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1. Introduction
In a global system characterised by interdependence, high volatility, globalisation, concurrence between diverse entities for resources at all levels, in a current context marked by Covid-19 pandemic with its boundless challenges and, as well, a military conflict in Eastern Europe with severe repercussions at political, economic, social levels, human resources are remaining the most important asset of a company. Moreover, given the current economy, the extent to which a company's employees are motivated determines its progress. The essence of a company is represented by its human resources, and, for this reason, the human resource must be modelled, supported and motivated in order to achieve performance. The most effective solution to ensure the survival of a company and to maintain its competitive success is to invest in its employees. 
[bookmark: _Hlk98946008]Maintaining a pleasant working environment where employees are productive and are feeling motivated is considered as one of the biggest challenges faced by the companies. However, employee motivation is a broad topic, and the best ways to give employees the impetus they need are not always the ones we always see applied in companies. In fact, employees need more than an annual salary increase and some benefits to become loyal to a company and to be motivated to perform their duties properly. It should also be noted that currently people are characterized by different levels of aspiration, more precisely, what motivates an employee of a company, may not be enough for another employee. This is subjective, which makes the motivation process unique. However, for the current report, several types of motivating staff will be analyses, namely through payments, awards, additional holidays, improving working conditions. Moreover, an analysis highlighting the challenges regarding the process of motivating the staff in the working place will be realised, pointing out the main characteristics, in a holistic, comprehensive approach.

2. Different types to motivate staff. A theoretical approach
Employee motivation has become an increasingly serious concern in recent years for companies, which have noticed that a motivated employee works more efficiently, is more creative and does not leave the company at the first better salary offer. At the same time, numerous studies (Bawa, 2017) have shown that motivation goes hand in hand with productivity, and motivated employees are more efficient, collaborate better with the team and have better results. Strongly motivated employees feel that the effort they put into their workplace every day is not only for the company, but also for themselves, they feel that they are important and valued within the organization and they manage to make teams through their efforts. entire departments and companies to evolve. Employee motivation involves continuous effort and should be the main goal of the human resources department because it involves, in addition to a satisfactory income, a well-thought-out strategy both collectively and individually.
Broadly speaking, theories of motivation can be classified into theories of content and theories of processes (Badubi, 2017). The first deals with what motivate and is concerned with identifying people's needs and strengths, as well as the goals they pursue to meet those needs. Major content theories include Maslow's hierarchical needs; Herzberg's two-factor theory and McClelland's motivation theory. On the other hand, process theories focus on the actual process of motivation. These theories address the relationships between the dynamic variables that make up motivation and how behaviour is initiated, directed, and supported (Uzonna, 2013).
However, on the same line, maybe the most popular theory, in this scenario, is Maslow’s Hierarchy of Needs theory. Hence, in Maslow’s hierarchy are entitled: physiological needs (food, air, reproduction), security and safety requirements (physical and emotional security), needs to ensure social relationships (love, affection, acceptance of each other, a sense of belonging to an organization and a segment of society), and the need for esteem and respect, which expresses the need that each person feels to have a social status, to be competent, independent, to be recognized by members of society (Maslow, 1943). Maslow discusses the differences between secondary and primary needs within the hierarchy. He states that secondary needs appeared later during evolution and that they appear later in everyone. Secondary needs are less pressing and may be delayed longer. Satisfying these needs makes people happier and leads to better personal development. It also requires a better external environment. Categories 1 and 2 form the group of primary and physical needs while 3,4,5 form the group of secondary and social needs. They act, in Maslow's view, only when the needs of the primary are met in a convenient manner. Managers need to ensure that their primary needs are met for a longer period. The timing of reaching a high degree of satisfaction and a convenient period is difficult to determine. He is different from one individual to another. The moment when a manager realizes that certain needs have been met is very important, because after this time he must apply ways to meet higher needs. In essence, the conclusion of this theory is: a satisfied need is no longer a motivating factor (McLeod, 2018). 
Therefore, in order to be effective, an employee motivation system must aim at the following: to ensure the recognition of employees who have a special contribution and who encourage others to improve; to highlight the appreciation towards the superior performances; to diversify the ways of motivating employees during the year, in relation to the general results; to convince management that the diversity of forms of motivation increases innovation and increases the productivity of individual work; to improve employee morale through the objective use of rewards.
However, beside this theoretical approach, the ways of motivating the staff taken into consideration in the current analysis are, as it follows, through payments, awards, additional holidays, improving working conditions.

2.1. Pay
Therefore, if the salary has the capacity to satisfy a diversity of individual needs, then it has a great value and must be a real motivator insofar as it is directly correlated with the individual results. Only in this context, a strong motivational climate is created within the company and the institution, which will offer multiple employees’ satisfaction.
[bookmark: _Hlk99023213]At the same time, the main motivating factors are: potentially good salary; an attractive package of benefits (facilitation of loans, travel abroad, etc.); the attractiveness of the work performed; authority, responsibility and autonomy in office; recognition by the management of the organization and by colleagues of successes at work; professional development (Szymankowska, 2018). These factors differ from one employee to another and from one moment to the next. Usually, what motivated an employee in the past no longer motivates him now. The salary level is seen as a measure of the importance in the organization of an employee (the status attached to his work). Especially for employees at lower hierarchical levels (workers, civil servants), the main source of motivation is the prospect of higher salaries. But money should not be overestimated as a motivating factor. The idea that money motivates people to work only for money is not always true. Too much salary does not always ensure an increase in employee motivation. An employee who holds a totally uninteresting job or who assumes risky working conditions will be motivated by an improvement in job security rather than a salary increase. In addition, above a certain level (especially in the case of the salary of the management staff), the amount of money received ceases to be the main concern, but rather how pleasant the working day is and how the money earned can be better spent. Where the salary ceases to motivate, an attractive package of benefits can take on the role of stimulating work effort. If his and the organization's results lead an employee to anticipate a large salary increase, and the increase is below his expectations, he will feel demotivated. A salary increase will not be able to motivate too much if it is known that the salary of all employees has been increased (including those who did not perform well). Of course, the lack of this increase would have caused great dissatisfaction to employees but granting it does not increase their satisfaction (Achie and Kurah, 2016).
After a higher salary increase, there is of course a desire of the employee to improve his performance, but soon it fades. In general, employees quickly get used to the new salary level and tend to perceive it as normal. The job itself can offer the most important and motivating rewards.

2.2. Recognition and awards
Rewards and recognition play a major role in influencing employee satisfaction and performance. These recognition programs can create a work environment that provides a positive reinforcement of such attitudes and behaviours that are necessary to achieve business goals. Recognition and awards have different effects on employees. For example, rewards produce satisfactory results, while recognition supports the strengthening of behaviours. Rewards can be formal or informal, meaning they can be part of a predestined as well as spontaneous program. The misconception in today's world is that pay / compensation is considered the biggest reward for any employee, but money is not important to everyone. In fact, the salary increases with the experience and the profit, that is why the traditional management practices restrict the salary rewards to those with high results (Baskar, 2013).

2.3. Additional holiday
Another consisted method of motivation with regard to the employee is represented by the motivation through additional paid holidays. An additional vacation can be offered in lieu of a pay raise or to reward performance in lieu of a bonus. Giving more free time can lift morale. Holiday trading can be included in flexible benefit schemes to increase employee compensation at no additional cost to the employer if staff choose to sell days. It can excite employees about the business and its benefits without a direct cost to the employer (Coles, 2010).
2.4. Good working conditions
The value of the working environment cannot be underestimated in any organization. This is because it is evident that successful organizations are those that have good working environments. Therefore, the working environment is critical in determining the satisfaction and productivity of employees. With changing times, the work environment is undergoing rapid changes that organizations need to embrace so as to remain competitive and ensure that employee satisfaction is guaranteed for optimal productivity. In this regard, the organizations should remain flexible to adapt to the dynamism of the working environment. This will ensure success of the organization.

Conclusion
Human resources are the most important part of the resources available to organizations to prove their competitiveness and to compete. Human resources involve experience; skills; knowledge and loyalty of employees and are directly or indirectly linked to all organizational processes. Thus, staffing issues need to be the focus of attention; aiming at attracting and retaining within the organization employees who have skills appropriate to the needs; using a set of motivational strategies in this regard. As with other concepts used in contemporary management, the term motivation is not easy to define. The proof of this fact is the multitude of theories that look at the motivation process from different but complementary perspectives; not yet reaching a unitary model through which to explain all the aspects involved in this process. As a result of the motivational theories developed; It has been concluded that different factors affect people differently. In addition, everyone's motivation usually varies depending on the individual circumstances and the situation in which he is at a given time. Most often the motivation is equivalent to the financial package offered to the employee. However, this is not enough to ensure the performance desired by the employing company, nor does it automatically lead to a high level of staff loyalty. The financial package is very important but not independent of all other non-financial motivational elements, which ensure an organization's market appeal and a high degree of employee stability.
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