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                                             Introduction
“Motivation is the inner drive that pushes individuals to act or perform. however, Specific theories may propose varying sets of factors influencing motivation (but many scholars agree that motivation is the psychological process that causes the arousal, direction, intensity, and persistence of behaviors” (Mawoli & Babandako, 2011). “Motivation is becoming more and more important as a process nowadays, due to the intensification of competition at the workplace and to the unemployment rate increase “(Hertel F., 2003, p.3). One of your most important roles as a manager is to motivate others to be their best selves. When done correctly, everyone on your team becomes more productive, efficient, and satisfied with their work. Balancing this leadership mindset and focusing on assisting others while finding ways to execute your job is one of the most challenging problems. It pays to have a good understanding of teamwork. Teamwork is required to generate excellent work, satisfy consumers, and keep the organizational machine running. It could even help you keep your job as a manager, or, better yet, help you and your team create greater outcomes. Fundamentally, motivation is the process that leads to behavior, and this process cannot be directly measured or observed. Consequently, earlier researchers on motivation have identified several factors that could be applied in measuring motivation non.” (Mawoli, et al., 2011)Many factors can motivate staff these include
“Fundamentally, motivation is the process that leads to behavior, and this process cannot be directly measured or observed. Consequently, earlier researchers on motivation have identified several factors that could be applied in measuring motivation.” (Mawoli, et al., 2011)Many factors can motivate staff these include financial rewards and non-financial rewards.
Financial Rewards 
 As the name suggests, financial rewards are those that have a monetary value and add up to total remuneration - base salary, bonus, performance pay (compensation based on performance, competency contribution or skill pay, variable pay (bonuses and share schemes), financial recognition schemes, and health benefits (pension, sick pay, and insurance). (Armstrong & Brown, 2019).
Non-Financial Rewards.
There are a variety of non-financial rewards that are critical to employee motivation and retention, including recognition, appreciation, incentives, achievement, autonomy, opportunities to develop skills and talents, and career development, which often result from the work itself.  (Armstrong & Brown, 2019)
 1, Payment as a way of motivation: 
 Money is one tool that can motivate humans to do a task that normally he or she is reluctant in doing. According to (Wessler, 1997) “If an employee lacks the ability, appropriate training can be employed. If there is an environmental problem, altering the environment to promote higher performance is the key. However, if motivation is the problem, the solution is more complex and more challenging. For motivational problems, the best source of information is the employee. Employees must be asked regularly what sparks and sustains their desire to work. Their responses may lead the employer to redesign jobs, increase pay, change the working environment, or give more credit for work done. The key is, however, that managers avoid the assumption that what motivates them, motivates their employees as well.
. However, “Levels of pay are influenced by the value of human capital in terms of the skills and expertise people possess. Workers invest in education and training to increase their value as human capital and so enhance their future earnings.” As explained by (.Ehrenberg, et al., 2021). human capital theory 

2, Recognition and Awards:
 Among the most principal factors for environmental innovation and problem-solving is the supervisory behavior that fosters daily praise and environmental awards, according to an empirical study by Ramus (2001). moreover, the psychological effect on the individual is the key motivating factor provided by a successful compensation program. It is not the monetary worth of the reward that matters, but the boost in self-esteem that comes with public recognition ( Dawson & Dawson , 1990). As what motivates one may not necessarily motivate another but all human-like to be praised and appreciated therefore Recognition and award can be highly motivated. Sometimes, recognition can come as a way of Acknowledgement, having Achi’s achievements, and celebrating them with your staff is an indication that they are acknowledged and appreciated. Wise employers and leaders know that to feel confident about their abilities and potential, employees must be validated and recognized for their accomplishments. (H.Sears, 2007)
3, Additional Holiday.
Another factor that can motivate a worker or staff is Additional holiday. 
These are non-financial rewards benefits given to employees for good performance or loyalty. They are not to be confused with incentives, which encourage good performance and loyalty by way of retention, although there is scope for overlap between the two. Examples of non-financial rewards include team events, subsidized meals or services, non-work training or education, additional holiday, and reduced hours. (Whitaker, 2010)
4, Good Working Environment
 This is another key factor that can motivate an employee to have a good output in the workplace. Many businesses do not understand how important a positive working environment is for employee job satisfaction and are therefore faced with many challenges at work, as a company's mission and vision can only be achieved with the help of its employees. Their performance should meet the criteria set by the organization to ensure the quality of their work. (Raziq & Maulabakhsh, 2014). Due to their internal weakness, such organizations are not able to introduce innovative products into the market that can outshine their competitors ( AIKEN, et al., 2002). In the working environment, two dimensions exist work and context. Work involves all the characteristics of the job like how it is carried out, tasks, and activities involved in completing the job. Context is the context in which it is carried out, completed, and how it is completed, work-related control, a sense of accomplishment, variety of tasks, and intrinsic values. A great deal of research has been done on the intrinsic aspects of job satisfaction. Results of these studies have shown a positive correlation between the work environment and intrinsic job satisfaction. Furthermore, they described the second dimension of job satisfaction called context, which consists of the physical working conditions and social working conditions (Sousa-Poza & Sousa-Poza, 2000), (Gazioglu & Tansel, 2006), (Skalli, et al., 2008)

5, Employee Training and Development 
According to Peter M. Senge in his book the fifth discipline: the art and practice of the learning organization,” organizations where people continually expand their capacity to create the results, they truly desire, where new and expansive patterns of thinking are nurtured, where collective aspiration is set free, and where people are continually learning to see the whole together “(Senge, 1990). Development is inevitable, which consequently lead motivate employee. Creating, acquiring, and mastering knowledge about organizations is the basis for learning that can influence behavior. the goal objective of creating learning organizations is to change the behavior employee of employees in organizations so that the organizations become more productive and adaptable to their environments.
When staff and employees are trained, they are motivated to work better thereby improving productivity. Moreso, Employees enhance their capabilities and skills needed to perform their work through training and development, therefore, employee training and development is essential to motivate the workers and staff of a company Training and development can serve as paths
for the diffusion of innovations, as employees learn about and introduce ideas applied successfully in other organizations.  (Dewar & Dutton, 1986). They also expose employees to a broader palette of ideas that they can then bring to bear on a problem requiring a novel solution. Since training and development improves an employee’s ability to diagnose and solve technical problems, they increase the odds that innovative proposals, once accepted, will be implemented successfully (Dewar & Dutton, 1986). Thereby making Employees will feel more encouraged to
innovate as opportunities for professional development and training increase.
6, Dyadic Leadership Relationships 
The dyadic leadership approach is one in which the linear relationship between a leader and one other individual that is to be led, is studied. The dyadic approach focuses on the relationship between a subordinate or a follower and a leader. The leader’s impact makes the subordinate energized and achieves a positive result. Leadership behavior is the source of the focus. For a century, scholars have labored to understand leadership and its influence on subordinates and organizations. Despite the proliferation of leadership theories and empirical studies, scholars continue to lament our weak understanding of leadership effectiveness (Bass, 1990). However, leaders’ traits, daily practices (transactions), and the ability to inspire change have tended to be the canter stage. This theory examines reciprocal influence processes between individuals who are directly supervised by one another in vertical dyads (Dansereau , et al., 1975)  Two diverse types of exchange relationships exist: low exchange relationships and high exchange relationships. In the low exchange relationship, Employees need to comply only with formal role requirements to receive standard benefits (e.g., pay). whereas, in the high exchange relationship, the subordinate is expected to work harder, be more committed to the leader's objectives, be loyal to the leader, and share some of the leader's administrative duties in return for these rewards. Relationships of this type develop gradually and occur less frequently than relationships with low exchange rates. Subordinates with high exchange relationships are more likely to be satisfied with work, be more committed to their organization, and perform better than their peers. (Bass, 1990).
7, Value Feedback at all levels.
 For employees to be motivated, managers must value feedback at all levels When talented performers do not receive positive feedback, they lose motivation. When performers do not receive constructive criticism, they are unlikely to learn where they fall short, so they are unlikely to improve. Giving and receiving feedback is a vital part of improving the development of talent within your organization (Cindy & Michael, 2006). For an organization's vision to become a reality, it needs a talented pool of people. In today's world, global competition is increasing, markets are shifting, and unforeseen events occur. Achieving success in today's business environment requires talent management, which involves cooperation and communication between managers at all levels.  (Cindy & Michael, 2006). Therefore, for an organization to survive and increase its productivity, staff and management must be motivated to give valuable feedback  
8, Treat your Employees with respect
 The article by Denis G. Arnold and Norman E. Bowie applies the Kantian doctrine of respect for persons to the problem of sweatshops. Activists have raised public awareness about the labor practices at American and offshore factories. Multinational enterprises (MNEs) have been accused by organizations such as Human Rights Watch, the United Labour Coalition, Sweatshop Watch, and the Interfaith Centre on Corporate Responsibility. The popular expression of this principle is that morality requires that we respect people. (Arnold & Bowie, 2003). In Kant's words. “Humanity itself is a dignity: for a man cannot be used merely as a means by any man... but must always be used at the same time as an end. It is just in this that his dignity... consists, by which he raises himself above all other beings in the world that are not men and yet can be used, and so overall things.”
Hill contends that treating people as ends in themselves necessitates the support and development of certain human capacities, such as the ability to act on reason, prudence, or efficiency, the ability to set goals, the ability to accept categorical imperatives, and the ability to understand and reason abstractly (Wood, 1994) therefore, respect for employees is a key to staff motivation.
                                       Conclusions
The key message of the report as expressed by Hertel F., 2003, p.3 The role of motivation is becoming increasingly important in today's workplace as competition intensifies and unemployment is on the rise. every necessary tool of motivation should be used in motivating employees. Financial Rewards both and nonfinancial rewards,1, Recognition and Awards: 2, Additional Holiday.3, Good Working Environment 4, Employee Training and Development 5, Dyadic Leadership Relationships 6, Value Feedback at all levels, and 7, Respect for the employee should be employed to motivate workers so the output of every productivity will be improved.
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