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Public Service Motivation (PSM)

. SSM odn important field in public administration gained traction over the past
ecade.
Bozeman and Su (2015); Ritz, Brewer and Neumann (2016).

 PSM an ‘individual’s predisposition to respond to motives grounded primarily
or unigquely in public institutions’.
Perry and Wise (1990, 368)
* The key emphasis on “motives” such as civic duty and compassion commonly
associated with public organizations
Perry, Hondeghem and Wise (2010).

« The ‘beliefs, values and attitudes that go beyond self-interest and ]
organizational interest, that concern the interest of a larger political entity’.

Vandenabeele (2007, 547).



Measuring PSM

» The first effort fo develop a measure for PSM was made by Perry and
Wise (1990).
« A mullidimensional construct with three types of motives: affective, norm-
based and rational.

* Perry (1996) improved on this multidimensional framework, and using
confirmatory factor analysis, the original six-dimension model was
pared to four dimensions and included a 24-item measure of PSM.

« Concerns raised by Kim et al. (2013, 80) of the generalizability of the
four dimensions in other countries.
* They argue that most commonly used measures of PSM are developed in the

United States and question the appropriateness of these measures to explain
and predict public service-related motivations and behaviors internationally.



Accordingly, Kim et al. (2013) developed a PSM measurement instrument for use
across populations whose language, cultural and values differ.

They refined the operational dimensions of PSM and generated items to measure
each of the four dimensions of PSM: atiraction to public participation, commitment to
public values, compassion and self-sacrifice.

Based on data collected in 2010 from 12 countries (n=2,868) their final fool included
16 items and included information about sex, age, education, length of service and
employment status.

Despite their attempt to improve and internationalise the PSM scale, Kim et al. (2013)
acknowledge that the meaning and scale of PSM dimensions are likely to differ
across cultures and languages, and that there are major challenges in developing a
single universal scale of PSM or making direct comparisons of PSM across countries
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Table 1

Background of Respondents (n = 2,868)

Variables Characteristics Respondents Yo

Sex Male 1,209 422
Female 1,622 56.6
N/A 37 1.3

Length of service (years) 0-10 1,126 39.3
10-20 723 25.2
20-30 484 16.9
30+ 491 17.1
N/A 44 1.5

Organizational status: No 1,472 51.3

“Do you supervise employees?” Yes 1,076 37.5

N/A 320 11.2

Country Australia 249 8.7
Belgium 214 7.5
China 230 8.0
Denmark 249 8.7
France 266 9.3
ltaly 162 5.6
Korea 253 8.8
Lithuania 236 8.2
The Netherlands 249 8.7
Switzerland 250 8.7
United Kingdom 260 9.1
United States 250 8.7

Nore: NIA = no answer.




Table 2
Possible Indicators of PSM and Descriptive Statistics (n = 2,868)

Dimensions and Items Mean Standard ltem-Total
Deviation Correlation
APP
APP1: I am interested in helping to improve public service 4.12 .696 524
APP2: I am satisfied when I see people benefiting from the public programs [ was involved in 441 662 421
APP3: 1 like to discuss topics regarding public programs and policies with others 3.55 917 482
APP4: 1 believe that public sector activities contribute to our general welfare 3.93 753 412
APPS5: 1 admire people who initiate or are involved in activities to aid my community 4.23 672 493
APP6: Contributing to public programs and policies helps me realize myself 3.51 881 478
APPT7: It is important to contribute to activities that tackle social problems 4.09 134 552
CPV
Sub-dimension for Public Interests (CPV1)
CPI1: Meaningful public service is very important to me 4.18 695 525
CPI12: It is important for me to contribute to the common good 4.09 662 596
CPI3: I would prefer seeing public officials do what is best for the whole community, even if it~ 3.48 .899 480
harmed my interests
CP14: Serving the public interest is more important than helping a single individual 3.37 .995 251
Sub-dimension for Public Values { CPV2)
CPV1: I think equal opportunities for citizens are very important 4.28 730 484
CPV2: It is important that citizens can rely on the continuous provision of public services 4.16 704 437
CPV3: It 1s fundamental that public services respond to the needs of the citizens 4.33 710 356
CPV4: Decisions regarding public services should be democratic despite the time and effortit  3.94 852 325
takes
CPV35: Everybody is entitled to a good service, even if it costs a lot of money 3.67 932 376
CPVé: It 1s fundamental that the interests of future generations are taken into account when 4.26 .689 439
developing public policies
CPV7: To act ethically is essential for public servants 441 681 462
CPVS: I believe that public employees must always be aware of the legitimacy of their 4.34 692 402
activities
CPV9: I personally identify with the aim of protecting individual liberties and rights 4.14 763 392

continued




Table 2 (continued)

Dimensions and Items Mean Standard Item-Total
Deviation Correlation
Compassion (COM)
COM1: It 1s difficult for me to contain my feelings when I see people in distress 3.54 951 .399
COM2: I feel sympathetic to the plight of the underprivileged 3.87 825 Sl1
COM3: I empathize with other people who face difficulties 3.88 707 389
COM4: I have little compassion for people in need who are unwilling to take the first step to 2.99 1.083 011
help themselves
COMS5: I get very upset when I see other people being treated unfairly 4.12 155 A87
COMG6: Considering the welfare of others is very important 3.91 765 502
Self-Sacrifice (SS)
SS1: Making a difference to society means more to me than personal achievements 3.57 904 508
§82: 1 am prepared to make sacrifices for the good of society 3.29 872 584
S83: 1 believe in putting civic duty before self 3.39 949 454
S84: 1 am willing to risk personal loss to help society 3.02 982 531
S85: People should give back to society more than they get from it 3.45 888 412
S86: Serving other citizens would give me a good feeling even if no one paid me for it 3.63 1.049 368
SS7: 1 would agree to a good plan to make a better life for the poor, even if it costs me money  3.50 895 546




Objectives and Methods

 To test its applicability, we conducted a survey using the same
instrument with public servants (n=78, from the Departiment of
Health) in PNG in 2020.

* The main ob}ec’riv.e of conducfting the sjrudKlwos fo determine
the drivers of public service motivation in PNG.

* The study also_uses qualitative information based on in-depth
interviews QF“' from the Department of Health) to supplement
the survey findings.

- [Comparative analysis—Bhutan, Fiji, Nepal and PNG]



FIndings and Results (Survey)

Public Service Motivation Attraction to Public Commitment to Public Commitment to Public

Motivation Change (MOC) (PSM) Participation (APP) Interests (CPV1) Values (CPV2)

Compassion (COM) Self-Sacrifice (SS)

N Mean SD Min Max N Mean SD Min Max N Mean SD Min Max N Mean SD Min Max N Mean SD Min Max N Mean SD Min Max N Mean SD Min Max

Sex

Female 46 0.457 3.305 -7 9 50 4.467 0.387 3 5 50 4.6950.350 4 5 50 4.5550.518 3 5 50 4.600 0.407 4 5 50 4.429 0493 3 5 50 4.058 0.657 3 5
Male 22 -1.682 2715 -5 5 23 43610483 3 5 23 46310313 4 5 23 44780657 3 5 23 4.452 0475 3 5 283 42430607 2 5 23 4.0000.837 2 5
Age

30-40 16 -0.063 3.511 -5 8 16 4.498 0.286 4 5 16 4.649 0.308 4 5 16 4.609 0.447 4 5 16 4.569 0.382 4 5 16 4.365 0.409 3 5 16 4.297 0.449 3 5
40-50 26 -0.577 3.431 -7 9 29 4.407 0487 3 5 29 46550381 4 5 29 43790680 3 5 29 4578 0444 4 5 29 43770546 3 5 29 4.048 0770 3 5
50-60 16 -0.125 3.052 -4 5 18 4.376 0470 3 5 18 4.739 0.312 4 5 18 4.597 0.523 3 5 18 4.490 0529 3 5 18 4.300 0.695 2 5 18 3.752 0.775 2 5
60-70 8 -0.1252.800 -3 5 9 45820314 4 5 9 47460376 4 5 9 47780341 4 5 9 46470332 4 5 9 44740400 4 5 9 42630642 3 5
Service years

Below 10 yrs. 11 0.455 3.475 -4 8 11 4.481 0240 4 5 11 4.6450.315 4 5 11 4.591 0.358 4 5 11 4.4850.323 4 5 11 4.303 0.547 3 5 11 4.382 0.413 4 5
10-20 yrs. 29 -0.897 3.509 -7 9 31 44500430 4 5 31 46640368 4 5 31 4.492 0650 3 5 31 46210403 4 5 31 44150423 3 5 31 4.0580.714 3 5
20-30yrs. 11 0.091 3.015 -4 5 14 4.443 0387 3 5 14 4.806 0.260 4 5 14 46250498 4 5 14 4549 0396 4 5 14 4.374 0.600 3 5 14 3.8610.683 2 5
30-40yrs. 12 -0.250 2.768 -3 5 12 4.454 0.577 3 5 12 4.679 0.391 4 5 12 4.604 0.598 3 5 12 4572 0586 3 5 12 4.381 0.733 2 5 12 4.037 0.856 2 5
40-50 yrs. 4 1500 3697 -3 5 5 43760337 4 5 5 46330320 4 5 5 4.700 0274 5 5 5 4.456 0.330 4 5 5 4.407 0252 4 5 5 3.686 0.817 3 5
Supervise employees

No 20 -0.050 3.069 -7 4 22 4370045 4 5 22 46050370 4 5 22 43410634 3 5 22 44610491 4 5 22 44020473 3 5 22 4.0430.746 3 5
Yes 47 -0.362 3.371 -5 9 51 4.4850.403 3 5 51 4.711 0.326 4 5 51 4.6230.518 3 5 51 4.6150.396 3 5 51 4.399 0.531 2 5 51 4.077 0.699 2 5
Education

Some high school,no

diploma 1 0.000. 0 O 1 4.743. 5 5 1 4.714. 5 5 1 4.000. 4 4 1 5.000. 5 5 1 5.000. 5 5 1 5.000. 5 5

High school graduate,
diploma orthe equivalent 5 12004970 -5 8 5 43840234 4 5 5 42290531 4 5 5 43000326 4 5 5 46220127 4 5 5 43330.118 4 5 5 44360469 4 5
Some college credit, no

degree 9 0556 3.3% -6 4 11 4.347 0.377 4 5 11 4.7550.340 4 5 11 4.636 0.479 4 5 11 4.492 0.375 4 5 11 4.282 0.597 3 5 11 3.5710.802 2 5
Associate degree 1 -2.000. -2 -2 1 5.000. 985 1 5.000. 5 b5 1 5.000. 5 5 1 5.000. 5 5 1 5.000. ) 1 5.000. 5 5
Bachelor's degree 40 -0.2253.174 -7 9 44 44650417 3 5 44 46870304 4 5 44 45340602 3 5 44 45800421 4 5 44 44360510 3 S5 44 40870653 3 5
Master's degree 11 -1.182 3.060 -5 5 11 43350531 3 5 11 4.740 0.291 4 5 11 4.523 0.596 3 5 11 43750586 3 5 11 4.112 0637 2 5 11 3.924 0.736 2 5
Doctorate degree 2 -1.500 2.121 -3 0 2 47940068 5 5 2 48570202 5 5 2 5.0000.000 5 5 2 48890157 5 5 2 45830118 5 5 2 46430101 5 5

Note: MOC-Motivation Change; PSM-Public Service Movation; APP-Attraction to Public Participation;
CPV1-Commitment to Public Interests; CPV2-Commitment to Public Values; COM-Compassion; SS-Self-Sacrifice.




Table1



						Motivation Change (MOC)										Public Service Motivation (PSM)										Attraction to Public Participation (APP)										Commitment to Public Interests (CPV1)										Commitment to Public Values (CPV2)										Compassion (COM)										Self-Sacrifice (SS)

						N		Mean		SD		Min		Max		N		Mean		SD		Min		Max		N		Mean		SD		Min		Max		N		Mean		SD		Min		Max		N		Mean		SD		Min		Max		N		Mean		SD		Min		Max		N		Mean		SD		Min		Max

				Sex

				Female		46		0.457		3.305		-7		9		50		4.467		0.387		3		5		50		4.695		0.350		4		5		50		4.555		0.518		3		5		50		4.600		0.407		4		5		50		4.429		0.493		3		5		50		4.058		0.657		3		5

				Male		22		-1.682		2.715		-5		5		23		4.361		0.483		3		5		23		4.631		0.313		4		5		23		4.478		0.657		3		5		23		4.452		0.475		3		5		23		4.243		0.607		2		5		23		4.000		0.837		2		5

				Age

				30-40		16		-0.063		3.511		-5		8		16		4.498		0.286		4		5		16		4.649		0.308		4		5		16		4.609		0.447		4		5		16		4.569		0.382		4		5		16		4.365		0.409		3		5		16		4.297		0.449		3		5

				40-50		26		-0.577		3.431		-7		9		29		4.407		0.487		3		5		29		4.655		0.381		4		5		29		4.379		0.680		3		5		29		4.578		0.444		4		5		29		4.377		0.546		3		5		29		4.048		0.770		3		5

				50-60		16		-0.125		3.052		-4		5		18		4.376		0.470		3		5		18		4.739		0.312		4		5		18		4.597		0.523		3		5		18		4.490		0.529		3		5		18		4.300		0.695		2		5		18		3.752		0.775		2		5

				60-70		8		-0.125		2.800		-3		5		9		4.582		0.314		4		5		9		4.746		0.376		4		5		9		4.778		0.341		4		5		9		4.647		0.332		4		5		9		4.474		0.400		4		5		9		4.263		0.642		3		5

				Service years

				Below 10 yrs.		11		0.455		3.475		-4		8		11		4.481		0.240		4		5		11		4.645		0.315		4		5		11		4.591		0.358		4		5		11		4.485		0.323		4		5		11		4.303		0.547		3		5		11		4.382		0.413		4		5

				10-20 yrs.		29		-0.897		3.509		-7		9		31		4.450		0.430		4		5		31		4.664		0.368		4		5		31		4.492		0.650		3		5		31		4.621		0.403		4		5		31		4.415		0.423		3		5		31		4.058		0.714		3		5

				20-30 yrs.		11		0.091		3.015		-4		5		14		4.443		0.387		3		5		14		4.806		0.260		4		5		14		4.625		0.498		4		5		14		4.549		0.396		4		5		14		4.374		0.600		3		5		14		3.861		0.683		2		5

				30-40 yrs.		12		-0.250		2.768		-3		5		12		4.454		0.577		3		5		12		4.679		0.391		4		5		12		4.604		0.598		3		5		12		4.572		0.586		3		5		12		4.381		0.733		2		5		12		4.037		0.856		2		5

				40-50 yrs.		4		1.500		3.697		-3		5		5		4.376		0.337		4		5		5		4.633		0.320		4		5		5		4.700		0.274		5		5		5		4.456		0.330		4		5		5		4.407		0.252		4		5		5		3.686		0.817		3		5

				Supervise employees

				No		20		-0.050		3.069		-7		4		22		4.370		0.456		4		5		22		4.605		0.370		4		5		22		4.341		0.634		3		5		22		4.461		0.491		4		5		22		4.402		0.473		3		5		22		4.043		0.746		3		5

				Yes		47		-0.362		3.371		-5		9		51		4.485		0.403		3		5		51		4.711		0.326		4		5		51		4.623		0.518		3		5		51		4.615		0.396		3		5		51		4.399		0.531		2		5		51		4.077		0.699		2		5

				Education

				Some high school,no diploma		1		0.000		.		0		0		1		4.743		.		5		5		1		4.714		.		5		5		1		4.000		.		4		4		1		5.000		.		5		5		1		5.000		.		5		5		1		5.000		.		5		5

				High school graduate, diploma or the equivalent		5		1.200		4.970		-5		8		5		4.384		0.234		4		5		5		4.229		0.531		4		5		5		4.300		0.326		4		5		5		4.622		0.127		4		5		5		4.333		0.118		4		5		5		4.436		0.469		4		5

				Some college credit, no degree		9		0.556		3.395		-6		4		11		4.347		0.377		4		5		11		4.755		0.340		4		5		11		4.636		0.479		4		5		11		4.492		0.375		4		5		11		4.282		0.597		3		5		11		3.571		0.802		2		5

				Associate degree		1		-2.000		.		-2		-2		1		5.000		.		5		5		1		5.000		.		5		5		1		5.000		.		5		5		1		5.000		.		5		5		1		5.000		.		5		5		1		5.000		.		5		5

				Bachelor's degree		40		-0.225		3.174		-7		9		44		4.465		0.417		3		5		44		4.687		0.304		4		5		44		4.534		0.602		3		5		44		4.580		0.421		4		5		44		4.436		0.510		3		5		44		4.087		0.653		3		5

				Master's degree		11		-1.182		3.060		-5		5		11		4.335		0.531		3		5		11		4.740		0.291		4		5		11		4.523		0.596		3		5		11		4.375		0.586		3		5		11		4.112		0.637		2		5		11		3.924		0.736		2		5

				Doctorate degree		2		-1.500		2.121		-3		0		2		4.794		0.068		5		5		2		4.857		0.202		5		5		2		5.000		0.000		5		5		2		4.889		0.157		5		5		2		4.583		0.118		5		5		2		4.643		0.101		5		5

				Note: MOC-Motivation Change; PSM-Public Service Movation; APP-Attraction to Public Participation; 

				CPV1-Commitment to Public Interests; CPV2-Commitment to Public Values; COM-Compassion; SS-Self-Sacrifice.





Table2



				Dependent variable: MOC

				(1)		(2)		(3)		(4)		(5)

		Sex: ref-female

		Male		-0.658***		-0.650***		-0.649**		-0.583**		-0.600**

				(0.232)		(0.244)		(0.252)		(0.263)		(0.294)

		Age: ref-30-40 yrs.

		40-50				-0.252		-0.114		-0.131		0.0963

						(-0.79)		(-0.34)		(-0.38)		(0.27)

		50-60				0.0214		-0.0649		-0.0349		0.406

						(0.06)		(-0.14)		(-0.07)		(0.67)

		60-70				-0.0827		-0.111		-0.131		0.279

						(-0.17)		(-0.15)		(-0.16)		(0.32)

		Service years: ref-below 10 yrs.

		10-20 yrs.						-0.390		-0.323		-0.598

								(-0.99)		(-0.81)		(-1.37)

		20-30 yrs.						0.00645		0.0949		-0.330

								(0.01)		(0.19)		(-0.54)

		30-40 yrs.						-0.177		-0.0810		-0.579

								(-0.29)		(-0.12)		(-0.71)

		40-50 yrs.						-0.159		-0.00413		-0.502

								(-0.16)		(-0.00)		(-0.49)

		Education: ref-associate degree and below

		Bachelor's degree								-0.0628		-0.114

										(-0.16)		(-0.29)

		Master's degree & above								-0.352		-0.400

										(-0.82)		(-0.89)

		Employee supervise: ref-No

		Yes										0.0400

												(0.11)

		N		68		65		63		63		61

		Note: MOC-Motivation Change; PSM-Public Service Movation; APP-Attraction to Public Participation; 

		CPV1-Commitment to Public Interests; CPV2-Commitment to Public Values; COM-Compassion; SS-Self-Sacrifice.

		*; **; and *** denote 10%; 5% and 1% level of significance. 





Table3

		Alternative specifications

				MOC		PSM		APP		CPV1		CPV2		COM		SS

				(1)		(2)		(3)		(4)		(5)		(6)		(7)

		Sex: ref-female

		Male		-0.600**		-0.692**		-0.528		-0.450		-0.780***		-0.698**		-0.449

				(0.294)		(0.338)		(0.324)		(0.346)		(0.284)		(0.300)		(0.343)

		Age: ref-30-40 yrs.

		40-50		0.096		-0.355		-0.075		-0.575		-0.293		-0.192		-0.239

				(0.352)		(0.355)		(0.411)		(0.376)		(0.335)		(0.347)		(0.277)

		50-60		0.406		0.230		0.623		0.373		0.330		0.514		-0.511

				(0.607)		(0.645)		(0.573)		(0.592)		(0.716)		(0.700)		(0.560)

		60-70		0.279		0.822		0.961		0.709		0.667		0.806		0.402

				(0.885)		(0.792)		(0.679)		(0.699)		(0.842)		(0.830)		(0.678)

		Service years: ref-below 10 yrs.

		10-20 yrs.		-0.598		-0.060		-0.018		0.147		0.248		0.080		-0.504

				(0.438)		(0.409)		(0.479)		(0.483)		(0.389)		(0.381)		(0.316)

		20-30 yrs.		-0.330		-0.527		0.015		-0.228		-0.332		-0.449		-0.863

				(0.608)		(0.721)		(0.652)		(0.702)		(0.706)		(0.770)		(0.595)

		30-40 yrs.		-0.579		-0.841		-0.774		-0.662		-0.593		-0.683		-0.729

				(0.811)		(0.867)		(0.736)		(0.836)		(0.916)		(0.896)		(0.727)

		40-50 yrs.		-0.502		-1.435*		-1.201		-0.586		-1.411		-0.965		-1.653**

				(1.031)		(0.807)		(0.806)		(0.819)		(0.849)		(0.838)		(0.728)

		Education: ref-associate degree and below

		Bachelor's degree		-0.114		0.288		0.471		0.175		0.149		0.219		0.232

				(0.396)		(0.339)		(0.438)		(0.318)		(0.282)		(0.295)		(0.372)

		Master's degree & above		-0.400		0.026		0.500		0.000		-0.379		-0.337		0.318

				(0.451)		(0.362)		(0.427)		(0.350)		(0.364)		(0.350)		(0.387)

		Employee supervise: ref-No

		Yes		0.040		0.481		0.244		0.508		0.616**		0.247		0.349

				(0.370)		(0.292)		(0.341)		(0.322)		(0.286)		(0.231)		(0.309)

		N		61		66		66		66		66		66		66

		Note: MOC-Motivation Change; PSM-Public Service Movation; APP-Attraction to Public Participation; 

		CPV1-Commitment to Public Interests; CPV2-Commitment to Public Values; COM-Compassion; SS-Self-Sacrifice.

		*; **; and *** denote 10%; 5% and 1% level of significance. 






Dependent variable: MOC

) ) ) ) (5)
Sex: ref-female
Male -0.658*** -0.650*** -0.649** -0.583** -0.600**
(0.232) (0.244) (0.252) (0.263) (0.294)
Age: ref-30-40 yrs.
40-50 -0.252 -0.114 -0.131 0.0963
(-0.79)  (-0.34) (-0.38) (0.27)
50-60 0.0214  -0.0649 -0.0349 0.406
(0.06) (-0.14) (-0.07) (0.67)
60-70 -0.0827 -0.111 -0.131 0.279
(-0.17)  (-0.15) (-0.16) (0.32)
Service years: ref-below 10 yrs.
10-20yrs. -0.390 -0.323 -0.598
(-0.99) (-0.81) (-1.37)
20-30yrs. 0.00645 0.0949 -0.330
(0.01) (0.19) (-0.54)
30-40yrs. -0.177 -0.0810 -0.579
(-0.29) (-0.12) (-0.71)
40-50 yrs. -0.159 -0.00413 -0.502
(-0.16)  (-0.00) (-0.49)
Education: ref-associate degree and below
Bachelor's degree -0.0628 -0.114
(-0.16)  (-0.29)
Master's degree & above -0.352 -0.400
(-0.82)  (-0.89)
Employee supervise: ref-No
Yes 0.0400
(0.11)
N 68 65 63 63 61

Note: MOC-Motivation Change; PSM-Public Service Movation; APP-Attraction to Public Participation;
CPV1-Commitment to Public Interests; CPV2-Commitment to Public Values; COM-Compassion; SS-Self-

*; **-and *** denote 10%; 5% and 1% level of significance.

The results suggest a high public service
motivation level in PNG and no stafistical
difference by demographic variables.

However, we do see high motivation scores
for those born in 1975 with score 5 for all
domains that we consider. Similarly, we also
see high motivation scores for associate
degree holders.

Interestingly, male report lower (less than
1SD lower) motivation compared to
females (see results of the regression from
Table on the right).

The results for male reporting lower
motivation remains consistent even for the
rest of the components of motivation (see
regression Table X) for PSM, CPV2 and
COM. There is no statistically significant
difference between gender for APP, CPV1
and SS.



Table1



						Motivation Change (MOC)										Public Service Motivation (PSM)										Attraction to Public Participation (APP)										Commitment to Public Interests (CPV1)										Commitment to Public Values (CPV2)										Compassion (COM)										Self-Sacrifice (SS)

						N		Mean		SD		Min		Max		N		Mean		SD		Min		Max		N		Mean		SD		Min		Max		N		Mean		SD		Min		Max		N		Mean		SD		Min		Max		N		Mean		SD		Min		Max		N		Mean		SD		Min		Max

				Sex

				Female		46		0.457		3.305		-7		9		50		4.467		0.387		3		5		50		4.695		0.350		4		5		50		4.555		0.518		3		5		50		4.600		0.407		4		5		50		4.429		0.493		3		5		50		4.058		0.657		3		5

				Male		22		-1.682		2.715		-5		5		23		4.361		0.483		3		5		23		4.631		0.313		4		5		23		4.478		0.657		3		5		23		4.452		0.475		3		5		23		4.243		0.607		2		5		23		4.000		0.837		2		5

				Age

				30-40		16		-0.063		3.511		-5		8		16		4.498		0.286		4		5		16		4.649		0.308		4		5		16		4.609		0.447		4		5		16		4.569		0.382		4		5		16		4.365		0.409		3		5		16		4.297		0.449		3		5

				40-50		26		-0.577		3.431		-7		9		29		4.407		0.487		3		5		29		4.655		0.381		4		5		29		4.379		0.680		3		5		29		4.578		0.444		4		5		29		4.377		0.546		3		5		29		4.048		0.770		3		5

				50-60		16		-0.125		3.052		-4		5		18		4.376		0.470		3		5		18		4.739		0.312		4		5		18		4.597		0.523		3		5		18		4.490		0.529		3		5		18		4.300		0.695		2		5		18		3.752		0.775		2		5

				60-70		8		-0.125		2.800		-3		5		9		4.582		0.314		4		5		9		4.746		0.376		4		5		9		4.778		0.341		4		5		9		4.647		0.332		4		5		9		4.474		0.400		4		5		9		4.263		0.642		3		5

				Service years

				Below 10 yrs.		11		0.455		3.475		-4		8		11		4.481		0.240		4		5		11		4.645		0.315		4		5		11		4.591		0.358		4		5		11		4.485		0.323		4		5		11		4.303		0.547		3		5		11		4.382		0.413		4		5

				10-20 yrs.		29		-0.897		3.509		-7		9		31		4.450		0.430		4		5		31		4.664		0.368		4		5		31		4.492		0.650		3		5		31		4.621		0.403		4		5		31		4.415		0.423		3		5		31		4.058		0.714		3		5

				20-30 yrs.		11		0.091		3.015		-4		5		14		4.443		0.387		3		5		14		4.806		0.260		4		5		14		4.625		0.498		4		5		14		4.549		0.396		4		5		14		4.374		0.600		3		5		14		3.861		0.683		2		5

				30-40 yrs.		12		-0.250		2.768		-3		5		12		4.454		0.577		3		5		12		4.679		0.391		4		5		12		4.604		0.598		3		5		12		4.572		0.586		3		5		12		4.381		0.733		2		5		12		4.037		0.856		2		5

				40-50 yrs.		4		1.500		3.697		-3		5		5		4.376		0.337		4		5		5		4.633		0.320		4		5		5		4.700		0.274		5		5		5		4.456		0.330		4		5		5		4.407		0.252		4		5		5		3.686		0.817		3		5

				Supervise employees

				No		20		-0.050		3.069		-7		4		22		4.370		0.456		4		5		22		4.605		0.370		4		5		22		4.341		0.634		3		5		22		4.461		0.491		4		5		22		4.402		0.473		3		5		22		4.043		0.746		3		5

				Yes		47		-0.362		3.371		-5		9		51		4.485		0.403		3		5		51		4.711		0.326		4		5		51		4.623		0.518		3		5		51		4.615		0.396		3		5		51		4.399		0.531		2		5		51		4.077		0.699		2		5

				Education

				Some high school,no diploma		1		0.000		.		0		0		1		4.743		.		5		5		1		4.714		.		5		5		1		4.000		.		4		4		1		5.000		.		5		5		1		5.000		.		5		5		1		5.000		.		5		5

				High school graduate, diploma or the equivalent		5		1.200		4.970		-5		8		5		4.384		0.234		4		5		5		4.229		0.531		4		5		5		4.300		0.326		4		5		5		4.622		0.127		4		5		5		4.333		0.118		4		5		5		4.436		0.469		4		5

				Some college credit, no degree		9		0.556		3.395		-6		4		11		4.347		0.377		4		5		11		4.755		0.340		4		5		11		4.636		0.479		4		5		11		4.492		0.375		4		5		11		4.282		0.597		3		5		11		3.571		0.802		2		5

				Associate degree		1		-2.000		.		-2		-2		1		5.000		.		5		5		1		5.000		.		5		5		1		5.000		.		5		5		1		5.000		.		5		5		1		5.000		.		5		5		1		5.000		.		5		5

				Bachelor's degree		40		-0.225		3.174		-7		9		44		4.465		0.417		3		5		44		4.687		0.304		4		5		44		4.534		0.602		3		5		44		4.580		0.421		4		5		44		4.436		0.510		3		5		44		4.087		0.653		3		5

				Master's degree		11		-1.182		3.060		-5		5		11		4.335		0.531		3		5		11		4.740		0.291		4		5		11		4.523		0.596		3		5		11		4.375		0.586		3		5		11		4.112		0.637		2		5		11		3.924		0.736		2		5

				Doctorate degree		2		-1.500		2.121		-3		0		2		4.794		0.068		5		5		2		4.857		0.202		5		5		2		5.000		0.000		5		5		2		4.889		0.157		5		5		2		4.583		0.118		5		5		2		4.643		0.101		5		5

				Note: MOC-Motivation Change; PSM-Public Service Movation; APP-Attraction to Public Participation; 

				CPV1-Commitment to Public Interests; CPV2-Commitment to Public Values; COM-Compassion; SS-Self-Sacrifice.





Table2



				Dependent variable: MOC

				(1)		(2)		(3)		(4)		(5)

		Sex: ref-female

		Male		-0.658***		-0.650***		-0.649**		-0.583**		-0.600**

				(0.232)		(0.244)		(0.252)		(0.263)		(0.294)

		Age: ref-30-40 yrs.

		40-50				-0.252		-0.114		-0.131		0.0963

						(-0.79)		(-0.34)		(-0.38)		(0.27)

		50-60				0.0214		-0.0649		-0.0349		0.406

						(0.06)		(-0.14)		(-0.07)		(0.67)

		60-70				-0.0827		-0.111		-0.131		0.279

						(-0.17)		(-0.15)		(-0.16)		(0.32)

		Service years: ref-below 10 yrs.

		10-20 yrs.						-0.390		-0.323		-0.598

								(-0.99)		(-0.81)		(-1.37)

		20-30 yrs.						0.00645		0.0949		-0.330

								(0.01)		(0.19)		(-0.54)

		30-40 yrs.						-0.177		-0.0810		-0.579

								(-0.29)		(-0.12)		(-0.71)

		40-50 yrs.						-0.159		-0.00413		-0.502

								(-0.16)		(-0.00)		(-0.49)

		Education: ref-associate degree and below

		Bachelor's degree								-0.0628		-0.114

										(-0.16)		(-0.29)

		Master's degree & above								-0.352		-0.400

										(-0.82)		(-0.89)

		Employee supervise: ref-No

		Yes										0.0400

												(0.11)

		N		68		65		63		63		61

		Note: MOC-Motivation Change; PSM-Public Service Movation; APP-Attraction to Public Participation; 

		CPV1-Commitment to Public Interests; CPV2-Commitment to Public Values; COM-Compassion; SS-Self-Sacrifice.

		*; **; and *** denote 10%; 5% and 1% level of significance. 





Table3

		Alternative specifications

				MOC		PSM		APP		CPV1		CPV2		COM		SS

				(1)		(2)		(3)		(4)		(5)		(6)		(7)

		Sex: ref-female

		Male		-0.600**		-0.692**		-0.528		-0.450		-0.780***		-0.698**		-0.449

				(0.294)		(0.338)		(0.324)		(0.346)		(0.284)		(0.300)		(0.343)

		Age: ref-30-40 yrs.

		40-50		0.096		-0.355		-0.075		-0.575		-0.293		-0.192		-0.239

				(0.352)		(0.355)		(0.411)		(0.376)		(0.335)		(0.347)		(0.277)

		50-60		0.406		0.230		0.623		0.373		0.330		0.514		-0.511

				(0.607)		(0.645)		(0.573)		(0.592)		(0.716)		(0.700)		(0.560)

		60-70		0.279		0.822		0.961		0.709		0.667		0.806		0.402

				(0.885)		(0.792)		(0.679)		(0.699)		(0.842)		(0.830)		(0.678)

		Service years: ref-below 10 yrs.

		10-20 yrs.		-0.598		-0.060		-0.018		0.147		0.248		0.080		-0.504

				(0.438)		(0.409)		(0.479)		(0.483)		(0.389)		(0.381)		(0.316)

		20-30 yrs.		-0.330		-0.527		0.015		-0.228		-0.332		-0.449		-0.863

				(0.608)		(0.721)		(0.652)		(0.702)		(0.706)		(0.770)		(0.595)

		30-40 yrs.		-0.579		-0.841		-0.774		-0.662		-0.593		-0.683		-0.729

				(0.811)		(0.867)		(0.736)		(0.836)		(0.916)		(0.896)		(0.727)

		40-50 yrs.		-0.502		-1.435*		-1.201		-0.586		-1.411		-0.965		-1.653**

				(1.031)		(0.807)		(0.806)		(0.819)		(0.849)		(0.838)		(0.728)

		Education: ref-associate degree and below

		Bachelor's degree		-0.114		0.288		0.471		0.175		0.149		0.219		0.232

				(0.396)		(0.339)		(0.438)		(0.318)		(0.282)		(0.295)		(0.372)

		Master's degree & above		-0.400		0.026		0.500		0.000		-0.379		-0.337		0.318

				(0.451)		(0.362)		(0.427)		(0.350)		(0.364)		(0.350)		(0.387)

		Employee supervise: ref-No

		Yes		0.040		0.481		0.244		0.508		0.616**		0.247		0.349

				(0.370)		(0.292)		(0.341)		(0.322)		(0.286)		(0.231)		(0.309)

		N		61		66		66		66		66		66		66

		Note: MOC-Motivation Change; PSM-Public Service Movation; APP-Attraction to Public Participation; 

		CPV1-Commitment to Public Interests; CPV2-Commitment to Public Values; COM-Compassion; SS-Self-Sacrifice.

		*; **; and *** denote 10%; 5% and 1% level of significance. 






FIndings (Interviews)

» Motivating Factors (Extrinsic)

« From my own understanding, that's what | think, you know people come into the public service
because of... you know the pay is, the pay is always fixed and although people work for
certain number of days, whether they come on board or not, but still the pay is fixed by the
government. [R2]

* | have a different value status than many others, but in the public service, | found job security,
because as a senior specialists, according to my contract, | have accommodations secured, |
have a certain allowances they provide for accommodation, that allows me to save for my
children’s school fees. There are more attractions outside of public service, which | will like to go
through but when you are more than forty, near your fifties, | don’t find that attractive. The
competition is a bit too high for me, there’s more deadlines to meet, longer hours after work.
The corporate world is demanding certain deadlines, certain things to be achieved. [R3]

« Through our association in the country which is nurses association, came up with a twenty-five
percent shift allowance.... the union has agreed to pay them twenty-five percent.... Yes |[it
motivates]. [R9]



* Motivating Factors (Intrinsic)

« So, | think for me, main motivation is to work so that | can you know it's getting employment for
me so | can be able to support my family...This is for me and my family and, it's about serving
the country you know, you have to serve our nation... In the health sector, our job is to provide
health service to our people, to see people who are not well, to see people who are sick, they
need help, they come to us, we provide service. [R3]

« SO, we decide to stay with the government after our training is up because they already started
at a very high salary package or allowances. But that's may be one of the reasons as to why
many people choose public system because the package in the private and the salary for
private sector is quite a bit low. But there are many... joining the department on my size, it’s also
a personal choice because | want to work in a department that's taking care of other health
facilities around the country. [R7]

« Ohh, we work all the time. | got forty... thirty-six midwives. But that's not enough. ...Motivate, |
encourage them and | have to console them. | have to tell them why we are here. What is so
important and | will have to put myself in the other shoe, a woman’s shoe and | tell them we are
looking at this woman who is in labor or coming to the clinic as your daughter, your own sister,
your own relative. How would you feel like? [R9]



« Challenges (Related to PSM)

« Like we have a... the intention of the government of Papua New Guinea is to ensure that the health
... health care ... free health care must reach all the people, both in the urban areas and the rural
areas. But then you will see most of the people you know, they are only confined to urban settings
because of probably due to good roads, schools and services provided within urban setting. But for
our rural setting, there are no such things for our... to cater for the benefits of those who are
working in the rural areas. [R2]

- The younger generation coming out, what | noticed is they don’t want to go to rural areas or the
districts of need. They want to stay where they have the technology, they have convenience of
globalization, westernization the internet, all that ... where there is opportunity to create exira
revenue, source of income and so the, ... Many of them because the government is unable to
create more positions in urban areas, they don’t want to go to the other provinces or rural areas
where there is need. They conveniently got info employment in the private sector and a lot of the
private sector especially if they are NGOs or multinational companies. They have better rewards
and status than in the public service. [R3]

« Those of us who are training those who just graduated, they just send to me, you go 1o ...[the bush].
So, | just went. | went to the bush... | climb mountains, | did all those things. | expected to have some
reward at the end... you know we, that’'s what we were told to do, trained to do. So, we work there
in the bush and all that then | was just thinking, now, | am 61, so | just finished my doctorate, then
what is there2 what more is there? Is this all¢ Is this alle Because that’'s the motivation for me that was
the motivation. [R4]



« What | see is create an enabling environment. We have all the resources here. Money, transport,
computer, internet, telephone systems are there. Not only that but the bosses must get
connected with the ongoing capacity building. Training is something that keeps everybody
moftivated and participatory approach. So, when it comes to making training or fravelling
office.... this time you travel. Everybody feel that they are part of the system due to this it's
connected. [R5]

« Some of those, who are motivated and what drives them is that they actually are very well
educated. Some of them have backgrounds of doing masters from Australia, from England.
Some of them have done PhDs and they know what is the you know, what is the... and they are
interested in especially research and they are interested in further studies and they want that
output and so, that motivates some of them. But then as these years go by and as the system
doesn’t support that research... they lose interest. But after they come back from their masters or
the PhDs, it's really a good time to actually, they are motivated. But the motivation level goes
down as they go on in the service. | have seen people who have been in the provinces forever.
[R6]

* Funding is always no... That is one area that's does not boost us to do our work.... for the
equipment and for the drugs... Training ... while training not much over department budget...
We need the drugs, we need the facilities at work. We need everything, road network. Those are
big things.[R9]



» Challenges & Issues (Others)

« Thatis where corruption comes in because some people are not competent to overtake some of
positions. Just because of wantok system, if | know you well | just employ you as long as you are my
relative or something and that is how... [R2]

« The only thing | am observing is in the public service, the law catches up many years later on your
wrong-doing... The discipline system process is in a way that, it's not managed or supervised as
infended in the general order so that is being processed. So, people tend to take advantage of this
slackness ... slackness and so that slowly breaks down the delivery systems, which is my personal
view. And also, while in the public service, because of that the leniency, people are able to use
public service time for their family, for their other interest and so, ... so, | am noting that because this
person is from my part of the country or part of my extended family, if | ... don’t.... It might back
clash with me in the village or yeah that kind of ...[corruption]. [R3]

« One of the things | see is like a... the weakest area where somebody is given a very big position and
with a very good package but the set targets are not achieved but because we are in a system
where it's very complacent, whether you perform or not but you are still there because of that
professional system. [R5]

* No, it's there is never a lack of people as such. | think it’s just the people, it's not the... so again the
leadership or the capacity building, it's not the team, it’s the leader or the way you design thing. If it's
designed badly, then obviously, if you have no systems to appreciate good work, then it collapses.
It's not the people, it's the systems you design. [Ré]



Thank You!
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