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Vroom’s Expectancy Model
The Vroom’s expectancy theory focuses on the segregation of effort (emanating from motivation), performance as well as the outcomes. The model assumes that behavior emanates from conscious decisions made among the alternatives who play the role of maximizing pleasure and minimizing pain. Vroom established that the performance of employees depends on personal aspects including knowledge, personality, skills, abilities, and experiences (Chiang et al., 2008). He discovered that effort, performance as well as outcomes are directly related to an individual’s level of motivation. To explain this, Vroom applied the variables of Expectancy, Instrumentality, and Valence. 
Expectancy is the presumption that increased effort leads to an increase in performance. The implication is that hard work will lead to a better performance. It is dependent on factors such as the availability of the right resources (raw materials, time), possession of the right skills, and access to the right support to have the job done (supervisor support, the right information on the job). Instrumentality is the presumption that good performance leads to a valued outcome. It implies to likelihood at which the first level outcome will result in a second level outcome (Lee, 2007). The motivation results from the presumption that if an individual does a good job, there is a benefit for him/her.
 Instrumentality is dependent on aspects such as the appropriate understanding of the link between performance and results, faith in the individuals who make the choices on who receives what outcome, and transparency in the process which decides who gets what outcome. Valence is the significance that a person attaches to the expected outcome (Chiang et al., 2008). To obtain a positive valence, an individual should prefer gaining the outcome to not gaining it. For instance, if an individual derives motivation from money, he/she may not prefer extra time off. The implication is that organizations should ensure that they apply what motivates their staff members to maintain a positive valence.
Since valence is a value that is linked to rewards by employers, each employee will determine whether the value is worth undertaking the assigned task. When an employee feels that the value is not worth the task, the employer could take it as an opportunity to establish what the employee prefers as a proper valence or value for the task to be done. During staffing, the employers should establish what the employees find of value to enable them to perform the tasks diligently (Lee, 2007). The employees may value a vacation, spending time with their families, and a retirement plan among other things, to motivate them in performing and maintaining a good job. The human resource department can establish what an employee values from the hiring time and during annual evaluations. By maintaining the things that motivate the employees, the employees will be happy, and the organization will have a smooth running. 
The three elements discussed above are significant when choosing a particular element over another since they are properly outlined: effort-performance expectancy (E>P expectancy) and performance-outcome expectancy (P>O expectancy). E>P expectancy: as the assessment of the likelihood that the efforts will result in the expected level of performance. P>O expectancy: is the assessment regarding the likelihood that a successful performance may result in particular outcomes (Lee, 2007). The Vroom’s expectancy model operates on perceptions. The implication is that even when an employee perceives that they have ensured all the factors necessary for motivation, and most people approve it in the organization, it does not necessarily imply that an individual may not perceive that it does not work for them. The expectancy theory can be employed in any situation where an employee works hard because he/she is motivated by a particular outcome. 
The expectancy model can also be appropriately applied in a typical-attitude work condition where the level of motivation of the employee is determined by whether they are interested in the offered reward for exhibiting the desired performance or not. It may also depend on whether such employees trust that increased effort will enable them to get the reward. The implication is that the Vroom’s expectancy model of motivation is not based on self-interest in the offered rewards (Chiang et al., 2008). It depends on the associations made by individuals regarding the expected results as well as the contributions they perceive they have the potential to make regarding such outcomes. 
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