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	Type
	Theorist(s)
	Summary of theory
	Implications
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	Taylorism
	Taylor (1911)
	If we do one thing it leads to another. People will be motivated to work if rewards and punishments are directly related to their performance.
	Basis of crude attempts to motivate people by incentives. Often used as the implied rationale for performance-related pay although this is seldom an effective motivator. 

	Reinforcement
	The motivation process
	Hull (1951)
	As experience is gained in satisfying needs people perceive that certain actions help to achieve goals while others are unsuccessful. The successful actions are repeated when a similar need arises.
	Provide feedback which positively reinforces effective behaviour.

	Content (needs) theory
	Hierarchy or sets of needs
	Maslow (1954)
Alderfer (1972)
	People are motivated by their needs, which are translated into goals for them to attain. The content of motivation is therefore those needs and the goals they generate to which people aspire.
   In Maslow’s theory a hierarchy of needs exists -physiological, safety, social, esteem, self-fulfilment. Needs at a higher level only emerge when a lower need is satisfied.
Alderfer (1978) produced a simpler three-factor non-hierarchical theory identifying three basic needs.
	Focuses attention on the various needs that motivate people and the notion that a satisfied need is no longer a motivator. The concept of a hierarchy has no practical significance.

	Two-factor model
	Related to needs theory
	Herzberg et al
(1957)
	Two groups of factors affect job satisfaction: 1) those intrinsic to the work itself; 2) those extrinsic to the job (extrinsic motivators or hygiene factors) such as pay and working conditions.
	Identifies a number of fundamental needs within the two-factor model, i.e. achievement, recognition, advancement, autonomy and the work itself. It also indicates that satisfaction from a pay increase (extrinsic motivation) does not last long.
   The research methodology has been strongly criticized and the underpinning assumption that everyone has the same needs is invalid, but it has influenced approaches to job design (job enrichment) and it supports the proposition that reward systems should provide for both financial and non-financial rewards.

	Process/cognitive theory
	Expectancy theory
	Vroom (1964), Porter and Lawler (1968)
	Effort (motivation) depends on the likelihood that rewards will follow effort and that the reward is worthwhile.
	The key theory informing approaches to rewards, ie that they must be a link between effort and reward (line of sight), the reward should be achievable and should be worthwhile. 

	
	Goal theory
	Latham and Locke (1979)
	Motivation will improve if people have demanding but agreed goals and receive feedback.
	Influences performance management and learning and development practices.

	
	Equity theory
	Adams (1965)
	People are better motivated if treated equitably, ie treated fairly in comparison with another group of people (a reference group) or a relevant other person.
	Need to have equitable reward and employment practices.
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