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[bookmark: _Toc131255741]Introduction 
Over the centuries motivation has been defined in many ways but its purpose remains the same for individuals to want a change in behaviour, thoughts, feelings, environment, and relationships (Niermeyer & Seyffert, 2011). Furthermore, Rheinberg & Vollmeyer, (2018) talks about motivation as the process that stimulates individuals to action in order to accomplish a goal, get along with others, and manage stress effectively. In addition, motivation is crucial because it reflects something unique within individuals and it’s allowing us to gain valued outcomes such as: improved performance, personal growth as well as a sense of purpose (Filgona, Sakiyo, Gwany & Okoronka, 2020). Contrary to that motivation can be a difficult and challenging path to walk because as we all know people encounter difficulties when it comes to sticking to a routine as they get bored or the results, they expect are not imminent which discourages them to continue as concluded by Rheinberg & Vollmeyer, (2018).
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Along the centuries there were many theorists that have created motivation related theories that can be used within the workplace in order to efficiently motivate employees to perform at their maximum potential (Rheinberg & Vollmeyer, 2018). Moreover, two of the most known theorists are Maslow with the Hierarchy of Needs and Herzberg with the Two factor theory. Both theories are transparent and based on simple steps that any individual can follow. For example, Maslow theory focused first on fulfilling the basic needs a human has such as: survival and physiological needs (food, sex, sleep, security, and safety) as discussed by McLeod, (2007). Once these low-level needs are accomplished people can progress to meet higher-level needs such as: belongingness, relationships, affiliating, networking, and being part of a group (Maslow & Lewis, 1987). On the other hand, Herzberg theory is based on offering employees hygienic conditions at the workplace and motivators as stated by Alshmemri, Shahwan-Akl, & Maude, (2017). 
Employees recognition – feedback is vital within the workplace and individuals appreciate being praised for a job well done. For example, if an employee has been working for weeks to complete a project, a presentation or has stayed late to help another co-worker with an important task; don’t hesitate to praise their effort and tell them they are doing a good job. Most of the time what is important its not the fact that you praise them but the fact that they feel appreciated and seen which will compel them to increase their efforts and perform better (Shukla, 2012). Therefore, studies show that organisations that incorporate recognition programs have 14 percent better employee engagement and customer service let alone an increased in productivity can be seen. Writing a thank you email, privately speaking with them or a thank you card these are all methods through which you can show that their contribution and effort is appreciated; it’s imperative that you show reliable personnel your gratitude because it will motivate them to increase their effort as well as lead to employee’s retention (Shukla, 2012).
Wages – some people are more interested in the traditional ways of motivation meaning salaries or money. Furthermore, the staff will maximize their performance if he or she is pleased with the earned salary; higher salaries motivate workers to do a good job in order to please their employer which in exchange will help them retain their position within the organisation let alone enjoy the perks that come with the job (Herzberg, 2008). In addition, well-paid workers are an asset to the organisation because the more valued and financially rewarded they feel the harder they work, and they are also more willing to do extra hours (Herzberg, 2008). 
Rewards system – should not be overly expensive or complicated, also the employee input should be considered before managers decide to create a reward system because the more attractive the incentives are to the workers the more engaged, they will become (Hansen, Smith & Hansen, 2002). Employees who receive rewards feel supported and they tend to trust their employers more. Trust is crucial within the workplace between the staff and employers as it leads to well-being, healthy environment, increases engagement and productivity (Filgona, Sakiyo, Gwany & Okoronka, 2020). When we talk about rewards, we don’t think about anything extravagant as we all know that most organisation don’t focus their budget only on satisfying employees (Hansen, Smith & Hansen, 2002). However, rewards such as: vouchers, gym membership, bonus based on performance, gifts, office perks, free lunches, employee of the month etc. all of this is achievable even on the smallest budget and it will convince employee to engage let alone complete their task in order to receive one of the rewards mentioned above (Hansen, F., Smith & Hansen, 2002).  
Strengthen workplace culture – an open and diverse culture within an organisation will build a magnificent work environment for all employees, it will open communication within departments and form core values that will be respected by all (Hansen, F., Smith & Hansen, 2002). Workers feel the need to connect with their co-workers so that they can freely communicate, connect with the overall business as well as their role within it and ask for support when needed (Robescu, & Iancu, 2016). A culture that embraces all and treats everyone the same is very rare and most companies never achieved that level of openness and transparency. However, the closer they get to that level the more proficient and effective their employees will become which will provide an advantage for the organisation as they will thrive and overcome their competitors (Shukla, 2012).
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In conclusion, after a long research focused on motivation we have found multiple ways that can be used to effectively motivate staff at the workplace such as: intrinsic and extrinsic motivators that went used properly can have the desired outcome. Nowadays organisations cannot properly function or compete with other businesses if their workers are performing low due to lack of motivation. This is way more and more organisations are becoming creative in the ways they stimulate they employees, so they are maximising their efforts and work harder to create a competitive advantage for their employers. Furthermore, without motivators workers will not feel encouraged to perform or try their best. Because individuals who don’t feel appreciated tend to just get by and do the bare minimum work as to not get in trouble with management. I believe that people are mostly motivated by money because nowadays the inflation and taxes is rising and everything seems to become more expensive (food, public transport, day care for children etc) that is why money provide such a security to employees.
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