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Abstract

In this article organisation development in the
context of good governance is analysed. Theoretical
analysis involves the possibility of organisation
development and the role of job motivation in organisation
development. The basic idea is implementation the model
of job motivation process development in the interaction
with the job motivation field in the organisation. The job
motivation projected through incentives and opportunities
for field job motivation saturated formation, taking into
account the specific organisation by quantitative and
qualitative structure. Successful implementation of job
motivation model will enhance employee’s motivation
because today it is impossible to force staff to work
efficiently and implement good governance.

Keywords: organisational development, job moti-
vation, job motivation model, job motivation field.

Introduction

Organisation development while being of
benefit to society is not merely skilful management of
the employees by creatively and flexibly reacting to the
challenges and changes in the external environment
but also a special focus on the employee as a unique
resource. Motivation at work serves this purpose
with the aim to induce employees to accomplish
their goals and in this way to satisfy human needs of
each staff member. Employee needs satisfaction by
employing individual physiological and intellectual
abilities in the work environment implies a direct
link with the organisational productivity, which, in
turn, influences the life quality of the individual,
organisation and society therefore resolution of the
job motivation process development problem must be
conceptualised through search for and introduction
of motivation mechanisms. Job motivation reveals
opportunities to improve public administration staff
functions performed, and thus the first to implement
good governance within the organisation

The research novelty and relevance. Organi-
sation development is the practice of helping
organisations solve problems and reach their goals
and planned effort to increase an organisation’s
relevance and viability, intended to change the
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basics of beliefs, attitudes and relevance of values.
Researches of organisation development process
[Boonstra, Cummings (2008), French, Bell, Zawacki
(2004), Zakarevicius (2002), Kvedaravicius (2005)]
focus on the problem how to make the working
relationship function best. This explains the interest of
organisation to strengthen staff motivation. Scientists
in job motivation process development in the
organisation [Armstrong (1988), Noe, Hollenbeck,
Gerhart, Wright (2003), Sakalas (2000), Samoukina
(2006)] search employee motivation by classifying
motivation methods into financial and non-financial
types. Still relatively little attention has been paid to
finding out the model of job motivation.

To search new model of job motivation it is
a matter of great relevance to management science.
Job motivation-building perspective reveals the
possibilities of organisation to improve the work
done by the staff functions, while at the same time,
the implementation of good governance within the
organisation first. The proposal implementation job
motivation models should opened possibilities for
organisation development. This justifies the relevance,
timeliness and novelty of the problem analysed in the
article.

The concept of good governance is derived
from the concept of good administration, primarily
understood as a professional and ethical manner
excellent public servant, which can only be sufficiently
motivating the staff of the organisation.

The object of the article: employees’ job
motivation

The purpose of the article: to analyse the
modern model of job motivation and propose its
applicability on organisation.

Research methods: comparative analysis of
scientific literature and an online survey methods are
used in the article.

Organisation Development in the Context of
Good Governance

According to the political scientist Rhodes
(1996), the concept of governance is currently used in



contemporary social sciences with at least six different
meanings: the minimal State, corporate governance,
new public management, good governance, social-
cybernetic systems and self-organised networks. The
European Commission established its own concept
of governance in the White Paper on European
Governance, in which the term European governance
refers to the rules, processes and behaviour that affect
the way in which powers are exercised at European
level, particularly as regards openness, participation,
accountability, effectiveness and coherence (Graham,
Amos, Plumptre 2003).

Governance includes the state, but transcends
it by taking in the private sector and civil society.
The state creates a conducive political and legal
environment. The private sector generates jobs and
income. And civil society facilitates political and
social interaction - mobilising groups to participate
in economic, social and political activities. Because
each has weaknesses and strengths, a major objective
of our support for good governance is to promote
constructive interaction among all three (UNDP,
1997).

Although definition governance is as old
as human history, the researches concentrated on
the intellectual debates of UN-related ideas as
decolonisation, localisation and human rights. A
central analytical perspective is the tension between
many academics and international practitioners who
employ governance to connote a complex set of
structures and processes, both public and private, while
more popular writers tend to use it synonymously
with government (Weiss, 2010). Good governance is
an ideal which is difficult to achieve in its totality.
Good governance is perceived as the performance
objectives with a minimum of public resources to
align public and private interests. The organisation
meets its mission and is operated effectively in the
best interest of the stakeholders: members, clients,
fund-providers, employees and the community
at large. One of the organisation’s development
directions in the context of good governance are
employees motivation.

In Lithuania scientific research on good
governance context has been analysed the national
development tendencies (Makstutis, 2006), public
and private partnerships (Tamosiunas, Zilakauskyte,
2010), the theoretical and conceptual foundations of
the New Public Management (Babravicius, Dzemyda,
2012), the situation and development tendencies
of municipal international cooperation (Jonaityte,
Lazauskiene, 2011).Yet there is a luck of scientific
research on public sector institution employees
motivation by the implementation job motivation
models. This justifies the relevance, timeliness and
novelty of the problem analysed in the article.

Organisational development in the context of
good governance allows governments to align their

workforce with their goals. It enables governments to
have the right number of people with the right skills
at the right place. Such practices help governments
increase efficiency, responsiveness and quality in
service delivery. The employee knowledge and skills,
their loyalty and motivation is the most important
source of prosperity the organisation. Because
employees are the key resources of the organisation,
it is important to enhance their motivation during
implementation scientific job motivation models.

The Role of Job Motivation in Organisation
Development

Organisation development is influenced by
a variety of factors, but the results are significant
directional selection expediency. According to D.
Gibson, organisation development is an organisational
approach to the manage changes, the changes in
training and organisational conditions in order to
optimise the organisation’s performance and increase
employee participation in the organisation’s long-
term strategy (Kvedaravicius, 2005). A systematic
approach guiding the organisation to understand
development as a process of bringing together human
resource and organisations potential of technology
and structure.

Getting into the organisation’s development, it
is important to assess the dualism of organisation’s
management: first, regulated economic, commercial,
financial processes, and secondly, regulated
social (human activities and relations) processes
(Zakarevicius, 2002). Most organisations, forecasting
the development policies and objectives, consciously
formulate and produce organisational development
sub-objectives, such as the relationship to work
change, behavioural modification, policies and
changes in the structure and as such the relationship
of work and behaviour modification changes within
the job motivation of the development area.

Since the development of work motivation
has direct links to the organisation’s existence and
development, and the organisation as a socio-cultural
system is fully aware that the more developed
the system, the less dependent on the external
environment, and work motivation opportunities
offered by creative use of performance implies
growth. Even the antique Greece provided that, if the
organisation’s goals and activities consistent with the
four principles: the benefits, the truth, goodness and
beauty, it is then possible to speak of development,
providing benefits not only the organisation but
also employed people (Kvedaravicius, 2005).
Human development is linked to the understanding,
knowledge, wisdom, development, and level of
development of the human quality of life, develops a
person becomes less manageable and more controls:
the ruling subsystem must understand this.
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Along with the development of the organisation
has become a topical and staff motivation problem.
In the process of job motivation some authors
distinguish the following eras of researches:
assessment the employee needs and motivation
system in the organisation [Savareikiene (2011),
(2012); Matuziene, Gaidamaviciene (2009); Serikova,
Matuziene (2006); effectiveness of staff motivation
[Maslow (2006); Noe, Hallenbeck, Gerhart, Wright
(2003); Samoukina (2006); Sakalas, Silingiene
(2000)]. Klok, Goldsmit (2004) proposed a new
paradigm about job motivation essentiality: staff
today can not be forced to work efficiently, you can
try to do so, they wanted by themselves. Vandenabeele
(2008) pointed out that the presence of public service
motivation positively correlates with the preference
for prospective public employers. For government
organisations that display a high degree of publicity,
the effect of public service motivation as a predictor
for employer preference is stronger. There is a lack of
specific scientific job motivation models that can be
used in organisation practice, that enhance employee
motivation and operational effectiveness.

To sum up significance of analysis of scientific
literature on job motivation process development,

it should be noted that, on the one hand, this
comparative analysis shows a variety of attitudes
towards the issue and has widened understanding of
the job motivation concept; on the other hand, has
enabled to outreach a variety of research into the
issue tendencies and identify its weak side, i.e. that
the domain is understudied and can be chosen for
further research. Findings of empirical research into
employee needs in Lithuania are somehow specific
if compared to employee needs in the EU and other
countries because here social and safety needs are
dominating. Comparative analysis has enabled to
ascertain the fact that employee priority needs are
determined by, firstly, the level of the country‘s
economic development, and secondly, by historically
developed cultural aspects conditioned by historical
heritage (Savareikiene, 2011).

Theoretical analysis of job motivation
development in the organisation has enabled to gain
new insights into the potential of job motivation
process development. The model of job motivation
process development in the interaction with the job
motivation field was created and one of the objectives
is to analyse the essence of this model and possibility
of its implementation in public sector.
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Fig. 1 Job motivation process development in the organisation

The Model of Job Motivation Process
Development in the Interaction with the Job
Motivation Field

There is a lack of scientific model of job
motivation process development. For the ways
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of solving the job motivation problem in the
organisation Savareikiene (2011) has constructed
a model of job motivation process development in
the interaction with the job motivation field. For
the construction of this model a new concept job



motivation field (JMF) has been developed where
the job motivation process implies that solution of
the job motivation problem should be understood
through search for and introduction of motivation
mechanisms (Savareikiene, 2011). Job motivation
conceptualisation is prognosticated through the
formation of the job motivation field saturated with
stimulus and opportunities while evaluating employee
qualitative and quantitative structure in a particular
organisation from the activity direction viewpoint.

A

1 — external forces

2 — internal forces

Fig. 2 Job motivation field (JMF)

The problem of job motivation field formation
is that use of scattered job motivating factors
or shifting from one to another do not allow the
organisation achieve the planned effect; a systematic
approach to key needs identification and selection
of such motivating attitudes that respond to those
needs must be practiced. Another problem is that the
process of job motivation field formation is related
to implicit employee needs and complexity of their
evaluation opportunities. Job motivation process
development in the organisation (see Fig. 1) starts
from job motivation field formation, followed by
development of an integral job motivation system
and an expected result of all that is motivated staff.

With the aim to clarify the concept job
motivation field (see Fig. 2) the author has proposed
the following definition: the job motivation field is an
aggregate accumulation of intrinsic (employee needs)
and extrinsic factors (organisational profile, mission,
vision, goals, corporate culture) as motivating
implicit and explicit forces that, as a magnetic field,
make influence on staff in enhancing motivation in
the workplace and enabling them to fulfil personal
needs.

The energy generated by such job motivation
field constructs as organisational profile, mission,
vision, goals corporate culture (extrinsic factors)
and priority needs of employees’ groups in the
organisation (intrinsic factors) shape the field of job
motivation which predetermines the direction and
scope of employee endeavours.
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Suneapow
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Economic motivating
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Human being
(individual)

Fig. 3 Integral expression of job motivation
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A significant condition is that the organisation
had a motivated concern in attracting competent
staff focusing on the selection of already motivated
candidates and recognising them among all the
applicants, only then the job motivation field will
function with a stronger force.

Uniqueness of job motivation manifestation
is predetermined by the employee structure in
a particular organisation where two criteria are
significant: firstly, an approach to man as an individual
through his personal traits and appreciated values and
personal needs formed in this context; secondly, an
approach to man through his competences: gained
knowledge, skills (see Fig. 3). Thus the constructed
job motivation field reinforces the impact of an
integrated job motivation system on staff and
enhances employee involvement in organisational
strategy implementation through fulfilment of
personal needs.

The job motivation field while being under
the influence of extrinsic and intrinsic factors is in
the state of ongoing changes and develops by the
principle of a dynamic spiral gaining new quality
(see Fig. 4) and directly impacting the job motivating
process through transformations in employee needs.

Job motivation process transformations occur in
the direction of organisational and staff viewpoint
manifestation and transfigure into job motivation
process development.

Depending on the dynamics of changes
generated by JMF forces, the JM process develops
in three directions: changes in the staff, efficiency
and innovations and quality, moreover, a reversible
process of job motivation process development should
be highlighted as that presupposes new quality of
the job motivation process and in turn has influence
on a new state of organisational development, that
is identified as a development state in the following
progression: 1, 2, 3..n (see Fig. 4). Analogically,
the JMF transforms into new states: 1, 2, ...n. In this
way a new model of the JM process is constructed
and identified as a model of JM process development
in the interaction with the JMF. The essence of the
model of JM process development in the interaction
with the JMF is that the process develops qualitatively
renewing itself and that presupposes organisational
development thus the constructed model is presented
by the author as a new trend in job motivation process
development.

ORGANISANIONAL DEVELOPMENT
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Fig. 4 The Model of job motivation process development in the interaction with the JMF

Summing up, it is important to note that
organisational development should be linked
with setting higher goals and implementing wider
opportunities therefore organisations should strive to

makeuse ofthe potential ofthe model of job motivation
process development in the interaction with the
JMF as that has an impact on staff development and
manifests innovativeness in the organisation; likely
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outcomes could be manifested work intensity, staff
efficiency and creativity and all that preconditions

aggregate

reinforcement of the organisation‘s

potential, successful organisational development and
ensures its competitiveness because all that is highly
relevant to organisations in today’s world.

Conclusions

Since during the whole period of existence the
definition good governance, scientists discuss
the use and feasibility, demonstrate this fact that
realisation of good governance is a complex
process. Scientists and researchers both global
and local aspect should pay more attention to this
problem.

As the organisation’s staff today is a key resource
in the organisation, good governance depends
on the extent to which the organisation will
motivate staff as well to perform their assigned
duties. Considering that it is impossible to force
an employee to work effectively, so today one
of the possible directions of development of
the organisation is the job motivation in the
organisation.

A model of job motivation process development
in the interaction with the job motivation
field oriented towards job motivation process
development in the organisation through
employee needs satisfaction. A new concept in job
motivation, the job motivation field, based on the
principal of a magnetic field has been developed
oriented towards educating motivated employees
in the organisation. Only motivated staff of an
organisation can implement good governance.
Although was proposed in the concrete job
motivation model for organisations to enhance
employees motivation, the research should be
carried out in future in this area to suppose
implementation possibilities and ways.
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Savareikiené, D.

Organizacijos vystymas gero valdymo kontekste: darbo motyvacijos poZitiris

Santrauka

Organizacijos vystymui jtakos turi faktoriy jvai-
rove, taciau rezultatus lemia esminés krypties pasirinkimo
tikslingumas. D. Gibson teigimu, organizacinis vystyma-
sis — tai organizacinis pozitiris | valdymo poky¢ius, ty po-
ky¢iy parengimo ir reguliavimo procesas organizacinémis
salygomis, siekiant optimizuoti organizacijos veiklg ir pa-
didinti darbuotojy isitraukima { ilgalaikés organizacijos
strategijos realizavima (Kvedaravicius, 2005). Sisteminis
pozitiris orientuoja suvokti organizacijos vystymasi kaip
procesa, susiejant] zmogiskuosius iSteklius ir organizaci-
jos potencialg su jos technologijomis, struktiira ir vadybos
procesais.

Gilinantis | organizacijos vystymasi, svarbu {vertin-
ti organizacijos valdymo dualizma: pirma, reguliuojami
ekonominiai, komerciniai, finansiniai procesai; antra, regu-
liuojami socialiniai (zmoniy veiklos ir santykiy) procesai
(Zakarevicius, 2002). Dauguma organizacijy, prognozuo-
damos vystymosi kryptis ir tikslus, samoningai formuluoja
ir iSskiria organizacinio vystymosi potikslius, tokius kaip
santykiy su darbu pokytis, elgsenos modifikacija, politikos
ir struktiiros poky¢iy skatinimas. Tokiu biidu santykiy su
darbu ir elgsenos modifikacijos poky¢iai patenka i darbo
motyvacijos vystymo sritj.

Kadangi darbo motyvacijos vystymas turi tiesiogi-
nes sasajas su organizacijos gyvavimu ir vystymu, todél
organizacija, bidama sociokultiirine sistema, aiskiai suvo-
kia, kad kuo daugiau iSsivysciusi sistema, tuo maziau ji pri-
klauso nuo iSorinés aplinkos. Darbo motyvacijos teikiamy
galimybiy kurybingas panaudojimas suponuoja rezultaty-
vumo augima.

Tyrimo objektas — darbo motyvacija. Tyrimo tiks-
las — iSanalizuoti darbo motyvacijos modelj ir pasitlyti
jo taikymo galimybes organizacijoje. Tyrimo metodai:
mokslings literatiiros ir interneto Saltiniy lyginamoji ir lo-
giné analizé.

Pritaikomumas aktualus, kadangi motyvacijos stip-
rinimo perspektyva atskleidzia galimybes Siuolaikinése
organizacijose pagerinti atlickamas personalo darbo funk-
cijas ir kartu jgyvendinti gerq valdymq pirmiausia pacioje
organizacijoje. Gero valdymo savoka kildinama i$ gero ad-
ministravimo koncepto, visy pirma suprantamo kaip pro-
fesionalaus ir etiSkai nepriekaiStingo valstybés tarnautojo
darbo, kuris jmanomas tik pakankamai motyvuojant tos
organizacijos narius.

Straipsnio tiksla siekiama {gyvendinti analizuojant
bet kurio tipo organizacijos vystymasi per darbo motyva-
cijos stiprinimo aspekta, idiegiant darbo motyvacijos pro-
ceso vystymo, saveikaujant su darbo motyvacijos lauku,
modeli. Darbo motyvacijos vystymas turi tiesiogines sasa-
jas su organizacijos gyvavimu ir vystymu, tod¢l organiza-
cija, biidama sociokultiirine sistema, aiskiai suvokia, kad
kuo daugiau i$sivysciusi sistema, tuo ji maziau priklauso
nuo iSorinés aplinkos, o darbo motyvacijos teikiamy gali-
mybiy kiirybingas panaudojimas suponuoja rezultatyvumo
augima. Straipsnyje darbo motyvacijos koceptualizacija

prognozuojama per stimulais ir galimybémis prisotinto

darbo motyvacijos lauko formavimq, ivertinant konkrecios

organizacijos darbuotojy kiekybing ir kokybing strukttira
veiklos krypties pozitiriu.

Siame straipsnyje atskleidziamas bet kurio tipo
organizacijos vystymosi Siuolaikinémis salygomis biiti-
numas per darbo nasumo didinimo galimybiy paieska,
stiprinant jos darbuotojy motyvavima ir asmeniniy bei ko-
lektyviniy interesy harmonizavima. Analizuojamas darbo
motyvacijos lauko dizainas, darbo motyvacijos lauko for-
mavimo mechanizmas ir jo kiirimo procese biitini principy
visuma. Atskleidus darbo motyvacijos lauko formavimo
instrumentus organizacijoje ir kompleksinés darbo moty-
vacijos raiSkos aspektus, teikiamas darbo motyvacijos pro-
ceso vystymo, saveikaujant su darbo motyvacijos lauku,
modelis. Darbo motyvacijos stiprinimas organizacijose tu-
11 tiesiogines sasajas su gero valdymo koncepto vystymu ir
igyvendinimu.

Apibendrinus atlikto tyrimo rezultatus, galima dary-
ti tokias iSvadas:

e Per visa definicijos geras valdymas egzistavimo laiko-
tarpi vyksta mokslininky diskusijos dél Sios savokos
naudojimo ir tinkamumo, o tai rodo, kad gero valdymo
igyvendinimas yra sudétingas procesas. Mokslininkai
ir tyr¢jai tiek pasauliniu, tiek lokaliniu aspektu turéty
daugiau démesio kreipti Sios problemos tyrin¢jimams.

e Personalas Siandien yra pagrindiniai iStekliai organi-
zacijoje, todél geras valdymas priklauso nuo to, ko-
kiu mastu organizacija gebés motyvuoti savo darbuoto-
jus gerai atlikti jiems paskirtas pareigas. Atsizvelgiant
1 tai, kad nejmanoma priversti darbuotojq dirbti efek-
tyviai, Siandien viena galimy organizacijos vystymo
krypéiy yra darbo motyvacijos proceso vystymas.

e Darbo motyvacijos proceso vystymo, saveikaujant su
darbo motyvacijos lauku, modelis nukreiptas | darbo
motyvacijos proceso vystyma organizacijoje per perso-
nalo poreikiy tenkinimo prizmg, iSlaisvinat organizaci-
jos personalo potenciala ir nukreipiant ji iSkelty organi-
zacijos tiksly jgyvendinimui. Modelis remiasi vidiniy
ir iSoriniy jégy vystymosi dinaminés spiralés principu,
kur darbo motyvacijos proceso vystymasis vyksta tri-
mis kryptimis: personalo kaitos, rezultatyvumo ir ino-
vacijy bei kokybés

e Nors ir siiilomas konkretus darbo motyvacijos mode-
lis organizacijoms, siekiant stiprinti darbuotojy moty-
vacija, taciau ateityje irgi turéty biiti vykdomi tyrimai
Sioje srityje, kad buty atskleisti $io modelio praktiniai
igyvendinimo keliai ir biidai.

Reik§miniai ZodZiai: organizacijos vystymas, dar-
bo motyvacija, darbo motyvacijos modelis, darbo motyva-
cijos laukas.
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