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Motivation
Motivation is among the factors that contribute to performance. Motivation is the desire to attain a specific goal or a level of performance that leads to a behavior that is directed to a target. A motivated teacher is one that tries hard to achieve a specific objective. Motivation is therefore critical for optimum performance of employees (Olafsen et al, 2015). Nonetheless, it is not sufficient. The skills and knowledge needed to perform a teaching job is vital and is on some occasions the main contributing factor to effectiveness. Environmental factors that include having the needed resources, support and information to excel in a job are essential to determine performance. A motivated teacher view teaching through a different lens and motivate students to attain learning goals. Motivation helps the teacher to work toward a goal and helps to stimulate creativity thereby inspiring students to learn more. The discussion shall assess the various motivation theories and how they contribute to the motivation of employees. 
How to Apply Two-Factor Theory to the Workplace
The Two-Factor theory by Hertzberg takes into account hygiene and motivator factors and their impact on the motivation and satisfaction of employees. The motivator factors are the elements that contribute to motivation and satisfaction of employees while hygiene factors are those that cause lack of motivation and dissatisfaction such as company policies, relationships with managers as well as co-workers and benefits (Shields et al, 2015). Whereas the motivator aspects contributed to the growth of satisfaction and motivation of employees, their lack did not translate to dissatisfaction necessarily (Turabik, & Baskan, 2015). In a similar approach, the presence of hygiene factors did not necessarily translate to an increase in motivation and satisfaction, but their absence resulted to an increase in dissatisfaction (Crossler, Long, Loraas, & Trinkle, 2014).
The theory proposes that for a school to have the most productive teachers, the manager needs to work on improving the hygiene and motivator factors. It is essential to ensure that your teachers feel supported and appreciated (Nuttin, 2014). Feedback is also essential in helping the employees on how they can grow and advance in the company (Shepard et al, 2018). In an attempt to eliminate instances of dissatisfaction in the job, it is essential to pay attention to your team and establish supportive relationships with them (Patrick et al, 2016). 
How to Apply Maslow’s Theory to the Workplace
Let us take the case of Chip Conley, who is the founder of Joie de Vivre hotel chain as well as the head of hospitality at Airbnb incorporated the hierarchy of needs by Maslow to transform his business (Nuttin, 2014). Chip argues that most managers struggle with the element of self-actualization and as a result focus on the lower levels of the pyramid (Crossler, Long, Loraas, & Trinkle, 2014). One approach to keeping the employees motivated is to help them understand what their roles mean during staff retreats (Olafsen et al, 2015). 
In one of his routines, he classified eight employees serving as house keepers and enquired from them how would someone perceive the role they played as a house keeper in a hotel and the name they would come up with (Moors, 2015). The groups came up with The Serenity Sisters, The Peace of Mind Police, and The Clutter Busters (Miner, 2015). The employees had a sense that what they did was more than just cleaning a room (Moors, 2015). They created spaces for travelers who are far from the comfort of their homes to feel safe and secure (Ahmad, Abbas, Latif, & Rasheed, 2014).
The team headed by Conley was able to realize the significance of their work to the company as well as to the people they were assisting. By establishing the value of the roles that they played, the team was able to feel valued and motivated to put in more effort (Lazaroiu, 2015). To attain the most from your team, it is essential to support them in other elements outside their work (Nuttin, 2014). You could introduce flexible hours of work to provide the teachers with sufficient time to take care of their families and ensure there is fair remuneration to help them in attaining financial stability (Ganta, 2014). 
How to Apply Equity Theory to the Workplace
The salary, level of education and experience, as well as gender are moderating values in the motivation of employees according to the theory. Employees that have higher education and level of experience are more informed thus they tend to compare themselves with employees in other organizations. Employees that have less experience depend on their experience and knowledge in making comparisons (Kowalczuk, & Czubenko, 2016).  Regarding gender, people like to compare themselves with members of the same sex (Crossler, Long, Loraas, & Trinkle, 2014). In essence, females are paid less than men in jobs in the same job and generally have fewer expectations on salary than men doing the same job (Facer Jr et al, 2014). Consequently, women employees that use other women as a reference standard results to a lower comparative standard (Wentzel, & Miele, 2016). Motivation is attained by ensuring that employees have a sense of equality in the various capacities that they serve (Nuttin, 2014). 
In summary, a motivated individual is someone that tries hard to achieve a certain objective. Motivation helps the teacher to work toward a goal and helps to stimulate creativity thereby inspiring students to learn more.  Motivation is therefore critical for optimum performance of employees. Nonetheless, it is not sufficient. The skills and knowledge needed to perform a job is critical and is on some occasions the main contributing factor to effectiveness.
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