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Abstract

Workforce productivity stands as one of the most decisive determinants of
organisational achievement, and those in managerial positions hold considerable
influence over the conditions that either stimulate or suppress it. This article
investigates which motivational approaches managers can most effectively employ
to elevate employee output in today's dynamic work settings. The analysis draws
upon scholarly publications, professional industry surveys, and quantitative
research studies released between 2024 and 2026, consolidating evidence across
five principal motivation categories: acknowledgement and incentives,
transformational leadership practice, professional growth opportunities, the quality
of the working environment, and the distinction between internally and externally
driven motivation. The study finds that employee recognition initiative, open and
honest managerial communication, individually tailored advancement opportunities,
and Productivity: GARP INTER J. of and workplaces that foster psychological safety are the most reliably effective
. instruments through which managers can raise productivity levels. Of particular
Bus. & Mgt. Sci. Vol. 1, Issue 3, Pp. . )
concern is the current state of global workforce engagement: as of 2024, a mere
Sl g, 0P 15% of employees across the world report feeling genuinely motivated, revealing a
widespread motivational breakdown that demands urgent managerial attention and
evidence-based responses. The article closes with practical, research-grounded
recommendations for managers and organisations aiming to build cultures where
high performance can thrive. The broader implications for human resource policy
and the development of leadership capabilities are also explored.
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Introduction

Contemporary organisations operate within an
environment defined by accelerating technological
change, shifting demographic patterns across the
workforce, and an intensifying global contest for
market leadership. Within this environment,
sustaining and improving employee productivity
has become one of the foremost challenges facing
business leaders at every level. Central to
addressing this challenge is an enduring question
about human nature: what compels individuals to
put forth their greatest effort at work? A growing
body of empirical evidence points to management
practice as one of the most powerful answers
specifically, the nature and quality of the
motivational approaches that managers adopt in
their daily interactions with employees.

Decades of research have tracked the connection
between  staff  motivation  and broader
organisational outcomes. Yet the most recent data
paint a troubling picture. In spite of sustained
investment in engagement initiatives and
leadership training, meaningful motivation remains
elusive for the vast majority of workers globally.
Current figures indicate that as many as 85% of
employees worldwide fall into the categories of
either unengaged or actively disengaged, leaving
only 15% who are genuinely motivated in their
roles (High5Test, 2026). Within the United States,
the engagement rate slipped from 36% in 2020 to
just 31% by 2024, its most unfavourable reading in
a decade (Gallup, 2024). The economic toll of this
disengagement is equally alarming: low workforce
productivity cost the global economy an estimated
$438 billion in 2024 alone (DeskTime, 2026).

Against this backdrop, the responsibility of
managers to actively cultivate employee motivation
becomes critically important. Managers function as
the essential connective tissue between an
organisation's strategic ambitions and the day-to-
day effort of its people. The manner in which they
lead, communicate, recognise achievement, and
invest in employee growth directly determines the
degree to which employees choose to apply their
capabilities. As recent scholarship confirms,
employees who feel genuinely motivated not only
work harder but demonstrate greater commitment,
stronger loyalty, and a more consistent inclination
to contribute positively to long-run organisational
goals (Imran et al., 2025).

This article provides a thorough and critical
examination of the motivational factors most
available and effective for managers seeking to
raise employee productivity.
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It progresses from a structured review of
contemporary academic and industry literature
through to the presentation of recent empirical
findings, ultimately yielding a set of practical,
evidence-supported recommendations for
management practitioners. The study spans
multiple industries and geographical settings, and
all source material cited falls within the period from
2024 to the present.

Literature Review

Theoretical Underpinnings of Employee
Motivation
Scholarly inquiry into what drives human

motivation at work has produced a rich body of
theoretical frameworks that continue to guide
contemporary managerial thinking. Among the
most enduring are Maslow's model of hierarchical
needs, Herzberg's dual-factor theory, and the Self-
Determination Theory (SDT) developed by Deci
and Ryan. SDT has attracted particularly strong
renewed interest in recent research, with empirical
evidence reinforcing the proposition that motivation
arising internally through a person's sense of
autonomy, growing competence, and meaningful
connection to others generates more durable
engagement and a deeper sense of professional
fulfilment than externally imposed incentives alone
(Deci & Ryan, 2020, as cited in IJFMR, 2025). The
tension and interplay between these internal and
external motivational forces remain one of the
most actively examined topics in the field, with
direct relevance to how managers structure roles,
design incentive  systems, and  convey
organisational purpose to their teams.

Current scholarship defines motivation as the
product of several interacting cognitive processes:
the strength of an individual's desire, the perceived
value attached to a given objective, and the
expectations held both by the individual and by
those around them (SEEJPH, 2025). This
multifaceted conception of motivation has
important practical implications. It suggests that
managers who confine their motivational efforts to
financial rewards alone are addressing only one
dimension of what drives performance. To foster
genuinely productive employees, managers must
attend to psychological needs and social dynamics
alongside material considerations.
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The Role of Recognition and Reward in Driving
Employee Motivation

Of the many managerial behaviours documented
in the literature, few have been as consistently and
strongly associated with improved employee
motivation as the act of recognising and
appreciating employee effort. When managers
make a deliberate practice of acknowledging
contributions and celebrating success, the
cumulative effect on performance, commitment,
and workforce stability is substantial. Research
demonstrates that a well-integrated recognition
and appreciation culture simultaneously raises
staff performance levels, deepens engagement,
lowers voluntary turnover, and encourages
employees to go beyond their formal role
requirements (Economics and Digital Business
Review, 2025). Statistics from a 2024 Gallup study
revealed that workers who are regularly
recognised are 45% more likely to remain with
their current employer over a two-year horizon
(Hoops HR, 2025), while a separate 2024 Reward
Gateway report showed that nine in ten HR
professionals believe that a well-functioning
recognition programme directly improves business
outcomes, with nearly the same proportion
affirming a positive effect on staff retention (Select
Software Reviews, 2026).

The form that recognition takes has also evolved
considerably. Although traditional approaches
such as personal commendations from a manager
or formal award ceremonies retain their
motivational value, more recent evidence reveals
the growing importance of structured and digitally
enabled reward systems. According to
Workhuman's 2025 Reward Study, employees
who report a highly positive reward experience are
more than twice as likely to feel consistently
motivated to perform at a high level. Those who
receive recognition that satisfies at least four of the
five pillars of a strategically designed recognition
framework are 12.2 times more likely to feel a
deep sense of connection to their organisational
culture. When reward carry tangible monetary
value, feelings of workplace belonging increase by
28% and employee engagement climbs by 21%
(Workhuman, 2025).

Group-level recognition also deserves attention:
programmes that celebrate collective team
achievements have been found to strengthen
collaborative effort and lift engagement across
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entire work units (Presslee et al., 2023, as cited in
Economics and Digital Business Review, 2025).
This  broader application of  recognition
underscores its capacity not merely to motivate
individuals but to shape the performance culture of
teams and departments as a whole.

Leadership Style and Motivational Climate

The approach to leadership that a manager adopts
is perhaps the single most consequential factor in
determining the motivational tone of a workplace.

Contemporary research identifies two broad
categories of leadership in terms of their
motivational orientation: transformational

leadership, which cultivates internal motivation by
connecting employees to a larger sense of
purpose and encouraging personal development,
and transactional leadership, which relies primarily
on external motivators such as structured rewards
and clearly defined consequences (Frontiers in
Organisational Psychology, 2025).
Transformational leaders devote attention to long-
range development goals and channel employees'
personal ambitions toward shared organisational
aims, thereby fostering workplace cultures
characterised by creativity, commitment, and high
performance (Islam, 2024).

A rigorous review of 20 peer-reviewed studies
published between 2019 and 2024 found strong
and repeated evidence that democratic and
transformational leadership approaches, when
paired with strong intrinsic and extrinsic
motivational conditions, consistently produce
superior employee performance outcomes
(AJEMB, 2025). In educational settings, research
similarly confirmed that both transformational and
transactional leadership styles generate
meaningful motivational responses among staff,
with employees reporting elevated levels of
personal fulflment alongside appreciation for
recognition-based incentives (IJRISS, 2025).

A third model servant leadership, in which
managers centre their attention on the wellbeing
and development of those they lead has also
proven to be a potent builder of workplace trust
and team cohesion (Wang et al., 2025).

The most effective managers, recent literature
suggests, do not commit exclusively to any single
style but instead draw flexibly from multiple
leadership approaches, calibrating their
motivational strategies to the specific needs,

EISSN: 1595-5613



Pegneteji, K & Ekienabor, E (2026)
preferences, and circumstances of individual team
members (Profeti & Toth, 2025). This adaptive
orientation toward leadership creates teams that
benefit simultaneously from the sense of personal
meaning that intrinsic motivation provides and the
concrete reinforcement of well-designed extrinsic
incentives.

Career Development and the Motivation to
Grow

Beyond compensation and direct recognition, the
opportunity to grow professionally has established
itself as one of the most compelling non-financial
motivators that managers can offer. When
employees perceive a genuine path toward skill
acquisition, role advancement, and long-term
career progression, their engagement with their
current responsibilities intensifies and their
commitment to the organisation deepens
(Hasmawati et al., 2024). This connection between
professional development  and enhanced
motivation was further reinforced by Mohamed et
al. (2025), who confirmed in a study of non-
governmental organisations that career
development opportunities significantly shape the
motivational conditions that underpin employee
performance.

Survey data from Research.com (2025) show that
more than two-thirds of the workforce (68%)
regard access to training as fundamentally
important to their professional satisfaction, directly

tying learning opportunities to performance
outcomes. Organisations that prioritise
development investment achieve 11% higher

profitability and stronger retention figures than
those that do not (Gallup, 2023, as cited in Journal

of Social and Organisational Matters, 2025).
Managerial support for employee growth
particularly through encouraging access to

training, identifying skill development needs, and
displaying openness to employee advancement is
identified as among the most powerful influences
on an employee's actual capacity to fulfil their role
effectively (Hosen et al., 2024).

Career development's motivational power is further
amplified when managers take care to match
employees to roles that draw on their natural
strengths. Research suggests that this form of
role-to-individual alignment can drive motivation
upward by as much as 36%, with corresponding
improvements in  both productivity and job
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satisfaction (High5Test, 2026). Formal assessment
tools designed to identify employee strengths and
aptitudes can multiply motivation and engagement
by up to six times when they result in better role
alignment, illustrating the substantial returns
available to managers who invest in ftruly
understanding their people (High5Test, 2026).

Workplace Environment and Psychological
Safety

The conditions of the environment in which
employee’s work both physical and interpersonal
play a foundational role in sustaining motivation
over time. Research consistently shows that when
managers succeed in creating a supportive, well-
structured, and emotionally secure workplace, the
intrinsic motivation of employees rises, producing
corresponding improvements in job satisfaction
and overall performance (Agency Journal of
Management and Business, 2025). A 2025
qualitative investigation of a FinTech organisation
identified  managerial  trust, openness of
communication, and visible management support
as the three most critical strategies for maintaining
employee motivation, findings that align with
broader research linking transparent and
empowering leadership to sustained workforce
engagement (European Journal of Business and
Management Research, 2025).

Trust emerges repeatedly in the literature as the
bedrock of a motivating workplace. When
employees sense that they are trusted and given
real agency over their work, they respond with
stronger performance and greater personal
investment. Cultures of open dialogue contribute
an additional layer of motivational support by
creating the sense of psychological safety
necessary for employees to take risks, share
ideas, and remain fully committed to their roles.
Access to professional development opportunities
completes this picture, building confidence and
reinforcing a sense of ongoing personal growth
(Nohria et al., 2008, as cited in EU Open Science,
2025).

Quantitative evidence further confirms that both
the compensation structure and the quality of the
non-physical work environment encompassing
interpersonal relationships, organisational culture,
and degrees of workplace flexibility exert a positive
and statistically significant influence on employees'
external motivation, which in turn translates
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directly into measurable productivity improvements

(ResearchGate, 2025). Managers who attend
carefully to these environmental conditions
including ergonomic considerations, inclusive

practices, and employee wellness create the
structural foundations upon which all other
motivational interventions can more effectively
operate.

Digital Technologies, and

Modern Motivational Tools

Gamification,

Recent years have witnessed a significant
expansion of the tools available to managers
seeking to motivate their teams, with technology
playing an increasingly central enabling role. By
2025, artificial intelligence, real-time feedback
platforms, and gamified systems have become
standard components of leading organisations'
motivational infrastructures. Research by Mercer
(2024) found that employees now express a strong
preference for personalised benefits packages
such as choosing between additional leave,
wellness allowances, or professional development
funding over standard, undifferentiated
compensation offerings (Hoops HR, 2025). This
move toward personalisation reflects the broader
shift in motivational thinking away from uniform
solutions and toward approaches tailored to the
individual employee.

Gamification the application of game-design
principles such as competitive leaderboards,
achievement badges, and performance challenges
to workplace contexts has shown considerable
promise as a motivational tool. According to 2024
Forbes analysis, nine out of ten employees report
experiencing an increase in their own productivity
when gamification elements are incorporated into
their working experience (Hoops HR, 2025). More
broadly, 67% of workers express a preference for
motivation = programmes  delivered  through
technology-enabled platforms, citing  their
convenience and their capacity to link together
employees who work across different locations or
time zones (Deloitte, 2024, as cited in Teravexa).
For organisations managing hybrid or fully remote
workforces, digital recognition tools, virtual event-
based celebrations, and interactive training
systems have emerged as highly effective
substitutes for the in-person motivational practices
of previous workplace eras (Teravexa, 2025).
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Research Design

The methodological approach underpinning this
article is a systematic literature review (SLR),
conducted in alignment with the principles of the
PRISMA framework Preferred Reporting ltems for
Systematic Reviews and Meta-Analyses to ensure
that the review process is transparent, consistently
applied, and capable of replication by other
researchers. The SLR methodology was chosen
because it allows for a structured and
academically rigorous integration of findings drawn
from diverse empirical and theoretical sources
spanning a variety of organisational sectors,
industries, and national contexts. This approach
mirrors the methodological norms established by
recent scholarship in the field of employee
motivation and performance (AJEMB, 2025;
Tandfonline, 2025).

Data Sources and Search Protocol

The primary sources of evidence for this review
encompass peer-reviewed academic journals,
professionally published industry reports, and
quantitative survey datasets released between
January 2024 and May 2026. Academic searches
were carried out across major platforms including
Google Scholar, ResearchGate, Frontiers in
Organisational Psychology, the American Journal
of Economic and Management Business, and the
European Journal of Business and Management
Research. Industry-sourced empirical data from
organisations including Gallup, Workhuman,
Deloitte, McKinsey, and Mercer were additionally
incorporated where they offered statistically
relevant insights into managerial approaches to
motivation.

The key search terms applied during the literature
retrieval process included: 'employee motivation',

'managerial motivational strategies', 'workforce
productivity’, 'transformational leadership and
performance’, 'recognition and reward

programmes','career development and motivation',
'workplace environment and employee
engagement’, 'intrinsic versus extrinsic motivation',
and 'employee engagement trends 2024 to 2026'.
Boolean search operators specifically AND and
OR were utilised throughout to sharpen and
broaden searches as appropriate.
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Criteria for Study Inclusion and Exclusion

Articles and reports were admitted into the review
if they satisfied the following conditions: first,
publication must have occurred within the period
January 2024 to May 2026; second, the study
must directly address the relationship between
managerial behaviour or organisational strategy
and employee motivation and/or productivity; third,
the work must be written in English; and fourth, the
source must qualify as either a peer-reviewed
academic publication or a report issued by a
credible and established industry research body.
Sources were excluded from consideration if their

primary focus was on macro-level economic
productivity  indicators  without = meaningful
engagement with individual or team-level

managerial dynamics, or if their date of publication
predated the January 2024 threshold.

Analytical Framework

The analysis of the collected literature followed a
thematic synthesis process. Key patterns and
findings were identified across the body of
sources, then systematically grouped and
examined under five core motivational themes:
acknowledgement and reward mechanisms,
leadership orientation and style, career growth and
learning provision, the physical and interpersonal
work environment, and technology-enabled
motivational practices. Quantitative findings drawn
from survey-based research were handled through
descriptive analysis, while qualitative insights from
case studies, interviews, and observational
research were integrated thematically. Where
divergent or conflicting results emerged between
studies, these were carefully noted and interpreted
with reference to the specific industry context,
national setting, or organisational scale of the
respective research.

Presentation of Findings

Any meaningful discussion of what managers can
do to improve employee productivity must first
grapple with the scale of the current global
engagement deficit. The most current available
data indicate that just 15% of the world's
employees feel actively invested in and motivated
by their work, while the remaining 85% are either
passively disconnected or, in some cases, actively
counterproductive in their behaviour (High5Test,
2026). In the United States, this downward trend in
engagement has been particularly pronounced,
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with committed engagement rates slipping steadily
from 36% in 2020 to a ten-year low of 31% in 2024
(Gallup, 2024). Across the Atlantic, the picture is
still more discouraging; with the United Kingdom
recording the weakest motivation scores of any
region in major global surveys: only 60% of UK
workers reporting motivation to go beyond their
basic duties, a figure substantially below the 75%
registered in the United States and the 84%
reported in India (High5Test, 2026). Taken
together, these statistics frame the study of
managerial motivation strategies not as a
theoretical exercise but as a practical imperative.

Recognition: High-Impact, and

Widely Underused

Low-Cost,

Across every category of literature examined in
this review, the act of recognising employee effort
emerged as one of the most reliably powerful and
operationally accessible motivational interventions
within @ manager's repertoire. A global employee
survey found that 69% of workers would increase
their output if they felt their contributions were
more meaningfully acknowledged a finding that
positions recognition as among the most cost-
efficient productivity investments available to any
organisation (High5Test, 2026). Data from the
2024 Gallup-Workhuman collaboration indicate
that employees who benefit from substantive, high-
quality recognition are 45% less likely to seek
employment elsewhere within the subsequent two
years (HR Cloud, 2026).

The organisational-level case for recognition is
equally compelling. Nine in ten HR practitioners
report that an effective recognition scheme
improves measurable business performance, while
86% of companies operating formal recognition
programmes document higher levels of employee
satisfaction (SelectSoftwareReviews, 2026). In
Workhuman's 2025 Reward Study, 94% of
employees who considered their recognition
programme to be of high quality reported daily
motivation to deliver their best performance,
illustrating the near-universal motivational return of
a well-constructed recognition culture. When the
rewards embedded in recognition carry tangible
monetary value, engagement rises by 21% and
feelings of belonging increase by 28%, while
employees with access to meaningfully high-
quality recognition are 12.2 times more likely to
report a deep sense of cultural connection to their
organisation (Workhuman, 2025).
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Transformational Leadership as a Proauctivity
Catalyst

The evidence gathered in this review affirms
transformational leadership as the most effective
and sustainable leadership approach for
generating long-term employee motivation and
higher productivity levels. Work by Suryadi et al.
(2024) establishes that this leadership style
elevates employee motivation and output through
the cultivation of a collectively held vision and the
active empowerment of individuals within the team.
These effects operate by strengthening workers'
internal motivation and channelling it toward more
productive and goal-directed behaviour (Udin et
al., 2023, as cited in ResearchGate, 2024).

A study in the Agency Journal of Management and
Business (2025) confirmed that employees who
are internally driven in their motivation show
markedly higher levels of engagement and work
performance. Importantly, the same research
noted that transformational leadership exerts its
greatest productivity impact not directly but
through the mediating influence of job satisfaction
underscoring the importance of leaders attending
holistically to the psychological and relational
dimensions of employee experience, rather than
limiting their attention to task performance alone.
Servant leadership, which channels managerial
energy toward prioritising the welfare and
professional growth of employees, was additionally
identified as a significant catalyst for organisational
trust and collaborative effectiveness (Wang et al.,
2025).

Career Growth as a Long-Term Motivational
Commitment

Professional development consistently featured in
the research as a highly effective, long-lasting
motivational investment for managers to make.
The fact that 68% of employees identify training
access as central to their sense of job satisfaction
(Research.com, 2025) makes clear that career
development is not a secondary concern but a
primary driver of performance that belongs firmly
within the scope of managerial responsibility.
When managers take an active role in supporting
employee progression whether through mentoring
relationships, targeted training, opportunities to
take on more challenging responsibilities, or
transparent communication about advancement
pathways employees respond with measurably
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stronger higher performance

outcomes.

motivation and

The practice of aligning individual roles to personal
employee strengths also produces significant
motivational returns: where this alignment is
achieved, motivation levels can rise by up to 36%,
accompanied by parallel gains in both productivity
and overall job satisfaction (High5Test, 2026). This
body of evidence collectively advocates strongly
for a more individualized approach to people
management, in which high-performing managers
make the investment of time and attention required
to understand the unique motivational profile of
each team member and adjust role expectations
and development opportunities accordingly.

Trust and Environment as the Foundation of
Motivation

The social and physical conditions of the
workplace, while frequently subordinated in
managerial focus to financial or structural

considerations, prove in the research literature to
constitute a foundational dimension of employee
productivity. Both compensation levels and the
quality of the non-physical work environment
encompassing workplace relationships, levels of
autonomy, and the general organisational
atmosphere were found to exert statistically
significant positive effects on employees' external
motivation, which in turn translates into
measurable productivity gains (ResearchGate,
2025).

A 2025 FinTech sector study highlighted trust as
the single most fundamental enabler of this
environmental  motivation:  employees  who
experience genuine trust from their managers
consistently demonstrate superior performance,
and this trust forms the psychological basis upon
which all other motivational interventions depend
(EU Open Science, 2025).

A workplace culture characterised by open
dialogue fosters the psychological safety that
allows employees to perform without fear of
judgement, to share ideas freely, and to remain
fully committed over time. The business case for
investing in such environments is reinforced by
Gallup data (2024) showing that organisations with
robust motivational frameworks experience a 25%
reduction in employee turnover confirming that a
motivating workplace not only drives immediate
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productivity but also preserves the workforce
stability that sustains it into the future.

Goal Alignment and Active Managerial Support

The research reveals that the degree of alignment
between what employees are working towards and
what the organisation needs to achieve is one of
the most quantitatively impactful factors in
managerial motivation practice. Where managers
succeed in ensuring that employee objectives are
clearly connected to broader organisational
priorities, productivity improvements of up to 56%
have been recorded (High5Test, 2026). This
finding carries significant implications for how
managers approach performance conversations,
target-setting, and the communication of strategic
context to their teams. Employees who understand
not just what they are expected to do but why it
matters tend to bring substantially greater purpose
and energy to their work.

Visible managerial support for employee
development expressed through advocacy for
training access, responsiveness to skill-related
needs, and genuine openness to career
progression is identified in the research as one of
the most potent factors in building the capacity of
employees to perform their roles well (Hosen et al.,
2024). The implication is that managers who are
actively and demonstrably invested in the growth
and success of their people function as
productivity multipliers, and that this supportive
orientation becomes most impactful precisely at
the point where it enhances the actual working
capability of employees.

Al, Gamification, and the Future of Motivational
Practice

The most recent period under review 2024 to 2026
has been marked by a notable acceleration in the
integration of technology into motivational
management practice. The research establishes
that 67% of employees express a preference for
motivation programmes delivered through digital
platforms (Deloitte, 2024), while nine in ten
workers report that the incorporation of
gamification into their work experience has a
positive effect on their productivity (Forbes, 2024).
Al-driven tools now allow organisations to deliver
personalised recognition, individually calibrated
rewards, and tailored development pathways at
scale a capability that represents a fundamental
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departure from the uniform motivational strategies
of prior generations.

The decline of the annual performance review in
favour of ongoing, real-time feedback loops has
been accelerated by these technological
developments. Research indicates that frequent,
timely recognition particularly when it is tied to
specific high-value behaviours or outcomes
sustains employee motivation throughout the year
far more effectively than periodic formal
evaluations (MatterApp, 2025). For distributed or
hybrid teams, digital motivation infrastructure
including virtual award systems, online learning
environments, and live recognition events has
become an indispensable means of maintaining
the social and motivational fabric of teams that are
not physically co-located (Teravexa, 2025).

Summary, Conclusions and Recommendations
Summary

This article has undertaken a comprehensive
review and analysis of the motivational strategies
most available and effective for managers seeking
to enhance employee productivity. Working from a
foundation of peer-reviewed scholarship and
industry research published between 2024 and
2026, the study identified motivation as an
inherently complex, multi-layered phenomenon
shaped by recognition practices, leadership
orientation, professional development provision,
workplace conditions, goal-setting coherence, and
the increasing use of enabling technologies. The
urgent backdrop of near-universal global
disengagement with only 15% of employees
worldwide genuinely motivated as of 2024 gives
the conclusions of this review immediate practical
significance.

The review examined five primary motivational
domains. Recognition and reward programmes
emerged as the most immediately actionable and
broadly effective lever available to managers,
consistently delivering substantial improvements in
engagement and retention at relatively modest
cost. Transformational and servant leadership
models were found to generate the strongest long-
term motivational conditions, particularly when
they addressed employees' intrinsic need for
purpose and growth. Career development
provision encompassing both formal training and
informal strength-to-role alignment was identified
as both a productivity catalyst and a retention
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strategy. Workplaces built on trust, psychological
safety, and genuine managerial supports were
found to form the environmental preconditions for
all other motivational strategies to succeed.
Finally, Al-powered and gamified motivation tools
were found to have significantly expanded the
practical range of motivational interventions now
available to managers, particularly in remote and
hybrid contexts.

Conclusions

Four principal conclusions emerge from this body
of evidence. First, among all the motivational tools
accessible to managers, recognition stands out as
the most universally reliable and cost-effective.
Organisations in which managers consistently and
meaningfully acknowledge the efforts and
achievements of their people in a timely,
personalised, and purposeful manner build the
motivational cultures from which high performance
naturally flows. Second, leadership style exerts a
pervasive and decisive influence on motivational
climate. Managers who adopt transformational
approaches inspiring their teams with a compelling
sense of purpose, encouraging genuine autonomy,
and investing actively in people's development
produce workforces that are substantially more
motivated and more productive than those
managed through purely transactional or directive
means.

Third, the provision of career development
opportunities cannot be treated as peripheral or
optional; it is a core managerial obligation with
direct and measurable consequences for
employee motivation and productivity. Managers
who actively invest in the professional futures of
their team members generate returns not only in
individual performance but in organisational
retention and culture. Fourth, the quality of the

work environment spanning physical,
interpersonal, and psychological dimensions
establishes the foundational conditions that

determine whether all other motivational efforts
succeed or are undermined. Trust, transparent
communication, and consistent managerial support
represent the hidden but essential infrastructure of
any high-motivation organisation.

These conclusions collectively affirm that the most
effective managers are those who view motivation
as a holistic, ongoing responsibility one that
demands a thoughtful combination of intrinsic and
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extrinsic strategies, tailored to the needs and
aspirations of individual employees as well as the
broader team and organisational context.

Recommendations

The following recommendations are offered to
managers, human resource professionals, and
senior organisational leaders based on the
findings and conclusions detailed in this review:

1. Build Formal, Consistent Recognition
Frameworks. = Rather than leaving
recogniton to ad hoc managerial

discretion, organisations should establish
structured systems that embed
acknowledgement of employee effort into
regular practice. Recognition should be
timely, specific to behaviours and
outcomes that align with organisational
values, and calibrated to individual
employee preferences wherever possible.

2. Develop Managers in Transformational
Leadership. Leadership  development
initiatives should move beyond technical
management competencies to build the
relational and motivational capacities
associated with transformational
leadership including skills in empathetic
communication, active listening,
articulating organisational purpose, and
connecting individual contributions to
strategic goals.

3. Make Career Development a Managerial
Priority. Managers should engage in
regular, substantive career conversations
with each member of their team, working
collaboratively to build development plans
that reflect individual strengths,
aspirations, and organisational
requirements. Training access, mentoring,
and the opportunity to take on meaningful
stretch challenges should be consistently
available at all levels of the workforce.

4. Create and Protect Psychologically Safe
Workplaces. Managers should be formally
accountable for the motivational and
interpersonal health of their teams. This
requires deliberate attention to building
cultures of trust, open communication, and
mutual respect, supported by broader
organisational wellness strategies that
reinforce rather than contradict managerial
efforts.
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5. Co-Create Meaningful ana Augned
Employee Goals. Performance
management processes should be

redesigned around collaborative goal-
setting conversations in which managers
and employees jointly establish objectives
that connect individual purpose to
organisational direction. Regular progress
check-ins should replace annual review
cycles as the primary mechanism of
accountability and recognition.

6. Invest in Technology as a Motivational

Enabler. Organisations should actively
evaluate and adopt digital platforms
including Al-driven recognition tools,

gamified performance systems, and real-
time feedback applications that allow
motivational interventions to be
personalised, scaled, and delivered
effectively in hybrid and remote working
environments.

7. Institutionalise Regular Motivational
Reviews. The motivational health of an
organisation should be assessed on a
systematic and recurring basis through
scientifically validated engagement
surveys, structured analysis of exit
interview data, and ongoing productivity
measurement. The insights generated
should feed directly into the refinement
and evolution of managerial motivation
practices over time.
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