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[bookmark: _Toc48739645]INTRODUCTION
When I was employed as a delivery driver at CarForce UK Ltd, I faced a problem of low motivation as the work-based problem and this was attributed to low wage that was given to me. At the time of joining, I was told that the wage would go up after the probation period of 3 months but it was not implemented.
Low motivation
In United Kingdom, most percel delivery companies such as Amazon, Hermes and CarForce pay very low wages. They have failed to motivate their employees despite the fact that they make a lot of money. This has greatly affected employees’ morale especially within London. Motivation is the invisible force of encouragement that drives a person to execute a task with enjoyment. It increases energy level, commitment, and creativity of a person. According to Pinder (2008), It is an employee’s measure of satisfaction both personally and professionally. Motivation is a subject of great importance to organisations these days because research shows that, a motivated labour force is more productive than those that are not. Lack of motivation is associated with complacency, low productivity, unnecessary accidents etcetera. These traits deprives employees of competitiveness if left to go on in an organisation (Somers and Birnbaum, 2000). Workers who are highly motivated in their jobs are likely to perform highly, and those with low motivation are likely to perform less. Motivation is a vital aspect of an organisation’s work force because it puts staffs into action. It also improves the skillfulness of employees thereby enhancing the accomplishment of an organisation’s goals, building friendly relationship and stability of the labour force. It is therefore important that management of organisations set up systems of identifying individuals and rewarding them as a way motivating them.
A qualified and motivated labour force is momentous to increase productivity and quality of service in order to achieve organisational goals. However, creating this type of motivation is a gainsay and quandary for many managers (Deckers, 2010). People with the right skills, knowledge and abilities will also barely perform satisfactorily if not motivated and resort to anti work related behaviours such as negligence of duty, late coming, absenteeism, failure to meet deadlines etcetera and all these factors work negatively on job performance and credibility of an organisation (Deckers, 2010).

Deploying Problem solving techniques by  utilising common or extemporary methods in a systematic way, comes in handy to alleviate these challenges in an organisation. 
Problem solving is the act of expounding a challenge and ascertain the cause by recognising, highlighting and choosing the best possible solution, and executing it (Ayeni & Phopoola, 2007). It sometimes requires being pragmatic when dealing with the issues at hand. The capacity to conceptualise what the consequence of the challenge is, and the rules to be deployed presents the fundamentals to resolving the problem. Coming up with the solution sometimes needs a systematic reasoning so as to formulate a creative solution (Ayeni & Phopoola, 2007). 
In an organisation, problem solving is all about making use of logic and  imagination to conceptualise a situation and derive an intelligent solution. The ability to actively anticipate potential future challenges and act to prevent them or to mitigate their effects, makes one a good problem solver.
[bookmark: _Toc48739646]SOLUTIONS TO THE PROBLEM OF LOW MOTIVATION AT WORK 
Employers possess a huge amount of responsibility for the motivation and wellbeing of their  employees (UK-Employment Rights Act,1996). Ordinarily, the proper functionality of an organisation  is dependent on the capacity of  all its stakeholders to be fully occupied with and committed to its interest. True commitment implies different things to different people and organisations. However, understanding and properly comprehending the real force behind a person’s motivation is what matters. Building cohesion and consensus between employees and employers by listening and responding to employees’ needs is very vital to ensure high levels of commitments  at all levels of an organisation. Recognising the early warning signs of demonization and addressing them quickly, can help to promote employee satisfaction and talent retention.
To mitigate low motivation within the workforce, the following should be taken care of;
Self- realization;
It is important  for employers is to appreciate that, they cannot monetarily .motivate employees every time, but they can produce a conducive surrounding or condition where they feel recognized, stimulated and optimistic that they can  exhibit the best of their abilities. Putting emphasis on what is functioning properly in the organisation is paramount. Leaders need to regularly positively critique and applaud workers and  front triumphs or  success stories. Giving prominence or priority to these rather than negativities or things that have not worked will propel the organisation to greater heights in achieving its set goals. Determining if workforce is motivated and engaged is the initial step of establishing a conducive work environment. Employees who showcase passion and an in-depth commitment and dedication to the organisation are the ones who promote innovation. They take the lead, deliver excellent or superior work and thrusts the organisation forward.
On the contrary, disengaged workers are a hinderance in the organisation because they can contaminate the rest of the team with negative views. If not checked, leads to low productivity and loss of talents when key members of the team decide to leave in search of new opportunities. Early Identification of these employees and dealing with the cause of their dissatisfaction is critical because actively dissatisfied people are unable or unwilling to reenergize and refocus. Removing them from the organisation for the good of the entire team can be inevitable. Individual needs should be assessed and more feedback or responsibility given to those who need it should be encouraged to do so. Responsible employees should be encouraged to make more decisions and input in a business matter. Recognising the talents and inputs of the best employees, helps to keep them motivated. 
Reward and recognition programme; 
Implementing a well-planned rewards programme also helps to maintain motivation of the employees. However, research is paramount and organisations should ensure that the appropriate rewards are being extended. Financial stipends is not always the answer because in most instances, it is positive criticism and recognition that human-beings respond to rather than reward.


[bookmark: _Toc48739647]Creating an agile work environment;
[bookmark: _Toc48739648] Another exceptionally powerful way of maintaining staff stimulation and commitment is by establishing a supple work environment. An “agile work environment” is a  project management techniques where emphasis is put more on flexibility as opposed to a inflexible  structure. although this tactic is usually applied in software development, its concepts are applicable in any organisation.
 Encouraging innovation; 
[bookmark: _GoBack]Exceptional quantity and quality productivity demands exceptional creative thinking. By encouraging innovation within an agile work environment, employees can be motivated (Garry H.,2006). It is therefore important for the employers to encourage risk taking as a way of promoting innovation and motivate employees even when it means making mistakes repeatedly. One of the merits  of a supple work environment is that workers are not petrified to fail and therefore more adventurous, making them more suitable to yield work that could potentially give the organisation a competitive edge in the market.
Staying positive; 
Smiles are contagious, goes the saying.  If the employer remains confident and enthusiastic at work every day, the workers will follow suit. Human-beings  do not like pleasing someone who is seemingly unpleasable, so being enthusiastic about the task at hand is crucial. When the employer is jolly to be at work, the workers will be enthusiastic to work for the employer, and will be encouraged  to keep the good vibes coming.
One of the vital factors that contribute to motivation among employees is how often their hard work is recognized. According to (Garry H.,2006),’The why, What and how of management innovation’, seventy percent of employees concur that motivation and morale would improve tremendously with increased recognition from employers, and if an employee puts exceptional effort into a project to produce exceptional outcomes  but their hard work is not recognized, they would be demoralized and reduce on performance.
Setting goals; 
Setting goals to create meaning at work place is important in encouraging motivation among workers.  Setting goals gives workers meaning in their day-to-day roles: employees who are involved in the goal-setting process are nearly four times more successful than those who are not (McKinsey, 2020). To motivate workers, employers should clearly point out  what is expected of them and clearly explain how their contribution makes a difference to the organisation. Establishing the connection between employees objectives and the goals of the organisation is particularly important. 
Effective and successful management of an organisation is greatly dependent on the managers ability to guide their staff and develop relevant problem-solving techniques. Identifying suitable solution or solutions for challenges can be accomplished by using techniques such as the Fishbone diagram to;
1. Define the problem.
2. Identify possible causes.
3. Generate alternative solutions.
4. Evaluate and select the best possible alternative.
5. Implement and follow up on the solution.

The Fishbone diagram
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1. Defining the problem
Low motivation was identified as the cause of disgruntlement among the workers.
2. Identifying possible causes
In this instance, by using the Fishbone technique, the management were able to identify Several possible causes. These were  categorized as;
· Management: Here the quality of the managers and supervisors was put to test.
· Machines : Here the quality and suitability of the vehicles was looked into.
· Men(workers):Here the workers were asked to mention their grievances.
· Environment: Possible environmental causes such as hot weather and traffic on the road was looked into.
By in cooperating another technique of Interview, each employee was asked to give their reason for the Low motivation and Low wages and salary was zeroed on as the actual cause. 
3. Generating alternative solutions.
The management came up with a resolution to increase the salary of the permanent staff and also increase the rate per drop for the temporary workers.
4. Evaluating and selecting the best possible alternative.
A meeting was then organized with the employees and a new contract agreement was signed giving the workers a pay rise.
5. Implementation and follow up on the solution
It was also agreed that the salaries and wages will be reviewed yearly. Appraisals will also be conducted quarterly to determine performance.
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In conclusion, stake holders such as the government and trade union organisations, should come together and ensure that every organisation and government parastatal has a reward programme for its employees and this will motivate workers to improve on their performance. 
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