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This report is going discuss the most effective way to motivate staff in the workplace we will look at the key factors of monetary and non-monetary incentives and identify the challenges employers face to foster employee motivation. I will also discuss how leadership and how it has a role in motivating employees A limitation of this study is that it does not focus on just one business industry but the question asked to identify effective motivators in any workplace. There is a lot of existing literature regard this topic and It seems it is an important subject to understand. Motivation can be defined as the cause or drive for how a person acts or behaves to reach a specific goal, it also influences the desire to perform certain activities though there are many complexities to this. Motivation can be intrinsic or extrinsic. Intrinsic motivation is personal to the employee. Motivating employees intrinsically can be defined as satisfying the employee's personal needs through the work itself. Extrinsic motivation is the amount of effort other people give to the person to motivate them (Ali an Anwar, 2011). Extrinsic motivation comes from outside influences such as rewards management, pay rise, promotion and or praise. The use of extrinsic motivators can be beneficial when they are utilised appropriately however if a person is interested in a specific task external motivation can spur them on to finish it. Both of these motivators can be seen as important, but they effect how the employee works in different ways. The influence of extrinsic motivators can often be short-lived Syamsir (2020) indicates motivation that is intrinsic rather than imposed by others is more likely to have a longer-term impact. Monetary rewards are incentives Oftentimes motivate employees more than anything else. They are rewards employers give their employees. The monetary incentive will be appreciated by employees immediately, and management will not have to work on their behalf, since money speaks for itself. Mokhniuk and Yushchyshyna (2018) the basic salary plays an important role in motivating employees. Firstly, it fulfils basic human needs. Furthermore, it serves as an indicator of the prestige of a profession and of one's position in an organization. Thirdly, it serves as a background for other motivational tools. As a result, all non-monetary motivation practices seem to lose their effectiveness in the absence of appropriate financial compensation. In other words, when employees are satisfied with their salary, they are much more receptive to other stimulation methods such as recognition, flexible hours, and autonomy. In the current unfavourable business environment in Ukraine, many intangible motivation practices are used instead of monetary ones, mainly due to a lack of financial resources. Profit-sharing plans and bonuses are second-stage motivation methods. Additionally, non-financial rewards also contribute to staff motivation in the workplace but do not involve physical money. You can offer promotions, delegating tasks, and additional holidays as non-financial rewards tap into the emotions of employees which make them feel welcome, appreciated, and valued. However, this does not imply that employees appreciate monetary gifts since it gives them the chance to brag about them. Yavuz (2004) indicates relationship between monetary incentives and employee motivation has been studied extensively in the past. Despite this, the importance of money as a motivating force and its superiority over any non-monetary incentive remains at the forefront of the agenda for most organizational scholars, he goes in to say there is a growing interest and attention on the use of non- monetary incentives. Especially in private sector organizations, it starts to be pronounced louder and there is a wide literature on their incredible influence in obtaining highly motivated employees. Incentives motivate employees to achieve business goals this can be done by rewarding them and giving them privileges. In the workplace employers may offer monetary or non-monetary incentives for employees to maintain high standards of behaviour and performance. Pay, recognition, awards, job enrichment and working conditions are all motivators' employers need to take into account. A job's pay is one of the few characteristics that can be known with certainty at the point of job selection in this case this could be seen as intrinsic motivation alone before they are even a staff member (Maslow, 1954). The quality of management or the congeniality between co-workers on the other hand, may not be apparent until one has been in the job for some time (Rees, 1973). Pay, bonuses and rewards are used in all businesses to motivate and inspire excellent productivity by their employees, in general, pay comes somewhere after interest in the job, achievement, recognition, and development opportunities (Armstrong, 2010). 
[bookmark: _Int_U2CpNe0G]Whether tangible or intangible, rewards come in a wide variety of forms. Tangible rewards include visible gifts, gym memberships and discount cards whereas Intangible rewards do not include monetary value but acts as a motivating tool to recognise and reward an employee’s contribution and encourage them to do more, these include praises, encouragement notes, public acknowledgement, Lunches, and dinners out. Employees need encouragement to stay motivated to achieve their goals at work. Recognising and rewarding your employees are two key factors in sustaining employee motivation. Armstrong and brown (2019) indicates non-financial rewards go a long way toward motivating and retaining employees. This includes aspects such as career development, recognition, achievement and autonomy. The perception of respect, recognition, and appreciation is seen as a reward, and it is what most employees strive for (Cohan, 2006). Philips et al. (2017) states overall recognition of employee achievements and activities provides a positive environment in addition to motivating employees and improving their overall moods. A growing
body of evidence suggests that nonmonetary factors are potentially important for motivation and productivity (Cassar and Meier, 2018). The working environment has two aspects: the physical condition of the workplace and the social environment. Employees want to work in a friendly environment that is productive, respectful, inclusive, and offers a feeling of belonging. Good working conditions in a workplace promotes an atmosphere that affects employee morale and performance. In order to achieve a positive work environment, companies must adopt a healthy corporate culture. This may include encouraging employee growth, encouraging communication, and helping employees feel comfortable and safe at work. There are many characteristics of a job, including the way a job is done, the way it is completed, goal-setting activities, job control, a sense of accomplishment from work, variety and intrinsic value for a particular task (Raziq and Maulabakhsh, 2015). It can be argued that the physical condition of a work place can be difficult to govern dependant on the type of job. Amin (2015) specifies  work environments require employees to adapt to a variety of situations so that the organisation can reach its financial goal. This leads to workers agreeing to work in conditions that are extreme. Employee stress was identified as a frequent issue, which indicates that overloaded jobs are a problem that negatively impacts productivity.
Job enrichment is a process that involves enhancing existing jobs to make them more fulfilling. Enhancing the workplace involves empowering employees with responsibility and more freedom to decide how their jobs are designed, executed, and produced. This idea relies on Hezenberg (1968) were he theorized that employee satisfaction is dependent on two sets of aspects, hygiene issues and motivators. As soon as the hygiene issues are addressed, it creates satisfaction among employees, his two-part theory explained that hygiene factors such as working conditions, status, salary, and security caused job dissatisfaction, while motivators like responsibility, achievement, accomplishment, and work itself led to extreme satisfaction. In contrast suggested by Maslow (1954) is more descriptive in his hierarchy of needs theory of how people fulfil their needs through work, people follow a similar process of recognizing their needs and gratifying them. Often it is depicted as a pyramid with survival needs at the bottom and self-actualization needs at the top, however most employees have trouble defining what they want from a job. As a result, employers ignore what individuals say they want and tell employees what they want, based on what they believe most people want under the particular situation. An employer will supply or provide opportunities for a person to fulfil needs higher up Maslow's pyramid as they advance in the organization. As a result of his theory of human needs and their satisfaction, he concluded that any unfulfilled need of an individual is a motivator. The higher order needs of Maslow serve to motivate people, and they have an intrinsic nature similar to Herzberg's factors that motivate people (Osemeke and Adegboyega, 2017). 
Leadership skills are particularly important in staff motivation some of these qualities involve people management, Communication and empathy to add to this point Murray (2022) ultimately states managers need to be able to listen effectively and communicate with a greater degree of empathy. Ugoani (2020) suggets developing abilities in subordinates, motivating and empowering them is a critical factor in making an organization successful. Leadership style that enhances delegation and motivates staff for better performance. Providing employees with authority and delegation is an effective way of boosting their productivity he then goes on to say as a leadership technique it helps subordinates and allows them to participate in decision-making, enhances their self-esteem, and facilitates open communication and relationships within their work group. Effective delegation enhances learning. It is important for them to understand before they can be understood. When leaders communicate well and encouraging their teams to collaborate well, teams can facilitate innovation at speed, sharing information, successes, and failures, and learning to cooperate rather than compete. Employee’s value good communication as one of their most valued qualities (Murray, 2022). Leaders must be able to identify their employees' strengths and weaknesses, and build on these to maximize productivity and performance. Credibility as a leader depends vitally on perceived integrity for example keeping one’s word, fulfilling one’s promises, not playing favourites and not taking advantage of an employee's situation (Hogan and kaiser, 2005). Tumi, Hasan and Khalid (2022) noticed Employees feel responsible for their conduct and outcomes when they are involved in decision-making processes. The ability of employees to handle multiple tasks enhances their experience at work and motivates them to do their best in the workplace. Dobre (2013) argued proper leadership can motivate employees, since leadership is all about getting things done correctly. It is imperative that the leader gain the employees' trust and make them follow him in order to achieve these goals.
The skills of an effective leader are essential to motivating others to believe in themselves to achieve. Motivating employees to perform their jobs is hard to do, keeping a positive work environment is essential for employee loyalty. However interesting work and higher salaries are still to be important for the motivation of employees. Options such as job enlargement, job enrichment, promotions, internal and external stipends, monetary, and non-monetary compensation should be considered. By increasing the number and variety of activities performed, managers can make work more interesting to concluded exploration of this issue shows that achievement and recognition followed by the working environment and employee cohesion are the most significant factors affecting employee loyalty, A company's motivation to work will increase the more encouragement and recognition it gives its employees. 
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