non-financial rewards such as recognition, autonomy, learning and development opportunities, and increased job responsibility.
“The aims of reward management are to: support the achievement of business goals by developing a performance culture and stimulating high performance; attract and retain the high-quality people the organization needs; motivate and win the engagement of employees; reward people according to the value they create; deliver value on the investment in rewards to both the employer and the employees; align reward practices with employee needs.” Armstrong and Brown 2019
Another scholar Güngör, P., (2011) defines the reward management system contains the organization’s policies, processes and practices for rewarding its employees in accordance with their contribution, abilities and artifice. 
He notes the organization’s reward philosophy, strategies and policies, may provide appropriate types and levels of pay, benefits and other forms of reward according to performance of employees, quantity of output, quality of output, timeliness of output, presence at work, and cooperativeness






Nonmonetary rewards
Shelley Cohen (2006) says money can buy rewards such as plaques, gift certificates, movie tickets, and even larger items such as a trip but in most cases, these types of gifts are forgotten once the money is spent, or the plaque is on the wall.
 She argues money-based rewards aren’t distinctive, individual, or motivational and to truly show you care for your team, a personal, nonmonetary gift is ultimately more rewarding. 
Nonmonetary rewards can show your employees that you recognize their accomplishments and appreciate their hard work and time. 
According to Cohen, when offering nonmonetary rewards to your staff, the following strategies need to be considered: 
· Deliver the reward in a timely fashion as delaying any reward dramatically diminishes the effectiveness and incentive characteristics it may have held. 
·  Consider the individual employee/personality and try to get to know who likes what. 
· Be sure the reward is deserving. 

In another scenario, Filimonau, V. and Corradini, S., (2020) says for Zero Hour Contracts, relationships, remuneration rates, and perceived fairness of managerial treatment drive staff motivation in event catering. 
The major positive (flexibility and no mutual obligation) and negative (job insecurity and instable income) implications of ZHCs are well understood by employees. 











Recognition Programme
Overall, recognition of employee achievements and activities provides a positive environment in addition to motivating employees and improving their overall moods according to  Phillips, Bogdanich and Carter, et el  (2017) 
The authors say in their article that a survey involving more than 340000 employees within 575 health organisations revealed that meaningful recognition provided in a timely fashion can lead to an engaged workforce.
 It stresses that providing effective recognition for employees is possible by linking acknowledgement to specific accomplishments and it being delivered by a person of professional importance in a timely fashion.
The authors recommend five nonmonetary staff motivation methods that are;
· Criteria-Based Awards -Some institutions have established award programs that recognise staff for a variety of contributions.  Such as promoting a culture of safety and recognise employees who identify medication errors throughout the medication-use process
· Thank You Notes - Handwritten thank you notes from department leadership are effective recognition tool.
· Public Recognition - An important recognition tool is the public nature of recognition efforts such as verbal recognition in front of the team, articles in a department newsletter, or posts on a department or institutional bulletin board.
· Considerations for Recognition Programs - A reward program should be aimed at identifying desirable behaviour and performance, then making the most of on personal fundamental and extrinsic motivators to achieve excellence. 
· Novel Recognition Programs - Pharmacy leadership at Rush University created new pharmacy achievement awards to embody organisational goals and Rush’s core values of innovation, collaboration, accountability, respect, and excellence.
According to the authors, recognition can also act to showcase efforts to other leaders in the organisation and highlight the role of pharmacy in patient care.
They say it is important to develop a recognition program that is consistent with the culture of the department and the organisation as what may be well received at one organisation may not work at another due to organisational and individual differences. 

Team Building

“Team-building interventions can result in greater problem solving, morale, and coordination of work and finally a culture of openness, team learning, and sharing of leadership roles have been found to be directly related to organisational effectiveness says Cohen, S., (2006).
 Through proper team building efforts, staff can be encouraged to participate in decision making.
Kmietowicz, Z. (2009) says adopting principles from employee-owned organisations, such as the major UK retail group, the John Lewis Partnership, may help the NHS engage staff and deliver better services.
He also said employee-owned companies that allow staff to participate in making decisions on how the workplace is run can deliver a range of benefits, such as better productivity and
performance, less staff turnover and sickness absence, greater innovation, and higher levels of motivation and commitment among the staff
Pearce, C. (2007) in his guide to help nursing leaders motivate their staff suggests organisations to follow these steps.
· know your team
· match the people to the skills
· work to clearly defined goals
· review progress regularly
·  manage failure effectively
· consider basic rewards
· consider higher level rewards
· involve staff
· reduce demotivation
· refine your management skills




[bookmark: _Hlk111393702]Poor Communication
According to a report by CMI on 15 January 2022 titled ‘Eight ways bad managers kill conversations – and motivation’, being persuasive is about delivering a message that resonates, motivates, and engages people. 
When you speak with people in a way that shows them you understand their concerns and issues; when you provide clarity and connection to a cause; when you are able to encourage people to have a conversation; when you understand what it actually takes to change behaviours – only then might you be able to communicate with power. 
The article says being an effective communicator is one of the attributes most valued by employees, yet most employees say that their managers are not visible and do not talk with them frequently enough and many even say that manager are secretive and share as little information as possible, do not give feedback and don’t ever give appraisals. 
When leaders communicate well, and encourage their teams to communicate well, teams can innovate at speed, sharing information, successes and failures, and learn to cooperate and not compete. Being an effective communicator is one of the attributes most valued by r.
“These are toxic bosses, and they create dreadful cultures and poisonous places of work that are harmful to our health, and our ability to contribute meaningfully to our organisation. These are the bosses who will have high churn rates in their teams, with most of their employees looking to move to another department or even another company. Happily, well-intended managers who truly want to improve their performance can address most of these bad behaviours. Being mindful of these destructive behaviours is a good place to start.” CMI 04 May 2022.









Conclusion
In concluding this article, motivation of staff is extremely variable, and it all depends on the environment and situation of the organisation. Basically, as shown by Armstrong and Brown (2019), reward management supports staff achievement by ensuring that levels of pay and benefits are competitive. It should make sure people are fairly rewarded according to their contribution and should create a positive employment relationship between management and employees. 
It should create a climate of mutual trust based on a fair and transparent approach to reward management.
The author says bosses can enhance the overall well-being of the people in the organisation by showing concern particularly with the financial well-being of employees
They should encourage the application of an ethical approach to people management and treat the remuneration of people according to the principles of distributive and procedural justice
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