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Effective Leader Task 2
Leaders will rely on different assumptions and approaches to develop motivational techniques as well as leadership approaches for their followers. Having been a follower in a previous employment position, I have come to understand how leaders can apply the expectancy theory. According to Daft (2014) the expectancy theory argues that motivation depends on a person’s mental expectations concerning their ability to perform tasks and get desired rewards. This is based on understanding the thinking process employees or followers use to achieve rewards rather than the types of needs. For the expectancy theory to work, valence, expectancy, and instrumentality must all be high (Daft, 2014). 
From my experience as a follower, my leader recognized the need for motivation, but not through the expectancy theory. Firstly, the leader was quick to illustrate appreciation or recognition for good work done. Other motivations included commissions as well as awards such as employee of the months. Nonetheless, the motivations were not designed to meet individual expectations of followers. The leader did not understand the extrinsic and intrinsic motivations for followers. For instance, some employees or followers wanted more responsibilities as well as challenges. However, they could not get the leadership to understand this, since motivation was based on basic rewards. In the instrumentality, the leader was not effective since most of the rewards promised were not always delivered or took long before they were delivered. 
In this case, the leaders should have done more to enhance their performance. Firstly it’s by understanding individual employee motivations or needs. This means understanding that each employee is different in terms of their inner feelings/emotions and their motivations or beliefs about performance (Daft, 2014). The leaders should have also gone beyond extrinsic motivations to include intrinsic motivations such as setting SMART goals as well as job designs. Employees do not necessarily want tangible rewards for them to be motivated or enhance their performance. Therefore, offering challenging and new tasks or goals can be an effective way of fostering motivation (Daft, 2014). This includes developing job designs that suit each individual employee. Moreover, having employees work as a team where they can own a project ensures increased sense of trust as well as motivation (Daft, 2014). The expectancy theory is no about the types of rewards or employee needs, but their approach towards enhancing performance to get or achieve desired rewards. Moreover, the leader should ensure that any rewards promised are delivered in a timely and effective manner. Employees base their thought process of motivation, performance, and rewards on past experiences or the trust they have with the leader or organization (Daft, 2014). Therefore, the leader should always ensure that rewards are delivered in a timely manner to avoid any setbacks or trust issues among followers. 
Leaders use different motivational techniques to enable followers to perform positively and offer increased productivity. From my experience, the leader offered recognition and praise as the key motivational techniques for followers. Each end of the week on Friday morning, the leader would offer a small speech thanking everybody for their effort throughout the week and asking people to work even harder for the coming week. Individual performances were also noted with praises on tasks well completed with frequent treats such as free lunch or dinner based on work done. This technique was well appreciated for many employees who found it humbling and encouraging by recognizing the hard work people do day in day out (Pinder, 2014). Additionally, the leader also set goals for the followers or employees. For instance, the sales team was offered increased targets as well as customer service to sell certain amounts of orders by a specific period of time. Customer care employees also got targets or new goals to ensure seamless customer experiences as well as swift resolution of customer complaints or issues. This was not as effective as expected, since employees found it hard keep up with new goals if even if other areas such as product development were still lagging behind. Another motivational technique used by leaders was through team building. The leadership and management organized team building events that mostly involved outdoor events such games, hiking, or outdoor activities. This was one of the main motivational methods that most people found to be fun and effective. Teams from different department were able to bond effectively allowing for reinforced working relations and conditions. 
Based on my experience, the leader could have used additional motivational techniques to promote motivation among the employees. Training is mostly disregarded as not a motivational technique by most organizations or leaders (Pinder, 2014). However training is one of the most effective motivation methods for employees. The leader could have developed training in specific areas to help empower employees to conquer new challenges in their line of work. Training can be just about anything from specialized training to general training such as on diversity or even use of social media marketing.  If the leader uses training as a motivational method, employees will be confident enough to take up new challenges as well increase their productivity or performance. Training can also encompass coaching and skills training in some common areas such as communication and work scheduling (Daft, 2014). All these efforts through training can effectively enable employees to develop trust as well as confidence, thus boosting performance.     
Power and influence are part of leadership and leaders will constantly use this to meet organizational goals either appropriately or inappropriately. In my experience, the leader applied their role or position as the C.E.O to influence organizational goals. The leader had what is called reward power. This is the ability to offer rewards through positional or the reward power (Stapleton, 2016). The leader used this power position to offer people rewards that included recognition as well as praise. People were offered other great rewards such as free lunches as well as promotions and pay rises. The leader also used the power of presence by being in each and every important event in the organization. The leader always made a point of appearing in significant meetings or events within the organization. Moreover, the leader also illustrated the power of voice through regular communications with followers (Stapleton, 2016). However, the power and influence were also used negatively. This was done through coercive power, which involves the potential to influence others through negative actions or sanctions (Stapleton, 2016). This was mostly done in term of performance reviews where most employees did not get timely performance reviews to have their promotions or pay rises. The leader was also keen to ensure that standards were met in all tasks being performed. This included having team leaders or departmental heads bear the blame or weight when issues or complaints arose. To most of the management team, they found it hard to work with the leader since he was prone to quick temper especially on issues that would affect the company’s goals. Moreover, the leader also used his reward powers even when resources for the organization were scarce (Stapleton, 2016). This meant that even when pay hikes were promised or commissions for sales, not all of them were honored due to scarcity of resources. This was one of the most negative abuses of the leader’s power as most followers found it disappointing and untrustworthy. The influence was also used to rally support for new ideas or projects that most people did not see fit or viable. This was based on the lack of consultations with other followers on their input for new projects. 
[bookmark: _GoBack]To be an effective leader, the leader in this case should focus on understanding when to and when not use the powers. One power and influence technique the leader should have used is developing relationships as well as a network with the followers (Stapleton, 2016). The positional power of the leader should offer him an unlimited audience to all kinds of people in the organizations (Stapleton, 2016). This allows the leader to develop relationships that can foster achievement of organizational goals. When the leader is in tune with key individuals, it becomes easy to get such people to trust and work with the same vision or goals in mind. However, each power technique should be used at the right time for the right reasons or with enough justification. Overall, effective leaders must learn to always consider the situation before applying power and influence. 
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