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The focus of this report lies in detecting the best type of reward to motivate staff most dynamically. By way of laying out the different ways in which staff can be motivated, the report will analyse this. Finally, a conclusion with a recommendation of which type of reward motivates staff most effectively, will be given. In recent years, motivation at the workplace is more intensely investigated than ever by the designated professions, such as physicians and scientists for instance as massively motivated personnel demonstrate a vital enrichment to companies. Furthermore, it shows itself as advantageous for organisations to amplify and expand internal motivation of all employees. (Yasuhiro Kotera, 2018).
“Besides that, technology and nursing knowledge is dynamic, changing from time to time; hence it is needed to update and prepare nurses with the current developments” (Quarani, 2017, p. 10). 
Quarani outlines that the Healthcare industry is a field of work that undergoes constant change regarding its staff and their occupational knowledge. At all times nursing staff is expected to adjust their professional skillset to modern-day problems and solutions. Moreover, the author states that due to the lack of liberty in the nursing profession, according to his personal observations, a major part of nurses in one of the hospitals in Afghanistan involve themselves in studies unrelated to nursing (Quarani, 2017).
“When we are saying that nurses should work based on evidence, the same is applicable for the nursing leaders” (Quarani, 2017, p. 12). 
Quarani emphasizes one struggle that nurses deal with. He presents the issue of how organizational leaders or staff in managerial positions act in an unprofessional manner, which makes nurses leave the places of work prematurely (Quarani, 2017). 
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Murray argues that regardless of the number of staff present, one would need to credibly declare one’s convictions for employees to be motivated on a day-to-day basis. Those convictions also include a leader’s motives and views in the future. He notes that only a 


leader’s consistent and persuasive behavioural pattern fundamentally motivates staff to transform given instructions into actions, thus creating room for large productive staff output. Murray explains how vital skilled verbal communication is in order to show and link an audience with one’s persuasive way of character, therefore convincing them to follow new persuasions and demeanour. He describes fine communication as the key to having staff feel both esteemed and driven (Murray, 2021). 
“Some employers for example regard paying market rates as the be-all-and-end-all of their pay systems while others regard internal relativities as more important; some employers focus heavily on cash rewards while others believe offering a good benefits package is important” (Duncan Brown, 2019, p. 5). 
Duncan and Brown set themselves into the belief, that staff’s perspective on pay structures differs from one employee to the other. Just as there are employees who put a high value on pay and therefore prefer huge amounts of it, there are others who appreciate a lower base salary, combined with other forms of compensation such as company benefits.
According to Jenkins, heightened job satisfaction and enhanced motivation is accomplished by getting to know the perception of individuals and their radius of operation. These goals are supposed to show themselves as a dynamic and energetic strategy. Further, face-to-face communication and exchange between manager and employee is considered a more conducive environment for convenient for staff improvement as well as for reviewing each other’s duties and growth. Viewing accomplishments provides opportunity to review and agree on goals along with recognising the efforts and task ownership of staff. Jenkins states, that employees who engage with such reviews regularly have an easier time working towards short-term plans such as machinery or cropping, in the workplace of agriculture, for example (Jenkins, 2016). 
Keeping staff occupied is gained in affiliating them in the process of trying out new technical machinery, gear or devices on the farm. Acquiring new skills and expertise through for example workshops present an opportunity to internally drive the development of people in the workplace. As a result, efficiency is brought forward, thus day-to-day tasks or work activities can be executed in a more productive, constructive and efficient manner. Training employees to be held accountable for their actions results in them increasingly accomplishing their duties. More especially, this act of progress directs staff to cherish their field of work and associate pride and purpose with their profession. Establishing and preserving the standards 


at the work facility is crucial for establishing a certain sense of accomplishment or welfare to a line of business (Jenkins, 2016). Jenkins proposes, participating in community-associated farmstead competitions to help staff feel a genuine and authentic uplift, especially when approval for the farms functioning and aesthetics are assessed (Jenkins, 2016).
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“For the amount of pay you receive, how motivated are you?” (Carolyn Stringer, 2011, p. 170)
This open question is often used in qualitative data collection from employees and can come in the forms of interviews, surveys etc., and concern pay fairness and transparency of aims.

Figure 1: Shows pay and its relation to employee motivation


Figure 3: Love your job


“Regardless of what I receive my motivation is always high, i.e. I would love my job on $9 or $20 per hour. Pay is reasonably fair, although in retrospect feel I do more than the pay scale I am in allows. I actually feel the goals to some degree are redundant in respect of my dept. My goals are always to be the top whatever I do. I take pride in my job and performance but feel some of the goals are very pedantic again that is because the [retailer] is evolving and branching into different areas, i.e., sales and expertise in specialist areas” (Carolyn Stringer, 2011, p. 171)
There are research findings suggesting that employees who view their pay as fair, have an increase in staff motivation or staff motivation remains unaffected.
Figure 2: High motivation at the workplace
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“Non-financial rewards in many settings are critical to employee motivation and retention and comprise aspects such as recognition, achievement, autonomy, scope to use and develop skills and training, career development opportunities and a satisfying work environment” (Duncan Brown, 2019, p. 12). Non-financial rewards such as recognition, serve the purpose of setting off crucially sought out motivation and, therefore ensure the retention of employees (Duncan Brown, 2019). Total renumeration is defined by the total worth of monetized efforts including pensions and benefits offered to an employee. Total reward describes the mixture of monetary and non-monetary rewards brought forward to staff (Duncan Brown, 2019). 
“Non-monetary rewards show your employees that you recognize their accomplishments and appreciate their hard work and time” ( (Cohen, 2006, p. 10).
As materialistic types of rewards do not represent or convey a managers praise and appreciation for his employees, it’s recommended to convey these signs of gratitude in a non-materialistic manner (Cohen, 2006). 
“Recognize a different employee each month on a bulletin board with information about how they’ve contributed to the organization, along with special acts of kindness they’ve demonstrated to patients or co-workers, photos of their family and/or pets, and maybe even their favorite recipe or favorite motto” (Cohen, 2006, p. 14). 
Above all, a manager expresses his acknowledgement by appreciating the very presence of his worker. In doing so, as shown in the above quotation, a manager not only shows himself, but also supports the efforts, time, efficiency, and engagement that his staff displays in his work environment on a day-to-day basis (Cohen, 2006). Notes of gratitude are an important tool of recognition, constantly utilised by institutions. The sources of information for those notes are frequently to be found within the working facility of the staff. When approaching this method of recognising employees, the following is recommended. To consider an individual staff’s character or personality. The note’s meaning should reflect the efforts and endeavours the individual has put on display. Furthermore, a message specifically directed to the employee should be included. Moreover, one should carefully consider whether handwritten or a virtual thank you note will be received better as this might make a difference to the 



individual. Finally, some thought should be put towards the manner in which the notes are handed, for example: Face-to-face (personal), Online correspondence (e-mail) or simply at the workplace (office) or in the individual’s personal space (home) (Phillips, 2017). Additional means of showing recognition for staff is the act of being publicly recognised. That can take place in several and various forms, for instance announcements on corporate bulletin boards, articles in a division’s newsletter, verbally communicated recognition or in-person feedback (Phillips, 2017). Phillips, H. et al., C states that Herzberg presented a proposal on how to motivate staff, including motivating factors such as achievement and recognition for staff, who proved to show their crucial importance. Findings describe the reward job satisfaction as a result of a range of incentive coefficients. This is an affirmative outcome influenced by a pool of positive components, that is meant to treat employees for their chosen work. It is a discovery that was immensely impacted by the two motivating factors mentioned above, which according to Herzberg are expected to display lasting impacts on staff and their mindset towards their labour (Phillips, 2017). 
Out of the numerous pharmacy institutions that participate in surveys determining practices for rewarding their employees, a few distribute awards based on various efforts. For instance, pharmacy employees who detect drugs flaws whilst drugs-intake process are awaiting “A good catch award”. It’s a scheme in which staff is basically rewarded by helping themselves first. One simply nominates oneself or a colleague, the votes are then gathered in a box and to conclude it, successful participants and nominees are recognized officially by various initiated circumstances within the working environment such as team or drugs meetings or by email. Furthermore, institutions get underway additional awards resting upon employee’s efforts, thus acknowledging all degrees of staff in the pharmaceutics department, as described in the following statement. There are various awards mentioned, for instance instructor of the year or employee of the month, etc. These prizes solely fulfil the purpose of supporting the external motivation of employees. In striving for a combination of yearly, monthly and quarterly distributed awards a maintaining effect the award had on the employee, can be fully guaranteed (Phillips, 2017). 
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Additionally, it is suggested that pliable benefit systems enable staff to choose the design of their benefits bundle, for example a benefits bundle could consist of a limited number of annual holidays but include insurance cover or pension. As per Duncan and Brown voluntary benefits among staff have been on a rise in recent years (Duncan Brown, 2019). An additional convenience or advantage for employees is a so called “allowance”. There is a range of different and flexible types of allowances which represent the major part of allowances. They serve as a supplement for an individualized employee, thus workably catering to issues experienced by staff (Duncan Brown, 2019). 
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In conclusion, the type of reward that motivates staff most energetically is job satisfaction. As job satisfaction is predominantly influenced by positive factors, it’s arguably the best approach for achieving maximum motivation for employees. I recommend job satisfaction to motivate staff most effectively.
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