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Leadership and motivation
Leadership and its behaviors are directly affected by several motivational theories. Motivation is only visible from the performance outcomes of business activity. It cannot be evaluated by measuring it directly. Motivation promotes creativity and innovation when a business unit is embraced as the workers are influenced in terms of vigor, presence of action, and direction (Chang, Cheng & Kuo 2019). The context of a working setup in a business is varied and broad; this makes the leader find the productivity solution entrenched in motivation. This factor is not a necessity at the workplace; there are many other things that can positively impact business performance. 
Leadership affects motivation significantly but is quantity and effect cannot be represented by actual outcomes. In a business setting, we can compare this to business performance. Workers in a business setting tend to identify their jobs as motivating and utilize availability (Van Quaquebeke & Felps 2018). Leaders are viewed as individuals that only make a difference in retrospect. Leaders act as the implementers of the activities that are meant to influence the way in which an activity is performed. Decisions made by the leaders are influenced by many other factors, but they end up being factored in to motivate the business setting in order to improve productivity (Van loop, 2019).
The motivation of members of an organization is as an impact on organizational leadership. But the relationship between motivation and leadership is mostly implicit. Motivation theories have a tendency of distancing from the actual behavior and content (Brady, Crockett & Van Bavel. 2020). There are huge chances of processual and proximal characteristics of motivation. Thus making the theories informative. Goal setting in a business park has been developed to form different support ideas. The earliest ideas of this relationship in question in terms of leadership are theories of transformation and path-goal theory. The two main types of leadership will include individuals in charge of teams and those at the top of the business setting.
The link between CEO leadership, performance, and motivation can be significantly revealed in the operations of a business, what the employees feel, and the outcome or productivity of the setting (Zigarmi,  Galloway & Roberts 2018). The general robust work done empirically is determined as a factor of motivation and output received. Leadership that inspires and creates passion among the employees, and as a result, it fosters productivity. Speed of work is an essential aspect in the business setting as it is gravitated toward motivation and constant reminding to ensure engagement is matching the production target.
Individuals can be encouraged to participate in essential functions, and planning to exemplify how motivation through the leadership team can improve performance. The business setting runs its activity smoothly as the operation are not negatively impacted as the motivation factor is to multiply the targeted goals and attain even better factors (Hahsmi & Siddiqui, 2020). In the case of a team, leadership motivation is affected directly by merely the presence of the leader. The bonds created among some leaders cannot be easily replaceable as they play a unique role in the growth and success of a business. Fairness perceptions and increased satisfaction are factors propelled by strong team leadership, and this finally motivates an on is gained effortlessly. The impact of leadership can only be attributed to a realistic approach that may not directly impact the subject. Leadership has a significant area of practice as a result of the direct feel of leadership effects.  	Comment by Arthur: 


References
Brady, W. J., Crockett, M. J., & Van Bavel, J. J. (2020). The MAD model of moral contagion: The role of motivation, attention, and design in the spread of moralized content online. Perspectives on Psychological Science, 15(4), 978-1010.
Chang, K. C., Hsu, Y. T., Cheng, Y. S., & Kuo, N. T. (2019). How work engagement influences relationship quality: the roles of work motivation and perceived service guarantee strength. Total Quality Management & Business Excellence, 1-25.
Hahsmi, K. A., & Siddiqui, D. A. (2020). Antecedents of Employees’ Entrepreneurial Orientation: The Role of Organizational Culture and Enabling Environment. Available at SSRN 3681265.
Van Quaquebeke, N., & Felps, W. (2018). Respectful inquiry: A motivational account of leading through asking questions and listening. Academy of Management Review, 43(1), 5-27.
Van Loon, N. M. (2017). Does context matter for the type of performance-related behavior of public service motivated employees?. Review of public personnel administration, 37(4), 405-429.
Zigarmi, D., Galloway, F. J., & Roberts, T. P. (2018). Work locus of control, motivational regulation, employee work passion, and work intentions: An empirical investigation of an appraisal model. Journal of Happiness Studies, 19(1), 231-256.

