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Introduction
The most crucial component of a job is its capacity to motivate employees to produce the most outstanding quality work possible while enhancing their skills. One of the essential duties of a boss is to motivate his workforce, group or team to attain the organization's aims (Roussillon Soye et al., 2022). Employees' motivation, abilities, critical thinking skills, and desire to find new, more efficient and effective ways to carry out their obligations and progress in the organization can be significantly increased by earning praise from their superiors (Slemp et al., 2018). Motivation has received considerable attention from scholars, sociologists, psychologists, and behaviorists in the setting of organizations. As a result, numerous motivational theories, frameworks, and tactics have been established to assist individuals in their professional life.
This report attempts to examine the best successful ways to increase employee motivation. In addition, the difficulties involved with retaining motivation at work are discussed. Numerous psychologists have concluded that the ability to persuade others to engage in specific behaviors is a skill that results from external elements, actions, conditions, and causes. In addition, it assists workers in expanding their knowledge and engaging in self-improvement, both of which increase productivity to some degree. The behavioral responses of the people helped create the perspective on motivation. It is feasible to boost the productivity of your employees by constantly inspiring them. As a result, the bulk of practical methods for promoting motivation in the workplace will be covered in this report.
Effective Methods to Motivate Employees
Motivation is a term used to describe the process that enables, directs, and kick-starts for goal-oriented behaviors (Rayner and Morgan, 2018). It allows individuals to respond to or complete the responsibilities delegated to them by those in authority over them. Certain behaviors are triggered when the social, psychological, biological, and emotional factors all work together to encourage conduct in the same direction. According to (Rayner and Morgan, 2018), every person is driven to take action by a need, want, or desire. After taking action, they want society to recognize or reward their efforts. When this need is met, it motivates others and serves as an example for others to follow. A wide variety of strategies can be implemented to encourage staff. In this report, a few very noteworthy personalities are described.
Pay
According to (Gorenšek, 2020), the fundamental factor on which all other strategies and methods of motivating employees are built is monetary compensation. No other form of motivation is effective in the absence of remuneration. It is the underlying driving force that can either directly or indirectly affect workers. The fundamental purpose of this type of motivation is to fulfill the goals and anticipations of the activity that an individual performs and for which they need to be compensated (Habilainen, 2020). This can be accomplished by providing the individual with the appropriate compensation. 
Pay refers to any benefit that can be quantified in terms of monetary value (Auer et al., 2021). It is the principal motivating factor that increases productivity and effectiveness among workers while also catering to the organization's requirements. In addition to financial remuneration, certain occupations may include night hours, overtime, covering for absent coworkers, or laboring under conditions that could be harmful to one's health. When given a choice between two employment opportunities, people will invariably choose the one that offers a higher salary. In exchange for their improved performance, employees' primary goal is to increase either their income or their wage.
According to the theory of motives developed by Maslow and Herzberg, an employee's motivation level can be indirectly influenced by their salary (Acquah et al., 2021). It is imperative that this understanding appreciate the close relationship between income or compensation and the fulfillment of human wants. According to Maslow's hierarchy of needs theory of motivation, an individual’s income comes below the desires that help him feel better about himself. Salaries are just one source of motivation, even though corporations perceive remuneration as playing an additional role in what motivates their employees (Dusseau, 2019).
Recognition and Rewards
In the current economic climate, recognition and awards are highly appreciated, making them even more crucial for managers and other leaders who have limited influence over the behavior of their employees. Cash bonuses and different types of public recognition can help increase staff morale during difficult times. These are critical means of employee recognition. The motivation of employees is strengthened when their effort is recognized, their efficiency is rewarded, and this is done promptly (Wei et al., 2022). According to Maslow's theory of the hierarchy of needs, self-actualization is the most essential and fundamental need among all other desires. This is attainable if family, friends, and society continue encouraging and supporting individuals as they pursue their ambitions.
Even if awards are free, they have a tremendous influence since they make the recipient feel that his efforts were worthwhile. Employees should frequently receive feedback and be acknowledged for their efforts (Mahmoud et al., 2020). The constant monitoring and criticism from managers improve a worker's work skills, and he strives to use all of his potentials to help the organization flourish. Recognition is a tactic used to demonstrate to staff members that leaders and managers are satisfied with their performance and that it satisfies their expectations. It is optional for employees to be happy or to improve their performance after getting a monetary reward; alternatively, a few words of thanks can serve as the ideal incentive for employees and inspire motivation (Ali and Anwar, 2021).
The Honor Board is a time-honored, one-of-a-kind technique of recognizing and encouraging staff members' achievements. McDonald's utilized this time-honored way of employee motivation by displaying a photograph of the restaurant's best employee of the month for all restaurant personnel and guests to view (Chia et al., 2020). Since then, the board of motives has modified this proposal. This strategy produces results, and the company examines other performance data on its whiteboard. Employees can take a position on the company's whiteboard and have the opportunity to grow their skills, demonstrate their worth, and achieve their objectives (Kumar, 2019). Free meals or dinners, automobile or phone fuel payment, a free trip to any destination, etc., are some of the most typical prizes businesses offer (Alhmoud and Rjoub, 2019). These rewards encourage employees to maintain their employment and motivate others to perform well to receive them.
Additional holiday
Few companies employ prolonged vacations as a reward. To give their employees a respite from their rigorous schedules, employers send them on vacation, invite them to spend time with them, or organize a trip. In addition, they receive additional leaves, for which they have an entire year to apply (Budnick et al., 2020). The most effective way to motivate employees during these breaks is to maintain their regular income and workplace. Since employees are only granted these leaves with the managers' agreement or under the company's terms and conditions, the company does not provide coverage for their absence. These vacations or days off are the employee's formal authorization for a particular amount of time and their temporary absences from work. After the period expires, he can continue to work there. During difficult economic times, workers are driven by the craving to assess their work quality, acquire prompt feedback, and exert effort for the organization (Kuykendall et al., 2021). The regularity of indicators from management demonstrates that they are mindful of the workers’ efforts and appreciate their ongoing assistance with organizational issues.
In recent years, managers have developed innovative methods for motivating their employees. They have incorporated non-financial incentives, such as paying employees with bonuses, increasing their pay after a predetermined period, and praising them for their outstanding performance, which they utilize to motivate employees continuously (Meister, 2019). For example, employees may be permitted or receive extended time off to complete their coursework, exams, or degree-related final projects. When employees are granted more extended vacation at this time, employers evaluate their study requirements, such as a note from their teacher enabling them to take exams.
With paid time off, employees are encouraged to further their knowledge and utilize it to promote the company (Alhassan and Greene, 2020). It is a necessary form of motivation. Other leaves include weddings, the passing of a close family, and illness. Employers must recognize that their employees' personal life must coexist with their professional obligations. When employers and organizations are aware of these issues and provide more excellent leave, it encourages employees to maintain employment and engage in the business. Sometimes, while on these leaves, they work from home to demonstrate accountability and to account for the impact of their absence on the organization (Locke and Schattke, 2019). Therefore, they strive to perform their duties while sitting outside of the office. Employers must also determine the length of the rest break or its maximum duration if firms limit the term to no more than two days and no less than one day. Few circumstances prevent workers from returning to work within such a brief period. Flexible additional leave can assist employees in resolving their issues. Professional employers motivate their employees by providing paid time off. 
Good working conditions
The employees must have access to a pleasant and suitable working environment. These factors could take the form of a laid-back company culture or an environment that makes employees feel at ease (Budiharso and Tarman, 2020). This method's motivational boosting power is enhanced. Employers are responsible for promoting open communication among employees, protecting employee rights, and providing an environment where employees can engage in these activities without jeopardizing one another's histories, undermining their ethnic values, or making fun of their social standing. All employees must have the ability to keep cool while performing their duties. It eliminates any stress that may have been produced by harassment or prejudice and enables them to focus on the task at hand (Paais and Pattiruhu, 2020). An employer should always prioritize an employee's morality. Employers are obligated to organize shifts or frequently transfer teams to allow workers to collaborate with various colleagues.
This is the central focus of Herzberg's two-factor theory, which he developed. He classifies workers' needs into two primary categories: inspiring and hygienic conditions (Alrawahi et al., 2020). The first category covers a collection of regulations regarding eradicating potentially harmful components of the workplace. The second group includes motivational aspects such as job happiness, a system that recognizes and compensates employees based on their merits, the availability of career advancement chances, and several other factors that contribute to the employee's overall success (Julià et al., 2019). According to this perspective, recruiting decisions must be made objectively due to the reality of the workplace.
Additionally, bias decreases employee motivation to perform their duties. When they are aware that none of their efforts will be recognized, they do not find the work atmosphere suitable to their needs, so they prefer not to work there. Due to the objective evaluation of employees, managers can determine whether employees will continue in their existing jobs. The workplace can either make employees happy or dissatisfied with their jobs.
Conclusion
In summary this report has determined that, the management's primary objective is to instill a sense of purpose in the employees. Businesses see consistent expansion and development when their employees have intense motivation levels. The staff's progression and growth affect the company's advancement and development. The paper discussed various critical approaches that might be used to motivate employees. Even fewer companies recognize the value of prizes and recognition to motivate employees, even though remuneration still needs to be widely seen as the most important source of employee motivation. In a manner analogous to this, some companies believe that increasing the number of holidays their employees receive and offering more ideal working conditions can enhance employee motivation. 
Recommendations
Implementing precise rules is essential for boosting staff motivation. To begin with, incentive programs are recognized as the most efficient way to identify and reward employees for their contributions. These incentives may include presents, medals, or monetary amounts. Additionally, employee promotions are an additional vital way to recognize workers' efforts. When employees are offered the opportunity to advance to a higher position within the organization based on their performance, this motivates them to exert more effort and advance. Lastly is organization of the workforce: When employees are well-organized, assigned objectives, and strive to achieve company goals. As they accomplish one goal after another, they maintain a high level of job performance and motivation. Success is an alternative technique for encouraging employees. Therefore, when individuals are well-organized, they are more likely to achieve their goals and success, which ultimately supports company objectives.
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