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  Introductory
The problem of workers' motivation has been addressed with a great interest for several centuries in row, both in the private sector and in the public sector. Mainly, the result of the tasks presented by the managers depends on the behavior of the employees, their interest and attitude towards these tasks, and the working spirit that prevails at the workplace. The better the managerial process is defined and the more motivated the employees are, the higher the probability that the organizational objectives will be achieved.
In this individual report, I will address the topic of employee motivation within the entity where I work as an accountant. The Auditor Company "Flagman-D" SRL (further FlagMan-D) (Fig.1) was founded in the Republic of Moldova in 2008. It mainly carries out 3 types of activities: audit, actuary and accounting. The mission of the FlagMan-D company is to bring added value to society and to satisfy the public interest by increasing confidence in the financial statements of economic agents.

 Defining the motivation
According to researchers like Kreitner (1995), Buford et al. (1995), and Higgins (1994), motivation can be compared to a psychological process that motivates workers to act in a particular way and have an aim in order to satisfy certain unmet needs.
By providing employees with a favorable work environment that satisfies their specific demands, Taghipour and Dejban (2013) define motivation as a strategic means of enhancing an organization's efficiency and productivity.

Management Theories
Despite the fact that people handle people, operations, and organizations for many centuries, the notion of management is relatively young and was approached scientifically by the pioneers of management Henri Fayol (Europe, 1916) and F.W. Taylor (America, 1911).
After the release of his book Principles of Scientific Management, American F.W. Taylor established the movement known as the scientific Organization of labor (1911). He was one of the first to explain that for an Organization to succeed, it does not require great employees, but rather a scientific approach to guarantee this.
According to Taylor, both the manager and the worker are interested in dividing tasks into subtasks, which allows workers to minimize effort and maximize output, thus maximizing profit using minimal human resources.
Taylor thought that in order for an employee to execute their work well, they needed both high compensation and opportunities for personal growth. From the viewpoint of the employer, a long-term condition of prosperity is more significant than a one-time maximum profit. Such a strategy implies a connection between the success of the business and the employee.
The French Henry Fayol published 1916 the book “Industrial and General Administration - Foresight, Organization, Management, Coordination, Control” which is the basis of his management theory.
Fayol divides all of the company's activities into six categories: technical, commercial, financial, security, accounting, and managerial. Consequently, managerial tasks are divided into five categories: planning, organizing, commanding, coordinating, and controlling.
Fayol highlights the following fourteen management principles: division of labor, authority, discipline, unity of command, unity of direction, subordination of individual interest, remuneration, centralisation, hierarchy, order, equity, stability of staff, initiative, and esprit de corps.
Fayol was a follower of a hierarchical and centralized model of organizational relations, according to which if the managers will behave fairly with the employees, in return they will be well disposed to contribute to the achievement of the entity's goals. According to his beliefs, an organization can last for many years following a single goal and operating in a relatively stable environment. This assumption subsequently caused many controversies and counterarguments.
McGregor (2006) put forward the X and Y theory, according to which the manager's attitude is influenced by his belief and vision of the employees. He believes that the manager who considers his workers apathetic, untrustworthy and insubordinate, will have a different attitude than the manager who trusts his own employees that they can self-motivate.
The managerial process within FlagMan-D includes features from several managerial theories, but it is best described by the approaches of Taylor and the scientists who developed his ideas. Especially experienced in the company is the approach according to which employees need not only monetary remuneration but also personal and professional development, respect, status, and good relations with the team. And for the executor partner, the long-term prosperity of the company and its employees is more important than short-term profit.
The leadership style that can be observed within the company FlagMan-D and its departments is a participative one. This means that leaders (executive director/ partner and department heads) tend to involve every member of the team in the decision-making process, ensuring that minority opinions are heard. The specificity of the activity of providing accounting and auditing services also requires rigorous control of the final result of the work performed by each employee, but at the same time having confidence in the employee that the preliminary work was performed correctly and according to the procedures. People are motivated by rewards and involvement in all stages of carrying out the accounting and audit works.

Organizational culture
In order to understand how workers can be motivated, it is important to get into the essence of the company's organizational culture and structure.
Peter A. Schein, and Edgar H. Schein in their book “Organizational Culture and Leadership” defined the culture of a group as a complex of learnings accumulated historically and shared with the group to deal with concerns of internal integration and external adaptation. Similarly, Edmondson (2012) defines organizational culture as a shared product of shared learning. It is critical to realise what kind of learning has been acquired, during what timeframe, and under what leadership style in order to comprehend the principles of the corporate culture.
As part of the organizational culture of FlagMan-D, the following fundamental principles of the company can be highlighted:
· providing high-quality services;
· respecting an objective approach regarding the accomplishment of his responsibilities;
· recognition of obligations towards society;
· ethical and professional behavior.

In order to develop the topic of the organizational culture within the analysed company, I will present closely the team and the process of sharing learning. The FlagMan-D team is made up mainly of young staff, who have recently graduated or who have already gained experience within the company for up to 10 years of activity, as well as titans of Moldovan auditing. This fact is due to the teaching activity of the general director and the executive director within the State University of Moldova (USM) and the Association of Professional Accountants and Auditors of Moldova (ACAP). In this way, young specialists with potential are given a chance to realize themselves and lay the foundations of their careers. With a plethora of theoretical knowledge and an insatiable desire to learn more and use this expertise, they join the FlagMan-D family.
The department manager gives personal assistance to each apprentice to start his practical activity step by step. It should be emphasized that co-workers are always ready to help newcomers with advice.
Complicated questions arising in the practice of a colleague are debated jointly by the entire team, researching the legislation and specialized sources, but also sharing previous experiences. Additionally, if the team's knowledge of the topic at hand is insufficient and an answer to the query cannot be discovered, the employee asks the manager, the department head, or, in more serious cases, the executive director for assistance.
Due to the variety of nations that call Moldova home, persons with Russian, Ukrainian, Romanian, and Moldovan ancestry are involved in FlagMan-D. Thus, 2 languages are spoken within the company - Romanian and Russian. Since women choose careers in accounting and auditing in Moldova, around 75% of the company's 30 employees are female. Employees respect each other, regardless of nationality, language spoken, gender, age, or professional qualification.

Organizational structure
On the other hand, organizational structure is a complexity of roles, activities, attributions, responsibilities, and rules, which work in parallel, interconnected, and directed in a single system, aiming to achieve the company's objectives. Lucrative organizational structures designate individual employees’ attributions and how it belongs within the overall system. In the profile sources, up to 10 types of organizational structures can be found, which can be classified into 2 large categories: mechanistic and organic Organizational Structures.
The mechanistic structure describes the classic top-down concept of organizational structure, on the other hand, the organic structure characterizes a more collaborative, flexible style.
 However, the most frequently implemented are the following four: functional (Fig.2), divisional (Fig.3,4,5), flat (Fig.6), and matrix structures (Fig.7).
The organizational structure of FlagMan-D is a functional one (Fig.8). This can be characterized as a pyramid, at the top of which are positioned the functions with the highest level of responsibility as partners' council and executive partner, and gradually descending to heads of departments and specialists with different ranks. The staff of the organization is divided into departments in accordance with their individual abilities and job responsibilities. Each department has its own administration. Such structure brings FlagMan-D advances as:
o Allows workers to focus on their roles
o Encourages specialised learning
o Encourage self-determination in teams and departments.
As opposed to that, it can lead to disadvantages, such as hindering interdepartmental communication.

Motivational techniques applied by the company
It makes sense that a team that is so well-run, cohesive, profitable, and pleasant is the consequence of years of leaders using various incentive strategies.
The following are some of the incentive strategies used at FlagMan-D:
1. Christmas parties, corporate anniversaries, and Mother's Day parties are organized for the employees, and gifts are given during these occasions. (Fig.9,10,11)
2. Astonishing and congratulating each worker on their birthday. (Fig.12,13)
3. Organizing common snack breaks (Fig.14).
4. Allowing employees to leave early on a holiday.
5. Employees with children are given paid time off on International Children's Day (June 1st) and September 1st (the first day of school in Moldova).
6. Allowing to work from home if the employee encounters any difficulties to get to the office.
7. Recognition of employee merits using Social Media platforms and. Thus encouraging and extending the employee's praise, and demonstrating to other employees how important the work they do within the company is. 
8. In addition to internal training, employees benefit from professional courses paid for by the company.
9. Each employee has time tracking software installed on their computer to track their efficiency, and in case it is low, to look for solutions to improve it together with the manager.
10. Employees are encouraged to use the electronic calendar to plan their activities.
11. Every morning a short meeting is organized, where each employee reports what he/she managed to do yesterday, what he/she failed to do, what difficulties he encountered, where he/she needs help, and what he/she plans to do today.
12. Granting performance bonuses for employees based on well-defined and monitored criteria such as work performed in the respective month, the number of absences, the number of delays, the number of wrong and redone reports, and the degree of fulfillment of all tasks.
The efforts made by the executive partner to motivate the staff are impressive and worthy of praise. It is difficult to make recommendations after becoming aware of those techniques already applied. However, there is always room for improvement. 
The management of FlagMan-D can be recommended to consider the following staff motivation strategies:
1. Offer employees more rewards that could include quarterly bonuses, private medical insurance, proposing to pay for extra credentials or qualifications, and profit-sharing in your company.
2. A major motivator is allowing your staff room to develop inside the business.
3. Sit down with your staff and ask them what they value rather than assuming how to inspire them.
4. Offers meal vouchers for lunch
5. Modernise the workplace and put a kitchen and canteen in place
6. Creates play areas for employees' kids to help working mothers with kids

Conclusion
As I discovered more about the concept of management and employee motivation, I became aware of all the motivational strategies the manager of the company where I work already used. I personally experienced all of these things, but because I assumed everything had to be, I was ignorant that they were intentionally employed as motivating techniques.
FlagMan-D demonstrated that is able to align organizational interests with those of the employees and reach as close to the entity's goal as feasible due to the manager's leadership style, alignment with certain motivational theories fit for the business, and use of appropriate motivational approaches.
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