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Abstract
This study discusses the theories that revolve around employee motivation and impact to their performance. The study utilizes past literature and studies from various researchers and authors. The study specifically employs the Maslow’s Hierarchical needs theory in discussing employees’ needs in an organizational setting. Among the needs classified by Maslow, the esteem needs better explains the motivation need among employees in driving them towards achieving their personal goals as well organizational goals. The study establishes that motivation has a direct impact on the employees’ performance. a motivated employee is more productive than a de-motivated employee. The study also discusses the types of motivation including socialization, leadership opportunities, socialization and incentive motivation. each type of motivation has a focus on a specific goal. For instance, an incentive motivation is a commitment to work with a focus on being rewarded for the high performance. on the contrary, a leadership-oriented type of motivation makes employees motivated to work for high achievements to be considered in leadership positions within an organization. Employees focus on attaining high standards their jobs to be promoted to a higher level in an organizational structure.  The study also discusses the link between the employee motivation and their performance and the need for an organization to establish an appropriate motivational strategy that fits a significant component of an organization's workforce.
Employee Motivation
Employee motivation has been cited by various researchers to have a significant role in their commitment to their jobs. Therefore organizations have developed various strategies to motivate employees in their jobs and to influence their commitment to their jobs (Haque, Haque & Islam, 2014). The term motivation came into existence in early 1880’s. Before this period, the term ‘will’ was used to mean motivation. Various researchers have a different definition of the term motivation. For instance according to Haque, Haque & Islam, (2014). Motivation refers to an internal drive that seeks to satisfy the unsatisfied needs. Further, Ibrahim & Brobbey, (2015) defined motivation as the will to achieve. Despite the different interpretations, they all cut across the 
The concept of motivation is better explained by theories such as Maslow’s Hierarchy of needs, expectancy model and Herzberg Motivation theory (Haque, Haque & Islam, 2014). The Maslow’s Hierarchy of need is among the theories that better explain the concept of motivation. According to the theory, individuals are always in need of something, and when they achieve what their wants, they seek to achieve another want that they do not have. Maslow categorized the levels of needs of individuals into five (Haque, Haque & Islam, 2014). At the lowest level of needs, people are focused on getting the physiological needs namely food, shelter and clothing. These needs are considered the primary needs ad when an individual obtains these needs, he shifts focus to the next level of needs called security needs. The security needs include the feeling of being secure, protected among others (Ibrahim & Brobbey, 2015). The safety needs are obtained from job security, mental health, savings, among other needs. The third level of needs involve love and the belonging needs. Individuals seek and give love after attaining the first and second levels of needs. Further, they need feeling appreciated at this level of needs. 
The fourth level of needs refers to the esteem needs. At this level individuals’ needs are inclined to uniqueness and self-respect (Haque, Haque & Islam, 2014). Besides, individuals values esteem from other people and have a feeling of being evaluated based on what they have achieved. At this level, lack of appreciation results weakness, inferiority, and helplessness to individuals. The last and the highest level of needs is self-actualization achieved after meeting the lower levels needs. This is a level where individuals become self-fulfilled. The Maslow theory of needs, therefore, explains the diminishing needs of human wants from level to another (Haque, Haque & Islam, 2014). Further, the theory explains that needs overlap where an individual might have a need in a given level while still having a need at another level. Thus, needs in a given level do not need to be entirely fulfilled before getting to another level of needs. 
The Maslow theory of needs, therefore, explains why employees require motivation in their workplaces. Self-esteem is an important need for employees in an organization setting (Ibrahim & Brobbey, 2015). Employees’ contribution to an organization should not go unnoticed to prevent low self-esteem among workers. Further, the approach to motivation within an organization should consider both the intrinsic and extrinsic. Thus, rather than focusing on tangible motivators such as financial reward on performance, an organization should also cater for the intrinsic needs of the employees such as respect, fairness,  among other factors. 
Types of Motivation
According to Booth (2004), motivation triggers working hard and increases the desire to succeed. Further, Curvin (2004) argued that the level of motivation is directly related to productivity. Curvin (2004) also asserted that there are various types of motivation that organizations should consider when motivating employees. However, the type of motivation does not usually auger well to every employee in an organization (Ibrahim & Brobbey, 2015). Therefore, an organization should establish a motivation mix that meets a significant component of the entire workforce needs. 

Achievement Oriented Motivation 
Usually, the desire to attain a specific level of achievement motivates employees in their workplaces. The level of achievement varies from one employee to another due to differences in their goals. According to Bouma (2003), individual goals grow with time and thus, individuals get motivated to attain them while working with an organization. 
Incentive Motivation 
Incentive motivation is based on rewards where employees get motivated to work with a focus on being rewarded for high performance (Ibrahim & Brobbey, 2015). As opposed to the achievement motivation that put emphasis on a goal itself, the incentive type of motivation focus on attaining a goal and getting some benefits. In an organizational setting, incentive motivation is manifested through bonuses as well as other forms of compensation for extra work. 
Socialization Oriented Motivation 
According to Carr (2005), people become motivated through socialization from pressure groups such as peers, family, and friends among others. Therefore, people are motivated to work with a focus on being treated as equal in a specific group structure. 
Leadership Oriented Motivation 
Leadership opportunities are considered as an inspiration for workers to work hard. Employees are motivated by being offered leadership challenges based on their level of performance to handle more challenges in their careers (Ibrahim & Brobbey, 2015). Organizations inspire workers to work hard through promotions from a lower level to a higher level within an organization structure. Such leadership positions influence some people to perform well in an organization for a consideration whenever such opportunities surface in an organization. 
The Link between Employee Performance and Motivation
One of the primary objectives of running a business is to generate profit with the lowest cost as possible. Various researchers have established that motivation plays a crucial role in enhancing organizational efficiency and consequently reduces its operational costs and enhance its productivity (Ibrahim & Brobbey, 2015). Therefore, organizations establish an appropriate motivation strategy to achieve the goals of low cost and higher profit. Organizations do not only focus on employee qualifications, abilities, and experiences but rather considers motivating employees to achieve optimal performance. 
Conclusion
Employee motivation is an essential aspect of an organization’s human resources management. it is considered to influence labor turnover, loss of key talent and performance of an individual employee and an organization. Lack of motivation does not impact on the employees’ performance but also causes labor turnover as employees quit their jobs for more inspiring workplaces. Employees are motivated differently and thus, it is important to consider a motivation strategy that addresses a significant component of the entire workforce within an organization. Further, intrinsic motivational factors such as respect, fairness, openness should be administered to influence employee motivation and commitment to organizational operations.  
Employee engagement within an organization also plays a crucial role in motivating them. For instance, engaging employees in the process of decision making does not only enhance the quality of a decision but also enhances the employee perception of their role in an organization. It builds trust and sense of responsibility and results to improved performance and commitment to an organization’s activities. Therefore, motivation is a need as explained by the Maslow’s Hierarchical theory of needs that employees require from the organization they work with. Motivation is an esteem need where individuals seek appreciation for their achievements failure to which it results to adverse consequences such as inferiority, weaknesses, and helplessness to an individual and thus in an organizational setting, such adverse effects cause poor individual performance and as well as poor performance of the entire organization.
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