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 The purpose of this study was to determine if individuals who are professionally 

committed to careers in public education possess public service motivation.  The 

participants in this study were a sample of convenience selected through their enrollment 

in graduate education programs within three East Coast universities.  The sample was 

stratified into three groups based on their education roles as teachers, aspiring leaders, 

and school district administrators.  Based on the 258 education sector participants, the 

majority were Caucasian, female, and under the age of 30.  All respondents held at least a 

bachelor’s degree and the majority held up to ten years tenure in education.  Utilizing an 

abridged version of Perry’s (1996) multi-dimensional scale that was modified for the 

education sector, the public service motivation (PSM) construct was measured using an 

Internet survey approach.  Three of the public service motivation dimensions and two 
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commitment items were used to operationalize the PSM and professional commitment of 

education professionals within their current roles.  Correlation, regression, ANOVA, and 

t-test analyses were conducted to examine the data collected.  Study findings concluded 

that education professionals possess public service motivation and are professionally 

committed to their careers.  In addition, results indicated that school district 

administrators possessed higher levels of public service motivation than teachers.  

Furthermore, demographic characteristics indicated that educators who are older, more 

experienced, and highly educated possess higher levels of PSM.  Perhaps the most critical 

discovery was that when comparing education professionals to their public administration 

counterparts, educators possessed higher levels of public service motivation.  These 

findings have several important implications for education institutions, academic 

scholars, human resource managers, and leadership preparation programs that would all 

benefit from and are all called to embrace this theoretical concept of public service 

motivation in their respective fields. 
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CHAPTER 1: RESEARCH INTRODUCTION  

School leaders face unique challenges in the 21st century that affect the 

educational opportunities, developmental growth, and renewal initiatives within school 

environments.  As a result of social, political, economic, and global factors, the demands 

and expectations on school leaders have increased initiating a direct impact on education.  

These evolving expectations for the principalship are evident in the Interstate School 

Leader Licensure Consortium (ISLLC) Standards for School Leaders (Council of Chief 

State School Officers [CCSSO], 2008).  By today’s standards, an effective principal is 

one who can address a daily stream of diverse administrative issues needing immediate 

attention while concurrently creating school communities and cultures that optimize 

opportunities for teaching and learning (Ubben, Hughes, & Norris, 2001).   

Leadership is considered the key force behind change elements that occur within 

the school community.  Therefore, it is the responsibility of school administrators to 

address the issues and problems of education and the role that public schools have in 

terms of their wider political and social function (Giroux, 1992).  Today’s school leaders 

cite job-related stress and time fragmentation, the growing pressure of high-stakes testing 

and accountability, and the social problems that schools are assuming in trying to instruct 

students as major factors influencing their standing (Ackerman & Maslin-Ostrowski, 

2002).  As a result of the ever-increasing challenges for school administration, the 
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important task of selecting and retaining qualified educational leaders has become quite 

daunting.   

There are prominent educational transitions taking place in preparation for 21st 

century learning.  Schools are moving from buildings to technology hubs.  Teachers are 

becoming facilitators rather than reporters.  Instruction is moving from textbook-driven to 

technology-driven curricula.  Consequently, the role of school administrators must shift 

from strategic leader to servant leader in order to effectively address the needs of its 

educational community.  Leadership needs to focus more on people than on things, on 

developing relationships rather than methods (Covey, 1990).  In his seminal article, “The 

Servant as Leader,” Greenleaf (1970) resurrected the concept as he described:  

The servant-leader is servant first . . . It begins with the natural feeling that 

one wants to serve, to serve first.  Then conscious choice brings one to 

aspire to lead.  That person is sharply different from one who is leader 

first, perhaps because of the need to assuage an unusual power drive or to 

acquire material possessions.  For such, it will be a later choice to serve—

after leadership is established. (p. 7) 

This study sought to expand Greenleaf’s (1970) “feeling that one wants to serve” to 

examine public service motivation and professional commitment in an educational 

context.  The purpose of this study was to determine if individuals who are committed to 

careers in public education possess public service motivation. 
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 This research was undertaken to fill the gap in understanding public service 

motivation and its relation to professional commitment through a human resource lens for 

the purpose of indoctrinating public service concepts into public school systems, higher 

education, and leadership preparation programs.  The following provides a brief overview 

of the literature on public service, work motivation, and professional commitment. 

Public Service 

Public is a word derived from the Latin term people widened by the Greek term 

demos after a group of people deserving of power in an emerging democracy.  In the 19th 

century Thomas Jefferson was the first American leader who suggested creating a public 

school system.  He believed that every individual had the natural duty of contributing to 

the needs of society.  His strong conviction was the involvement of citizens in the 

conduct of government, and he wanted public education to enable citizens to understand 

social, political, and economic issues that were relevant to their own lives in order to 

sustain a democratic future.  Like Jefferson, Horace Mann (1868) believed public schools 

would prepare the American people for responsible citizenship, provide the knowledge 

necessary for national economic development, and instill ethical values.  In the same 

vein, Abraham Lincoln echoed the sentiment by reciting, “Government by the people, of 

the people, for the people” in the Gettysburg Address. 

The public consists of all those who are affected by the indirect consequences of 

transactions to such an extent that it is deemed necessary to have those consequences 

systematically cared for (Dewey, 1927).  Dewey further posited that since those who are 

indirectly affected are not direct participants in the transactions in question, it is 



 

 
 

4 

necessary that certain persons be set apart to represent them, and see to it that their 

interests are conserved and protected.  In education, those indirectly affected are the 

school community, and school leaders serve the role of representative.   

Dewey’s objective was to build local democratic communities through improved 

education and communication.  Jane Addams also campaigned for public service well 

beyond her neighborhood.  Her conviction was that people learn to act collectively for the 

public good if they hoped to survive as a society.  She did not believe a society could 

function well when its resources were concentrated in the hands of a few.  This was in 

keeping with Dewey’s philosophy as well as that of educational leaders who assert their 

attraction to the profession is a calling where one could “make a difference.”   

Public schools play a vital role in the education of its citizens and the creation of 

democratic communities.  It is within the walls of public education institutions that 

students learn political opinion, civic duty, and patriotism.  Schools are one of the few 

remaining institutions to offer partnerships to families and the community in socialization 

and investment through learning.  One of the more remarkable achievements of American 

public schools is that they have contributed so much to the forming of a public, to 

readying the young to think and act in ways conducive to democratic deliberation and 

conduct (Goodlad & McMannon, 1997).  For the purpose of this study, the public was 

defined as students, parents, faculty, staff, district, political officials, and local 

communities, each representing its own public. 

Research surrounding the concept of public service in an education context is 

limited and further insight may be gained as to whether those in education roles consider 
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themselves public servants whose first instinct is the public interest.  King and Zanetti 

(2005) state:  

Public service is helping the world around us, which by doing so helps 

ourselves by making us more human.  We have an obligation to work on 

behalf of the community at large.  We have a responsibility to be publicly 

engaged to improve our community in tangible ways to the extent that we 

can. (p. 3)   

Leaders contribute to a better community when they work together, with their followers, 

to improve the community and everyone within it (Burns, 1978; Foster, 1989).  What we 

have today is a democratic deficit in education.  Educational leaders, as public servants, 

must demonstrate public service motivation in order to supersede the lack of social equity 

in their school environments.  Frederickson (1980) echoes the sentiment by stating, “It is 

incumbent on the public servant to be able to develop and defend criteria and measures of 

equity and to understand the impact of public services on the dignity and well-being of 

citizens” (p. 46).  Practicing public service within schools requires the creation of an 

environment that removes obstacles and promotes empowerment of its public.  In this 

way we may begin to address the need for democratic principles and the promotion of 

public service ethos within our school communities.   

Work Motivation 

Derived from the Latin word “move,” work motivation describes “a person’s 

desire to work hard and work well—to the arousal, direction, and persistence of effort in 

work settings” (Rainey, 1997, p. 248).  In general, theorists agree that motivation refers 
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to a process that guides individual choices among different forms of voluntary activities 

(Vroom, 1964).  A major challenge is to identify the specific needs of individuals and to 

be able to operate within the confines of an educational organization to satisfy those 

demands. 

Educational leaders cannot afford to rely on tradition, depend on good intentions, 

or fall back on what has always worked in the past.  “Society has changed; schools have 

changed; and so too must our thinking about educational leadership change” (Shields, 

2003, p. 2).  The implementation of restrictive educational reforms has led to a loss in the 

ability of school leaders to exercise discretionary powers while simultaneously 

demoralizing professional citizenship behaviors.  Experienced managers have found that 

a one-size-fits-all approach to employee motivation does not work (Lazenby, 2008).  

Therefore, it is incumbent upon educational leaders to interact with their publics and 

transform their publics into responsive citizens in order to effectively distribute public 

services. 

The Hawthorne Studies, conducted by Elton Mayo from 1924 to 1932, found 

employees were not motivated solely by money, and employee behavior was linked to 

their attitudes (Dickson, 1973).  As a result of these studies, employee work motivation 

became the focus of many researchers including Maslow's (1943) need-hierarchy theory, 

Vroom's (1964) expectancy theory, Adams' (1963) equity theory, Herzberg's (1968) two-

factor theory, and Skinner's (1953) reinforcement theory.  Maslow (1954) explained that 

there is a basic difference between expressive behavior and coping behavior (functional 

striving, purposive goal seeking).  His need-hierarchy theory is in the functionalist 



 

 
 

7 

tradition of James, Dewey, and Carr who examined the function and purpose of mind and 

behavior (mental process).  The need-based theory of Public Service Motivation (PSM) 

would be classified as self-actualization under Maslow’s hierarchy model.  Public service 

motivation is a concept based on values and commitments that individuals bring to their 

work and generate drives to satisfy these predispositions (Perry & Wise, 1990; Rainey, 

2003).  Although several authors have investigated differences between public and 

private sector employees in work behaviors and attitudes such as satisfaction, 

commitment, and turnover (Baldwin, 1984; Jurkiewicz & Brown, 1998; Lewis, 1991; 

Steel & Warner, 1990; Wittmer, 1991), few researchers have attempted to link work 

behaviors and attitudes to public service motivation in the education sector.   

Perry and Wise (1990) defined public service motivation as an individual’s 

predisposition to respond to motives grounded primarily or uniquely in public institutions 

and organizations (p. 368).  They speculate that individuals who possess high public 

service motivation need, with a drive to satisfy the need, are more likely to be committed 

and productive public servants.  These motives are typically intrinsic in nature, and 

derived from a desire to engage in altruistic behaviors that benefit society and help 

individuals in need.   

According to Wright and Pandey (2008), although private sector organizations 

may be able to rely more on monetary rewards to motivate employees to complete tasks 

that otherwise only benefit the owners, public sector organizations, ask their employees 

to complete tasks that benefit society at large and help individuals in need.  The 

association between the public sector and public education is not in the type of work they 
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perform but in the audience they serve—the public.  This study sought to identify 

whether education professionals possess inherent motives to serve their publics.  In 

viewing these individuals through the public service lens, determinations may be made 

that will enhance school reform initiatives. 

Professional Commitment 

 The Oxford English Dictionary defines the term professional as one who is 

engaged in a specified activity as one’s main paid occupation and the term commitment as 

the state of being dedicated to a cause or an activity.  In the context of this study, 

professional commitment provided an important link between the public service 

motivation of educators and their commitment to the education profession.   

 Vandenberg and Scarpello (1994) define professional commitment as “a person’s 

belief in and acceptance of the values of his or her chosen occupation or line of work, and 

a willingness to maintain membership in that occupation” (p. 535).  Employees who are 

committed to their chosen profession tend to display greater job performance due to 

satisfaction with their work which in turn leads to increased retention.  Furthermore, 

professional commitment is considered a major determinant of organizational 

effectiveness (Pfeffer, 1994) and individual motivation (Hackman & Lawler, 1971).   

 It is incumbent upon educational leaders to influence a school environment that 

fosters acceptance, values, and service in order to affirm loyalty toward the profession.  

Yet, national reform initiatives surrounding standards and accountability have imposed 

heavy burdens on its stakeholders throughout education systems.  A greater dependence 

has been placed on educators to exert efforts far beyond minimum expectations in order 
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to meet the ensuing requirements for student achievement.  Consequently, with the ever-

increasing demands on education professionals, a growing area of concern is the 

proliferation of employee turnover at all levels.  These challenges have created critical 

uncertainties for human resource development researchers and practitioners alike 

(Chermack, Lynham, & Ruona, 2003).  That is why national attention is being placed on 

the training and development of current school leaders.  Young (2010) argues that in 

order to obtain quality leaders, we must have quality leadership preparation for current 

and future educational leaders. 

Individuals who view jobs as a means of psychological fulfillment (Schneider, 

1987), and individuals who match jobs or organizational values to their own, are more 

satisfied and less likely to leave the organization (Judge & Bretz, 1992).  Researchers 

contend that reducing attrition by increasing professional commitment may be the answer 

to improving organizational conditions.  Commitment is enhanced when individuals 

teach and learn in a collegial educational environment that is indoctrinated with public 

service values.  Thus, one may posit that school effectiveness is dependent upon a culture 

of public service that in turn creates satisfaction and professional commitment among 

educators. 

Problem Statement 

 While substantial progress has been made in understanding work motivation, 

scholars have not fully conveyed the knowledge to educational leadership.  Moreover, the 

study of public service motivation in educational organizations is practically non-

existent.  With increasing challenges to the educational leadership role, the selection of 
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qualified public service oriented individuals is critical.  This study sought to explore the 

public service motivation construct in the education sector in order to identify its 

potential relationship to the recruitment, selection, and commitment of public school 

employees.   

Purpose of the Study 

The purpose of this study was to determine if individuals who are committed to 

careers in public education possess public service motivation.  Mowday, Porter, and 

Steers (1982) suggest that commitment includes a belief in and acceptance of the goals 

and values of the profession, a willingness to work hard on behalf of the profession, and a 

desire to remain within the profession.  A determination as to whether those committed to 

the education profession are inculcated with public service values was warranted. 

This study combined theoretical perspectives and empirical data to inform 

education administration practices and promote public service in learning institutions.  

Consequently, those in the education field may learn valuable lessons from the 

differences and similarities of public, private, political, social, and fiscal organizations.  

Therefore, learning how public service motivation related to education theories and 

concepts was the premise for this research.   

Research Questions 

 This study was guided by four empirical questions that framed its scope.  They 

were:  

1. What is the relationship between public service motivation and the professional 

commitment of teachers, aspiring leaders, and school district administrators? 



 

 
 

11 

2. Is there a difference in the public service motivation among teachers, aspiring 

leaders, and school district administrators? 

3. What is the relationship among public service motivation, professional 

commitment, and the demographic characteristics of education professionals? 

4. What is the difference in public service motivation between public 

administration professionals and public education professionals? 

Conceptual Framework 

 The conceptual framework that guided this study assumed that high levels of 

public service motivation were related to deep professional commitment in public 

education.  Table 1 graphically displays this framework.   

Table 1  
 
Conceptual Framework: Public Service Motivation 
 

 

This study was undertaken to identify whether educators who are committed to 

careers in public education possess public service motivation.  This study sought to 

answer the research questions by utilizing a valid and reliable survey instrument that was 

pilot tested with a small sample of education professionals.  The methods used to conduct 

this research are provided herein. 
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Study Sample 

 The participants in this study were a sample of convenience selected from their 

enrollment in graduate education programs within three East Coast universities.  The 

sample was stratified into three groups based on their education roles as teachers, aspiring 

leaders, and school district administrators currently employed in K-12 public schools.  

The three groups of education professionals were accessed through the education 

departments of the three universities that included curriculum and instruction, 

organizational and educational leadership, as well as teaching and learning programs.  All 

of these education programs offer graduate degrees in their respective discipline. 

Data Collection 

The instrument used in this study consisted of an abridged version of Perry’s 

(1996) 24-item Public Service Motivation (PSM) scale modified for use in an educational 

context.  The instrument also included 2 survey items to measure professional 

commitment, and 7 items to identify demographic characteristics of the educator groups.  

The self-reporting survey that was used in this study was pilot tested and revised for 

clarity and appropriateness within the education sector.  Participants responded to the 

items on a 7-point Likert-type scale ranging from 1 (strongly disagree) to 7 (strongly 

agree).  Of the 1719 surveys disseminated electronically to the education study sample, 

360 replied resulting in a 21 percent response rate.  Of the 360 responses, participants 

who did not fall within the three educator groups were dropped from further 

consideration.  In all, there were 258 useable responses for this research.   
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Data Analyses 

 The data analysis for this study was guided by the conceptual framework and 

aforementioned research questions.  Correlation analysis was used to determine if there 

was any relationship between each of the public service motivation subscales and 

professional commitment.  Regression analysis was used to predict professional 

commitment from the three public service motivation subscales.  In order to determine 

public service motivation differences among teachers, aspiring leaders, and school district 

administrators, an Analysis of Variance (ANOVA) was conducted.  ANOVA was also 

used to determine the relationship of gender, race and ethnicity to each of the public 

service motivation subscales.  Correlation results were based on demographic 

characteristics that consisted of experience, age, education, public service motivation, and 

professional commitment.  An independent t-test was conducted to determine differences 

between public administration professionals and public education professionals.  The t-

test was used to compare the mean scores of the public administration professionals from 

the literature with the education sample to determine whether they were statistically 

different.  

Significance and Implications 

 Of great significance was the introduction of public service motivation to the field 

of education.  Individuals identified as possessing high levels of public service 

motivation will carry particular interests and values that promote social justice.   

Educational organizations capable of providing opportunities for school leaders to meet 

these interests are likely to employ individuals who are committed to their publics and 
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learning institutions.  Bright (2008) concurs that organizations capable of leveraging 

public service motivation will be better prepared to recruit, train, and socialize 

employees.  As a result, recruiting and selecting service-oriented individuals may 

increase retention and benefit schools with a service culture.  Organizations spend a great 

deal of time and money recruiting and selecting candidates for positions; therefore, it is 

essential to choose candidates who elicit public service motivation and a commitment to 

the educational organization’s mission.  Moreover, since public service motivation was 

found to be significant among educational leaders, it is essential that leadership 

preparation programs include the construct in their curricula.    

 Educational leaders who embody public service ethos, exhibit sustained 

commitment, and leverage resources to meet teacher needs, may foster a sense of 

allegiance toward the greater good that may elevate PSM throughout a school 

community.  According to Burns (1978), this transforming approach creates significant 

change in the lives of people and organizations.  It redesigns perceptions and values, and 

changes expectations and aspirations of employees.  

 This chapter provided an introduction to the study of public service motivation 

and professional commitment in public school education.  Chapter 2 includes a 

comprehensive review of literature on motivation theory, and a historical view of the 

theoretical framework of public service motivation.  Chapter 3 reviews the research 

design and methods employed in this study.  Chapter 4 contains the statistical results.  

Chapter 5 presents a discussion of findings and recommendations for future research. 
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CHAPTER 2: LITERATURE REVIEW 

 Leading during economic uncertainty poses many challenges for public as well as 

private organizations.  When the economy shifts, workplace motivation deviates as well.  

“The slowdown creates a ‘momentary unifying factor’—something that allows each 

employee to set aside their individual concerns and rally around a greater common cause" 

(Giannetto & Zecca, 2007, p. 73).  The question is whether this “unifying factor” is 

exclusive to public institutions whose members are less dependent on utilitarian 

incentives and more interested in the common interest.   

 Notable strides have been made in the study of motivational bases of public 

service within the last twenty years.  The public administration literature has long 

proposed that public employees display special motives, distinct from the private sector, 

which predisposes them toward public service.  However, the substantial knowledge that 

may befall public school systems regarding public service motives in the field of 

education remains cursory.  Review of public service motivation theory and its possible 

utility to the field of education is imperative.  Expanding public service motivation 

research into the education field will broaden research methodologies, support human 

resource practices, and provide practical tools in the attraction—selection—commitment 

contexts.   

 The purpose of this study was to determine if individuals who are committed to 

careers in public education possess public service motivation.  This chapter begins with a 
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brief review of motivation extending to work motivation theory by utilizing three distinct 

models.  While it will not provide an exhaustive analysis on the motivation frame, it will 

render a fundamental understanding of work motivation theory in an attempt to 

understand the public service motivation construct.  Following the review of motivation 

theory is a historical view of the theoretical framework of public service motivation.  

Subsections include operational definitions of the construct, an explanation of the 

measurement scale’s developmental process, and antecedents of public service 

motivation.  The third and fourth sections of this chapter will examine the effects of 

public service motivation on professional commitment.  This review of literature will 

conclude with a summary of the public service motivation frame that guides this study 

and a discussion of the practical contributions to educational institutions. 

Brief History of Motivation Theory  

 A major difficulty in defining motivation occurs because the term has no apparent 

fixed meaning in contemporary psychology (Atkinson, 1964).  Campbell and Pritchard 

(1976) suggest that motivation has to do with a set of independent/dependent variable 

relationships that explain the direction, amplitude, and persistence of an individual’s 

behavior, holding constant the effects of aptitude, skill, and understanding of the task and 

the constraints operating in the environment.  Others conceive of motivation broadly as 

the forces that energize, direct, and sustain behavior (Perry, Hondeghem, & Wise, 2010).  

This definition is similar to Pinder (1998) who describes motivation as internal and 

external forces that initiate work-related behavior, determining its form, direction, 

intensity, and duration.  In general, theorists have agreed that motivation refers to a 
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process that guides individual choice among different forms of voluntary activities 

(Vroom, 1964).  

 Miskel (1982) described three sets of perspectives from which motivation may be 

approached: behavioral and cognitive, content and process models, and intrinsic-extrinsic 

distinctions.  The behavioral and cognitive models are based on attitudes and describe 

behavior as an active result of the analysis and processing of available information rather 

than an innate and mechanical set of rules that the mind uses to respond to situations.  

Examples of the behavior and cognitive models are expectancy, equity, and goal setting 

theories.  The content and process models focus on the internal factors or thought 

processes that direct human behavior.  Examples include the hierarchy of needs, 

motivator-hygiene, learned needs, equity, expectancy, goal setting, and reinforcement 

theories.  Lastly, the intrinsic refers to motivation that is driven by an interest or 

enjoyment in the task itself and exists within the individual whereas extrinsic comes from 

external forces outside of an individual.  Examples of intrinsic/extrinsic motivation 

research include attribution, self-efficacy, cognitive evaluation, and self-determination 

theories.  All three sets of motivation theories have been thoroughly described in the 

research literature.  For purposes of this study, research conducted within these varied 

approaches will be briefly discussed in an effort to develop an understanding of their 

connection to the public service motivation construct. 

 Although motivation is often studied in the context of work, it is important not to 

limit the scope of motivation only to “work” in part because the forces themselves are not 

bounded by tasks alone, but involve environmental forces, the work itself, and individual 
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needs and motives (Perry et al., 2010).  Early development of motivation began with the 

works of James, Freud, and McDougall who argued that human behavior resulted from 

instinct.  It wasn’t until the 1930’s when social scientists and managers began to consider 

the role of public influences on behavior.  Mayo (1933) found that the social contacts a 

worker had at the workplace were very important and that boredom and repetitive tasks 

lead to reduced motivation.  He believed employees could be motivated by 

acknowledging their social needs and by making individuals feel important.  The works 

of Mayo (1933) as well as Roethlisberger and Dickson (1939) were considered the 

human relations movement that regarded low morale, poor craftsmanship, and 

unresponsiveness to the failed treatment of workers as human beings (Bendix, 1956, p. 

294).  

Content and Process Models 

 Content theory models of work motivation began to emerge in the 1950’s and 

included Maslow’s (1954) theory of human motivation, which proposed that as 

individuals develop, they work up a hierarchy based on a fulfillment of prioritized needs.  

The hierarchy of five human needs as prescribed by Maslow (1954) are physiological, 

safety, social, esteem, and self-actualization.  This motivational theory is based on two 

groupings: deficiency and growth needs.  The first four levels are considered the 

deficiency that motivates people to meet these needs.  The highest level is driven by 

one’s desire for personal growth.   

 Contrary to Maslow’s notion, McClelland (1961) argued that at any given time 

individuals possess several competing needs that serve to motivate behavior when 
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activated.  He ignored the concept of hierarchy and focused on the needs for achievement 

and power.  McClelland believed that workers could not only be motivated by the need 

for money but instead could extinguish intrinsic motivation such as performance.  He 

offered researchers a set of clearly defined needs as they related to workplace behavior, 

in contrast to Maslow’s more abstract conceptualization and, thus, has found considerable 

popularity in research on individual factors relating to work motivation (Steers, Mowday, 

& Shapiro, 2004, p. 381). 

 While Maslow, McClelland, and others focused on individual differences in 

motivation, Herzberg (1968) and Herzberg, Mausner, and Snyderman (1993) sought to 

understand how work activities and the nature of one’s job influenced motivation.  

Herzberg et al. (1993), based on Maslow’s human needs theory, hypothesized that 

motivation could be viewed on two levels rather than five and that it was largely 

influenced by the extent to which a job is intrinsically challenging and provides 

opportunity for recognition and reinforcement.  His study found positive events were 

dominated by references to intrinsic aspects of the job such as achievement, recognition, 

advancement, and the work itself while negative events were dominated by references to 

extrinsic aspects of the work such as salary, status, and work conditions.  

 Sergiovanni (1967) replicated the Herzberg study in an educational setting 

utilizing a qualitative approach.  His study’s population consisted of randomly selected 

teachers in semi-rural to suburban schools.  Sergiovanni followed Herzberg’s overall 

design in which respondents were asked to report incidents judged by them to be 

representative of their job feelings.  Each incident consisted of three phases: respondents’ 
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attitudes expressed in terms of high and low job feelings; the first and second level 

factors which accounted for these attitudes; and the effects of these attitudes and factors 

as reported by respondents which were sorted and categorized accordingly.  The factors 

that accounted for the expressed attitudes were sorted into the exact categories used in 

Herzberg’s original study.  Sergiovanni’s findings revealed that some factors reported by 

teachers as contributing to their job satisfaction or dissatisfaction, were mutually 

exclusive in that satisfaction factors focused on the work itself and dissatisfaction factors 

focused on work conditions.  His research supported Herzberg’s private industry 

findings.  He further posited that Herzberg’s findings have important implications for 

educational administration and supervision suggesting that much of present practice in 

personnel administration could be directed toward controlling hygienic factors that have 

limited motivating power for educators. 

Behavior and Cognitive Models 

 One of the most well known cognitive theories was presented by Vroom (1964) in 

the formulation of expectancy theory as it relates to the work place.  Vroom posited  

that employees tend to rationally evaluate various on-the-job work behaviors and then 

choose those behaviors they believe will lead to their most valued work-related rewards 

and outcomes.  Porter and Lawler (1968) expanded Vroom’s initial work to recognize the 

role of individual differences and role clarity in linking job effort to actual work 

performance.  In fact, expectancy theory has been used to study forms of work behavior 

such as absenteeism, turnover, and organizational citizenship behavior (Mobley, 1977; 

Mowday, Porter, & Steers, 1982; Organ, 1988; Porter & Steers, 1973; Steers &  
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Rhodes, 1978).  Most cognitive theorists have treated all behaviors as if they were chosen 

and based on expectations about future outcomes (i.e. Vroom 1964) or future 

reinforcements (i.e. Bandura, 1977).  Expectancy theory research has also found support 

in the education field through studies conducted by scholars such as Mowday (1978) and 

Miskel (1981).  Mowday’s (1978) study of elementary school principals from three  

West Coast school districts found those with higher expectancy motivation were more 

active in attempting to influence district decisions.  The study was designed to examine 

the exercise of upward influence by managers in organizational decision-making. 

 In Miskel’s (1981) longitudinal study of students with learning disabilities, data 

suggested that expectancy motivation of teachers was positively related to student 

achievement, student and teacher attitudes, and communication among educators.  In 

addition, these relationships remained consistent for an extended period.  A number of 

cognitive theories of work motivation have been developed including Adams (1963) 

equity theory that explains how employees respond both cognitively and behaviorally to 

perceived unfairness in the workplace.  Adams argued that both conditions of 

underpayment and overpayment could influence subsequent behavior.  This is consistent 

with research that states when people believe they are being treated unfairly they will 

behave in ways that they believe will restore their sense of equity (Carrell & Dittrich, 

1978; Goodman, 1977). 

 Goal-setting theory also falls within the purview of cognitive and behavior 

theories of work motivation.  According to Locke and Latham (1990), goal setting theory  
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assumes that human action is directed by conscious goals and intentions but does not 

assume that all human action is under direct conscious control (p. 4).  It describes the act 

of specifying targets for behavior enhanced task performance (Locke, 1968, 1996; Steers 

& Porter, 1974).  Research in this arena showed that goal specificity, goal difficulty, and 

goal commitment each served to enhance task performance.  The research on goal setting 

is quite clear.  People work harder with goals than without.  This is especially true if 

goals are specific, difficult, and if feedback exists (Locke, 1978; Steers & Porter, 1974; 

Yukl & Latham, 1978).   

Intrinsic and Extrinsic Models  

 According to Deci and Ryan (1985), not all behaviors are drive-based, nor are 

they a function of external control.  Woodworth (1918) was the first psychologist to 

outline a theory that directly addressed the issue of intrinsically motivated behavior.  

Woodworth proposed that an activity could be initiated by an extrinsic motive but that 

“only when it is running by its own drive can it run freely and effectively” (p. 70).   

 Houston (2000) posits that managerial reforms structured around the primacy of 

extrinsic rewards are less successful in public sector organizations.  He maintains that 

government reform efforts that seek to make government organizations more like private 

sector organizations in their operations are unlikely to live up to expectations.  He 

believes that to be successful, public sector incentive structures are to be designed around 

more than just monetary rewards.  They must provide an opportunity to satisfy the public 

sector motives of public employees. 

 Several dozen studies focused on the effects of tangible rewards, many others 
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explored the effects of positive feedback or verbal rewards, and still others moved 

beyond rewards to explore the effects of external events such as threats (Deci & Cascio, 

1972), deadlines (Amabile, DeJong, & Lepper, 1976), competition (Deci, Betley, Kahle, 

Abrams, & Porac, 1981), and choice (Zuckerman, Porac, Lathin, Smith, & Deci, 1978).  

Additional studies also explored the effects of interpersonal contexts such as classroom 

climates (Deci, Schwartz, Sheinman, & Ryan, 1981) as well as the combined effects of 

events such as rewards and the interpersonal contexts within which they are administered 

(Ryan, Mims, & Koestner, 1983).  Some behaviorists such as Scott (1976) assert that the 

concept of intrinsic motivation is obscure and that there is no evidence supporting the 

undermining of intrinsic motivation.  Yet a substantial body of evidence indicates that 

extrinsic motivation sometimes conflicts with intrinsic motivation. 

 Miskel and Heller (1973) randomly sampled teachers and administrators from 

three school districts and business managers from seven industries in a Midwest 

metropolitan region to compare the job orientation of college-educated employees in 

education and business organizations.  Their findings supported the assertion that 

educators desire upward mobility and are less concerned with security.  Furthermore, 

these groups held similar attitudes toward intrinsic work factors. 

 Deci (1971) argued that some activities provide their own inherent reward, so 

motivation for these activities is not dependent on external rewards.  In line with Deci, 

White (1959) referred to such activities as intrinsically motivated and raised the question 

of how extrinsic rewards would affect people's intrinsic motivation for these activities.     
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 The most important lesson from these competing and complementary approaches 

of motivation theory is that none of them will suffice on all occasions for all employees; 

management should instead follow a contingency approach, drawing upon knowledge of 

the various theories to address different individuals in different situations (Condrey, 

1998).  This review covers a broad scope of motivation theory utilized in both public and 

private organizations to provide a foundation for understanding the public service 

motivation construct.  According to Miskel (1982), models of motivation theory in the 

educational administration literature tend to be the weaker content theories of Maslow 

and Herzberg.  Educational scholars would be remiss if they do not heighten their 

emphasis on providing a more useful and broad based theoretical explanation of work 

behavior in educational organizations.   

Public Service Motivation 

 In the aftermath of the terrorist attacks on September 11, scholars were highly 

attentive to the concept of public interest.  An overabundance of research surrounding the 

attitudes and behaviors of American citizens ensued.  Sentiments of patriotism, 

citizenship, and social justice emanated throughout the nation, and education institutions 

were teeming with unanswered questions requiring an increase in social services for their 

school communities.  “As in our culture, in the past, and in a good many other 

civilizations, the nature and quality of the public service depend principally upon systems 

of education” (Mosher, 1982).   

 Early research described motivation within the public sector as public service 

ethics and focused on attitudes of citizens toward government employment.  In 1968, 
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Mosher published the first edition of his influential book, Democracy and the Public 

Service, in which he postulated that the nature of public employment is presumed to 

demand on the part of individual employees a unique sense of loyalty both to duty and 

to government as a whole.  He further explained his focus upon public service in its 

relation to democracy both as an idea and as a way of governance. 

 Studies in the 1960’s surrounding public service ethic were mostly comparative in 

nature.  These investigations found that public sector managers were motivated by a high 

need for achievement and placed higher values on service to society as opposed to 

monetary rewards than private sector managers (Guyot, 1962; Kilpatrick, Cummings & 

Jennings, 1964; Warner, Van Riper, Martin & Collins, 1963).  Contrasting prior research, 

Buchanan (1974) who, in a widely cited study, utilized the job involvement scale to 

measure the service ethic and commitment of public managers, found that a sample of 

public managers scored lower than their private counterparts and concluded that public 

managers showed a weak service ethic.   

 In his seminal article entitled, Reward Preferences Among Public and Private 

Managers: In Search of the Service Ethic, Rainey (1982) coined the term Public Service 

Motivation (PSM).  His research findings concluded that public managers valued 

meaningful public service more highly than private managers, and the preference for 

public service was significantly related to job satisfaction.  He further explained that 

Buchanan’s (1974) contrary findings raised important inquiries regarding how to define 

and measure public service motivation among public sector employees and other groups 

as well.  Rainey prescribed that measurement of public service motives was not only 
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theoretically important, but could also be useful to administrators concerned with the 

personal development and motivation of subordinates.   

 Public service motivation is an element of one or more identities and, as a result, a 

part of the self.  In certain circumstances (i.e. a particular institutional setting), specific 

identities become dominant and this generates motivation that incites individual behavior.  

After all, motivation finds its origins in the interaction of a motive (in this case PSM) and 

a concrete opportunity (a concrete institutional context; Heckhausen, 1991).   

 More recent research reinforces Rainey’s (1982) findings.  In an analysis of US 

General Social Survey (GSS) data from 1989 and 1998, Lewis and Frank (2002) found 

significant positive associations between a desire to help others and be useful to society 

as well as preferences for government jobs.  They suggested these relationships might be 

stronger for college graduates, younger employees, and specific employment 

classifications such as educators.  Their investigation intended to capture public-private 

differences in a range of extrinsic and intrinsic rewards.  However, because differences in 

public-private sector research focused on bureaucrats rather than educators, 62 percent of 

the education worker sample was dropped from their study.  They concluded that a job 

which allows one to be of help to others, and a strong desire for job security, appeared to 

increase the probability that one would put forth extra effort (p. 46).   

 PSM assumes that civil servants are characterized by an ethic to serve the public.  

They are committed to the public interest and characterized by an ethic built on 

benevolence, a life in service of others, and a desire to affect society (Houston, 2006).  

This researcher contends that the same holds true for those who work in public education.  
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Public service motivation provides a useful basis for understanding public employee 

motivation (Perry, 2000). 

 Perry and Wise (1990) explain that the public service motivation construct is part 

of the broad category of “needs-theories” of motivation specific to content process 

models.  They further speculated that individuals possessing high public service 

motivation need (with a drive to satisfy the need) are more likely to be committed public 

servants.  Wright (2001) suggests that while goal-setting theory may prove to be an 

important organizing framework for public service motivation, it is a very complex frame 

under the behavior and cognitive models.  Moreover, the strong influence of individual-

level factors such as sense of efficacy, job experience, and desire for performance 

feedback may make successful implementation of goal-setting plans difficult.  While 

these points remain speculative, to date limited application of goal-setting theory exists in 

empirical research on employee motivation in public settings (Perry, Mesch, & Paarlberg, 

2006).   

 The public service motivation construct was developed to broaden the theory of 

work motivation in public organizations and it prescribes that public employees are 

specific insofar as they behave differently from their private sector counterparts and are 

not driven by extrinsic motives alone (Barrows & Wesson, 2000; Blais, Blake & Dion, 

1990; Boyne, 2002; Bright, 2009; Rainey, 1982, 1983; Rainey & Bozeman, 2000).  Perry 

and Wise (1990) describe PSM as having rational, norm-based, and affective motives.  

Rational motives are grounded in individual utility maximization and include 

participation in the process of policy formulation, commitment to a public program 
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because of personal identification, and advocacy for a special or private interest.  Norm-

based motives are grounded in a desire to pursue the common good and further the public 

interest.  They include a desire to serve the public interest, loyalty to duty and to the 

government as a whole, and social equity.  Affective motives are grounded in human 

emotion and include patriotism of benevolence and commitment to a program from a 

genuine conviction about its social importance.   

 Public service motivation brings values and identity components back into work 

motivation theories (Shamir, 1991) and argues that public employees are driven by higher 

order drives.  If public service motivation represents an individual‘s predispositions to act 

on intrinsic motives, then organizations should be prepared to offer members incentives 

(extrinsic factors) for their commitments.  This is especially critical in discussions 

surrounding pay for performance initiatives in education. 

 It has been commonly assumed that public sector organizations are more likely to 

employ individuals whose values and needs are consistent with the public service mission 

of the organization (Baldwin, 1984; Crewson, 1997; Perry & Wise, 1990; Perry, 1996, 

1997).  This same concept holds true for education professionals who profess that their 

pursuit of education careers is in response to a calling to serve the public interest.  While 

the motivation of public servants is complex, it includes both self-interested and altruistic 

motives (LeGrand, 2003).   

 Public service motivation is considered the key component of the development 

function in human resource management (Mann, 2006).  In examining the literature, 

Vandenabeele and Hondeghem’s (2005) findings demonstrate that PSM is linked to 
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several aspects of human resource management in government including wage-system 

preferences (Crewson, 1997; Snyder, Osland, & Hunter, 1996); recruitment (Lewis & 

Frank, 2002); performance (Alonso & Lewis, 2001; Brewer & Selden, 2000; Naff & 

Crum, 1999) and whistle blowing (Brewer & Selden, 1998).  Just like government 

organizations, educational institutions have revealed a long-standing interest to attract, 

select, and gain commitment from their employees.  This is due in part to the effects that 

high turnover and reduced commitment negatively have on school improvement efforts 

and ultimately, student achievement.  Findings from the public sector studies of work and 

employee motivation have increasingly led administration and management scholars to 

suggest it is likely certain individuals are uniquely attracted to public sector employment 

and may be primarily motivated by a desire to serve others (Frederickson, 1997; 

Frederickson & Hart, 1985; Mosher, 1982; Perry, 1996; Perry & Wise, 1990).  An 

investigation into whether the same holds true for education professionals was pursued. 

 In regard to the attraction—selection—and commitment perspective, an area 

worthy of mention is the person-environment fit model (Bright, 2008; Christensen & 

Wright, 2011; Leisink & Steijn, 2008; Wright & Pandey, 2008).  The person-environment 

fit model refers to several different ways of assessing the congruence between individuals 

and the settings in which they reside (Kristof-Brown, Zimmerman, & Johnson, 2005).  

The logic of the person-environment fit models is that individuals are likely to behave 

according to their essence if they are well adapted or “fit” their context (Perry et al., 

2010).  According to Tooms, Lugg, and Bogotch (2010), fit is not just about adhering to 

the norms set by a particular organization.  It is also reproducing these norms because 
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administrators are to a great extent the managers, defenders, and custodians of 

organizational and social reality.  Several recent studies (Bright, 2008; Steijn, 2008; 

Vandenabeele, 2008b) have used various forms of person-environment fit models to 

analyze the effects of public service motivation.  Bright (2008) for example, found a 

strong, significant relationship between public service motivation and person-

organization fit.  He randomly sampled 205 public employees from health care agencies, 

city government, and a county jurisdiction located in three individual states.  The study 

collected respondents’ level of PSM, person-organization fit, job satisfaction, and 

turnover intentions.  The research generated two noteworthy findings such as confirming 

that congruence between employees and public organizations had an affect on attitudes 

and behaviors of public employees and that PSM positively contributed to the 

compatibility between individuals and public organizations.   

 A great deal of attention has been placed on complimenting the relationship 

between individual talent and organizational needs.  However, there has been less focus 

on the opposite side of the selection process such as matching individual needs with 

need-fulfilling organizational attributes.  Public service motivation is an individual, not 

sector-specific, concept (Brewer & Selden, 1998).  While research confirms that extrinsic 

factors of organizational settings influence human behavior, it should be noted that this 

study focused on the intrinsic, public service motivation of individuals.  Moreover, this 

study sought to determine if individuals who are committed to careers in public education 

possess public service motivation. 

 The following subsections include the Perry and Wise (1990) definition of public 
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service motivation; the development of a multi-dimensional scale to measure the 

construct (Perry, 1996); concluding with antecedents of PSM (Brewer, Selden, & Facer, 

2000; Perry, 1997; Perry, Brudney, Coursey, & Littlepage, 2008). 

Defining Public Service Motivation  

 In an early study of public service motivation, (Rainey, 1982) argued that because 

of the complex nature of the construct, PSM is inherently difficult to measure and define.  

Perry and Wise (1990) sought to clarify the characteristics of public service motivation 

by identifying and evaluating research related to its effect on public employee behavior.  

They defined PSM as “an individual’s predisposition to respond to motives grounded 

primarily or uniquely in public institutions and organizations” (p. 368).  The term motives 

in this context describes psychological deficiencies or needs that an individual feels 

compelled to address.  Public service motivation has also been referred to as the 

motivation to perform meaningful public service and to unselfishly defend the public 

interest (Vandebeele, 2008b).  Others have contributed their own definitions such as 

Brewer and Selden (1998) who describe public service motivation as “the motivational 

force that induces individuals to perform meaningful public, community, and social 

service” (p. 417).  Rainey and Steinbauer (1999) define it as “a general altruistic 

motivation to serve the interests of a community of people, a state, a nation or 

humankind” (p. 23).  While these variations in defining PSM may complicate research of 

this theory, a look at a cohesive definition is important.  Integrating these elements into a 

concise definition, PSM is described as “the belief, values, and attitudes that go beyond 

self-interest and organizational interest, that concern the interest of a larger political 
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entity and that motivate individuals to act accordingly whenever appropriate” 

(Vandenabeele, 2007, p. 549).  PSM characterizes the motivation of individuals who 

engage in pro-social behavior (Brewer & Selden, 1998; Perry, 1996; Rainey, 1982).  A 

commitment to the public interest, service to others, and self-sacrifice underlie an 

understanding of PSM (Houston, 2006).  PSM is a concept based on values and 

commitments that individuals bring to their work and generate drives to satisfy their 

predispositions (Perry & Wise, 1990; Rainey, 2003).  These motives are described as 

“psychological deficiencies or needs that can be satisfied by working in public 

institutions or organizations” (Perry & Wise 1990, p. 368). 

Measuring Public Service Motivation 

 Prior to the development of the public service motivation scale, scholars used 

various indirect methods of assessing the attraction public employees have to public 

service work such as job satisfaction and work preferences (Crewson, 1997; Houston, 

2000).  In 1996, Perry set off to translate the theory about public service motivation 

(PSM) into a measurement scale.  He developed an instrument starting with the 

conceptual dimensions identified in the literature.  Likert-type items were written for 

each of the six dimensions and he utilized wording based on how various writers 

described motivations associated with public service.  A focus group of graduate students 

in a master of public administration (MPA) program was convened and a 35-item, 6-

dimension survey was created based on the literature and discussions within the focus 

group session.  The instrument was then administered to a small group of MPA and MBA 

students unfamiliar with their disposition toward public service.  After extensive 
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feedback and discussion, items were again revised.  Several revisions took place 

throughout the development process until the six-dimension, 24-item survey was 

completed.   

 The first measure of PSM was conducted through purposive sampling of 

respondents from various public sector backgrounds such as in-service MPA students, 

public affairs undergraduates, business executives, department heads in municipal 

government, social work graduate students, sheriffs’ deputies, university employees, 

social service and natural resources department employees from state government, county 

government employees, and management employees at a federal defense installation.  In 

all there were 376 usable responses.  Since the initial measurement models often fail to 

provide acceptable fit (Anderson & Gerbing, 1988) confirmatory factor analysis was 

used.  Given the ill-formulated initial model, an additional attempt was made at an 

alternative model.  Using confirmatory factor analysis, the original six-dimension model 

was reduced to four.  Attraction to public policymaking, commitment to the public 

interest and civic duty, compassion, and self-sacrifice were confirmed as the four 

dimensions of this 24-item PSM scale.  While much of the PSM research utilizes an 

abridged 3-dimension model, the chi-square test indicated that the four-dimension model 

was superior.  Perry (1996) recognizes that the first three subscales of PSM (attraction to 

policy making, commitment to public interest, and compassion) coincide with Knoke and 

Wright-Isak’s (1982) rational, norm-based, and affective dimensions of motivation; and 

asserts that the self-sacrifice dimension was retained as an independent dimension due to 

its historical connection with the perception of public service.  Concerns regarding the 
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practicality of the 24-item instrument have been raised and few studies have used this 

measure in its entirety (Wright, 2008).  Those measuring PSM generally exclude some 

items or one or more of the four dimensions (i.e. Coursey & Pandey, 2007; Coursey, 

Perry, Brudney, & Littleage 2008; Leisink & Steijn, 2009; Ritz, 2009) or add items (Kim, 

2009a, 2009b) or new dimensions (Vandenabeele, 2008a).   

Perry (1996) concluded that based on the development process and statistical 

analyses conducted, the PSM scale presented in his study contained overall face and 

construct validity, discriminant validity among four component dimensions, and high 

reliability.  Coursey and Pandey (2007) credit this instrument with “significant 

conceptual and measurement advances” (p. 548).  This scale has been adopted outside the 

United States and the four-factor structure of PSM replicated (Camilleri, 2006; Kim, 

2009a, 2009b; Vandenabeele, 2008a; Andersen & Pedersen, 2012).  A closer look at how 

the items included in the measurement scale were derived will follow in this next section. 

Antecedents of Public Service Motivation  

Despite the growing attention to the public service motivation construct, 

antecedents of public service motivation remain under-researched as many studies 

address its outcomes rather than its origins (Vandenabeele, 2011).  Only a few 

researchers have empirically investigated (Bright, 2005; Camilleri, 2007; Moynihan & 

Pandey, 2007b; Perry, 1997) or theoretically explored (Perry, 2000; Perry & 

Vandenabeele, 2008) where the roots of public service motivation may repose.  Among 

the most frequently cited antecedents of PSM are political preferences as well as 

demographic factors such as gender, age, and education.  On the other hand, empirical 
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studies have found that institutions such as family, the organization for which one works, 

religious affiliation, and volunteer organizations (Camilleri, 2007; Moynihan & Pandey, 

2007a; Perry, 1997; Perry et al., 2008) have an important influence on the development 

and presence of public service motivation.  Measurement of public service motivation has 

also yielded efficient accumulation of knowledge about its antecedents and consequences 

(Bright, 2008; Camilleri, 2006; Castaing, 2006; Choi, 2004; DeHart-Davis, Marlowe, & 

Pandey, 2006; Lee, 2005; Moynihan & Pandey, 2007a; Pandey, Wright, & Moynihan, 

2008; Park & Rainey, 2008; Perry, 1997; Perry et al., 2008; Steijn, 2008; Taylor, 2008; 

Vandenabeele, 2008a; Wright & Pandey, 2008).  Based on the plethora of antecedent 

research, only three factors (volunteer, family, and demographic) are reviewed as a 

precursory to the four constituent dimensions of public service motivation measurement. 

Volunteer experience.  Volunteerism refers to a set of activities in which people 

engage, usually without pay, on behalf of others in need, such as assisting the elderly, 

providing staff assistance for neighborhood groups, or coaching (Wilson & Janoski, 

1995).  Research suggests that volunteering may emanate from several sources and 

intrinsic motives.  A study conducted by the Independent Sector (2002) found that two-

thirds of adult volunteers began volunteering their time when they were young.  

Additionally, those adults engaged in youth volunteerism were twice as likely to continue 

the practice in adult life.  Voluntarism results from the overflowing need many people 

have to express themselves, which compels them to act (Mason, 1996, p. 18).  

Volunteering “helps individuals remain true to their conception of self and allows the 

expression of deeply held values .  .  .”  (Clary & Snyder, 1991, p. 125).  Research 
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suggests that volunteerism is derived from varying sources such as family, religion, work, 

and social networks.  Two dimensions of public service motivation are closely aligned 

with volunteerism: commitment to the public interest and self-sacrifice. 

 Family socialization.  Research has established a relationship between childhood 

experiences and altruistic behavior in adults.  Rosenhan (1970) found that warm, positive 

relations with at least one parent accounted for higher levels of altruism among civil 

rights workers.  Clary and Miller (1986) replicated and extended Rosenhan’s (1970) 

research in a study of volunteers at a telephone crisis-counseling agency.  They found 

that volunteers who reported warm and positive parental relations were more likely to 

sustain their volunteer commitments.  In fact, extensive research has related parental 

influence to altruism in adults.  London’s (1970) study of rescuers of Jews in Nazi-

occupied Europe; Block, Haan, and Smith’s (1969) study of student activist; Rutherford 

and Mussen’s (1968) study of generosity among young boys all point to the influence of 

nurturant parents in the development of altruism.  More recently, Vandenabeele (2011) 

found those who have been raised in a family in which both parents are public servants 

have a higher probability of being socialized into the public values on which public 

service motivation is based.  The extent to which parent modeling develops altruistic 

behavior may be positively related to PSM.  Two dimensions of public service motivation 

are closely aligned with altruism: compassion and self-sacrifice. 

 Demographic characteristics.  Pandey and Stazyk (2008) explain that research 

findings have been particularly limited with respect to age, gender, and reward 

preferences.  Gender and age have been found to significantly influence public service 
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motivation with males reporting higher levels than females (Vandenabeele, 2011).  The 

age factor has yielded consistent findings that older respondents report higher levels of 

PSM (Paney & Stazyk, 2008).  Individuals with higher incomes are less likely to be 

motivated by commitment to public interest and civic duty; therefore, one may surmise 

that public service motivation declines with increased wealth.  While this may be 

considered contrary to popular belief since income is positively related to philanthropy 

(Ostrower, 1995), the explanation is that individuals with lower income may donate more 

of their resources including time relative to their income.  While Vandenabeele’s (2011) 

study findings conclude that lower educated respondents have lower levels of public 

service motivation than those with a higher education, little else is known about the 

education antecedent and should be pursued in further research (Perry, 1997).  Although 

research about antecedents of public service motivation is more limited than research 

about its outcomes, findings are consistent across samples and among the relationships 

than one would expect.  The commitment relationship both as an antecedent and its 

influence on public service motivation follows in this next section. 

Professional Commitment 

 Maintaining commitment in the workplace is difficult but vital to organizational 

success.  What actually determines an organization’s sustained performance, many 

acknowledge, is due in part to the commitment of its motivated employees.  Meyer, 

Becker, and Vandenberghe (2004) argued that commitment and motivation are 

distinguishable, albeit related, concepts.  Using an integrative framework, the authors 

presented a multidimensional view of commitment in order to assist motivation scholars 
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in thoroughly studying how environmental factors such as leadership, social influences, 

and the nature of work affect behavior.   

Commitment originated in sociology (Becker, 1960; Kanter, 1968) and social 

psychology (Kiesler, 1971) then gained prominence in the organizational behavior 

literature as a potential predictor of employee turnover (Mowday et al., 1982).  

Workplace commitment may take various forms and has the potential to influence 

organizational effectiveness and the well being of employees (Meyer & Herscovitch, 

2001).  Yet, the target of an employee’s commitment is not always easily discernable in 

so much as it is arduous to distinguish whether the commitment is toward a goal, a group, 

a career choice, or even an organization.  In an effort to develop a general model of 

workplace commitment, Meyer and Herscovitch proposed that commitment (a) is a force 

that binds an individual to a course of action or relevance to a target and (b) can be 

accompanied by different mind sets that play a role in shaping behavior.  Along a similar 

frame, Koslowsky (1990) argued that commitment to the job does not necessarily imply 

commitment to the organization and it is essential to distinguish these in research.  In his 

investigation to characterize organizational and job commitment, Koslowsky surveyed 

235 police officers using an attitude questionnaire comprised of three commitment scales 

to identify distinctions between staff (administrative or high level clerical workers) and 

line (field) officers.  Of his sample, 144 were field officers and 63 were staff of the Israeli 

Police Department.  His findings demonstrated that line or field workers showed greater 

job commitment than administrative staff.  Koslowsky further expressed the need to 

define the target of commitment carefully because attitudes towards one target (job) may 
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not be indicative of attitudes towards the other (organization).  He concluded that the 

potential police recruit who understands the exact nature of the job and sees its relevance 

to the goals of the organization before joining the force will be more committed even if 

the work is only administrative.  These findings are consistent with Adams, Laker, and 

Hulin (1977) whose study confirmed that employees perceive each job within an 

organization differently.  If the employee is under the impression that job goals and 

organizational goals are consistent, the commitment may be deeper than in a situation 

where the job is perceived as more peripheral.  Wanous (1973) asserted that employees 

who have undergone job previews before beginning work have expectations that are more 

realistic and such workers will be less likely to leave.  This process may influence job, as 

well as professional commitment. 

Dimensions of Commitment 

Employee commitment indicates the sense of loyalty and obligation the employee 

holds toward the organization (Allen & Meyer, 1990).  In spite of the increase in the 

study of commitment in the academic literature, “there still appears to be considerable 

confusion and disagreement about what commitment is” (Meyer and Herscovitch, 2001, 

p. 299).  Nevertheless, it is generally recognized that commitment is a multidimensional 

construct (Meyer, Stanley, Herscovitch, & Topolnytsky, 2002).  There is a body of 

research that shares a multi-dimensional view of commitment (Angle & Perry, 1981; 

Jaros, Jermier, Koehler, & Sincich, 1993; Mayer & Schoorman, 1992; Meyer & Allen, 

1991; O’Reilly & Chatman, 1986; Penley & Gould, 1988).   
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There is also a body of research that shares a two-dimensional view of 

commitment (Angle and Lawson, 1993; Cohen and Kirchmeyer, 1995; Dunham, Grube, 

and Castaneda, 1994; Ferris and Aranya, 1983; Meyer, Allen, & Gellatly, 1990; Meyer, 

Paunonen, Gellatly, Goffin, & Jackson, 1989; McGee & Ford, 1987; Mowday et al., 

1982).  The two dimension principles of commitment are affective and calculative.  

According to Porter, Steers, Mowday, and Boulian (1974) affective commitment is a 

strong desire to maintain membership in the organization (p. 604).  Higher levels of 

affective commitment are empirically linked to higher levels of job performance 

(Mowday, Porter, & Dubin, 1974; Steers, 1977; Van Maanen, 1975), lower absenteeism 

(Koch & Steers, 1978; Larson & Fukami, 1984; Mathieu & Kohler, 1990), lower 

turnover (Price & Mueller, 1981; Williams & Hazer, 1986), higher job satisfaction 

(Kanungo, 1982; Mathieu & Farr, 1991), and greater job involvement (Blau, 1985; 

Brooke, Russell, & Price, 1988).  Research suggests that human resource management 

practices may have their greatest impact on affective commitment when it is believed the 

organization is motivated by the desire to create a climate of care and concern (Kinicki, 

Carson, & Bohlander, 1992) and fairness in dealing with employees (Koys, 1988; 1991).   

In a study to examine the mechanics involved in observed relations between 

human resource management practices and employee commitment, Meyer and Smith 

(2000) found that human resource practices influence commitment.  Participants in their 

investigation consisted of two recruited groups whose data were later combined.  The 

first set was recruited through employee contacts and consisted of 94 individuals 

employed in 30 different organizations representing 47 occupations.  The second set of 
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participants were from four small organizations involved primarily with manufacturing 

and distribution while a fifth company from which a sample was derived dispensed 

financial services.  The study was designed to evaluate their organizations’ practices 

pertaining to performance appraisal, benefits, training, career development, and incentive 

pay.  Findings were consistent with previous research (i.e. Gaertner & Nollen, 1989; 

Koys, 1988, 1991; Ogilvie, 1986) in demonstrating links between organizational human 

resource management practices and employees’ affective commitment (Meyer & Smith, 

2000).  This suggests the possibility that human resource management practices may 

serve as means by which organizations can demonstrate their support for, or commitment 

to, their employees and in turn foster a reciprocal attachment by employees (Eisenberger, 

Huntington, Hutchinson, & Sowa, 1986; Shore & Wayne, 1993). 

 The calculative dimension of commitment describes the process by which 

individuals develop a sense of allegiance not to a profession but rather to their own 

actions within the professional settings (Halaby, 1986; Salancik, 1977; Wahn, 1998).  

Calculative commitment is most often associated with such things as pay, status, 

promotion and benefits (Nyhan, 1999). 

Commitment to the Public Interest 

Both the desire to serve the public interest for altruistic reasons (Downs, 1967) or 

for the sense of civic duty (Buchanan, 1975) may lead to commitment to the public 

interest.  Crewson (1997) conducted an empirical study exploring commitment within an 

organization.  He argued that a preference for service over economic benefits should lead 

to greater employee commitment to an organization (p. 100).  Using various datasets, 
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Crewson demonstrated that public service motivation is consistently and positively 

correlated to commitment.  Public service motivation, as an individual predisposition, is 

seen as an antecedent of organizational commitment (Perry 1996); therefore, it is 

positively and strongly associated with normative and affective forms of commitment.  

Scholars hypothesize that individuals with high levels of public service motivation are 

significantly committed to public organizations (Bright, 2008).  Castaing (2006) 

investigated the psychological contract and public service motivation as antecedents of 

organizational commitment of civil servants.  The 754 respondents included police 

officers, teachers, and civil engineers all working in the south of France.  He concluded 

that public service motivation seems to be an important individual predisposition that 

explains affective and normative commitment. Moreover, it is difficult for public 

managers to strongly influence these commitments by managing the psychological 

contract of civil servants.  Results of this study confirmed that hiring individuals with 

high levels of public service motivation affects organizational commitment in the French 

civil service.   

 Throughout various studies, commitment is repeatedly proposed as an important 

variable in understanding the work behaviors of employees (Buchanan, 1974; Hall & 

Schneider, 1972; Hrebiniak & Alutto, 1972; Kanter, 1977; Meyer et al., 2004;  

Mowday et al., 1974; Porter et al., 1974; Salancik, 1977; Sheldon, 1971; Staw, 1977; 

Steers, 1977).  The challenge is to identify those individuals whose commitment  

is based on similar organizational values.  Study findings have shown that when people 

feel satisfied in their profession, their general level of contentment increases, and this 
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influences not only the way they answer questions about their work satisfaction but also 

their answers to questions about their commitment to the public interest and selflessness 

(Lewis, 2010).  It would be a worthwhile investigation into whether we would garner 

similar outcomes in public school institutions.   

Commitment to the Education Profession  

 According to Weick and McDaniel (1989) a profession requires a deep 

commitment by all members that goes beyond a desire for pecuniary gain and embraces 

specific values.  This profound commitment to the profession is essential because 

practitioners in medicine, law enforcement, and education are often required to make 

spur-of-the-moment decisions that cannot be easily inspected by third parties or that 

observers do not know enough to second guess.  Definitions of professional commitment 

have ranged from the extent to which one is engaged in carrying out the specific tasks in 

the present work environment to the degree of importance that work plays in one’s life 

(Brown & Leigh, 1996; Mannheim & Papo, 1999; Paullay, Alliger, & Stone-Romero, 

1994).   

 Singh and Billingsley (1998) studied the effects of professional support (from 

both principal and peers) on teachers’ commitment to the profession.  Utilizing the  

1987-1988 School and Staffing Survey (SASS) data from the National Center for 

Education Statistics (NCES), they sampled 9,040 full-time teachers who responded to all 

items in the questionnaire.  Their results confirmed previous research findings that 

leadership and peer support influence commitment (Cross & Billingsley, 1994; Gersten, 

Gillman, Morvant, & Billingsley, 1995; Singh & Billingsley, 1996).  They further 
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postulated that when principals communicate clear expectations and provide fair 

evaluations, assistance, and support, teachers experience increased professional 

commitment.  Moreover, Firestone and Pinnell (1993) suggest that teacher commitment 

is related to student achievement.  They explain that commitment is necessary for 

teachers “to have the motivation to professionalize and pursue changes in their practice 

while dealing with the complex demands these changes present” (p. 493). 

 In studying the relationship between principals’ commitment and school 

robustness, Hart and Willower (1994) sampled 51 secondary schools in the Mid Atlantic 

region of the US consisting of small city, suburban, and rural locations.  Respondents 

were randomly selected teachers and principals from the state education directory.  The 

Organizational Commitment Questionnaire (Mowday, Steers, & Porter, 1979; Porter et 

al., 1974) was used to measure organizational commitment and the Robustness Semantic 

Differential Scale measured environmental robustness.  Their findings concluded that a 

principals’ self-reported commitment was greater than teachers’ perceptions of the 

commitment.  Furthermore, they confirmed a positive relationship between principals’ 

commitment and their ratings of school environment robustness.  Their results stressed 

the importance of perceived commitment on the part of school leaders for members of the 

organization.   

 It is reasonable to suspect that some individuals will be more committed than 

others.  In fact, the motivation and commitment levels between teachers and 

administrators are essentially disparate.  The concept of commitment of public school 

educators is broader than turnover rates and retention results.  Commitment extends 
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beyond passive loyalty to a profession.  It involves an active relationship with the 

organization such that individuals are willing to give something of themselves in order to 

contribute to the organization’s well being (Mowday et al., 1979).   

 “Public agencies are viewed as a means for allocating decision-making 

capabilities in order to provide public goods and services responsive to the preferences of 

individuals in different social contexts” (Ostrom & Ostrom, 1971, p. 207).  Therefore, 

one may conjecture that educators who experience greater decision-making power to 

affect teaching and learning are more likely to remain in their profession.  Lortie (1969) 

posits that a “dedicatory ethic” developed among teachers that elevate service motives at 

the expense of material benefits as the proper motivation to work.  This awakens the 

belief that educators are willing to serve their students with little regard for extrinsic 

motivators. 

 Employee commitment is especially important for educational organizations that 

operate, in many cases, with limited resources.  In their predisposition/opportunity model, 

Knoke and Wright-Isak (1982) suggest that whether an individual decides to commit to 

the group depends upon the relationship between the individual’s motivational pre-

disposition and the type of incentive system.  The practical importance of high employee 

commitment is that it should lead to a reduction in turnover and absenteeism (Porter et 

al., 1974; Mowday et al., 1982).  Measures of commitment are better able than measures 

of job satisfaction to discriminate between those who stay and those who leave an 

organization (Porter et al., 1974).  They further postulate that individuals with high 

commitment are more likely than others to continue positive organizational participation 
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even if they are dissatisfied with pay, perks, or the administration.   

 How to attract and select the right people under great economic restraints and 

consistently changing conditions is a major challenge to organizations throughout this 

country.  Therefore, public and private enterprises must discover and utilize innovative 

ways to retain employees whose personal mission and goals align with those of the 

organization.  Bowditch and Buono (2005) contend that in order for individuals to exhibit 

higher levels of employee commitment and motivation toward their work and the 

organization’s goals, opportunities must be presented to fulfill personal goals and 

influence the decision-making process.  The question remains whether individuals in 

education careers are committed public servants who possess public service values. 

 This chapter provided a comprehensive view of motivation in relation to public 

service and commitment. It included a historical view of the theoretical framework of 

public service motivation. Chapter 3 will present the research design and statistical 

methods employed in this study.   
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CHAPTER 3: RESEARCH DESIGN AND METHODOLOGY 

 This chapter reviews the research design and methodology employed in this 

study.  It begins by presenting the purpose of this study, the research questions, and 

corresponding hypotheses.  Next, a brief discussion of the study sample, the research 

design, instrumentation, and data collection are outlined.  This is followed by the data 

analyses incorporated in this study and concludes with a brief summary. 

 The purpose of this study was to determine if individuals who are committed to 

careers in public education possess public service motivation.  This study extended the 

public service motivation findings in the public administration sector to a different public 

serving population—educators.  Moreover, determinations were made as to whether those 

who pursue careers in education are truly motivated to serve the public interest.  

Understanding what motivates individuals to work in public service and toward achieving 

public service goals provides a more effective way to attract, select, and retain public 

school educators.  This study will begin to fill the gap in understanding public service 

motivation and its relation to professional commitment through a human resource lens for 

purposes of indoctrinating public service concepts into public schools, higher education, 

and educational leadership preparation programs.  The greatest challenge for today’s 

educational institutions is creating a culture that meets the needs of its constituents while 

simultaneously attracting individuals who are public service motivated.  Organizations 



 

 
 

48 

capable of leveraging public service motivation will be better prepared to recruit, train, 

and socialize employees (Bright, 2008). 

Research Questions 

1. What is the relationship between public service motivation and the professional 

commitment of teachers, aspiring leaders, and school district administrators? 

2. Is there a difference in the public service motivation among teachers, aspiring 

leaders, and school district administrators? 

3. What is the relationship among public service motivation, professional 

commitment, and the demographic characteristics of education professionals? 

4. What is the difference in public service motivation between public 

administration professionals and public education professionals? 

Hypotheses 

 The following null hypotheses were tested in response to the preceding research 

questions: 

H01 There is no significant relationship between public service motivation and the 

professional commitment of teachers, aspiring leaders, and school district administrators.   

 H02 There is no significant difference on the commitment to public interest 

subscale of public service motivation among teachers, aspiring leaders, and school 

district administrators.   

 H03 There is no significant difference on the self-sacrifice subscale of public 

service motivation among teachers, aspiring leaders, and school district administrators.   
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H04 There is no significant difference on the compassion subscale of public 

service motivation among teachers, aspiring leaders, and school district administrators.   

 H05 There is no significant relationship between public service motivation and 

gender.   

 H06 There is no significant relationship between public service motivation and 

race or ethnicity. 

H07 There is no significant relationship between public service motivation and 

experience.   

H08 There is no significant relationship between public service motivation and 

age.   

H09 There is no significant relationship between public service motivation and 

education.   

 H010 There is no significant relationship among experience, age, education, and 

professional commitment. 

H011 There is no significant difference in public service motivation between 

public administration professionals and public education professionals.   

Study Sample 
 

 The participants in this study were a sample of convenience selected from their 

enrollment in graduate education programs within three East Coast universities.  
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Graduate programs at these universities included curriculum and instruction, 

organizational and educational leadership, as well as teaching and learning programs.   

The roles held by respondents within the target sample included teachers, aspiring 

leaders, and school district administrators in K-12 public schools.  All participant 

responses were merged into one dataset by job role in order to maintain anonymity and 

reduce coverage and non-response errors.  The first category of participants was K-12 

public schools teachers enrolled in a college of education graduate degree program during 

this research study.  The second category of participants consisted of those who aspire to 

leadership positions enrolled in a college of education graduate degree program that leads 

to certification in educational leadership or school administration.  The third category of 

participants consisted of school district administrators enrolled in a college of education 

graduate degree program.   

All three groups of education professionals were accessed by submitting a request 

for Institutional Review Board (IRB) approval from each of the three universities.  This 

assisted the investigator in cross-referencing IRB approval with consenting documents 

prior to beginning data collection.  Upon receipt of IRB and university approvals to 

conduct the study, a request for student E-mail addresses was made to each university.  

The invitation to participate/consent is included in Appendix B. 

 In order to assess public service motivation differences across public 

administration and public education sectors, a data set was gathered from PSM research 

literature in the public sector and was used in comparison with the education sector 

sample.  Participants for the public sector comparison with this study included: in-service 
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MPA students, public affairs and social work students, business executives, municipal 

government department heads, sheriffs’ deputies, university employees, state government 

social service and natural resource employees, county government employees, and 

managers in a federal defense installation.  Results from this research allowed for 

interesting determinations between sectors regarding the public service motivation 

construct. 

Research Design 

 This study utilized a correlational research design.  It sought to determine if 

individuals who are committed to careers in public education possess public service 

motivation.  The research determined a relationship between public service motivation 

and commitment.  It identified differences within the dimensions of public service 

motivation among teachers, aspiring leaders, and school district administrators.  

Furthermore, this study determined relationships among public service motivation, 

professional commitment, and demographic characteristics of educators.  Comparisons 

across sectors determined public service motivation was higher for public education 

professionals than for public sector professionals.   

Instrumentation 

The Public Service Motivation (PSM) measurement scale was developed with the 

conceptual framework defined in the literature.  It was designed to measure the attraction 

that individuals have to public service work (Bright, 2005).  Perry’s (1996) public service 

motivation coefficient alpha scores of the items by subscale measured: commitment to 

public interest (! = .69), compassion (! = .72), and self-sacrifice (! = .74).   
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For this study, the instrument consisted of an abridged version of Perry’s (1996) 

24-item Public Service Motivation (PSM) scale.  It included three of the four subscales: 

commitment to public interest (5 items), self-sacrifice (8 items), and compassion (8 

items) totaling 21 public service motivation items.  A condensed version of the scale has 

been commonly used in prior studies (Alonso & Lewis, 2001; Brewer & Selden, 2000; 

Kim, 2009a; Naff & Crum, 1999; Wright & Pandey, 2008).  The original fourth 

dimension, attraction to public policy making, was excluded because this study sample 

consisted of education professionals operating outside of government.  Moreover, public 

policy making is extraneous to the roles of education professionals.  The commitment to 

public interest and compassion reliabilities in this study were not quite up to standard at 

(! = .65) and (! = .57), respectively.  The alpha coefficient for the self-sacrifice 

dimension of PSM was (! = .78).  Responses for the PSM subscales were summed 

resulting in three mean scores that were used in determining differences among the 

educator groups.   

Two items from the School and Staffing Survey (SASS) of the National Center 

for Education Statistics (NCES) were used to measure the professional commitment of 

education professionals.  The professional commitment Cronbach’s alpha was a low  

(! = .46).  This is a consequence of a scale with only two items.  To measure the 

professional commitment of education respondents, two items read, “If I could go back  

to college and start over again, I would enter the education field” and “In the next 3-5 

years, I plan to remain in the education field.” Responses for the two items were  

summed in order to obtain a mean score for professional commitment among the  
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educator groups.  All survey items were analyzed using a 7-point Likert-type scale 

ranging from 1 (strongly disagree) to 7 (strongly agree).   

 It is important to articulate that measuring public service motivation is actually 

about measuring a set of attitudes related to public service and is not specific to the public 

sector (Vandenabeele & Van de Walle, 2007).  In order to make comparisons across 

sectors, the mean scores of public sector professionals were compared to those of 

education professionals utilizing the exact same six public service motivation items 

presented in the literature to determine whether the two sectors were statistically different 

from one another.  The current study employed a 7-point Likert-type scale; therefore, in 

order to compare the six items with Perry’s (1996) study, the items required recoding 

(using a simple linear transformation) from this current study’s measurement scale to 

Perry’s (1996) 5-point Likert-type scale for comparison analyses. 

Demographic characteristics were also collected using single and multi-item 

survey questions to describe the research sample.  These variables included: gender, race 

or ethnicity, experience, age, and education.  In order to distinguish aspirants from 

teachers, the yes/no question read, “Are you currently in a leadership preparation for 

aspiring school principals program?”  Finally, for descriptive purposes items were used to 

determine the respondent’s current position and experience in the field of education.   

In all, there were 21 public service motivation items, 2 professional commitment 

items, and 7 demographic variables that were used for descriptive purposes.  This self-

reporting Web-based survey took approximately 5 minutes to complete all 30 items.  

Sheehan and McMillan (1999) propose that as a basic rule of thumb, the longer the 
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questionnaire, the less likely people will respond.  Therefore, this survey had a higher 

potential for increased response rate based on its brevity. 

Pilot Study 

 A pilot study was conducted in order to assist in obtaining insight regarding the 

survey items and their appropriateness in an education context.  The reason was the PSM 

instrument was developed for and predominately administered in the public 

administration sector.  By conducting the pilot study on a small group of volunteers in the 

education sector, it helped uncover potential issues that could have affected the research 

process.   

 The pilot study session was formed at a local public high school in the North East.  

Fifteen educators volunteered to participate in the pilot study and consisted of 10 

teachers, 4 aspiring leaders, and 1 school administrator.  All participants were informed 

of the pilot study’s purpose and assured their responses would remain anonymous.  All 

15 participants consented to voluntarily participate in the pilot study and remained 

throughout the entire 90-minute session. 

 Participants were informed that none of the findings would be utilized in the main 

research study, as this pilot’s purpose was content validity and reliability of the 

instrument in an education context.  By excluding pilot data from the study, it ensured 

that inaccurate assumptions and predictions were not transferred to the main research 

study.   

 The public service motivation instrument consisted of the three subscales: 

commitment to public interest, compassion, and self-sacrifice.  The instrument contained 



 

 
 

55 

21 public service motivation items that were administered in hard copy form to each of 

the participants followed by a discussion of the items to clarify meaning and ensure 

understanding within the education setting.  Randomly ordered items were positioned 

throughout the pilot survey rather than grouped by variable categories.  In all, the survey 

administration lasted a maximum of 8 minutes using paper and pen format.  The actual 

Web-based survey took approximately 5 minutes to complete all 30 questions. 

 During this pilot study session, respondents’ advice was sought regarding each 

PSM survey item to determine ambiguity, difficulty, and interpretation of each question.  

Of the 21 items that pilot study participants responded to, there were 6 items that required 

no alterations and remained as the original PSM survey questions.  These items that 

remained from the original PSM survey consisted of 4 items from the compassion 

dimension and 2 items from the self-sacrifice dimension.  Minor changes were made to 

four of the PSM items by changing words that did not alter the question’s meaning.  For 

example, in the question, “I am prepared to make enormous sacrifices for the good of 

society” the term enormous was removed because respondents stated the word was too 

ambiguous or severe.  Reasonable measures were taken to rephrase 10 of the survey 

items so they would fit within the education context.  Therefore, the phrases “in my 

school community,” and “as an educator” were added to the original PSM items in order 

to maintain their theoretical significance and more appropriately represent the study 

sample.  It is important to note that all of the 5 items in the commitment to public interest 

dimension required some form of alteration for purposes of clarity and specificity within 

the education context. 
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 The revised version of the instrument was then administered in a second pilot 

study to a different group of respondents in a North East university.  This sample 

consisted of 13 K-12 teachers enrolled in graduate education studies.  The second pilot 

study session served to confirm content validity and reliability of all items in addition to 

finalizing the survey items for the main study.  Cronbach’s alpha for all 21 items was (! 

= .99) considered very high and indicated strong reliability of the PSM instrument.  

Cronbach’s alpha was also computed for each of the PSM subscales with the following 

results: commitment to public interest (! = .95), and self-sacrifice (! = .98), and 

compassion (! = .97).   

  In order to assess the feasibility of the proposed study by pre-testing the PSM 

instrument on a similar sample in the education sector, the PSM survey was administered 

to a total of 28 volunteer educators during two separate pilot study sessions within two 

separate education institutions.  The demographic characteristics of all pilot study 

participants are shown in Table 2. 
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Table 2  
 
 Pilot Study Demographic Characteristics  
 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

Note.  N = 28.  Average tenure = 8 years. 
 

Demographic Frequency Percent 
Current Role   

Teacher 23 82 
Aspiring Leader 4 14 
Administrator 1 4 

Grades Taught   
Elementary PreK-5 13 46 
Secondary 6-8 4 14 
Secondary 9-12 19 68 
Higher Education 2 7 

Professional Commitment   
Remain current position 16 57 
Pursue administration position 4 14 
Pursue other position in education 3 11 
Leave education altogether 0 0 
Retire from education 2 7 
Undecided 3 11 

Gender   
Male 11 39 
Female 17 61 

Race or Ethnicity   
African American or Black 2 7 
American Indian or Alaska Native 0 0 
Asian 1 4 
Caucasian (not Hispanic) 22 79 
Hispanic 3 11 
Native Hawaiian or Pacific Islander 0 0 

Age         
21-30 12 43 
31-40 4 14 
41-50 7 25 
51-60 5 18    

Education   
Bachelor’s Degree 5 18 
Master’s Degree 23 82 
Doctorate Degree  0 0 
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Data Collection 

 This study utilized a survey instrument to collect public service motivation and 

professional commitment respondent data.  Sills and Song (2002) state that for particular 

populations that are “connected and technologically savvy,” the cost, ease, speed of 

delivery and response, ease of data collection, and analysis weigh in favor of the Internet 

as a delivery method for survey research.  Before data collection began, written 

permission was requested and granted from three nationally accredited universities in the 

eastern region of the United States.  The participants were a sample of convenience 

selected from their enrollment in graduate education programs within the three 

universities.  The roles held by respondents within the target sample included teachers, 

aspiring leaders, and school district administrators in K-12 public schools.  The educator 

groups were accessed by submitting a request for Institutional Review Board (IRB) 

approval from each of the three universities.  The university E-mail addresses of students 

enrolled in graduate education programs were requested from the three East Coast 

institutions upon receipt of IRB approval.  The three universities were all similar in that 

they offered graduate degree programs in education and administration.  They also had a 

diverse population of students with respect to race, ethnicity, cultures, and religion. 

A total of 1751 prospective respondents received a pre-notification E-mail 

informing them of the pending study and requesting their cooperation in completing the 

survey.  There were 25 requests to opt out of the study and 7 undeliverable addresses 

based on the pre-notification E-mail.  The pre-notification E-mail is included in 

Appendix A.  In their meta-analysis of statistical issues surrounding E-mail surveys, 
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Sheehan and McMillan (1999) found evidence that the speed of response to E-mail 

surveys was faster from individuals who received pre-notification of the survey than from 

those who approached without prior notice.  Similarly, Crawford, Couper, & Lamias, 

(2001) assert the E-mail invitation plays a disproportionately important role in eliciting 

responses to a Web survey.  This introductory E-mail also served to provide an 

opportunity for recipients to opt out of survey participation.  In this way, only those 

respondents agreeing to participate were sent the invitation to participate/consent E-mail 

and survey Web link.  Consistent with best practices in survey research, no follow-up 

efforts were directed at individuals stating upfront they did not wish to participate 

(Dillman, 2000).   

Approximately two days after the pre-notification, an invitation to 

participate/consent outlining the study objectives, indicating the study’s voluntary nature, 

requesting participation, and providing the researcher’s contact information as well as a 

link to the Web-based survey was sent to 1719 prospective participants via E-mail.  

Prospective respondents received the invitation and survey Web link in mid September 

2011, and were provided two weeks to complete the 30-item survey.  Two follow up E-

mails were sent during the study period, excluding those requesting to opt out, reminding 

and encouraging responses from all prospective participants.  Study participants from the 

three universities were merged into one dataset by job role in order to reduce coverage 

and non-response errors.  All responses received from the three universities were 

aggregated. 

 



 

 
 

60 

Data Analyses 
 

Analysis of data in this study was guided by the conceptual framework and 

research questions.  Correlation analysis was used to determine if any relationship exists 

between each of the public service motivation subscales and professional commitment.  

Regression analysis was used to predict professional commitment (dependent variable) 

from the three public service motivation subscales (independent variables) to answer the 

first research question and test H01.   

In order to determine public service motivation differences among teachers, 

aspiring leaders, and school district administrators, an analysis of variance (ANOVA) 

was conducted to answer the second research question and test H02, H03, and H04.  

ANOVA examined whether PSM mean scores were consistent among the three 

categorical groups of education professionals.   

 Demographic characteristics were divided into two categories.  One category 

consisted of gender, race or ethnicity, experience, age, and education, in order to address 

the third research question and test H05, H06, H07, H08, and H09.  The second category 

was used simply to describe the education sample.  These items consisted of current 

professional assignment, and enrollment in a leadership preparation program.  These 

demographics were collected to ensure that respondents were representative of those in 

the education sector.  Demographic characteristics were also correlated with professional 

commitment to address the third research question and test H010. 
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An independent t-test was conducted to determine whether differences exist 

between public administration professionals and public education professionals.  The t-

test was used to compare the mean scores of public administration professionals from the 

literature with the education sector sample to determine whether they were statistically 

different from one another, to answer the fourth research question, and test H011.   

 This chapter outlined the research design and procedures used in this study.  It 

presented the study’s purpose, research questions, and corresponding hypotheses.  A 

discussion of the study sample, research design, and instrumentation were also provided.  

This chapter concludes with an explanation of the data collection and statistical methods 

employed.  Chapter 4 will reveal the statistical results of the research and provide an in-

depth statistical analysis of this study.   
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CHAPTER 4: DATA ANALYSES  

 The purpose of this study was to determine if individuals who are committed to 

careers in public education possess public service motivation.  The research study utilized 

an abridged version of Perry’s (1996) Public Service Motivation (PSM) scale modified 

for administration to education professionals.  All research data were gathered 

electronically via the Survey Monkey Web site, which was utilized for survey 

administration, data collection, and management.  The 30-question survey included 21 

public service motivation items, 2 professional commitment questions, and 7 

demographic variables that provided measures of the public service motivation subscales 

and professional commitment as self-reported by teachers, aspiring leaders, and school 

district administrators (study participants).  Two of the 7 demographic variables were 

used to identify the current position and the aspiring leaders of our educator groups. 

 The participants of this study were graduate students enrolled in education 

programs at three nationally accredited universities in the eastern region of the United 

States.  The researcher is affiliated with each institution and; therefore, a convenience 

sample was used for this study.  The three groups of education professionals (teachers, 

aspiring leaders, and school district administrators) were accessed through the education 

departments of the three universities that included curriculum and instruction, 

organizational and educational leadership, as well as teaching and learning programs.  All 

of these education programs offer graduate degrees in their respective disciplines. 
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Additionally, in order to assess public service motivation differences across public 

administration and public education sectors, a data set was gathered from public service 

motivation research literature and used in comparison with the education sector sample.  

Initial contact was made with 1751 potential participants through a pre-notification E-

mail in order to stress the importance and legitimacy of the survey.  The pre-notification 

E-mail was aimed at building anticipation and providing an opportunity for prospective 

respondents to opt-out of this study thereby preventing receipt of further communication 

regarding this research.  There were 25 requests to opt out of the study and 7 

undeliverable addresses based on the pre-notification E-mail.  Two days after the pre-

notification, an invitation to participate/consent E-mail was sent to 1719 prospective 

participants excluding those who chose to opt-out of the study during the pre-notification 

process.  The invitation to participate/consent E-mail was sent to prospective respondents 

advising of the study survey’s voluntary nature and requiring their consent by clicking on 

the hyperlinked URL address to begin the survey.  The survey administration session 

consisted of a two-week time frame followed by collection and analysis.  The time 

commitment required of the participants to complete the 30-item survey was 

approximately 5 minutes. 

 This chapter presents the statistical results.  It includes basic descriptive statistics, 

outlines the four research questions and 11 corresponding null hypotheses.  In addition, 

this chapter presents the statistical methods utilized for analysis and outlines statistical 

output.   
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Descriptive Statistics 

 The descriptive statistics that follow are used to delineate basic features of this 

study.  They consist of a simple summary table that provides details about the study’s 

sample.  These descriptions will facilitate comparisons between the three public service 

motivation subscales (commitment to public interest, self-sacrifice, compassion) with the 

professional commitment construct, across study groups (teachers, aspiring leaders, and 

school district administrators) and demographic characteristics, as well as between public 

administration and education professionals.   

Study Sample  

 The unit of analysis for this study consisted of graduate students enrolled in 

education programs within three nationally accredited universities in the eastern region of 

the United States.  This sample of convenience included teachers, aspiring leaders, and 

school district administrators. In order to survey the intended population of educator 

groups, responses from all three universities were aggregated.   

Response Rate  

 An online survey to measure the public service motivation and professional 

commitment of education professionals was disseminated to 1719 potential participants.  

Of the 1719 potential respondents, 360 replied resulting in a 21 percent response rate.  

From the 360 responses, participants who did not fall within the three educator groups 

were dropped from further consideration.  In all, there were 258 useable responses for 

this study.  Of the 258 respondents, 56 percent were classroom teachers, 81 percent were 

female, 73 percent were Caucasian, and 40 percent were between the ages of 19 and 29 
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with only 16 percent over the age of 50.  Seventy-five percent of respondents held up to 

ten years experience, and 55 percent held a master’s degree or higher.  The descriptive 

statistics are shown in Table 3.   
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Table 3  
 
Participant Demographic Characteristics 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 
 
 

Note.  N = 258 
 
 

 

Demographic Frequency Percent 
Current Position   
   Teacher 145 56.2 
   Aspiring Leader 74 28.7 
   Administrator 39 15.1 
Gender   
   Male 48 18.6 
   Female 209 81.0 
Race or Ethnicity   
   African American or Black 21 8.1 
   Hispanic 27 10.5 
   Caucasian (not Hispanic) 187 72.5 
   Asian 6 2.3 
   American Indian or Alaska Native 1 .4 
   Native Hawaiian or Pacific Islander 2 .8 
   Multi-Race 4 1.6 
Experience   
   Less than 1 year 60 23.3 
   1 – 5 years 74 28.7 
   6 – 10 years  61 23.6 
   11 – 15 years 29 11.2 
   16 – 20 years 7 2.7 
   More than 20 years 26 10.1 
Age   
   19 - 29 102 39.5 
   30 - 39 79 30.6 
   40 - 49 37 14.3 
   50 or older 40 15.5 
Education   
   Bachelor’s Degree 116 45.0 
   Master’s Degree 109 42.2 
   Specialist’s Degree 29 11.2 
   Doctorate Degree  4 1.6 
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Measurement Tool 

 The Public Service Motivation (PSM) measurement scale was developed with the 

conceptual framework defined in the literature.  Perry and Wise (1990) defined PSM as 

an individual’s predisposition to respond to motives grounded primarily or uniquely in 

public institutions.  The term motives in their definition was used to describe the 

psychological deficiencies or needs that individuals felt compelled to address.  They 

delineated three categories of motives: affective, rational, and normative from which 

Perry’s (1996) instrument was devised.  The survey instrument was pre-tested in two 

stages on a sample similar to the study population.  Each question was revised for clarity 

and appropriateness within the education sector.  Means, standard deviations, and 

Cronbach’s alpha coefficients were analyzed.   

 This study sought to determine whether there is a relationship between public 

service motivation and the professional commitment of education professionals.  There 

were three subscales from Perry’s (1996) public service motivation used in this study.  

The Commitment to Public Interest (PUBINT) subscale is explained essentially as 

altruistic motives (Downs, 1967).  Self-Sacrifice (SELFSAC) is explained as the desire to 

place service to others in front of personal benefits.  Macy (1971) described it as the 

willingness of public servants to forego financial rewards for the intangible rewards they 

receive from serving the public.  Compassion (COMPASS) is defined as patriotism of 

benevolence (Frederickson & Hart, 1985).  It is suggested that the concept of compassion 

combines love of government values and of human beings.  The study survey consisted 

of 30 items that included seven demographic variables.  A 7-point Likert-type scale 
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ranging from 1 (strongly disagree) to 7 (strongly agree) was used to measure the public 

service motivation and professional commitment of education professionals.  The 

commitment to public interest subscale contained 5 items, self-sacrifice 8 items, and 

compassion 8 items totaling 21 public service motivation items.   

 Two items of the School and Staffing Survey (SASS) from the National Center 

for Education Statistics (NCES) were used to measure the Professional Commitment 

(PROFCOM) of education professionals.  The professional commitment construct 

measured whether education professionals would pursue an education career if provided 

with an alternative and whether they planned to remain in education for the short term.  

In all, there are 21 public service motivation items, 2 professional commitment items, and 

7 demographic variables used for descriptive purposes.  The PSM instrument is included 

in Appendix C.   

Missing Data  

 Of the 258 useable responses, 18 items encountered missing data.  Missing data is 

almost always a difficulty in dealing with real data (Morris & Lieberman, 2007).  

Therefore, descriptive analysis of the individual survey items was performed to obtain the 

mean score for each of the survey variables.  Researchers contend that deleting cases with 

missing values may lead to substantial bias in results (Bollen, 1989; Brown, 2006; 

Kelloway, 1998; Kline, 2005); therefore, the recommendation to impute missing values 

with the overall sample average for each particular variable with missing data was 

implemented (Brown, 2006; Kline, 2005; Rubin, 1987). 
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Recoding Items 

 Once missing values were computed, it was necessary to recode the reversed 

items.  The PSM survey contained six reversed items that required recoding of values in 

order to orient all items in the same direction.  This recoding process was conducted 

using statistical software. 

 Additionally, based on pilot study results (see Chapter 3) of the PSM scale within 

the education sector, six exactly worded items from Perry’s (1996) 24-item scale were 

identified for comparison with the education sector.  The current study employed a 7-

point Likert-type scale; therefore, in order to compare the six items with Perry’s (1996) 

study, the items required recoding from this current study’s measurement using a 7-point 

Likert-type scale to Perry’s (1996) 5-point Likert-type scale for comparison analysis.  

Once completed, a measure of reliability for the survey scale was executed.   

Scale Reliability  

The professional commitment Cronbach’s alpha was a low (! = .46).  This is a 

consequence of a scale with only two items. However, despite the meager reliability, the 

two items to measure professional commitment were utilized for analysis.  The 

commitment to public interest and compassion reliabilities were not quite up to standard 

at (! = .65) and (! = .57), respectively.  The alpha coefficient for the self-sacrifice 

dimension of PSM was acceptable (! = .78) suggesting that the items in the self-sacrifice 

subscale have relatively higher internal consistency.   
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Hypotheses Testing 

 Four empirical research questions were posed and 11 corresponding null 

hypotheses were examined utilizing the Predictive Analysis SoftWare (PASW) version 

19 also known as Statistical Package for the Social Sciences (SPSS).  Correlation analysis 

was used to determine if there is any relationship between each of the public service 

motivation subscales and professional commitment.  Regression analysis was used to 

predict professional commitment from the three public service motivation subscales.  In 

order to determine public service motivation differences among teachers, aspiring 

leaders, and school district administrators, an analysis of variance (ANOVA) was 

conducted.  ANOVA was also used to test differences in gender, race and ethnicity on the 

public service motivation subscales.  Correlation results were based on demographic 

characteristics that consisted of experience, age, education, public service motivation, and 

professional commitment.  An independent t-test was conducted to determine differences 

between public administration professionals and public education professionals.  The t-

test was used to compare the mean scores of public administration professionals from the 

literature with this study’s education sample to determine whether they were statistically 

different from one another. 

PSM and Professional Commitment 

 What is the relationship between public service motivation and the professional 

commitment of teachers, aspiring leaders, and school district administrators?  There are 

two ways to approach this question.  One is bivariate correlation to address whether each 

of the PSM subscales is related to professional commitment.  Another way is to consider 
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how much of the variability in Professional Commitment (PROFCOM) is predictable by 

all three PSM subscales conjointly.  Regression analysis was conducted to determine 

relationships between the public service motivation subscales and the professional 

commitment of the three groups of education professionals.  Table 4 presents the results 

of both statistical analyses. 

Table 4 
 
Professional Commitment Predictor Analysis 
 

Model  r p ! B VIF 

PROFCOM (Constant)    4.982  

 PUBINT .254 .001* .170  .121 1.854 
 SELFSAC .229 .001* .079  .032 1.970 

 COMPASS .182 .004* .080  .036 1.278 

Note. Dependent Variable: PROFCOM N = 258.  PUBINT = commitment to public 
interest; SELFSAC = self-sacrifice; COMPASS = Compassion. 
*p < .05. 
 

PSM and PROFCOM H01 There is no significant relationship between public 

service motivation and the professional commitment of teachers, aspiring leaders, and 

school district administrators.   

Regression analysis was performed using ! = .05 to determine whether 

professional commitment was predictable by public service motivation.  The variability 

of professional commitment was found to be predictable from the three public service 

motivation subscales.  The two-tailed p-values for the predictor variables: commitment to 

public interest (PUBINT), self-sacrifice (SELFSAC), and compassion (COMPASS) were 

all less than the set alpha (p < .05); therefore, the correlations were beyond chance.  The 
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correlation between professional commitment (dependent variable) and commitment to 

public interest (r = .254), self-sacrifice (r = .229), and compassion (r = .182) were all 

significant as shown in Table 5.  The squared correlation for commitment to public 

interest, self-sacrifice, and compassion is a measure of effect size.  The variance 

explained in professional commitment was approximately 6 percent for commitment to 

public interest, approximately 5 percent for self-sacrifice, and approximately 3 percent 

for compassion.   

 The significant total model R2 = .076, F(3, 257) = 6.960, p < .05, indicated that 

7.6 percent of the variation in professional commitment could be explained by the 

combination of all three PSM subscales.  The adjusted R2 of .065 demonstrated little 

shrinkage upon generalization to the population.  Using the criterion of VIF’s less than 

ten, there were no collinearity difficulties as all VIF’s were smaller than two.  In 

addressing whether each of the PSM subscales were related to professional commitment 

or whether all the PSM subscales jointly predicted professional commitment, there was a 

significant relationship among the variables.  The null hypothesis was rejected in each 

case, as there is evidence that professional commitment is predictable from public service 

motivation. 

Educator Group Comparisons 

 Is there a difference on the public service motivation subscales among teachers, 

aspiring leaders, and school district administrators?  A one-way ANOVA was conducted 

using ! = .05 to determine whether there were public service motivation differences 

among the three groups of education professionals.  Each PSM subscale is displayed 
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individually to present the ANOVA results for the three groups (teachers, aspiring 

leaders, and school district administrators).  Following are the ANOVA results for the 

commitment to public interest, self-sacrifice, and compassion subscales of public service 

motivation for the three groups of education professionals. 

  PUBINT and Educator Groups H02 There is no significant difference on the 

commitment to public interest subscale of public service motivation among teachers, 

aspiring leaders, and school district administrators.   

 Before testing the equality of group means, the equality of variances assumption 

of ANOVA was examined.  One assumption for the ANOVA is equality of variances on 

the dependent variable.  In this case, the Levene’s test was not significant for 

commitment to public interest (p = .201).  Table 5 shows the ANOVA results for 

educator groups on the commitment to public interest subscale. 

Table 5  
 
Descriptives and ANOVA for Commitment to Public Interest  

Note. Dependent Variable: PUBINT. R2 = .097 (Adjusted R2 = .090). = eta squared. 
*p < .05. 

As the p-value was significant, the null hypothesis was rejected in regard to 

equality of the professional roles on the mean for commitment to public interest.  Since 

Groups     M      SD         N   Source       SS           df      MS      F      p   

Teach 28.13 3.56 145 Between   290.639     2 145.320 13.644 .001* .097 

Aspire 29.26 3.01   74 Within 2715.908 255   10.651    

Admin 31.14 2.47   39 Total 3006.547 257     
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the null hypothesis that stated teachers, aspiring leaders, and school district 

administrators have the same public service motivation mean score was rejected, the next 

step was to identify among which of the educator groups was the difference.  The only 

pairwise difference between educator groups that was significant (p < .05) was between 

school district administrators and the other two educator groups.  Teachers, as well as 

aspiring administrators, were not significantly different from one another.  However, 

teachers were significantly different from school district administrators as shown in Table 

5.  The partial eta squared was .097.  This means that approximately 10 percent of the 

difference on the commitment to public interest score was explained with knowledge of 

group membership. 

 SELFSAC and Educator Groups H03 There is no significant difference on the 

self-sacrifice subscale of public service motivation among teachers, aspiring leaders, and 

school district administrators.   

 In the case of self-sacrifice, the Levene’s test was not significant (p = .626).  

Table 5.1 shows the ANOVA for educator groups on the self-sacrifice subscale.   

 

 

 

 

 

 

 



 

 
 

75 

Table 5.1  
 
Descriptives and ANOVA for Self-Sacrifice 
 

Note. Dependent Variable: SELFSAC. R2 = .040 (Adjusted R2 = .033). = eta squared. 
*p < .05. 
 
 The p-value (p = .005) was smaller than the set alpha (p < .05); therefore, the null 

hypothesis was rejected in regard to equality of the professional roles on the mean for 

self-sacrifice.  Because a statistically significant result was found, a Post Hoc test was 

conducted.  Teachers were not significantly different from aspiring leaders, and aspiring 

leaders were not significantly different from school district administrators.  Where there 

was a significant difference was between teachers and school district administrators on 

the self-sacrifice dimension.  The effect size was 4 percent.   

COMPASS and Educator Groups H04 There is no significant difference on the 

compassion subscale of public service motivation among teachers, aspiring leaders, and 

school district administrators.   

The Levene’s test was not significant in the case of compassion (p = .556).   

Table 5.2 shows an ANOVA for educator groups on the compassion subscale. 

 
 
 
 
 

     Groups     M  SD   N     Source        SS   df     MS     F    p  
     Teach 42.40 5.86 145    Between    387.733     2 193.866 5.364 .005* .040 
     Aspire 44.60 6.30   74    Within  9216.424 255   36.143    
     Admin 45.29 6.02   39    Total  9604.157 257     
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Table 5.2 
 
Descriptives and ANOVA for Compassion 

Note. Dependent Variable: COMPASS. R2 = .009 (Adjusted R2 = .001). = eta squared.   
 
 Since there was no significant difference (p = .327) on the compassion subscale 

among teachers, aspiring leaders, and school district administrators, the null hypothesis 

failed to be rejected.   

 To summarize the data analysis for the second research question that sought to 

identify whether there was a difference on the public service motivation subscales among 

teachers, aspiring leaders, and school district administrators, one may infer that there was 

a significant difference in the levels of public service motivation among the three groups 

of education professionals.  The commitment to public interest and self-sacrifice 

dimensions were significant whereas the compassion dimension of public service 

motivation among teachers, aspiring leaders, and school district administrators were not 

statistically significant.   

Characteristics of Educator Groups 

 What is the relationship among public service motivation, professional 

commitment, and the demographic characteristics of education professionals?  ANOVA 

was conducted to determine whether there were public service motivation differences 

between males and females (Gender) and among the race or ethnicity (Race) of education 

Groups     M   SD    N    Source           SS   df  MS      F    p  
Teach 42.42 5.26 145   Between      65.449     2   32.724 1.123 .327 .009 
Aspire 42.19 5.30   74   Within  7427.664 255   29.128    

Admin 40.96 6.07   39   Total  7493.112 257     
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professionals.  In addition, correlation analysis was used to determine the relationship 

among three demographic factors, public service motivation, and professional 

commitment.  Furthermore, correlation analysis and p-values were reviewed to test the 

three null hypotheses for experience, age, education, PSM subscales, and the professional 

commitment of education professionals.   

 PSM and Gender H05 There is no significant relationship between public service 

motivation and gender.   

 ANOVA was conducted using ! = .05 level of significance to determine whether 

there were public service motivation differences between male and female education 

professionals.  As shown in Table 6, there was a significant difference on compassion  

(p = .004) between males and females.   

Table 6  
 
Descriptives and ANOVA for Gender and Compassion  

Note. Dependent Variable: COMPASS. R2 = .032 (Adjusted R2 = .28). = eta squared. 
*p < .05. 
        
 Conversely, there was no significant difference between males and females on the 

commitment to public interest (p = .66) and self-sacrifice (p = .69) subscales.  Therefore, 

the null hypothesis was rejected on the compassion subscale but failed to be rejected on 

Gender M SD N Source SS df MS F p  
Male 40.10 6.35   48 Between 239.251    1 239.251 8.451 .004* .032 
Female 42.57 5.06 209 Within  7219.304 255   28.311    
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the commitment to public interest and self-sacrifice subscales for gender.  The effect size 

was 3 percent. 

 PSM and Race or Ethnicity H06 There is no significant relationship between 

public service motivation and race or ethnicity. 

 ANOVA was conducted using ! = .05 to determine if there were PSM differences 

between race or ethnicity of education professionals.  There was no significant difference 

on commitment to public interest, F(2, 235) = 1.480, p = .230 as the p-value was greater 

than the set alpha.  Additionally, on self-sacrifice, F(2, 235) = 1.197, p = .304 was greater 

than ! = .05.  Therefore, the null hypothesis failed to be rejected in both cases on the 

commitment to public interest and self-sacrifice subscales for race or ethnicity.  Table 6.1 

presents the statistical differences between race and ethnicity on the compassion subscale. 

Table 6.1  
 
Descriptives and ANOVA for Race or Ethnicity and Compassion 
 

Note. Dependent Variable: COMPASS. R2 = .068 (Adjusted R2 = .060). = eta squared.   
*p < .05. 
        
 There was a significant difference on the compassion subscale, as the p-value was 

less than ! = .05.  Therefore, the null hypothesis was rejected.  Post Hoc analysis 

revealed Blacks and Whites were not significantly different on the compassion subscale; 

Race M SD N    Source  SS df MS F   p  
Black 41.92 6.10 21   Between    469.501 2 234.750 8.461 .001* .068 

Hispanic 38.23 4.56 27   Within  6437.004 232   27.746    

White 42.69 5.26 187   Total        
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however, Hispanics were significantly different from Blacks and Whites.  In measuring 

the strength of the relationship among educator groups on race and ethnicity, one may 

infer Blacks and Whites self-reported higher levels of compassion than Hispanics, as the 

effect size was 7 percent. 

 Pearson correlation was performed to determine whether there was a relationship 

among three demographic variables, public service motivation and professional 

commitment.  Table 7 provides the descriptive results of the correlation analysis for 

experience, age, education, PSM subscales, and professional commitment.        

Table 7  
 
Descriptives and Correlations 

Note. *p < .05. 
 

PSM and Experience H07 There is no significant relationship between public 

service motivation and experience.   

Correlation analysis was conducted to determine if there was a relationship 

among the public service motivation subscales and experience.  The p-value for 

compassion was non significant.  On the other hand, the p-values for commitment to  

 M SD    1   2   3   4   5   6  7 
1.  Experience   1.72 1.51 1.00       
2.  Age   2.06 1.08 .646 1.00      
3.  Education   1.69   .73 .543  .454 1.00     
4.  Compassion 42.13 5.40 -.032 .100 -.047 1.00    
5.  Commitment to Public Interest 28.91 3.42 .221* .174* .125* .391 1.00   
6.  Self-Sacrifice 43.47 6.11 .201* .213*  .089 .450 .671 1.00  
7.  Professional Commitment 11.37 2.44 -.028 -.009 -.063 .182 .254 .229 1.00 
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public interest (p = .001) and self-sacrifice (p = .001) were significant as they were less 

than the set alpha.  The correlation for experience, commitment to public interest, and 

self-sacrifice were considered low at (r = .221) and (r = .201), respectively.  Therefore, 

the null hypothesis was rejected for experience on the commitment to public interest and 

self-sacrifice subscales.  Yet, the null hypothesis failed to be rejected for experience on 

the compassion subscale.   

PSM and Age H08 There is no significant relationship between public service 

motivation and age.   

Pearson correlation was performed to determine if there was a relationship 

between the public service motivation subscales and age.  While age and compassion 

were not significant, there was a significant relationship for age, commitment to public 

interest (p = .005), and self-sacrifice (p = .001).  The correlation for age, commitment to 

public interest (r = .174), and self-sacrifice (r = .213) were considered low.  Therefore, 

the null hypothesis was rejected on the commitment to public interest and self-sacrifice 

subscales.  However, the null hypothesis failed to be rejected for age on the compassion 

subscale.   

PSM and Education H09 There is no significant relationship between public 

service motivation and education.   

Correlation analysis was performed to determine if there was a relationship 

between public service motivation and education.  For education, the p-values for 

compassion and self-sacrifice were not significant at (p = .457), and (p = .156), 
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respectively. Yet, the commitment to public interest subscale was significant (p = .045).  

Furthermore, the correlation for education and commitment to public interest was low (r 

= .089). Therefore, the null hypothesis was rejected for education on commitment to 

public interest.  However, the null hypothesis failed to be rejected for education on the 

compassion and self-sacrifice subscales.   

 PROFCOM and Demographics H010 There is no significant relationship among 

experience, age, education, and professional commitment. 

The p-values for the predictor variables: experience (p = .650), age (p = .887), and 

education (p = .313) were all greater than the set alpha.  Therefore, the null hypothesis 

failed to be rejected in all three cases, as there were no significant differences in 

experience, age, education, and the professional commitment of education professionals. 

Sector Comparisons of PSM 

 What is the difference in public service motivation between public education 

professionals and public sector professionals?  An independent t-test was conducted to 

determine whether differences exist between public administration professionals and 

education professionals.  A t-test was used to compare the mean scores of the public 

sector in Perry’s (1996) study of 376 public administration professionals with the current 

study’s sample of 258 education professionals to determine whether they were 

statistically different from one another.  The F ratio of variances was used to test the 

homogeneity of variances assumption.  In all cases, the test rejected the homogeneity of 

variances assumption, thus a separate group t-test was used.  In comparing the Education  
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professionals (EDU) with those of the Public Administration sector (PUB), one may 

surmise a significant difference between sectors as shown in Table 8. 

Table 8  
 
Education and Public Administration Comparisons 

 Note. EDU (N = 258); PUB (N = 376). d = effect size. 

PSM Comparisons H011 There is no significant difference in public service 

motivation between public administration professionals and public education 

professionals.   

The p-values for all six items were less than the set alpha in all cases and denoted 

significant differences as shown in Table 8.  The education sector sample had higher 

mean scores on all six items than the public administration sector.   

Therefore, the null hypothesis was rejected, as there were significant differences 

between the public administration and public education sectors.  Cohen’s d was 

calculated and the effect size ranged from .18 to .35 as shown in Table 8.   

 
Survey Items 

 
 M 

 
 SD 

 
 M 

 
 SD 

   
  t 

     
   df 

    
   p 

     
  d 

1.  It is difficult for me to contain my 
feelings when I see people in distress. 3.69 0.91 3.46 1.09 2.78 585.77 0.006 0.21 
2.  I have little compassion for people 
in need who are unwilling to take steps 
to help themselves. 2.93 1.05 2.48 1.27 4.78 588.24 0.001 0.35 
3.  I seldom think about the welfare of 
people I don’t know personally. 3.97 0.93 3.77 1.12 2.41 587.23 0.016 0.18 
4.  Doing well financially is definitely 
more important to me than doing good 
deeds. 4.06 0.83 3.79 1.01 3.62 589.63 0.000 0.27 
5.  I am rarely moved by the plight of 
the underprivileged. 4.38 0.70 4.18 0.99 2.94 611.21 0.003 0.20 
6.  Much of what I do is for a cause 
greater than myself. 3.96 0.85 3.60 1.08 4.61 598.39 0.001 0.33 

EDU              PUB 
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 This chapter presented the statistical results from the research.  It included basic 

descriptive analysis and outlined the 4 research questions with 11 corresponding null  

hypotheses.  A summary of the hypothesis analysis is reported in Table 9.  Chapter 5 

contains a discussion of findings, the study limitations, and recommendations for future 

research. 
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Table 9  
 
 Summary of Hypothesis Testing        

         

 

        (Continue on next page) 

 

 

 

H0 
Description Statistical 

Analysis 
Rejected/Failed to Reject 

H01 There is no significant relationship 
between public service motivation and 
the professional commitment of 
teachers, aspiring leaders, and school 
district administrators. 
 

Correlation 
and 

Regression 

Rejected 

H02 There is no significant difference on 
the commitment to public interest 
subscale of public service motivation 
among teachers, aspiring leaders, and 
school district administrators. 
 

ANOVA Rejected 

H03 There is no significant difference on 
the self-sacrifice subscale of public 
service motivation among teachers, 
aspiring leaders, and school district 
administrators.   
 

ANOVA Rejected 

H04 There is no significant difference on 
the compassion subscale of public 
service motivation among teachers, 
aspiring leaders, and school district 
administrators. 
   

ANOVA Failed to Reject 

H05 There is no significant relationship 
between public service motivation and 
gender.   

ANOVA COMPASS-Rejected 
PUBINT-Failed to Reject 
SELFSAC-Failed to Reject 
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        (Continue table 9) 

 

 

  

 

 

 

 

   
 
 
        

H06 There is no significant relationship 
between public service motivation and 
race or ethnicity. 

ANOVA COMPASS-Rejected 
PUBINT-Failed to Reject 
SELFSAC-Failed to Reject 

H07 There is no significant relationship 
between public service motivation and 
experience. 

Correlation COMPASS-Failed to Reject 
PUBINT-Rejected 
SELFSAC-Rejected 

H08 There is no significant relationship 
between public service motivation and 
age. 

Correlation COMPASS-Failed to Reject 
PUBINT-Rejected 
SELFSAC-Rejected 

H09 There is no significant relationship 
between public service motivation and 
education. 

Correlation COMPASS-Failed to Reject 
PUBINT-Rejected 
SELFSAC-Failed to Reject 

H010 There is no significant relationship 
among experience, age, education, and 
professional commitment. 

Correlation Failed to Reject 

H011 There is no significant difference in 
public service motivation between 
public administration professionals 
and public education professionals.   

t-Test Rejected 



 

 
 

86 

 
 
 
 

CHAPTER 5: DISCUSSION AND CONCLUSIONS 

 This chapter begins with an overview of the findings and a table outlining the 

findings and implications.  Next, the procedural approach undertaken for this study is 

reviewed and a discussion of findings is presented.  This is followed by conclusions and 

practical implications for practice and leadership preparation.  Furthermore, the 

limitations of the study are provided.  This chapter culminates in the recommendations 

for future research and final reflections. 

Overview 

 This study sought to determine if individuals who are committed to careers in 

public education possess public service motivation (PSM).  This research discovered a 

relationship between public service motivation and professional commitment.  Results 

determined differences among teachers, aspiring leaders, and school district 

administrators on their public service motivation.  Findings derived a relationship among 

public service motivation, professional commitment, and the demographic characteristics 

of education professionals.  Public education and public administration sector 

comparisons determined differences on their public service motivation dimensions.  The 

overall study findings and implications are shown in Table 10. 
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 Table 10  
 
  Summary of Findings and Implications 
 
 
 
 
 
 
 
 
 
 
 
 

  
 
 
 
 
 
 
 
 
 
 
    
             (Continue on next page) 

Research Question Analysis Findings Implications 

1. What is the relationship 
between public service 
motivation and the 
professional commitment 
of teachers, aspiring 
leaders, and school district 
administrators? 

PSM 

& 

PC 

Professional commitment was  
predictable by PSM, and there was  
a significant relationship between 
PSM dimensions and professional 
commitment. 

Human resource practices that 
incorporate the recruitment and selection 
of service-oriented individuals who view 
education as public service work with 
meaningful benefits may effectuate 
employee retention and contribute to an 
educational service culture. 

2. Is there a difference in 
the public service 
motivation among 
teachers, aspiring leaders, 
and school district 
administrators? 

PSM 

&  

Educators 

Among educators, administrators  
were more committed to the public 
interest and self-sacrificing than  
teachers.  All educator groups  
had same level of compassion. 

Educational leaders who embody public 
service ethos and exhibit sustained 
commitment may foster a sense of 
allegiance toward the greater good that 
will elevate PSM throughout a school 
community. 

School leaders with high levels of 
commitment to the public interest and 
self-sacrificing behaviors will see to it 
that their publics’ interest is conserved 
and protected, and in turn may help build 
democratic school communities that is in 
keeping with Dewey’s philosophy. 
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             (Continue from Table 10) 
 
 3. What is the relationship 

among public service  
motivation, professional 
commitment, and the 
demographic 
characteristics of 
education professionals? 

PSM 
PC  
& 

Gender 
Race or 

Ethnicity 
Experience 

Age 
Education 

 

Compassion 
! women greater than men 
! Blacks and Whites greater 

than Hispanics 
! no relationship with 

experience, age, or education 
Commitment to Public Interest 
! no gender, race or ethnic 

differences 
! relationship with experience, 

age, and education 
Self-Sacrifice 
! no gender, race or ethnic 

differences 
! relationship with experience 

and age 
! no relationship with education 
Professional Commitment 
! no relationship with 

experience, age, or education 

Older, more experienced individuals are 
committed to the public interest and 
demonstrate self-sacrificing behaviors; 
therefore, school districts may consider 
recruiting, selecting, and sustaining those 
who personify these traits.   
 
High levels of education are associated with 
a need for self-actualization; therefore, 
university leadership preparation programs 
may consider cultivating individual 
predispositions that may lead to increased 
levels of commitment to the public interest.   
 
 
 
 
 
 
 
 

4. What is the difference 
in public service 
motivation between public 
administration 
professionals and public 
education professionals? 

PSM 
Between 

EDU 
& 

PUB 

Significant differences between 
public administration and public 
education groups on six items 
(two self-sacrifice items and 
four compassion items) of PSM. 

Individuals with a strong propensity toward 
compassion and self-sacrificing citizenship 
behaviors may be more inclined to seek and 
remain in the public education sector rather 
than in public administration.   
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Procedural Approach 

 The data for this correlational research was gathered from three universities 

located in the eastern region of the US.  Given the overarching goal of obtaining a robust 

sample of participants from different parts of the country, responses from the three 

universities were aggregated. Three hundred sixty individuals enrolled in graduate 

education programs responded to this survey study.  This sample of convenience included 

teachers, aspiring leaders, and school district administrators.  A total of 1719 invitations 

to participate in this survey study were disseminated via E-mail with 360 responses 

returned resulting in a 21 percent response rate.  In all, there were 258 useable responses 

for this research study.  The overall response rate was based on contact and cooperation 

rates.  While several considerations were taken into account, this study generated a low 

response rate.  A low response rate has the potential to decrease the comparability of 

future research results and will be discussed further in the limitations section of this 

chapter. 

 Utilizing an abridged version of Perry’s (1996) multi-dimensional scale that was 

modified for the education sector, the public service motivation construct was measured 

using an online survey Web link disseminated via Email to prospective participants.  This 

study analyzed three of the PSM subscales independently in order to obtain a 

comprehensive view of this multi-dimensional construct among educator groups.  The 

survey instrument consisted of 30 questions that included 21 public service motivation 

items, 2 professional commitment items, and 7 demographic variables.  Responses for all 

survey items were collected using a 7-point Likert-type scale ranging from 1 (strongly 

disagree) to 7 (strongly agree) in order to measure the public service motivation and 
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professional commitment of the educator groups.  Researchers of the public service 

motivation construct have consistently presented it as a unified concept (Coursey et al., 

2008, p. 88); however, the literature is beginning to treat the concept as a first order 

reflective and second order formative process (Kim, 2011; Wright & Christensen, 2009).  

Accordingly, current research accedes the subscales may have varying distinctions.  You 

may think of public service motivation as occupying a domain composed of three 

independent components.  The components are probably not independent in fact, but they 

are distinct conceptually and occupy different spaces in the PSM domain (J. L. Perry 

personal communication, December 4, 2011).  This study analyzed three of the PSM 

subscales independently in order to obtain a comprehensive view of this multi-

dimensional construct among educator groups.  For purposes of clarity, the terms 

dimensions and subscales are used interchangeably. 

 Correlation analysis was used to determine if there is any relationship between 

each of the public service motivation dimensions and professional commitment.  

Regression analysis was used to predict professional commitment from the three public 

service motivation subscales.  In order to determine public service motivation differences 

among teachers, aspiring leaders, and school district administrators, an Analysis of 

Variance (ANOVA) was conducted.  ANOVA was also used to determine the effect size 

of gender, race and ethnicity for each of the public service motivation subscales.  

Additionally, correlation analysis was used to identify relationships among demographic 

variables, public service motivation, and professional commitment.  An independent t-

test was conducted to determine whether differences exist between public administration 

professionals and public education professionals.  The t-test was used to compare the 
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mean scores of public administration professionals from the literature with this study’s 

education sample to determine whether they were statistically different from one another.  

The alpha level was set at ! = .05 for all of the analyses.  The following is a discussion of 

findings from this research. 

Discussion of Findings 

 The findings of this study are grouped into four sections based on the research 

questions.  First, it addresses the public service motivation and professional commitment 

relationship.  Second, it presents the differences among education professionals on their 

public service motivation.  Third, it identifies the relationship among public service 

motivation, professional commitment, and the demographic characteristics of education 

professionals.  Fourth, it considers an investigation into the public service motivation 

differences between public administration and public education sectors. 

Public Serving Educators 

 In response to the first research question, results show a significantly positive 

relationship between public service motivation and professional commitment supporting 

the premise that educators who possess PSM are committed to education.  This may 

imply that individuals who view education as public service work with meaningful 

benefits may be unlikely to leave the profession.  The PSM subscales were all 

significantly correlated to professional commitment.  In examining the variation of 

professional commitment by the three public service motivation subscales, the effect 

sizes were all considered small at less than 10 percent. 

 In answering the second research question that looked to ascertain differences 

among educator groups (teachers, aspiring leaders, school district administrators) on their 



   
 

 
 
 

92 

public service motivation, there were two interesting findings among the PSM subscales.  

First, in examining the differences in public service motivation among the educator 

groups, school district administrators were found to possess significantly higher 

commitment to public interest and self-sacrificing behaviors than teachers.  Results 

revealed an effect size of 10 percent for commitment to public interest and a moderate, 

albeit significant, effect size of 4 percent for the self-sacrifice dimension.  An explanation 

may be that the school leadership role attracts individuals with high levels of public 

service motivation.  In educational organizations, school leaders are considered the force 

behind change elements that promote student achievement.  In spite of stressful work 

environments and growing achievement pressures, school district administrators remain 

committed to the public interest.  Moreover, in considering the extraordinary time 

demands of the leadership position, when compared to teachers, school district 

administrators demonstrate a greater willingness to bypass their own needs to help others 

(self-sacrifice).  These results may imply that notwithstanding dynamics of the 

educational leader role, school leaders who embody public service ethos and exhibit 

sustained commitment may foster a sense of allegiance toward the greater good that will 

elevate PSM throughout a school community. 

 These findings are consistent with those of Gabris and Simo (1995) who posit 

altruistic motives for public service are individuals employed at higher levels in public 

organizations.  Therefore, one may conjecture that educators with higher levels public 

service motivation are those who transition beyond the classroom into administrative 

roles. 



   
 

 
 
 

93 

 Second, findings indicate no significant difference among the three educator 

groups on their level of compassion.  Perry (1996) defines compassion as a desire to do 

good for others by improving public services.  Therefore, one may surmise those who 

enter the education profession do so out of deep desire to do good for others.  Therefore, 

whether you are a teacher, aspiring leader, or school district administrator, your 

compassion level is indistinguishable because educators may be sympathetic individuals 

who desire to improve services for their public.  Advancing the lives of children through 

knowledge, preparation, and experiences may be the reason educators enter and remain in 

their profession.  This is in keeping with Houston (2000) who posited that public service 

motivation does exist in public employees and they are more likely to place a higher 

value on the intrinsic reward of work that is important and provides a feeling of 

accomplishment. 

Characteristics of Educators 

 The third research question investigated whether there was a relationship among 

public service motivation, professional commitment, and demographic characteristics of 

education professionals.  ANOVA was conducted to determine public service motivation 

differences between males and females.  Only the compassion subscale was found to 

have a relationship with gender.  According to the findings, women possess higher levels 

of compassion than men.  In generalizing the population, there was a 

significant difference between genders with females possessing higher levels of 

compassion although a small effect size of 3 percent. 

 Findings revealed no evidence of gender-based differences on the commitment to 

public interest and self-sacrifice subscales.  This is inconsistent with Naff and Crum 
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(1999) and Bright (2005) who found that women have higher public service motivation 

scores in general than men.  The reason, as explained by Camilleri (2007), is that women 

are more inclined to attain satisfaction from job functions requiring the conveyance of 

sympathy, kindness, and consideration.  However, it is important to note that although 

this current study utilized individual dimensions of public service motivation, the 

aforementioned studies all used an aggregate approach to measure the construct. 

 Contrarily, gender was found to significantly influence public service motivation 

with males reporting higher levels of compassion than females (Vandenabeele, 2011).  

Furthermore, Perry (1997) found men to have higher levels of commitment to public 

interest than women.  This scholarly disagreement in the public service motivation 

discourse regarding gender is consistent with the current findings.  This result may be 

partly explained by the number of female participants in this study.  For example, 81 

percent of this study’s participants were female compared to 19 percent male, and of 

those in school district administration roles, only 3 percent were male.  Another 

explanation may be that the profession may moderate gender effect differences.  While 

these results presume that women are more empathetically motivated than men, these 

self-reported attitudes of educators should be considered cautiously.  For example, 

responding to “containing one’s feelings when seeing people in distress” for compassion 

may create concern within gender roles; however, results may be explained by the 

reluctance of men to concede compassionate motives which society may view as a 

feminine temperament.   

 Similar to gender results, the education sector’s racial or ethnic groups were not 

found to be significant for two of the three PSM subscales analyzed in this research.  
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Public service motivation dimensions, with the exception of compassion, were not 

significantly related to race on the commitment to public interest and self-sacrifice 

subscales.  However, the findings denote significant differences between the race or 

ethnicity of education professionals and compassion.  Post hoc analysis revealed that 

while Blacks and Whites were not significantly different from one another, Hispanics 

were significantly different from their counterparts who maintained higher self-reported 

levels of compassion.   

 In measuring the strength of the relationship between race or ethnicity and the 

three PSM dimensions, one may infer that Blacks and Whites possess higher levels of 

compassion than Hispanics, as the magnitude of this relationship is 7 percent based on 

the sample responses.  These are contradictory to findings that non-white employees have 

higher PSM scores than Whites (Naff & Crum 1999).  These results may be explained by 

the fact that although Hispanics are the fastest growing population in US, there were only 

27 Hispanic respondents of which 22 were women and 4 out of 5 were school leaders.  

An explanation may be that Hispanics are labeled based on the language they speak, 

Spanish, and not on their nationality.  There are no unifying factors for Hispanics as they 

are divided along racial, socioeconomic, and cultural terms.  Until more specific 

affiliations are made in surveying the Hispanic ethnic group, determinations will remain 

circumspect.   

 Correlation analysis determined that compassion was not related to an educator’s 

experience, age, or education.  On the other hand, results denoted a significant 

relationship among experience, age, education, and commitment to public interest.  This 

means that commitment to public interest increases with experience, age, and education.  
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While the self-sacrifice dimension was related to experience and age, there was no 

correlation with education. 

 In review of literature, the age factor has yielded consistent findings that older 

respondents report higher levels of PSM (Paney & Stazyk, 2008; Perry, 1997).  On the 

contrary, Moynihan and Pandey (2007b) in their study of managers working in health and 

human service agencies found that organizational tenure had a negative relationship with 

PSM.  Furthermore, Naff and Crum’s (1999) investigation of US federal government 

employees found no significant difference based on employees’ age and tenure.  In the 

same vein, Camilleri (2007) found job tenure had no effect on PSM; however, age had a 

positive relationship with the commitment to public interest dimension.   

 This current research and previous findings propose there may be other 

observable factors influencing public service motivation that are beyond this study.  

These research findings are important, as there are generally positive correlations 

between experience and age with relation to public service motivation.  Education 

probably has the most robust correlation with public service motivation (Pandey & 

Stazyk, 2008), as a higher level of education is consistently correlated with higher public 

service motivation levels (Vandenabeele (2011).  Another possible explanation for the 

variance in levels of PSM between school district administrators and teachers may be the 

master’s level education and leadership preparation programs required prior to assuming 

roles in school administration.  This supports the premise that schools are an important 

source of development in terms of influencing the motivation of individuals.  Perry 

(2000) concurs that education and professional training affect the level of PSM.   
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 Overall, in discerning the findings of public service motivation and the personal 

characteristics of education professionals, one may surmise that education professionals 

in fact possess public service motivation.  Moreover, the public service motivation 

construct is not exclusive to public administration.  Scholars have found that individuals 

with high levels of PSM tend to be female managers who are highly educated (Bright, 

2005; Dehart-Davis et al., 2006; Naff & Crum, 1999; Perry, 1997), and that is in keeping 

with these research results.   

 Utilizing correlation analysis to identify the relationship between professional 

commitment and demographic characteristics of education professionals, results fell short 

of conventional levels of statistical significance with a weak relationship among 

experience, age, education, and professional commitment.  Therefore, one may conclude 

there are other variables that contribute to professional commitment in education.  This 

finding is contrary to Bright (2008) whose study of three public organizations revealed 

race, age, and education were significantly related to turnover intentions.   

Comparing Public Serving Sectors 

 An investigation into differences between public administration and public 

education professionals on their public service motivation was conducted to answer the 

fourth research question.  Comparisons of this nature have been limited in scope—

predominance in public administration.  These results draw interesting conclusions that 

may inform public service motivation literature beyond its current station.   

 The sample from the literature used for comparison was purposively selected.  

Participants from the public administration sector varied in backgrounds such as in-

service MPA students, public affairs undergraduates, business executives, department 
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heads in municipal government, social work graduate students, sheriffs’ deputies, 

university employees, social service and natural resources department employees from 

state government, county government employees, and management employees at a 

federal defense installation.  There were 376 participants in the public sector data 

analysis.  The public education sector sample were selected from graduate students 

currently in their job roles, and consisted of teachers (145), aspiring leaders (79), and 

school district administrators (39) totaling 258 respondents who at the time of this study 

were all holding these posts for at least one year or more.   

 A modified version of Perry’s (1996) instrument was used to assess public service 

motivation differences across public administration and public education sectors.  The six 

items used for comparison analysis consisted of two questions from the self-sacrifice 

dimension and four questions from the compassion dimensions.  Condensed versions of 

the PSM scale have been commonly used in prior studies (Alonso & Lewis, 2001; 

Brewer & Selden, 2000; Kim, 2005; Naff & Crum, 1999; Wright & Pandey, 2008) with 

consistently reliable results.  Participants were asked to respond to items on a 5-point 

Likert-type scale ranging from 1 (strongly disagree) to 5 (strongly agree). These 

questions asked: 

Item 1: It is difficult for me to contain my feelings when I see people in distress. 

Item 2: I have little compassion for people in need who are unwilling to take steps to help 

 themselves. 

Item 3: I seldom think about the welfare of people I don’t know personally. 

Item 4: Doing well financially is definitely more important to me than doing good deeds. 

Item 5: I am rarely moved by the plight of the underprivileged. 
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Item 6: Much of what I do is for a cause greater than myself. 

 In comparing the public administration sector sample from the literature and 

education sector sample of this study, results revealed education professionals possess 

higher levels of public service motivation than those of the public administration sector.  

Researchers maintain that PSM is grounded in the tasks of public service provision and is 

more prevalent in government than other sectors (Perry et al., 2010; Rainey & Steinbauer, 

1999; Wise 2000).  These findings cast doubt on this argument.   

 Of interest are the attitudes of education professionals whose elevated level of 

compassion for people in need and self-sacrifice may mean educators are more inclined 

to seek and remain in the public education sector rather than in public administration.  

Since the majority of items used for comparison were encompassed in the compassion 

subscale that was derived from affective motives grounded in human emotion, one may 

surmise that while educators are not significantly different from one another on the 

compassion dimension, they may be considerably more compassionate than the public 

administration sector.  The two groups differed significantly from one another as the 

effect size indicated a small to medium range.  

 Findings also disclosed education participants had more similar work roles than 

the wide-ranging public administration sector.  For instance, the education sample was 

confined to three specific job roles (teachers, aspiring leaders, and school district 

administrators) whereas those in the public sector sample were more diverse in their work 

roles.  Furthermore, at the time of this study, education sector participants had more 

advanced educational training (ranging from a bachelor’s degree to a doctorate degree) 

than the public administration sample that in some cases held less than an undergraduate 



   
 

 
 
 

100 

degree.  The potential for higher public service motivation increases based on the level of 

education and education professionals confirmed this finding.  Evidence suggests that 

differences between public administration and public education sectors hold practical 

implications as described herein. 

Conclusions and Implications 

 There are four major conclusions and several practical implications drawn from 

this research that may substantially contribute to the public service discourse and 

understanding of motivation theory in education as shown in Table 10.   

 First, public service motivation was positively related to professional 

commitment.  Therefore, one may conclude that educators with high levels of public 

service motivation are committed to their profession.  An implication for human resource 

practice is recruiting and selecting service-oriented individuals who view education as 

public service work with meaningful benefits may effectuate employee retention and 

contribute to an educational service culture.  Hiring individuals imbued with high levels 

of public service motivation that are more professionally committed to their work and are 

less likely to leave the profession may provide an increased level of consistency and 

structure within school communities.   

 Second, school district administrators were found to possess higher levels of 

commitment to public interest and self-sacrifice than teachers.  Therefore, one may 

conclude that teachers who have extended beyond the classroom into school leadership 

roles think beyond their own parochial concerns to effectuating change that contributes to 

improved schools for the betterment of society.  An implication for educational 

leadership practice is that school administrators who embody a public service ethos and 
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exhibit sustained commitment may foster a sense of allegiance toward the greater good 

that will elevate public service motivation throughout their entire school community.  

School leaders with high levels of commitment to the public interest and self-sacrificing 

behaviors may see to it that their publics’ interest is conserved and protected so as to 

build democratic school communities that are in keeping with Dewey’s philosophy of 

saturating individuals with the spirit of service. 

 Third, in analyzing influences of demographic characteristics on the multi-

dimensional construct of public service motivation, the compassion subscale raised an 

interesting observation.  Contrary to expectations, those with higher levels of compassion 

were reported to be female of Black and White race while Hispanics maintained lower 

levels of compassion.  Older, experienced educators reported more self-sacrificing 

behaviors.  An implication for school districts may be to consider recruiting, selecting, 

and sustaining individuals who personify these character traits.  Additionally, those with 

higher levels of education were found more committed to the public interest.  An 

implication for university leadership preparation programs may be that cultivating 

individual predispositions could lead to increased levels of commitment to the public 

interest.  

 Fourth, education professionals were found to possess higher levels of public 

service motivation than public administration professionals.  This distinction between 

sectors may be explained by the fact that in this study, education participants were 

already in their job roles whereas those in the public sector sample were more diverse and 

included full time graduate students.  One may also opine that higher educational training  
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on the part of educators in this study produced the increased PSM levels.  An implication 

for academic scholars would be to investigate whether individuals with a strong 

propensity toward compassion and self-sacrificing citizenship behaviors are more 

inclined to seek and remain in the public education sector rather than in public 

administration. 

Limitations  

 The major limitation in this research study was the low response rate.  This study 

utilized an Internet-based survey in which prospective participants were sent an 

individual E-mail requesting their response.  One drawback of this type of data collection 

is its low response rate compared to formerly more popular mail surveys (Crawford et al., 

2001).  A total of 1719 invitations to participate in this study were disseminated via E-

mail with 360 responses returned resulting in a 21 percent response rate.  Response rates 

are generally considered to be the most widely compared statistic for judging the quality 

of surveys (Biemer & Lyberg, 2003).  Therefore, prior to undertaking this research, 

several considerations were taken into account and a number of strategies applied to 

reduce nonresponse bias.   

 First, a sample of convenience was utilized that included female (81 percent) 

teachers (56 percent) with up to ten years of tenure (76 percent).  Of the participants, only 

15 percent were school district administrators.  This could be evidence of a bias 

specifically because higher-level employees tend to participate more in Web surveys 

(Couper, Blair, & Triplett, 1999).  While a large number of participants were White (73 

percent), the age of respondents was more or less equally represented with 70 percent up 

to age 40 and only 16 percent over the age of 50.  Second, the survey length was minimal 
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at 30 items, and the time to complete it took approximately five minutes.  Third, 

statistically proven measures were implemented such as issuing respondent pre-

notifications, inviting prospective respondents to participate, and two follow up 

reminders all within a two-week timeframe.  A fourth consideration was the timing of the 

study.  The data collection stage of this study began immediately after September 11.  

The thought was that many would be imbued with compassion, altruism, loyalty, and 

citizenship.  Even the depressed labor and economic market conditions were considered 

to perhaps influence some to approach this type of research as a service in the public 

interest.  While incentives have proven to increase response rates (Dillman 1997), based 

on the nature of this study, extrinsic rewards may have skewed results.  Therefore, the 

prospective respondents were not incentivized to participate in this study. 

 Couper (2000) attributes the lack of increased response rates on subjects who are 

less familiar with the Internet or confidentiality issues raised by electronic 

communication.  While familiarity with the Internet was not a direct underlying cause of 

a low response rate in this study, concerns regarding security with transfer of electronic 

communications may have played a major role in this case.  A fifth measure was 

undertaken in order to maintain anonymity and further protect respondents’ right to 

privacy.  An individual E-mail was sent directly to each prospective participant that 

included the Web link to the survey rather than placing E-mails into survey software that 

track response rates through an individual’s computer IP address.  While sending out an 

individual E-mail to over 1700 prospective participants was a painstaking task, the 

researcher considered this a critical precautionary measure necessary to ensure the 

Internet safety and security of all participants.   
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 Although Internet surveys provide a cost effective, convenient means of 

communication beneficial to research, there are still many security concerns contributing 

to nonresponse bias.  Concerns with privacy, confidentiality, the exploitation of personal 

information, general cynicism, and declining civic participation are pervasive social 

trends that each contribute to decreasing survey participation (Johnson & Owens, 2003).  

Although exhaustive measures were in place to procure a significant response rate, this 

limitation could not be overcome using the methods chosen. 

 Empirical research studies are beginning to challenge the presumption that a low 

response rate equates to lower survey accuracy and instead presents only the risk of 

reduced accuracy.  Along these lines, Visser, Krosnick, Marquette & Curtin (1996) 

conclude that surveys with lower response rates (near 20 percent) do not necessarily yield 

less accurate measures than surveys with higher response rates (near 60 or 70 percent).  A 

growing literature is investigating the effects of low response rates on survey quality 

(Keeter, Miller, Kohut, Groves, & Presser, 2000).  While this study was restricted by a 

small sample of participants, it presented significant statistical findings.  Future research 

studies would benefit from utilizing diverse forms of data collection such as the mixed-

methods approach of telephone and mail surveys.   

 Additional limitations of this study were the lack of prior PSM research in the 

education sector, the reliance on self-reported data, and the use of convenience samples.  

This research was among the first to investigate the multi-dimensional construct of public 

service motivation of education professionals in the US.  The lack of prior scholarship 

surrounding the attitudes of public servitude among education professionals was limited 
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in that this study’s research questions were exploratory in nature and, thus, further 

research is warranted.   

 Relying on self-reported data is another notable limitation of this research, as the 

responses could not be independently verified.  Consequently, one must take participant 

responses at face value, and that has the potential for bias.  For example, research 

findings depict men self-reporting low levels of the compassion when in fact the reason 

for this result may be culturally motivated. 

 While convenience samples are useful in determining relationships, they are not 

representative of the entire population and result in low external validity.  In fact, 

convenience samples may sometimes cause under coverage bias.  The limitation of 

generalizability inhibits the ability to make inferences about the study population.   

Recommendations for Practice, Preparation, and Future Research  

 Despite the limitations of this study, outcomes of this research contribute to the 

literature of public service motivation and commitment from an educational context, but 

it does not end there.  Findings inspire new inquiries that may lead to further research and 

perhaps a broader impact on human resource practices in education both in the US and 

abroad.  Academics have long explored what motivates individuals to enter public service 

and encourages their commitment to stay (Horton & Hondeghem 2006).  For educators it 

may be the resolve that their vocation is to make a positive difference in the lives of 

children.  Those individuals who possess higher levels of public service motivation are 

the educational leaders of schools expected to affect the developmental growth and 

renewal initiatives within the school environments.  How prepared they are to face 

arduous challenges, how supported in their efforts, and how motivated to serve their 
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public are all questions deserving further investigation.  A look at the recommendations 

for future research continues herein.   

 This study only begins to reveal the importance of connecting public service 

motivation to the field of education and other public serving organizations.  The findings 

suggest several implications for human resource management, leadership preparation 

programs, and educational leadership practice.  The following are recommendations for 

implementing and expanding these propositions. 

a)  Incorporate public service criteria into hiring practices for recruitment and 

selection of service-oriented individuals so that schools may be infused with those 

committed to the education profession.   

b)  Provide leadership preparation programs and professional development that 

cultivates individual predispositions and public service values so that aspiring 

leaders may learn how to foster allegiances toward the greater good and build 

democratic school communities committed to their publics. 

c)  Conduct construct validation studies with educator groups in order to confirm 

findings of the PSM multi-dimensional differences and demographic influences 

both in the US and internationally. 

d)  Incorporate items from the PSM instrument into the School and Staffing Survey 

(SASS) that is disseminated annually by the National Center for Education 

Statistics (NCES) to capture the public service motivation construct in education 

on a national scale just as the US Merit Systems Protection Board (MSPB) 

included six of Perry’s (1996) survey items in their study of the federal workplace. 
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e)  Utilize diverse data collection methods with proven success such as telephone, 

mail, or face-to-face surveys that may help ameliorate a low response rate and 

allow for greater generalizability.  It is suggested, whenever possible, prospective 

respondents be recruited in person and invited to complete survey items utilizing 

what some may deem the old-fashioned paper and pen method so that the 

researcher walks away with the study data in hand. 

Final Reflections 

 The initial interest in this research grew out of a strong belief that educators are 

compassionate, self-sacrificing public servants who view the profession as a vocation to 

which they are called to serve their publics’ interest.  Therefore, utilizing the multi-

dimensional construct of public service motivation, this study was conducted to test these 

assumptions by surveying education professionals.  Findings revealed that public service 

motivation had unique meaning for educators.   

 Public service motivation was found to be an important predictor of professional 

commitment.  Moreover, commitment to the public interest and self-sacrifice dimensions 

were highest among school district administrators in comparison to teachers.  This 

connection between professional commitment and the PSM dimensions explains vital 

characteristics of the educational leadership role.  Yet, the compassion subscale raised 

statistical issues in terms of its lack of significance among educator groups as well as 

differences between gender and among racial and ethnic categories.  While some of these 

differences may have been mitigated with an increased response rate, judgments may be 

made based on the small effect sizes.  Therefore, one may surmise that in education, a 

commitment to the public interest that includes self-sacrificing behaviors leads to 
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 professional commitment while bypassing the compassion dimension. 

 This research also lends support for the presumption that public service 

motivation is encountered beyond the public administration sector.  Findings revealed 

that public service motivation was highest among education professionals in comparison 

to the public administration sector.  The conveyance to public serving sectors may be that 

while these organizations are unique in their work, they all answer to the same boss—the 

public.  Increasing knowledge of public service motivation through education and 

incorporating these values into human resource practices will allow organizations to 

provide exceptional services that surpass bureaucratic controls.  While this study 

expanded our understanding of public service motivation in an education context, it may 

be premature to draw conclusive findings.   

 Throughout the history of this country, Presidents such as Jefferson, Roosevelt, 

and Kennedy made public service the hallmark of their administration and the country 

was transcended by such efforts.  During these current difficult times of high 

unemployment, lack of political leadership, and distrust in government, Americans 

benefit from the actions of those imbued with public servitude.  Therefore, it is 

incumbent upon us to inculcate educational institutions with public service motivation so 

that we may reclaim Dewey’s progressive philosophy of saturating individuals with the 

spirit of service in preparation for life.  Public service is the collective responsibility of all 

society; upholding the democratic principles of human dignity and educational equality is 

a global imperative.  The mechanism for undertaking this responsibility is articulated in 

the words of Mahatma Gandhi: “The best way to find yourself is to lose yourself in the 

service of others.” 
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APPENDICES 

Appendix A: Pre-Notification Email 
 

Subject: Preview Upcoming Education Study 
 

Dear Fellow Graduate Student: 
 

As a fellow graduate student currently enrolled in a doctoral program at Florida 
Atlantic University, I am conducting a study for my dissertation on the topic of Public 
Service Motivation and would like to request your cooperation.  Specifically, I am 
surveying education professionals to see the degree to which public service is relevant 
to the work we are doing within our school communities.  You have been selected to 
participate in this upcoming study because you are an education professional enrolled 
in a graduate program at a higher education institution.  Your institution and/or 
program director already approved this research. 
 
In a few days, you will receive a request entitled Participate in Education Study via the 
Email address jackerin@fau.edu.  This request will outline the study more specifically, 
allow you to acknowledge consent, and respond to a survey that takes approximately 
five (5) minutes to complete.  Your participation is completely voluntary, and all 
responses will be handled confidentially.  You may skip any questions you do not wish 
to answer or withdraw from the study at any time; however, all your responses will be 
invaluable to this research.   
 
Your taking the time to respond to this survey and provide valuable insight into public 
service motivation research will be greatly appreciated.  If you prefer to opt out of this 
survey, please click here, and you will be automatically removed from this mailing 
list.  Thank you sincerely for your consideration.  I look forward to learning from you.   

 
Sincerely,  

!!!!! !
Jacqueline Ackerina 
Doctoral Candidate, Florida Atlantic University 
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Appendix B: Invitation to Participate/Consent 
 
Subject: Participate in Education Study 
 
Greetings Fellow Graduate Student: 

 
Thank you for your interest in participating in our research study.  The purpose of this 
study is to determine whether individuals who are committed to careers in education 
possess public service motivation.  To participate in this study, you will respond to a 30-
item survey on public service motivation that will take approximately 5 minutes of your 
time.  You will be asked questions pertaining to your thoughts and feelings about public 
service in your role as an education professional.  You may skip any question that makes 
you uncomfortable and are free to withdraw from the survey at any time without penalty. 
 
The risks involved with participating in this study are no more than one would experience 
in regular daily activities.  In order to maintain anonymity, your name is not required.  To 
ensure confidentiality, all survey responses will be encrypted and transmitted to a secure 
server.  While several safeguards have been instituted to protect the confidentiality of 
your responses, no guarantees can be made regarding the interception of data sent via the 
Internet by third parties.  Your participation in this study will provide essential 
information regarding public service motivation and commitment of education 
professionals that will inform educational practice and promote further research in this 
area.  Potential benefits you may receive from participation are the satisfaction in 
knowing that you have contributed to expanding research of public service motivation in 
education and informing educational practices.   
 
For questions regarding your rights as a research participant, please contact the Florida 
Atlantic University Division of Research at 561.297.0777.  For questions regarding the 
study, please contact the principal investigator, Jacqueline Ackerina, at jackerin@fau.edu. 
 
By clicking the “I consent” button below, you are giving your consent to participate in 
this research study.  You are also affirming the following: 1) You have read the 
information describing this study and any questions have been answered to your 
satisfaction; 2) You are 18 years of age or older and freely consent to participate.  Please 
remember that you are free to withdraw from this study at any time without penalty.  
Please print or save a copy of this consent form for your records. 

I consent   I do not consent  to participate in this research study 
Thank you in advance for your participation and supporting the future of public service in 
education.  Please accept my sincere gratitude for your consideration. 
 
Sincerely, 

 
Jacqueline Ackerina 
Doctoral Candidate, Florida Atlantic University 
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Appendix C: Public Service Motivation Survey 
 
Instructions: 
 
The following questions pertain to your thoughts and feelings about public service.  
Public service motivation is described as “the belief, values, and attitudes that go beyond 
self-interest and organizational interest, that concern the interest of a larger political 
entity and that motivate individuals to act accordingly whenever appropriate” 
(Vandenabeele 2007, p. 549).  Please keep this “definition” of public service in mind as 
you respond to the following questions in your role as an education professional.  There 
are no right or wrong answers to these questions, and it is YOUR experiences that we are 
particularly interested in. 
 
Scale (30 items total)      
1 = Strongly disagree (SD)    5 = Somewhat agree 
2 = Disagree (D)     6 = Agree (A) 
3 = Somewhat disagree    7 = Strongly agree (SA) 
4 = Neither disagree or agree (N)      
       SD   D            N             A    SA 
  
1. It is difficult for me to contain my feelings 1      2      3      4      5      6      7   

when I see people in distress. COM 
 

2. As an educators, meaningful public service  1      2      3      4      5      6      7   
is very important to me. CPI 
 

3. I am prepared to make sacrifices for the good 1      2      3      4      5      6      7  
of my school community. SS  

 
4. I unselfishly contribute to my school  1      2      3      4      5      6      7   

community. CPI 
 
5. I feel people should give back to their school  1      2      3      4      5      6      7 

community more than they get from it. SS   
 
6. I would prefer seeing public school officials 1      2      3      4      5      6      7  

do what is best for the school community even  
if it goes against my personal interests. CPI 
 

7. Most education programs are too vital to do 1      2      3      4      5      6      7   
without. COM     

 
8. I am often reminded by daily events of how 1      2      3      4      5      6      7   

dependent we are on one another in my school 
community. COM 
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       SD   D            N             A    SA 
 
9. I am one of those people who would sacrifice 1      2      3      4      5      6      7   

to help someone else. SS 
 
10. Making a difference in my school community 1      2      3      4      5      6      7   

means more to me than personal  
achievements. SS 
 

11. To me, compassion includes seeing to the  1      2      3      4      5      6      7   
      welfare of others. COM 
 
12. I have little compassion for people in need  1      2      3      4      5      6      7   

who are unwilling to take steps to help  
themselves. (Reversed) COM 
 

13. Serving my school community would give 1      2      3      4      5      6      7   
me a good feeling even if no one paid me  
for it. SS 
 

14. There are few educational programs that I  1      2      3      4      5      6      7 
      wholeheartedly support. (Reversed) COM 
        
15. I seldom think about the welfare of people  1      2      3      4      5      6      7   

I don’t know personally. (Reversed) COM 
 

16. Doing well financially is definitely more  1      2      3      4      5      6      7     
important to me than doing good  
deeds. (Reversed) SS 

 
17. As an educator, I consider public service  1      2      3      4      5      6      7   
      my duty. CPI 
  
18. I am rarely moved by the plight of the  1      2      3      4      5      6      7   
      underprivileged. (Reversed) COM 
 
19. I believe in putting my job duties   1      2      3      4      5      6      7   
      before self. SS 
        
20. It is hard for me to get interested in what  1      2      3      4      5      6      7   

is going on in my school community.   
(Reversed) CPI 

 
21. Much of what I do is for a cause greater than 1      2      3      4      5      6      7 

myself. SS          
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       SD   D            N             A    SA 
 
22. If I could go back to college and start over    1      2      3      4      5      6      7 

again, I would enter the education field. PC 
 
23. In the next 3-5 years, I plan to remain in the 1      2      3      4      5      6      7 

education field. PC 
 
24. What is your current position? 

___ Teacher 
___ School District Administrator 
___ Other (please specify) ____________________________________ 

 
25. Are you currently enrolled in a leadership preparation program? 

___ Yes 
___ No  
 

26. How many years of full time experience have you had in public education?  
 

27. Are you male or female? 
___ Male  
___ Female  
 

28. How do you identify yourself in terms of race or ethnicity? 
___ African American or Black  
___ American Indian or Alaska Native 
___ Asian 
___ Caucasian (other than Hispanic) 
___ Hispanic 
___ Native Hawaiian or other Pacific Islander 
___ Other (please specify) ____________________________________ 
 

29. What is your current age?  

 
 

30. What is the highest degree you have earned? 
            ___ Bachelor’s degree 

___ Master's degree  
___ Specialist's degree  
___ Doctorate degree  
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