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In an organizational setting, understanding motivation is a dynamic step towards enriching and fulfilling employees. Motivation is influenced mainly by extrinsic and intrinsic factors in addition to the personality and expectations of each employee. In a nutshell, both intrinsic and extrinsic factors of motivation play a vital role in influencing employee motivation in workplace environments. Despite that the fact that these two motivation characteristics can be used together to create an efficient workplace, they seem to oppose each other diametrically. 
	According to Ryan & Deci (2000), intrinsic motivation is achieved when individuals do activities for their inherent satisfaction." Amabale (1993) augments this definition by posting that employees are intrinsically motivated when they pursue satisfaction of inquisitiveness, awareness, gratification, and self-expression. Contrarily, London (2009) extrinsic motivation is “the doing of an activity because it results in a separable outcome.” Simply individuals are extrinsically driven when they work towards realization of outcomes, such as bonuses, salary, promotions, and other financial incentives.  
Extrinsic motivation can be best explained using the expectancy theory. The expectancy theory proposes that irrespective of the diverse available outcomes, an individual will only be driven to contribute their inputs to organizations primarily under the believe that the result will attain a certain performance level (Purvis et al. 2015). In light to expectancy theory, employees have a high likelihood to perform well especially if they are assertive that they are adept of accomplishing a task, achieving the expected outcome and if they will obtain the outcome that is most dear (effort-reward relationship).
Subsequently, intrinsic motivation can be well explained using equity theory. Equity theory holds the perspective that when employees perceive the outcome-input ratios of themselves and the referent to be equal or similar they will be driven to uphold or intensify the inputs with the aim of receiving more outcomes such as feelings of satisfaction (Greenberg, 1990). Based on this theory,  it can be argued that the higher an employer’s perception of equity (fairness), then the more motivated they will be. Thus, when employees find a balance between input and output in the workplace, they are more likely to lead to a more productive relationship. 
Typically the difference between intrinsic and extrinsic motivation lies on the fact that while intrinsic motivation is driven by forces from within oneself, extrinsic motivation is driven by outside forces (Giancola, 2014). Nevertheless, no matter the differences between intrinsic and extrinsic motivation, the final outcome of a driven employees is the influence to positive organizational performance. Hence, organizations should strive to be aware of the specific employee regarding their motivation and their individual goals.
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