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Expectancy Theory 
Example of an Unmotivated Situation 
An example of a situation where I felt unmotivated at work was in my first job, which involved working as a cashier in a local store in our neighborhood. The job involved working for eight hours a day, and the pay was constant regardless of the extra hours spent working in the store. Nevertheless, I mainly felt unmotivated because of the management's reluctance regarding their approach to the performance of employees. 
The store manager mainly employed family members or close friends without an in-depth consideration of their skills or knowledge. As a result, most of these employees had to rely on a small number of employees with experience. This approach strained me as I had to spend more time training while managing other store orders. Besides, it was difficult to watch people with fewer skills and experience receive promotions and higher salaries. The situation became unbearable, and I had to resign and seek better opportunities. 
Suggestions on how the Situation could have been more Motivating
	The store manager ought to have approached human resource activities differently. The expectancy theory provides crucial information on how an organization's leaders can promote motivation among employees. The theory affirms that inspiration in the workplace depends on employees' perceived association between performance and outcomes (Mathibe, 2008). Besides, workers are more likely to modify their behaviors based on their confidence in anticipated outcomes. 
	One of the approaches that the manager should have applied is based on expectancy. The manager ought to have considered the abilities of employees during the recruitment and at the workplace (Mathibe, 2008). This approach would have enabled him to assign roles based on competence. Besides, employees would have been more excited to take up positions that suit their skills and experience. This approach would have also minimized the pressure I experienced taking up more roles beyond my capabilities. Furthermore, the system would have helped to reduce frustration and employee layoff. 
	The second suggestion is associated with the second stage of the expectancy theory, which involves instrumentality. The manager should have been consistent in how he treated employees. This approach should entail setting standard policies on aspects such as hiring, promotions, and assignments. Additionally, the managers should have implemented these policies to promote fairness in the workplace without ignoring that each employee has different capabilities. In precise, fair treatment in the workplace would have informed employees that specific actions should be associated with a definite approach towards a person. As a result, this would have helped build trust, and I would have been more committed to take up new roles to achieve certain rewards. 
	The third suggestion is related to the valence aspect of the expectancy theory. As such, the manager should have paid more attention to individuals' personal goals. The valence aspect relates to employee's perceived likelihood that their performance will lead to certain rewards (Mathibe, 2008). Therefore, the manager should have identified the desires of employees regarding their performance in the workplace. As a result, this approach will lead to the allocation of appropriate extrinsic motivational factors such as paid overtime and promotions and intrinsic aspects such as rewards. This approach would have motivated me to take up more shifts and even improve my skills to achieve higher positions in the organization. 
	In conclusion, motivation plays a crucial role in the performance of employees. The manager in my first job as a cashier was unfair and did not play a significant role in monitoring or rewarding my performance, and this unmotivated me to work in the store. The situation would have been improved if the manager considered my abilities and applied fair treatment when rewarding employees. This approach would have also benefited the organization through increased sales as a result of improved performance.  
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