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1. [bookmark: _Toc101400835][bookmark: _Hlk101401629]Introduction 
A highly engaged workforce is often more industrious and more committed to the company. Fostering an environment that promotes the correct behaviours and optimum levels of employee motivation, on the other hand, can be difficult for decision-makers. Therefore, incorporating a particular approach necessitates management to have dependable relationships with employees and an affiliation marked by positive sentiments. Furthermore, with the increasing globalisation and industrialisation, workplace diversity has significantly increased, urging an innate need for businesses to incorporate effective and result-oriented strategic human resource management practices to maintain a high degree of motivation and commitment within an organisation. Furthermore, management might also strive to encourage an environment that promotes positive workplace relationships. Moreover, offering team-building opportunities created to promote employees of all categories together is one example. Additionally, being transparent and inclusive and establishing precise methods to acknowledge staff and encourage professionalism are crucial components in establishing confidence. Additionally, it is also critical for managers to encapsulate the values they respect and want others to follow. Organisations that implement a firm foundation of trust and dignity must be better prepared to manage employee behaviour, either by positive reinforcement or, if necessary, through punitive measures. Thereby, the report aims to identify the effective measures such as intrinsic and extrinsic motivational factors to motivate staff at the workplace and potential challenges. 
2. [bookmark: _Toc101400836]Motivational Approaches at the Workplace
Management needs to understand how its individual is motivated. Moreover, according to research by Kehr, Strasser, and Paulus (2018, pp. 819-852), it has been stipulated that the nature and the impact of motivational approaches vary for employees within the same organisation. Furthermore, the research indicated that some employees are driven by money and perks, whereas others are motivated by acknowledgement, yet some are stimulated by "work-life balance." Thereby, it is deemed essential for the managers to evaluate all employees for their work obligations and underlying motives. Moreover, an employee evaluation necessitates a discussion of all workers' work-related aspirations. Also, according to a study by Liu, He, and Zhu (2020, pp. 362-374), organisations that focus on the professional and personal wellbeing of their employees have been proven to have surpassed productivity and profitability, thus leading to organisational success. Furthermore, incorporating motivational approaches at the workplace is considered an operative tool for determining the employee engagement and commitment level with the particular organisation. 
The most important function of HRM in any organisation is to choose the most efficient incentive scheme. Concerning incentive preference, various viewpoints are used, including hierarchical rank, job profile, and identity (Baran, Filipkowski and Stockwell, 2019, pp. 201-219). Likewise, Baran, Filipkowski, and Stockwell (2019, pp. 201-219) and Podgorodnichenko, Edgar, and McAndrew (2020, pp. 100-685), discussed that there is a multitude of motivation theories that may help organisations to choose the best motivating method for employees. Furthermore, to retain and motivate employees' various motivational theories have been proposed to devise operative and effective motivational workplace strategies to keep employees motivated. In this regard, Thant and Chang (2021, pp. 157-175) claim that "Herzberg's two-factor theory" divides motivation into two main types. According to the Two Factor Theory, the following are the essential motivating perspectives: (Thant and Chang, 2021, pp. 157-175). 
2.1. [bookmark: _Toc101400837]Herzberg's Two Factor Theory
Frederick Irving Herzberg was an American psychologist who rose to become one of corporate management's foremost prominent figures. Moreover, Herzberg sought to determine which job-concerning elements contributed to excessive job contentment and which job-concerning aspects contributed to excessive work discontent at the workplace (Thant and Chang, 2021, pp. 157-175). So, in a survey of around 200 employees, Herzberg discovered that two parameters influenced motivation. Therefore Herzberg theorised the concept of "workplace motivation known as the two-factor theory", as shown below (Thant and Chang, 2021, pp. 157-175). 
[image: ]
Figure 01: Herzberg's Two Factor Theory (Thant and Chang, 2021, pp. 157-175)
According to "Herzberg's two-factor theory", there are two forms of rewards: intrinsic rewards and extrinsic rewards. According to Thant and Chang (2021, pp. 157-175), in the current era, extrinsic rewards are characterised as "hygiene factors", while intrinsic rewards are defined as "motivation factors."
2.1.1. [bookmark: _Toc101400838]Hygiene Factors
According to Herzberg, the hygiene factors are those that created unhappiness whilst they were absent.
[bookmark: _Toc101400839]Salary
Most organisations see awards as a technique of encouraging staff to do specified tasks. Rewards, in particular, are meant to incentivise employees to deliver successfully and consistently to achieve organisational milestones. Moreover, according to Hur (2018, pp. 329-343), 'rewards play a prominent part in creating and retaining motivation between employees that assures a high resolution of competence and workforce sustainability regardless of the nature of business. Moreover, hygiene factors are external benefits that an employee is entitled to for executing a specific responsibility, such as a salary. Hygiene factors aim to make an employee feel safer, respected, and satisfied. The attributes, as per Herzberg, do not inevitably encourage workers. Conversely, when absent or deficient, hygiene factors can lead to considerable "work dissatisfaction."  To further elucidate, let us assume that Mr A functions for a global corporation. He is displeased with his company's pay grades. His managers are worried about staff motivation and do not want their employees to be dissatisfied. As a result, his compensation was adjusted. He is no longer apprehensive, yet he is still unsatisfied. In the contemporary business world, it has been envisioned that increasing economic instability, market fluctuations, and increasing operational costs have led the organisations to modify the salary structure of their employees, which also has become a potential challenge for the organisations to motivate and retain their employees thus leading to reduced organisational performance.  
[bookmark: _Toc101400840]Physical Working Conditions
In the contemporary business world, employee motivation and retention have been a significant challenge for organisations. Moreover, with the increasing socio-cultural dynamics, leadership approach, working hours, and lower employee commitment, the suitability of the workplace environment decreases, causing a decrease in employee motivation, which ultimately leads employees to switch organisations. Furthermore, Lamb and Ogle (2019, pp. 495-510) stated that all organisations have a moral and legal obligation to ensure a safe physical workplace. The working atmosphere must be pleasant enough to stimulate employee performance (Lamb and Ogle, 2019, pp. 495-510). Additionally, to boost employee productivity, the workplace must provide three categories of environmental perks: cognitive, practical, and physiological. The figure following depicts the interrelationship of diverse environmental satisfaction elements (Motalebi, Sal Moslehian and Hasanzadeh, 2021, pp. 258-370).
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Figure 02: "Habitality Pyramid" (Motalebi, Sal Moslehian and Hasanzadeh, 2021, pp. 258-370)
In light of the above-given "habitality Pyramid of Visher", employees' fundamental requirements include physical pleasure, which provides healthcare facilities, supplies, security, adaptability, and personal care (Keshtkar Rajabi and Etebarian, 2018, pp. 119-144). Physical wellbeing is an aspect of basic human requirements to preserve themselves, and satisfaction of this requirement boosts productivity; yet, if employees dispute the hygienic standpoint of the workplace environment, neither any reward can be beneficial and has also been regarded as a growing challenge for the organisations to mitigate.
[bookmark: _Toc101400841]Job Security 
Job security regulations and employment policies also affect employee engagement and motivation (Barashev and Li, 2019, pp. 315-319|). Furthermore, job security allows employees to experience a long-term affiliation, establishing a feeling of connectedness between the company and its employees. As a result, individuals are more likely to make significant efforts on the job. Protracted engagements between employers and employees may be maintained by job security. When organisations spend further on their employees, higher improvements can be created from their employees as they strive to exceed expectations, especially when they know that their organisations have committed to spending on them. Job security is an aspect of intrinsic motivation since, in the long term, the organisation offers competency training programs and personal improvement prospects to its employees because the organisation knows that the employees will provide their services for a more extended period. Meanwhile, in terms of short-term employment, the company gives economic incentives to individuals who may not work for a prolonged period of time (Barashev and Li, 2019, pp. 315-319|).
2.1.2. [bookmark: _Toc101400842]Motivation Factors
Motivating factors are regarded as the intrinsic factors that may persuade an employee to increase their work efficiency.
[bookmark: _Toc101400843]Recognition
Recognition is a crucial factor used to motivate employees on the right track. Conversely, recognition does not function unilaterally; in the context of intrinsic motivation, recognition works better and increases the employee's job interest (Koziol and Koziol, 2020, pp. 707-715). Moreover, if the job is uninteresting and repetitious, no constructive results will be noticed. The effective utilisation of recognition approaches mainly depends on the employee's attitude since some employees prefer acknowledgement while others do not (Koziol and Koziol, 2020, pp. 707-715). When a duty needs to be performed for a brief moment, such as when an employee is praised for being on time, he might wish to repeat the practice and be timely, but this will have no meaningful influence on his/her performance (Davidescu, 2018, pp. 17-29). However, according to Hertzberg, employees are only really driven by aspects that have been recognised as true primary motivations, such as commitment, employee engagement, recognition, accomplishment, possibilities for progression, and accomplishment. So, given Mr A's salary raise, he will be acknowledged for his industrious attitude, thus enhancing the employee motivation level. Moreover, recognition is considered an essential part of an organisation's strategic human resource management strategy. However, with the increasing negative implications of socio-economic factors, organisations are encountering challenges concerning employee management regarding the provision of performance-based recognition measures.  
[bookmark: _Toc101400844]Personal Growth Opportunities
Organisational practices concerning human resources need to enhance personal growth and career opportunities. Furthermore, it has also been discussed that organisations with operative personal growth opportunities for employees have been proven to be productive because of highly motivated and productive employees. Teamwork has been identified as an inventive approach to fostering creativity in the workplace. When individuals work in groups, they can learn a variety of abilities from one another (Holmberg, Caro and Sobis, 2018, pp. 581-592). When organisations give their employees a particular personal development technique, it generates a feeling of transparency with each other, consequently increasing employee performance (Holmberg, Caro and Sobis, 2018, pp. 581-592). Greater performance may be obtained by offering work options that combine the employees and the organisation (Li, 2018). Employee engagement, motivation, and performance have been strongly associated because when organisations choose to motivate their employees, they will provide higher career and personal growth opportunities, which will be effective in employee motivation and retention within organisations, ultimately contributing to the organisation's effectiveness (Li, 2018). As shown below, personal development followed by career development has been identified as the most important aspect required for employee engagement within organisations.
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[bookmark: _Toc444458121]Figure 03: Employee Motivation Factors (Kang, 2020, pp. 338-347)
3. [bookmark: _Toc101400845]Conclusion
Increasing globalisation, digitalisation, and cultural diversity have become utmost challenges for organisations to ensure the objectivity of human resource management practices. Furthermore, the investigations in the prior sections of the report based on "Herzberg's Two Factor Theory" have revealed that employees must ensure the incorporation of intrinsic and extrinsic motivational approaches to engage, motivate and retain their employees. Moreover, from the discussions, it can further be argued that among the most influential factors in keeping employees motivated is the provision of attractive salary packages. Salary has been regarded as the leading motivational factor that has been proven to induce a higher degree of affiliation and motivation. Moreover, it can also be stipulated that performance-based salary increments are also essential for optimising a balance between employee effectiveness and organisational performance. 
3.1. [bookmark: _Toc101400846]Recommendation
Based on the investigations above, it can be recommended that performance-based salaries induce a competitive working environment that will urge employees to perform at their highest standards to achieve higher performance, thus leading to increased salaries implying a higher degree of employee motivation.
[bookmark: _Toc101400847]References
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