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In the modern corporate environment, staff motivation is a crucial component for all types of firms. The production and success of firms are directly correlated with motivation (Gold et al., 2014). A motivated staff demonstrates greater loyalty, inventiveness, and adaptability than even a demotivated person. Unhappy employees are never really committed to their jobs (Holmes et al., 2015). As a result, prosperous companies assess their performance by gauging the motivation and contentment of their workforce (Torrington and Derek 2014). Whenever the job is fascinating, the boss is encouraging, there are strong advancement chances, the compensation is reasonable, and the colleagues are kind, a staff will be motivated. They are many challenges that are associated with the workplace and the employee motivation and the employee retention. Workers in the workplace should be motivated to increase the performance and the quality of work that is being done in the workplace. Employees health and safety during the workplace also are some of the motivating factors that makes an employee to increase his or her working in the workplace. Some of the ways of motivating an employee in the workplace is awarding them, and always recognizing them as per their performance. Also, the employee should be able to offer the employer a good working conditions as well as a safe working environment. Good pay also will motivate the employee to be able top perform well in the workplace (Torrington and Derek 2014). This report will touch on the most effective ways to motivate staffs and employees in the workplace.
[bookmark: _Toc109672066]Need for employee motivation
Labor hasn't always been accorded the respect it deserves in many organizations. Many managers do not consider their staff to be really essential claims. Nevertheless, recent events have demonstrated that another one of a company's most crucial assets is its work force. Staff are always required to put policies into action that will provide the required outcome when issue orders goals to be met. This personnel is the one who will be tasked with making the regulations a reality. Staff morale is crucial as a result. In order to maintain the company's efficiency, workers need be kept on staff.
A high retention of staff is detrimental to the success of the business (Anderson et al., 2004). That's because is not just to interferes with the company's ability to implement rules effectively, but it also raises the expense of training new staff. Worse is if the workers leave having absorbed the company's strategy, leaving the company open to attack from other businesses. Hence, the managers should consider strategies for finding suitable people and keeping them on board. Motivation is among the finest means of achieving this. Staff will feel connected to the company and subsequently devoted to the company if they are motivated. Motivation and satisfaction increase worker morale, performance, and efficiency at work by lowering issues and complaints problems, dismissal, mobility, and absences. Employee motivation is crucial for work satisfaction, personality, personal growth, and self-esteem. Higher staff motivation, according to Mullins and Alexandra Kari (2015), greatly enhances corporate quality and productivity. Since there's no points out that for improving staff motivation, it is challenging to achieve high employees’ motivation and happiness at work. Furthermore, achieving strong motivation level depends on personal needs and processes (Torrington and Derek, 2014).
According to the equity theory, staffs are motivated to work in such a way that fills the gap between their inputs at the workplace and the results or rewards they get or expect receiving (De Vito et al., 2018). staffs Employee perceptions of equal remuneration have been specifically investigated through equity theory research. Enables staff and excellence, productivity, expertise, abilities, qualities, and behaviors are all examples of staff inputs. Awards such as money, acclaim, and opportunity for growth are among the business benefits. When projecting to the social environment, the employee knows his input/outcome proportion with other people's perceptions of their own ratios. The worker examines his inputs compared to results. According to the argument, if a worker notices an unfairness, he will change his conduct to make things more equitable.  Equity Theory has been shown to be applicable in circumstances when a staff is being under compensated (Hirano et al., 2017). An individual can modify his behaviors to find balance in a number of ways if he feels paid poorly: Lower input till it more closely equals his level of pay, in his opinion. Additionally, modify or replace the benchmark against which he is assessing his circumstance. Adjust his impression of the inputs or the results he receives cognitively as well. Additionally, he should leave the scenario and speak with his boss about it by requesting a raise.
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One of the ways to motivate staffs includes use of rewards and recognitions in the workplace. According to Cohen and Elain (2017), the major goals of staff incentive and appreciation programs are to increase staff performance and productivity throughout a combination of monetary and psychological benefits. According to research by Fisher (2016), rewards are primarily used in corporate organisations to reward staffs and influence their behaviors. According to Katou (2017), the primary goal of recognition rewards and incentive programs is to encourage staff to achieve. A company organization primarily focuses on the remuneration, recognized, advantages, and appreciating programs, which are broken down into four important areas. According to research by Reena et al (2017), corporate organizations use rewards by concentrating on the two categories of staff's tasks, such as employee behavior and the quality of performance an organization, from the other hand, places equal emphasis on extrinsic and intrinsic incentives. External motivators include promotions, wage increases, corresponding perks, and bonus. Workers who are driven by external factors concentrate on their overall productivity. Additionally, verbal rewards like complimentary remarks or constructive criticism that boost employee satisfaction make up the majority of intrinsic rewards. Individuals that are intrinsically driven make voluntary contributions to their employment for a variety of internal motives. According to Rashid et al (2016), corporate organizations' incentive and recognition programs considerably improve staff motivation and productivity. Various intrinsic and extrinsic motivators are used by administrators in commercial organizations to encourage staff's innovation. Extrinsic incentives mostly aid in enhancing employee creativity (Cohen and Elaine,2017)
Additional holidays to the staff members build the staffs motivation to come back to work tomorrow with different energy and increase performance of the company (Sandhya et al., 2011). Holidays away from work helps the employees to be able to take some rest from work and have their own piece of mind away from the working environment. Some of the benefits of making holidays for your employees improves the physical health of the employees as the holidays relieves stress. From the studies, it shows most of the employees undergo stress in their workplaces, this holiday helps them to relieve this stress (Altaf, et al., 2011). Also holidays to the employees and the staffs improves the mental health of the staffs as it reduces anxiety and work depression among the employees. When the employees take some vacation out of work, there is that calm that the employees feel which relieve the long tiresome working months. This allows the body and the mind of the employee to heal in the holidays before going back to work. Additionally, holidays to the employees reduces the work burnout among the staff members. With the holidays and the addition of the holidays, the staff members are able to relax their minds before coming back for work. Also, this holiday increases the staff’s happiness and its boosts their morale of coming up to work and work. This motivates them on performing in their line of work. The staffs are able to celebrate during the holidays. In general, holidays increase the staff’s motivation to come back to work after their work off and perform well. Thus, this motivation will bring employee productivity in the organizations as well as retention (Sandhya et al., 2011).
Good working condition is another way that gives the staffs and the employees of an organizations to be able to work and perform well in the working set up (Bushiri and Christabella,2014). working environment is so essential to the employees and the staffs in that the working environment is important in improving the productivity of the organization. The other importance of the working environment id where the employees are able to acquire the talents and also to build their talents in the working environment. With the good working environment, the employees of the organizations feels that they are valued by being provided with good working space, this will see the productivity of the employees. To be able to have a good working environment for the staffs, the employee should be able to consider some of the factors such as good work organization, super good leadership in the workplace, the security of the employees in the workplace, the health safety measure of the staffs, the high level of team working in the working place and also Physical atmosphere and ergonomics. When these factors are considered, it is easily to achieve a good working condition which will in turn attract the staffs to like being in the environment thus it will motivate the employee to come to work daily and to also enhance productivity in the workspace (Bushiri and Christabella,2014).
Providing monetary incentives to staff. However, there are various causes that might motivate someone to get job, the main objective is to make a solid living so that they can provide for their family. One of the finest methods for a company to make sure that all staff feel like their work are acknowledged is via the monetary incentives. They wouldn't consider quitting the company and that would motivate employees to work hard in their workplace and ensure productivity. High engagement and effective communication are additional. staff's participation should always be guaranteed by the administration of the business or organization. You should give them the impression that they will be in charge of all the tasks they must do. In this approach, employees would constantly like to see their sectors succeed, which would keep them motivated inside the company.
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The value of personnel to a company cannot be overstated. company staffs who perceive that the organization needs to flourish will be the first step towards its achievement. With motivated workers, achievement is possible. To ensure the growth of the organization, motivated personnel will constantly cooperate and be devoted to their profession. There are several techniques to guarantee that workers are consistently motivated within the company. Promotion at workplace is one means by which this may be accomplished. The staff members believe they are appreciated at the company. Offering competitive pay is a popular method of staffs’ motivation. They believe that the business is concerned about their families as a result. There are several other means of motivating workers to adhere to their expected performance
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