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et al., 2013; Park, 2001; Perry, 1996; Vandenabeele, 2008b).  Much of the work in the 

PSM field stems from the initial approach set forth by Perry and Wise and their 

identification of motives for public service motivation.  Some have separated themselves 

from identifying the constructs of PSM as the exact definitions set forth by Perry and 

Wise; however, they still remain grounded in this initial work (Bright, 2009; Cho & 

Perry, 2011; Coursey et al., 2008; Houston, 2006; Kim, 2010; Kim et al., 2013; Liu et al., 

2011; Wright & Grant, 2010; Wright, Moynihan, & Pandey, 2012). 

In their pivotal work, Perry and Wise (1990) state that as part of public service 

motivation, there are three motives from which people rely to determine levels of 

motivation or interest in their profession; assertive, norm-based, and rational motives.  

Assertive motives are those grounded in a commitment to public service, or commitment 

to the public interest. Assertive motives may be viewed as the level of commitment of the 

public interest, or intensity of one’s commitment. Norm-based motives are those 

grounded in the notion that the public employee works in interest of the public good, or 

the common good. The norm-based motives suggest that an individual is concerned with 

the overall good, inferring that the individual has motives that strive for a utopian-like 

society.  Rational motives, or those most examined by economists and others, are focused 

around the concept of individual utility maximization. Perry and Wise describe the need 

to study and understand the concept of PSM based on the call for a renewed public 

service ethic, as set forth by President Bush following the 1988 presidential race.  

Perry and Wise note that two developments have called into question the overall 

strength and importance of public service ethic.  The first, the public choice movement, is 

predicated on the assumption that people are motivated by self-interest, which models 
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human behavior (p. 367).  A second is the growing presence and popularity of monetary 

incentive systems found in the top-level organizations (p.367).  Extrinsic rewards are the 

focus of managerial strategies during this article’s time and stand in opposition to the 

view that “public service motives energize and direct the behavior of civil servants” 

(p.367).  

Much of this piece centers around the case that public service motivation is often 

grounded in rational motives, notably utility maximization.  Utility maximization is a 

concept stating that an individual will work to maximize his or her utility from any given 

activity.  Utility can come from intrinsic, extrinsic, and other rewards, depending on the 

individual’s perspective and concept of utility.  Rawls (1971) states that greater 

realizations of self emanates from “skillful and devoted exercises of social duties”.  An 

individual seeking public sector employment with the hopes of participating in policy 

making might ultimately be satisfying their own personal needs while providing a public 

service in the same effort. These efforts are often referred to as motives, of which Perry 

and Wise (1990) categorize into three different motives: norm-based, rational, and 

assertive. 

Rational motives are grounded in the concept derived from the works of Anthony 

Downs (1967).  Downs (1967) argues that “some civil servants are motivated by 

commitment ot a public program because of personal identification with the program” 

(Perry and Wise, 1990, p. 368). Downs offers an example of Billy Mitchell and the 

military use of aircraft as an example of motivation.  He continues using J. Edgar Hoover 

and Hyman Rickover as additional examples.  Perry and Wise (1990) explain, “Rickover, 

for example, was so dedicated to the nuclearization of the U.S. Navy that, even in the 
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face of opposition to his amassing influence and power, he remained at his post well 

beyond normal retirement age” (p. 368).  Perhaps the most notable portion of Perry and 

Wise (1990) rational motives is that “a related rational motive that for many individuals 

may not be served outside of government is advocacy for a special interest” (p. 368).  

Individuals may have motives that their choices will facilitate the interests of certain 

groups.  Some police and fire employees may be motivated in their service to the 

constituency and will therefore further the efforts and provide services for individuals 

who many not have the same opportunities and facilities available as others in society. 

Norm-based motives stem from a “desire to serve the public interest” (Perry & 

Wise, 1990, p. 368). While Perry and Wise (1990) state that “others may disagree with 

Down’s interpretation of public interest but still agree that the norm is integral to most 

conceptions of public service motivation” it is not without opposition.  This opposition 

will be detailed in later sections when Perry’s (1996) construct is examined and criticisms 

are identified.  Desire to serve the public interest is only one portion of this motive noted 

in the Perry and Wise (1990) piece.  Citing Buchanan (1975) and Mosher (1968), Perry 

and Wise (1990) argue that “public service ethic involves a unique sense of loyalty to 

duty and to the government as a whole” (p.369). The final aspect of the norm-based 

motive stems from the concept of social equity.  Social equity is comprised of activities 

aimed at enhancing the well-being of minorities lacking political or economic facilities or 

resources. Frederickson (1985) argues that there are obligations to public administrators 

and are threefold; to provide services efficiently and economically while enhancing social 

equity. 
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Affective motives may stem from a conviction of public service’s social 

importance (Perry and Wise, 1990).  Frederickson and Hart (1985) assert that the central 

motive behind the efforts of public servants is that of the patriotism of benevolence.  This 

concept is described as “an extensive love of all people within our political boundaries 

and the imperative that they must be protected in all of the basic rights granted to them by 

the enabling documents.” This concept can be examined in another manner—willingness 

to sacrifice for others.  Public safety workers will inevitably possess some level of this 

self-sacrificial motive as part of their responsibilities on a daily basis consists of placing 

themselves in the way of physical and emotional injury.  Lee ad Olshfski (2002) reiterate 

this finding in their research showing that firefighters viewed themselves as committed to 

their job, which they viewed as an honorable profession that performs a valuable service 

to the community.  This valuable service consists of the potential for bodily harm for the 

greater good, or a rewording of the motive of self-sacrifice.  

Perry and Wise (1990) detail the behavioral implications of public service 

motivation, creating the impetus for Perry’s (1996) construct and the foundation for this 

research endeavor.  The authors state that “public organizations that attract members with 

high levels of public service motivation are likely to be less dependent on utilitarian 

incentives to manage individual performance effectively” (p. 371). This states, in 

essence, that performance measures should not only take into account extrinsic rewards 

as a means of motivation, but also to identify that public service organizations at their 

core are based around a desire to aid the public and therefore must understand that 

employees work for public service organizations for other reasons outside of standard 

financial rewards.  Municipal organizations are unique compared to state or federal 
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employees, and public safety workers are a specific grouping of worker requiring a 

different approach to understanding the motivations behind public service.  Public safety 

workers, it has been noted, enter into service with a self-motivation and a desire to aid the 

community while incurring lower pay than other administrative positions, most of which 

have no added element of personal harm or safety concerns. 

 Perry (1996) took this concept of public service motivation a step further, adding 

factors developed by testing and reworking survey questions ultimately developing a 24-

item model that has served as the basis of comparisons, arguments, and investigation into 

motivation. Work in public service motivation prior to the 1990 effort consisted of the 

theoretical investigation into motivation, with limited numbers of quantifiable studies 

available from which researchers could form a substantial theory or premise to work 

from. 

Perry’s 24-item scale originally consisted of six variables which made up the 

overall latent public service motivation construct.  This construct was then reduced to 

four variables; attraction to policy making (APM), compassion (COM), commitment to 

public interest (CPI), and self-sacrifice (SS).  By categorizing these factors, Perry created 

not only avenues for investigation on an individual level, but also provided the structure 

for future modifications and alterations to increase the probabilities of the model’s 

grounded portions.  The APM and COM dimensions have come under considerable 

scrutiny over the past 15 years, and many scholars contend that questions comprising 

Perry’s factors do not accurately reflect the dimensions or their explanatory functions 

(Bright, 2005, 2008; Coursey & Pandey, 2007; Coursey et al., 2008; Diamantopoulos, 

Riefler, & Roth, 2008; S. Kim, 2005; Kim, 2009a, 2010; Kim et al., 2013; MacKenzie, 
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Podsakoff, & Jarvis, 2005; Perry et al., 2010; Vandenabeele, 2008b; Wright, 2007; 

Wright & Christensen, 2010).  However, despite the ever-present contradictions of the 4-

dimension PSM model, it continues to serve as the basis for investigation into public 

service motivation.  

Perry’s (1996) construct essentially aims to develop a theory explaining the 

behavioral implications behind public service ethic.  The developed motives are defined 

as “psychological deficiencies or needs that an individual feels some compulsion to 

eliminate” (Perry, 1996, p. 6).  Following Knoke and Wright-Isak (1982), Perry 

categorizes the motives into three analytically distinct categories mentioned previously: 

rational, norm-based, and affective. Attraction to public policy making (APM) is 

categorized as a rational motive in Perry’s construct.  Commitment to the public interest 

(CPI) is recognized as a normative foundation for public service, or a norm-based motive. 

The desire to show care for all no matter the political or economic boundaries 

encompasses the compassion motive (COM).  Lastly, the self-sacrifice motive is 

considered one of the pivotal motives and is used as a foundation for many of the more 

recent PSM research efforts (Cho & Perry, 2011; Kim, 2010; Kim et al., 2013; Wright & 

Christensen, 2010; Wright & Grant, 2010; Wright et al., 2012).  

Perry (1996) notes “the central purpose of the present study is to translate the 

theory about public service motivation into a measurement scale to facilitate research” (p. 

8).  Perry (1996) was focused on construct validity, parsimony, unidimensionality of the 

constructs, and overall fit of the model when he initiated this research.  The study was 

administered to Masters of Public Administration (MPA) students using a Likert scale 

questionnaire, a useful tool to study and quantify responses on behaviors while 



 

38 

constraining costs compared to face-to-face interviews.  Perry conducted multiple 

iterations of the survey, revising and reforming the questions, testing the questionnaire on 

MPA students at each pass. Perry (1996) suggests the limitations of exploratory factor 

analysis (EFA) of examining only the number of factors and observed variables creates a 

hurdle for his testing and therefore chose confirmatory factor analysis (CFA).  While this 

is not the most statistically sound methodology, as many scholars point out and correct in 

future efforts, this was the first introduction into the development of a model without a 

proven, generalizable theory behind the development of the model (Cho & Perry, 2011; 

Christensen & Wright, 2011; Houston, 2009; Kim, 2010; Kim et al., 2013; Vandenabeele, 

2008a, 2008b; Wright & Christensen, 2010; Wright & Grant, 2010; Wright et al., 2012; 

Wright & Pandey, 2008). Perry’s resulting model, a four-factor CFA model for public 

service motivation, became the standard for PSM research over the next decade of 

research.   

Houston (2000) provided further investigation into the concept of public service 

motivation through identifying the levels of which intrinsic and extrinsic motives 

impacted public service performance compared to private sector performance.  Houston 

(2000) notes that “reform efforts that attempt to reward public employees with tools 

frequently used in the private sector likely will be unsuccessful” (p.714). Intrinsic and 

extrinsic motivation is important when comparing public sector employees to private 

sector employees, as the comparison provides validation that public sector employees are 

motivated by different factors than public sector employees, and therefore any attempts to 

motivate employees should be based on the type of work the individuals perform, paying 

attention to the mission of the organization, the type of work being performed, and the 
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service provided by the employees (Brewer & Selden, 2000; Brewer et al., 2000; Burgess 

& Ratto, 2003; Houston, 2006; Lee & Olshfski, 2002; Meyer, Becker, & Vandenberghe, 

2004; Meyer & Herscovitch, 2001; Park, 2001; Theuvsen, 2004).  Houston’s effort 

stemmed from the work of Crewson explaining the intrinsic and extrinsic differences 

between public sector and private sector employees, adding to the literature on public 

service motivation in human resource and public administration journals (Crewson, 1997; 

Houston, 2000).   

One contentious point in Houston (2000) stems from the assertion that the 

existing literature is limited by the scope of the data sources.  Most of the literature prior 

to Crewson (1997) and Houston (2000) was comprised of research performed on data 

collected at the local, county, and state levels, often from just one of the aforementioned 

areas.  While this limitation may exist for some wishing to examine trends and issues at 

the national level, it is important to understand the variations that exist at the local levels, 

as often the cultural and environmental differences can be significant at the local levels 

within a single state.  Mississippi exemplifies this suggestion, as much of the state is 

divided by geographic, demographic, and political boundaries, providing the backdrop 

for differences in public and private sector organizations.  Motivators for one 

municipality may differ from that of another municipality in a different part of the state, 

often due to political or economic issues in the municipalities.  In Mississippi, research 

stratifying the state as a whole, surveying municipalities spanning different population 

sizes, demographic characteristics, and geographic locations provides the ideal study for 

public service motivation, particularly comparing groups within organizations. 
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Houston (2000) has one flaw in his research that, while documented, limits the 

interpretation of his findings beyond noting them and providing additional literature.  

Crewson (1997) and Houston (2000) both used the General Social Survey (GSS) 

comparing public-sector employees and private-sector employees.  Houston (2000) notes 

that the sample size for the public sector employees is 101, while 1,356 private sector 

responses were used in his analysis.  Providing such a small sample size when making 

comparisons is not advisable and findings should be noted with caution.  It is with this 

very same caution that this research merely describes the findings from Houston (2000) 

as additional literature providing the support for the need to investigate public service 

motivation. 

Vandenabeele, Hondeghem, and Steen (2004) continue the investigation into 

public service motivation by identifying the factors important to public service 

motivation, and providing justification behind the research into PSM.  Important for this 

section is the statement from the authors that “the attractiveness of public service as an 

employer is an increasing problem in public sector human resource management (HRM)” 

(p. 319). PSM in public safety workers, particularly those in municipal governments, 

presents an increasingly difficult scenario if PSM is truly related to attrition and retention. 

The authors’ utilization of a three-factor model provides the foundation for the work into 

the methods portion of this research, as much of the work involved in the hypotheses 

stems from the initial investigation undertaken in this piece. 

Wright (2008) and Kim (2010) took the PSM construct developed by Perry, and 

began dissecting the construct to account for measures such as job description, focusing 

on the direction of the impact of the factors on PSM, as well as PSM’s impact on other 
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factors.   Essentially, these two scholars, among others, were the first to begin to question 

whether the PSM construct was reflective or formative.  In other words, was PSM to be 

studied on how the dimensions of PSM, in the case of Perry (1996); attraction to policy 

making (APM), commitment to public interest (CPI), compassion (COM), and self-

sacrifice, impacted the overall PSM variable, or should efforts be made to identify the 

interchangeable, correlated nature of the four dimensions and how they impact on one 

another, as well as on PSM (Kim, 2010).  Should one focus on PSM and its impacts on 

the dimensions or the dimensions and how they impact PSM?  Wright (2007) 

reinterpreted PSM in terms of goal theory, which Kim (2010, 2013) remained true to the 

basic concepts of PSM, despite utilizing a condensed form of Perry’s 1996 PSM model.  

Kim (2010) is one of an extremely limited group of researchers placing any 

investigation into public safety workers, focusing on fire fighters in Korea for his study 

into PSM in different subcategories of public sector workers (Lee & Olshfski, 2002; 

Pillai & Williams, 2003).  Kim provides an exemplary table showing the numerous 

studies using Perry’s (1996) model.  The table representing the numerous studies on PSM 

is found in Table 1. Kim’s use of firefighters in Korea is based more on a convenience 

subsector than that of a targeted sample, as Kim does not focus on the unique nature of 

the fire employee, but rather the motivation of one group, in this case the fire employee 

(Kim, 2009b, 2010).  Kim identifies that the Perry model, even in an edited version, 

requires the ability to reduce down to the micro level, while being generalizable at the 

macro level.  The research contained throughout the remainder of this analysis will be 

focused on the next step above the single group comparison, and that will be the grouping 

of fire and police into one combined group. 
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Wright (2008) notes that using the PSM model requires satisfying four conditions 

of causality; plausibility, covariance, temporal sequence, and nonspuriousness.  Evidence 

of plausibility has been satisfied through multiple literary efforts and is not in question 

(Paarlberg et al., 2008; Perry & Wise, 1990b; Wright, 2008).  The second claim, 

covariation, has been explained at great lengths in multiple works, although it has been 

argued in others (Wright, 2008).  Wright (2008) concludes that this condition has been 

met with some confidence at the point of his writing.  The third claim, temporal 

sequence, measures whether one action is the direct result of another.  Several scholars 

have noted that PSM could be the result of different factors, and PSM may not play into 

account in other areas (Wright, 2008).  Wright (2008) continues with the fourth 

condition, nonspuriousness, noting that this condition is met when three additional 

conditions are met.  These are measurement, research design, and model specification.  

While the first two have been discussed at length in the previous portions of this research, 

model specification is the primary focus of this position. Model specification is where 

Perry (1996) and the reliance on CFA before having any statistical or psychological 

insight into the factors of the model created the possibility of challenge to this model.  

While Wright (2008) and others do not necessarily discredit Perry’s claims, they provide 

enough of a foundation in their doubt to provide the impetus for using EFA to develop a 

model based on certain criteria before assuming CFA or any other statistical technique 

should be applied. 

Noting table 1 below, it is abundantly obvious that not only is Perry’s (1996) 

model widely used, it has been the source of continued investigation, testing, and 
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revamping in an effort to create a single construct, or model, that will identify the 

influences and factors involved in public service motivation. 

Table 1 Previous studies using Perry’s (1996) Measurement Scale for PSM.  

Four-Dimension Model Three-Dimension Model 
Lee (2005) 1) Korea; public and private 

employees 
2) 24 items; 24-items 
3) APM, COM, CPI, SS (no 

report on α) 

Scott and Pandey 
(2005) 

1) USA; managers in state 
health and human sector 
agencies 

2) 11 items; 11 items 
3) APM, CPI, COM 

Camilleri (2006) 1) Malta public officials 
2) 24 items; 24 items 
3) APM (.21), CPI (.63), 

COM (.60), SS (.80); 
values are factor loadings 
on PSM 

DeHart-Davis, 
Marlowe, & 
Pandey (2006) 

1) USA; managers in state 
health and human service 
agencies 

2) 10 items; 10 items 
3) APM (.72), CPI (.68), 

COM (.55) 
Taylor (2007) 1) Australia; public employees 

2) 24 items, some revised; 24 
items 

3) APM (.64), CPI (.78), 
COM (.76), SS (.82) 

 Castaing (2006) 1) France; civil service 
employees 

2) 4 items; 4 items 
3) CPI (.65) 

Bright (2008) 1) United States; public 
employees 

2) 24 items; 24 items 
3) API, CPI, COM, SS; no 

report on α 

Moynihan and 
Pandey (2007b) 

4) USA; managers in state 
health and human service 
agencies 

5) 11 items; 7 items 
6) APM (.72), CPI (.67)’ not 

to employ COM (.40) 
Vandenabeele 
(2008a) 

1) Belgium; civil servants 
2) 47 items, some added; 18 

items 
3) APM, CPI, COM, SS, ad 

democratic governance 

Coursey and 
Pandey (2007) 

1) USA; managers in state 
health and human service 
agencies 

2) 10 items; 10 items 
3) APM, CPI, COM; no 

report on α 
Clerkin, Paynter, and 
Taylor (2009) 

1) USA; undergraduate 
students 

2) 24 items; 24 items 
3) APM (.59), CPI (.69), 

COM (.70) SS (.78) 

Moynihan and 
Pandey (2007a) 

1) USA; managers in state 
health and human service 
agencies 

2) 11 items; 3 items 
3) APM; others failed to 

generate minimally 
acceptable alphas 

Kim (2009a) 1) Korea; public employees 
2) 14 items, some revised; 12 

items 
3) (Sample 1, Sample 2): 

APM (.75, .75), CPI (.70, 
.71), COM (.73, .66), SS 
(.75, .79) 

Vandenabeele 
(2008b) 

1) Belgium; civil servants 
2) 24 items; 13 items 
3) APM (.66), COM (.65), 

CPI + SS (.71) 
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Table 1 (Continued) 

Kim (2009b) 1) Korea; public employees 
2) 24 items; 14 items 
3) (Sample 1, Sample 2): 

APM (.62, .71), CPI (.74, 
.74), COM (.74, .60), SS 
(.73, .72) 

Coursey et al. 
(2008) 

1) USA; national award-
winning volunteers 

2) 12 items; 12 items 
3) CPI, COM, SS 

 

Kim (2010) 1) Korea; public employees 
2) 12 items, 12 items 
3) APM, CPI, COM, SS; four 

factor tested better than 
three factor 

Liu, Tang, and 
Zhu (2008) 

1) China; part-time MPA 
students (full-time public 
employees) 

2) 24 items; 10 items 
3) APM (.69), CPI (.54), SS 

(.57); COM is not 
confirmed 

Kim et al. (2013) 1) International Sample 
2) 33 items; 16 items 
3) APS (.79), CPV (.75), 

COM (.72), SS (.82) 

Leisink and 
Steijn (2009) 

1) The Netherlands; public 
sector employees 

2) 11 items; 11 items 
3) APM (.55), CPI (.68) 

  Coursey et al. 
(2007) 

1) USA; national award-
winning volunteers 

2) 12 items; 12 items 
3) CPI, COM, SS; testing 

formative and reflective 
models 

Source: Table based on Kim (2010). 

Scholars such as Bright, Clerkin et. al, Camilleri, and many others have identified 

the importance of public service motivation, and have identified different approaches to 

measuring and understanding motivation (Bright, 2007, 2009; Camilleri, 2006; Clerkin & 

Coggburn, 2012).  Bright’s work on PSM and its impact on job satisfaction and turnover 

intentions is paramount in the remaining sections of this research, in that Bright found 

that while person-organization fit did not serve as a mediator for PSM’s impact on job 

satisfaction and turnover intentions, PSM was positively related to job satisfaction and a 

reduction in turnover intentions (Bright, 2008).  Vandenabeele (2008b) contributes to the 

person-organization fit mediation on PSM literature through his study using masters 

students, building on a direct correlation between pre-service motivation and person-

organization fit.  PSM, and its ties to person-organization fit are important in this 
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research, as it is implied, both through previous literature and through assessment, that 

individuals entering into public safety fields are predisposed to a sense of patriotism 

through benevolence (Frederickson & Hart, 1985; Susan et al., 2012).  Police and fire 

personnel could be assumed to have a higher level of public service motivation, simply 

based on their job context and the level of danger and exposure to harm inherent to their 

positions. 

In what could be considered the most pivotal work to date, a team of renowned 

scholars and researchers crafted an approach to generalizing PSM across cultures and 

geographic boundaries (Kim et al., 2013).  Using the insight from scholars such as Kim, 

Vandenabeele, Wright, and Perry, this team worked towards crafting a PSM construct 

based on Perry’s original construct, editing this construct to reflect cultural and 

sociological differences while maintaining the ability to compare the results across 

studies.  One reason this work is pivotal for future research is the work towards 

generalizing the PSM construct to a much larger and diverse population.  This also 

demonstrates the need to continue the research into PSM and the factors of PSM, as the 

scholars collectively invest portions of their valuable time to investigate the possibility of 

generalizing PSM across populations.  In addition, the work showed that despite the 

previous work by several of the authors into reducing the PSM construct from four 

factors down to three, the overall impact and scope of PSM is a consensus find to be a 

four factor construct. 

Kim et al. (2013) propose that Perry’s (1996) model is useful in the identification 

of factors, but cannot be generalized internationally, and therefore demand changes to the 

PSM construct for future investigation.  This claim serves as the foundation for the 
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methodology section of this research.  Sangmook Kim, Bradley Wright, Wouter 

Vandenabeele, James Perry, and several other notable scholars combined the effort and 

insight from their previous research into PSM to create a team-approach identifying the 

factors in international studies of PSM (Kim et al., 2013).  The authors suggest that PSM 

may have cultural differences in its operational and conceptual definitions, while also in 

its prevalence, antecedents, and consequences (Giauque et al., 2011; Kim et al., 2013; 

Leisink & Steijn, 2009; Liu et al., 2008; Vandenabeele, 2008a).   

While Kim et al. (2013) were focused on geographic boundaries separating 

cultural differences, this investigation focuses on the cultural differences within 

organizations, particularly as they apply to the public service worker compared to 

administrative personnel, or those typically in less stressful and dangerous professions 

within municipal organizations.  Kim et al. (2013) will be used as the framework 

providing investigatory questions comparing their construct and Perry’s (1996) construct, 

from which this research hypothesizes that Kim et al. (2013) will have a more relevant 

model than Perry, particularly as it suggests that cultural differences provide different 

returns on PSM investigation. Mississippi, oft-considered an economically-challenged 

and lower socioeconomic status states than others, creates a unique opportunity to 

examine the cultural differences of employees within the same organization, in this case, 

public safety workers within Mississippi municipalities. 

Public service motivation serves as the primary investigation target of this 

research, and is therefore detailed at much greater length not only in this literature 

review, but also throughout the methodology.  Other elements, job satisfaction and 

person-organization fit (P-O fit) are included in this research; however, they are not a 
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primary focal point of the research and findings, but rather corollaries to the PSM 

investigation.  

Models of Public Service Motivation 

Using Kim’s (2010) foundation for investigation, this analysis builds on a similar 

structure presented in Kim (2010), yet the initial formulation of PSM shows that it is 

valid to assume that the PSM model is best defined by a four-factor model, but that the 

model is not able to hold up to the initial construct developed by Perry (1996).  Kim 

(2010) notes that the model may be constructed in a number of ways due to “sampling 

error or variations among samples as well as national differences, but some of the 

inconsistencies may be due to differences in how PSM was measured” (p. 527).  In the 

case of the Mississippi municipal employee, particularly the public safety worker, the 

case can be made that the characterization of employees as having similar job 

responsibilities, expectations, and factors is cause to question the sampling and 

examination of traditional PSM measures.  Despite this, Kim (2010) provides a sound 

approach to identifying a model for PSM, utilizing previously proven models in an 

attempt to include PSM for an overall construct, in this case an aid for retention. Most of 

Kim’s (2010) work was centered on building an encompassing model, more so than to 

provide a reasoning for why PSM is included in an overall construct.  However, much of 

his work starting in 2010 and continuing through 2013 centers around the same 

constructs as those identifying recruitment-selection-attrition strategies, also known as 

retaining capable and effective employees.  Developing retention strategies focused on 

public service motivation has far-reaching implications for practitioners while providing 
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a foundation for increased expansion on an evolving theoretical base of public service 

motivation and retention of public service employees. 

Formative model of PSM 

Kim (2010) posits that a theory can be divided into two parts, with one explaining 

the structure of theoretical constructs and another that explains the relationships between 

constructs and their measures.  Constructs are primarily considered as causes of 

indicators, whereby variation in a construct tends to result in variation in the indicators 

(Kim, 2010).  These indicators are identified as “reflective”, whereas indicators that are 

viewed as causes of constructs are termed “formative”, meaning the construct is formed 

by its indicators (Edwards & Bagozzi, 2000; Kim, 2010).  Transformational leadership 

has been modeled as a formative model, with constructs developed using indicators of 

charisma, influence, leadership, etc (Kim, 2010; MacKenzie et al., 2005).  In this case, 

“these forms of leader behavior are conceptually distinct, likely to have different 

antecedents and/or consequences and are not interchangeable” (Kim, 2010, p. 528).   

Kim (2010) states “PSM is perceived as a multidimensional construct, an overall 

latent variable with various latent dimensions. This is referred to as a second-order factor 

model” (p. 528).  The concept focuses on the notion that multidimensional constructs are 

classified as either superordinate or aggregate.  If the construct is superordinate, it implies 

that the dimensions are analogous to reflective measures.  For this section, we are focused 

on the notion that the direction of the relationship between the construct and measures is 

that the measures develop the construct.  This formative model was introduced over 40 

years ago, but is only rarely used (Diamantopoulos et al., 2008; Kim, 2010).  Kim (2010) 
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notes, “If the direction of causality between a construct and its measure is not specified 

correctly, it causes severe biases in parameter estimates” (p. 528).  

Index construction for measurement development in a formative model focuses on 

explaining the abstract variance, considering multilcollinearity among indicators while 

emphasizing indicators’ role as predictors rather than predicted variables (Kim, 2010). 

These formative measures are typically constructed as composites of specific component 

variables (Bollen, 1989; Edwards & Bagozzi, 2000; Kim, 2010).  Kim (2010) states;  

“A construct should be modeled as having formative indicators if the following 

conditions prevail: (a) the indicators are viewed as defining characteristics of the 

construct, (b) changes in the indicators are expected to cause changes in the 

construct, (c) changes in the construct are not expected to cause changes in the 

indicators, (d) the indicators do not necessarily share a common theme, (e) 

eliminating an indicator may alter the conceptual domain of the construct, (f) a 

change in the value of one of the indicators is not necessarily expected to be 

associated with a change in all the other indicators, and (g) the indicators are not 

expected to have the same antecedents and consequences. On the other hand, a 

construct should be modeled as having reflective indicators if the opposite is true” 

(p. 529). 

Kim (2010) posits that PSM should be considered a second-order construct with 

its four dimensions represented as first-order factors and items of the dimensions as 

observed variables. Lastly, PSM should be considered formative in nature, in that the 

failure to include any first-order dimension from PSM may alter the meaning of PSM 

(Kim, 2010, p. 531).  In the analysis portion of this research, the investigation will 
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determine whether the formative model contains more desirable statistical properties than 

reflective, although this research will define the PSM structure through the use of 

exploratory factor analysis first which defines the theoretical model, compared to 

confirmatory factor analysis which confirms the preconceived theory, it will still test the 

models to reaffirm the construction of the model.  PSM, in the formative model sense, 

would be an aggregate of its dimensions, meaning the dimensions would form the PSM 

construct. 

Reflective model of PSM 

Constructs viewed as causes of indicators where the variation in a construct leads 

to variation in its indicators are known as “reflective” as they represent manifestations of 

a construct (Kim, 2010). The leader-member exchange (LMX) can be viewed as a 

example of a reflective model.  LMX has an overall latent variable with dimensions such 

as affect, contribution, loyalty, and respect which are expected to be cause by LMX 

(Kim, 2010).  Kim (2010) notes, “A superordinate construct is a general concept that is 

manifested by its dimensions that are analogous to reflective measures” (p. 528).  To 

explain this in another manner, a superordinate construct reflects on its indicators, as 

these indicators represent reflections of the construct. The implied direction of this 

relationship would be from the construct to the measures.  This type of reflective 

measurement model has been a part of the social science research for a long portion of 

history, whereas the formative model is relatively recent and far less commonly used. 

For reflective measures, the focus is placed on the emphasis on the 

intercorrelations among items, the common variance, and the unidimensionality and 

internal consistency (Kim, 2010). The measures or indicators in reflective models, also 
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referred to as reflective indicators, are interchangeable and the addition or deletion of 

indicators will not change the essential nature of the underlying construct (Kim, 2010; 

Kim et al., 2013). Developing the model as a superordinate model, or identifying the 

dimensions as reflective and PSM is therefore a general entity manifested by dimensions 

that serve as its indicators. Detailing the models of PSM require the identification of the 

flow of relationship between the construct, PSM, and its dimensions.  The models in the 

analysis section will represent the same model, with a difference in flow to and from the 

PSM construct. 

Retention and Public Service Motivation 

Retention, as it pertains to public service motivation, is the ultimate goal of this 

research thrust.  The PSM model constructed and tested in the previous sections would 

warrant the development and conclusion of a single research thrust, but the overall 

contribution to the literature would not be as beneficial without a relational tie-in to a 

human resources dilemma current in the field.  Retention, particularly as it pertains to the 

State of Mississippi workforce employee, is a particularly tense topic.  In prior 

discussions with the State of Mississippi Personnel Board Executive Director, Deanne 

Mosley, she explicitly stated that the workforce in Mississippi is set to experience the 

largest retirement/removal of workers in the State’s history.  When asked about her 

biggest concern, outside of the turnover, she noted that retaining employees was at the 

top of her list.  The retention of employees has been shown to be correlated to public 

service motivation, job satisfaction, and organization commitment (Alonso & Lewis, 

2001; Bright, 2005; French & Emerson, 2013; Jr. & Judge, 1994; Knoke & Wright-Isak, 
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1982; S. H. Lee & Olshfski, 2002; Leisink & Steijn, 2009; Moynihan & Pandey, 2007b; 

Paarlberg & Lavigna, 2010; Park, 2001; Vandenabeele, 2009).   

Given the nature of retention and the importance retention plays in managing 

municipal, state, and federal agencies, it is an opportunistic time for the State of 

Mississippi to investigate the inner workings of the public service worker’s motivation, 

particularly those individuals tasked with providing safety and security for the people of 

the state.  Noting this, the next process in this research is to uncover the job satisfaction 

and organization commitment variables that make up the construct. As Kim (2010) notes, 

“a formative model, in isolation, is under-identified and cannot be estimated” (p. 531). 

He continues, “Two reflectively measured constructs, job satisfaction, and organization 

commitment, are added in empirical analysis as outcome variables for solving a problem 

of under identification” (p. 532). Using the same methodology to produce a model 

capable of comparison to previous literature, this research endeavor will utilize Kim’s 

reasoning and strategy to incorporate additional features of retention to include as a 

model of PSM is constructed and implemented into an overall construct of retention.  

Liu et al. (2008) identified the importance of PSM in the overall construct of job 

satisfaction, along the way identifying the need to include P-O fit into the models as an 

intermediary.  The authors identified the importance of APM and self-sacrifice to the 

overall construct of job satisfaction, both of which are contained in this research. 

Although self-sacrifice has been renamed and combined with commitment to public 

interest variables, the underlying nature of the construct falls in line with Liu et al. 

(2008).  The commitment to public interest variable as a stand-alone “unexpectedly had 
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no significant effect on job satisfaction,” which is not surprising given the unique sample 

of the authors’ selection as well as the sample of this research (Liu et al., 2008, p. 696). 

Camilleri (2006) focuses on the exploration of organizational commitment using 

PSM within the Maltese Public Service.  Previous research indicates that organizational 

commitment contains measures of job satisfaction as part of its construct, however the 

models contained in this analysis assume that organizational commitment plays into job 

satisfaction as posited by Kim (2010; 2013).  Camilleri (2006) bases much of the findings 

on Meyer and Allen’s three-dimensional construct, and while this development is not 

important for the contained research within, it is necessary to note for future exploration. 

Camilleri views OC as a reflective construct on the various factors of PSM, whereas Kim 

(2010) models OC as a formative construct from PSM, and reflective onto job 

satisfaction.  Vandenabeele (2009) provides the insight on organizational commitment as 

a construct, although the focus of his work is using OC as a mediator on PSM, identifying 

the nature of OC and its impact on job performance.   

Essentially, much of the model development is focused on the outcome factor of 

retention and satisfaction, therefore OC is not a component of significant reflection or 

investigation in this research.  It is important to explain the dimensions of OC and to 

identify OC in the CFA, however the work prescribed in this section is based on Kim 

(2010) and his inclusion of OC into the overall PSM model.  Kim (2010) notes that the 

inclusion of OC, and in his opinion JS, is to provide statistical foundations to remove the 

problem of underidentification.  This research suffers from a similar problem, however 

the research identifies the need to explain these factors as components of retention, the 

overall impetus for this investigation.  Kim (2010) provides a footnote: 
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“In order to get the necessary conditions for the identification of formative 

indicator constructs, 1) the scale of measurement for the latent construct is established by 

constraining a path from one of the construct’s indicators to be equal to 1 or by 

constraining the residual error variance for the construct to be equal to 1, and 2) to 

resolve the indeterminacy associated with the construct level error term, a formative 

construct emits paths to 2a) at least two unrelated latent constructs with reflective  

indicators, 2b) at least two theoretically appropriate reflective indicators, or 2c) one 

reflective indicator and one latent construct with reflective indicators (Kim, 2010, p. 

533).   

Job satisfaction, as a construct, will be provided in this model as a component 

reflected on by organizational commitment and PSM, similar in nature to the model in 

Kim (2010).  Job satisfaction will be comprised of four constructs, and will be reflected 

upon based on the development of the model and resulting reliability measures.  The 

construct and measures are denoted in the following sections. 
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CHAPTER III 

EXPLORATORY METHODOLOGY 

To fully dissect public service motivation for public safety workers, it is 

necessary to understand the working relationships between motivation, commitment, and 

satisfaction as they relate to the unique nature of public safety work.  Identifying the 

components within PSM, whether based on Perry (1996), Kim et al. (2013), or some 

other construct creates the addition to the expanding literature on PSM while also 

providing unique insight into public safety employment in the face of potential retirement 

from the baby boomer generation.  Studying a random stratified sample of Mississippi 

municipalities provides the groundwork for identifying the unique influencers on PSM, 

and how PSM influences job satisfaction and organizational commitment, thereby 

influencing decisions to stay with an organization. 

Hypotheses 

With the data cleaned and a working file established, the next portion of this 

research will explain the hypotheses of this work.  Identifying the most significant 

questions from this research, this section will provide each hypothesis with the necessary 

literary background and explanation for significance to the research.  Once fully 

explained, this research will then provide the quantitative steps in forming the model 
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constructs, supplying explanatory factors for each, followed by a detailed analysis of each 

of the steps used to reach the findings presented. 

Hypothesis 1: Perry’s 4-dimension PSM model will not be statistically significant for 
all 4 dimensions for public safety workers. 

James Perry (1996, 1997) developed an extensive 24-factor, 4-dimension 

construct measuring PSM for public and private employees.  This construct has served as 

the foundation for countless studies, been the basis for countless contradictions to the 

PSM theory, and has served as the reasoning for additional work into PSM (Bright, 2008; 

Kim, 2010; Perry, 2008; Vandenabeele, 2008).   This construct has 4 dimensions; 1) 

attraction to policy making (APM), 2) compassion (COM), 3) commitment to public 

interest (CPI), and 4) self-sacrifice (SSF). While Kim’s (2010) work proved that Perry’s 

full model was not relevant for his study of firefighters, it is necessary to determine 

whether or not the full construct is valid, reliable, and applicable for the Mississippi 

municipal employee comparison, to determine the micro-generalizability of the construct.  

It is anticipated that the full Perry model will not be valid or significant for this study.  A 

modification of Kim’s 2010 model is assumed to be the predominant model for 

comparison, and will be tested during this hypothesis as Kim’s model relies on Perry’s 

PSM dimensions, albeit altered dimensions. 

The altered dimensions of the PSM model will account for the variations of job 

satisfaction found in Kim (2010), based on theoretical foundations from previous work 

(Bright, 2005; Camilleri, 2006; Coursey & Pandey, 2007; Houston, 2000; Jurkiewicz, 

2000; Kim et al., 2013; Vandenabeele et al., 2004; Wright & Christensen, 2010; Wright 

& Pandey, 2005).  Tests for the mediating effects will be performed and reported. 
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public safety worker has a significant level of factor loading, and the strengths of the 

regression weights show the strength each factor plays on the overall PSM.  Figure 8 

shows the SEM diagram for public safety workers’ level of PSM. 

 

Figure 8 PSM of Mississippi municipal public safety workers 

 

Following this procedure, Figure 9 shows the same PSM construct for non-public 

safety employees. 
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Figure 9 PSM of non-public safety workers, Mississippi municipal data 

 

Looking at the figures where the arrows represent regression weights and the 

numerical values above the latent factors are the factor loading values, the values for each 

of the factors load on the factors of PSM to a higher level in public safety employees than 

non-public safety workers.  While the level of regressive weights is statistically 

insignificant, it is worth noting that the overall strength of each of the factors is stronger 

in public safety employees than their non-public safety counterparts.  While this finding 
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levels of PSM when faced with situations dealing with individuals they do not associate 

with.  It would appear as though these individuals’ plights were a burden to the public 

safety worker.  However, that is beyond the scope of the research for this paper. Non-

public safety workers appear to have a higher affinity for social benevolence than public 

safety workers, however this difference is countered by the increase of DHS of public 

safety workers than non-public safety workers.   

 

Figure 11 PSM for non-public safety employees, reflective to JS and OC 

(n=410) 
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Figure 12 Job Satisfaction using PSM and OC as indicative factors  

(n=490) 

 When attempting to provide the same model testing with the non-public safety 

employee, the model fails to converge, providing the foundation for the finding that job 

satisfaction is significant for public safety employees as a reflective factor of PSM.  One 

striking finding from this analysis is that the level of organizational commitment has a 

negative impact on job satisfaction.  One cause for this might be that as an individual is 

more committed to an organization, he or she might begin to notice some of the more 

tedious, or red-tape, issues in the organization (Brewer & Selden, 2000; Buchanan, 1975; 

Gillet et al., 2013; Scott & Pandey, 2005).  A second issue might be internal issues with 

dedication to an organization, such as the case when individuals are not able to advance 

in their careers despite tenure and success (Bright, 2008, 2009; Frank & Lewis, 2004). 
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Regardless of the reasons, it is important to note that there is further research needed in 

this area to shed light onto this construct. 

PSM has been shown to be positively correlated to job satisfaction, particularly as 

it represents a measure of performance on the job (Coursey et al., 2008; S. Kim, 2005; 

Kim, 2010; Liu et al., 2008; Naff & Crum, 1999; Pandey et al., 2008).  Kim (2010) notes, 

“For firefighters, these wants and expectations may be linked to a desire to help 

individuals and to contribute to society through protecting life and property from fires 

and providing relevant services to communities”.  He continues, “Firefighters may 

choose their occupation to realize these desires, and so they are committed to the 

honorable profession and the organization that impose the role on them” (p. 539).  

Essentially, PSM is an important individual predisposition which aids in the explanation 

of job satisfaction and organization commitment (Castaing, 2006; Kim, 2010). 

Hypothesis 5: PSM, as it applies to public safety employees, is a first-order 
reflective, second-order formative model. 

PSM has rational, norm-based, and affective motives (Perry & Wise, 1990a).  

Based on Kim (2010) and others, PSM should be studied as an aggregate construct with 

reflective properties (Kim et al., 2013; Vandenabeele, 2010; Wright et al., 2012). To refer 

to a factor as a first-order or second-order describes its function within the model or 

equation.  In this case, the PSM construct’s first-order properties are reflective, in that the 

construct as a whole possessive reflective characteristics on the latent constructs of job 

satisfaction and organizational commitment.  The second-order nomenclature denotes 

that the aggregate construct of the PSM dimension is based on the four developed factors 

of PSM, in this case APM, DC, SB, and DHS.  While the direction of the disconnected 
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compassion was negative and creates a unique measurement situation, it provides insight 

into the unique operations and public safety worker environment in the Mississippi 

municipal workforce.  

Testing the reflective and formative models of PSM, the model statistics show 

that PSM for the public safety workforce in Mississippi should be an aggregate construct, 

with the factors developing the overall construct.  Conceptualizing PSM’s influence on 

the concepts of job satisfaction and organizational commitment proved to be a little more 

difficult for comparative purposes, however the overall model testing and construction 

shows that the model is best suited as a first-order reflective, second-order formative 

model.  For the PSM dimension as a formative versus a reflective construct, the RMSEA 

and GFI indicators proved that the model was a better fit as a formative construct.  While 

there are some limitations of this study that will be explained in the next section, the 

overall findings are consistent with many of the results of Kim’s (2010) work, and 

provide the basis for continued investigation.  

The main reason for identifying the construct development and components based 

on rank order of this type of work is threefold.  First, this research began as an 

exploratory effort into developing a sound theory of public service motivation for local, 

municipal level employees.  Prior work on PSM primarily focused on graduate students, 

state employees and the federal workforce (See Table 1).  While these efforts provided 

numerous findings and ultimately led to the first combined, multinational approach to 

identify the public service motivations across geographies, they overlooked the local 

level employees (Kim et al., 2013).  This effort used data collected based off of the 

original constructs of Perry (1996) and removed the theoretical constructs constraining 
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the fit of the data.  To put another way, the theory was constraining the flexibility of the 

data, forcing the data to fit into a structure not conducive to local level motivation factors.  

So identifying whether the construct should be a reflective or formative one was critical 

to this process.   

Second, there have been very few models to date that explored the dimensions 

and the directions of the correlations of these variables (Kim, 2010; Kim et al. 2013). 

Many previous attempts at identifying the factors of PSM and the direction of the 

correlations provided results that were unstable, inconclusive, or simply did not provide 

realistic results (Clerkin & Coggburn, 2012; Liu et al., 2008; Paarlberg & Lavigna, 2010). 

By starting with the EFA process, allowing the factors to be removed based on statistical 

theory, creating a model that could be confirmed using CFA techniques, this process has 

provided the statistical rigor necessary for developing a model that can withstand 

opposition from the standard questions.   

The final reason the testing of the directions of impact or correlation is important 

is for confirmation.  To make the inferences and recommendations which will be 

documented in the following section, it is necessary to provide the framework, validity, 

and then the support for the model developed.  PSM should be considered an aggregate 

construct with reflective characteristics, depending on the identified constructs of interest.  

It should possess reflective characteristics, as PSM has been shown to provide 

statistically significant influence on various factors such as job satisfaction, 

organizational commitment, and turnover intentions, among others. It should provide a 

better understanding of how motivation can be impacted as well as how increased levels 

of motivation can work to better an organization as well as retain talented employees. 
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Hypothesis 6: PSM for public safety employees is positively related to job 
satisfaction and organizational commitment, regardless of person-organization fit. 

Public service motivation has been tested and re-tested with mediating factors, or 

factors which may not directly cause change but rather indirectly influence levels of 

PSM, by a number of authors (Goodman & Svyantek, 1999; Lauver & Kristof-Brown, 

2001; Vandenabeele, 2009; Vandenabeele & Ban, 2009).  Each of the attempts has 

provided insight into P-O fit and its influence on PSM and other constructs such as job 

satisfaction and organizational commitment.  Testing whether P-O fit has an influence on 

job satisfaction or organizational commitment will allow the confirmation of P-O fit’s 

lack of significance or influence on the reflected constructs of PSM in the model for 

Mississippi municipal public safety workforce. 

Person-Organization Fit will be identified as an aggregate factor, comprised of 

one single question from the survey questionnaire.  This was performed particularly for 

the future scholarly work, more so than the statistically detailed acumen involved in 

developing a perfect model.  Given the notion that PSM is an ever-changing, evolving 

theory on motivation, it is necessary to identify potential influences and mediators before 

providing conclusive recommendations.  

Using P-O fit as a mediator, it is readily apparent that the mediating effects 

provide a lack of significance in the findings, and therefore render the model 

insignificant. Figure 13 below shows the P-O fit model in terms of job satisfaction.  

Figure 14 depicts the P-O fit mediation model in terms of organizational commitment, 

both of which provide invaluable insight into retention and PSM.  P-O fit, as is depicted 

in both models, is not a significant mediator of PSM on job satisfaction or organizational 

commitment when applied to Mississippi municipal public safety employees. 



 

137 

P-O fit, as it applies to PSM, has been studied in various manners, most of which 

involve P-O fit as a mediator or moderating affect of public service motivation (Bright, 

2007; Goodman & Svyantek, 1999; Bretz Jr. & Judge, 1994; S. Kim, 2005; 

Vandenabeele & Ban, 2009; Wright & Pandey, 2008). In many of these studies, person-

organization fit was one of many other influences on public service motivation or 

organization commitment from which the authors drew correlations.  What should not be 

overlooked is the simple, or mediating impact of P-O fit. While these models do not 

provide the statistical significance necessary for continued investigation into the 

mediating effects of P-O fit on job satisfaction or organizational commitment, they do not 

detract from the need to continue to include P-O fit constructs as a potential influential 

component of PSM. 

 

Figure 13 Person-Organization Fit on Job Satisfaction for Mississippi municipal 
public safety workers 

(n=490). 
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In the above diagram, P-O fit serves as a mediator for job satisfaction.  The 

formative components of PSM serve as unconstrained factors influencing PSM.  PSM’s 

reflective characteristics provide the regressive factors necessary for comparison when 

using PSM as an influence variable or factor on job satisfaction or organizational 

commitment, depending on the desired comparison in the research at the given time.   

 

Figure 14 Person-Organization Fit on OC for Mississippi municipal public safety 
workers 

(n=490). 

P-O fit has been posited to serve as a possible mediator of PSM, however studies 

have failed to show P-O fit as a significant mediator on a consistent basis.  However, P-O 



 

139 

fit continues to be studied as a mediator, predictor, or determinant of public service 

motivation (Edwards, 2001; Ferlie et al., 2003; Lauver & Kristof-Brown, 2001; Lee & 

Olshfski, 2002).  

Person-Organization fit does not provide a significant mediator effect for this 

model.  In fact, the model loses its overall significance when P-O fit is introduced into the 

PSM model.  Table 24 shows the impact of P-O fit as both a direct and indirect mediator 

of PSM on job satisfaction and organizational commitment.  In the table, JS represents 

job satisfaction, OC represents organizational commitment, and PSM represents public 

service motivation. 

Table 24 P-O fit as a mediator of PSM on Job Satisfaction (JS) and Organizational 
Commitment (OC). 

Relationship Direct w/o P-O fit Direct w/ P-O fit Indirect 

PSM - PO - JS .816 ** 0.702 NS 

PSM - PO - OC 1.274** 1.642 NS 

(n=490) 
Note: * ns = not significant, ** p < .05. 

The P-O fit variable introduced into this model presents problems throughout the 

testing procedures.  There are several reasons for this difficulty.  First, there are two 

factors, SB and DC, which are constructed with two variables each, providing the 

foundation for instability in the model.  The second problem presented in this model is 

face validity for P-O fit in this model.  P-O fit has been tested in several methods, both as 

an aggregate measure and as a single-variable construct.  In this instance, P-O fit is 

measured as a single-variable construct, as the survey instrument did not provide 

significant measures for P-O fit according to EFA models initially tested.  As the model 

stands, there are theoretical reasons to include P-O fit as a construct as job satisfaction, or 
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as a mediator of PSM on job satisfaction and/or organizational commitment based on 

psychological and workforce behavior studies, however this model does not provide the 

necessary foundation to suggest the inclusion of P-O fit as a mediating factor of PSM on 

job satisfaction or organizational commitment.  Perhaps future measures could expand 

upon the use of P-O fit in local workforce data sets, however it is suggested by this 

research that P-O fit be relegated to state-level and larger aggregation-based data 

investigations. 
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CHAPTER VI 

DISCUSSION 

Factors 

The previous chapters have worked to develop a working model of public service 

motivation consisting of a number of factors based on the original efforts of James Perry 

(1996) and Sangmook Kim (2010), as both provided a substantial amount of statistical 

and literary foundation to continue investigating PSM.  This effort, however, focuses on 

the local level, as many studies ignore or choose to aggregate local-level data for the use 

of state and federal level data.  What many fail to realize or incorporate is the importance 

of local-level investigation when examining the impacts of factors involved in potential 

macro-level foundations.  Without the inclusion of, or with the ignoring of, local-level 

data, a scientist or practitioner will ultimately overlook the micro-level phenomena 

necessary to study before relaxing assumptions.  Macro-level assumptions require the 

relaxation of human factors and behaviors, enough to the level that some may question 

the amount of data and information overlooked for the betterment of data cleanliness.  

However, when a scientist or practitioner wishes to examine the impacts and factors 

involved in the motivation of employees, it is crucial to work from a bottom-up approach, 

as many of the issues pertinent to employees in state and federal government are similar 

to those of local-level governments, yet the local-level government employees are often 
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overlooked.  No one department is more overlooked when examining municipal or state 

employees as public safety workers.  

 From this research, there were only 4 available public safety employee pieces 

which identified, or worked to identify factors of motivation of public safety employees. 

What this amplifies is the need for individuals to identify the overlooked municipal 

employee, particularly as attraction, selection, and retention strategies are employed to 

combat the loss of qualified employees from the public workforce. 

Attraction to Policy Making 

One of the original factors from Perry (1996) that sustained its significance and 

relevance throughout the testing procedures is the attraction to policy making (APM) 

factor. This is not surprising as many of the studies shown in Table 1 provided the 

foundations for APM’s inclusion into public service motivation studies.  However, 

several newer studies, particularly Kim et al. (2013), have shown that APM provides a 

foundation for questioning the wording and construction of the factor as Perry (1996) 

first envisioned.  

However, such a significant number of studies have shown that APM is not only 

the most static and statistically significant factor throughout the deconstruction and 

reconstruction of the PSM construct, but APM provides a unique look at the involvement 

in politics for those studied.  

APM is particularly interesting for those involved in local government on several 

levels.  First, APM suggests that individuals are impacted by political influences, 

however local government is often party-neutral.  Party-neutral refers to the concept that 

local government politics are not as driven by political lines that state and federal politics 
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are typically referenced, and therefore are not subject to the same quantification that state 

and federal political backdrops are referenced. That stated, there are several implications 

for APM as a variable in PSM ultimately requiring the investigation of APM in future 

studies.   

Attraction to policy making suggests that individuals are interested in the policy-

making process, and are ultimately driven by decisions that are influenced by politics and 

policy, despite the data-driven questions of relevancy depending on the target population.  

For this research, local-level public safety employees have shown that they are impacted 

by politics, in that they believe that politics is a dirty word, based on Perry’s (1996) 

original construct.  In addition, local-level public safety employees are essentially 

concerned about the give and take of policy making.  This is very important as public 

safety employees may be extremely interested in the policy-making process as their 

positions rely on the policies set in place on when they are permitted to react and when 

they are not.  For instance, a police officer may not react unless acted upon, and would, in 

theory, be interested in the policies in place that determine how he or she can or cannot 

react in a moment of concern. It does not require much abstract thought to see how 

attraction to policy making would be particularly interesting and concerning to a local 

government employee, whereas a state-level employee may feel his or her concern would 

go unnoticed. 

Of note in the development of this construct is the combination of politics and the 

identity of politics as a dirty word and the potential implications at the local level.  For 

policy, this is not necessarily a concern as an individual may feel that he or she may have 

more influence on policy at the local level.  That stated, it is not above or beyond the 
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range of normal thought that an individual may have stronger feelings towards politics or 

politicians at the local level, as he or she may have regular dealings with local politicians 

and therefore would elicit stronger, more impactful feelings towards politicians and 

politics.  An oversight of the state and national models, also found in the international 

Kim et al. (2013) model, is the fact that at the macro-levels, interest in politics may not be 

directly associated with believed impact on policy or politics, whereas interest and 

involvement in local politics and policy may have a different impact.  An anecdotal 

example of this would be the involvement of townspeople in city hall meetings.  Should 

one visit a local town, he or she may notice that individuals present for many meetings 

tend to be the local police and fire employees, which are particularly interested in 

decisions that impact them on what could possibly be viewed as a personal basis.  While 

the intentions and decisions of the political figures’ decisions are beyond the scope of this 

research, it should not be overlooked as to the importance of policy and politics at the 

local level, as decisions can often be made based on one-to-one conversations, whereas 

state and federal influence primarily comes from much larger and more organized 

entities.  Local-level politics tend to have an influential impact on individuals, as many 

local-level politicians have relatives and family members who are members of the 

municipal workforce. 

Future research should examine the impact on the impact of local level politics on 

the influence of willingness to work for the government, involvement in politics, and 

willingness to work with others across political lines to determine if there exists a divide 

between those involved in politics, or those with family members involved in politics, 

and those who are not. Attraction to policy making infers that there exists the desire to be 
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involved in policy making, or at the very least the desire to remove oneself from politics, 

to further the enhancement of public service motivation.  APM, as a construct, provides 

the solidified construct that handles the reduction to the local level, and therefore is 

essential in the future investigation for public service motivation for local level 

employees. The factor of attraction to policy making for Mississippi municipal public 

safety workers provides reinforcement to the original concept developed by Perry (1996) 

stating that individual levels of motivation are influenced by the involvement in policy 

making and politics by the public service employee. 

Societal benevolence 

Societal benevolence proved to have a significant factor loading on the PSM 

construct, showing that societal benevolence is a significant component in understanding 

public service motivation.  In fact, higher levels of societal benevolence for public safety 

employees results in higher levels of overall motivation, which leads to higher levels of 

job satisfaction and organizational commitment.  Individuals who are able to display 

levels of compassion for those they feel a connection to ultimately experience higher 

levels of public service motivation.  Societal benevolence assumes that individuals will 

act in an effort to better society as a whole.  This act or desire to better people will be 

reflected in the need to include social programs in government and the emotions stirred 

from seeing individuals in need. 

This finding speaks volumes to the public safety work in the state of Mississippi.  

Anecdotally, the state of Mississippi is a very tight-knit state, in that many of the 

individuals residing in Mississippi grew up in the state and remain in Mississippi 

throughout their careers.  This is particularly important as individuals in public safety are 
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often called upon to provide protection and service to all people, whether they are 

familiar with the individuals, feel a connection to the individuals, or none of the above.  

Understanding the level of compassion, the influence on motivation, and the direction of 

the relationship between societal benevolence and PSM can add to the level of attention 

and investigation necessary to facilitate the increase of PSM of public safety employees, 

particularly in the Mississippi municipal workforce, as it pertains to this particular 

investigation.   

Increased attention to societal benevolence can result in somewhat higher levels 

of public service motivation, according to the results of this analysis.  The standardized 

regression weights show that while the impact is minimal, it remains a positive impact on 

public service motivation and creates a venue for practitioners and academics alike to 

continue exploring as investigation into public service motivation continues. While 

societal benevolence may not provide a substantial effect on PSM according to 

standardized regression output based on asymptotically-free distribution regression, also 

known as weighted-least squares regression, it does provide a substantial regressor when 

using maximum likelihood estimate analysis, however that was not detailed in this 

particular investigation. 

Statistical techniques using EFA and CFA, along with the analysis component of 

SEM requires the ability to change methods, adjust to the sample provided, and continue 

investigation.  This analysis provides a point-in-time analysis of a data set that is so rich 

in potential insight, it must provide one direction and work from that direction.  

Venturing into the different statistical techniques is the next step in the research.  

Recommendations, presented in the next subsection, will surround the continued 
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exploration into various other statistical techniques which will examine the levels of 

significance and impact of the proposed model.  Mississippi public safety employees 

exhibit a significant level of social benevolence, meaning the employees are impacted by 

the level of social action he or she is willing to take part in to better society.  

Disconnected Compassion 

Perhaps the most perplexing factor derived from the exploratory factor analysis is 

that of the disconnected compassion component.  Coining this perplexing is done for 

several reasons.  First, disconnected compassion provides a unique look into how 

individuals respond to compassion for those whom they do not feel any direct connection, 

or no direct connection can be assumed.  The statistic for this factor was negative, which 

on face value is a bit disturbing until it is explained in greater detail.  A negative direction 

or relationship with disconnected compassion concludes that individuals who feel a sense 

of empathy towards those whom they have no direct ties or connections can ultimately 

lead to reduced levels of public service motivation.  Put in another context, those public 

safety workers who concern themselves in the welfare and well-being of individuals they 

do not know or have any connection with tend to exhibit lower levels of public service 

motivation. 

This finding can be explained in several ways.  The first reason rests in the 

potential for increased sympathy for those they cannot aid, which could result in a feeling 

of hopelessness.  This hopelessness can build, particularly in a workforce whose 

responsibility rests in placing themselves in harm’s way to provide safety and protection 

for those very same individuals with whom they have no connection. A second 

explanation could be that as individuals concern themselves with the feelings and 
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situations of those whom they have no connection to, they lose sight of what their 

responsibilities are and the overall mission of the organization. The third possibility rests 

in the simple presupposition that individuals who do not worry with people or things 

outside of themselves, or are more self-focused, may be predisposed to higher levels of 

public service motivation than others. This third possible explanation opposes what many 

in the field believe, but it does not imply this could not be a possible explanation.  Further 

research is needed to uncover the relationship between levels of compassion, particularly 

as they relate to motivation, job satisfaction, and retention in the public sector workforce.  

Retention is a necessary and important factor to work towards and understanding the 

influence of compassion on individuals’ levels of motivation can only increase the 

knowledge and opportunities to positively impact retention strategies in public sector 

workforces across the globe.  However it is imperative to work from a local-level to a 

macro-level to understand and conceptualize the “boots on the ground” perspectives of 

public service motivation, particularly in the public safety sector, as the local-level 

individuals are the very individuals providing the services to the community (Lipsky, 

2010).  Public safety employees exhibit a level of disconnected compassion which will 

positively impact motivation as a formative component.  However, if one is examining 

DC on motivation as a reflective component for retention, he or she should be cautious as 

the explanatory power of disconnected compassion is altered with the added level of 

complexity. 

Duty, Honor and Sacrifice 

Duty, Honor and Sacrifice (DHS) is the final component derived from the effort 

of the EFA and CFA process.  This component combines the factors from Perry’s (1996) 
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self-sacrifice (SS) and commitment to public interest (CPI).  The terminology or acronym 

developed to represent the factors was at the discretion of the researcher, and therefore 

there rests little rhyme or reason to the nomenclature, other than it encompassed the 

overall variables into the factor in the most succinct manner.  Based on the primary focus 

of this investigation examining the public safety workforce, some of who have military 

backgrounds, the nomenclature for this variable seemed appropriate to encompass all of 

the variables.  

The DHS factor is comprised of six variables, more than any other factor, and it 

loaded stronger than any of the compassion factors, with a higher standardized regression 

weight than any factor loading on PSM, with the exception of APM.  This does not come 

as a surprise as many of the characteristics of the variables in this factor directly pertain 

to the public safety sector.  There is literature showing that police and fire employees are 

typically predisposed to feelings of civic duty and responsibility for the protection of the 

public (Castaing, 2006; Gillet et al., 2013; Lee & Olshfski, 2002; Scaramella et al., 2006; 

Susan et al., 2012).  This insight proves that there is a predisposition to assistance and aid 

by police and fire that goes beyond the everyday public service employee, and rests 

primarily with the public safety employee in municipal organizations, in this instance.    

When this angle on public service employee motivation was undertaken, there 

was a preliminary focus on duty and service as it was assumed that public safety 

employees would exhibit higher levels of duty and sacrifice than non-public safety 

employees.  This finding held true in the analysis portion and provides additional support 

to the notion that public safety employees are unique from other public service 

employees, not only in their job responsibilities but also in their response to various 
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influences throughout the course of their jobs.  DHS as a factor provides the necessary 

insight to confirm that not only are public safety individuals unique, they must be 

managed in a manner that is different than other public service employees to effectively 

manage the organization 

Implications 

The implications of this research are far-reaching and expansive.  This work has 

shown that the public safety employee is unique as a group within public service 

employees, particularly as it pertains to the Mississippi municipal workforce.  As has 

been the case throughout the last two decades of research on PSM, public safety 

employees are often lumped together with other public service employees and are 

essentially overlooked as a separate department or classification within a greater whole.  

The responsibilities and duties of public safety employees alone should warrant a 

different approach to management and retention strategies in the practitioner-based 

world, and the merits of the addition to the scholarly world have been shown in great 

detail throughout the analysis.  Understanding how employees are motivated, the various 

elements of a worker’s responsibilities as part of his or her job, and the overall 

management practices necessary to maintain a talented and capable workforce are the 

cornerstones to good management.  This research has provided the starting point for those 

in the State along with any others interested in evaluating their public safety employees in 

an effort to increase retention and reduce attrition.   

Focusing on public safety employees’ dedication to DHS factors, along with the 

involvement and interest in the policy-making components of their employment, 

managers can increase attention to these areas to enhance public service motivation 
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within the public safety sector, ultimately leading to increased job satisfaction. Much of 

this is still new as this research is investigating a subsection of a topic, and therefore 

would require additional insight and perhaps some applied research into the area.  

However, if the previous literature is correct and job satisfaction has a positive 

correlation to retention and reduced attrition, then it is apparent that increasing the public 

service motivation for employees in the public sector in Mississippi can only increase the 

retention of capable employees, particularly in the public safety sector.  And an increase 

in the retention of capable employees will aid in the overall effectiveness of the 

organization.   

Public service motivation insight can lead to a number of important managerial 

advances in handling employees, hr strategies, compensation structure revamping, among 

a list of other aids for an organization.  What should be examined in future research is 

how well do managers adhere to the different factors which are shown to be important 

and impactful for different sectors of the public sector workforce.  In addition, much of 

the scholarly work performed over the course of the last two decades will be for naught if 

those responsible for making decisions for organizations do not actively seek to 

incorporate some of the strategies and suggestions stemming from these works.   

Future Research 

The next steps in the PSM research, particularly as it pertains to the public safety 

workforce begins with an insight into the factors and constructs shown in this model 

expanded to incorporate other regions and state-level employees.  A model has been 

derived from little more than data, with the assumption that the theory behind PSM was 

not applicable to the public safety workforce, and has been shown to implement many of 
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the PSM factors from the works of previous scholars, just in a new combination. Noting 

this, the work performed by the previous scholars in addition to the models and effort 

provided in this literature supply the foundation for the advancement of this insight into 

PSM into other areas, regions, and aggregation levels.   

Expansion of this model into the state-level workforce in Mississippi is the 

penultimate mission of this effort.  Once a structure of PSM was identified at the local 

level for a random sample of Mississippi municipal workers, the next progression in this 

investigation is to apply this model at a macro-level, incorporating the State of 

Mississippi’s workforce and their characteristics and determining the level of 

applicability of the model to this workforce demographic.  Expanding the model would 

entail an analysis of the applicable employee workforce and the surveying of the 

individuals using the same survey questions, yet including some of the new survey 

questions proposed by Kim et al. (2013) in their work with international PSM 

comparisons and the impact of PSM as it pertains to a global economy.  At the 

conclusion of this expansion, it is anticipated that the result will be a model that will have 

the capacity to be drilled down to the micro, or local, level while also proving applicable 

at the macro, or state, level. 

In addition, future research should be expanded to identify the impacts, if any, of 

civil service protection versus at-will employment on public service motivation for public 

safety employees.  This research aimed to uncover any implications the classification of 

employees may have on the motivation of public safety employees.  However, once calls 

were made to determine the type of protection offered public safety employees from this 

data set, it was determined that there was not enough variation in the data to warrant an 
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unbiased examination of this effect.  However, the future efforts of examining different 

local governments, government agencies, and organizations should work to uncover these 

differences in the event there are factors contained within the data regarding employment 

protections. 

Civil service protections offered to public service employees provide the 

protection against unlawful termination, whereas at-will employment suggests an 

individual may be terminated for any reason, without the requirement to show cause.  

Some scholars have worked to identify whether these protections provide a different level 

of employment production, satisfaction, and motivation, yet further research may uncover 

the impacts of these protections on public safety employees, providing a new avenue for 

research (Battaglio, 2010; Condrey, 2002; French & Goodman, 2012; D. Goodman & 

French, 2011).  Employment protection may provide insight into why individuals choose 

to remain in their current environment, however it may also shed light on why individuals 

choose to leave, but until that area of research has been completely uncovered, it will 

remain little more than a possible avenue for research. Using the work put forth in this 

document, continued investigation into public service motivation for public safety 

employees will provide the footing and base for expanding the research. 

Regardless of the avenue this research will pursue in future efforts, contributions 

to the field of public administration, particularly human resource management and 

organizational theory, will continue.  In fact, opening up a field of research to include an 

oft-overlooked group of individuals such as police and fire provides a new venue for 

future exploration and contributions not only to the field of public administration, but 

also to those in managerial positions in the field.  
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Dear Participant: 
 

You have been randomly selected to participate in a survey of local 
government employees in the State of Mississippi.  You will be asked several 
questions on the following pages concerning motivation, incentives, 
commitment to the public interest, compassion, self sacrifice, and your 
personal demographics.  When completing this survey, we ask that you do 
not provide your name so that the confidentiality of your responses will be 
ensured.  Please provide honest and candid responses to each of the survey 
questions.  The information provided will be utilized by the Stennis Institute 
of Government at Mississippi State University to assess the impact of public 
service motivation of local government employees on several relevant issues 
to this public sector of employment.     
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Mississippi Local Government Survey 
Administered by the John C. Stennis Institute of Government  

at Mississippi State University 
 

1. Please indicate the name of your department: 

[   ] Administration 
[   ] Community Development 
[   ] Fire 
[   ] Human Resources / Personnel 
[   ] Parks & Recreation 
[   ] Planning & Development 
[   ] Police 
[   ] Public Works 
[   ] Other (please list)______________________________ 

 
2. How many years have you worked for this city?_____________ 

 
3. Are you employed: 

[   ] Full-Time 
[   ] Part-Time 

 
4. Please indicate the average number of hours per week you work in your current 

position_______ 

 
5. How long have you been at your current position?______________________ 

 
6. Are you classified as a department head, manager, or supervisor? 

[   ]  Yes 
[   ]  No 
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7. Please indicate whether you have worked mainly in the public or private sector.  
Public-sector work includes work at non-profit organizations and local, state, or 
federal government.  Private-sector work is working for yourself or others at a 
for-profit business or corporation. (PLEASE CHECK) 

[   ] Most of my work experience is in the public sector. 
[   ] Most of my work experience is in the private sector. 
[   ] I have worked a great deal in both the public and the private sectors.  

 
 
 

8. Different people want different things from their work.  How important is each of 
the following to you? (Place an X in the appropriate box): 

 Unimportant Of Little 
Importance 

Moderately 
Important 

Important Very 
Important 

Getting a feeling of 
accomplishment from your job 
 

     

The chances you have to 
accomplish something 
worthwhile 
 

     

Your chances of getting a 
promotion 
 

     

The amount of job security 
you have 
 

     

Your chances for receiving a 
performance award 
 

     

A job that allows you to help 
other people 
 

     

A job that is useful to society 
 

     

Status / Prestige 
 

     

High Income/ Salary 
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9. Please rank the following five (5) job characteristics in numerical order from 1 to 
5 for level of importance to you (1 = most important, 2 = 2nd most important, 3 = 
3rd most important, 4 = 4th most important, and 5 = 5th most important). 

[   ] High Income 
[   ] Short Working Hours / Lots of Free Time 
[   ] No Danger of Being Fired 
[   ] Chances for Promotion 
[   ] Work that is Important / Gives a Feeling of Accomplishment 

 
 
 

10. Indicate your level of agreement with the following statements (Place an X in the 
appropriate box): 

 Strongly 
Disagree 

Disagree Neutral Agree Strongly 
Agree 

Making a difference in society means 
more to me than personal 
achievement. 

     

I am rarely moved by the plight of 
the underprivileged. 
 

     

Most social programs are too vital to 
do without. 
 

     

It is difficult for me to contain my 
feelings when I see people in 
distress. 

     

I believe in putting duty before self. 
 

     

Doing well financially is definitely 
more important to me than doing 
good deeds. 

     

To me, patriotism includes seeing to 
the welfare of others. 
 

     

Much of what I do is for a cause 
bigger than myself. 
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11. Indicate your level of agreement with the following statements (Place an X in the 
appropriate box): 

 Strongly 
Disagree 

Disagree Neutral Agree Strongly 
Agree 

I seldom think about the welfare of 
people whom I don’t know 
personally. 

     

Politics is a dirty word.      
Serving citizens would give me a 
good feeling even if no one paid me 
for it. 

     

I am often reminded by daily events 
about how dependent we are on one 
another. 

     

It is hard for me to get intensely 
interested in what is going on in my 
community.                            

     

I feel people should give back to 
society more than they get from it.                                          

     

I am one of those rare people who 
would risk personal loss to help 
someone else.                      

     

I unselfishly contribute to my 
community. 

     

I have little compassion for people in 
need who are unwilling to take the 
first step to help themselves. 

     

I am prepared to make enormous 
sacrifices for the good of society. 

     

The give and take of public policy 
making does not appeal to me. 

     

Meaningful public service is very 
important to me. 

     

I do not care much for politicians. 
 

     

I would prefer seeing public officials 
do what is best for the whole 
community even if it harmed my 
interests. 

     

I consider public service my civic 
duty. 
 

     

There are few public programs that I 
wholeheartedly support. 
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12. What is your age range? 

[   ] 24 or younger 
[   ] 25 to 34 
[   ] 35-44 
[   ] 45-54   
[   ] 55-64 
[   ] 65 or older 

 
 

13. What is your gender? 

[   ] Male 
[   ] Female 

 
 

14. What state were you born 
in?________________________________________________ 

 
15. How many years have you resided in the state of 

Mississippi?__________________________ 

 

 

16. Did you grow up within a 50 mile radius of where you currently work? 

[   ] Yes 
[   ] No 

 
 
  

17. What is your race? 

[   ] Caucasian/White 
[   ] African-American/Black 
[   ] Hispanic 
[   ] Asian 
[   ] Native American 
[   ] Other 
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18. Please indicate the extent to which each of the following statements describes you 
(Place an X in the appropriate box): 

 Does 
NOT 
describe 
me at all 

Does 
NOT 
describe 
me much 

Neutral Describes 
me a 
little 

Describes 
me very 
well 

I often have tender, 
concerned feelings for 
people less fortunate than 
me. 

     

Sometimes I don’t feel sorry 
for other people when they 
are having problems. 

     

When I see someone being 
taken advantage of, I feel 
kind of protective toward 
them. 

     

Other people’s misfortunes 
do not usually disturb me a 
great deal. 

     

When I see someone treated 
unfairly, I sometimes don’t 
feel very much pity for 
them. 

     

I am often quite touched by 
things that I see happen. 

     

I would describe myself as a 
pretty soft-hearted person. 

     

 
 

19. Indicate your level of agreement with the following statements (Place an X in the 
appropriate box): 

 Strongly 
Disagree 

Disagree Neutral Agree Strongly 
Agree 

People should be willing to 
help others who are less 
fortunate. 
 

     

Those in need have to learn to 
take care of themselves and 
not depend on others. 
 

     

Personally assisting people in 
trouble is very important to 
me. 
 

     

These days, people need to 
look after themselves and not 
overly worry about others. 
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20. Within the past year, please indicate whether you have participated in any of the 
following activities (Place an X in the appropriate box): 

 
 

21. Please answer the following statements (Place an X in the appropriate box): 

 

  

 Yes No 
Given directions to a stranger 
 

  

Allowed a stranger to go ahead of you in line 
 

  

Given money to a charity 
 

  

Given food or money to a homeless person 
 

  

Looked after a person’s plants, mail, or pets while they were 
away 
 

  

Returned money to a cashier after getting too much change 
 

  

Carried a stranger’s belongings 
 

  

Done volunteer work for a charity 
 

  

Offered your seat on a bus or in a public place to a stranger 
 

  

Let someone you did not know well borrow an item of some 
value 
 

  

Donated blood 
 

  

 Yes No 
When you were growing up, did your family actively volunteer 
for different activities or organizations? 
 

  

Were both of your parents employed in public sector jobs? 
 

  

Was one of your parents employed in a public sector job? 
 

  

Do you consider yourself a religious person? 
 

  

Did you vote in the last presidential election? 
 

  

Do you generally vote in state and local elections?   
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22. Which political party do you most identify with? 

[   ] Republican 
[   ] Democrat 
[   ] Independent 
[   ] Other 

 
23. Are you a military veteran? 

[   ] Yes 
[   ] No 
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24. Indicate the importance of the items below in choosing to work for your local 
government employer (Place an X in the appropriate box): 

 Unimportant Of Little 
Importance 

Moderately 
Important 

Important Very 
Important 

Relationship with 
Supervisor/Manager 
 

     

Personal Development 
 

     

Responsibility 
 

     

Social Orientation (your 
impact on society) 

     

Challenging work 
 

     

Personal Interest 
 

     

Customer Orientation 
(your impact on 
customer satisfaction) 

     

Prestigious Employer 
 

     

Fast Promotion 
 

     

Fringe Benefits 
(Monetary- bonuses) 
 

     

A Successful Employer 
 

     

Wages / Salary 
 

     

Lack of Stress 
 

     

Fringe Benefits (Non-
monetary-pension, 
vacation, healthcare, 
etc.,) 

     

Easy Promotion 
 

     

Equal Opportunity for 
Men and Women 
 

     

Job Security 
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25. What is your highest level of educational attainment? 

[   ] Less than high school diploma 
[   ] High school diploma/GED 
[   ] 2 Year college degree 
[   ] 4 Year college degree 
[   ] Master’s degree 
[   ] Law degree 
[   ] Doctorate degree (Ph.D, M.D., Ed.D.) 

 
 

26. What is your current marital status? 

[   ] Single 
[   ] Married 
[   ] Widowed 
[   ] Cohabiting 

 
 

27. Do you have children? 

[   ] Yes (If you answered yes, please answer question a. below) 
[   ] No (If you answered no, please skip to question 28) 

 
a. If you answered yes to the above question, do you have a child under the 

age of 18? 

[   ] Yes 
[   ] No 

 
 

28. What is your salary level? 

[   ] $0 to $19,999 
[   ] $20,000 to $39,999 
[   ] $40,000 to $59,999 
[   ] $60,000 to $69,999 
[   ] $70,000 to 99,999 
[   ] $100,000 and above 
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29. Do you anticipate being employed in this same position one year from today? 

[   ] Yes 
[   ] No: If you answered no, please indicate a reason below for this answer. 

[   ] Dissatisfaction with pay, benefits, work conditions, etc. 
[   ] Promotion to another position within this organization 
[   ] Retirement 
[   ] Potential Lay Off 
[   ] Other, please list:  

 
 

30. Do you anticipate being employed in this same position five years from today? 

[   ] Yes 
[   ] No: If you answered no, please indicate a reason below for this answer. 

[   ] Dissatisfaction with pay, benefits, work conditions, etc. 
[   ] Promotion to another position within this organization 
[   ] Retirement 
[   ] Potential Lay Off 
[   ] Other, please list:  

 
 

31. Are you a member of a professional society (e.g. ASPA, ICMA, ACPA, etc.)? 

[   ] Yes (If you answered yes, please answer questions a, b, and c below) 
[   ] No (If you answered no, skip to question 32) 

 
a. I attended most meetings of this professional society in the last two years. 

[   ] Yes 
[   ] No 

 
b. I am an office holder in a professional society. 

[   ] Yes 
[   ] No 

 
c. I have made presentations at recent professional society meetings. 

[   ] Yes 
[   ] No 
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32. Please indicate your level of agreement with the following statements (Place an X 
in the appropriate box): 

 Strongly 
Disagree 

Disagree Neutral Agree Strongly 
Agree 

People who think they are treated 
unfairly should take care of 
themselves. 

     

It is self evident that you benefit 
your friends. 
 

     

I do not think people should always 
be treated equally (there are various 
good reasons not to do so: time, 
money, etc.) 

     

Tolerance towards other cultures is 
crucial 
 

     

To me, public servants should not 
be led by their political stances. 

     

One should always respect the 
opinion of others, even if it is not in 
their best interest. 

     

Everybody is entitled to good 
service, even if it costs a lot of 
money. 

     

Even in the case of major disasters, 
public service should be maintained. 

     

When something goes wrong at 
work, the supervisor is accountable. 

     

It is important that public servants 
account for all the costs they make. 

     

If there are clear rules, one should 
not deviate from these. 
 

     

In case of an emergency, a public 
servant can ignore the law. 

     

It does not matter if you tried your 
best; if the result is not good you 
did a bad job. 
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33. Please indicate your level of agreement with the following statements (Place an X 
in the appropriate box): 

 Strongly 
Disagree 

Disagree Neutral Agree Strongly 
Agree 

My job is challenging 
 

     

The work I do on my job is meaningful to me. 
 

     

The things I do on my job are meaningful to me. 
 

     

I often think about quitting my job 
 

     

During the next year, I will probably look for a 
new job outside this organization. 

     

What happens to this organization is really 
important to me. 
 

     

I care little about what happens to this 
organization, as long as I get a pay check. 

     

In general, I am satisfied with my job. 
 

     

I would recommend the local government as a 
place to work. 

     

The work performed by my department provides 
the public a worthwhile return on their tax 
dollars. 

     

Overall, I am satisfied with my pay. 
 

     

My job provides a chance to do challenging and 
interesting work. 

     

My supervisor gives me the information I need 
to do a good job. 

     

My pay compares fairly with the pay of people 
doing similar work in this organization. 

     

Most employees give their best effort in doing 
their jobs. 
 

     

My pay compares fairly with the people doing 
similar work in other organizations. 

     

My supervisor shows me respect as an 
individual. 
 

     

I have a clear understanding of how my 
performance is judged. 

     

My organization takes employee interests / 
concerns into account in making important 
decisions. 

     

I feel good about my job – the kind of work I do. 
 

     

Overall, my organization is a good place to 
work. 
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Thank you again for your participation in this survey.  Your responses will 
be kept confidential. 
 

 


