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Leadership Motivation Relationship Discussion
Leadership motivation refers to activities executed by the management to ensure that workers and other parties are committed to working. One of the reasons for motivation is to ensure that changes suggested are implemented in the organization successfully. The paper discusses the impacts of modification in various linkages, gives insights on leadership motivation relations, and also describes the roles of leaders in changes implementation.
When change occurs, organizations' employees, structures, cultures, and operations, among others, are impacted. The outcomes would be either positive or negative, in which the leaders should be keen so that the set objectives are met. Being current regarding industry trends is one of the positive impacts of change in an organization. Companies consider changes when the existing operations seem outdated, giving competitors the chance to provide better goods and services (Specht et al., 2018). In dealing with the threat, organizations implement changes meant to attract more potential customers by meeting their demands. For example, a company developing a new product would prefer online marketing, because buyers prefer it.  
Therefore, changes impact organizations' operations but making them on par with the trends in the market. Change implementation also beings about innovation in companies. Notably, change is a process where the leadership team engages the employees to come up with ways to ensure changes (Deschamps et al., 2018).  Since people are given a chance to air their views, innovation is experienced, which enables the organization to grow and develop.  Besides, change increases business efficiency because the challenges faced are solved, increasing chances for the organization to attain competitive benefits. Employees' attitudes and morale in the company is also boosted because involving them in making decisions shows that they are valued. As a result, they develop a commitment to executing their duties in the organization, reducing cases of workers turnover. 
The change process could also have adverse effects on the different linkages in an organization. Mental stress is one of the adverse impacts of changes in an organization. Research shows that 55% of employees in companies that ensures changes from time to time experience either physical issues or emotional stress (Kjeldsen, 2019). The number is lesser in workers whose companies do not consider changes as part of their operations. Some of the reasons that cause increased stress levels are ineffective communication and fear of future changes considering their job security. Change implementation could also cause reduced loyalty and more employees’ turnover.
 It is the case because the change process needs a lot of money, which pushes some companies to cut salaries. The action demotivates workers, making them quit for organizations that offer satisfying salaries. The workers that remain in the organization are those who do not secure jobs elsewhere. Apart from that, change processes would lead to life alternations of employees due to restructuring. For instance, salaries would be reduced, benefits lost, job loss, or relocation, among others.  In the end, employees' way of living and the day to day activities are altered. 
Based on the above impacts of changes implementation in organizations, several insights regarding leadership and motivation relations are notable. Notably, the chief aim of change implementation is to boost the company where the leaders involved play a vital role. Positive impacts are achieved when leaders maintain respect at all levels at work (Homberg et al., 2019). As noted above, the process needs inputs from various stakeholders requiring the leaders to respect all members, regardless of their color, race, religion, among other aspects. Leadership and motivation for change also need a smooth conversation between leaders and workers. The interaction should be done at both personal and public levels. The aim is to ensure that the right information concerning the change process is collected and also make them understand the expected outcomes. Employees also feel motivated when leaders show gratitude whenever specific goals and objectives are met. The leaders should have short term goals where appreciation after the achievement is needed, to make the workers feel their efforts are felt. Besides, leadership and motivation relate to development, in that leaders should not only focus on the organization's success but also personal growth.
Leadership motivation relations indicate that leaders have significant roles in change implementation. Leaders have the task of sponsorship, meaning that the process should have the needed resources. In this case, leaders gather information on resources required attention and other needs so that the expected duties are executed right. Leaders should also be role models, whereby the attitudes and behaviors they show, are in line with the changes. In doing this, the managers should be self-aware and also understand the expected outcomes. For example, where an organization wishes to implement a smooth communication model, leaders ought to make it a habit to convey information as needed. 
Being role models make the employees motivated to follow similar steps so that they attain benefits for being committed at work (Pasmore & Woodman, 2017). Also, leaders have a role in the decision-making process. Change implementation needs various choices to be made, where the leaders should involve employees and other stakeholders. When this is done, the chances of making the right decisions are increased, and the members feel valued, thus enabling change implementation.
[bookmark: _GoBack]Successful change implementation also requires leaders with the right communication skills. Every member plays a role in process, and leaders should let them know through the development of a reliable communication channel. Where leaders convey information right and without delays, the different parties involved learn their roles and execute them (Hussain et al., 2018). Also, leaders should be accountable for their actions in the change implementation process. Accountability makes them stand for truth even when risks are involved. Being responsible helps the process to be successful as chances of errors and personal interests are eliminated. Based on the above roles, leaders are changed by changes as they have to adjust. They are the drivers in the process, indicating that as changes occur, they also have to experience alternations, especially in becoming role models.
In conclusion, having discussed the impacts of modification in various linkages, gave insights on leadership motivation relations, and also described the roles of leaders in changes implementation; it is evident that a close association occurs between leadership and motivation in change implementation. Though workers and other stakeholders must be involved in areas such as decision making and communication, leaders must be the drivers. As a result, organizational leaders should understand the reasons for change and implementation plans, among other aspects, to direct the workers' rights.











References
Deschamps, C., Rinfret, N., Lagacé, M. C., & Privé, C. (2016). Transformational leadership and change: How leaders influence their followers’ motivation through organizational justice. Journal of Healthcare Management, 61(3), 194-213.
Homberg, F., Vogel, R., & Weiherl, J. (2019). Public service motivation and continuous organizational change: Taking charge behavior at police services. Public administration, 97(1), 28-47.
Hussain, S. T., Lei, S., Akram, T., Haider, M. J., Hussain, S. H., & Ali, M. (2018). Kurt Lewin's change model: A critical review of the role of leadership and employee involvement in organizational change. Journal of Innovation & Knowledge, 3(3), 123-127.
Kjeldsen, A. M. (2019). Public Service Motivation and Distributed Leadership Agency-A panel study during organizational change processes.
Pasmore, W. A., & Woodman, R. W. (2017). The future of research and practice in organizational change and development. Research in organizational change and development, 25, 1-32.
Specht, J., Kuonath, A., Pachler, D., Weisweiler, S., & Frey, D. (2018). How change agents' motivation facilitates organizational change: Pathways through meaning and corporate identification. Journal of Change Management, 18(3), 198-217.





