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[bookmark: _Toc95747475]1.0 INTRODUCTION
Employee motivation of one of the most underrated and ignored parts of meeting organizational goals. Most organization leaders fail to consider that their employees need fuel in the form of motivation to push hard to meet organizational goals. Employee motivation is the energy level, enthusiasm, or commitment that an employee portrays as pushing the organization to the limit. One crucial thing about motivation is that it directly relates to behavior (Brown, 2019). To maximize these behaviors, they ought to be channelized as effectively as possible to achieve their intended purpose. It is worth noting that motivational levels are directly related to the general output. In essence, the more the motivation, the more the results or production. Employee motivation encapsulates employees' engagement as a way of making them feel tandem with the organization objectives and raising their empowerment. Motivation can be intrinsic like positive feedback, or extrinsic, meaning that employees can either be motivated from within or through external factors like payment and rewards (Questionpro, 2022). Whichever the case, choosing to motivate employees has its fair share of challenges forcing organization leaders to find a tread off between the benefits and the challenges of motivating employees. 
Herzberg motivation theory, also referred to as two-factor theory, argues that the levels of employee motivation can be influenced and adjusted by using two core factors. Herzberg identifies these factors as hygiene factors and motivating factors. Hygiene factors are crucial as in their absence; employees are disparaged from doing their best work; in essence, hygiene factors are surrounding factors that facilitate employee behavior (Phillips, et al., 2017).They include pay and working conditions. On the other hand, motivating factors are those that, when present, employees become encouraged to work harder. They are mostly found in the workplace, like recognizing and awarding employees and the work itself, including holidays. Following Herzberg's motivation theory, four statistics can be deduced; high hygiene and high motivation, high hygiene and low motivation, low hygiene and low motivation, and low hygiene and low motivation. To be able to archive the best from the employees, then they not only need to be motivated but also there is need to keep constant monitoring of the different resources allocated for motivating the employees. Every motivating factor presents different challenges and different benefits, as discussed below. 
[image: Herzberg&#39;s Hygiene and Motivational Factors PPT - Slidebazaar]
Figure 1 Herzberg motivation theory
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The motivating power of money has since been a source of heated debates with reinforcement and expectancy theorists attesting to this problem. Reinforcement theorists argue that if payment is contingent on performance, it becomes a source of encouragement to employees to maintain high levels of effort. On the contrary, expectancy theorists argue that the motivating power of money is subject to certain factors. In essence, money will only motivate employees to a specific extent where employees perceive the given amount to be satisfactory to their personal goals or that their pay directly reflects their performance. Research conducted at the University of Maryland found that performance improvement from money averaged at 30%as compared to other motivators like goal setting, participation in decision making, and improvement in job redesign that recorded 1%, 16% and 17%, respectively (National Business Research Institute, 2021). Money is a great motivator, but it has limits, which is the main challenge. The relationship between pay and motivation is not as simple. Money will be a motivating factor that leads to an increase in performance but only to a certain level, whereby pay increments do not translate to improvement in performance.

Figure 2. Performance Improvement ( (National Business Research Institute, 2021))

Moreover, pay acts as a motivator but only under certain conditions. Organization leaders ought to realize these crucial facts and conditions. For example, so as pay can become a motivator, employees ought to consider money to be important; they also have to be on the notion that the pay is a direct reward to their performance. The employees must also believe that the marginal amount of money offered for their performance is significant. The organizational management maintains the discretion to reward performance with money (Murray, 2022). These four conditions rarely meet because of the single fact that different employees have different perceptions of what motivates them. As a result, money does not serve all employees to be high performance but rather those that ball in all of the above conditions. With this in mind, then organizational leaders ought to also realize that in such a case where money is involved, there is a need to know the relationship between employee performance and the money spent. There is always the need to make sure that the payment system is structured in such a way that the organization remains profitable at all costs while at the same time ensuring employees are motivated. 


[bookmark: _Toc95747478]2.2 RECOGNITION AND AWARD
Most organization leaders operate on the notion that employee motivation is based on money. However, one key difference is that pay as a motivator ends when spent. In contrast, recognitions and awards remain a reminder of the recognized efforts by the organization. Unlike money-based rewards systems, recognizing and rewarding demonstrates respect and appreciation from the employer to the employee. Recognition and award systems are a clear indication that the employer trusts the employee and that they have been noticing their efforts and would love for them to work harder and keep them around. Organizational leaders that follow this route have to consider different strategies so that they can be effective. Rewards ought to be timely so that the recognition remains effective. For example, replying after a week creates the notion that the employee is not as important to the organization and may be detrimental to their performance. Moreover, leaders ought to know different employees and their personalities, like introvert employees and extrovert employees (Hamlin, 2019). By recognizing the different personalities then, leaders can avoid colliding with their staff. Lastly, rewards should be deserved. The reason is that employees take note of other employees, and thus they know who requires what award (Shelley Cohen, 2006). When rewards are not deserving, they become a source of organizational chaos.
Although recognition and rewards go far in motivating staff members, most of the time, they’re ineffective. The rationale behind the ineffectiveness is that most organizational leaders focus on the wrong things that do not get into the employees' hearts. For example, most organizations run recognition and award programs on major events, and it is during these rare times employees are awarded plaques and trophies. However, upon receiving these awards, employees become less reluctant to pursue these awards, thus resulting in diminishing motivations. Perfect recognition and award programs need to be structured so that they are specific to the needs of the recipient. In light of this, these programs need to take deep consideration of internal and external motivation factors. Additionally, rewards have to be in line with accomplishments and behaviors that are also directly linked to the company's mission and vision. To most leaders, this becomes a challenge as most of the leaders fail to articulate this concept. As a result, most reward programs are not a reminder of the employee being able to make a difference in the organization but rather being another cog and wheel.



[bookmark: _Toc95747479]2.4 EMPLOYEE BENEFITS
Employee benefits like sick pay, pensions, company cars and insurance covers add different elements of remuneration. At times, elements strictly not ruminations like holidays also go a long way. According to Calnan (2016), “Holidays are a great incentive because they’re a chance to get to know each other better on a personal basis, especially for staff from different departments. This allows employees to create collective memories as an organization.” Holidays as a motivation have been proven to work the magic. For example, Calnan (2016) found out that after spending about a half-million dollars on employee’s holidays, there was an increase in organizations growth whereby the firm recorded more than $10 million in excess. Traditionally, staff holidays have focused on high-performance teams and employees, which often revolves around sales targets. However, in contemporary times, most organizations are more lenient in that they avail these opportunities to a wider spectrum of employee successes. As a result, holidays become a more effective way of motivating employees as they feel that the organization recognizes them personally. Calnan (2016) argued that the provision of paid trips as part of employee benefits is rare; however, employees keep finding ways of enhancing this benefit where possible. The rationale behind this is that extra holidays are a luxury, not every employee can enjoy since they are expensive; however, when the organization chips in, then the economies of scale come in their favor, and they can get these holidays at a cheaper cost than what an employee would have paid while alone. As a result, additional holidays not only support the organization's values but also do not lead to unnecessary administrative burdens. 
[bookmark: _Toc95747480]2.5 GOOD WORKING CONDITIONS
Herzberg motivation theory dictates that organizational hygiene does not impact employee motivation but rather they do reduce dissatisfaction. Organizational hygiene encapsulates different aspects like working conditions, interpersonal relationships, supervisions, company policies and salaries. Herzberg argued that organizational hygiene relates to an employee's environment, whereas motivators create employee satisfaction by fulfilling individual needs for personal meaning and having a purpose. However, it is worth noting that the working conditions or the environment with which employees operate has a tremendous effect on the levels of pride they have, which directly impacts their outcome (Syptak, et al., n.d.). Different things contribute to improved working conditions. For example, a swivel and comfortable seat go a long way to reduce employee tiredness and future back issues. Additionally, under crowding facilitates a more conducive environment than a congested work environment. It is always prudent to create a conducive working environment even though it does not necessarily translate to employee motivation but will undoubtedly reduce job satisfaction. 
[bookmark: _Toc95747481]3.0 CONCLUSION
Employees are one of the most important resources in any organization, and thus they need to be considered in almost all aspects of the organization. However, employee motivation is a complex concept that no single motivational strategy is suitable for all organizational employees. For this reason, then most organizational leaders have since been reluctant to adopt a culture that motivates employees at all costs. Moreover, some motivational strategies do not directly translate to improved employee performance, thus compounding the problem. However, effective motivation translated to not only employee satisfaction but also improved organization performance; thus, organization leaders are forced to weigh between the motivation strategies and the benefits organizations accrue from these strategies. Pay, as a motivation strategy, is effective to certain employees who have certain perceptions about money; however, not everyone has the same perception about money; thus, this motivational strategy may not apply to them. On the other hand, recognitions and awards have to be worthwhile and deserving, without which a motivation strategy may become a source of organizational dismay. On the other hand, employee benefits play in favor of most employees and align with the organization's values and mission. Working conditions have been proven not to be motivating factors, but rather they reduce dissatisfaction. As a result, the good working conditions do not furl employees in working hard to benefit themselves and the organization. Still, they only help the employee feel deserved and satisfied to do their due diligence. 
[bookmark: _Toc95747482]3.1 RECOMMENDATION
Following the research, employee benefits in the form of extra holidays go the extra mile to motivate staff members. The rationale is that since these holidays come once in a while and they are cost-intensive for most employees, then most staff members try as much as possible to break the cut marks. Ideally, organizational holidays come at a cheaper cost when the employees of the firm purchase due to economies of scale. Because employees have to break a given threshold to benefit from extra holidays, then as they strive to achieve these goals, they increase organizational performance. 
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