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Abstract: Motivation has the potential to make a difference in terms of 
results both individually and organizationally. Motivation based on 
classical processes, such as the theory of hope, the theory of goal setting 
and the theory of equity. In the social context of governmental 
organizations, public values have the potential to infuse the value 
structures of organizations and individuals, leading to forms of prosocial 
motivation that focus on supporting the public interest and helping 
citizens. The management of human resources has evolved considerably 
since this function was named the Personnel Administration. Currently, 
organizations do not only manage resources, but focus in particular on the 
proper management of human capital. There are many aspects of human 
resources management, all of which are just as important for the 
development of an organization. 
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1. Introduction 

Motivation is one of the fundamental concepts of psychology, but 
we find it practically in all the fields that concern the human being, sitting at 
the basis of the behavior adopted in different situations. 

Synonymous with meeting the needs, from Taylorism to the stage of 
fragmentation of activities, the motivation in the workplace has aroused the 
interest of the employers. The main purpose of the employer and his interest 
for motivation is to improve the quality of work and productivity. 

Motivation refers to the necessities/needs, motives, desires, 
interests and beliefs of individuals. It is the process by which people are 
stimulated to take action to achieve their goals [8]. In the context of work, 
the psychological factors that stimulate people's behavior can be: the desire 
to obtain material benefits, success, recognition, teamwork, initiative at 
work, etc. 

2. Theoretical Background 

The specialized literature retains several approaches to the concept 
of motivation, some of which are included in the present scientific work. 
Motivation designates the manner in which behavior is triggered, stimulated, sustained, 
directed, and stopped, as well as what type of subjective reaction is present in the 
organization, while all this occurs [4]. 

Regarding the motivation of human resources, this can be defined as 
a set of psychological processes that generate the initiation, orientation and persistence of 
voluntary actions that aim to achieve some objectives [5] or a process that activates, guides, 
stimulates and maintains the behavior of human resources in order to achieve the 
organizational objectives [7]. 

In another approach, motivation is considered the hypothetical construct 
used to describe internal and external forces that determine the direction, intensity and 
persistence of human resources behavior [9]. 

Motivational theories primarily had a "utilitarian" character, with an 
emphasis on satisfying physiological needs as they were identified by Maslow 
in the needs pyramid. The School of Human Relations, which emerged as an 
intellectual movement in the context of the economic crisis of 1929, 
considers that the main motivating factor is the improvement of working 
conditions, the man being willing to work more when certain psychic and 
social needs are met. In Herzberg's bifactorial theory, the work itself, 
achievement, recognition, responsibility, and advancement are intrinsic 
motivating factors that contribute to increased job satisfaction. 
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3. Argument of the paper 

Emmanuel Abord de Chatillon and Damien Richard structure the 
content of motivation around four words: meaning, connection, activity and 
comfort [1]. The meaning of work is given by the values it represents. The 
connection at the workplace is the connection established with colleagues 
and superiors. The activity is the ability to act, the responsibility in carrying 
out the tasks, the capacity for cooperation. Finally, comfort is linked to the 
workspace, the balance between professional and private life. 

Regardless of the approach, this theme has equally attracted the 
interest of theoreticians and practitioners, motivating human resources being 
one of the activities of human resources management with the most 
profound implications in the economic sphere. 

A recent theoretical construction, the motivation for public services 
(Public Service Motivation - PSM) provides relevant information about the 
reasons that govern individuals in choosing career paths in the public sector, 
to the detriment of the private sector. The history and concept of 
motivation for public services were studied by authors who helped to 
understand the practice itself, such as Perry and Wise who invented the term 
PSM in 1990, as well as other political figures such as Woodrow Wilson who 
founded the field of Public Administration [6]. 

PSM has been the subject of studies in the United States and 
empirical research in several European countries, especially in the Anglo-
Saxon ones. The extent to which the external findings are in line with the 
Romanian realities in the public administration is also of interest. 

4. Arguments to support the thesis 

Studies in the field have emphasized that the PSM is influenced by 
various social, political and institutional factors that cause people to orient 
themselves towards a career in public services, on the other hand this aspect 
is also linked to an individual predisposition to contribute to the public 
good.  

In an attempt to operationalize the concept of PSM, there were 
several interesting situation upheavals. Initially, Perry and Wise isolated three 
dimensions of PSM, and in 1996, the same authors identified six such 
dimensions: 

1. The rational dimension that refers to the interests of the people, 
motives aimed at influencing the process of public policy development, the 
development and implementation of certain government programs; 

2. Three normative dimensions: 
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- the desire to serve the general interest by making a commitment to 
certain policies; 

- social justice that promotes an inclusive society where each person 
manages to reach maximum potential, regardless of circumstances; 

- civic duty as attitude and action of the members of the community 
in relation to a common interest; 

3. Two emotional/emotional dimensions: 
- compassion expressed through caring and understanding towards 

peers and their problems; 
- self-sacrifice that reflects the commitment to programs that 

contribute to the collective well-being and the volunteering spirit. 
To look at the concept of PSM from a broader, interdisciplinary 

perspective, we will emphasize its connectivity with the postulates of the 
School of Human Relations and other concepts. 

The school of human relations or behavioral relationships 
emphasizes the human factor, human behaviors at work, anticipation of 
motivation in work. The main representatives of these schools were Elton 
Mayo, Mary Parker Follett, Douglas McGregor, Friederich Herzberg. 

Elton Mayo is considered the founder of human relations theory. 
Prior to this trend, he started an experiment in the Hawthorne factories in 
1924 where he conducted research on changing working conditions. 

The conclusions drawn from Hawthorne's research were that: 

  paying attention to employees results in improved work 
performance; 

  employees should be seen as members of a group; 

  informal workplace groups have a strong influence on employee 
behavior;  

  wages and good working conditions are less important for 
employees than the feeling of belonging to a group. 
In the era of human relations theory, the concept of work motivation 

has received a new meaning, different from that of the period of scientific 
management. Employee behavior is placed centrally, and human relations 
theory places a strong emphasis on the fact that organizations are made up 
of groups of people. Thus the mechanistic perspective on management is 
replaced by a perspective oriented towards people where each person is 
regarded as an individual, being very important to know the personal 
motivations. 

The way of thinking and action of the employees is determined by 
the rules, procedures and requirements imposed by the management, but the 
attention, the expressed interest and the social/interpersonal relations, the 
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respect are equally important, the emotional and the rational logic being 
interconnected. 

Synthesizing the reflections of the behavioral school we can 
conclude that [3]:  

 Organizations are observable external realities that can be objectively 
analyzed; 

 the formulated behavioral hypotheses can be tested taking into 
account the cause-effect link; 

 human relations are the central factor in the organizational 
functioning; 

 the people have needs, their identification and satisfaction by the 
organization being the most appropriate answer to ensure the 
institutional balance; 

 certain scientific techniques such as quantitative analysis can be 
applied to determine behavioral patterns; 

 science is at the service of management, academic discoveries 
contributing to the improvement of organizational efficiency and 
effectiveness. 
All these aspects can be the support of the PSM, both in terms of 

the theoretical bases, as well as the investigation techniques used to measure 
the level of PSM in an organization, this being in relation to psychology, 
sociology and anthropology. Drawing on the teachings of many fields of 
human and social sciences, the PSM represents an interdisciplinary concept. 

The idea that civil servants are motivated by the public good is not a 
new one. Traces of this ideal can be found in ancient Roman, Persian, 
Chinese and Egyptian civilizations. The PSM postulates that a civil servant 
puts his personal interests aside, because he considers community service a 
personal duty. 

The policies and instruments aimed at the management of human 
resources have not been sufficiently studied to constitute or not successful 
stories of the PSM. However, the career system characterized by the division 
of public functions into departments, directorates, services, agencies and 
offices, by its particularities (employment in the public sector represents a 
career path for life, ensuring progressive promotion, relatively low chances 
of dismissal, respecting the principle of seniority, certainty of earning wages, 
etc.) can be determinants for choosing a profession in public administration. 

Most states try to reach high levels of performance in public 
services. Obviously, the public service must start a process of modernization 
of its practices, adding efficiency to the other values of the administrative 
culture: equality, quality, honesty and integrity. 
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The key factor in the performance or non-performance of civil 
servants is motivation. Performance is highly dependent on the motivation 
of the teams and the individual commitment of the employees. 

The public administration, like other sectors of activity, is in a digital 
transition process, which has an impact on the organizations and on the 
management style they choose. 

Like any other transformation period, this can be a source of 
concern for employees, which can directly affect their motivation for work. 

5. Arguments to argue the thesis 

Human resources policies have focused more often on 
individualizing remuneration, improving working conditions, etc., but have 
not developed a global and coherent approach to staff motivation based on 
theoretical contributions or empirical observations. 

At European level, for 56% of employees in public administration, 
the main priority, namely the level of motivation of the staff is little 
addressed by the human resources departments. 

Lately, the role of the manager has become more complex, on the one 
hand because of the expectations of the employees, on the other because of 
the context described as managing the decline of human and budgetary 
resources [10]. 

The executive director is the one who defines the strategy, sets goals 
and gives meaning to the work. The middle manager participates in defining 
the strategy, elaborates and evaluates the action plans that have been 
established according to the institutional objectives and supervises the 
department managers. 

6. Dismantling the arguments against 

The proximity manager/supervisor/director of a service/direction is 
the one who motivates, organizes and decides. His role is to implement the 
decisions and to control them [2]. He is the guarantor of team cohesion. He 
plays a vital role in motivating subordinate employees, but does not have 
enough levers to induce organizational change. At the same time, he must 
ensure the quality of life in the workplace, in order to respond to the needs 
of the team, especially as the behavior of individuals in the workplace has 
evolved, as they are interested in understanding the meaning, being involved 
and receiving regular feedback in order to contribute to their personal and 
institutional improvement. 

We can conclude that the manager by approach, attitude, behavior 
can be one of the motivating factors in the field of public administration. 
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7. Conclusions 

The motivation for public services is rooted in the desire to serve the 
public interest and to respect the specific institutional rules. Thus, the 
provision of public services is largely dependent on human resources. First, 
it consists in the knowledge, skills, attitudes and motives of public 
employees. Given this observation, it is not surprising that people are the 
main asset of most public organizations and that the actions of those people 
are significant factors in organizational results. In this context, motivation 
becomes a crucial factor in the provision of public service and the quality of 
work in the public sector. 

There are several reasons why employee motivation is a pivotal 
concept in the field of Public Administration and Public Policy. First, in the 
future, demographic changes will lead to a decrease in the offer of work 
force and a significantly increased competition among employers. These 
changes will affect public organizations in a dramatic way, due to the fact 
that in the labor market, as opposed to the services sector, the public 
administration faces direct competition from employers in the private sector. 

In the current context of political-administrative institutions, the task 
of motivating employees is becoming more and more vital. Financial 
resources are scarce, competition in the labor market increases, while the 
company has an aging workforce and requires successful retention strategies, 
and complex liability regimes characterize the modernized and managed 
government organization. 

Motivation has the potential to make a difference in terms of results 
both individually and organizationally. Motivation based on classical 
processes, such as the theory of hope, the theory of goal setting and the 
theory of equity. 

In the societal context of governmental organizations, public values 
have the potential to infuse the value structures of organizations and 
individuals, leading to forms of pro-social motivation that focus on 
sustaining the public interest and helping citizens. 
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