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Introduction 
This report will investigate how employees can be motivated to perform better at work and how this can lead to increased job satisfaction, as well as how firms could employ various retention strategies to keep their employees happy. Payment, recognition and awards, more vacation time, and the workplace environment will all be addressed in order to determine which measures can be implemented in order to motivate employees. Businesses are left questioning what they can do to reduce turnover and keep their staff when the number of people leaves the company rises. Maintaining employees' motivation and job satisfaction is a vital component when it comes to retaining staff. It might be difficult to maintain your staff engaged while dealing with personnel burnout and work-life balance issues. Internal motivation__ the drive to achieve tasks because they are exciting, demanding, or absorbing—is required for high levels of creativity, according to (H. Pink, 2011). If someone is lacking motivation while carrying out a task or making all reasons to skip a task, everyone will experience a lack of drive at a certain time. The obligation of assisting individuals in efficiently managing their inertia and obtaining maximum levels of motivation at work falls on the shoulders of the business owner or department head. Motivation and levels of involvement are inextricably linked.
Advantages of a motivated team 
Employees who are highly driven are significantly more likely to be engaged in their task than someone who is unmotivated. It is indeed unsurprising that demotivation has a detrimental effect on staff efficiency. On the other hand, motivated personnel are more productive since they deliberately prioritise their work instead of procrastinating caused by a lack of motivation. If a person is demotivated, the quality of their job could suffer. Committed workers generate high-quality work that matches or surpasses company standards due to their concentration and inspiration.
Employees that are motivated decide to remain with their employers for a longer period since they recognise the opportunity for further progress. Personnel who are unmotivated are more likely to explore for other employment opportunities in the hopes of obtaining the motivation they are now lacking.
The advantages of having a happy team should not be underestimated. Teams that are engaged and satisfied report higher levels of job satisfaction (Murphy, 2022).



The different ways that staff can be motivated
Pay
Reward management is concerned with the methods, rules, and procedures necessary to guarantee that the worth of individuals and their contributions to organisation are acknowledged and paid. Incentive measures are in place to meet the demands of the company in terms of attracting, retaining, and motivating greater employees, hence improving efficiency, and helping the organisation meet its objectives (Armstrong and Brown, 2019). However, perhaps more crucially, they are there to address the requirements of the individuals who work for the company. 
Employers must compensate employees based on the value they add to the organisation in order to support the attainment of business objectives and to attract and retain the high-quality employees that the organisation requires. Financial incentives could be justified as a type of concrete acknowledgment; it serves as a way of notifying individuals that they have performed well, and they conform to the reasonable assumption that those who perform well should be appreciated more and paid correspondingly. 
External motivation occurs when something is done to or for the benefit of an individual to stimulate them. Extrinsic rewards, such as financial compensation, are based on motivation theories such as Maslow's (1954) hierarchy of human needs to motivate employees and Deci and Ryan’s (1985) cognitive evaluation theory which emphasizes the importance of intrinsic. However, extrinsic incentives, since they are regarded as controlling, have a detrimental effect on intrinsic rewards and thus performance. Because money is connected to a lot of needs being met, it can be a motivator. If earnings are steady, it meets the basic need for survival and security. This could as well make you feel good about yourself. Pay is typically a deciding factor in choosing a job and staying with a company. 
Motivating factors include money, but they are not the sole factors. According to Gerhart and Rynes (2003), monetary compensation is not the only motivator. Money will not provide long-term satisfaction. Individuals might feel happy when they receive a raise because, in addition to the additional income, it serves as a reminder that they are appreciated. However, exhilaration might wear off, and therefore should be noted once again that various individuals have varying demands. Certain individuals may be more motivated by money than others. What is certain is that preconceived notions regarding money's motivational power can cause firms to design oversimplified performance-based compensation plans or other sorts of benefits. And we can be certain that inspiring individuals involves a multitude of interrelated aspects. 
Money may be effective for certain individuals in certain circumstances, and it might not be effective for many other individuals in different situations. According to Pfeffer (1998), individuals labour for money yet considerably more for purpose in their lives. Indeed, people labour to have fun. Businesses who disregard this truth are effectively bribing their staff and will bear the consequences in the form of a lack of loyalty and dedication. Some people might prefer additional holiday leave or job security over increased compensation. Numerous studies have been undertaken to determine the relative importance of salary to other motivating elements. Salary is typically listed near the bottom of the priority list, below recognition and growth opportunities.
 

Recognition and awards

Frederick Herzberg discussed employee motivation in the Harvard Business Review about 40 years ago. Throughout this assessment, Herzberg recognized essential workplace motivators: performance, acknowledgment, actual labour, accountability, and progress or promotion. Over 1600 people from diverse professions, including medical professionals, indicated that work satisfaction is more probable to be a result of these driving elements than of discontentment aspects including compensation, conditions of employment, and interactions (Herzberg, 1968). Employees who get meaningful acknowledgment in a reasonable timeframe could be more likely to be satisfied with their jobs. Recognizing personnel accomplishments fosters a healthy work atmosphere, while also encouraging and enhancing workers' general attitudes (Phillips, et al., 2017). Appreciation letters given by management is sometimes a useful method of acknowledgment. It is a big part among most acknowledgement tools that people can see who is getting recognised. 
A few examples include giving feedback in person, praising someone in front of the team, and many more. There are a lot of ways to tell people about their accomplishments and the things that make them stand out. Public acknowledgement of employees should always be made. Organizations and people are different, so what works for one might very well not work for another because of these differences. For instance, some people don't like being recognised in front of a lot of people at a big gathering, but they're fine with being recognised on a noticeboard. People who get praised at work are more likely to be happy at work. 



Money is the main reason people do well. But just money is not sufficient to make people want to do well. Non-monetary rewards include non-monetary recognition, appreciation, feedback, meaningful work, opportunities for growth. Rewards which do not include money could be some flowers, a box of chocolates, a concert ticket, etc. According to Maslow's (1954) hierarchy of needs, acknowledgment has a significant effect on people's self-esteem. People can use and improve their skills when they have a job that makes them happy.


 Additional holidays 

Financial and non-financial incentives are frequently used in conjunction by employers as a form of recognition and motivation. Non-monetary awards are provided to employees for exemplary work or loyalty. Non-monetary incentives are more vacation time and decreased working hours. 
Most businesses acknowledge that paying above market rates is insufficient to motivate employees. Furthermore, relying primarily on income and reward may lead to job dissatisfaction as workers feel forced to work harder in a less joyful setting (Whitaker, 2010). By providing additional vacation time or reducing working hours, employees feel as though they have a life outside of work, and when they return to work, they feel more energised and determined to meet targets and perform well. 
Employees are more desirous of having a sense of control over their work and their time. People believe that they must spend an inordinate amount of time working or thinking about work to earn a living, and they are frustrated that there is no time left for themselves, family, or friends. When employees receive decreased hours of work or additional vacation time for performing well, they feel recognised and driven to perform well.







 Good working conditions

Due to the changing nature of the environment, companies face a variety of issues. For companies to be successful and stay in business, it must make sure its staff members are happy and satisfied with their jobs. For staff members to be more efficient, productive, and committed to their jobs, the company should meet the needs of its workers by giving them great workplace environment. 
The setting in which you work has a significant impact on your mood. Mood affects how much energy you have, how well you can focus, and how happy you feel. People will be excited to come to work every day if you make the place feel like home. 
Employees in outdated facilities having small rooms, dark environments, and excessive noise are more stressed than someone in modern facilities with bigger windows allowing more natural light, airier and more spacious. There is an increase in the productivity of workers when stress and negativity are removed from their lives. They work hard to get the best results when they are happy and motivated. In the research paper by Agbozo (2017), it says that the surroundings have a big impact on how happy staff members are.It concludes that managers must make their staff members' work environments better to be more productive, so they should do that. 












Conclusion
 
Because money is associated with a variety of needs being addressed, it can serve as a motivating factor. Choosing a job and remaining with a company are often determined by the compensation package. Money is one of the elements that motivates people, but it is not the only driver. On a long-term basis, money will not offer satisfaction. The likelihood that employees will be satisfied with their jobs increases if they receive significant acknowledgement within a fair timeframe. Additional vacation time or reduced working hours give employees the impression that they have a life outside of work, and when they return to work, they are more energised and driven to accomplish targets while still performing effectively. To encourage employees to be more efficient, productive, and dedicated to their tasks, the company should match their demands by providing them with a positive office environment. It is recommended that all companies implement pay, recognition, awards, vacation, and work environment as a package in order to motivate workers and result in job satisfaction.
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