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1. Introduction

[bookmark: _Hlk100069374]      The term ‘’Motivation’’ describes reason for action to be taken. It stimulates an organism to perform certain action to achieve the desired goal (Tella, Ayeni and Popoola.2007) It also helps to stimulate, express and continue a behavior. According to Tella et al. (2007) motivation is like other psychological processes such as perception, attitude, learning etc. He further described that motivation speaks for relationship among ‘’need’ ’drive’’ and ‘’incentive’’.
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Abstract:  Employees  are the  most  valuable  and  unique  assets  of  organization.  People  often confuse  the  idea  of  'happy' 
employees with 'motivated' employees. This paper would highlight the different ways to motivate employees and how it helps 
in promoting productivity  of the organization. In this  study a detailed discussion  would also be  there to explain how to  make 
feel  that  the  work  they  do  has  meaning.  There  are  many  ways  to  motivate  employees.  Managers  who  want  to  encourage 
productivity should work to ensure that employees was greatly appreciated and rewarded with diligent employee performance. 
In order  to study the various  issues highlighted in this paper related to  employee motivation, a large body of literature mainly 
from different journals have been incorporated. To make the study more relevant only those studies  were included which were 
published  in  the  last  few  decades.  In past  research papers  few  dimensions  of  motivation wefore  a  critical  element  of  succes office  excited. It’s all  about  lon
Motivation in general referred as the reason for acting or behaving in a particular way. It gives the people desire for action towards their needs. Motivation can also be defined as somebody’s attitude and behaviour towards tasks, or the cause of wanting to repeat a certain behaviour or vice-versa. A motive is what will push a person to act in a certain way. According to Maehr and Meyer ‘’Motivation is a word that is parts of a popular culture as a few other psychological concepts. Managing motivation is therefore a critical element of success in any business, with an increase in productivity. Research has shown that motivated employees will have following objectives: a better way to complete a task, more quality- oriented, work with higher productivity and efficiency.
 Employees are the most valuable and unique assets of an organization.  People often confuse the idea of ‘happy' employees with 'motivated' employees, when in fact this is not the case. There are many techniques to motivate employees.  Managers who want to encourage productivity should work to ensure that employees been greatly appreciated and rewarded with diligent employee performance.
Hertzberg F., Mausner, B. and Snyderman B.B(1959), in their research found out about intrinsic and extrinsic factors of motivation. As motivators are intrinsic factors which come from within the job. It includes job tasks, career advancement or promotions, increased responsibility on job and recognition by management. Whereas extrinsic factors are hygiene factors that come from the organization. 
These include salary, working conditions, relationships on work. Effective leaders must motivate their employees. As Tella et al (2007) described 
in their paper that well managed organizations value their human resources more than other resources.    
         According to the CEO of Ventromedial Gary Vaynerchuk short-term rewards don’t keep employees excited. He said that every manager must do the following if they want to motivate their employees. The most two powerful things to do are: leading by example and knowing what your employees want. Every company should motivate their employees because it’s essential for the business. You can tell that people are motivated by noticing the following in their behaviour: 
-they care about the customer
-they are more productive
-they look for better ways to do the job
-they take pride in their work
Anguini’s et al (2013)stated that monetary rewards can be a very powerful determinant of employee motivation and achievement which, in turn can advance in important returns Asthmas and Duchon (2000) recognizes that employees have both a mind and a spirit and seek to find meaning and purpose in their work, and an aspiration to be part of a community, hence making their jobs worthwhile and motivating them to do at a high level with a view to personal and social development.     
     Another way to find out what motivates staff is finding out what doesn’t motivate them. By asking workers what makes them unhappy at work you will hear about annoying bosses, low salary, stupid rules and uncomfortable workspace. People are motivated instantly by interesting work and increasing responsibility. In his article ‘’One More Time, How Do You Motivate Employees ‘’author Frederick Herzberg (1968) asserted that the way to motivate employees was to enrich their jobs. He wrote that they would perform better and do more if they were challenged intellectually, and they would get more psychological satisfaction from their work. It is not a surprise for managers that not all employees want to have their jobs enriched. Most of the workers tend to stay in the same job position for years and they don’t aim for any promotion. They say that it’s more comfortable for them to do something they are already comfortable doing. Many people would prefer to do fairly routine and repetitive tasks ,this being more comfortable for them,also they claim that intelectuale challenges cause them sress.Managers also  have found that a one-size-fits-all approach to employee motivation doesen’t work like they thought it would.Challenges that motivate one person might actually discourage another.Some individuals seem to have a high need for praise and recognition,even when their work is mediocre;others don’t seem to care about those things.

  Employee motivation has a large internal component. Some people are simply driven more than others to succeed, advance and contribute. However, many employees use external factors such as pay, position and involvement as gauges for how motivated they should feel.

Motivation and pay

   While the effects of incentives on public employee motivation have been widely researched, less attention seems to have been paid to the moral consequences of incentives on the behaviour of public employees. It is necessary to emphasize how incentives affect both intrinsic motivation and moral behaviour in individuals. An example of this is the bad news effect (Bowless, 2016), which occurs when incentives are designed in the employer’s interest rather than the employees, for instance, lower remuneration in the case of repeated absence from work, or days off before or after holidays or weekends. The implied penalty in such incentives negatively affects the trust between the employer and employee, and if these incentives are to be effective, the employer must find ways of reassuring the employees. Research has shown that intrinsically motivated individuals will react negatively rather than try to maximize their productivity. This could also have a negative impact on motivation, as performance assessments and pay for performance are two of the most powerful motivational tools of any organization, according to Rynes, Gerhart, and Parks (2005). These tools are so powerful, managers must face the challenge of making sure their remuneration systems are not causing improper behaviour. A particular vision is provided in the study by Speckle and Verboten (2014), who claim the way in which the performance measurement systems are used can affect organizational performance differently. The authors demonstrated how performance measurement systems improve performance through an incentive system when the level of contractibility of the organization (clear and measurable goals and knowledge of the transformation processes) is high.
     To summarize, the public administration shows a widespread conviction that merit pay systems tend to be unfair and professional paths are unclear and unequal. Such dissatisfaction with PRP might lead to the conclusion that the respondents prefer non-financial recognition. In fact, this is not the case. When asked whether they are more motivated by performance-related remuneration systems, most public employees (67.57%) affirm they are. The percentage is similar in the private sector. The practical implementation of incentive systems in the public administration is cause for dissatisfaction, which explains the responses to the statement regarding motivation connected with non-financial recognition: only 17.26% of public employees agreed with the adoption of such forms of incentives—while 62.37% completely disagreed—compared to 47.37% of private employees who completely agreed and only 36.09% who disagreed.
Some survey results provide insight into the impact of merit pay in the public administration. Two elements are particularly relevant. The first is the remarkable difference in the responses between the private and public sectors. The second is the apparent contradiction between intense dissatisfaction with the implementation of merit pay and the conviction that incentives are a considerable source of motivation.
  
      Recognition and rewards

 Reward systems exist to satisfy the needs of the organization to attract, retain and motivate high-quality people and thus improve performance and achieve corporate goals. But importantly, they are also there to meet the needs of the people in the organization. And, of course, they must also meet various external requirements such as complying with employment law and taxation. Reward management is not just about pay and employee benefits. It is equally concerned with non-financial rewards such as recognition, autonomy, learning and development opportunities, and increased job responsibility.

 Base pay management is the process of deciding on base pay levels and managing base pay with or without the help of formal grade and pay structures. Base pay is the rate for the job. It may be a fixed rate (often called a spot rate), which is attached to a particular job. People on such rates are said to be getting job-based pay. For manual or casual workers this may be called a time rate with wages expressed as an hourly rate. Staff salaries are paid on a weekly, monthly or, most commonly, annual basis. Alternatively, a job may be placed in a grade to which a range of pay is attached. In this case, the base rate can be defined as the minimum of the range or, sometimes, as a target rate within the range – the rate of pay for a fully qualified and competent holder of the job. However, this rate is not fixed, pay can progress within the range according to the performance or perceived merit of the individual (person-based pay) or time spent in the job (service-related pay). 

    According to Rowley (1996) salary, promotion or financial rewards are not of much value for staff because they are hired on a fixed salary scale and promotions occur after long time of work experience. But few workplaces provide several opportunities to their staff to earn financial rewards as bonuses and incentives. Staff should be provided with proper opportunities for personal development. Managers should try to minimize dissatisfiers i.e., absence of extrinsic factors. Management should also try to create friendly environment for their staff in which they feel accepted and being valued by everyone. (Rowley1996).

  Conclusion

    Creating a workplace with excellent morale and motivated employees is a long-term project and needs to be embedded within the fabric of an organization’s daily operations. A flexible work schedule offers relief to the organization values their efforts. Some employees find additional responsibilities a highly motivating element in their job. Most employees are looking for advancement opportunities within their own company.
Managers recognize that motivation is personal to every individual. If employees feel that they are being treated fairly, they will be more likely to give their best. Motivation comes from within an individual. Enterprise managers therefore need to find out about the personal goals and aspirations of their employees. What motivates one employee, will not necessarily motivate another.In addition to ensuring fair pay and good working conditions, it is also essential for the business to meet the higher order needs of individual employees. These include the need for recognition and fulfilment at work.
    I conclude my report with seven prominent points that have been noted from studies within the field of work psychology and motivation:
  -set challenging and specific goals for employees
  -supervisors should explain the relevance and importance of the goals that are set, and they should discuss the goals with the employee to make sure that the goals are both achievable and challenging.
-performance-oriented employees need to be given the tools and shown the steps necessary to achieve the goals. Training, modelling, and shown the steps necessary to achieve the goals. Training, modelling, and conveying confidence in the employee’s abilities can increase their chance of success and maximize their future performance.
-goal setting and goal discussions should occur as often as necessary, which is probably more often than is being done now.
-all employees need direct and immediate feedback on progress toward goals.
-performance oriented employees need recognition and praise when they achieve their goals.
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