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The relationship between Job Motivation, Performance, and Performance
Job motivation is the employees' level of commitment, energy, and creativity they put in their work (Lazaroiu, 2015). A motivated employee is more productive and meets the organization’s goals within stipulated deadlines. Consequently, the company’s overall output increases which mean rise in profits. On the other hand, a company with demotivated workforce experiences low productivity as they are not committed to their duties. It is critical for management to always keep their staffs motivated, at least most of the time. However, the process of motivating employees is very complex since there is no standard procedure. People get their motivation from different forms- some extrinsic whereas others intrinsic. This paper looks into the link between employee motivation, their satisfaction, and performance using Maslow theory of motivation. 
Maslow theory of motivation (Maslow’s hierarchy of needs) was proposed by Abraham Maslow in 1943 (Robertson, 2016). The theory postulates that human beings derive their motivation from the urge to meet basic needs, psychological needs, safety needs, social needs, esteem needs, and self-actualization in that order (Robertson, 2016). In other words, people always work hard to rise the ladder to the top which is self-actualization. In essence, one achievement results in the desire to achieve next which is of higher value. In an organizational context, the needs are classifiable in terms of position in the management structure. For example, a fresh graduate from college is likely to get satisfied at the lowest entry level and focus on moving up as time goes.
The fundamental principle behind Maslow’s theory of needs is that human wants are insatiable. When a person meets a given need he or she will always require to meet another need which was out of his or her reach in the previous context. A good leader exploits this human nature to the advantage of the company. For example, the leader can develop a reward system within the organization that focuses either intrinsic or extrinsic motivation factors depending on their targets. These systems can include allowances, promotions, recognition or any other reward.
Motivation and Job Satisfaction
There is a close tie between job motivation and satisfaction as one always leads to another. People always derive their satisfaction from areas such as appreciation, rewards, and opportunities for career progression (Buchanan & McCalman, 2018). Business leaders can strive to achieve job satisfaction among their employees by focusing on building enthusiasm, contentment, and optimism. Satisfaction and motivation have a complex relationship since achieving one result in the other only over given period.  For instance, job satisfaction leads to motivation and vice versa. However, there are circumstances when this relationship does not hold, especially where an employee has remained stagnated in the same position for long. In such a scenario, the employee might get motivated due to the rewards but fails to have satisfaction.
Maslow’s theory of needs is instrumental when understanding the relationship between these two parameters (satisfaction and motivation). As noted earlier, human needs are insatiable and complex in nature since the struggle for satisfaction only stops when we self-actualize. In the management context, employees get motivated to work extra hard when they appreciated rewards like promotions, pay increase or even trips. These rewards have psychological effects as they feel to have moved a step forward in achieving self-actualization. An employee at the entry level is perhaps motivated by the urge to get basic needs but once this achieved they strive to meet their psychological needs. 
Balancing employees' satisfaction while keeping them motivated is an uphill task that requires both planning and research. For example, a person that already meets his or her basic needs acquires the drive for psychological needs. The latter comes in three categories that include specific-task level, domain level and global level (Robertson, 2016). In the first level, an employee assigned specific tasks is likely to get a sense of job satisfaction as he or she exploits his or her skills (Robertson, 2016). However, the satisfaction dies as they sought to meet the domain level which is either work or family. It is this level that leaders must get what really matters to the employee and strike a balance. For example, a staff that feels the urge to start his or her family but the work shift does not create room for this will certainly become unsatisfied regardless of reward. Consequently, he or she become demotivated. 
The desire to climb up the hierarchy of needs also acts as a motivation factor to most employees. Ideally, we are all wired to reach the top in every set up we find ourselves. A politician always focuses on the top seat in the country-maybe president or prime minister. Similarly, staffs in an organization set their eyes on the top position in the company's management structure. Even in scenarios where these positions do not come with corresponding huge salaries, the individual gets mental gratifications which translate to job satisfaction. In essence, the upward movement is translated as recognition or appreciation which then acts as a motivational factor (Arifin, 2015).
Motivation and Performance
Performance is the level of productivity of an individual at his or her place of work (Arifin, 2015). Productivity is measured on different grounds including meeting the set goals within or before the stipulated time. Motivation and performance are closely tied as the latter significantly depends on the former. A motivated worker is more product whereas a demotivated one is unproductive (Lazaroiu, 2015). Motivation creates the right mental-frame for an employee to concentrate on the task by providing emotional stability. 
Developing a performance-based reward system in the organization motivates the workers to increase their productivity. As noted earlier, Maslow’s theory of hierarchy postulates that we are in constant struggle to improve social status. Within the company social status is derived management position or even salaries. For example, when a company puts a car as a reward for top performer then a significant number of employees will enhance their productivity to win the price. In other words, their motivation to improve the performance is driven by the desire to join the driving class. Similarly, if the institution adopts performance-centered promotion system then employees get to put more effort to climb the ladder.
In conclusion, motivation, performance and job satisfaction have close links as they directly indirectly influence each other. According to Maslow's theory of motivation, people are in a constant struggle to meet their insatiable needs. These needs go up the hierarchy as one access more resources with basic at the base and self-actualization at the top. In an organizational context, self-actualization can mean holding the topmost managerial position. Attaching rewards such as a promotion or pay rise to performance enhances productivity while creating job satisfaction. On the hand, a satisfied employee is motivated hence more productive. 
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