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Motivating Staff Performance
Employees are essential people in an organization. Every manager understands the concept of employee motivation and how it results in productivity. Employees have the power to make or break an organization. Over the last ten years, the focus has shifted from customer-based services to employee satisfaction. The fact that the customer is right cannot be disputed. However, employees' role in an organization goes a long way in enhancing the performance of the organization which directly leads to customer satisfaction. The role of total reward in motivating staff involves a series of processes. The accumulative steps such as identification, praising and recognizing the effort made by employee’s acts as a positive reinforcement to the team. This paper will analyze the role of total rewards in motivating staff employees and ways through which this action is affected by other factors including employee training, performance management and organizational culture. 
One of the most common objectives of reward is to motivate employees. Equally important is the type of motivation and the role that act benefits the organization. Motivation plays the role of boosting the morale of the staff. Every individual loves to feel a sense of appreciation and acceptance (Naile & Selesho, 2014). With employees, the best way through which this can be illustrated is through rewards. The recognized individuals gain a sense of self-trust and confidence making him or her improve on their performance (Gulyani & Sharma, 2018). A ripple effect is felt in the rest of the organization as more employees make it their goal to be rewarded. Through this spirit, increased productivity and commitment are generated from both the management and the employees.
Rewards play a significant role in increasing employee trust. Beyond retaining the best employees and keeping them happy, employee motivation also increases trust. A survey conducted in the USA established that 90% of all employees who receive rewards are diligent and have complete trust in their administration. These employees also claimed to abide by the set code of conduct and avoid indulging in activities that would be of negative effect to their organization (Gulyani & Sharma, 2018). Employee wants to get an affirmation that their efforts are useful and that they are making a difference in the organization. When this is done, the employee trusts their services and work harder to produce to the best of their ability. 
Rewarding employees motivates them to stay longer in the organization.  Appreciation is more powerful than money and an increase in salary. An employee tends to stay in an organization that constantly appreciate their work. With the reward, employees feel part of the organization and thus a sense of ownership is created (Naile & Selesho, 2014). Through this, employees are able to respect authority and work based on the provided guideline.  With rewards, the management can easily advocate for increased teamwork to increase the performance level. The U.S labor and Bureau statistics reports indicated that disrespect from the boss is one major reason why employee leave their organization.   An effective way of reducing this is through rewarding and recognizing employees. However, care should be taken when doing this to avoid instances of favoritism. If done in the right way, motivation raises the attitude and working atmosphere resulting to respect between employees and for authority. 
Role of Reward in Staffing Issues
 Staffing is a major concern for organization. Most organizations focus on getting the best employees in the market. Some firms such as Apple target promising graduates and train them into effective employees. Regardless of the method utilized, the constant thing is on retaining the best employees. Rewarding them is of paramount effect to their productivity and longevity in the organization.  Steve Jobs, the former CEO of Apple embraced the aspect of employee motivation to improve on his staffing. The success of the firm is based on the team working under the management.  This, therefore, means creating a vibrant staff is essential.  Research has shown that the most motivated employees prefer working for their current organization, the motivation does not necessarily have to be in terms of money but in the attitude portrayed by the employer. Highly motivate employees and employers are likely to go that extra mile in ensuring the set goals are met. However, offering incentives is not enough in staffing. Monitoring of the incentives and creating competitive advantage are essential factors to be considered. 
Motivation is beneficial as it increases the loyalty of the employees and reduces staff turnover. Organization spend a lot of time and money on training newbies on the cultural and ethical principles of the firm. In some cases, the manager have to go an extra mile and fund the training process and invest in bench making. When all these factors are put into consideration, employee turnover becomes of great loss to the organization. Organizations are forced to restart the training process sot ensure all employees are at per (Gulyani & Sharma, 2018). To avoid this, an appropriate reward system are utilized. With increased loyalty to the firm, most employees will find it hard to leave and swill act as a source of encouragement to new individuals joining the team. 
Highly motivated staff deliver higher levels of customer relationship and satisfaction resulting in a higher rate of customer retention. Customer tap from the energy given by employees. If employees are not interested in the work, then it is likely that the customers would sense this. Happy employees are vibrant and dedicated to putting the needs of the customers first.  Such employees can sacrifice a few hours to deal with any arising issues in the organization that might affect the customer. Through this, the organization can save on its advertisement budget due to the appropriate care given to its customers.
Employee learning’
Total reward in motivating staff performance requires adequate training. An employee will only perform best on activities that they are well trained on.  To effectively enhance employee learning, the employer needs to focus on job enrichment. Training the staff and making the job more challenging and exciting is a powerful tool. Through this, employees find the task enjoyable and increase their thinking to solve the task. Learning should not be focused on a way communication challenge, the management does identify what they want to achieve but this should not be used as the only method. Learning should be done in a fun and systematic process thus involves both the cognitive and practical aspects. The management can teach in a way that provides employees opportunities to brainstorm and learn some of the activities on their own. 
Providing opportunities for advancement is another role of total rewarding through learning. In service, training is now a common thing and management should take advantage of this. Providing opportunities for advancement through creating of the individual growth process is a good strategy. Sponsoring some employees to continue with their studies while still at the organization is one way of doing this.  Through this, the employee will apply the new knowledge in enhancing the performance of the firm. 
Having internal training for employees is essential in advancing the total reward system. Learning is continuous and should be done in a strategic way.  Employee need to give buy-in and provide suggestions on what they think should be included in the organization. When this is done, the learning process is smooth as an employee feel a great part of the concept being taught. The opposite is felt when the management focuses on feeding information to the employees. 


Rewards in Performance Management
Performance management includes a proper appraisal and recognition of employee’s performance and other follow up activities such as rewards, follow-up, on-going reviews and professional development training.  Performance management is effective when linked to other departments and human resources management standards such as organizational goals, work standards, working culture and benchmarks. In the total reward system, there are a number of issues that need to be reviewed.
Informing employees on their role in the organization is one of the ways of managing performance.  The organization should make detailed views of the role of the staff. Each member should understand that it is through the work that they can be rewarded. The reward system would be fatal if the employees do not understand their role in the organization. Secondly, informing employees on the organization's objective, goals and mission s that will lead to increased customer satisfaction is important. One employee are trained, the management should link the training to the expected outcome. The goals should act as a final goal and gauge for performance (Chomal, 2014).  For example, setting the reward on a targeted basis such as on sales will give employees something to work towards. An issuance company can give the target of the number of policies that should be sold to guarantee one for a reward. With this technique, the management is able to manage its performance while motivating employees at the same time.
 In using total reward in performance management, it is essential for the organization to be clear on what to measure. For example, a sales company can focus on the number of sales made by each employee within a given time. To make the work interesting, the organization can issue the targets on a team basis. With teams, intrinsic motivation is created making more employees part of the project leading to organization success. Deciding how to measure success is important (Mabaso & Dlamini, 2018). There are several methods that can be applied in measuring success which includes tracking the number of sales and evaluating customer’s feedback on an issue. When it comes to service companies such as healthcare, getting feedback from patients is essential in gauging whether the set objectives are met. In sales companies, tracking the number of sales on a daily, weekly or monthly period creates a vivid picture of the performance of employees.
Setting regular and formal performance appraisal appointments within the organization to discuss induvial progress helps in managing performance and in total reward.  The appraisal should be compared against the set expectations, goals and job description. Employees who have excelled in all the parts should be rewarded based on the set level (Gulyani & Sharma, 2018). In this case, those who have sold more products should get the highest rewards while those who were just on target should get a corresponding reward. 
Measuring organizational progress against the goals and contributions of employees helps in determining the type of motivation to be issued.  The general performance of the organization reflects on individual performance. The unfortunate thing is that 80% of employees do not actively contribute to the total income of the organization. In this way, comparing the business performance with goals helps in understanding which area needs more attention.  The analysis can help the organization to modify its goals to motivate more employees towards contributing more in terms of productivity (Mabaso & Dlamini, 2018). In some cases, the analysis can lead to the laying of some employees who are not comparative and productive. 
Employee Relations
 The total reward system affects employee relations in a significant way. Depending on the technique utilized, the effect can either be positive or negative.  Through motivation, some employees may be rewarded more than others. When managed properly, other employees will also feel a sense of extrinsic motivation and follow suit to be recognized. Employee who are exposed in a competitive organization tend to view reward as a way of making them work harder. For some, these techniques works well. On the other side, motivation can lead to increased conflicts and negatively affect employee relation. When the goal and strategy of giving reward is not communicated, employee may not understand the system and thus might become resistance (Chomal, 2014). The case worsens when the company keeps rewarding the same employees. Then unrewarded employees feel left out since they are not informed on the processes that take place.  
Openness should be embraced when conducting total rewards to empower other employee. The goal should be focused on improving employee relations through having a strategic approach.  Relations determine the success of a firm. In this case, ensuring that the rewards creates a positive working environment and increased employee relations is significant.   Team rewards can be utilized to foster meaningful employee relations that are focused on s achieving organizational goals and objectives. 
HR Management System in Total Reward
 HRIS systems can make employee identification and recognition exemplarily easier for the employer. Many organization deal with hundreds if not thousands of employee.  In constant cases, rewards are issued annually or twice in a year.  Identifying the correct candidate for the reward requires cooperation between different departments spearheaded by the human resource department. With HRIS system, the struggle of searching through hundreds of files to get the correct candidate for reward has been eliminated. Managers can now be provided with update and instant notification of employee based on the set targets. This system allows the organization to act on information as it arrives effectively streamlining the reward system.
The benefits of utilizing HRIS in employee recognition are numerous. Recognizing employee achievement through this system creates a sense of engagement and trust for the team. The manager and the HR department s can easily compare s their rating making the results authentic. With this approach, employee can be given the chance to review the feedback and clarify that the recognition was valid and given to the best candidate. 
HRIS system is important in involving employee on all occasions in an organization. The system provides anniversary dates notification of all employee prompting manager to show appreciation for the time served by the individual. Even though this seems like a smaller gesture, the results of this can go a long way.  Employees that consistency perform well want to be appreciate from time to time. Doing this on a monthly or yearly basis is effective to boost their morale. Manager can set the HRIS system to provide up to date notifications on anniversary and birthday dates. This techniques helps employees to gauge their performance for the number of years that they have been working with the organization. 
HRIS plays the role of helping in providing timely feedback. While annual reports and reviews provide a great opportunity for employee feedback, using this standardized time frame can result to stress and frustrations on employees. Employees that consistency produce quality work may feel unappreciated inn between the years (Mabaso & Dlamini, 2018).  To deal with this issue, manager can create HRIS in a way that they provide up to date notifications when expectations are not met and when feedbacks from employees are not submitted. With this, a constant check and relationship between the managers and the employees will lead to a conducive working environment that enhance productivity. 
Another important role of HRIS in total reward in creating a suitable schedule for employee training opportunities. One of the most common reasons why employees leave their organizations is that they feel unproductive and stack in the same place for a long time (Taba, 2018). HRIS can significantly help to deal with this problem by providing relevant notifications on training employees. The system can remind the managers that a certain period of time has passed without in-service training (Chomal, 2014). Through the system, a schedule can be made of when and how employees should be trained on different aspects of the organization. The same approach can be used when determine the best time to do a benchmark and orientation of new employees in the firm. Detailing the system to the current organizational goals an objectives makes it more strategic and effective. 
Avoiding HRIS recognition errors in the human resource department is significant in identification of the right person to be rewarded. The huge number of employees working in an organization can at times lead to confusion due to similar names. To avoid this, HRIS system helps in employee recognition through incorporating quantifiable objectives in the reward system, manager can counter check details of employee before settling on the one who should receive the reward. With this approach, human error is minimized leading to an effective and well-coordinated workplace.
[bookmark: _GoBack]In conclusion, employee motivation through reward system cannot be ignored. Organizations that have invested in these area are among the top performer in their industry. In rewarding, both intrinsic and extrinsic motivation techniques should be applied. Some key roles of total reward such as increasing loyalty of the employee, improving performance and enhancing employee relation.  Organizations need to identify the best method to reward their employee without creating conflict from the rest of the team. Reward systems should be made in accordance to the code of conducts, organizational goal, mission, core values and set targets. 
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