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1.0 Introduction 
This academic report will explain the most effective ways to motivate staff within the workplace. Motivation is often defined as “the cause of movement, the inspiration behind an activity, and it is the feeling within an individual that makes them want to achieve a need or expectation” as stated by Butler and Rose (2011). Firstly, we will do an in-depth research about the importance of motivation and its role within the workplace. Secondly, we will introduce popular motivation theories and research how efficient they are towards motivating employees. Lastly, we will finalize our report with a conclusion, followed by a references section.






















2.0 Importance of motivation within the workplace
[bookmark: _Int_9vjysfLi]Mullins defined motivation as an ‘’driving force through which individuals strive to achieve their goals and fulfil a need or uphold a value’’ (Rožman Treven, and Čančer, 2017). Furthermore, over the years the word motivation has been described as an action trigger or even as a process that drives people to realize their needs or goals (Mackay, 2007). Because as we all know everybody has some expectations when going at work such as: to be respected, to have a safe and clean environment to work in, a secure payment, opportunities to progress, to be rewarded for the hard work they do daily etc.; and by securing all this need’s employers can maximise productivity and efficiency let alone diminish the amount of time individuals require in achieving the task given (Kanfer, Frese and Johnson, 2017). Furthermore, there is an extraordinarily relationship between motivation and leadership knowing what to say and when to say it can help in changing individuals' perspective or the way they feel about themselves (Ganta, 2014). 
In addition, Murray (1938) concluded that achievements as one of the basic human needs and are “a consistent trait of personality” and he believed that managing human resources is a crucial concept because the human factor as a resource can generate the comparative advantages for organizations. For example, encouraging people to believe they can achieve more, will give them the confidence that they need to deliver better results and to aspire for more in order to not disappoint. 











Motivation factors 
Figure 1

Source: Pruna, (2022)










3.0 Theories of motivation and how they affect employee’s performance
In order to determine what are the most effective ways to motivate employees in order to maximise their efforts and help them become more effective and efficient we will investigate the work of well-known theorists such as: Maslow, intrinsic and extrinsic etc. (Deci and Ryan, 2014). 
Firstly, Maslow theory – ‘’Hierarchy of Needs’’ is based on a unique principle that five categories of human needs such as: physiological needs, safety needs, love and belonging needs, esteem needs, and self-actualization needs dictate an individual's behaviour (Maslow and Lewis, 1987). For example, a person beginning their career will be very concerned with physiological needs such as: adequate wages and stable income and security needs such as benefits and a safe work environment. Contrary to that Maslow theory it is a very repetitive process because he only foretold basic needs and as soon as an individual needs are not met no matter the level, he/she is at that moment all will crumble, and the process will have to be re-attempted from the start (McLeod, 2007). Even though Maslow’s theory is very simple, easily understandable and it accounts for both inter-personal and intra-personal variations in human behaviour as stated by Mathes, (1981). However, it still lacks some major fact for which it is criticised such as: cultural differences, research is based on a narrow segment of the human population meaning there is no evidence indicating all individuals experiences the needs in the order Maslow specified (Maslow and Lewis, 1987).
Maslow Pyramid 
Figure 2
[image: Diagram

Description automatically generated]
Source: 
4.0 Benefits of integrating intrinsic and extrinsic motivation at the workplace
On one hand, intrinsic motivation involves everything an employee derives from their work because it is perceived as an internal reward that employees accomplish from completing their tasks or projects successfully as discussed by Fisher, (1978). Moreover, intrinsic motivation implies doing something because it's directly rewarding to you as the rewards are mostly psychological and are based on the effort and abilities of a person (Deci, Koestner and Ryan, 2001). For example, employees who are intrinsically motivated will work long hours because they are enthusiastic about working and where passion is involved time loses importance. Consequently, such employees do not need any biometric attendance, or any time schedule or attendance registers let alone supervision from their employers as their main goal is to perform at their maximum potential which will benefit the company argues Fong, Patall, Vasquez and Stautberg, (2019).

Figure 3
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On the other hand, extrinsic motivation is associated with reward-driven behaviour because it is focused on tangible rewards such as: a good pay-check, fame, praise, bonuses, benefits, or punishment for not fulfilling a task in time (Vallerand and Ratelle, 2002). Furthermore, this type of motivation needs to me used cautiously so it doesn’t lose its impact because as much as it can influence an individual to increase their efforts, dedication and quality performance leading to high-quality continuous work (Ismajli, Zekiri, Qosja and Krasniqi, 2015). Contrary to that in can also become a habit because as discussed by Deci, Koestner and Ryan, (2001) ‘’offering unnecessary rewards can lead to a decrease in motivation’’ meaning employers need to learn how to balance the art of motivation in order to attain their desired results.



























5.0 Conclusion
To conclude, human beings are unique creatures and there is no right or wrong way through which an individual can be motivated and as previously discussed some people are more inclined to maximise their performance and be more efficient if they are financially satisfied and other prefer to do it out of passion and interest. Nowadays, money can be a major influence towards increasing employee’s performance however it is not the only way. Some people feel more motivated when the opportunity to advance is offered to them, when feedback is provided, when praise is given or when employers put more trust in them by offering more responsibilities. In addition, all theories have their flaws, and no two people can be motivated by the same concepts. 
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