Assignment 2 supplementary notes
According to Mullins and McLean (2019), there are four different forms of management systems, which are exploitative authoritative, benevolent authoritative, consultative, and participative. Each of these management systems have different leadership styles and therefore have different ways of promoting motivation. Exploitive authoritative is quite a passive leadership style as all decisions are forced onto subordinates, however, all authority is situated at the top of the organisational hierarchy. Within this management system, they use threats to motivate their employees, counting on the fear to encourage harder working (Mullins and McLean, 2019). Benevolent authoritative includes more teamwork and communication than exploitive authoritative, however it is still very limited. In the organisational hierarchy, responsibility exists at the managerial level but not at the lower levels, and they motivate their employees with rewards (Mullins and McLean, 2019). Consultative systems include leadership which involves some level of trust and confidence in subordinates, with a decent amount of teamwork and communication within the organisation, and the hierarchy is more evenly distributed in terms of who is responsible for achieving the organisation's objectives. They use rewards and acts of involvement to motivate their staff (Mullins and McLean, 2019). Finally, participative systems have a leadership style consisting of full trust and confidence being given to subordinates, there are substantial amounts of participation, communication, and teamwork, and similar to communicative systems, the responsibilities of the company are spread through all levels of the organisations hierarchy. The way they motivate employees within this system is through rewards for achieving their assigned goals (Mullins and McLean, 2019).
Leadership styles can be categorised into two different categories which are transactional leadership and transformational leadership. Arisman (2022) states that transformational leadership involves communicating openly with employees, and treating them like individuals, not numbers of the company. Leaders that use transactional leadership control their followers through contractual commitments that prioritise rewards and penalties for achieving performance goals (Young et al., 2020). 
Deichmann and Stam (2015) argue that leaders who follow transactional leadership have better communication with their subordinates than those who follow transformational leadership, and this can then result in the employees being more motivated to work towards their goals due to their goals being made much clearer. On the other hand, Lee (2020) argues that although transactional leadership allows employees to fully understand their role in a business, it can also be seen as a passive leadership style and isn’t as good at promoting motivation compared to transformational leadership, due to employees feeling as though they have no freedom and like they cannot afford to make mistakes without being punished with disciplinaries.  
Employees may experience an increase in psychological stress as a result of performance reviews since they generate a fear of being rated as a low performer. Having a transformational leadership assists in diminishing this stress from employees as they do not have to worry about the strain of performance evaluations. Transformational leadership allows employees to see performance management for what it is, which is an opportunity for them to gain better rewards and recognition for good work (Lee, 2020). Bass and Avolio (1999) as cited by Buble, Juras and Matic (2014) also determined a link between motivation and transformational leadership through their studies. 
All employees can have different factors which encourage motivation including money, time off from work, promotions, recognition, and rewards, and most of these factors are controlled by management and leadership. Robbins and Judge (2017) state that the more money management offer employees, the more motivated they will be, as well as having other benefits such as better qualified subordinates and people having more loyalty to the company, and therefore working there for longer. Money is also used to motivate employees through pay for performance systems. Pay for performance systems connect employee wages with their previous, current, and future performance in hopes to improve motivation and have harder working employees (He et al., 2021). However, Brooks (2018) argues that this system is not always effective. The author explains that if the organisation’s management have high expectations for an employee’s performance, and set goals that are not realistic or achievable, then this can result in employees feeling overwhelmed, disappointed, and inevitably demotivated.
Another way that management can increase motivation is through employee involvement and participation. Employee involvement and participation is a technique used by management where they allow employees to have input and engagement with decisions (Robbins and Judge, 2017). The authors claim that employee involvement comes in two major forms which are participative management and representative participation. They explain that participative management is a process where employees play a significant role in decision making as they share that power with the higher levels of hierarchy. This process is used by management to increase employee motivation through dedication and trust. Robbins and Judge (2017) further explain that representative participation is a similar concept to participative management, except the decision-making power of the employees goes through a group in the organisation. The group of people can either be a works council which is a group of elected employees who will consult with management when a decision needs to be made, or board representatives which is a group of employees who serve on a director’s board to speak on behalf of other employees to communicate their opinions, interests and needs. Representative participation allows employees to feel like their opinions are conveyed effectively and impact the organisation, which will therefore promote motivation from the employees (Robbins and Judge, 2017). 
This research shows that leadership and management can definitely influence motivation of employees, however there is not a perfect leadership style, as different approaches will suit different people.
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