


Introduction 
A preliminary factor analysis revealed four motivational factors, including compensation, job satisfaction, job stability, and work environment. Additionally, five factors that affect workplace satisfaction were found, including job policy, job autonomy, workload, productivity, and status. 
Employees can be driven by creating tasks and positions that are appealing to them, ensuring that they will operate well just for the satisfaction and delight that comes with their jobs.
Robbins and Coulter (2014) define motivation as the act of energising, focusing, and maintaining one's efforts in the direction of a goal. Motivation is a significant issue in any organisation, as it has an influence on performance, as a result, encouraging employees is critical for managers.

Main body
To determine how organisational motivation dimensions affect work satisfaction and how they relate to organisational success, multiple regression analysis was used. The findings showed that, in terms of skill variety, "remuneration" and "work environment" had a favourable impact on employees' job satisfaction. This would imply that employees value financial incentives in addition to a happy workplace with varied jobs and opportunities for personal growth.
Findings also point to a potential link between employee productivity, customer happiness, and service quality and how much flexibility is given to staff to utilise their expertise and ideas. Furthermore, motivation and job happiness have previously been connected, indicating that highly driven individuals would also be content workers.
Job satisfaction is significantly impacted by employee motivation and organisational dedication, which improves workers' living standards. Additionally, both individuals' job happiness and quality of life substantially predicted job achievement.
In the image below, I tried to show some of the most important staff motivations.


	


The capacity of the manager to communicate effectively and assertively is one of the traits that employees admire the most and eventually motivates them. Only when you communicate with people in a way that shows you understand their problems and concerns; when you offer insight and connection to a purpose; when you can persuade people to have a dialogue; and when you acknowledge what it takes to change behaviours you will be able to communicate with influence. Any employee initiative or idea, even if it is not the best one, must be considered and debated. Furthermore, if personal ambitions complement the established corporate objectives, the individual will pursue them for personal gain.
Managers should set up regular meetings with their employees to discover their priorities, what assistance they require, what they enjoy or dislike about their positions, what they perform best or worst, and what adjustments might make their tasks easier or better, providing training opportunities where needed. Managers should organise the work environment properly to increase employee motivation and performance (Simons & Enz, 1995).
Staff members are motivated when their achievements are recognised, they are given new responsibilities, and they are given prospects for growth. Staff members who are participating in team project decision-making are more likely to feel confident and self-motivated in completing them and to have formed a sense of 'ownership' of them than those who are not.
It was discovered that employee-owned businesses that allow employees to participate in making decisions about how the workplace is run can provide a variety of benefits, including higher performance and productivity, lower staff turnover and sickness absence, greater innovation, and higher levels of motivation and commitment among employees.
 Jo Ellins, of the University of Birmingham's Health Services Management Centre, stated that two factors were required for employee-owned organisations to deliver benefits: "managing staff in ways that foster their participation in the workplace and a culture of ownership that is associated with staff having a collective voice in the organisation."
People can be motivated by rewards, but different people value different types of rewards.  If the condition of your workplace, or the levels of remuneration and terms of service, are good, your employees will be motivated; if they are low, they will be demotivated. Some people claimed that money was their only motive for working, while others said that money was one of the key motivators. Furthermore, a link was discovered between the applied effort and the financial incentive obtained, which is consistent with expectation and equity theories (Luthans, 2012), with all personnel admitting feeling upset if their efforts did not match the money granted. According to Herzberg, money is a hygiene issue in employee motivation; that is, if compensation is judged to be poor and unjust, employees would be dissatisfied.
Employee motivation was further influenced by their features, but also by the social demands of existence, relationships, and relatedness, in addition to cash benefits and the accompanying managerial acknowledgement of staff efforts. 
In my opinion, an employee needs some motivations to be more productive and retainable, such as a good work-life balance, autonomy to make own decisions, feedback for work done and recognition of their skills, work environment (team), opportunity to advance, and, last but not least, an appropriate salary.

Conclusion
According to the findings, salary and job performance had a favourable impact on financial performance dimensions such as return on assets, turnover growth rate, and profitability, whereas job environment and job autonomy had a positive impact on non-financial performance aspects such as customer service, staff productivity, and service quality. 
 Workplace demotivation is typically induced by overburden or inefficient work systems and is characterised by high levels of absenteeism due to illness and personnel turnover. Organizations should take the initiative to create an effective incentive system to boost employee motivation at work. This, in turn, will help to increase work efficiency and quality, allowing firms to fulfil their performance goals. Urbanski (1986) discovered that compensation increases effectively motivate employees and boost organisational performance.
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