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[bookmark: _Toc1402835052]1. Introduction

The aim of this task is to examine the most effective way to motivate staff. To achieve this, we need to understand what long-term motivation works best for both the employer and the staff. We also need to understand the importance of motivating your team and how it has a direct effect on how they operate. There are multiple definitions of motivation and through those definitions there have been theories that divide them into two types of motivation, Therefore, different authors will be explored and evaluated in the context of the workplace.

There are several ways staff can be motivated and the four most common factors are:
· Pay 
· Recognition and rewards 
· Additional Holiday 
· Good Working conditions

Pay, recognition and rewards can be defined as extrinsic motivation, while staff being motivated by additional holiday may be seen as intrinsic motivation as they are motivated by a feeling of self-satisfaction during their holiday. Good working conditions have an impact on employee job satisfaction as it can increase motivation and overall performance. Motivation in the workplace comes from both internal and external sources. Without motivating factors, the employee would have no reason to attend work and perform any daily functions.











[bookmark: _Toc513140113]2. Motivation

[bookmark: _Int_VpnDZbbk]A person's motivation is determined by their strengths and direction, according to Robertson & Smith (1985). Likewise, Baron (1991) infers that motivational processes are those that activate, guide, and maintain behavior (especially behaviors aimed at achieving goals).

Using motivation as a small-scale factor, Pinder (2008) suggests managers can enhance productivity by engaging in such activities. The author delineates work motivation and distinguishes it from job performance, outlining the relationship between motivation, ability, and job performance. 

In the workplace, work motivation is “a set of energetic forces that originate within individuals, as well as in their environment, to initiate work-related behaviors and to determine their form, direction, intensity and duration” (Pinder 2008, pg. 11). He also explained, in another of his studies, that an individual's differences and his or her environment influence motivation at work (In particular, cultural, social, and organizational influences) Latham & Pinder (2005).

Furthermore, Oren et al (2013) demonstrate numerous factors, including personality types, needs, and work fit, impact motivation, resulting in a range of different outcomes, including job satisfaction, organizational citizenship behaviors (OCBs), and employee engagement.
Several research definitions point to the fact that motivation is the amount of enthusiasm, energy, commitment, and creativity employees bring to their jobs every day.
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As there are many theories regarding motivation, researchers have classified them into two groups dualistic and multifaceted. In dualistic theories, motivation can be divided into two types: intrinsic and extrinsic. A multifaceted approach, however, recognises many genetically distinct motives. There are at least three reasons why intrinsic-extrinsic dualism fails: construct validity, measurement reliability, and experimental control. The field of motivation has therefore expanded beyond the study of intrinsic and extrinsic motivation, resulting in multifaceted theories, Reiss (2012).

[bookmark: _Toc1276750121]3.1. Intrinsic Motivation

Motivation that is intrinsic is motivated by criteria internal to the individual rather than by something external. Deci (2012) explains that Intrinsic rewards are appreciated by the individual and are effectively rewarded by the individual giving a feeling of self-satisfaction and fulfillment. There are four main intrinsic rewards that drive engagement, Thomas (2009) briefly describes that the sense of meaningfulness, choice, competence, and progress are the most important and make you feel like what is being achieved is worthwhile.
Despite not having an additional reward or outcome beyond their normal salary or wage, intrinsically motivated employees remain productive. Rather than seek recognition, certificates, promotion, or anything else for their efforts, they simply do their work because it feels right and meets their internal need to perform.








Intrinsic Motivation Examples
You have more than likely experienced examples of intrinsic motivation throughout your life without noticing.
Some examples of intrinsic motivation are:
· engaging in an activity such as sport for its own sake and enjoyment, rather than doing it to win an award
· You learn a language because it excites you, not because it is required by your employer
· Engaging someone in conversation because you enjoy their company, instead of it being a way to advance yourself socially
· Cleaning because it makes you feel positive rather than to prevent someone from getting angry
· Instead of exercising to lose weight or to fit into an outfit, you exercise because you enjoy physically challenging your body
· Rather than an obligation to meet a school or work requirement, volunteering because it brings fulfillment and contentment to you 
· More responsibility at work is about enjoying the challenge and feeling accomplished, rather than gaining a raise or promotion


According to research by Mone & London (2014), intrinsic motivation positively correlates with employee satisfaction and negatively correlates with intent to leave. The bond between managerial trustworthiness and goal setting grew even stronger when levels of managerial trust and goal direction were at their highest. 








[bookmark: _Toc1946651942]3.2 Extrinsic Motivation

Extrinsic motivation refers to behaviours that are influenced by external rewards, as defined by Ryan and Deci (2000). It is possible to reward the recipient with tangible rewards, such as pay or grades, or with intangible rewards, such as recognition or fame. Extrinsic motivation, in contrast to intrinsic motivation, is driven solely by external rewards. Extrinsic motivation can be effective in persuading someone to complete a task. In order to assign a task based on rewards, it is helpful to know if the person doing the work is motivated by the rewards.

In the workplace, extrinsic motivations are one of the strongest, most common motivations. Recognition and praise are more likely to contribute to job satisfaction than financial incentives, according to numerous studies. Lei (2010) suggests that consistently delivering sincere and genuine compliments can be an excellent extrinsic motivational method.
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It is important to understand your employees if you are going to be able to choose the right type of motivation to increase the level of employee engagement and employee satisfaction. Some employees respond better to intrinsic motivation while others may respond better to external motivation. Both are equally important however if the employer wants to sustain long-term motivation, they will need to incorporate both theories. 

By understanding what motivates employees and what holds them back, so that a solution can be implemented quickly, employers can regularly check on staff to see if anything has changed or improved. By demonstrating that you care for them, you listen to them, and you act on the things that are important to them, you can retain their motivation.
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