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Application of Vroom’s Motivational Concept
Vroom’s theory posits that an individual’s incentive for a particular undertaking is primarily influenced by their conception of the aftermath of this undertaking (Juneja, 2021). As such, this ideology emphasizes that we determine how much exertion we are willing to apply by first analyzing the end-results of the particular action (Juneja, 2021). Fundamentally, the theory has three main elements, with the first element being the anticipated beneficial returns from a particular undertaking (Juneja, 2021). While the second element relates to the conviction that additional exertion may lead to additional efficiency in our undertaking, the third element concerns the conviction that this additional efficiency will increase the probability of achieving the anticipated beneficial returns (Juneja, 2021). When combined, these three elements significantly impact our incentive for a particular action (Juneja, 2021). Therefore, we can infer that, from this theory that we often choose the amount of exertion that we are willing to apply in a particular undertaking depending on whether this undertaking will lead to certain consequences which are beneficial to us (Juneja, 2021).
In an organizational context, therefore, one’s incentive is mainly affected by whether one anticipates that the organizational outcomes will be beneficial to them (Juneja, 2021).  Subsequently, if one concludes that these outcomes will be beneficial, they will be inclined towards exerting themselves further to become more efficient in their activities (Juneja, 2021). This incentive for additional exertion will be based on a conviction that the added efficiency will push them towards attaining the goals whose consequences will be beneficial to the individuals (Juneja, 2021). Consequently, for optimal exertion, an individual’s desire should be aligned with those of the organization such that both are achieved simultaneously (Juneja, 2021). In this sense, perhaps the biggest barrier to individual productivity in an organization is the conviction that the organizational outcomes will not be beneficial to the individual (Juneja, 2021).
From my understanding, my personal experience with Vroom’s theory was most evident when I worked in a start-up microfinance business for several months. Since the organization had just been initiated, the organizational long-term plans and objectives were not laid out, and the organization informed us that we would be paid only half of the agreed-upon salary for the first few months because little profit was being made. Furthermore, the firm had a substantially insufficient number of employees. Not only was I overwhelmed by the amount of work, I often found it hard to focus on specific tasks, especially when I had to serve clients who required different services. Furthermore, I felt that my supervisor ignored my complaints because I had informed him severally that I felt overwhelmed at work. Eventually, I quit because I had little incentive to keep working since the anticipated compensation did not seem sufficient for the excessive amount of work I was doing. Since my complaints were not being considered, I concluded that serving the firm would do little to help me achieve my desire for a fulfilling career in which my needs are heard and addressed. As such, I had no incentive to improve my efficiency at work because I felt that this increase in efficiency would not lead to any additional beneficial outcomes. Ultimately, I put in little effort which resulted in minimal performances (Estes & Polnick, 2012).
Using Vroom’s theory, I can enhance my motivation by getting myself various forms of rewards as recompense for my dedication at work (Juneja, 2021). More specifically, I will tailor these rewards to meet the most urgent of my desires at a particular time. I will also communicate with my supervisor to inform them of my preferred working conditions to create a working environment that will help me achieve my career goals. Furthermore, I will deliberately inform my supervisors of any factors that make my working environment uncomfortable both in the short and long term. I will also have to identify how I can align my work responsibilities with my best qualities. Nonetheless, I will have to clarify my short and long-term goals as well as identify how I can integrate my work responsibilities in the achievement of these goals. This will help me achieve both the organizational and my individual goals simultaneously (Juneja, 2021).
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