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[bookmark: _Toc111154900]Introduction 
Most of the time, it is seen that many companies are worried about retaining their staff. Sometimes, it is the most common question to know what the biggest reason for the staff to quit their job or leave the company is. Motivation was found to be the most important reason for retention in many studies (Mann, 2006). There are many ways to motivate them to stay in the company for a long time. To motivate employees and increase employees’ positive engagement, there is a need to maintain some criteria. Making them passionate and spending time with the manager are other important things. In this report, different ways of motivating employees are explained, along with some recommendations.
[bookmark: _Toc111154901]Different ways of motivating staffs:
Motivating staff are not to be faced with more challenges. By following these guidelines, you will help you fulfil your goal of retaining staff. A great way to motivate staff that only takes a short amount of time but does a lot of good. A study shows that motivated staff seek more working hours than relaxation. Increasing wages is the most effective way to remove the depression of staff, as found in most medievalists. All the staff are needed to direct and provide quick feedback toward progress goals. It gets them to think positively regarding the success of the company and motivates them. Adding an incentive reward is the most basic positive reinforcement technique for motivating staff (Katzell and Thompson, 1990). The reward can be pay, fringe benefits, and promotion chances that are both intrinsic as well as extrinsic for motivating them. Undesired and unwanted actions are to be punished if they can be taken under good working conditions. In this report, the most common ways of motivating employees are mentioned:
Payment facilities – Payment is an outstanding way that is able to remove the hardness and depression of workers. Negash, Zewude, and Megarsa (2014) found in their study that payment is the most positive and significant relationship between work motivation and compensation for the workers. Increasing facilities is an extensive and loud way of reducing the fair of losing the company’s staff. This study also shows that payment reflects the employee's needs and compensation in reinforcing workers. Mwangi (2014) focused his study on the compensation effect of employment motivation. He wanted to show the establishment guidelines on employee compensation, financial rewards, and wage benefits for motivating the employees. The study shows that many respondents are not familiar with employee compensation without pay structure external equality. The respondents are impressively aware of financial contingent payments. They think their motivation is low and it will be boosted when their basic payment is increased. Most of the respondents think wage benefits are the key motivational factor for retaining workers.
Tella and Ibinaiye (2020) wanted to experiment regarding staff satisfaction, motivation, and performance in the job by studying the enumeration of six library staff in Nigeria. They conducted a questionnaire on library staff as professionals as well as non-professionals, including sampling techniques of enumeration of respondents. The result was that both professional and non-professional library employees were highly motivated by their regular pay. The staff are satisfied primarily with constant enumeration. There is a significant correlation between job performance and motivation based on existing payment facilities. Motivation and satisfaction originate from wage benefits, which boost the job performance of the workers. This study suggests building motivation levels for both professional and non-professional staff by increasing wage benefits. Osakwe (2014) found a result from his study that there is no important difference between motivated male and female staff based on job performance. It is found that staff based on payment are more interested in forcing their work toward the success of the organization. It recommends the authorities to pay attention to pay increases, especially for non-management staff. It boosts job performance by enhancing highly satisfied productivity. The satisfaction builds up the companies' reputation for producing high quality management.
Rewards and acknowledgement – Reward and recognition have a high impact on understanding human motivation, especially in the workplace for workers. Danish (2012) wanted to explore the effect of recognition and reward on motivating and satisfying the staff. The result indicates a near relationship between satisfaction and motivation fulfilling several dimensions and an insignificant relationship. Employees' recognition creates more participation in any sector, especially in decision making. This participation improves the courage and enthusiasm of workers toward organisational development. These engagements keep the workers high-spirited and more motivated. Consideration of unemployment and inflation rates are the biggest limitations for building relationships between staff and managers. Ali and Ahmed (2019) planned to focus on reward and recognition impacts on employee satisfaction and motivation. It focuses on indicating relationship and work dimensions that are very helpful for motivating and satisfying the workers based on praise and acknowledgement of the staff. The results reflect a significant relationship between rewards and recognition, respectively, motivating and satisfying the employees. The results also focused on satisfying the staff by being corresponding and motivating them. If the authorities give priority to satisfying and motivating the staff, it will have an impact on high-level job performance. The study recommends focusing more on current recognition and reward programmes that address the necessities of business units and diverse groups. Roberts (2015) organised a realisation study to find out an employee’s equitable balance on their contribution to the organization. The organisation found balance by recognising and rewarding its employees.
The study shows that the organisation is successful in maintaining three strategic dimensions such as compensation, recognition, and benefits (Armstrong and Murlis, 2007). It found a problem that most organisations are faced with difficulty when they cannot maintain employees' recognition completely. They said the recognised employees get self-esteem, overconfidence, more willingness and eagerness to innovate and face new challenges. The purpose of this study was to investigate the impact of recognising and rewarding staff. It indicates a positive relationship between recognition and an employee’s motivation. It also focused on women and non-rec people who are more motivated to get recognition. The current research result is interpreted in order to focus on different factors, convincing derived insights, and samples to generalise to a larger population. It demonstrates various perspectives on recognising and rewarding employees for motivation and satisfaction (Armstrong and Murlis, 2007).
Additional holiday – Sitting on a work especially on regular basis is not good for human health. Nonstop working is never the positive of toward the organization goal. Taking a little break within one or two our and one or two day within one week has the positive effect on a staff's both body and heart particularly for the remote workers. You have to manage fresh air for grabbing the employee attention to the desk. You must provide the employees facilities of stretching their legs, resting their eyes and coming back to the home with refreshing body and mind so that that mind and body can attend to the work freshly. The festival and holiday are the best time appropriating the employees. The employees also need fun and enjoy their lives with coworkers. It encourages the employees to work continuously and hard. Providing flexible scheduling encourages the staffs to the more productive works.
Whitaker (2020) shown in his study that workers are not always motivated, loyal, and productive in exchange for cash rewards. They also demand non-monetary benefits from the organisation, such as relaxation. Appreciating and assuring work for extraordinary hard work is part of the holiday amenities for leisure. It fosters an encouraging, loyal, and good working culture in the business. Employees are inspired by festival holidays, which are the most effective motivators for pushing them to participate and consult with them. Rewarding performance with leisure time motivates more people to increase their work effectiveness. Most of the time, the government taxed the employees for maintaining excessive work pressure for certain rewards. An employee with less working hour often generates more work and bring better effect. Sametime, companies may save more money on taxation. Forcing employees to work longer hour with less holidays is an old system and no longer considered as an effective method. It makes workers depressed for being moral and accomplishing productive work. When employees feel comfortable to work at their job, they strive for the organization's top success. Employees require job security, advancement and raises, as well as the company's stability and health. When times are tough, the company's management must confront obstacles, and the employees who get benefits are willing to take on the task.
Good working condition– A staff member is a part of a company and he loves to work at his workplace because it recognises him on the condition of work performance. A positive workplace and environment are the main keys to being successful. To motivate the employees, a positive working environment is very helpful for an organization. The company needs to create an environment that exemplifies the demonstrative behavior, highest commitment, and qualitative services of shareholders and customers. The organisation established an ethical and honest goal for improving humanity's and the planet's purpose. Rewarded, appreciated, and acknowledged staff enjoy work when it comes to the organization. If you want to strive and deliver the best quality services and products, take responsibility for the actions and decision-making power of the staff. Every employee has a sense of camaraderie, empowerment, and cooperation. Manage spiteful and vengeful opportunities for them.
The authorities should keep the staff in a light and fun perspective because they generate natural endorphins and antidepressants. When employees are faced with challenges such as illness, accidents, natural disasters, and personal tragedies, the need for support then prevails and understanding from the company. Ali, Ali and Adnan (2013) conducted research to find out the impact of good working conditions on motivating the staff of companies. They mainly focused on manufacturing and productive work, investigating the working conditions. They also included the effect of workload and working hours on the productivity of employees in their study. Their analysis provides the positive result that a positive relationship exists between working families and the productivity of employees. The opportunity of workload and working hours provides a positive result in a successful way. The liner regression model revealed that 50% of variable employees are counted for successful productive work for the working conditions. Raziq and Maulabakhas (2015) explain that organisations are faced with several dynamic environments of nature. To achieve success and remain competitive in many markets, businesses must deal with an evolving and changing environment, which makes it difficult to satisfy employees. The company's goal is to satisfy them by increasing effectiveness, efficiency, employee job commitment, and productivity. When the conditions are good for working, it is easy to satisfy the staff and keep good relationships between shareholders and customers. 
[bookmark: _Toc111154902]Conclusion 
This report tried to provide a clear identification of the best ways to motivate the staff of a company based on some experiments. There is a good number of literatures shared about some techniques and easy ways of motivating the company’s employees. Most of the studies mainly focused on non-financial benefits rather than financial benefits, although the financial factor cannot be denied. Financial benefits are engaged through payment facilities. But the staff do not work in an organisation just to get some wages. They have the values of life. For this reason, companies must attend to the non-financial benefits of their staff. Along with ensuring good and timely pay, companies have to ensure the recognition of their staff based on their working performance. It is also recommended that the employees should be given paid additional holidays as incentives based on their performance, and a proper working environment needs to be ensured where an employee can work with honour and dignity.
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