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Introduction
 Motivation is an internal process that makes an individual attain a set of goals and objectives. The success of employee empowerment depends upon on the employers to be able to motivate their employees. These can be done by the heads of the department or the general managers in various work stations where they ensure that persons want to get out of their ways to work an extra mile. However, while considering motivation, it is also necessary to look at the work-life balance of the employees. These can be done by looking at the amount of time they devote to the leisure activities, family and work. Rewards available in motivation include:
Intrinsic rewards-They come from the owner or an individual’s experience.
Extrinsic rewards-They come from the third party, someone outside the organization.
Overview of Motivation in various work stations
Importance of motivation in an organization
· Improves the relationship between the employers and employees-since it results to the satisfaction of the employees.
· Leads to the achievement of organizational goals and  objectives since there is maximum utilization of the available resources
· It ensures a high level of competency among the employees, and this will increase the level of production. These will, in turn, lead to the utilization of resources and reducing the cost of operations.
· Motivation helps an individual in self-development which will later help the organization to achieve the set goals and objective
Motivational theories were developed in the early 1950s. In this paper, we are going to look at two significant approaches that can cause an impact in the workplaces. 
1. Maslow’s hierarchy of needs theory
According to Tsvangirai & Chinyamurindi, (2019) Abraham Maslow came up with this theory that he proposed in the year 1943, it was basically based on the classical depiction of how human can be motivated. Maslow came up with five needs to ensure there is motivation
· Safety needs-This include the safeness of the job, financial security and also your health.
· Social needs-a perfect example is the need for love, affection and also care.
· Physiology needs-Normally they are the essential requirement of life. 
· Esteem needs-Classified  into two (internal which includes respect, confidence and competence), we also have external that provides for recognition, power, admiration and attention 
Therefore this clearly shows that according to Maslow, employees were being drived by the wants that were unsatisfied. These could push the employers to work an extra mile to achieve their set goals and objectives and later result in satisfaction (Gutsche, & Griffith, 2017, July).
Limitation of Maslow’s Theory
· Different individuals are driven by different things which they need at different times
· It is not supported empirically
2. Herzberg’s Two-Factor theory
Chatterjee (2019), reiterates that Herzberg proposed these theories in the year 1959. According to Herzberg, there are some things which may lead to satisfaction while others will lead to prevention of dissatisfaction. The opposite of "satisfaction" is "no satisfaction" and in the case of "dissatisfaction" the opposite is "no dissatisfaction" that’s according to him
He also classified the job factors into:
· Hygiene elements-this refers to the most essential one, and by this, it means that they must exist in order motivation to take place at the workplace. If they do not exist in an organization, then there are high chances of dissatisfaction in that organization. This factors, therefore, are required to avoid dissatisfaction
· Motivational elements-This are elements or components that yield positive satisfaction. They motivate employers in the organization for superior performance. In other words, they are also called "satisfiers”. This factors may include meaningfulness of the work, responsibility, growth and promotional opportunities, sense of achievement and recognition
Limitations of the Theory
· It overlooks for situational variables, and this makes it not to be reliable as it is unpredictable
· It assumes that there is a correlation between satisfaction and productivity.
· It is not reliable since analysis differs from one individual to the other.
· It also faces some form of biasness.
· There was no form of a comprehensive measure of satisfaction used when the theory was invented.
Despite the limitations, Herzberg’s Two-Factor theory is accepted because managers strive to reward their employees leading to employee satisfaction in the organization. This, therefore, shows that if the managers or the employers motivate and reward their employees, the organization is likely to run well and utilize the available resources to maximize the output.
However, in any given organization, the managers need to come up with strategies and intervention measures to ensure the firm runs smoothly and attains its set goals and objectives. Below are some of the types of motivation and motivational interventions in various workplaces.
· Competence motivation- deals with the desires of an individual for them to be competent. These can be done by equipping the employees with the relevant skills for them to be more skilled in the workplace 
· Incentive motivation- This is the kind of motivation that an individual earns some allowances or compensation once he has attained a certain level of performance. A perfect example is awarding weekly bonuses to the employees.
· Affiliation motivation- It is preferred as the desire or wishes to belong to a specific group. When one contributes to a particular group and then later, they become successful, and the individual becomes happier. An example is encouraging togetherness or collaboration that is teamwork at workplaces. 

Conclusion
	Motivation is necessary at any given organization because it plays a significant role in ensuring the employees utilize the available resources to maximize the outputs. If the managers promote and correctly motivate their workers, then there is a guarantee that the firm will keep on prospering.
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