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The sources of power used by my manager
The HR manager that I had worked with as an assistant led a team of 10 team members in the department and had the ultimate say in the process of decision making. Therefore, the position entitled him to multiple powers. First, he used position (authority or legitimate) power to streamline the job descriptions and assign specific job roles and responsibilities for all the team members. As proclaimed by Bolman and Deal (2021), legitimate power authorizes an individual to use his formal authority and make decisions about the role and informational access of the incumbents allowing or restraining their communication and power dynamics within the organization. Keeping in view this notion, my manager divided the HR team into sub-teams where 3 team members were responsible for recruitment whereas 3 team members assisted him in payroll and compensation management. I was appointed as HR assistant whereas the remaining 3 handled training and development and networking facets of HR management. 
Besides, the manager also used rewards power as a motivational trigger for all the team members and introduced bi-annual bonuses, discount vouchers, family dinners and star performer awards for the top performers. In addition, the manager also used personal power (Bolman and Deal, 2021) to create an impact on all the team members through his charismatic personality, confidence, emotional control, positive energy and stamina to handle the unexpected workload accompanied by excellent verbal communication skills providing clarity to the team members about their roles, responsibilities, KPIs and performance metrics. 
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As mentioned above, the HR manager led a team of 10 members, therefore, the chances of difference of opinion and team conflicts were quite high. However, the manager always used rational persuasion as an influencing technique supported by data, statistics, facts and logic during the argument to convince the team about the appropriateness and suitability of alternative options (Chapter 13:Organizational behavior, 2017). For instance, the HR manager assigned me with a task to look for the task management tools where I prioritized Hubstaff over Trello during the presentation. However, the manager was more convinced about the efficacy and feature diversity of Trello and hence influenced me thorough narrating the relatability of features with our tasks followed by iterating the success rate of Trello. Besides, in most of his meetings with the recruitment team, he used consultative approach (Luthans et al., 2021) asking the team members about their suggestions to improve the process of talent management, hiring and retention. The main reason of democratic approach was that the direct communicative indulgence of recruitment team with the talent in the market and their level of familiarity with the talent management trends prevalent in the industry. Exchange was another keynote influencing tactic where the manager was always open to introducing new rewards and benefits for the team members after they had completed the assigned projects yielding a high turnaround. In my opinion, the manager could have used pressure to influence the team members; however, he chose exchange and consultative techniques instead. 
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Last year, I led a team of 5 interns in the HR department with an aim to review and update the content of recruitment, training and development and career-progression policies. Initially, I had used the legitimate influence and assigned different tasks to all the team members; however, to my surprise, the performance was less than the expectations, when assessed after a week. Resultantly, I used pressure tactic to trigger their attention towards the assigned projects. I also conducted a meeting with them highlighting the flaws identified in their work and threatened them to suspend their internship if significant performance is not reported in the next 5 days. Pressure tactics are primarily used in the crisis or challenging situations keeping in view the best interest of the people involved in the process or a project (Finegan, 2021). Therefore, in the mentioned situation, it was used as an influencing tactic to improve the performance of interns. 
Likewise, there have been numerous times where I was influenced by my supervisors and the employees working in other departments. For example, in my previous job as an administration assistant at a production company, the union of employees used coalition technique to influence my decision about the annual percentage for their pay raise. The union head also threatened to run a strike against the company, if the percentage was not increased to the demanded percentage forcing the administration team and the higher management to accept their demands.  
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Considering my current experience in the field of HR and the skills and competencies, I would be uncomfortable with this statement of being a powerful leader for two reasons. First, I am still at a learning and development phase where my current academic credentials and limited industry experience in the domain of HR may hinder me from achieving the required targets. Given that the interconnectivity of strategy and leadership cannot be undermined (Tipuric, 2022). Second, I have not yet worked on a leadership role in the corporate yet, therefore, I feel that accepting such positions may yield unrealistic expectations with sone undue pressures that I would not be comfortable with. Hearing such statement may certainly be a source of pride for many, but for me at this level of professional expertise, I consider myself as a novice who has a long way to go in developing the leadership skills and gain the experience that can validate my credibility for such powerful roles reinforcing self-efficacy. 
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