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Employee motivation is critically important in today's business world since it has a direct impact on productivity, job satisfaction, and overall organizational success. Gaining insight into the many tactics that effectively promote employee motivation is critical for creating a positive and happy work environment. This proposal seeks to evaluate and assess these tactics to provide significant insights on how to improve workplace motivation levels (Hanaysha & Majid, 2018).
In today's networked and liberalized economic world, employees have become an important competitive advantage for businesses. The quality of workers may significantly improve the performance of typical firms, yet the presence of disengaged or underperforming staff can offer significant hazards, potentially causing organizational decline. Given the competitive nature of the labor market, retaining competent workers, and cultivating employee loyalty has become critical for organizational resilience ( Assal, et al., 2017).
To address these difficulties, organizations must embrace strategic efforts aimed at retaining top talent and instilling employee loyalty. This entails allocating sufficient resources for initiatives targeted at maintaining elevated levels of motivation and work satisfaction. Organizations may create an atmosphere in which employees feel valued and appreciated by implementing strong human resource management policies and procedures, reducing the risk of turnover and increasing employee loyalty (Alhaji & Yusoff, 2012).
Fundamentally, emphasizing employee engagement and satisfaction is critical for firms seeking to thrive in today's changing business environment. Organizations may cultivate a motivated workforce committed to achieving corporate goals and ensuring long-term success by investing in initiatives that promote engagement, appreciation, and opportunities for professional progress.
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Aim

The purpose of this work is to examine effective strategies driving employee motivation at the workplace.
Employee motivation is important for business success because it increases employee engagement, productivity, and dedication to company goals (Adams and Beechler, 1998). Successful motivational strategies can help to foster a positive work culture, raise employee happiness, and improve overall performance (Locke & Latham, 2004). Attracting and maintaining top talent is vital for organizational development and sustainability, since motivated employees are more likely to stay with the firm, hence lowering turnover rates (Mowday et al., 1982). Furthermore, employee motivation is intimately related to their general well-being and mental health, since a motivation-focused work environment promotes job satisfaction while reducing stress and burnout (Deci et al., 2001).
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Objectives
· To identify and examine the primary tactics used by firms to increase employee motivation.
· To evaluate the impact of various motivating tactics on employee engagement and productivity.
· To investigate the link between employee motivation levels and organizational performance metrics.
· To make practical recommendations for firms to improve their motivating methods.
[bookmark: _Toc164376605]Research questions.

What are the most commonly employed tactics by firms to boost employee motivation?
How do different motivating tactics affect employee engagement and productivity in the workplace?
Is there a measurable correlation between levels of employee motivation and key organizational performance metrics such as revenue growth, customer satisfaction, and employee retention?
Based on empirical evidence and theoretical frameworks, what specific recommendations can be provided to organizations to enhance their motivating methods and foster a more motivated workforce?
[bookmark: _Toc164376606]Literature review
[bookmark: _Toc164376607]Employee motivation 
Employee motivation is a crucial factor in organizational performance, impacted by leadership initiatives and corporate culture (Bass & Riggio, 2006). Transformational leadership, defined by visionary direction and empowerment, has been linked to increased employee motivation (Brown and Leigh, 1996). Similarly, participative leadership, which incorporates workers in decision-making processes, is associated with higher motivation and job satisfaction. 
Furthermore, company culture influences employee motivation by defining common values, norms, and practices (Schein, 2010). A supportive and inclusive workplace culture promotes a sense of belonging and purpose, which increases motivation and employee engagement (Cameron & Quinn, 2011).
[bookmark: _Toc164376608]Importance of employee motivation
When assessing the influence of motivational methods on employee engagement and productivity, transformational leadership approaches like mentoring and coaching have been shown to improve employee performance (Avolio et al., 2004). Organizations that value autonomy, innovation, and lifelong learning have better levels of employee engagement and productivity. 
[bookmark: _Toc164376609]Advantages and disadvantages 
Understanding the relationship between employee motivation and organizational performance indicators necessitates examining leadership behaviour and organizational culture. According to research, engaged employees improve customer happiness, creativity, and financial success (O'Reilly & Chatman, 2019). Furthermore, companies with a good culture that values trust, transparency, and employee well-being outperform their competitors in terms of profitability and market share.
Firms can enhance motivating approaches by implementing leadership development programs that promote transformative and collaborative leadership behaviours (Davenport et al., 2010). They may also foster a supportive workplace by promoting communication and understanding, as well as aligning accountability procedures with motivational drivers.
Motivation is a multidimensional concept that includes both inner and external aspects that impact an individual's willingness to work toward organizational goals (Deci and Ryan, 2008). Intrinsic motivation comes from internal needs and pleasure, whereas extrinsic motivation comes from external rewards or incentives (Ryan & Deci, 2000).

Motivated individuals contribute to corporate performance via initiative, inventiveness, and dedication (Grant, 2008). Several models, like Maslow's Hierarchy of Needs and Herzberg's Two-Factor Theory, shed light on various elements of employee motivation (Maslow, 1943; Herzberg et al., 1959). However, maintaining motivation presents difficulties such as individual variances and the possibility of eroding intrinsic drive through an overreliance on extrinsic incentives (Deci, 1975).

[bookmark: _Toc164376610]Theories
Motivation plays a key role in accomplishing corporate goals by addressing individual employee requirements and desires (Robbins & Judge, 2017). It includes both internal and external influences that influence work-related behaviours’ shape, direction, intensity, and duration (Latham & Pinder, 2005). Motivation in the workplace is a subjective term that may be seen in the activities of employees. Employers face a substantial difficulty in increasing productivity because of the high association between employee motivation and organizational production (Locke & Latham, 2004).
Understanding motivation is critical for managers to understand variances in employee behaviour and successfully influence people to work optimally in pursuit of company goals (Latham & Pinder, 2005). Managers attempt to keep their employees engaged so that work may be completed quickly (Robbins & Judge, 2017). Employees are more likely to stay motivated and contribute to greater productivity when they believe they are receiving equal and enough rewards for their efforts, including both financial and non-financial incentives (Latham & Pinder 2005).
Early motivation theories, such as Maslow's hierarchy of needs (Maslow, 1943), Herzberg's Motivation-Hygiene theory (Herzberg, Mausner, & Snyderman, 1959), and Victor Vroom's Expectancy theory (Vroom, 1964), are still relevant today because they played a foundational role in shaping modern motivation frameworks. Many current managers still use these theories to guide their approach to employee motivation (Robbins & Judge, 2017). Motivation is extremely important in the workplace since it is the foundation for organizational success.
[bookmark: _Toc164376611]Maslow's hierarchy of needs
Maslow's hierarchy of needs is a prominent hypothesis in the study of motivation, claiming that individuals have five hierarchical wants: physiological, safety, belongingness, esteem, and self-actualization, which they attempt to meet in a sequential order (Maslow, 1943). Maslow's hierarchy of requirements states that people prioritize meeting lower level wants before moving on to higher-level demands. Organizations may utilize Maslow's hierarchy of needs to identify and solve unmet needs among workers, hence increasing motivation and engagement (Robbins & Judge, 2017).
According to research, Maslow's hierarchy of needs has practical applications for businesses looking to boost employee engagement. Organizations may create a culture beneficial to employee motivation and satisfaction through appreciating their diverse needs while offering appropriate promotions, such as competitive wages, safe working conditions, possibilities for social interaction, acknowledgment, and personal growth (Robbins & Judge, 2017). However, experts have critiqued Maslow's theory for oversimplifying motivational factors and having little empirical backing (Robbins & Judge, 2017).
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Figure: Maslow's Hierarchy of Needs.
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Herzberg's Motivation/Hygiene theory, often known as the Two-Factor hypothesis, holds that two separate sets of elements impact job satisfaction and dissatisfaction: motivators and hygiene factors (Herzberg et al. 1959). Motivators such as recognition, responsibility, and opportunities for advancement are intrinsic to the job and contribute to employee satisfaction, whereas hygiene factors such as salary, working conditions, and company policies are extrinsic to the job and primarily prevent dissatisfaction (Herzberg et al., 1959).
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According to research, Herzberg's hypothesis has important consequences for employee motivation and organizational success. Organizations may boost employee motivation by concentrating on intrinsic motivators such giving demanding job assignments, creating a supportive work environment, and providing opportunity for skill development and progress (Herzberg et al., 1959). Organizations may avoid employee unhappiness and foster motivation and engagement by addressing hygienic aspects such as assuring fair remuneration, providing a safe and healthy work environment, and establishing clear regulations and procedures (Herzberg et al., 1959).
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According to Victor Vroom's Expectancy theory, people are driven to work when they feel their efforts will result in desirable consequences and that they are capable of obtaining those objectives (Vroom, 1964). According to the idea, three important aspects - anticipation, instrumentality, and valence - impact an individual's desire to do a certain activity (Vroom, 1964).
Expectancy theory offers practical applications for companies looking to improve employee engagement and performance. Organizations can boost employees' motivation to work hard by aligning organizational goals with individual goals, clarifying performance expectations, and providing meaningful rewards and recognition for high performance (Vroom, 1964). However, research indicates that expectancy theory may have limits in forecasting employee motivation, especially in complex work situations where several factors impact motivation (Vroom, 1964).
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The study will use a qualitative method to investigate employees' perspectives on motivating strategies used by firms. Interviews and case studies will be the major means for gaining in-depth insights into the issue. 
The research follows an interpretive ideology, focusing on subjective experiences and interpretations of incentive tactics in the workplace. Interpretivism emphasizes the significance of understanding the social context and meanings that individuals assign to their experiences. 
The research will follow the constructivist paradigm, which recognizes that individuals create their realities and interpretations of motivation. This paradigm acknowledges the dynamic character of social phenomena and stresses how social interaction shapes people's perspectives. 
Qualitative research will explore employees' diverse perspectives on motivating tactics. Qualitative research provides for a thorough examination of people's experiences, opinions, and actions, yielding rich and contextualized data.
Research Methodology: Qualitative data gathering, and analysis methodologies provide contextualized insights. Qualitative approaches are ideal for investigating subjective experiences and comprehending the underlying interpretations assigned to occurrences.

The research technique involves conducting interviews and case studies to acquire thorough information on employee experiences and corporate motivational strategies. Interviews will give personal viewpoints, and case studies will provide insights into corporate environments and procedures.
Purposeful sampling will ensure diversity in participant roles, experiences, and industries, leading to a thorough understanding of motivating tactics. This sampling strategy guarantees that participants are chosen based on their relevance to the research topics and the level of insights they may offer.
Data-collecting approaches include semi-structured interviews and thorough case studies to record individual experiences and organizational practices. Semi-structured interviews provide freedom in questions while ensuring that crucial subjects are covered. Case studies are in-depth investigations of certain firms to better understand their motivating techniques in context.
Qualitative data analysis involves thematically analysing interview transcripts and case study data to uncover recurring themes and patterns linked to employee motivation and outcomes. The thematic analysis enables the discovery of similarities and contrasts in participants' replies, resulting in complex and nuanced interpretations.

Gantt charts provide timelines for research tasks, such as data collection, analysis, and reporting, for effective project management. This timetable will help to ensure that the study stays on track and that deadlines are reached. Gantt chart will be used to present the time prospect of the research.

Ethical considerations include informed permission, confidentiality, and respect for participants' rights and well-being throughout the research process. Efforts will be taken to reduce any biases and ensure the study is conducted ethically. Researchers shall follow ethical principles and standards to ensure the integrity and reliability of the study findings.
Overall, the qualitative research technique described above will give significant insights into the effectiveness of motivational strategies in the workplace, as well as practical advice for firms looking to improve employee motivation and performance.
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Figure: Herzberg's Two Factor Theory.
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