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In today’s business world, motivation plays a vital role in contributing to work performance and the overall engagement of employees. Additionally, without effectively motivating and incentivizing employees to perform, high-performing employees can struggle for performing at an optimal level. Based on such context, in this report, a detailed discussion on the challenges of motivating staff at the workplace has been put forward by highlighting the different ways that can motivate employees along with an effective recommendation for motivating staff effectively. 
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As indicated by Lorincová et al. (2018), it is highly essential for organisations to motivate every employee for both individual and organisational success, making them feel happy and encouraged as well as maximize productivity. Likewise, the first way by which staff can be motivated is extrinsic motivation. Extrinsic motivation is based on influences such as increased financial gain or promotion or excelling at work due to the fear of negative consequences which makes staff extrinsically motivated. Specifically, in the competitive environment, this way of motivation is highly ideal when staff’s promotions or commissions are based on their success, (Kmietowicz, 2009). However, it cannot work consistently as when the period of compensation and promotions are over, it does not motivate staff anymore which can be highly problematic in the long run. In order to successfully motivate staff extrinsically, managers and supervisors must incentivize staff consistently with tangible rewards which can be a personalized gift or increased benefits. Hence, it can be stated that extrinsic motivation is a potential way of staff motivation but needs to be well executed in terms of the challenges.
As expressed by Akhmetshin et al. (2018), it has become imperative for organisations to focus on motivating staff internally. Similarly, the second way by which staff can be motivated is intrinsic motivation as when staff is motivated by an internal desire for succeeding or self-exploration or self-actualization, they are motivated intrinsically. In addition, the significance of morale has become imperative for staff at present as they have an internalized sense of motivation and do not need external rewards. For instance, using intrinsic motivation such as complementing staff rather than giving a bonus or compensation at the end of the year makes employees intrinsically motivated. In order to intrinsically motivate staff, managers and supervisors must be generous with written as well as verbal praise in emails or one-on-one meetings, (Filimonau and Corradini, 2020). This means that fostering a healthy culture, offering autonomy, relatedness, and competence can boost staff’s morale and encourage them for accomplishing challenging tasks can motivate staff intrinsically. 
Thirdly, negative internalized motivation or introjected motivation is also an effective way of motivating staff. It has been well suggested by Hitka et al. (2019), that introjected motivation is a negative reinforcement that may positively or negatively impact the productivity and morale of staff. For instance, internalized guilt that developed due to a negative interaction with a colleague or boss can lead to introjected motivation. In addition, consistent negative feedback without positive action can influence internalized guilt of staff and lead to introjected motivation. In this way of motivation, employees tend to rectify their behavior or attitude towards task by using negative reinforcements which must be well analyzed by managers for using the way of motivation only to that extent which can increase employee morale or productivity, (Murray, 2021). Additionally, for successfully capitalizing on introjected motivation, it is essential for managers and supervisors to apply positive feedback to staff’s work as well as critique them. This combination of positive and negative feedback can assist in boots staff’s productivity and performance at an elevated level.
Fourthly, McCormick et al. (2019) stated that identified motivation is a potential way which is also known as self-determined motivation that builds up over time and cannot be instilled or created within a person within a second time. Organizations can use this type of motivation by fostering a culture that fulfills the needs and demands of each staff which assist to develop a sense of feeling about the need to accomplish and perform the task while instilling the desire to do so actualizes. In order to actualize staff motivation, managers and supervisors must sit down with them and offer assistance as needed for the staff for adjusting to a new task or any areas of need, (Pearce, 2007). Although this form of motivation is criticized by several scholars due to its impracticality it is potent as the act of actualizing motivation leads to lasting performance enhancement as well as accomplishment.
Other than these typical ways of motivating staff at the workplace, Hassan et al. (2020) argued that organizations that offer a positive and pleasant place to work, offer support and respect, employee rewards, share positive and negative feedback, become transparent, and offer flexible scheduling can assist to motivate staff at an elevated level. Hence, it is imperative for managers and supervisors to implement these ways of motivation for accomplishing organizational success as well as to drive the level of commitment and energy of the staff. In addition, motivating employees can further assist organizations to attract and retain talents while enhancing their productivity level in the business.
[bookmark: _Toc106447966]Conclusion and recommendation
In conclusion, it can be stated that motivation in the workplace can take several forms and it cannot be generalized as what works as a motivation for one employee may not work for another. This means comprehending the different ways to motivate staff is essential for managers and supervisors at the workplace for assisting them to excel at their work and enhance their performance significantly. After analyzing different ways and forms of motivation for motivating staff, the use of intrinsically rewarding motivation is recommended as it can is highly effective to enhance the performance and morale of staff effectively. Intrinsic rewards including feeling accomplished, gaining a sense of competence, promoting social interaction, offering autonomy, and opportunities for advancement are mostly psychological that are based on the abilities as well as the effort of a person that boosts the staff’s morale for completing tasks successfully.
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