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Introduction
Understanding the human side of the business is important when it comes to putting in place some dynamics for improving business performance. Research has shown that the relationship between employees and the organization can improve or lower business performance (Latif et al., 2015). By thinking about how businesses managed employees in the past, one would realize that employees had no rights to making decisions and were often required to work for long hours for very little pay.  There were no benefits or human aspects brought to the workplace to improve their working relationships. According to Latif et al (2015), when all these issues were put together they influenced employees’ ability to give their best hence affecting their overall productivity.
Organizations that do not view employees’ needs as a priority tend to experience high rates of turnover and decreased overall production.  While employees’ aspect of leaving an organization is not really a bad thing, it is risky when highly skilled ones leave to seek employment elsewhere. This paper evaluates the relationship between motivation, work performance, and job satisfaction and how all these contribute to overall business performance. 
Employee Motivation
Motivation is a term referring to the force behind people’s behavior to do something without being controlled or forced to do it. According to Chan et al (2000), employees who are motivated tend to be happy and they go extra mile to ensure that they surpass business expectations. For example, when salespersons are motivated, they work hard or go extra mile to reach beyond sales goals even when business is slow. As such, motivation explains employees’ behavior in terms of their level of effort and persistence. 
Chan et al (2000) emphasizes that motivation has a direct impact on employee performance and the overall productivity of an organization. Motivation does not come naturally and organizations have to tap on it to bring out the best of their employees. There are many ways in which they do it. Researchers talk about intrinsic and extrinsic motivation. 
Intrinsic Motivation
Through the theory of self-determination, Deci et al (1994) explain that intrinsic motivation is a way of increasing interest and internal pleasure. The concept of this theory has created new ways of thinking around employee incentives and strategies that organizations use to motivate employees. According to Deci et al (1994), intrinsic motivation is the aspect of inspiring people from within. The stimuli used in this kind of motivation tend to make employees develop the willingness and interests to do certain tasks or carry out various activities under minimal supervision. 
Deci et al (1994) also emphasizes that the role of intrinsic motivation is to make people perform activities or tasks assigned to them for its inherent satisfaction rather than for some identifiable consequences. For example, many organizations have developed reward programs for all their employees. These rewards do not have any euphemism for control, but are meant to make employees happy and feel appreciated. When employees feel appreciated they do their best to ensure that they meet deadlines, meet business goals, and so forth.
Employees do not like it when organizations try to control them. With this understanding, organizations had been using creative ways to ensure that employees are motivated intrinsically. In fact, research shows that when employees are rewarded for doing something right or for achieving a certain goal, they feel that the organization is trying to control them for that particular achievement. When they feel controlled they tend to think that they do not have any autonomous charge over their lives and are being manipulated to achieve business goals rather than their autonomy. 
How intrinsic motivation influences employee motivation
Intrinsic rewards encourage employees to be committed to their work. As organizations continue to look for ways in which they can motivate employees intrinsically, the concept of “engagement” becomes universal in explaining the kind of motivation employees should have in the workplace. According to Thomas (2009), organizations are hiring employees who are likely to be psychologically engaged to their work. 
Intrinsic motivation has something to do with employees being motivated to doing activities not because they are forced to, but because they find them interesting and valuable. In other words, employees are inherently motivated to go an extra mile working harder and smarter because that is what they are willing to do and not what the organization wants them to do. When intrinsically motivated, they feel a real sense of willingness to perform certain tasks they find interesting and inherently feel the obligation to do them simply because they are pressured from within. A perfect scenario that demonstrates intrinsic motivation is when employees’ shows interest to advance their knowledge so they can be experts on their field of operation. 
Extrinsic Motivation
In today’s business world, organizations had been strategizing ways in which they can keep their employees motivated or even satisfied so as to achieve some desired outcomes. The essence of keeping them satisfied comes in form of benefits also known as extrinsic rewards. Extrinsic rewards are external and are sometimes offered in monetary forms. They are used to boost morale particularly by targeting the gap left by intrinsic motivators. Many organizations had been using salary and other fringe benefits to boost the morale of their employees (Thomas, 2009). 
While extrinsic motivation is intended to boost morale, research shows that it is also more likely to reduce intrinsic motivation (Thomas, 2009). Therefore, organizations need to be careful when looking for ways to use it as a form of motivating their employees. The following is a description of a performance issue which resulted from an extrinsic motivational problem. 
The performance issue, which resulted from a motivational problem (what, why, who)
Qantas is an organization offering flight services. A few years ago, the organization was in crisis when it decided to lay off thousands of its employees due to reduced revenues. All along the company was experiencing some issues with its workforce because it had refused to allow them to join labor unions. The reason for this was the organization was aware of poor working conditions and it never wanted to pay for overtime. Employees’ morale is more likely to reduce when subjected to poor working conditions and when their extra hours at work are not compensated. When morale reduces, it also means that employees will be reluctant to go an extra mile to ensure that they meet business goals. This is what happened to Qantas, it refused to improve working conditions and pay overtime. As a result, its overall performance declined. 
Theory explaining how the relationship between organizations and its members can be influenced by what motivates them to work
Maslow’s Hierarchy of Needs Theory
Through his theory, Maslow explains that everybody has some personal needs and motivation should be focused on meeting those needs. Maslow arranged the needs in a hierarchy. He used the hierarchy to explain that organizations should first seek to satisfy the lowest needs of their employees before satisfying the needs at the highest hierarchy level. These needs include: physiological, security, sense of belongingness, self-esteem, and self-actualization needs (McLeod, 2007).
This theory suggests that while Qantas employees may have been working as great teams that allowed them to meet their physiological needs, the organization failed to meet their second need which was job security. The organization was not offering any employee benefits such as healthcare benefits even if the conditions in which they were working from were life threatening. Also, when employees sought the help of labor unions that they expected to negotiate for their welfare, Qantas went ahead to suck most of them. This made the rest of the employees to lack a sense of belongingness when working in the organization. Their self-esteem reduced as they feared they would as well be sucked if they claimed their rights. Failure to meet all these needs led to reduced employee morale and in overall reduced productivity that eventually resulted into reduced profits. 
Intervention/Action
The organization should ensure that employee’s sense of belongingness is heightened with the understanding that all employees seek respect and recognition for the value they bring to the workplace. To improve their sense of belongingness, the organization should respect its employee’s decision to join labor unions and ensure that all issues pertaining to human effort are addressed. By so doing, it will not perceive labor unions as a threat to thwart its operations but as an entity that helps manage its workforce.  
External rewards become important at this level. The organization should ensure that employees are compensated for overtime and are offered other fringe benefits that would boost their morale such as paid vacations, healthcare benefits, and so forth. Maslow explains that when such external rewards are made available, they move employees to self-actualization level where they become even more concerned about achievement and their value of autonomy (McLeod, 2007). All these drive employees to a state where they feel interested to not only perform challenging work but go an extra mile to achieving business goals.  
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