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[bookmark: _Toc120297310]Introduction
What is meant by "motivation" in the workplace is the process that prompts and keeps workers focused on their work (Ganta, 2014). It's the engine that keeps a business going. Motivating workers allows businesses to better comprehend workers' requirements and take the necessary steps to meet those requirements. When companies take care of their workers, it motivates them to do better for the company. This is why it is essential for leaders to use proper motivating tactics to guarantee successful motivation. This paper will examine the best approaches to employee motivation and the obstacles that might be encountered on the path to a more inspired workforce. Finally, suggestions for improving employee motivation via rewards will be presented.
[bookmark: _Toc120297311]Methods of Employee Motivation
Businesses thrive when their employees are inspired to do their best. Various employees have different expectations from their workplaces, and it's important to meet their needs. Motivating workers is a certain approach to win over their approval and get the best work out of them. Organizations may use one of two sorts of incentive to keep their employees working hard (Khan and Wajidi, 2019).
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Figure: Methods of Employee Motivation 
(Ganta, 2014)
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The term "extrinsic motivation" describes the kind of motivation that is sparked by things like incentives and recognition rather than from inside the individual (Khan and Wajidi, 2019). For instance, monetary compensation for one's efforts is an example of extrinsic motivation in the workplace. In favour of extrinsic motivation is the fact that workers get a clear, measurable payoff for their efforts. Therefore, when people are motivated by something outside of themselves, they maintain a high level of drive and enthusiasm for their job. Effective organisational motivation may be achieved via the use of the extrinsic incentive. Following is a discussion of the many forms of extrinsic motivation:
Financial Compensation:
One of the most popular forms of extrinsic motivation used by corporations to drive workers is financial compensation. Financial incentives like as salaries, commissions, bonuses for good performance, profit sharing, and raises are common ways to incentivize employees (Mahmoud). When companies provide such perks, workers are able to give their whole attention to their jobs. If, for instance, workers are eligible for a portion of the company's profits, they will exert maximum effort to identify and implement strategies that would boost profits. The reason for this is that as profits continue to rise, so will the amount of money available to distribute among workers. As a result of the immediate, measurable advantage they will get from the effort they put in, workers will be extremely motivated to perform well if they are provided performance bonuses, commissions, etc. Based on Maslow's theory of motivation, businesses should provide workers with the freedom to choose the monetary incentive that matters most to their productivity (Khan and Wajidi, 2019). For instance, a typical salary will not encourage individuals in leadership positions since they have esteem demands and wants. Companies need to pay their workers more to keep them motivated. Those who work for the company will see the pay raise as a sign of appreciation on the company's part, which will boost their motivation levels. And therefore it stands to reason that those in management roles would make optimising production a top priority.


Appreciation:
To inspire workers by giving them a feeling of accomplishment and making them feel appreciated for their work, organisations might use the intangible reward of public acknowledgement in the workplace (Ganta, 2014). It encourages workers to be more invested in their companies. Staff members' sense of worth in the company improves when their efforts are acknowledged at work. Recognizing and rewarding staff has a positive effect on morale. They are reminded by the awards that they must keep up the high standards they have set for themselves if they want to keep their standing in the company. Thus, there is a dramatic rise in participation among workers. When workers are more invested in their work, they are more likely to put in extra hours. Therefore, a company's output might benefit from the encouragement provided by rewards and recognition for its staff.
Prize:
Employees are more invested in their work, their satisfaction with it, and their overall well-being when they are motivated to do so via prizes (Deci and Ryan, 2014). Award programmes might include things like reserved parking spots, gift baskets, trophies or other symbols of excellence, movie tickets, a week's worth of transportation costs, and more. According to equity theory, workers' efforts are rewarded according to the effort put in (Manganelli et al., 2018). It shows that workers want to be compensated fairly for their efforts, which in turn encourages them to do their best. Employees who get recognition for their hard work are happier because they know their efforts are appreciated. The recognition given to high achievers will spread the word of their excellence across the company, inspiring others to work toward a similar goal.
More vacation time:
Extra time off is a great incentive for workers (Khan and Wajidi, 2019). Businesses may reward their most dedicated workers with additional time off. An extra day off allows workers to unwind, reconnect with family, and plan their day as they see fit. They have the option of taking extra time off to recharge their batteries. Workers will return to their jobs feeling refreshed and rejuvenated after taking extra time off. They will remain highly motivated and continue producing high-quality work as a result. This means they will perform even better than before, which will have a significant impact on the success of the firm.
Positive circumstances for labour:
The phrase "working conditions" is used to describe a wide range of factors related to an employee's time on the job and their contractual obligations (Deci and Ryan, 2014). When we talk about "good working circumstances," we're referring to the favourable terms and conditions of employment that all workers should expect from their employer. Employees who like their work environment are more productive, and their employers get the benefits of having happy workers who are less likely to complain about their working circumstances. According to Maslow's concept of the hierarchy of needs, satisfying one's psychological needs at the workplace is one of the most important aspects of a successful career (Khan and Wajidi, 2019). Companies that provide their workers with favourable working conditions—including reasonable working hours, enough break time, a pleasant physical environment, a spotless office, and a variety of employee benefits—satisfy the psychological demands that motivate them to perform well on the job. When a company meets the needs of its employees by providing all workplace amenities, those workers are able to give their whole attention to their jobs. People's motivations were stoked, and they began to put up more effort into their job.
[bookmark: _Toc120297313]Intrinsic motivation
Internal, more psychologically-based drives are what is meant when it is talked about "intrinsic motivation," as opposed to the more externally-focused "extrinsic motivation" (Rajhans, 2012). Intrinsic motivation is more successful than extrinsic motivation for those who aren't motivated by monetary reward since it relies on the employee's own internal incentives to get the job done. Workplaces where workers labour for their own personal satisfaction are good candidates for intrinsic motivation. Following is a list of some of the several forms of intrinsic motivation:
Increased Adaptability and Autonomy:
Essential factors in intrinsic motivation are the opportunity for increased autonomy and adaptability (Deci and Ryan, 2014). Employees that take the initiative and put in extra effort should be rewarded with more freedom inside their organisations. Employees are happier when they are given more freedom and responsibility at work. If the company allows its workers a degree of independence, they may take part in making decisions or arrange their work schedules as they see fit. This allows workers greater autonomy and satisfaction in their jobs. When given greater freedom within their roles, workers are more motivated to work hard and contribute to the company's success. According to Herzberg's theory of motivation and hygiene factors, inadequate and obstructive corporate rules are counterproductive to employee pleasure in the workplace because they undermine employees' sense of autonomy (Shahzadi et al., 2014). However, eliminating work unhappiness is possible via the provision of competent, supportive, and non-instructive supervision, which promotes autonomy within the business. Employees get a sense of independence and dedication to their work as a consequence.
Difficult jobs:
One of the most prevalent forms of intrinsic motivation is to provide staff with demanding responsibilities (Njoroge and Yazdanifard, 2014). Companies choose workers who are qualified to take on difficult responsibilities. People who are given these kinds of challenges can usually rise to the occasion. It is through the successful completion of difficult tasks that workers are able to demonstrate their worth to the company. Thus, they feel like VIPs when given difficult duties to do. Self-actualization is at the top of Maslow's hierarchy of wants, and challenging work helps companies provide for that need (Rajhans, 2012). Workers with a desire for self-actualization know what they're capable of and want to succeed by developing those skills. Consequently, difficult jobs serve as an effective incentive since they appeal to workers' needs to demonstrate their worth.
Training and development program:
Organizations may use the notion that high achievers are hungry for information to inspire them to perform better (Njoroge and Yazdanifard, 2014). Satisfaction of workers with the company rises when they are given chances to learn new things while working there. According to the equality theory of motivation, when companies invest in their workers' education, it creates a win-win situation where everyone involved learns more (Shahzadi et al., 2014). The training and development programme the company offers its employees will help them learn new things and grow professionally. This means they'll be able to provide higher-quality results. They will be tremendously driven and pleased with their work as a consequence.
[bookmark: _Toc120297314]Difficulties concerning employee motivation
Persuading workers to do their best might be difficult:
Challenges come in a variety of forms, each of which serves to both frustrate and inspire workers. Problems are described in further detail below:
A lack of assurance:
Workers who are more certain in themselves are more likely to put in the extra effort. Equally demotivating is an individual's lack of self-assurance in their work. If workers lack self-assurance, they may doubt that they are capable of delivering a stellar performance. That's bad because it lowers the quality of the job that the staff does. So they lose interest and don't finish the job.
Defeat Anxiety:
One of the biggest deterrents to motivation is the fear of failing (Osborne and Hammoud, 2017). When workers are afraid of failing, they avoid putting out their best effort because they conclude that doing nothing is preferable to failing. A lack of effectiveness in motivating results from this way of thinking. Workers avoid assignments because they fear social stigma if they fail.
Being tugged:
It's important for workers to be motivated and focused on their tasks at all times, but when they're being tugged in too many ways, they're less likely to do so (Njoroge and Yazdanifard, 2014). Worker motivation wanes as they struggle to concentrate in the face of so many interruptions.
Very little hope that it will work:
Employees are more motivated to give their all when they know their superiors have high expectations. Low management expectations, on the other hand, dampen employee motivation to improve performance since they do not result in the individual receiving the necessary guidance and resources from the company (Shahzadi et al., 2014). As a result, they are less motivated to improve their performance.
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What follows is a list of the report's top-recommended incentives for boosting morale on the job.
Financial compensation:
One of the prevalent and successful methods of motivating workers is financial compensation. When firms pay their workers more than the market rate, employees feel stronger loyalty to the company. As a consequence, they will have a lot of drive.
The positive work environment for labour:
Employees who like their work environment are more productive and have less job-related stress if the company provides for their needs. Organizations may utilise decent working circumstances such as fair work hours, enough space, cleanliness, welfare facilities, etc.
Prize:
Prizes are a great incentive since they boost morale, productivity, and job satisfaction. Employees are more likely to feel appreciated when they get tangible rewards for their hard work, such as gift baskets, trophies, extra time off, etc.
Increased adaptability and Autonomy:
In exchange for their efforts, organisations may provide workers with more freedom and responsibility. When given greater freedom within their roles, workers are more motivated to work hard and contribute to the company's success.





[bookmark: _Toc120297316]Conclusion
Employee satisfaction and increased productivity may both be achieved by a focused effort on inspiring workers. After determining whether or not their workers need intrinsic or extrinsic motivation, businesses must apply both types of incentives. Organizations may effectively employ extrinsic motivation in the form of compensation or remuneration, recognition, rewards, extended vacation, favourable working conditions, etc. Employees may be effectively motivated from within when given opportunities for autonomy, learning, and demanding work. Fear of failure, low expectation for achievement, poor confidence, diversions, etc., are just a few of the many problems that come up while trying to motivate people.
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