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Abstract
The paper demonstrates the lasting weakness of Greek public services management to motivate the Greek public employees. Especially in the case of the
highly publicized independent autonomous authorities established in recent
years, the lack of staff motivation cannot be attributed as a political responsibility of the Greek government but only the appointment of their top management on a case-by-case basis. On the issue of the Independent Authority
of Public Revenue, a public autonomous organization with many efficiency
expectations due to its independent management, the lack of substantial motivation of human resources creates questions for the achievement of its objectives. The main purpose of the paper is to highlight the I.A.P.R.’s inability
to motivate its employees, by applying classical and/or modern motivation
models, despite the independence of its management.
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1. Introduction
Motivation in organizations and enterprises is one of the key elements of a
modern management. Whether the fact that the overwhelming majority of
workers are not happy with their work [1] or the widespread requirement for
more humanitarian human resources management, motivational forces are an
essential part of improving the operation of an organization or enterprise [2].
Undoubtedly, motivation is even of particular importance to public sector [3]
whereon the use of financial resources is limited. Especially in Greece where fiscal adjustments focused on public wage costs and public spending [4], public
employees are dominated by low morale, unable to respond to their duties due
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to lack of adequate support and low willingness to noticeably improve their
work. In addition, based on the medium-term program, the prospect of incitement of public employees in Greece with non-financial means is almost
one-way.
For the Greek economy, the expansion and establishment of independent authorities in the context of modernizing and reforming Greek state public administration towards new public management concept [5], besides weaning and loss
of control by the central government, has fostered expectations for the implementation of new modern management policies. The establishment of such independent authorities promotes the independence of their management and
their human resources management directorate, although the payroll falls within
the overall public wage policy, however, it gives room for regulatory acts that
differentiate the financial and non-economic benefits.
The low efficiency of public employees in Greece, both in the core of the Greek
state and in the newly established, highly publicized independent authorities in the
context of state reform [6], raises questions about the state of employee morale
and motivation policies provided by the public administration. Key questions related to this research are whether policies to motivate human resources are being
pursued in public administration, if there is knowledge of modern models of motivation and, finally, which models of motivation for civil servants are applied by
the administrations of the independent authorities of the Greek public services.
Especially the case of establishing the highly publicized independent authority of
public revenue (I.A.P.R.), which was also a memorandum of commitment of the
Greek state towards its European partners, is of even more special interest, especially with regard to the motivation of human resources.
The Independent Authority for Public Revenue (I.A.P.R.) is a Greek independent authority responsible for collecting public revenue. It is not supervised by
the Greek Government, but by the Greek Parliament. The responsibilities of the
I.A.P.R. include monitoring and controlling the progress of the establishment
and collection of public revenue, the adoption of regulatory decisions concerning tax legislation in general and the identification of tax evasion, the trafficking
phenomena and the shadow economy.
Exploring the degree of implementation of motivation models in the autonomous organization of I.A.P.R. is the main concern of this research. This research explores the human resource deeds were published by the I.A.P.R., the
relation with the motivation of the human resource and the classification into
motivation models. The knowledge of those motivation models, the possible degree of implementation and the finding of these motivation models applied by
the human resource directorate general of I.A.P.R. are the three hypotheses of
this research.

2. I.A.P.R.
Independent Authority for Public Revenue (I.A.P.R.) in Greece—known in
DOI: 10.4236/ojbm.2019.74112

1618

Open Journal of Business and Management

N. Varotsis

Greek as A.A.D.E.—is the independent public revenue authority in the Greek
hinterland. The main mission of I.A.P.R. is the identification, certification and
collection of tax, customs and other public revenues, as it emerges by the scope
of its responsibilities under Greek law. I.A.P.R. was established in 2017 [7] in
line with the international standards regarding tax administration autonomy,
while its objective is to implement the necessary measures for the effective and
efficient operation of its tax, customs and other services in the fields of combating tax evasion, smuggling, tax fraud and the black economy.
The four main levels in the organization structure of I.A.P.R. are the organic
units directly reporting to the Governor, that is the directorates general, the directorates, the special decentralized services and the regional services [8]. Human resources management constitutes a general directorate of I.A.P.R. and enjoys operational independence, administrative and financial autonomy, while the
I.A.P.R.’s management bodies are the management board and the Governor.
I.A.P.R. for Greek law is a non-constitutional independent authority that enjoys
extensive functional and personal independence, essentially remaining in the
narrow core of the state and included in the central administration of the Greek
state [9].
Taking into account the objectives of human resource management of
I.A.P.R.—as published on the organization’s website—the goal is to create a new
human resources management system [10] with meritocracy and transparency,
empowerment of employees, equal opportunities for professional development,
fair evaluation and reward. The aim of human resources management is to place
human resources at the helm of the transformation of I.A.P.R., into a prominent
public body, thereby serving the vision to build a relationship of faith and trust
with citizens. Human resources management also includes the new system of
assessments from the human resources management directorate general, with
key pillars, the new job description frames, performance management, earnings
system and successful career paths.

3. Models of Motivation
The value of human resources as a key factor in superiority and success in businesses and organizations, advances their effective motivation as a primary objective of management in order to benefit from their efforts [11]. Motivation is
considered to be a key component of the management, while anthropocentric
approach of planning and management has been embedded in the strategy of
any modern organization or business. The motivation is the desire for the degree
of responsiveness that leads the behavior [12] to a goal or a certain level of performance.
The theories of motivation can be classified into two main categories. Initially
the classical theories—developed by theorists Maslow, Herzberg, Alderfer,
McClelland, McGregor—that investigate the nature of motivation, namely human needs, their hierarchy and means of satisfaction, focusing on the factor that
DOI: 10.4236/ojbm.2019.74112
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causes the real motivation of human resource. The second category includes
theories exploring the motivation process, looking for the variables that affect
human motivation at work as well as the probability of correlation between them
[13].

3.1. Classical Theories of Motivation
3.1.1. Hierarchy of Needs
Perhaps the most popular motivation theory is the hierarchy of needs developed
by psychologist Abraham Harold Maslow. According to the hierarchy of needs
[14], human behavior is motivated by specific motivations to meet specific
needs. The hierarchy of needs [15] in a natural ascending order of five levels
claims that only unmet needs can be a stimulus factor.
Maslow’s theory evolves into a model of five levels of human needs, depicted
by hierarchical different levels within a pyramid. At the lower levels, the basic
human needs are ranked, first with the natural needs for survival [16] and secondly the need for security and protection [17]. The rise in the hierarchy of
needs continues with the level of the need for acceptance, affection and intimacy,
it continues with the level of self-esteem and is completed with the level of
self-fulfillment needs. Needs ought first to be met at the lowest level of the hierarchy in order to “wake up” the longing for the next highest level. According to
Maslow, a level of need does not have to be fully satisfied, but to a minimum, in
order to challenge the grace for the next stage and the inception interest of dealing with a kind of behavior that meets the new need [18].
3.1.2. Two Factor Theory
Two factor theory of motivation developed by American psychologist Frederick
Herzberg is based on the assumption that work satisfaction depends on two
groups of factors [19]. Satisfaction factors (motivation) and discontent factors
(hygiene) [20]. Factors of work dissatisfaction are likely to be remuneration, the
environment, human work relationships [21], while factors of work satisfaction
may be recognition, autonomy, personal development or job status [22]. The
two groups of these factors act equally and independently in motivating the
worker [23].
Two factor theory goes further along the hierarchy of needs, deepening into
internal job rewards of performance at work [24]. Achieving the adequacy of hygiene is necessary to avoid employee dissatisfaction. But motivation can only be
stimulated by the enrichment and quality of working conditions provided. Nevertheless, two factor theory overlooks the possibility of personal differentiation
towards hygiene and motivation, adopting the positive relationship of satisfaction and performance [25].
3.1.3. ERG Theory
Developing Maslow’s theory, Alderfer extended it further categorizing the hierarchy of needs [26] in the three categories of ERG theory: Existence needs, relatedness needs, growth needs [27]. The needs of existence include all those for the
DOI: 10.4236/ojbm.2019.74112
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survival of human being by typifying the needs of survival and security. Relatedness needs relate to relationships with other people and are met through the
mutual exchange of thoughts and emotions. Growth needs include the needs of
self-esteem and self-fulfillment of the hierarchy of needs that affect an individual
to explore the optimization of his/her personal potential in the existing environment [28].
ERG theory identified overlapping points of the three categories of needs by
distinguishing that different needs can work simultaneously, bypassing the mastery of Maslow’s theory. In addition, is proposed a model of fulfillment the ERG
theory, according to the finding that the inability to fill a higher in the hierarchy
of necessity implies doubling the effort to fill a lower hierarchical need, with the
ultimate goal of the success of the highest [29].
3.1.4. Acquired Three Needs Theory
Based on Maslow’s theory, McClelland developed the theory of three needs [30],
formed on the assumption that regardless of personal, cultural and social characteristics, people have acquired needs that have been shaped by the personal
experiences of their lives [31]. These needs are categorized into needs for
achievement, affiliation and power, one of which is the dominant driving force
of incitement [32].
The need for achievement creates attraction for challenges, search for innovation, methodical personal integrated work, taking responsibility and achieving
the goal is the stronger incentive than a financial reward. The need for affiliation
seeks a friendly and supportive environment, acceptance by the whole, greater
personal interaction, avoidance of high risk or uncertainty, and a great deal of
time to socialize and maintain relationships. The need for power is attracted by
the ability to influence and control over others, to create personal prestige, to
search for sovereignty and recognition, being committed, to discipline, and to be
strongly motivated by the search for reputation and self-confidence [33].
3.1.5. X and Y Theory
The X theory and the Y theory are two distinct theories developed by Douglas
McGregor to group managerial behavior against employees. The two conflicting
models of motivation proposed by these two theories find application in the
management of human resources. According to McGregor, traditional theories
of human resource management are represented by X theory, while the Y theory
summarizes man-centered approaches to handling workers [34].
The basic idea of X theory is that the employee has an innate aversion to work,
is dominated by selfishness, has no ambition, maintains indifference to the objectives of the enterprise, prefers the avoidance of responsibility, and is required
impetus, control, guidance, and threat to abandon the reluctance to work. In
contrast, the theory Υ is based on the view that work is a source of satisfaction or
even dissatisfaction for the worker, who can act by self-control, self-discipline,
self-direction, accountability and accept the goals when it is rewarded for his deDOI: 10.4236/ojbm.2019.74112
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sirable needs, revealing a high degree of intelligence, imagination and creativity.
According to McGregor, an enterprise or organization to work effectively it is
necessary to replace the direction and control of the employees with the
co-operation for the integration of personality at work.

3.2. Process Theories of Motivation
3.2.1. Goal-Setting Theory
Locke and Latham’s goal-setting theory, sets as a precondition for motivating
employees, designing and launching a specific action plan with specific goals
[35]. Certain goals can be set on specific criteria that are shaped by five features.
Clarity, challenge, commitment, feedback and simplicity [36].
A determinant success factor of incitement is the acceptance of the goal. Employee involvement in setting the goal is not a guarantee of its achievement, as
there is not always the same desire for participation in the goal-setting. Defining
a difficult but achievable goal with employee consensus is the succinct summary
of the goal-setting theory [37].
3.2.2. Intrinsic Motivation Theory
Thomas’s intrinsic motivation theory stress the need of enriching them by inherent stimulus. While pay, additional benefits and bonuses are important, intrinsic motivation theory boosts the existence of certain inherent incentives for effective activation of the employee [38].
An extrinsic reward—possibly financial—is given by an external factor while
an intrinsic reward comes from the experience gained for the successful execution of the work. The intrinsic rewards are necessary for the motivation that
forms the basis of creativity. Self-management of the project by using intelligence and experience to achieve business goals leads to the innovation of creative solutions and improvisations to solve problems by choosing the best way of
fulfilling the sensations of the key intrinsic rewards of meaningfulness, choice,
competence and progress.
3.2.3. Expectancy Theory
Vroom in the theory of expectation concludes that the person’s behavior results
from a conscious choice among available alternatives [39], aimed at maximizing
pleasure and fiction. According to the theory of expectation, an employee’s performance is based on distinct factors such as personality, skills, knowledge, experience and abilities. The theory of expectation is mainly related to motivation
within a working environment. When employees can make choices in their
workplace they choose the activity that personally motivates them more.
According to expectancy theory the motivational force depends on the expectancy, instrumentality and valence. The theory of expectation argues that utility
expresses the belief in someone’s effort that will lead to performance, the instrument reflects the belief that the performance of the individual will be rewarding and the courage is the true value of rewards to the instigator [40]. This
DOI: 10.4236/ojbm.2019.74112
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relationship can be mapped to the model Motivational Force (MF) = Expectancy
× Instrumentality × Valence, that represents the direction of the incentives when
the behavior occurs [41]. Employees prefer to get the most out of their work
with the least effort. Individual factors play an important role in the objectives to
be achieved and in the behavior of workers. Individual effort, performance and
motivation are always intertwined. The positive correlation between effort and
performance [42] has the effect of motivating workers [43].
3.2.4. Equity Theory
Adams’ equity theory calls for a parity [44] between inputs (hard work, skills
level, ability level, acceptance, enthusiasm, etc.) and employee performance
(wages, benefits, immaterial rewards such as recognition, etc.), focusing on
finding a fair balance which resolves the dispute over whether the allocation of
resources is fair to an organization [45]. The equity theory developed by J. Stacy
Adams, overcomes pay as the key single reward factor, contributing to the motivation of the fairness factor by comparing a worker’s pay with someone doing
similar work.
The theory of equity focuses on the fact that people choose a level of effort in
their work that they think is fair or equivalent [46]. The concept of the theory
encourages workers to reward them on a fair basis, since the latter are interested
in their remuneration on a comparative basis with those who do the same job
and not on an absolute basis, that is, the amount of their rewards [47]. According to this theory, unreasonable reward causes workers to resent, reduce effort or
even give up work. Feeling of failing to receive a fair reward is likely to give rise
to dissatisfaction, while comparing with similar pay causes discouragement from
effort, re-emphasizing the importance of social and interpersonal comparability.
3.2.5. Theory of the Expectation Model
Porter and Lawler based on Victor Vroom’s theory of expectation, led to the
conclusion that a person’s motivation to complete a job is mainly influenced by
the reward he is expected to receive to complete the project [48]. In addition,
they distinguished the reward to endogenous and exogenous. The endogenous
reward consists of positive feelings from the experiences gained from the completion of work, e.g. satisfaction, sense of achievement. External rewards are rewards from the outside environment, such as financial rewards, wage increases,
extra benefits, extra bonus [49].
In fact, theory concludes that motivation does not amount to satisfaction or
performance. A multifactorial model is suggested that can explain the relationship of satisfaction and efficiency [50]. The critical point of the model is that effort or motivation does not directly lead to performance. In essence, it is rooted
in the skills, characteristics and perceptions of the roles. The core elements of the
proposed motivation model include the effort spent to achieve the goal, the performance related to the skills and the satisfaction that depends on the degree of
completeness achieved by the rewards, at the level of the final rewards. UltiDOI: 10.4236/ojbm.2019.74112
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mately, motivation to improve performance is related to the subjective appreciation of real rewards as well as to the assessment of the required effort that will
lead to estimated internal and external returns [51].
3.2.6. Reinforcement Theory
Reinforcement theory [52] is based on the concept of the law of effect [53].
Consequently, the behavior leading to positive consequences tends to be repeated, while the one that has negative consequences tends to be overcome [54].
Skinner’s reinforcement theory is based on the two types of human behavior, the
response to a direct stimulus and the functional one taking place in the absence
of any stimulus. Two are the main elements of the theory of functional addiction
[55]. Behavior (education) and environment.
Reinforcement motivation theory aims to achieve the desired level of incentives [56] among employees through reinforcement, punishment and elimination [57]. The amplification approach, which may be positive and negative [58],
is used to enhance the desired behavior [59]. Punishment acts as a deterrent to
unwanted employee behavior. Elimination refers to reducing the likelihood of
unwanted behavior [60].

4. Modern Models of Motivation
The shortcomings of classical theories of motivation, led to the development of
more comprehensive contemporary motivational modern theories. Despite the
familiarization and understanding of classical motivation theories—which have
worked as a source of inspiration and commitment to motivating staff—some of
them have not empirically proven to function effectively [61]. The combination
of early classical and modern motivation theories can help understand, analyze
and influence human behavior in organizations and enterprises.
Modern theories of motivation have been developed over the past few years
and aim to study in more detail the omens or factors that drive human behavior
to be motivated [62]. Modern motivation models take into account past classical
motivation theories in order to propose a modern implementation model in
daily work. These modern models are more man-centered focusing on the deeper desires of the human factor and fading the economic motivating factor as a
key factor of empowerment in motivating work.

4.1. Self-Determination Theory
The theory of self-determination was developed by Deci and Ryan, which, based
on Porter and Lawler’s expectation model, focuses on internal motivation [63].
According to the theory of self-determination, internal motivation is determined
by the desire of a worker to engage in an activity either because he enjoys it or
because he finds it really interesting. The concept of autonomous and dependent
motivation takes place at the heart of the theory of self-determination.
Self-motivation is an internal motivation and translates into the desire to perform the job [64]. Contrary to the assumption that the main motivation for the
DOI: 10.4236/ojbm.2019.74112
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job is a motivating factor and at the same time an obligation on the part of the
worker to perform a task [65].
The theory focuses on three internal factors that need to be strengthened in
order to achieve prosperity [66]. The adequacy of controlling the outcome, the
relevance of interconnection and interest to others, and the autonomy of functioning autonomously and in harmony with oneself. Each factor needs to be induced differently at different times. The theory of self-determination focuses on
the employee’s inner mood to develop relationships with his colleagues and the
wider social community he belongs to. The self-determination theory is investigating a wide range of factors such as gender, culture, age and socio-economic
status. Prominently explores the factors that trigger the person’s behavior in order to turn it into reality [67]. Human perceptions, cognitive functions, emotions, human needs are the sources of any results.

4.2. Self-Efficacy Theory
The theory of self-efficacy [68] is based on the belief that human is able to perform a specific task or achieve a specific goal [69]. The theory was developed by
Bandura, which defines it as a personal perception of how effectively an individual can perform the process to meet a future goal [70]. Every person has the
ability to use and strengthen his/her self-efficacy. Efficacy-related beliefs determine the way of thinking, motivation and behavior, reproducing different results
through four processes. Self-efficacy come from these four sources of efficacy beliefs [71].
The first basic source of self-efficacy arises from personal master experience.
Overcoming obstacles through personal effort and perseverance promotes a
sense of self-efficacy, boosting self-confidence [72]. The second source of
self-efficacy is the experiences and, in particular, the most successful ones, which
creates the belief that the observer has the skills to succeed. The third source is
the social influence from influential people, which is able to convince that the
appropriate activities are available when trying to achieve a goal. The emotional
state is the fourth determining source of beliefs [73]. Positive emotions reinforce
self-efficacy while a bad emotional state or condition (anxiety, depression, etc.)
undermines self-confidence. According to the theory, virtual experience, id est
the visualization of a successful self, can enhance self-efficacy.

4.3. Job Characteristics Theory
Hackman and Oldham’s job characteristics theory aims at the proper design of
the job and is based on the belief that work itself can be an incentive [74].
Hackman & Oldham developed a model of motivation based on five features
(description, importance, skills, autonomy, feedback) that impact on job results.
According to the theory it is essential to highlight the key features of work that
can affect attitudes and behaviors of workers, and in this case the definition of
working conditions that maximize this influence [75].
DOI: 10.4236/ojbm.2019.74112
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The Hackman and Oldham model focuses on three psychological situations
around which emerge the five key features of the work [76]. The first comes
from the experience gained from the performance of the work, the second from
the sense of autonomy and the third from the gained knowledge of the results.
The simultaneous existence of all three situations can cover the need to achieve
and motivate the work process.

4.4. Nudge Theory
Nudge theory [77] is an introducing motivation theory developed by behavioral
scientists Thaler [78] and Sunstein [79] based on Kahneman’s [80] early works
and the formation in cybernetics by Wilk [81]. The theory also known as “the art
of nudge” is based on any aspect of intervention that changes a person’s behavior in a predictable way without excluding available options or changing financial incentives [82].
The proposed corrections need to be painless at no cost and are not mandates
or bans. In fact, finding beneficial intervention is an influence on work behavior
[83]. The primary purpose of nudge theory in the workplace is to achieve zero
accidents from the working culture and to provide nudge interventions in the
communication that motivates the achievement of the work project [84].

5. Method
This research was accomplished with the quantitative method of data analysis.
The data were collected from the official information system of the human resources directorate division of the Independent Authority for Public Revenue
(I.A.P.R.) in Greece. The key features that helped in choosing the data analysis
methodology is the easy access to all the deeds and decisions of the personnel
and administration management concerning the staff of the I.A.P.R., the validity
of the analysis as the information system contains all the decisions regarding the
personnel management, and the objectivity of the human resources management
policy of the organization.

5.1. Data
In this study, the data comprised of regulatory circulars and other rulings of the
human resource directorate general of I.A.P.R. since the date of the organization’s establishment on 1st January 2017. Primary data were collected by use of
the publicity information system “diavgeia” of Greek public services. The study
used SPSS 20.0 to analyze data collected.
The digital platform “diavgeia” was established in 2010 [85] and aims at
maximizing the publicity of government policy and administrative activity, ensuring transparency and accountability by public authorities. Since October
2010, all decisions of governmental and administrative acts have been posted at a
point on the Internet, with a special exception being given to national defense
and sensitive personal data.
DOI: 10.4236/ojbm.2019.74112
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Under the responsibility of the institution that issued it, the act is described
as “on the Internet” on the draft of its document. After the publication is completed, it is registered electronically (the file must be in pdf format) in the special application of laws and operations registration available centrally by the
IT development department of the Ministry of administrative reform and
e-Government. Upon completion of the posting, each institution act is digitally
signed by the information system and acquires a unique web posting number.
The posted service document other than those published in the government gazette prevails over all other versions of the act.

5.2. Procedure
The data were systematically collected from the digital platform “diavgeia”
through recording of the published decisions of the Human Resources Directorate of I.A.P.R. The key features that helped in choosing the data collection is the
obligation of the Human Resources Directorate of I.A.P.R. to publish the total
decisions and deeds that affect the human resources of the organization, the high
accuracy of data collection at a relatively low cost, and the easy-to-use process of
collecting actions affecting remuneration and motivation policies.
Classification of decisions was made in accordance with the contents of the
deeds and other acts of the Human Resources Directorate of I.A.P.R. as well as
the recipients of these decisions. Simple search is done by inserting a keyword in
the search field at the top of the homepage “diavgeia.gov.gr”. In the case of
searching for a specific public body’s posts, the user chooses from the right-hand
side of the site the choice of the public operator that interests him/her—e.g.
I.A.P.R. Accordingly, it may choose the address of a specific public body, public
organization or independent/autonomous public authority/organization e.g.
human resources directorate general of I.A.P.R.

6. Results
This research was accomplished with the quantitative method of data analysis.
The collection of data was carried out by an information subsystem for the publication of administrative acts of the public services “diavgeia”. Since the establishment of the I.A.P.R. organization, the human resources directorate general of
I.A.P.R. has published a total of 750 human resource deeds. Most of these relate
to personnel change decisions, such as a change in wage earning pay scales due
to maturity, or regulatory decisions on metathesis or/and retirement of employees.
The results are aimed at responding to the key concern of this research, the
degree of application of motivation models in the case of the Greek public autonomous organization of I.A.P.R. More specifically, the three hypotheses examined are the possibility of knowing motivational models, the degree of implementation of specific motivation models in human resource management,
and the inventory of the finally applied motivation models by the human reDOI: 10.4236/ojbm.2019.74112
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sources directorate general of I.A.P.R.
The results start with a general overview of the general decisions of the
I.A.P.R. Directorate-General for Human Resources, they continue by separating
them into deeds to motivate staff and decisions that are aimed at procedural issues and are completed by classifying these actions to motivate human resources
based on their content in a particular motivation model. A summary of the decisions of the human resource directorate general of I.A.P.R. is presented in Table
1.
Subsequently, an analysis of the contents of the human resource acts, deeds
and operations in order to classify them into those aimed in directly or indirectly
to motivate the employees (e.g. salary increases, additional benefits, change in
the job) and those that relate to other staff procedures (e.g. recruitment, retirement, circulars, etc.) (Table 2).
Finally, acts, deeds and operations relating to the direct or indirect motivation
of staff were classified by type of provision in monetary or non-monetary and by
purpose in one of the above-mentioned models of motivation of the human resources (Table 3).
The basic key criterion for classifying human resources operations in the hierarchy of needs was the basic monetary wage (physical needs), while for the other models the criterion of whether the pay is related to the provision or reward
Table 1. Summary of human resources management directorate deeds. Source: I.A.P.R.’s
Diavgia, (2019).
Category

Thematic

Host

1.

Registry changes

Public Administration

38

2.

Appointments

Staffing

26

3.

Regulation deeds

Employment and work

30

4.

Other deeds

Fiscal, Restructuring

656

Table 2. Distinction between motivational and other actions. Source: I.A.P.R.’s Diavgia,
(2019).
Purpose

Content

Host

1.

Motivation

Provision

573

2.

Procedures

Order

177

Table 3. Classification of HR deeds on models of employee motivation. Source: I.A.P.R.’s
Diavgia, (2019).

DOI: 10.4236/ojbm.2019.74112

Motivation Model

Payroll

Non-payroll

1.

Hierarchy of needs (Maslow)

567

-

2.

Two factor (Hertzberg)

3

-

3.

Goal setting (Locke)

2

-

4.

Intrinsic motivation (Thomas)

-

1
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of the staff (e.g. achievement target reward, health security, etc.). The review of
the overall outcome has as its main conclusion the use of only one non-monetary
mobilization of human resources and the limitation on the application of only
four motivation models.

7. Discussion
Employee’s motivation models not arise from the analysis of the results being
one of the priorities of the I.A.P.R. Human Resources management. As a consideration, the human resource management operations of I.A.P.R. are limited
to wage ripening and some wage improvements, without a clear purpose or expected benefits being improved in employee performance. Wage maturity is the
implementation of wage law for civil servants and is not in fact associated with
any spontaneous or targeted decision to motivate the employees of the organization.
Possibly the human resource directorate general of I.A.P.R. does not have
knowledge of employee motivation models. The absence of a staff management
decision that aims, for example, in equitable distribution of earnings or even in
the expectation of something similar, shows ignorance of incitement with a motivation model of the employees of the organization. Persistence of wage maturity for all staff on the basis of the legislation in force is essentially not a mean of
motivation since it is not related to any reward, improvement or restructuring of
employees’ emoluments.
The hierarchy of needs theory and in a few cases the two factors theory, the
goal setting theory and the intrinsic motivation theory have been used fragmentarily for the motivation of the staff, while the other models of motivation do not
appear to be sources for the implementation of policies motivating the I.A.P.R.’s
human resources. Ignorance in the implementation of policies and decisions of
I.A.P.R.'s Directorate-General for Human Resources using timeless models of
motivation such as the equity theory, expectancy theory, x and y theory or/and
reinforcement theory, seems to reveal a management profile adhered to outdated
management standards.
Modern motivation models [86] do not appear to be in knowledgeable since
the human resources directorate general of I.A.P.R. While the implementation of
modern human resource motivation models does not require additional financial resources, it does not seem to find any application in the case of I.A.P.R. despite the lack of additives available financial resources to raise staff salaries [87].
Motivation with features such as autonomy, feedback, or/and nudges are unknown tools in the effort to improve efficiency by focusing on the humanitarian
factor of human relations at work.
The one-sided use of minimal available financial resources to motivate human
resources is based on the lower level of the Maslow’s hierarchy of needs pyramid, ignoring that motivation can only be achieved at higher levels of satisfying
needs. But even if the meager additional financial benefits to the employees of
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I.A.P.R. satisfy the lower hierarchical rank of the Maslow’s pyramid, possibly
there is ignorance in the effective implementation of the model in that only fulfillment of needs at the lower level of hierarchy can awaken the craving for satisfaction at higher levels of needs.
Timeless employees’ demands for wage increases in Greece [88] show that any
incentive measures of an economic nature are spent without achieving their
purpose. On the other hand, the influences of new public management policies
[89] are exhausted in the issuance of new I.A.P.R.’s job description regulation
[90], without taking into account the personal characteristics of the employees.
In any case, the publication of a job descriptions’ regulation does not meet on
the application of a motivation model based on the job description theory.
To sum up, the implementation of motivation models in the public service of
the Greek government in the case of I.A.P.R. is not part of the human resource
management mix of the organization. Limiting I.A.P.R.’s personnel management
policies to meagre wage developments, highlight a scanty mix of motivation for
human resources. The margins for implementing policies that motivate staff are
broad insofar as there is a willingness to implement them by the I.A.P.R.’s top
management.

8. Conclusions
This research showed that almost all of the I.A.P.R.’s public employees’ motivation policies are confined to the hierarchy of needs theory, while there is a total
ignorance of the existence of modern models of motivation for human resources. The results of the foregoing analysis supported the hypothesis that the
I.A.P.R.’s management is unaware of most of the motivation models of human
resource.
As regards hypothesis 1 concerned, the management of I.A.P.R. does not seem
to have knowledge of both early and modern models of motivation. From the
classical models of motivation of human resource, there is mainly knowledge of
the Maslow’s hierarchy model and little, of the Herzberg’s two factors model.
There is little knowledge of the process models of motivation, and there is no
knowledge of the modern models of motivation of human resource.
For hypothesis 2, the degree of implementation of staff motivation models,
though one-sided—limited to poor financial incentives—is noticeably perceptible from the human resource directorate general of I.A.P.R. The main conclusion resulting from the decisions of the human resource directorate general of
I.A.P.R. is that an effort is being made through the salary’s maturity of experienced staff’s pay; however, probably because of the tax system, even this poor
economic agent does not have a real effect on human resources pay.
The results exploring hypothesis 3 on models of motivation that is ultimately
implemented by the I.A.P.R.’s Directorate-General for Human Resources, conclude that it is basically confined to the overwhelming majority of deeds in the
implementation of the Maslow’s hierarchy of needs model. As it emerged from
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the classification of decisions of the Human Resources Division, almost all of
them are incorporated to the lower hierarchical levels of the Maslow’s pyramid.
Consequently, from the classical theories of motivation applied, the overwhelming majority of the I.A.P.R.’s Directorate-General for Human Resources decisions aimed at motivating staff, are based on the concept of Maslow's hierarchy
of needs model, with only few exceptions to the application of Herzberg's model,
Locke’s goal-setting model and Thomas’s intrinsic motivation model. None of
the modern motivation models has been implemented so far by the I.A.P.R.’s
Directorate-General for Human Resources.
This paper set out to explore the motivation of autonomous Greek public organizations in the case of I.A.P.R. After initially presenting the concept of autonomous Greek public organizations and the Independent Authority for Public
Revenue (I.A.P.R.), then presented the human motivation models that the human resources management of an organization can use to motivate its human
resources. The presentation of the results concluded that in the case of I.A.P.R.
there is limited knowledge of the models of motivation of human resources, the
degree of motivation of the staff is extremely low and when human resource
management chooses the motivation to stimulate human resources, it is unilaterally provided with scanty financial benefits aimed at motivating the needs of the
lower levels of the Maslow’s hierarchy of needs theory.
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