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Abstract

Public sector turnover has been a current issue in the public sector management literature. 

The aims of this study were to identify significant factors that drive the intention to leave 

a public organization. This study examined how work motivations (intrinsic motivation, 

extrinsic motivation, and public service motivation) and work attitudes (organisational 

commitment and job satisfaction) influence turnover intention in a developing, non-

western, and recently reformed public sector organisation. An Indonesian public 

organization was chosen as the context of the study and provided an interesting contextual 

background since this organization has been going through a major changes as part of 

bureaucratic reform. 

This research employed both quantitative and qualitative approach. A questionnaire-

based survey was a primary source of quantitative data. The survey was conducted in 11 

cities across Indonesia. Total questionnaires distributed were 644 and 601 were returned, 

giving 93% response-rate. Some quantitative data analyses were utilised, included: 

exploratory factor analysis (EFA), confirmatory factor analysis (CFA), regressions, and 

structural equation modeling (SEM). EFA and regressions are performed by using IBM 

SPSS 20 statistical software. Principal Axis Factoring (PAF) with Promax rotation - a 

technique in EFA method, was chosen and justified for this study to extract relevant 

factors from each variables in the data set. Followed with the Maximum Likelihood 

Estimation (MLE) computation, as a technique in CFA method provided by  LISREL 9.2 

statistical software, was employed to confirm the factors. Finally, SEM was used to 

explore the relationships between the latent and observed variables. The qualitative 

approach was adopted as a supplementary analysis to the quantitative findings. Semi-

structured interviews were deployed to nine participants – who previously worked at the 

Organisation before they voluntarily resigned. The qualitative analysis aimed to scrutinise 

the reasons that drove them to quit. 

The results of quantitative analyses supported the hypotheses presented in this research. 

In summary, intrinsic motivation, extrinsic motivation, public sector motivation, 

organisational commitment, and job satisfaction significantly influenced intention to 

leave an organisation in the Indonesian public sector background. However, the 

application of western-developed theories in the Asian context is influenced by national 

and organisational cultures. In qualitative perspective, four themes emerged from the 
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analysis, including: human resource management; employee’s welfare; policy and 

regulation; and organisational changes. Practical recommendations for public sector 

managers are offered, as well as recommendations for future research. 



CHAPTER ONE: 

INTRODUCTION 

1.1. Introduction 

This chapter introduces the study of the influence of work motivation, organisational 

commitment, and job satisfaction on intention to leave in the context of the Indonesian 

public service. It will explain the problem which has given rise to the research. In doing 

this, section 1.2 examines the background to the problem and places the problem in its 

appropriate context. The research questions which will guide the research are briefly 

considered in section 1.3. The full development of the research questions will be given in 

Chapter 3 where they are derived from the literature survey of Chapter 2. Section 1.4 

summarises the conceptual framework which underpins the key elements of the 

framework. A more detailed analysis of the conceptual framework will be undertaken in 

the method chapter, Chapter 3. The importance and justification of the study will be 

provided in section 1.6 and in section 1.7, the overall structure of the thesis is presented. 

1.2. Research Problem and Context 

The human resource is a very valuable asset of an organisation. Managing these assets 

involves “the process of acquiring, training, appraising, and compensating employees, 

and attending to their labour relations, health and safety, and fairness concerns” (Dessler, 

2005, p. 4). One of the critical challenges in human resource management is managing 

employee turnover. Turnover can result from natural causes (death or retirement), 

voluntary departure (resignation from the organisation), or involuntary separations 

(dismissal by the organisation). Within the study of human resource management, the 

voluntary turnover of employees has been an issue of both practical and theoretical 

significance. Voluntary turnover is driven by many factors. Workers may become 

dissatisfied with their current job and seek a more stimulating work environment (an issue 

of job satisfaction). The performance of the organisation may decline or fail to keep up 

with other organisations causing workers to seek jobs in better performing organisations; 

or the organisation may regard the ongoing performance of the worker as less than 

satisfactory creating a situation in which workers choose to seek a more supportive 
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environment with another organisation (issues of individual or organisational 

performance). Turnover may also result from external factors beyond the control of the 

individual organisation. The impacts of the voluntary disengagement of highly competent 

employees can be costly for organisations, because of operational disruptions inherent in 

their departure and the expense that must be incurred in recruiting replacements (Hellman, 

1997). 

There is extensive research on employee turnover (see meta-analytical studies by 

Griffeth, Hom, & Gaertner, 2000; Hellman, 1997; Podsakoff, Lepine, & Lepine, 2007; 

Tett & Meyer, 1993; Van Iddekinge, Roth, Putka, & Lanivich, 2011; Zimmerman & 

Darnold, 2009). This literature examines a range of issues related to employee turnover 

behaviour and the factors leading to their decision to resign, including how their intention 

to resign develops and why an intention to resign becomes acted upon. 

However, it is only in the last few years that public administration scholars have begun 

exploring the question of job turnover in the public sector (Meier & Hicklin, 2008). 

Nevertheless, public sector organisations across the world have been challenged to reform 

their organisations and provide better outcomes and performance. In a reforming 

organisation, the employees are faced with changes related to their job design, salary 

arrangements, and performance appraisal system. Consequently, a high rate of voluntary 

turnover, especially from high performing employees, will eventually hinder an 

organisation’s performance and restrict its ability to achieve new functions and targets, 

unless employees have the high work motivation to perform and align themselves to their 

new organisational targets. 

Research on turnover intention in the public sector, in line with the findings in the private 

sector, has found that job satisfaction and organisational commitment are important 

indicators of turnover behaviour (Hellman, 1997; Vandenabeele, 2009, 2013). 

Furthermore, public sector research has found that intrinsic motivation is significantly 

related to an employee’s satisfaction (Cho & Perry, 2012); and that extrinsic motivation 

connection to public sector performance is positive (Taylor & Taylor, 2011). Supporting 

these findings, Georgellis, Iossa, and Tabvuma (2011) found that individuals are attracted 

to public sector organisations by intrinsic rather than extrinsic rewards, and higher 

extrinsic rewards reduce the propensity of intrinsically motivated individuals to enter into 

public sector employment (i.e. extrinsic motivations crowd out intrinsic motivations). 
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However, much of the research on public sector turnover intention has been from 

developed western countries (the USA, Europe, Australia, and New Zealand); or 

relatively developed Asian countries (China, and South Korea); and some of these 

countries also had experienced reform or organisational changes. This study will focus 

on how work motivation and work attitudes (including organisational commitment and 

job satisfaction) affect turnover intention in a developing, non-western, and recently 

reformed public sector organisation in order to identify policy prescriptions to reduce 

turnover. 

Notwithstanding the mixed findings in the current literature, this research will endeavour 

to identify, for a specific Indonesian organisation, the extent to which work motivation 

(public service motivation (PSM), intrinsic, and extrinsic motivation) and work attitudes 

(organisational commitment and job satisfaction) influence the intention to leave the 

public service. In doing so, the research will contribute to the growing literature on this 

important topic and provide practical policy prescriptions to reduce public sector 

turnover. 

Indonesia provides an interesting environment in which to undertake the proposed 

research. The nation has been going through major bureaucratic reform. This is especially 

true in the taxation sector. As Indonesia is still a developing nation, it needs to ensure a 

sustainable flow of revenue to fund the continuing development. The Government of 

Indonesia has committed to become more self-reliant in funding domestic growth. This 

determination is evidenced in increasing targets for tax revenues in state budgets. To 

achieve these targets, a high performing and efficient taxation sector is crucial. Reducing 

turnover in the public sector will greatly assist in achieving this objective. 

 

1.3. Research Questions  

This study aims to identify the significant factors that drive the intention to leave the 

Indonesian public service. Identifying these factors will make it possible to provide policy 

recommendations to reduce staff turnover and consequently favourably impact the 

efficiency of the public sector organisation. The key research question, is: 

How do work motivations affect work attitudes and how do motivations and work attitudes 

influence the intention to leave in an Indonesian public sector organisation? 
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Work motivations in this research project are defined as intrinsic motivation, extrinsic 

motivation, and public service motivation. The work attitudes to be considered in this 

research are organisational commitment and job satisfaction. Thus, eight research 

questions were developed to gain further insight into this research problem: 

1) To what extent does work motivation influence organisational commitment? 

2) To what extent does work motivation influence job satisfaction? 

3) To what extent does organisational commitment influence job satisfaction? 

4) To what extent do work motivation, organisational commitment, and job 

satisfaction influence the intention to leave an organisation? 

5) To what extent does organisational commitment mediate the relationship between 

work motivations and job satisfaction? 

6) To what extent does job satisfaction mediate the relationship between work 

motivations and organisational commitment? 

7) To what extent do organisational commitment and job satisfaction mediate the 

relationship between work motivation and the intention to leave an organisation?  

8) What reasons can be advanced for the decision by employees to leave a public 

sector organisation? 

 

In answering these research questions we will follow a procedure developed in 

accordance with the outline discussed below. 

 

1.4. Theoretical Framework 

This research project will examine the relationship between work motivations and work 

attitudes and the intention to leave an organisation (ILO), in this case an Indonesian public 

service organisation. The work motivational concepts that will be considered in this study 

are intrinsic motivation (IM) and extrinsic motivation (EM), and public service 

motivation (PSM). The work attitudes are organisational commitment (OC) and job 

satisfaction (JS). The conceptual framework of this proposed research is described in 

Figure 1.1. 
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Figure 1.1 The Conceptual Framework of the Proposed Research 

 

 

 

Figure 1.1 illustrates the direct and indirect relationships between the variables, that is 

how work motivations (including intrinsic and extrinsic, and public service motivation) 

impact on organisational commitment, and job satisfaction. Then, in turn, we consider 

how an employee’s commitment to an organisation and job satisfaction impact on an 

employee’s intention to leave an organisation. 

The following provides a theoretical basis of the impact of each variable in the 

framework.  

 

1.4.1.  Work Motivation 
Work motivation is considered an essential factor affecting job satisfaction and 

commitment to an organisation as it drives employees to perform congruently with the 

organisation’s objectives. Hence, work motivation is a fundamental issue not only for 

managers but also for scholars. There is an extensive literature on work motivation. Locke 

(1991) acknowledged a plethora of theories on motivation and proposed an integrative 

framework based on a chronological sequence of motivation. Steers, Mowday, and 

Work 
Motivation 

Work 
Attitudes 
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Shapiro (2004) identified the “golden age” of work motivation theories as the 1960s and 

1970s, because of the advances made in the development and usage of the concept during 

this period. 

Locke (1991) ordered motivational theories into a seven-fold classification in his 

“motivation sequence framework”. The classes are values, goals, expectancy, self-

efficacy, performance, rewards, and satisfaction. On the other hand, Steers et al. (2004) 

recommended a simpler two-fold classification of contemporary motivation theories as 

content theories and process theories. The following adopts the approach of Steers et al.  

 

1.4.1.1. The Motivation-Hygiene Theory 

Content theories explain factors that control and organise human behaviour. One well-

known content theory is the motivation-hygiene theory proposed by Frederick Herzberg, 

Bernard Mausner, and Barbara B. Snyderman (Herzberg, Mausner, & Snyderman, 1962). 

The motivation-hygiene theory consists of two sets of factors, which are motivation 

factors and hygiene factors. The term motivation factor has evolved into the term intrinsic 

motivation, while the term hygiene factor has become known as extrinsic motivation. 

While the motivation-hygiene theory is controversial, many scholars find it relevant when 

studying motivation, and human resources professionals find it useful in their human 

resource development policy and practices (Carmeli & Weisberg, 2006; Furnham, 

Eracleous, & Chamorro-Premuzic, 2009; Maidani, 1991; C. Park, Lovrich, & Soden, 

1988; Sachau, 2007; Smith & Shields, 2013). 

In the initial motivation-hygiene theory, Herzberg’s satisfier factors (known as the 

motivation factors) were related to job content (Herzberg, 1965). These factors are now 

called intrinsic motivation (IM). IM factors include achievement; recognition for 

achievement; work itself; responsibility; advancement; and growth (Herzberg, 1974). 

Accordingly, extrinsic motivation (EM, previously known as hygiene factors) were linked 

to job context. There are seven EM factors, company policy and administration; 

supervision; interpersonal relations (including relation to supervisors, peers, and 

subordinates); working conditions; salary; job status; and job security (Herzberg, 1974). 

Herzberg (1965) reported an empirical finding that IM (motivator factors) was positively 

related to job satisfaction, whereas hygiene factors were significantly related to job 

dissatisfaction. Herzberg also proposed a process of job enrichment. This is a technique 

for making jobs more interesting through increasing the motivation factors within various 



7 
 

roles. The work of Hackman and Oldham (1976), which outlines the job characteristics 

model (also known as work redesign or job enlargement), was mostly influenced by the 

motivation-hygiene theory. 

However, there is a debatable notion about intrinsic motivation and extrinsic rewards—

that extrinsic rewards will weaken intrinsic motivation. Some studies have found 

justification for this notion, but others have failed to provide support. A meta-analytic 

study by Wiersma (1992) argued that “it is not supported when task performance is 

measured while the extrinsic reward is in effect”. In contrast, another meta-analytical 

report by E. L. Deci, Ryan, and Koestner (1999) from 128 past experiments found that 

“tangible rewards tend to have a substantially negative effect on intrinsic motivation”. 

 

1.4.1.2. Public Service Motivation 

Public service is a special calling. Thus, how and why people respond to this calling is 

important. The motives that drive people to work in public service or community 

development are more likely different to those that lead people to join the non-profit, 

profit, or private sectors. Perry and Wise (1990) asserted a definition of Public Service 

Motivation (PSM) as “an individual’s predisposition to respond to motives grounded 

primarily or uniquely in public institutions and organizations” (see p. 368).   

PSM has been one of the most interesting subjects in public administration research and 

has gained popular attention in the field of public administration internationally (Bright, 

2013). Scholars have been validating this theory. The study of Pedersen (2013) confirmed 

that the PSM dimension of ‘‘public interest’’ was positively associated with attraction to 

public sector employment. This supports a proposition by Perry and Wise (1990). Then, 

Vandenabeele (2007) suggested the institutionalism of PSM in the public sector will be 

more intense if individuals in the organisation adopt autonomous PSM. 

 

1.4.2.  Work Attitudes 
Employees’ motivation will be reflected in their behaviour or attitudes in the workplace; 

this includes their commitment to organisation and job satisfaction. 

 



8 
 

1.4.2.1. Organisational Commitment (OC) 

The literature of OC is extensive (Allen & Meyer, 1990; Angle & Perry, 1981; Danny L. 

Balfour & Barton, 1991; Danny L. Balfour & Wechsler, 1996; Benkhoff, 1997; Bergman, 

2006; Buchanan, 1974; Lok & Crawford, 2001; Meyer & Allen, 1991; Mowday, Steers, 

& Porter, 1979; Park & Rainey, 2007; Porter, Crampon, & Smith, 1976; Porter, Steers, 

Mowday, & Boulian, 1974; Somers, 1995, 2009; Steers, 1977; Tett & Meyer, 1993; 

Vandenabeele, 2009). However, it is largely based on studies in the private sector. OC is 

defined as “the strength of an individual’s identification with and involvement in a 

particular organization” (Porter et al., 1974, p. 604). This definition also encompasses the 

acceptance or belief in an organisation’s values, extra effort behaviour, and desire to 

remain in the organisation (Mowday et al., 1979). O'Reilly and Chatman (1986) identified 

three components of commitment: compliance, identification, and internalisation. 

Whereas, Meyer and Allen (1991) proposed affective, continuance, and normative 

commitment. Then, Danny L. Balfour and Wechsler (1996) suggested identification, 

affiliation, and exchange commitment. 

Many scholars have found a correlation between OC and other work behaviour, such as 

absenteeism (Sagie, 1998; Somers, 1995); leadership (Avolio, Zhu, Koh, & Bhatia, 2004; 

Srithongrung, 2011; Yousef, 2000); motivation (Park & Word, 2012; Trivellas, 2011); 

performance (Danny L. Balfour & Barton, 1991; Luna-Arocas & Camps, 2008; 

Vandenabeele, 2009); job satisfaction (Norris & Niebuhr, 1984; Porter et al., 1974; 

Setyaningdyah, Nimran, & Thoyib, 2013); and mostly on turnover intention (Addae, 

Praveen Parboteeah, & Davis, 2006; Alniaçik, Alniaçik, Erat, & Akçin, 2013; Carmeli & 

Gefen, 2005; Currivan, 1999; Lambert & Hogan, 2009; Porter et al., 1976; Somers, 2009; 

Tett & Meyer, 1993). The latter relationship exists because of the implication of 

continuance or the desire to remain in the organisation as provided for in the definition.  

 

1.4.2.2.  Job Satisfaction (JS) 

Locke (1969) defined job satisfaction as “a pleasurable or positive emotional state 

resulting from the appraisal of one’s job as achieving or facilitating the achievement of 

one’s job values”. Satisfaction is closely related to motivation, as JS is positively related 

to PSM (Perry & Wise, 1990). IM and EM have also been related to JS, as evidenced by 

(Smith & Shields, 2013), whose study, employing the Motivation-Hygiene theory, 

observed that both motivation and hygiene factors were positively related to social 
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workers’ job satisfaction. Many scholars have also explored this relationship, such as: 

Furnham et al. (2009); Islam, Quazi, and Rahman (2011); and Sell and Cleal (2011). 

Empirical findings also support a notion that OC has a significant relationship to JS (Lok 

& Crawford, 2001; Norris & Niebuhr, 1984; Setyaningdyah et al., 2013; Tett & Meyer, 

1993; Weibull, 1994). 

The study of JS has gained international attention. A study by Huang and Van De Vliert 

(2003), which utilised two distinct surveys involving 107,292 respondents in 49 countries, 

found a strong and significant relationship between extrinsic job characteristics and JS in 

all countries. However, they found that the link between both variables was stronger in 

richer countries, higher social security countries, more individualistic countries, and 

countries with a smaller power distance culture. 

Another international study was carried out by Westover and Taylor (2010), who 

explored job satisfaction in six countries (West Germany, Great Britain, the USA, 

Hungary, Norway and Israel). They found that intrinsic rewards, extrinsic rewards, work 

relations with co-workers, and relations with management, all had a positive and 

significant relationship with job satisfaction. However, intrinsic rewards had the 

dominant influence on job satisfaction with work relations, extrinsic rewards, and PSM-

fit being less important. This trend was evident in West Germany, Great Britain, Hungary, 

and Israel, but not in the USA and Norway. Furthermore, PSM had an insignificant impact 

on job satisfaction, although PSM-fit did show a significant relationship with job 

satisfaction.  

 

1.4.3.  Intention to Leave Organisation (ILO) 
Intention to leave an organisation may associate with individuals’ perceptions of their 

prospects after leaving an organisation. Various turnover models have been proposed. 

These include the employee turnover decision model (Mobley, 1977); the organisational 

commitment model (Porter et al., 1974); the unified model of turnover (Bluedorn, 1982b); 

and the dynamic relationship between job satisfaction and turnover intentions model 

(Chen, Ployhart, Thomas, Anderson, & Bliese, 2011). Additionally, there has been 

extensive and interesting research in turnover intentions, (see for examples, Carmeli and 

Weisberg (2006), (Hellman, 1997); Nyberg (2010), Zimmerman and Darnold (2009), and 

Swailes and Al Fahdi (2011)).  
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Bluedorn (1982b) proposed a unified model of turnover which argued that an employee’s 

intention to leave an organisation was influenced positively by job search and negatively 

by that person’s level of commitment to the organisation. Conclusively, low levels of job 

satisfaction are generally related to an intention to leave an organisation (or turnover 

intention). Research generally supports the notion that job satisfaction affects 

organisational commitment and this, in turn is found to influence the intention to leave 

(Bluedorn, 1982b). Further, job satisfaction and commitment tend to be significantly 

related to turnover intentions (Carmeli & Weisberg, 2006). Similar findings are reported 

in the reviews of Hellman (1997); Tett and Meyer (1993); Griffeth et al. (2000); Hom and 

Kinicki (2001); and Chen et al. (2011). 

In their path analyses based on a meta-analysis, Tett and Meyer (1993) found strong 

evidence that JS and OC were critical precursors to turnover intention. Another meta-

analysis study (Mowday et al., 1979), which analysed OC by using an Organisational 

Commitment Questionnaire (OCQ), also supported the assumption that that job 

satisfaction affects organisational commitment, which in turn influences intention to 

leave. The support for this proposition has also emerged in many studies (D. G. Allen, 

Shore, & Griffeth, 2003; Lambert & Hogan, 2009). 

An interesting study has emerged from Oman (Swailes & Al Fahdi, 2011) in which the 

researchers investigated the phenomenon of voluntary disengagement in the Omani 

public sector during a period of management reform. They conducted semi-structured 

interviews with twenty-six current and former employees. The interviews probed the 

issues related to the turnover of public sector employees, including turnover perception, 

reward, organisation culture, and development and promotion. The subsequent analysis 

of the data considered the Islamic values of those involved in the study. The authors 

concluded that the main reasons that drove voluntary turnover in the Omani public sector 

were “generally grounded in frustration with management” (see p. 690). 

 

1.5. Justification of the Research 

Past research into the private sector has found significant relationships between the 

intention to leave and a range of dependent variables including work motivation, 

organisational commitment, and job satisfaction. Similar findings have been reported in 

the public sector research. However, most of the public sector research has been 

conducted in developed countries. Studies of turnover intention in the public sector in less 
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developed countries and its relationship to work motivation and job satisfaction are rare. 

Therefore, the research which is the subject of this dissertation will make a significant 

contribution to knowledge and permit the development of policies designed to enhance 

employees’ motivation and commitment to the organisation, and accordingly improve 

employees’ job satisfaction in the Indonesian public sector. This study will also help 

practitioners to understand how employees’ work motivation shapes their organisational 

commitment and job satisfaction. Understanding the role of work motivation will enhance 

the ability of public sector managers to develop employees’ engagement and commitment 

to their organisation, which in turn will increase their job satisfaction. The results of this 

study may also help managers who wish to decrease employee turnover in their 

organisation.  

As a gap in the literature and the importance of this study were emphasised in the 

discussion above. A presentation of the context and scope of the research is important to 

demarcate this study as explained in the next section. 

 

1.6. Research Context and Delimitations of Scope 

This study examines the relationships between intrinsic and extrinsic motivation, public 

service motivation, organisational commitment, job satisfaction, and intention to leave an 

organisation (especially from a public sector occupational viewpoint). Employee 

voluntary turnover has been an issue of both practical and theoretical significance 

(Hellman, 1997). Additionally, it has been observed that there is a growing phenomenon 

of voluntary turnover in the public sector (Bertelli, 2007; Bradbury, Sowa, & Kellough, 

2013).  

The context of the study is the Indonesian public sector. An organisation under the 

Ministry of Finance of the Republic of Indonesia, which operates in the taxation sector, 

is chosen as the primary source of data for this study. The organisation is the Directorate 

General of Taxes (hereinafter referred to as DGT). It has been implementing reform of 

the bureaucracy since 2002 and is currently experiencing a high voluntary turnover. 

To conclude this chapter, a structure of the dissertation is provided as a guide on how the 

study was conducted and the final outcomes achieved.  
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1.7. Structure of the Thesis 

Overall, the thesis is organised into eight chapters. A brief outline of each of the remainder 

chapters is presented below.  

 Chapter Two: This is the Literature Review chapter. Hypotheses Development will 

mostly contain the argumentation of the related variables in the body of knowledge 

from the literature. The discussion of the related issues is based on the conceptual 

framework presented in chapter one, which includes work motivation theories (the 

Motivation-Hygiene theory and Public Service Motivation), work attitudes 

(organisational commitment and job satisfaction), and intention to leave an 

organisation. Then, an observation of related research in the public sector will give 

a balance and complete the assessment of the review.  

 Chapter Three: This Research Design chapter gives a blueprint and guidelines to 

perform the research. At first it explains the objectives and the research paradigm. 

Then, the quantitative and qualitative research methods applied to this research are 

discussed, and the justification for using both methods is presented. A set of 

hypotheses to be answered in this study is also presented in chapter three with 

relevant details of the sampling design and both quantitative and qualitative 

research instruments. The Chapter also provides information about how the data 

were collected with a clear explanation about various statistical procedures that are 

used for data analyses. 

 Chapter Four: This chapter illustrates the contextual background of the study 

including the general research settings. It provides the data presentation and 

preliminary data analysis strategies. Various statistical properties and description 

of the data are also summarised that justify the background and application of 

further analysis.  

 Chapter Five: An explanation of further data analyses is offered in this chapter. A 

series of analysis, which includes exploratory factor analysis (EFA), confirmatory 

factor analysis (CFA), and regression analysis, is reported for each variables 

involved in this study. 

 Chapter Six: The final quantitative analysis is described in this chapter. A 

modelling technique is applied to explore the valid models representing the 

hypotheses proposed in this research. Structural equation modelling (SEM) is 

chosen, as this technique depicts structural paths of correlations among variables.   
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 Chapter Seven: This chapter elaborates the results of qualitative analysis. The 

transcripts from the semi-structured interviews are scrutinesed to extract the themes 

emerged from the participants point of views. 

 Chapter Eight: This final chapter summarises the study and provides some 

theoretical and practical recommendations, and also acknowledgement of 

limitations of the study. 

 

1.8. Summary 

This chapter gave preliminary insight into the study, as the background of the problems 

and context were presented along with the research questions. The explanation of the 

research problems and context suggested that there is a gap in the employee turnover 

literature especially in the public sector, in terms of addressing the relationship between 

work motivation and work attitudes in non-Western developing countries. Then, a 

theoretical framework was illustrated, followed by a brief review of the literature for each 

variable—IM, EM, PSM, OC, JS, and ILO. The justification and the scope of the study 

were also explained along with a description of the delimitation of this study—that it will 

be conducted in an Indonesian public sector organisation. This chapter was closed by 

presenting the structure of this thesis. The next chapter will review the literature 

thoroughly for each variable. The review will cover both private sector or general studies 

and public sector studies.     
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CHAPTER TWO: 

LITERATURE REVIEW 

2.1. Introduction 

The previous chapter provided an outline of this study. This chapter will elaborate on the 

theoretical foundation by highlighting the underpinning theories related to work 

motivation (IM, EM, and PSM), organisational commitment (OC), job satisfaction (JS), 

and intention to leave the organisation (ILO). This chapter describes the relevant 

concepts, the theories, and recent research on the relevant issues. Extensive research has 

been conducted in human resource management, including public administration, 

regarding the issues of IM, EM, PSM, OC, JS, and ILO. 

In this chapter, the conceptual framework is reviewed as a guide for the subsequent 

discussion. The model is based on material drawn from the behavioural literature 

primarily on private sector research. The model establishes the theoretical arguments 

which link the theories of work motivation, organisational commitment, job satisfaction, 

and intention to leave the organisation. In the final section, the discussion is expanded to 

incorporate the limited public sector literature for the related variables.   

Understandably, high employee turnover creates substantial costs for organisations, both 

tangible (e.g. replacement expenses) and intangible (e.g. operational disruptions). There 

is extensive research on employee turnover, to mention a few: Griffeth et al. (2000); 

Hellman (1997); Podsakoff et al. (2007); Tett and Meyer (1993); Van Iddekinge et al. 

(2011); Zimmerman and Darnold (2009). Scholars have commented on a range issues 

related to employee turnover behaviour resulting in resignation. This work includes an 

explanation of how their intention to resign develops and the factors that result in an 

intention to resign being acted upon. 

More recently, researchers have focused on the determinants of employee turnover 

(Ellett, Ellis, Westbrook, & Dews, 2007; Luna-Arocas & Camps, 2008), the relationships 

between turnover and work motivation (Maertz & Griffeth, 2004), performance (D. G. 

Allen & Griffeth, 1999; Nyberg, 2010), public service motivation (Bright, 2008), and 

gender (Rutherford, Wei, Park, & Hur, 2012; Sousa-Poza & Sousa-Poza, 2007). There 

have also been several studies comparing turnover among public and private sector 

employees (Carmeli & Weisberg, 2006; Wang, Yang, & Wang, 2012). However, most of 
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studies on turnover are related to the relationship between turnover and job satisfaction 

(Bright, 2008; Carmeli & Weisberg, 2006; Chen et al., 2011; Chiu & Francesco, 2003; 

de Moura, Abrams, Retter, Gunnarsdottir, & Ando, 2009; Delobelle et al., 2011; Grissom, 

Nicholson-Crotty, & Keiser, 2012; Hellman, 1997; Lambert & Hogan, 2009; Liu, Liu, & 

Hu, 2010; Mobley, 1977; Spector et al., 2007; Wang et al., 2012). 

With only a few exceptions, research on turnover has been undertaken in a business or 

private sector context. Research on turnover in the public sector is rare (Meier & Hicklin, 

2008). The objective of this research is to focus on this limited literature and to examine 

the relationships between work motivations and work attitudes on the one hand and, on 

the other, the impact of organisational commitment and job satisfaction on intent to leave 

a public sector organisation.  

 

2.2. Conceptual Framework 
A wide range of research has been dedicated to turnover intentions. There are widely 

accepted and empirically validated propositions in the literature that organisational 

commitment and job satisfaction have significant influence on turnover intentions 

(Allisey, Noblet, Lamontagne, & Houdmont, 2014; Bluedorn, 1982b; Griffeth et al., 

2000; Hellman, 1997; Mobley, 1977; Porter et al., 1974; Tett & Meyer, 1993). Similar 

findings are reported in public sector research (Bertelli, 2007; Bradbury et al., 2013; S. 

Kim & Park, 2014; Vandenabeele, 2013). Furthermore, OC and JS have also been found 

to be significantly related to work motivation (for examples, Camilleri & Van Der 

Heijden, 2007; Deci et al., 2001; Furnham et al., 2009; Herzberg, 1965; Lawler, 1970; 

Moon, 2000; Smith & Shields, 2013). 

Motivation is an essential factor, as it drives employees to perform congruently with the 

organisation’s objectives. Hence, work motivation is a fundamental issue not only for 

managers but also for scholars. There are extensive studies exploring the concepts and 

theories of work motivation. 

Work motivation theories are categorised as content theory and process theory. One well-

known content theory is the motivation-hygiene theory proposed by Frederick Herzberg, 

Bernard Mausner, and Barbara B. Snyderman (Herzberg et al., 1962). The motivation-

hygiene theory consists of two sets of factors—motivation factors (now referred to as 
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intrinsic motivation) and hygiene factors (now known as extrinsic motivation). Although 

this theory was established more than fifty years ago, many scholars find it relevant for 

current studies on motivations, and human resource professionals use it in their human 

resource development policy and practices (Carmeli & Weisberg, 2006; Furnham et al., 

2009; Maidani, 1991; C. Park et al., 1988; Sachau, 2007; Smith & Shields, 2013). 

An additional theory of motivation has emerged in recent years specifically to explain 

motivation in the public service. This relatively modern theory has been termed Public 

Service Motivation (Sangmook Kim et al., 2013; Moynihan & Pandey, 2007; Perry, 1997; 

Perry & Hondeghem, 2008; Perry & Porter, 1982; Perry & Wise, 1990; Vandenabeele, 

2007; Wright, 2001). The research on Public Service Motivation (PSM) has provided 

empirical evidence of the correlations of PSM to OC (Camilleri, 2006; Camilleri & Van 

Der Heijden, 2007; Steijn & Leisink, 2006; Vandenabeele, 2009), JS (Bright, 2008; Cun, 

2012; Liu, Tang, & Zhu, 2008; Taylor, 2013), and ILO (Bright, 2008; Campbell & Im, 

2016). 

The conceptual framework of this study, which was introduced in the first chapter, 

describes the relationships between work motivations and work attitudes (i.e. OC and JS). 

It also considers how changes in OC and JS impact on intention to leave public 

organisations. The work motivational concepts, which will be considered in this study, 

are IM, EM, and PSM. The conceptual framework is illustrated in Figure 1.1 in Chapter 

One (page 5). 

The figure describes all the hypothesised relationships between the variables, including 

direct and indirect relations. That is, it captures the expectation that work motivations 

(IM, EM, and PSM) directly influence work attitudes (OC and JS) and that work 

motivations and work attitudes directly impact intention to leave (ILO). It also depicts the 

expectation that there is a direct interplay between OC and JS. In addition, the figure 

captures a range of indirect impacts. These are the expected indirect impact of work 

motivations, as mediated by work attitudes, on intention to leave and the indirect impact 

of each of the work attitudes as mediated by the other, on intention to leave. The following 

sections will expand on this analysis and provide a review of recent studies. 
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2.3. Work Motivation 

The conceptual framework of this study illustrates that intrinsic and extrinsic motivation 

and public service motivation are important concepts in public sector research. The 

following discussion will start with the development of work motivation theories. One 

particular theory, the motivation-hygiene theory, is highlighted as it comprises IM and 

EM. We then consider the newer PSM concept in more detail. 

  

2.3.1. Motivational Theories 

Highly motivated employees will make enormous beneficial contributions to any 

organisation. Hence, why and what drives people to work and how to enhance people’s 

motivations are crucial for both scholars and practical organisational communities to 

consider. As previously stated, work motivation is a critical factor affecting both OC and 

JS as it drives employees to perform congruently with an organisation’s objectives.   

Locke (1991) acknowledged a plethora of theories on motivation and proposed an 

integrative framework based on a chronological sequence of motivation. His contribution 

is illustrated in Figure 2.1.  

  



18 
 

Figure 2.1 The Motivation Sequence 
 

 

 

 

 

 

 

 

Notes: Source Locke (1991, p.289). 

Figure 2.1 explains Locke’s Locke (1991, p. 289) seven-stage motivation sequence. The 
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McClelland’s need for achievement theory, Miner’s role motivation theory, and 

Vroom’s expectancy theory in this stage. 

3. Goals. People’s values are reflected in their goals. Goals are defined as applications of 

values to specific situations. Goal theory (Locke and Latham, 1990) explains how 

goals affect the intensity, duration, and direction of action. 
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expectancy and self-efficacy. The motivational theories that are included in this 

       The Motivation Core    The Motivation Hub 

 

Needs             Rewards  Satisfaction 

(Maslow:             (Adams:  (Herzberg: Two 
Need             Equity Theory; Factor Theory;  
Hierarchy             Reinforcement Hackman-Oldham: 
Theory;            Theory; also Job Characteristics 
Deci: Intrinsic           Deci Theory) Theory; 
Motivation           Locke: Satisfaction 
Theory)          Theory; also 

Maslow Theory &
 Social-Cognitive
 Theory) 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
     

Volition 

Values & 
Motives 

(McClelland: Need 
for Ach. Theory; 
Miner: Role 
Motivation 
Theory; 
Vroom: 
Expectancy 
Theory, also 
Equity Theory) 

 
Goal &  Performance 
Intentions   
(Ajzen: Theory of (Weiner: 
Planned Behavior; Attribution 
Locke & Latham: Theory) 
Goal Setting Theory) 
 
 
 
 
Self-Efficacy & 
Expectancy 
(Bandura: Social- 
Cognitive Theory; 
Also Expectancy Theory) 

 



19 
 

category are expectancy theory and social-cognitive theory (Bandura, 1986, as cited 

in Locke, 1991). 

5. Performance. Goals and self-efficacy are regarded as the most direct and immediate 

motivational determinants of performance. Locke referred to Weiner’s (1986) 

attribution theory, as this theory explains the influence of people’s attributions on their 

performance and how such attributions affect subsequent emotions and actions. 

6. Rewards. People anticipate rewards and punishments as consequences of their actions 

or performance. Rewards drive actions or performance and can modify behaviour. 

Motivational theories that focus on rewards are behaviour modification or 

reinforcement theory and the equity theory. 

7. Satisfaction. Some theories explain the relationship between work and job satisfaction; 

these are Herzberg’s two-factor (motivation-hygiene) theory, Hackman and Oldham’s 

job characteristics theory, and Locke’s satisfaction theory.  

In this framework, Locke emphasised values as the motivational core, because values are 

what make each person a unique individual and what guides each individual’s choices 

and actions. He also argued that values have a close relationship to rewards. His 

framework allocates goals, self-efficacy, and performance as the motivational hub, which 

means where the action is.   

Another review of motivational theories is that of Steers et al. (2004). They explain the 

development of motivational theory from its beginnings with the Greek philosophers’ 

concept of hedonism as a principle driving force in human motivation and behaviour, 

through to the emerging science of psychology’s adoption of the concept of motivation 

at the end of the nineteenth century and its incorporation into the instinct theory of James, 

Freud, and McDougall. Subsequently, the instinct theory gave way as new concepts 

emerged, including the drive theory and the reinforcement theory.  

However, according to Steers et al. (2004), during the emerging industrialisation era, 

managers and scientific management became more interested in pragmatic issues than the 

psychological theorists. This era was pioneered by Frederick Taylor. Increasing 

industrialisation impacted the treatment of workers and the behaviour of organisations. 

In turn, this influenced the writing of Mayo (1933) and Roethlisberger and Dickson 

(1939) (as cited in Steers et al., 2004, p. 381). 
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By the 1950s, new concepts of work motivation had surfaced, “which collectively have 

been referred to as content theories, since their principal aim was to identify factors 

associated with motivation” (p. 381). The content theories were headed by Maslow’s 

(1954) hierarchy of needs theory. This was followed by Alderfer’s existence-relatedness-

growth theory (ERG theory, 1972); McClelland’s (1961, 1971) need of achievement 

theory; Herzberg’s motivation-hygiene theory (1966; Herzberg, Mausner, & Snyderman, 

1959); Hackman and Oldham’s job redesign theory; and Deci’s intrinsic-extrinsic factors 

in motivations (later known as self-determination theory).  

Steers et al. (2004) acknowledged the “golden age” of work motivation theories between 

the 1960s and 1970s as a period which showed significant progress in explicating the 

etiology of work motivation. During this period work motivation was approached by 

focusing on delineating the processes underlying work motivation in what was labelled 

process theory. Process theory contrasts with content theory because  

“It views work motivation from a dynamic perspective and looks for causal 
relationships across time and events as they relate to human behaviour in the 
workplace. Central to the process theory genre is a series of cognitive theories of 
motivation that collectively attempt to understand the thought processes that 
people go through in determining how to behave in the workplace” (p. 381). 

Steers et al. (2004) also recognised some of the most prominent of process theories, 

including the expectancy theory (Lewin, 1938; Tolman 1959; Vrooms, 1964; Porter and 

Lawler, 1968; Kanfer, 1990); the equity theory (Adams, 1963); the goal setting theory 

(Locke, 1968, 1996; Steers and Porter, 1974; Locke and Latham, 1990); and the social-

cognition and self-efficacy theory (Bandura, 1977).  

 

2.3.2. The Motivation-Hygiene Theory 

The Motivation-Hygiene Theory (Herzberg et al., 1962) is classified as a content theory 

as it explains factors that control and organise human behaviour. The theory consists of 

two factors—motivation factors and hygiene factors. The term motivation factor has 

evolved to refer to items of intrinsic motivation, while hygiene factors are now referred 

to as extrinsic motivation. 

The motivation-hygiene theory has generated scholarly controversy. Some writers 

contended that the theory lacked empirical validity. Others argued that hygiene factors 
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also contributed to job satisfaction. Surprisingly, the development of the terms intrinsic 

motivation and extrinsic motivation grew out of this controversy. According to Sachau 

(2007), Herzberg ignited debate by expressing the belief that “money is not a motivator” 

(see p. 381). Many researchers had misinterpreted this as they confused the terms 

movement and motivation. Movement, for Herzberg, indicated conditions when people 

work to pursue hygiene needs. On the other hand, motivation was used to signify 

situations which encouraged people to fulfil motivator needs. The quotation was in the 

context of motivation. In fact, Herzberg often said “that money could be used to ‘move’ 

employees” (see p. 381). The controversy resulted in researchers using the term ‘intrinsic 

motivation’ for Herzberg’s motivation and ‘extrinsic motivation’ to refer to the context 

of movement.  

 

2.3.2.1. Intrinsic Motivation (IM) 

In the initial motivation-hygiene theory, Herzberg’s satisfier factors (known as the 

motivation factors) were related to job content (Herzberg, 1965). Job content is now 

referred to as intrinsic motivation (IM). The factors include achievement; recognition for 

achievement; work itself; responsibility; advancement; and growth (Herzberg, 1974). 

Herzberg also proposed job enrichment, which is a technique for making jobs more 

interesting through adding more motivation factors into the job roles. The work of 

Hackman and Oldham (1976) on the job characteristics model (also known as work 

redesign or job enlargement), was mostly influenced by the motivation-hygiene theory. 

Amabile (1993) developed IM from the perspective of the individual’s perception of work 

and the motive for doing a job. Amabile argued that individuals are intrinsically motivated 

when they seek enjoyment, interest, satisfaction or curiosity, self-expression, or personal 

challenge in the work (see p. 188). Intrinsic motivators arise from the individual’s 

impression about the activity (whether they find the work interesting or challenging). 

The same nuance was captured by Ryan and Deci (2000) in their definition of IM, which 

was: “The doing of an activity for its inherent satisfaction rather than for some separable 

consequences.” In other words, IM relates to doing an activity because it is enjoyable or 

interesting, rather than because of an external push, force, or reward. 
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2.3.2.2. Extrinsic Motivation (EM) 

Accordingly, EM (previously known as hygiene factors) is linked to job context. There 

are seven EM factors: company policy and administration; supervision; interpersonal 

relationships (including relationships with supervisors, peers, and subordinates); working 

conditions; salary; job status; and job security (Herzberg, 1974). Herzberg (1965) 

presented an empirical finding that IM (motivator factors) was positively related to job 

satisfaction, whereas EM (hygiene factors) was significantly related to job dissatisfaction. 

Amabile (1993) indicated that “individuals are extrinsically motivated when they engage 

in the work in order to obtain some goal that is apart from the work itself”. She considers 

extrinsic motivators are external factors to the work itself and these factors are expected 

to control the execution of the work. Some examples of extrinsic motivators are: promised 

rewards, praise, critical feedback, deadlines, surveillance, and specification on how the 

work is to be done (Amabile, 1993, p. 189). 

Ryan and Deci (2000, p. 55) considered EM to be “a construct that pertains whenever an 

activity is done in order to attain some separable outcomes”. They proposed four 

categories. The first of these is external regulation. External regulation refers to a 

minimum level of autonomous motivation which recognises that an individual is moved 

to perform some activities by external demand, reward, or punishment. The second 

category, introjection, refers to a situation in which actions are undertaken to avoid inner 

guilt or to pursue recognition from others. Thus, the focus is on approval from either self 

or others. The third category, identification, is a self-determined form of EM. For 

example, a person might identify necessities which through action they could attain. The 

final category, integration, is “the most autonomous form of extrinsic motivation”, as it 

indicates complete incorporation of external drivers and self-values for a given activity. 

This forth category seems similar to an IM because it is a fully autonomous characteristic. 

However, the authors argued that it is extrinsic because “behaviour motivated by 

integrated regulation is done for its presumed instrumental value with respect to some 

outcome that is separate from the behaviour, even though it is volitional and valued by 

the self” (refer to pp. 60-62). 
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2.3.2.3. Related Studies 

Sachau (2007) acknowledges that Herzberg’s job enrichment concept has been adapted 

by many researchers, especially in the area of job enrichment modelling and 

measurement, and in the area of job engagement (see p. 385). In the application of job 

enrichment, Herzberg emphasised that managers should offer IM first rather than 

proposing higher monetary incentives (EM) to motivate employees. 

Sachau (2007) noted Herzberg’s notion that “hygiene factors have an escalating zero 

point” (see p. 386), which creates a problem with the use of extrinsic motivations in an 

employment context. The problem is that EM will escalate in the long run. As Sachau 

explained, this means that “once a person has experienced a new higher level of a given 

hygiene factor, the new level becomes the minimal acceptable level”. Thus, hygiene could 

not be used to maintain long-term satisfaction.  

The relationship between IM and EM has generated intense discussion among scholars. 

Some have argued the application of extrinsic rewards (EM) will, to some extent, weaken 

IM. Addressing this debatable notion, Wiersma (1992) conducted a meta-analytic study 

to examine the validation of this notion in the empirical literature. This study used 20 

research papers published in the psychological literature between 1971 and 1990. The 

result of this meta-analytic study stated that: 

The proposition, based on cognitive evaluation theory, that contingently 
applied extrinsic rewards reduce intrinsic motivation, is supported when task 
behaviour is measured during a free-time period; however, it is not supported 
when task performance is measured while the extrinsic reward is in effect. 
This suggests that the effect is closely tied to how intrinsic motivation is 
operationalized, and means that the situations to which this proposition may 
be generalized are limited. (pp. 109-110) 

Wiersma (1992) also indicated that the argument that “intrinsic and extrinsic rewards 

have an additive effect on motivation” had been confirmed in experiments using a 

performance measure. 

In contrast to Wiersma’s study, a meta-analytical report by Deci, Ryan, and Kostner 

(1999) from 128 past experiments claimed that “tangible rewards tend to have a 

substantially negative effect on intrinsic motivation”. Furthermore, Deci et al. (1999) 

emphasised that, “Even when tangible rewards are offered as indicators of good 
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performance, they typically decrease intrinsic motivation for interesting activities” (p. 

659). 

In summary, the relationship between intrinsic motivation and extrinsic motivation (in 

the form of extrinsic rewards) has been debated in academic literature, as observed in 

three distinct studies. Wiersma’s (1992) meta-analytical study found no significant 

evidence that extrinsic rewards diminished intrinsic motivation. Whereas, another meta-

analytical study by Deci et al. (1999) claimed that tangible rewards decrease intrinsic 

motivation for interesting activities. The discussion culminated with the study of 

Georgellis et al. (2011), which supported the notion that extrinsic rewards crowded out 

intrinsic motivation in the context of the British public sector. 

However, regardless of the prolonged debate between the supporters and the critics of the 

Motivation-Hygiene Theory, the theory still arouses the curiosity of many scholars. A 

more recent study on Herzberg’s theory (Smith & Shields, 2013), confirmed that 

maintenance (hygiene or extrinsic) and motivation characteristics (intrinsic) were 

positively related to job satisfaction. 

 

2.3.3. Public Service Motivation (PSM) 

2.3.3.1. Definition 

PSM theory was proposed by Perry and Wise (1990), who defined Public Service 

Motivation (PSM) as “an individual’s predisposition to respond to motives grounded 

primarily or uniquely in public institutions and organizations” (see p. 368). They also 

suggested three propositions: (1) individuals with higher-PSM will more likely join a 

public organisation; (2) PSM is positively related to individual performance; and (3) 

“public organisations that attract members with high levels of PSM are likely to be less 

dependent on utilitarian incentives to manage individual performance effectively”. Perry 

(1997) also investigated the antecedents of public service administration which were 

identified as five sets of correlates: parental socialisation, religious socialisation, 

professional identification, political ideology, and individual demographics. A further 

development of the PSM definition was constructed by Vandenabeele (2007) as: “The 

beliefs, values, and attitudes that go beyond self-interest and organisational interest, that 
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concern the interest of a larger political entity and that motivate individuals to act 

accordingly whenever appropriate.” 

Perry’s works (1996, 1997) also proposed a PSM scale, which consists of four 

dimensions: attraction to public policy making; commitment to public interest; 

compassion; and self-sacrifice. A number of PSM scholars also contributed to the 

construction of the PSM scale, as is noted in the studies of Vandenabeele (2008), Gould-

Williams, Mostafa, and Bottomley (2013), Liu et al. (2008), and Sangmook Kim et al. 

(2013). 

 

2.3.3.2. Related Studies 

PSM scholars have been exploring the theory, not only to try to validate it empirically, 

but also to relate it to other concepts. As an original concept, a robust measurement must 

be attained to ensure its applicability in various contexts. The discussion below explains 

the relationships between PSM and other concepts in the behavioural or social sciences, 

and examines the application of PSM internationally.  

The works of Vandenabeele (2007, 2011) explained the theoretical framework of PSM 

and the antecedents of PSM related to its institutional development. In 2007, 

Vandenabeele proposed a hypothetical framework that positioned PSM within the 

institutionalism theory, the Self-Determination Theory (SDT), and the person-

organisation fit theory (P-O Fit theory). The framework is visualised in Figure 2.2, which 

provides a schematic overview of an institutional theory of public service motivation. The 

responsive level of the institutions to the individual psychological needs of relatedness, 

competence and autonomy can fairly influenced the internalising process of public 

service values to become more autonomous in the individual identity (p. 553). 

Furthermore, it is suggested the institutionalism of PSM in the public sector would be 

more intense if individuals in the organisation adopted autonomous PSM. However, the 

scholar acknowledged that this proposed theoretical framework had to be examined 

further to gain empirical validity. 
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Figure 2.2 Schematic Overview of an Institutional Theory of 
Public Service Motivation 

 

 

 

 

 

 

 

Note: Source Vandenabeele (2007, p. 552). 

In a later study, Vandenabeele (2011) investigated the antecedents of PSM and the role 
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civil servants from Flanders in Belgium; Gould-Williams et al. (2013), who examined the 

Egyptian public sector; and Liu et al. (2008), who examined civil servants in China. In 

addition, Kim et al. (2013) conducted an international scale study on PSM to construct an 

improved measurement scale for four dimensions of PSM.  

The study of Kim et al. (2013) employed a systematic and comprehensive approach by 

combining the efforts of 12 international PSM scholars to examine and test the revised 

PSM scale in their respective countries (Australia, Belgium, China, Denmark, France, 

Italy, Korea, Lithuania, The Netherlands, Switzerland, United Kingdom, and United 

States). A total of 2,868 public servants across these countries were involved in the study, 

which developed a validity measure on four dimensions of PSM: attraction to public 

participation (APP), commitment to public values (PVC), compassion (COM), and self-

sacrifice (SS). 

Many scholars also relate PSM with person-organisation fit theory (P-O fit). For example, 

Bright (2008) investigated the relationship between PSM, job satisfaction, and turnover 

intentions mediated by P-O fit. The sample consisted of 205 employees from three public 

organisations in the American states of Oregon, Indiana, and Kentucky. The author 

concluded that “PSM really makes a difference on the job satisfaction and turnover 

intentions of public employees when it increases their compatibility with their 

organisation” (see p. 163). Liu (2009) conducted similar research in a different context—

the Chinese public sector. 

Much of the research on PSM has been led by “western” scholars, such as in the USA 

(where this theory originated); Australia (Westover & Taylor, 2010); Germany, Great 

Britain, Hungary, Norway, and Israel (Westover & Taylor, 2010); Denmark (Pedersen, 

2013); Italy (Bellé, 2013; Cerase & Farinella, 2009); Malta (Camilleri, 2006); The 

Netherlands (Steijn, 2008); and Switzerland (Anderfuhren-Biget, Varone, Giauque, & 

Ritz, 2010). However, there is limited literature on PSM for non-western countries with 

some of the exceptions being South Korea (Sangmook Kim, 2012); China (Liu, 2009; Liu 

& Tang, 2011); and Egypt (Gould-Williams et al., 2013).  

The next sections will explain the concepts of work attitudes, in particular, organisational 

commitment and job satisfaction.  
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2.4. Work Attitudes  

The motivation of employees in the workplace is reflected in their behaviour or attitudes. 

There are many work attitudes impacted by work motivation, however, as illustrated in 

the framework of this study, Organisational Commitment and Job Satisfaction have direct 

relationships with work motivation and intention to leave an organisation.  

 

2.4.1. Organisational Commitment (OC) 

2.4.1.1. Definitions 

The extensive literature of OC crystallised in Porter’s definition of OC as “the strength 

of an individual’s identification with and involvement in a particular organization” 

(Porter et al., 1974, p. 604). This definition comprises three related factors: (1) a strong 

belief in and acceptance of the organisation’s goals and values; (2) a willingness to exert 

considerable effort on behalf of the organisation; and (3) a strong desire to maintain 

membership of the organisation (Mowday et al., 1979, p. 226). The definition also implies 

an emotional bond between an employee and the employing organisation (Landsman, 

2008). 

In addition, the literature has also documented many definitions of organisational 

commitment (Meyer & Allen, 1991), including its antecedents and dimensions. For 

example, O'Reilly and Chatman (1986) defined OC as “... the psychological attachment 

felt by a person for the organisation; it will reflect the degree to which the individual 

internalises or adopts characteristics or perspectives of the organisation”. They also 

considered three dimensions of organisational commitment in their definition: 

compliance, identification, and internalisation. Whereas, according to Allen and Meyer 

(1990), organisational commitment is “... a psychological state that binds the individual 

to the organisation”. Further, they proposed affective, continuance, and normative 

commitment (Meyer & Allen, 1991).  

The study of Danny L. Balfour and Wechsler (1996), explored the antecedents, definition, 

and outcomes behaviour of OC in the public sector and proposed three dimensions of OC: 

identification, exchange, and affiliation commitment. Identification commitment is 

related to the degree to which a public sector employee identifies themselves with their 

organisation’s missions, and is influenced by the job scope and public service. Exchange 
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commitment is the interactions between individuals and the organisation. It is represented 

by pay satisfaction, learning, and the opportunity for advancement. Finally, affiliation 

commitment is formed through interactions among individuals in the organisation. The 

authors also suggested that outcome behaviour from organisational commitment could be 

identified. For example, affiliation commitment could influence the willingness of 

individuals to render an extra effort beyond their job scope in support of the organisation’s 

mission. In summary, the three dimensions influence the desire to remain in an 

organisation, which eventually shapes employees’ turnover intentions. 

 

2.4.1.2. Related Studies 

As previously mentioned in Chapter One, OC has been extensively studied, mostly in the 

behavioural sciences or the private sector. Research worth mentioning includes an 

interesting study by Kacmar, Carlson, and Brymer (1999), who compared two OC scales, 

the Organisational Commitment Questionnaire (OCQ) developed by Mowday et al. 

(1979), and the Organisational Commitment Scale (OCS) devised by Balfour and 

Wechsler (1996). By employing confirmatory factor analyses, this study revealed better 

fit indices for OCQ than OCS. Then, the researchers combined both scales for further 

analyses. Contrary to their prediction, job satisfaction had a positive and significant 

impact on turnover intention.  

Moon (2000) studied the correlations between OC and motivation (intrinsic and 

extrinsic), sector (public and private), organisational culture (goal clarity and job 

autonomy), and managerial level (top and middle). His findings revealed that intrinsic 

motivation has a higher impact on OC in the public sector than in the private sector, and 

that extrinsic motivation only had impact in the private sector. Both sectors showed that 

goal clarity and job autonomy had a positive impact on OC. In contrast to Moon’s 

findings, Miao, Newman, Sun, and Xu (2013) produced results indicating that OC was 

positively related to extrinsic motivation and social rewards in the Chinese public sector. 

And an Australian study (Su, Baird, & Blair, 2012) produced results that indicated there 

was no significant difference in the level of OC between public and private sector 

organisations and OC was higher in an outcomes-oriented organisation. Evidently, the 

application of OC varies between countries, and the national culture and organisational 

culture have significant influences on OC both in the public and private sectors. 
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The relationship between OC and job satisfaction (JS) also has been considered in the 

literature. Lok and Crawford (2001) found that organisational subculture, leadership 

style, and job satisfaction had a significant impact on OC. Su et al. (2012) confirmed that 

JS influenced the level of OC. Similar findings have been reported in a non-western 

context (Yousef, 2000). Yousef found a positive relationship between OC and JS for the 

United Arab Emirates (UAE). 

Thus, it is considered that cultural significance should be accounted for when exploring 

the relationship between OC and JS. In pursuing an explanation of the role of both 

national and organisational cultures on OC and JS, Cho and Lee (2001) undertook a 

comparative study on OC in both public and private organisations in South Korea. This 

national background is influenced by Confucian values and a strict military regime. The 

authors explained that organisational culture (in the form of perceived prestige of the 

employing organisation) was significantly associated with OC in the public sector rather 

than in the private sector. They claimed that this finding supported previous commentary 

on the importance of increasing public confidence in public employees. This study also 

confirmed the strong correlation between JS and OC. 

 

2.4.2. Job Satisfaction (JS) 

2.4.2.1. Definition 

The comprehensive literature of JS has offered various definitions of JS. One key 

definition is that of Locke (1969), which considered JS as a “pleasurable emotional state 

resulting from the appraisal of one’s job as achieving or facilitating the achievement of 

one’s job values”. Locke argued that JS is the result of the interaction between an 

employee and his/her environment. Brunetto, Teo, Shacklock, and Farr-Wharton (2012) 

proposed in their definition that JS was “what employees feel about their work, which 

may be negative or positive”. A more recent definition of JS was suggested by Kim and 

Park (2014), who reaffirmed JS as “a positive state of mind obtained through personal job 

experiences or assessments”. 

Many scholars have related JS to other aspects of work attitude. For example, JS has been 

positively related to PSM (Perry & Wise, 1990); job performance (Lawler & Porter, 

1967), and OC (Su et al., 2012), and negatively related to intent to leave the organisation 

(Hellman, 1997). 
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2.4.2.2. Related Studies 

Islam et al. (2011) analysed the relationship between corporate cultural dissonance 

(CCD), the management accounting system information adequacy gap (IAG), and the 

managerial effectiveness of the financial sector in Bangladesh. They referred to intrinsic 

job satisfaction as “the mental fulfilment from jobs such as recognition received from 

colleagues, opportunity to utilize personal-skills and abilities, and freedom to choose 

working methods” (see p. 296). The research involved a structured-questionnaire survey 

to 250 senior managers of 11 large commercial banks. The findings of the study stated 

that bank managers in Bangladesh had a lower level of intrinsic job satisfaction when the 

IAG was high. Related to CCD, the managers’ intrinsic job satisfaction was influenced 

positively by pragmatism, and negatively by authority, achievability and secrecy. 

Furthermore, the relationship between extrinsic job satisfaction and CCD factors resulted 

in a negative relationship with authority, and a positive relationship with the other factors. 

However, the small sample size limited the value of this study. 

Markovits, Davis, Fay, and Dick (2010) conducted a comparative study of public and 

private sector JS among Greek employees. This research used samples of 257 private 

sector employees and 360 public sector employees. The authors concluded that the public 

sector employees had a stronger intrinsic satisfaction and that this related to affective and 

normative commitment. Additionally, public sector extrinsic satisfaction was also higher 

and showed a strong and positive relationship with affective and normative commitment. 

The limitations of this study related to the research method, including the cross-sectional 

samples data, the self-reported questionnaire, and the Greek translation questionnaire. 

Cho and Perry (2012) argued that intrinsic motivation was significantly related to JS and 

turnover intention in the USA federal government context. They noted that managerial 

trustworthiness and goal directedness leveraged IM on JS, while extrinsic rewards 

expectancy decreased the leverage. 

A meta-analysis of the relationship between pay level and JS was completed by Judge, 

Piccolo, Podsakoff, Shaw, and Rich (2010). The study examined 86 published research 

articles from 1990 to 2007. The authors reported that within studies, the level of pay had 

a positive, but quite modest, relationship to job and pay satisfaction; and between studies, 

there was also little relationship between average pay in a sample and the average level 
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of job or pay satisfaction. The study was limited by the fact that it could not investigate 

the moderating variables of the relationships between pay level and pay satisfaction and 

job satisfaction. 

A more recent study by Taylor (2013) examined the relationship between PSM, JS, and 

job design in Australian local governments. The data were collected through an online 

survey and there were 247 usable responses. The findings confirmed those of the previous 

studies and indicated that government employees with a high level of PSM were more 

satisfied, particularly when they could observe the positive impact of their job on the local 

community.  

Huang and Van De Vliert (2003) conducted an international comparative study of JS. It 

involved 107,292 respondents from 49 countries. Consequently, they could take into 

consideration national and organisational cultures. Their results indicated a strong and 

significant relationship between extrinsic job characteristics and JS in all countries. 

However, the link between intrinsic job characteristics and JS was only found in richer 

countries, higher social security countries, more individualistic countries, and countries 

with a smaller power distance culture. 

Another international comparison of JS was that of Westover and Taylor (2010), which 

included six countries (West Germany, Great Britain, the USA, Hungary, Norway, and 

Israel) in three selected years (1989, 1997, 2005; non-panel data). This study emphasised 

cross-national differences in job satisfaction and its determinants over time (1989-2005). 

It involved a total of 14,192 respondents; 5,007 respondents for the 1989 wave, 5,214 for 

the 1997 wave, and 3,971 for the 2005 wave. The results of this study confirmed that 

PSM and PSM-fit have a positive and significant impact on JS, although the results also 

showed some differences in the level of impact across the countries involved. Moreover, 

the research also supported previous research that rewards (intrinsic and extrinsic) and 

work relations are important factors in JS. The use of a pre-existing dataset constrained 

this study. 

Brunetto and Farr-Wharton (2005) studied the impact of New Public Management (NPM) 

reforms on JS. The study involved three groups of employees in the Australian public 

sector. The groups were nurses (91 respondents), police (178), and administrative 

employees (115). The key finding of the study was that the JS level in these groups was 

affected by the work environment in the public sector. The relevant environmental factors 

were organisational policies, supervision, promotion procedures, fellow workers, and 



33 
 

pay. Additionally, they found different levels of JS across the groups. The JS levels 

among nurses and police were similar, and both groups experienced lower JS than the 

administrative employees.  

Homberg, McCarthy, and Tabvuma (2015) noted that PSM research primarily explored 

the relationship between PSM and JS. Consequently, they conducted a meta-analysis 

procedure on the relationship. Their study confirmed the relationship and suggested that 

two dimensions of PSM, self-sacrifice and commitment to public interest, had a 

significant impact on JS. These findings would benefit public sector managers for PSM 

application.   

There are many studies of JS in the public sector across the world. Examples include the 

study of Steijn (2004) in The Netherlands; Liu et al. (2008) in China; and Taylor and 

Taylor (2011) in seven industrialised countries (the USA, Canada, Great Britain, 

Germany, France, Denmark, and Norway). However, there is no literature of studies on 

JS in the Indonesian public sector. One of the goals of this research is to fill this gap in 

the literature. 

 

2.5. Intent to Leave Organisation (ILO) 

2.5.1. Definitions 

The impacts of voluntary disengagement of highly competent employees can be costly 

for organisations because of replacement expenses and operational disruptions. Intention 

to leave may associate with an individual’s perception of their prospects upon leaving the 

organisation in the near future (Hellman, 1997). The literature and practical perspectives 

consider that employee turnover might have negative (dysfunctional) and positive 

(functional) effects on organisations (Bluedorn, 1982a; G. Lee & Jimenez, 2011; Meier 

& Hicklin, 2008). The dysfunctional consequences involve new employee recruitment 

costs; a possible decline in productivity; and a decrease the morale among remaining 

employees. Whereas, functional effects include the positive value of employee turnover 

when the departing individuals are low performers. In this case, the organisation could 

benefit from gaining access to highly trained and experienced new recruits; and 

eventually the new recruits could bring better innovations and ideas. 
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There is extensive research on employee turnover (see meta-analytical studies of Griffeth 

et al. (2000); (Hellman, 1997); Podsakoff et al. (2007); Tett and Meyer (1993); Van 

Iddekinge et al. (2011); Zimmerman and Darnold (2009)). Scholars have been exploring 

and proposing explanations of employee turnover behaviour, including what factors drive 

them to quit, how their intentions to quit build, and finally when their intentions crystallise 

in actual turnover. 

 

2.5.2. Turnover Intention Models 

There are numerous turnover models presented by many scholars, such as those of 

Mobley, Griffeth, Hand, and Meglino (1979); Bluedorn (1982b); Allen and Griffeth 

(1999); Boyne, James, John, and Petrovsky (2011); Chen et al. (2011); Gaertner (1999); 

Luna-Arocas and Camps (2008); Muchinsky and Morrow (1980); Peterson (2004); Steel 

and Lounsbury (2009). Bluedorn (1982b) proposed an integrated model of turnover. This 

model was developed by combining three models of turnover; those of Price (1977), 

Mobley (1977), and the organisational commitment model of Porter, Streers, Mowday 

and Boulian (1974) (as cited in Bluedorn, 1982b, pp. 136-137). Bluedorn’s model showed 

that the intention to leave an organisation was influenced positively by job search and 

negatively by the level of organisation commitment. At the same time, the organisation 

commitment was affected positively by both job satisfaction and promotion opportunity, 

and negatively by potential role conflict, education, equity, and routinisation. Finally, the 

actual turnover was affected by the intention to leave, age, routinisation, and 

environmental opportunity.  

Allen and Griffeth (1999) proposed an alternative model. They suggested an integrative 

model of the relationships with three different routes. The first route is through 

desirability of movement (e.g. satisfaction, commitment, opportunity to transfer) as 

moderated by reward contingency. The second is through ease of movement (e.g. the 

number and quality of alternatives in the job market), as moderated by visibility. Lastly, 

the third route is in reaction to performance-related shocks (e.g. salient performance 

feedback, or an unsolicited job offer).   

In comparison with previous research, Chen et al. (2011) considered how dynamic 

changes in JS could shape an employee’s turnover intention. They argued that changes in 

JS (which is a “systematic improvement or decline in job satisfaction over time”) would 
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eventually influence turnover intention, and trigger sense-making processes that would 

shape an employee’s turnover decision. They also considered the mediating effect of work 

expectations. Further, they proposed an integrative theoretical framework incorporating 

“prospect theory (Kahneman & Tversky, 1984), within-person spirals theory (Hsee & 

Abelson, 1991; Lindsley, Brass, & Thomas, 1995), sense-making theory (Louis, 1980), 

and conservation of resources theory (Hobfoll, 1989)” (as cited in Chen et al., 2011, p. 

160). They conducted two studies to test five proposed hypotheses. Study 1 analysed 

hypothesis 1 and utilised three sets of data from three previous studies (which represented 

different work settings, types of organisation, and organisational tenure); and study 2 

tested the other four hypotheses and involved 93 part-time MBA students of a large 

university in the USA. The findings confirmed their propositions. The results of the 

studies disclosed the unique, negative relationships between job satisfaction change and 

turnover intentions change. Furthermore, “systematic changes in job satisfaction during 

the same time period are uniquely salient to employees, and they trigger sense-making 

processes that shape their turnover decisions” (p. 176). A limitation of this research was 

the use of self-reported data and a pre-existing data set in study 1. 

 

2.5.3. Related Studies 

In the literature of employee turnover, JS is generally related to the ILO (or turnover 

intention). This is seen through the notions that: JS affects OC which in turn influences 

the ILO (Bluedorn, 1982b); JS and affective OC are significantly related to ILO (Carmeli 

& Weisberg, 2006); and lastly, “job satisfaction was a statistically significant mediator of 

performance-voluntary turnover relationship” (Nyberg, 2010, p. 449). Similar findings 

are reported by Hellman (1997); Tett and Meyer (1993); Griffeth et al. (2000); Hom and 

Kinicki (2001); and Chen et al. (2011).  

The large number of studies on employee turnover has resulted in a number of meta-

analytic research studies. Tett and Meyer (1993) conducted a path analyses based on 

meta-analytic findings of the relationships between JS, OC, and turnover. The research 

considered 155 studies from 1968 to 1992. The meta-analytic findings disclosed that JS 

had a higher negative correlation with turnover intention than OC. Other meta-analytic 

findings supported the assertion that JS, whether as overall job satisfaction or facet 

satisfaction, was the best predictive measurement of turnover intention (Griffeth et al., 

2000).  
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Hellman’s (1997) meta-analysis reported that “the relationships between JS and ILO was 

significantly different from zero and consistently negative”. This conclusion was gained 

through the analyses of 50 studies between 1983 and 1993. This study took place in US 

federal government organisations. It affirmed that federal government employees were 

less likely to leave the organisation than private sector employees. However, this meta-

analysis was limited in that it considered only studies in a USA context. 

Another noteworthy study of turnover is from Carmeli and Weisberg (2006). Their study 

investigated turnover intention among three groups of professional and cross-sector 

employees. The study was conducted in Israel and involved social workers (n=228) and 

financial officers (n=98) in the public sector, and professional lawyers (n=183) 

representing the private sector. The data was gathered by a structured survey and the 

analysis employed two hierarchical regression analyses. The study confirmed previous 

research that affective commitment and JS were important factors in ILO predictions. The 

cross-sectional group analyses found a lower level of turnover intention among the social 

workers compared with the financial officers and lawyers. This phenomenon was 

explained by “a larger spectrum of alternatives” enjoyed by financial officers and lawyers 

within their industrial environment. However, the authors also noted a critical finding that 

there was “no significant relationship between job performance and turnover intentions” 

(see p. 202). This assertion should be explored further, as it is a common understanding 

that high-performers attract “head hunters” and tend to leave an organisation to get better 

jobs. 

The research of Liu et al. (2010) focused on the Chinese public sector and examined the 

relationships between person-organisation fit (P-O fit), JS, and turnover intentions. The 

study was conducted with a survey of 259 part-time Master in Public Administration 

(MPA) program students who were also full-time public sector employees. Their findings 

showed that P-O fit had a strong positive relationship with JS and, accordingly, was 

negatively associated with turnover intention. Other studies in the public sector context 

are Naff and Crum (1999) and Bright (2008), both of which examined PSM and the JS 

and ILO relationship. 

In summary, JS and OC have been empirically validated as precursors of an employee’s 

turnover intention. However, most studies have been conducted in a western context. 

There are no research reports examining the relationship between job satisfaction and 
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intention to leave a public sector organisation in an Indonesian context. In this regard, the 

proposed study will fill this gap in the literature. 

 

2.6. Public Sector Research 

Public sector research has increasingly focused on public management rather than just 

public administration. This has been especially true following the growth in demand for 

bureaucratic reforms in the public sector in recent years. Essentially the public sector 

research has been concentrated on the evolution of New Public Management (NPM), the 

comparison between private and public sector management, and the recent dynamic 

mobilisation of employees between the public and private sectors. 

 

2.6.1. Public Sector Human Resource Management 

Public sector management has evolved from the traditional model in which the public 

sector was regarded as a model employer (Weberian) into what has become known as 

New Public Management (NPM). NPM emerged during the 1980s and 1990s as part of 

the transformation of the public sector that took place in many Anglo-American, 

European, developed Asian and Latin American countries. Part of the change was the 

development of strategic human resource management (SHRM), which was implemented 

to help attain desired employee behaviours and enhanced organisational outcomes (Singh 

& Burke, 2013). Elements of NPM included managing for results, performance 

management, corporate planning, user pays, devolution of authority, decentralisation of 

activities, and risk management (Brown, 2004, p. 306). SHRM, according to Brown 

(2004), is one of the important agenda items of public sector reform.  

Financial and budgetary crises have been a major reason for governments across the globe 

to reform their internal structures in the quest for efficiency, flexibility and overall 

success. As the private sector has also encountered the same problems, the 

transformations have been extensively grounded in the common principles adopted in the 

private and commercial spheres (Singh & Burke, 2013). However, there are some 

differences in the practice of SHRM in the public sector compared to the private sector. 

For example, differences exist in: the level of direct government control; public servant 
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privileges; the form and structure of the public sector; pay determination; performance 

management; promotion policy; and pension entitlements (Truss, 2013). 

More recently, it has been reported that the public sector has been faced with many 

challenges. First is the ongoing reform aimed at enhancing organisational effectiveness, 

reducing inefficiencies, and increasing accountability to government and user groups. 

Second is the high level of stress, dissatisfaction and other indicators of job strain within 

the public sector (Burke, Allisey, & Noblet, 2013). Third is the high rate of voluntary 

turnover, especially from high performing employees, which inevitably disrupts 

organisational performance and can result in the organisation failing to achieve its 

functions and target. Additionally, in a reforming organisation, the employees are faced 

with changes related to their job design, salary arrangements, and performance appraisal 

system. Hence, maintenance of high performance levels requires employees to adopt high 

work motivations to perform and align themselves with their organisational targets. 

In addressing these challenges, the role of HRM departments in the public sector is crucial 

(Truss, 2013). It needs to overcome issues of incompetence, less power, and inflexibility 

to cope with the necessary changes to HRM processes and practices required to support 

reform of the bureaucracy. Public sector HRM has come under pressure to adopt the 

practices of their private sector counterparts and to ‘act strategically’. Furthermore, the 

bureaucratic transformation in the public sector has been grounded in concepts and ‘best’ 

practices in the private sector (Singh & Burke, 2013). 

Public sector HRM has been shifting to deliver multiskilling, restructured career paths, 

abolition of seniority as a basis for promotion, equality consideration, and less rigid 

employment grading (Brown, 2004). Brown also emphasised the apparent challenges in 

public sector HRM to make the maximum use of information technology, demographic 

statistics, leadership development, and knowledge management. 

 

2.6.2. Comparison of the Public and Private Sectors 
Comparative studies on motivation and job satisfaction between the public and private 

sectors have produced mixed results. For example, Maidani (1991) found that with 

respect to IM, there was little difference in the behaviour of workers within the two 

sectors. However, workers in the public sector were found to place a higher value on 

extrinsic motivation. Some researchers have found no differences between both sectors 
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(DeSantis & Durst, 1996) while others have found differences in the impact of IM. For 

example, Cowley and Smith (2014) studied the motivation of public sector employees 

from 51 countries and concluded that public sector employees from 21 countries showed 

higher intrinsic motivation than private sector employees.  

Table 2.1 summarises a range of comparison studies between the public and private 

sectors on work motivation, organisational commitment, job satisfaction, and turnover 

intention. It further illustrates the extent of the inconsistency of the findings from this 

research. 

 

Table 2.1 Comparison Studies between Public and Private Sectors on Work 
Motivation, Job Performance, Job Satisfaction, and Turnover Intention 

Author(s) Research aims Methodology Key findings 
Maidani 
(1991) 

To compare 
public and private 
sector job 
satisfaction using 
Herzberg’s Two-
Factor Theory 

A survey-based method 
with return rate of 72%, 
173 private respondents 
and 177 public sector 
employees. 
Instruments were (1) job 
factor importance of 
Resenfiled and Zdep 
(1971); and (2) job 
satisfaction measurement 
of Warr, Cook, and Wall 
(1979).  

Motivators and hygiene 
factors were sources of 
satisfaction for both 
sectors. 
Public sector employees 
had higher job satisfaction 
than private sector 
employess. 
Public sector employees 
recognised higher value on 
the hygiene factors. 

DeSantis 
and Durst 
(1996) 

To compare 
public and private 
sector job 
satisfaction. 

The study was conducted 
in the US and utilised 
panel data from the 
National Longitudinal 
Surveys of Youth (NLSY). 
The NLSY survey 
involved 12,686 
respondents, who were 
interviewed yearly from 
1979 for six years. 

The research indicated that 
both sectors generally had 
a similar perception about 
job satisfaction. Regarding 
the perception of salary, 
private employees 
recognised it as an 
important factor, and the 
young public sector 
employees had noticed that 
the actual level of income 
was important. 

Carmeli 
and 
Weisberg 
(2006) 

To examine the 
effects of 
affective 
commitment, job 
satisfaction, and 
job performance 
on turnover 
intention on 
public sector 
(social workers 
and financial 

The study was conducted 
in Israel and involved 
social workers (228) and 
financial officers (98), and 
professional lawyers (183). 
The data were gathered by 
a structured survey and 
employed two hierarchical 
regressions analyses. 

Affective commitment and 
intrinsic job satisfaction 
were negatively related to 
turnover intention, but 
there was no relationship 
between intrinsic job 
satisfaction and turnover 
intention. 
Intrinsic job satisfaction 
had more effect on 
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Author(s) Research aims Methodology Key findings 
officers) and 
private sector 
(lawyers). 

turnover intention than 
extrinsic job satisfaction. 
There was no significant 
relationship between job 
performance and turnover 
intention. 
Social workers (public 
sector) had lower turnover 
intention than financial 
officers and lawyers. 

Markovits 
et al. 
(2010) 

To examine the 
effects of 
organisational 
commitment and 
job satisfaction in 
the public sector 
and private 
sectors. 

This research was 
conducted in Greece and 
used samples from 257 
private employees and 360 
public sector employees. 
Questionnaires were 
Minnesota Satisfaction 
Questionnaire (MSQ; 
Weiss et al. 1967), and 
Warr, Cook, and Wall 
(1979). Organisational 
commitment used the two 
six-item scales by Meyer, 
Allen, and Smith (1993). 

Extrinsic and intrinsic 
satisfaction were more 
strongly related to affective 
and normative commitment 
for public sector 
employees than for private 
sector employees. 

Wang et 
al. (2012) 

To compare job 
satisfaction and 
turnover 
intentions of 
public and private 
sector employees 
in Taiwan. 

The study was conducted 
in Taiwan and involved 
243 public employees and 
240 private employees 
(overall return rate of 
48.3%). 
The Chinese version of 
Minnesota Satisfaction 
Questionnaire (MSQ) was 
used for measurement. 

Public employees had 
higher intrinsic job 
satisfaction, but lower 
extrinsic job satisfaction 
and lower turnover 
intention than private 
sector employees.  
The negative relationship 
between extrinsic job 
satisfaction and turnover 
intention is weaker in 
public than in private 
employees. 

Cowley 
and Smith 
(2014) 

To compare 
intrinsic 
motivation among 
public and private 
workers across 51 
countries. 

The study used data from 
the World Values Survey.  

The authors concluded that 
public sector employees 
from 21 countries showed 
higher intrinsic motivation 
than private sector 
employees.  
A higher level of 
corruption in a country had 
a negative effect on the 
proportion of intrinsically 
motivated workers in the 
public sector. 
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2.6.3. Intention to Leave a Public Sector Organisation 

Interestingly, it is only in the last few years that public administration scholars have begun 

exploring the question of job turnover in the public sector (Meier & Hicklin, 2008). 

Research on public sector employee turnover has tended to focus on the determinants of 

employee turnover within a particular group (Bertelli, 2007). Much of this focus has 

concentrated on the turnover of managerial level employees (Bertelli, 2007; Bertelli & 

Lewis, 2013; Boyne, James, John, & Petrovsky, 2010). There are also studies comparing 

turnover between the public and private sectors (Carmeli & Weisberg, 2006; Wang et al., 

2012). Others have investigated the relationship between turnover and gender (Grissom 

et al., 2012; Moynihan & Landuyt, 2008); person-organisation fit (Liu et al., 2010; 

Moynihan & Landuyt, 2008); goals clarity (Jung, 2014); performance (G. Lee & Jimenez, 

2011; Meier & Hicklin, 2008); and organisational commitment (Carmeli & Weisberg, 

2006). However, most studies on turnover are related to job satisfaction (Bright, 2008; 

Carmeli & Weisberg, 2006; Grissom et al., 2012; Liu et al., 2010; Pitts, Marvel, & 

Fernandez, 2011; Wang et al., 2012). A summary of the major research on turnover is 

presented in Table 2.2. 

 

Table 2.2 Summary of Research on Turnover Intention in the Public Sector 
Author(s) Research aims Methodology Key findings 
Bertelli 
(2007) 

To examine the 
determinants of 
turnover intention in 
government service. 

The study used the 
2002 Federal Human 
Capital Survey (FHCS, 
USA). The targeted 
organisations were the 
Internal Revenue 
Service (IRS) and the 
Office of the 
Comptroller of the 
Currency (OCC), which 
are both under the US 
Treasury.  
  

The study found that 
functional preferences 
(job involvement and 
intrinsic motivations) 
and solidarity 
preferences (friendship 
solidarity with co-
workers and supervisors) 
both decrease the 
likelihood of turnover 
intentions. 
Subordinates’ turnover 
intentions were not 
influenced by perceived 
rewards. Supervisors 
were not affected by 
performance-based 
rewards, but by 
accountability. 

Bertelli 
and Lewis 
(2013) 

To measure turnover 
intention among 
federal executives, 
USA. Their model 
also considered 

It used data from a 
2007–2008 Survey on 
the Future of 
Government Service, a 
Web-based survey 

Agency-specific human 
capital decreases 
turnover intentions 
among federal 
executives. 
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Author(s) Research aims Methodology Key findings 
agency-specific 
human capital and 
out-side options 
(labour market). 

conducted by the 
Princeton Survey 
Research Centre. The 
overall response rate for 
the survey was 34% 
(2,398/7,151) with 
2,069 completing the 
full survey.  

The perceived 
availability of outside 
options increases 
probability of executive 
turnover intentions. 
The influence of outside 
options on turnover 
intention is conditional 
on the presence of 
agency-specific human 
capital; executives are 
slightly more likely to 
leave when they have 
agency-specific human 
capital and there are 
plentiful outside options. 

Boyne et 
al. (2010) 

To explore whether 
public service 
performance makes a 
difference to the 
turnover of top 
managers in public 
organisations. 

The study used 4 years 
(2002-2006) of panel 
data on all 148 English 
principal local 
governments (London 
boroughs, metropolitan 
boroughs, unitary 
authorities, and county 
councils).  

Senior managers were 
more likely to leave 
when performance was 
poor. However, the 
negative relationship 
between performance 
and turnover was weaker 
for chief executives than 
senior management 
teams. The succession of 
chief executives drove 
the higher turnover rate 
of the senior 
management team. 

Carmeli 
and 
Weisberg 
(2006) 

To examine the effects 
of affective 
commitment, job 
satisfaction, and job 
performance on 
turnover intention. 

The study was 
conducted in Israel and 
involved social workers 
(228) and financial 
officers (98), and 
professional lawyers 
(183). 
The data were gathered 
by a structured survey 
and employed two 
hierarchical regressions 
analyses. 

Affective commitment 
and intrinsic job 
satisfaction were 
negatively related to 
turnover intention. 

Grissom 
et al. 
(2012) 

To examine the 
impact of manager 
gender on the job 
satisfaction and 
turnover of public 
sector workers. 

The author observed 
education institutions in 
the USA, by examining 
survey data of public 
school teachers. The 
data on schools used in 
this study were obtained 
from the National 
Centre for Education 
Statistics (NCES) at the 
Department of 
Education. 

Women had higher job 
satisfaction and lower 
turnover intention than 
men. 
Teachers preferred male 
principals. 
Male teachers had lower 
job satisfaction and 
higher turnover intention 
in female-led schools. 
Gender incongruent 
more likely influenced 
job satisfaction and 
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Author(s) Research aims Methodology Key findings 
turnover intention for 
men, than women. 

Moyniha
n and 
Landuyt 
(2008) 

To test a turnover 
model focusing on life 
cycle stability, gender, 
organisational loyalty, 
diversity policy. 

The data come from a 
survey of state 
employees in Texas, 
USA. A total of 62,628 
employees were 
surveyed in 53 different 
state agencies, resulting 
in 34,668 usable 
responses, and a 
response rate of more 
than 55%. 

Employees who had 
reached life cycle 
stability (age, primary 
earner, household size, 
agency experience, 
geographic preferences), 
were less likely to quit. 
Females were less likely 
to quit the public sector. 
From an HRM 
perspective, job 
satisfaction, merit 
promotions, loyalty, and 
salary had significant 
effects on turnover 
intentions. 

Moyniha
n and 
Landuyt 
(2008) 

To test the role of 
social networks on 
turnover intention, and 
to examine how 
employee values 
shaped turnover 
intention. 

The data were collected 
from 12 organisations 
in the north-eastern 
USA in 2005; the 
organisations included 
private non-profits (5) 
and public service 
organisations (7).  
Of the 531 comprising 
the sample, 326 
responded for a 
response rate of 61.4%. 

Internal social network 
significantly affected 
employee turnover 
intentions. Employees 
who obtained significant 
co-worker support were 
less likely to leave the 
organisation in the short 
run. Employees who had 
a sense of obligation 
toward co-workers were 
less likely to leave in the 
short and long term. 
External social network 
failed to gain significant 
relationship with 
turnover intentions. 
Job satisfaction and 
years in position were 
significant factors of 
short and long-term 
turnover. 
P-O fit negatively 
affected long-term 
turnover. 

Jung 
(2014) 

To explore the 
influence of goal 
clarity on turnover 
intentions in public 
organisations. 

The main data sources 
for this analysis were 
the 2005 Merit 
Principles Survey 
(MPS) conducted by the 
Merit Systems 
Protection 
Board (MSPB), the 
samples comprised 
18,242 US federal 
employees.  

Goal specificity and goal 
importance had 
significant negative 
relationships on turnover 
intention. 
Target ambiguity and 
timeline ambiguity had 
significantly positive 
effects on public sector 
employees’ turnover. 
Pay, promotion, and 
training satisfaction were 
confirmed to have 
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Author(s) Research aims Methodology Key findings 
significant negative 
relationships with 
turnover intentions. 
Internal collaboration 
had a negative influence 
on employees’ turnover, 
at both an individual and 
organisational level. 

G. Lee 
and 
Jimenez 
(2011) 

To examine the 
influence of 
performance 
management on 
turnover intention in 
federal employees. 

The study used data 
from the 2005 Merit 
Principles Survey 
(MPS) conducted by the 
Merit Systems 
Protection 
Board (MSPB). The 
total number of federal 
employees who 
completed the survey 
was 36,926 or a 
response rate of 49.9%. 

Performance-based 
reward system and 
performance-supporting 
supervision were 
significantly and 
negatively related to 
turnover intention. This 
relationship was also 
found in job satisfaction. 
Job position had a 
positive relationship 
with turnover intentions, 
with higher opportunities 
in the labour market. 
It was a U-shaped 
relationship between age 
and turnover intention. 

Meier and 
Hicklin 
(2008) 

To investigate the 
relations between 
employee turnover 
and organisational 
performance in public 
sector organisations, 
by testing a hypothesis 
of Abelson and 
Baysinger 
(1984). 

The study used a 
database of the 1000 
Texas school districts 
for the academic years 
1994 to 2002. The data 
set was a panel data set 
that included nine years 
of data on each school 
district. 

In higher task 
difficulties, an inverted 
U-shaped relationship 
existed between turnover 
level and organisational 
performance. That is low 
level of turnover 
decreasing performance; 
then increasing turnover 
impacted higher 
performance; but at 
some point, higher level 
turnover had detrimental 
effects on performance. 

Bright 
(2008) 

To investigate the 
relationship among 
PSM, job satisfaction, 
and the turnover 
intentions mediated by 
P-O fit. 

A sample of 205 
employees from three 
public organisations in 
the states of Oregon, 
Indiana, and Kentucky 
(the United States) was 
analysed. 

PSM was significantly 
and positively related to 
P-O fit. 
P-O fit was significantly 
and positively related to 
job satisfaction. 
P-O fit was significantly 
and negatively related to 
turnover intentions. 
PSM had no significant 
relationship to the job 
satisfaction and turnover 
intentions of the 
respondents, when P-O 
fit was taken into 
account. 
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Author(s) Research aims Methodology Key findings 
Liu et al. 
(2010) 

To investigate the 
relationship between 
P-O fit, job 
satisfaction, and 
turnover intentions in 
China’s public sector. 

The study was 
conducted with a survey 
of 259 part-time Master 
in Public 
Administration (MPA) 
program students who 
were also full-time 
public sector 
employees. 

P-O fit had a 
significantly positive 
relationship to job 
satisfaction, and was 
negatively related to 
turnover intentions. 
Age and tenure had a 
strongly negative effect 
on turnover intentions. 
Job satisfaction mediates 
P-O fit and turnover 
intentions. 

Pitts et al. 
(2011) 

To explore factors that 
affected turnover 
intentions of federal 
employees. The study 
considered three 
dimensions: 
demographic factors, 
workplace satisfaction 
factors, and 
organisational/ 
relational factors. 

The 2006 Federal 
Human Capital Survey 
(FHCS) was used to test 
the impacts of three 
clusters of independent 
variables on these 
measures of turnover 
intention. The data 
consisted of a sample of 
more than 200,000 U.S. 
federal government 
employees. 

The most significant 
factors that affected 
turnover intentions of 
federal employees were 
job satisfaction, 
satisfaction with 
advancement, and age. 

 

As previously discussed, there are two possible categories of consequences (functional 

and dysfunctional) resulting from employee turnover. Each group is likely to influence 

public sector HRM. In particular, precautionary measures are likely to be taken to 

minimise voluntary turnover and lessen the negative effects of employee turnover. 

However, as most public sector organisations are not flexible enough in managing their 

human resources, the growing rate of turnover will eventually disrupt the organisation in 

term of performance, productivity, and cost (Bradbury et al., 2013). 

The current increase in voluntary turnover in the public sector (Bertelli, 2007; Bradbury 

et al., 2013) should be addressed cautiously. The factors that drive the intention to leave 

a public organisation should be scrutinised by covering the internal and external points of 

view from both the members of the organisation and the organisation itself. These factors 

can be categorised as individual, organisational, and environmental (Bradbury et al., 

2013). First, the individuals within the organisation have their own agendas when entering 

the public organisation, whether they are motivated by intrinsic or extrinsic rewards, or 

driven to serve the public. Their initial motivation will eventually shape their work 

attitudes, such as their commitment to the organisation and job satisfaction. Second, the 

organisation itself could impose significant pressures on their members, especially in the 

form of organisational changes or bureaucratic reforms, in addition to the obligations to 
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achieve the organisation’s targets and missions. Finally, environmental factors, which are 

mostly beyond the control of the organisation and its member, are geographical regions, 

the unemployment rate, population, and a nation’s ideology. 

Public sector research has been heavily influenced by theories and practices from the 

private and commercial sectors (Singh & Burke, 2013). This has positioned public sector 

management in the cross line between public policy and human resource management. 

Thus, the application of human resource practices based on theoretical and empirical 

analyses from the private sector must be undertaken with caution. There are some 

concepts that will apply differently to the public sector. For example, work motivation in 

the public sector could be strongly influenced by altruistic motives. The altruistic notion 

was incorporated in the PSM definition by (Perry & Hondeghem, 2008). An employee’s 

commitment to the public organisation could be assessed by the exchange level of an 

individual’s contribution to the organisation, or by extra effort behaviour (Danny Lee 

Balfour, 1990; Moon, 2000). Thus, Balfour and Wechsler (1996) proposed three 

components of OC in the public sector: identification, affiliation, and exchange 

commitment. 

Research on turnover intention in the public sector, as with findings in the private sector, 

has found that JS and OC are important indicators of turnover behaviour (Hellman, 1997; 

Vandenabeele, 2009, 2013). Currently, there are two approaches to the study of JS 

(Vandenabeele, 2013): first, the elaboration of overall job satisfaction; and second, the 

application of the various facets of job satisfaction. In the latter approach, it is considered 

that it is more difficult to discern the concept of JS from its antecedents. Thus, it is 

preferred that “job satisfaction should be understood in terms of the global, overall 

concepts” (p. 224). 

Most of the research on public sector turnover intention has been from developed, western 

countries (the USA, Australia, New Zealand, and several European countries). Some 

research has also been undertaken in relatively developed non-western countries (China 

and South Korea). In some cases (for both western and non-western countries) the 

research had been undertaken in public sectors that had experienced some reform or 

organisational changes. The research reported here studies how work motivation and 

work attitudes (including OC and JS) affect turnover intention in a recently reformed 

public organisation in a developing, non-western country. 
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Given the mixed results in the literature regarding the key issues, it is important to identify 

the extent to which work motivation (IM, EM, and PSM) and work attitudes (OC and JS) 

influence intention to leave the public service in Indonesia, a developing non-western 

country, with a recently reformed organisation which is now experiencing a high 

voluntary turnover. Therefore, this research seeks to understand the major determinants 

of the development of an intention to leave the public service in the Indonesian context 

and to propose policy solutions. 

 

2.7. The Relationships between the Construct and 

Hypotheses Development 

Following the review of the literature and drawing on it, this study continues the 

examination of turnover intention and its antecedents in the public sector. The primary 

determinants of an ILO are expected to be IM, EM, PSM, OC, and JS.   

 

2.7.1. Direct Relationship between Work Motivation and Organisational 

Commitment   

A recent study of OC in the Chinese public service (Miao, Newman, Sun, et al., 2013) 

indicated that public sector extrinsic rewards influenced OC more than intrinsic rewards. 

On the other hand, Moon (2000) found that in US federal government institutions, IM 

rather than EM, had a greater impact on OC. By comparison with both these findings, 

Markovits et al. (2010) found that both IM and EM had a significant and almost equal 

impact for the Greek public service. 

These mixed findings on the impact of IM and EM on OC from different contextual 

backgrounds suggest research on OC must consider the national and organisational 

cultures. In this research, the following hypotheses are proposed: 

H1(a) Intrinsic motivation has a direct, positive relationship with 

organisational commitment (IM→OC). 

H1(b) Extrinsic motivation has a direct, positive relationship with 

organisational commitment (EM→OC). 
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As previous work has found a positive link between PSM and OC, (for example, Camilleri 

and Van Der Heijden (2007); Cerase and Farinella (2009); Ritz (2009)), the following 

hypothesis is proposed: 

H1(c) Public service motivation has a direct, positive relationship with 

organisational commitment (PSM→OC). 

 

2.7.2. Direct Relationship between Work Motivation and Job Satisfaction 

Empirical research indicates a positive relationship between both IM and JS and EM and 

JS (Cho and Perry, 2012; Islam et al., 2011; Markovits et al., 2010). These relationships 

are also found in public sector occupations (DeSantis & Durst, 1996; Sangmook Kim, 

2012; Maidani, 1991). The research generally found that IM’s impact on JS in the public 

sector was stronger than the impact of EM. However, tests of the relationship between 

EM and JS, especially in public sector research, have provided mixed results. While some 

scholars have found a weaker affect (for example, Gkorezis & Petridou, 2012), others 

(Taylor & Taylor, 2011) found that financial rewards in the public sector were very 

important. 

Importantly, the general literature has indicated that PSM has a positive and significant 

impact on JS (Bright, 2008; Naff & Crum, 1999; Taylor, 2013; Taylor & Taylor, 2011). 

As previously discussed, there is minimal literature on research in Asian developing 

countries. Therefore, this study will help close this gap, by considering the following 

hypotheses in an Indonesian public sector context: 

H2(a) There is a positive relationship between intrinsic motivation and job 

satisfaction (IM→JS). 

H2(b) Extrinsic motivation has a direct, positive relationship with job 

satisfaction (EM→JS). 

 

H2(c) Public service motivation has a direct, positive relationship with job 

satisfaction (PSM→JS). 
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2.7.3. Direct Relationship between Organisational Commitment and Job 

Satisfaction 

The relationship between OC and JS has been extensively researched (Caillier (2013); 

Gaertner (1999); Lambert and Hogan (2009); Markovits, Davis, and van Dick (2007); 

Norris and Niebuhr (1984); Porter et al. (1974); Setyaningdyah et al. (2013); and Su et al. 

(2012)). On the other hand, the same theme was also applied to JS→OC relation, as 

reported by Markovits, et al. (2010) that signified a strong correlation between JS and OC 

in a public sector environment. This study will examine this relationship in the Indonesian 

public sector context through testing the hypothesis that: 

H3 The relationship between organisational commitment and job 

satisfaction is bi-directional and positive (OC↔JS). 

 

 

2.7.4. Direct Relationship between Work Motivation, Organisational 

Commitment, Job Satisfaction, and Intention to Leave Organisation  

The relationship between work motivation and turnover intention has been a major topic 

in social and behavioural research. Some of the research has focused on the link between 

IM and ILO, and suggested a negative link between the variables (Bertelli, 2007; Y. J. 

Cho & Perry, 2012). Other research (Bertelli, 2007) has concluded that EM (such as 

monetary incentives and inter-relationships in the workplace) had a negative correlation 

with ILO. 

Tests of the relationship between PSM and ILO have generally found that PSM has a 

negative impact on ILO (for examples, Campbell & Im, 2016; Sangmook Kim, 2012), 

although it is generally assumed that person-organisation fit (P-O fit) has a significant 

mediating effect on the impact of PSM.  

Furthermore, extensive research has concluded that OC has significant influence on 

turnover intention (Bluedorn, 1982b; Carmeli & Weisberg, 2006; Currivan, 1999; Freund, 

2005; Gaertner, 1999; Griffeth et al., 2000). However, most research on turnover 

intention has been related to job satisfaction (Carmeli & Weisberg, 2006; Chen et al., 

2011; Currivan, 1999; Delobelle et al., 2011; Freund, 2005; Gaertner, 1999; Griffeth et 

al., 2000; Liu et al., 2010) and has led to the conclusion that the higher the level of JS, the 

lower the ILO. 
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Again, much of the research on turnover intention has been conducted in western, 

developed countries, so the objective of this study is to specifically examine the issues in 

the context of the public service of a non-western, developing country. To do so, the 

following hypotheses are tested: 

H4(a) Intrinsic motivation has a direct, negative relationship with the intention to 

leave organisation (IM→ILO). 

H4(b) Extrinsic motivation has a direct, negative relationship with the 

intention to leave organisation (EM→ILO). 

H4(c) Public service motivation has a direct, negative relationship with 

the intent to leave organisation (PSM→ILO). 

H4(d) Organisational commitment has a direct, negative relationship with 

the intention to leave organisation (OC→ILO). 

H4(e) Job satisfaction has a direct, negative relationship with the intention 

to leave organisation (JS→ILO). 

 

2.7.5. Indirect Relationship between Work Motivation and Job Satisfaction, 

through Organisational Commitment as a mediator  

We have considered many direct relationships relevant to our research. However, some 

indirect relationships must also be examined. There is little research in the literature 

examining the mediating effect of JS in the relationship between work motivation and 

OC. To explore this mediating relationship, we propose the following hypotheses: 

H5(a) Intrinsic motivation has an indirect and positive relationship with job 

satisfaction, through organisational commitment as a mediator (IM→OC 

→JS). 

H5(b) Extrinsic motivation has an indirect and positive relationship with 

job satisfaction, through organisational commitment as a mediator 

(EM→OC →JS). 

H5(c) Public service motivation has an indirect and positive relationship 

with job satisfaction, through organisational commitment as a mediator 

(PSM→OC →JS). 
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2.7.6. Indirect Relationship between Work Motivation and Organisational 

Commitment, through Job Satisfaction as a mediator 

Similarly, this study will explore the mediating effect of OC in the correlations between 

work motivation and JS. This is another area in which there is little reported research. To 

do so, the following hypotheses are tested: 

H6(a) Intrinsic motivation has an indirect and positive relationship with 

organisational commitment, through job satisfaction as a mediator 

(IM→JS→OC). 

H6(b) Extrinsic motivation has an indirect and positive relationship with 

organisational commitment, through job satisfaction as a mediator           

(EM →JS → OC). 

H6(c) Public service motivation has an indirect and positive relationship 

with organisational commitment, through job satisfaction as a mediator 

(PSM→JS →OC). 

 

2.7.7. Indirect Relationship between Work Motivation and Intention to Leave 

Organisation, Mediated by Organisational Commitment 

OC can be expected to have a mediating impact on the relationship between work 

motivation and ILO. To examine this prediction, we test the following hypotheses: 

H7(a) Intrinsic motivation has an indirect and negative relationship with 

the intention to leave organisation, through organisational commitment as 

a mediator (IM→OC→ILO). 

H7(b) Extrinsic motivation has an indirect and negative relationship with 

the intention to leave organisation, through organisational commitment as 

a mediator (EM→OC→ILO). 

H7(c) Public sector motivation has an indirect and negative relationship 

with the intention to leave organisation, through organisational 

commitment as a mediator (PSM→OC→ILO). 
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2.7.8. Indirect Relationship between Work Motivation and Intention to Leave 

Organisation, Mediated by Job Satisfaction 

Finally, we must consider the mediating effect of JS on the relationship between work 

motivation and ILO. To do so, the following hypotheses are tested: 

H8(a) Intrinsic motivation has an indirect and negative relationship with 

the intention to leave organisation, through job satisfaction as a mediator 

(IM→JS→ILO). 

H8(b) Extrinsic motivation has an indirect and negative relationship with 

the intention to leave organisation, through job satisfaction as a mediator 

(EM→JS→ILO). 

H8(c) Public sector motivation has an indirect and negative relationship 

with the intention to leave organisation, through job satisfaction as a 

mediator (PSM →JS→ILO). 

 

2.8. Summary 
The underlying concepts and framework of this study have been presented in this chapter. 

The Motivation-Hygiene theory of Herzberg et al. (1959) and the PSM theory of Perry 

and Wise (1990) provide the basic theoretical concepts for IM, EM, and PSM. 

Furthermore, research on turnover intention models has provided empirical support for 

the expectation that OC and JS will both have an impact on an employee’s intention to 

leave the organisation. Based on those findings, certain hypotheses have been proposed. 

These are to be examined and explored in this study. This research is based on the 

Indonesian public sector and will help fill a gap in the empirical literature by providing 

research outcomes from a non-western contextual background. The following chapter 

will outline how this research will be undertaken.  
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CHAPTER THREE: 

RESEARCH DESIGN 

3.1 Introduction 
The previous chapter presented a review of the literature on work motivation theory 

(including Herzberg’s Motivation-Hygiene Theory and the Public Service Motivation 

Theory of Perry and Wise), organisational commitment, job satisfaction, and intention to 

leave. The constructs between the key concepts were also defined and a theoretical 

framework depicted.  

This chapter will elaborate on the research design and methodology. This is a critical 

chapter, as it serves as a guide throughout the research process. It states the research 

objectives, which are formulated from the research aims and research questions presented 

in Chapter 1. The research foundation and paradigm have been set up to ensure the 

research uses the most appropriate methods for achieving these objectives. The research 

applies mixed methods, therefore, both quantitative and qualitative approaches will be 

explained, including data collection procedures, instruments and measurements used, 

sampling design, and methods of analyses.  

The remainder of this chapter is organised as follows: Section 3.2 explains the aims and 

objectives of the research; Section 3.3 outlines the research paradigm underlying the 

research; Section 3.4 justifies the research methods used; Section 3.5 details the 

hypotheses; Section 3.6 explains the designs of the sampling procedures; Section 3.7 

describes the research instruments and measurements used; Section 3.8 states the research 

procedures applied in this research; Section 3.9 explains the critical procedures of data 

analyses; and Section 3.10 provides a summary of this chapter.  

 

3.1. Research Objectives  

This research project examines the influence of work motivation (intrinsic motivation, 

extrinsic motivation, and public service motivation) and work attitudes (organisational 

commitment and job satisfaction) on the intention to leave an organisation. The focus is 

primarily on public sector occupations. The precise context of this study is the Indonesian 
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public sector, and the targeted organisation is from the taxation sector. The key research 

question is: 

How do work motivations affect work attitudes and how do work motivations 

and work attitudes influence the intention to leave in an Indonesian public 

sector organisation? 

To achieve the aims of the research, six research objectives were developed as follows: 

1) To examine and discuss the basic concept of work motivation. 

2) To offer a significant review of the literature on motivation theories, work attitudes, 

and turnover models in both the private and public sectors. 

3) To review and choose the most appropriate methodological approaches and data 

collection procedures to satisfy the research aims. 

4) To analyse the data collected and generate valid findings.  

5) To discuss the results of both quantitative and qualitative data analyses. 

6) To evaluate the findings and propose recommendations (particularly for the 

taxation organisation in Indonesia). 

 

3.2  Research Paradigm 
The research question states that this research will examine the relationships between the 

specified variables. Furthermore, the conceptual framework that has been developed from 

the research questions, identifies specific concepts and theories that are integral to a study 

of this nature. In this research, these concepts and theories will be applied in the context 

of the Indonesian public service, specifically in the taxation sector. 

This research adopts a positivist paradigm. That is, a paradigm that is based on ontological 

beliefs that reality consists of facts which are true, observable, and measurable (Hennink, 

2011). Positivist epistemology adopts dualist and objectivist concepts; it argues that the 

researchers and the research “objects” are separated, and that the researchers should 

ensure their objectivity to find true generalisation (Guba & Lincoln, 2000). Additionally, 

Guba and Lincoln argue that a positivist’s ontology and epistemology are mainly 

embedded in experimental and manipulative methodology for examining hypotheses and 

that analysis is commonly conducted through quantitative methods.  
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This research is justified by the ontology that the variables (work motivation, 

organisational commitment, job satisfaction, and turnover intention) are commonly 

known in every working condition and in all sorts of organisations. Moreover, there are 

extensive empirical studies of these variables which endeavour to explain the relationship 

between the variables (Tett & Meyer, 1993). The findings of these studies support the 

generalisation that the relationships between the variables are significant (Islam et al. 

(2011); Taylor and Westover (2011); Liu et al. (2008); Brunetto and Farr-Wharton 

(2005); Wright and Davis (2003); Hellman (1997); and Lawler and Porter (1967)).  

Epistemology endeavours to obtain an accurate picture of the issues in an organisation, 

i.e. various relationships between the variables. Accordingly, this study should be 

conducted objectively with the aim of providing useful empirical findings. To avoid bias 

from personal values, the researcher must take an objective approach; viewing these 

issues from outside; and obtaining valid findings in confirmation of the presented 

hypotheses. 

 

3.3 Research Methods: Quantitative and Qualitative 
A research design is a plan or blueprint for how the research will proceed. It directs the 

research to gain an acceptable answer to the research problems. This research was 

carefully designed and its design has the following characteristics: 

 It is presented within the positivist paradigm. 

 It applies quantitative and qualitative methodologies. 

 It is retrospective (ex post facto) in nature. 

 It is based on primary data.  

Both quantitative and qualitative methods are used in this research project. However, the 

quantitative method is the primary means of analysis for this research. The aim of utilising 

a mixed method approach is to get a balance of induction and deduction in the research. 

The quantitative method, as the main method, is based on a deductive approach, while 

the application of the qualitative method allows for an inductive approach. Nevertheless, 

since the quantitative method is the dominant approach, the greater part of the analysis 

will be based on a deductive rather than inductive approach. 
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3.3.1 Quantitative Method 

Most studies on turnover intention are conducted using survey-based methods with the 

aim of explaining the relationship between turnover intention and other variables 

(Bertelli, 2007; Carmeli & Weisberg, 2006; Y. J. Cho & Perry, 2012; Liu et al., 2010; 

Moynihan & Pandey, 2008; Wang et al., 2012). This research takes a similar approach.  

The quantitative approach, according to Veal (2005, p. 25), “involves the gathering and 

analysis of numerical data. It relies on numerical evidence to draw conclusions or to test 

hypotheses”. Accordingly, the research questions were formed into testable hypotheses 

to be examined objectively. As part of this process, an elaborate questionnaire was 

developed as an instrument of gaining evidence or information. The instrument seeks 

information on all the determining factors along with demographic or background data. 

The targeted respondents were chosen to ensure that the resulting samples provided a 

good representation of the population. Subsequently, univariate and multivariate 

statistical techniques were used to analyse the data and obtain validity and generalisation 

of the findings. This study utilised SPSS and LISREL for analysing data. 

 

3.3.2 Qualitative Method 

This study was instigated because of a recent phenomenon of voluntary disengagement 

observed among employees of DGT. This phenomenon required an in-depth analysis to 

establish the reasons behind it. To do this, it was necessary to employ a qualitative 

research method in addition to a quantitative approach. While broad generalisations can 

be made based on the quantitative data, the data are not suitable for identifying nuances 

of causation. On the other hand, a qualitative approach generates rich data from specific 

limited sources which allows for a more in-depth analysis of causation. Veal (2005), for 

example, noted that a qualitative method results in “gathering a great deal of information 

about a relatively small number of subjects”. 

Consequently, semi-structured interviews were conducted with a limited number of 

former employees of DGT to probe more deeply into the underlying assumptions that 

were contained within their job satisfaction measures and the reasons they provided for 

leaving the organisation. Accordingly, an interview guide was developed to solicit the 

participants’ views and experiences regarding the relevant factors in this study. 
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3.4 The Hypotheses  
The main objective of this research is to examine the direct and indirect relationships 

between work motivations (intrinsic motivation [IM], extrinsic motivation [EM], and 

public service motivation [PSM]) and work attitudes (organisational commitment [OC] 

and job satisfaction [JS]) on the intention to leave a public service organisation (ILO). 

Thus, the hypotheses are constructed as: 

1. (a) Intrinsic motivation has a direct and positive impact on organisational 

commitment (IM→OC); 

(b) Extrinsic motivation has a direct and positive impact on organisational 

commitment (EM→OC); 

(c) Public service motivation has a direct and positive impact on organisational 

commitment (PSM→OC). 

  

2. (a) Intrinsic motivation has a direct and positive impact on job satisfaction 

(IM→JS); 

(b) Extrinsic motivation has a direct and positive impact on job satisfaction 

(EM→JS); 

(c) Public service motivation has a direct and positive impact on job satisfaction 

(PSM→JS). 

 

3. The relationships between organisational commitment and job satisfaction is bi-

directional and positive (OC↔JS). 

 

4. (a) Intrinsic motivation has a direct and negative impact on the intention to leave 

the organisation (IM→ILO);  

(b) Extrinsic motivation has a direct and negative impact on the intention to leave 

the organisation (EM→ILO);  

(c) Public service motivation has a direct and negative impact on the intention to 

leave the organisation (PSM→ILO); 

(d) Organisational commitment has a direct and negative impact on the intention to 

leave the organisation (OC→ILO); 
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(e) Job satisfaction has a direct and negative impact on the intention to leave the 

organisation (JS→ILO); 

 

5. (a) Intrinsic motivation has an indirect and positive impact on job satisfaction, 

through organisational commitment as a mediator (IM→OC →JS); 

(b) Extrinsic motivation has an indirect and positive impact on job satisfaction, 

through organisational commitment as a mediator (EM→OC →JS); 

(c) Public service motivation has an indirect and positive impact on job satisfaction, 

through organisational commitment as a mediator (PSM→OC →JS). 

 

6. (a) Intrinsic motivation has an indirect and positive impact on organisational 

commitment, through job satisfaction as a mediator (IM→JS→OC); 

(b) Extrinsic motivation has an indirect and positive impact on organisational 

commitment, through job satisfaction as a mediator (EM→JS→OC); 

(c) Public service motivation has an indirect and positive impact on organisational 

commitment, through job satisfaction as a mediator (PSM→JS→OC); 

 

7. (a) Intrinsic motivation has an indirect and negative impact on the intention to leave 

the organisation; through organisational commitment as a mediator (IM→ 

OC→ILO); 

(b) Extrinsic motivation has an indirect and negative impact on the intention to 

leave the organisation; through organisational commitment as a mediator (EM→ 

OC→ILO); 

(c) Public service motivation has an indirect and negative impact on the intention 

to leave the organisation; through organisational commitment as a mediator 

(PSM→ OC→ILO). 

 

8. (a) Intrinsic motivation has an indirect and negative impact on the intention to leave 

the organisation; through job satisfaction as a mediator (IM→JS→ILO); 

(b) Extrinsic motivation has an indirect and negative impact on the intention to 

leave the organisation; through job satisfaction as a mediator (EM→JS→ILO); 

(c) Public service motivation has an indirect and negative impact on the intention 

to leave the organisation; through job satisfaction as a mediator (PSM→JS→ILO). 
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Figure 3.1 below illustrates the hypotheses and the relationships between variables 

including the directions and their signs. 

 

Figure 3.1 The Hypotheses Diagram 

 

 

 

3.5 Sampling Design 
This section explains the processes of sample selection for this research. The 

characteristics of the population under study must be well represented by the sample. The 

representativeness of the sample depends on the sampling design and the sample size 

(Zickmund, Babin, Carr, & Griffin, 2010) and therefore care must be taken in the choice 

of sample design. A seven-stage sampling procedure (Zickmund et al., 2010) was 

chosen. Figure 3.2 describes this procedure. 
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Figure 3.2 Stages in Sampling Procedure 

 

  

The target population for the study was the Indonesian taxation authority, known as the 

Directorate General of Tax (subsequently referred to as DGT), which is part of the 

Ministry of Finance. The responsibilities of the DGT are:  

a. Providing services (the DGT renders services to taxpayers and to the government); 

b. Providing supervision (the DGT monitors taxpayer compliance and provides 

taxpayers with advice); 

c. Law enforcement (the DGT performs tax audits and undertakes investigations into 

apparent breaches of tax laws).  

The DGT has many offices distributed throughout the country. These offices are 

categorised according to the nature of the taxpayers for which they are responsible, and 

the geographic area over which they have jurisdiction. The first category is Large Tax 

Office (LTO). LTOs manage national and multinational corporations and high-wealth 

individuals. There are four LTOs and they are all located in Jakarta (the capital city of 

Indonesia). The second category is Specialised Tax Office (SpTO). SpTOs manage 

publicly-listed companies, foreign-invested companies, and foreign individuals. There 

are nine SpTOs and they are all located in Jakarta. The third tax office category is the 

Define the target population

Select a sampling frame

Determine if a probability or non-
probability sampling method will be chosen

Plan procedure for seeing sampling units

Determine sample size

Select Actual sampling units

Conduct fieldwork 
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Medium Tax Office (MTO). MTOs manage large-scale corporations within regions (not 

necessarily a province) that have growing businesses and economic development 

potential. There are 19 MTOs across Indonesia. The final category is the Small Tax Office 

(STO). STOs cover all other taxpayers.  

Within these offices, the targeted respondents were frontliners, account representatives, 

and tax auditors. Each position is responsible for a unique function within the tax office. 

Frontliners are responsible for customer service, account representatives for supervision, 

and tax auditors for law enforcement. Each function requires different qualifications and 

competencies. Currently (as of 31st October 2017), there are 4,370 frontliners; 9,741 

account representatives; and 5,190 tax auditors. 

The quantitative research was based on a purposive non-probability sample chosen from 

the following three groups, which in total accounted for approximately 500 to 700 

potential respondents. 

Group 1 

Group 1 consisted of LTO and SpTO offices. Two offices in Jakarta were chosen. These 

offices dealt with multinational corporations and foreign-invested companies. 

Group 2 

This group consisted of MTOs drawn from six locations: Java Island (Jakarta and 

Tangerang); Sumatera Island (Medan [North Sumatera]); Bali (Denpasar); Sulawesi 

(Makassar [South Sulawesi]); and Kalimantan (Balikpapan [East Kalimantan]). 

Group 3  

This group consisted of 26 STOs drawn from three regions. The western region was 

represented by five offices from Sumatera Utara and two offices from Lampung. The Java 

region consisted six offices from Greater Jakarta (three offices from Jakarta, two from 

Tangerang and one from Bekasi) and five from Jogjakarta and Surakarta. The eastern 

region comprised offices from Bali (three from Denpasar), Kalimantan (two from 

Balikpapan), and Sulawesi (three from Makassar). 

The qualitative research consisted of structured interviews with nine former employees 

of the DGT. These individuals held varying positions and information on their 

employment history was obtained from the organisation’s personnel office. A snowball 
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sampling strategy was pursued to acquire detailed and recent information relating to the 

other targeted participants about their present positions. 

 

3.6 Research Instruments and Measurement 

3.6.1 Research Instruments 

A questionnaire-based survey was the primary source of quantitative data in this study. 

The questionnaire included sections on demographic data; work motivation; 

organisational commitment; job satisfaction; and intention to leave. However, due to the 

lack of validation in an Asian (particularly Indonesian) environment, an instrument 

developed for use in a western context was utilised in this research.  

There are three aspects of work motivations: IM, EM, and PSM. The first section of the 

questionnaire considers intrinsic (11 items) and extrinsic motivations (15 items). The 

second section of the questionnaire covers PSM (16 items). The IM and EM questions 

were derived from the study of Herzberg (1968), Maidani (1991), and Furnham et al. 

(2009). The PSM items were adapted from Sangmook Kim et al. (2013).  

The OC items were adapted from the Organisational Commitment Questionnaire (OCQ) 

used in the study of Mowday et al. (1979). The JS section used an adaptation of the 

Michigan Organisational Assessment Questionnaire Subscale, consisting of three items 

(Camman, et al., 1979, as cited in Spector, 1997, p. 19). An additional five items of JS 

were developed for this study. Finally, the intention to leave section consisted of 14 

questions used by Roodt (2004). Each scale will be explained thoroughly in following 

sections. 

The translation back-translation procedure was applied in this research to ensure that the 

original meaning of all questions used was captured and transferred precisely into Bahasa 

Indonesia in the translated questionnaire (Brislin, 1970; Cha, Kim, & Erlen, 2007). The 

questionnaire was first translated into Bahasa Indonesia by a sworn and authorised 

translator in Jakarta. The translated version was used in this research with minor changes 

from the researcher, and a second minor revision was applied after the pilot study. The 

Bahasa Indonesia version was then translated back into English by a different translator. 

Although there were differences in the choice of words, there were no significant 

differences in meaning between the original English version of the questionnaire prior to 
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translation into Bahasa Indonesia and the subsequent English version obtained from 

translating the Bahasa Indonesia version back into English. The original English and the 

translated Bahasa Indonesia versions of the questionnaire are provided in Appendix B 

and C. 

A cover letter and a consent form were attached to the questionnaire to inform the 

potential respondents about the research and for them to consent to participating in the 

study. The cover letter was also handed out to the interview participants. Participant 

anonymity was maintained throughout the survey process. An advantage of this was the 

belief that it would enhance the integrity of the responses given. 

 

3.6.2 Measurement 

The questionnaire consisted of six sections: (1) Demographic Information; (2) Intrinsic 

and Extrinsic Motivation; (3) Public Service Motivation; (4) Organisational 

Commitment; (5) Job Satisfaction; and (6) Intention to Leave Organisation. In addition 

to the English and Bahasa Indonesia versions of the questionnaire, the information letter 

and the consent form are supplied in Appendix B and C. Each section of the questionnaire 

is explained below. 

 

3.6.2.1 Demographic Data Section 

Demographic information on each of the respondents was obtained to provide relevant 

background knowledge. The information obtained from the demographic section was: 

1. Gender, 
2. Age, 
3. Marital status, 
4. Educational background, 
5. Work tenure, 
6. Respondent’s position (FL, AR, or TA), 
7. Their respective tax office, 
8. Their home-base location, 
9. Grade, and 
10. After tax salary. 
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Responses to the first six questions and also the last one required respondents to select 

the most appropriate response from the choices provided. For questions number 7 to 9, 

respondents were required to provide a written answer.  

 

3.6.2.2 Intrinsic and Extrinsic Motivation Section 

The intrinsic and extrinsic motivation assessments were constructed in accordance with 

the Motivation-Hygiene Theory of Herzberg et al. (1962). This theory proposed 

achievement; recognition; work itself; responsibility; advancement; and growth as 

intrinsic motivations. The extrinsic factors suggested by the theory were company policy 

and administration; supervision; interpersonal relationships; work conditions; salary; 

status; and security. The questions used to assess intrinsic and extrinsic motivations were 

based on the studies of Herzberg (1968) and Maidani (1991); Gordon, Osgood, and 

Phillips (2010); Ellickson and Logsdon (2001); Furnham et al. (2009); and Spector 

(1997). However, most questions in this research differ from those in previous studies as 

they were developed to meet the unique requirements of this research project.  

The development of the intrinsic and extrinsic motivation questions was based on the 

following considerations: First, most scales used in previous research focused on job 

satisfaction rather than motivation. Second, as this project proposed to use job satisfaction 

as an independent variable impacting on motivation, two separate scales needed to be 

developed without overlapping questions. Finally, the scales were constructed to 

accommodate the background culture of the research project and this required some 

changes to scales that had been developed for use in Western cultures.  

The scale development process followed the guidelines provided by Spector (1997) and 

DeVellis (2003). This included: (a) defining the facet of interest; (b) designing the scale 

format and generating items; (c) pilot testing the scale on a small sample; and (d) 

administering the scale to the study sample and conducting an item analysis. The defining 

facets of interest were based on the Motivation-Hygiene Theory that proposed the six 

intrinsic motivation factors and seven extrinsic motivation factors mentioned above. Most 

of the facets have two or more items in the scale. The intrinsic and extrinsic items are 

presented in Appendix A. 

The final survey instrument contained 11 intrinsic motivation questions and 15 extrinsic 

motivation questions. All questions relating to motivation were provided in the same 

section of the survey instrument because they were all derived from the Motivation-
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Hygiene Theory. For each item, the questionnaire asked respondents to select a response 

from a seven-point Likert-type scale. The scale points were: strongly disagree, 

moderately disagree; slightly disagree; neutral; slightly agree; moderately agree; strongly 

agree. The IM and EM scales are presented in Appendix B. 

 

3.6.2.3 Public Service Motivation Section 

The PSM 16-items scale was adapted from Sangmook Kim et al. (2013). They developed 

an international instrument of PSM that involved 12 countries (Australia, Belgium, China, 

Denmark, France, Italy, Korea, Lithuania, The Netherlands, Switzerland, the United 

Kingdom, and the United States of America). As their work focused on the influence of 

work motivation on the intention to leave the public sector, PSM was a relevant factor to 

be considered. Although the scale had been validated across developed countries, 

including Asian developed countries (China and Korea), empirical validations from Asian 

developing countries were limited. The current research provided an opportunity to use 

the scale in a developing Asian country context. 

The scale consists of four dimensions, which are: attraction to public policy making 

(APP); commitment to public values (CPV); compassion (COM); and self sacrifice (SS). 

Each dimension contains four items. Each question asked respondents to choose the 

appropriate response on a seven-point Likert-type scale as discussed above. Examples of 

the questions asked are:  

 Meaningful public service is very important to me (APS3);  

 To act ethically is essential for public servants (CPV4);  

 Considering the welfare of others is very important (COM4),  

 I believe in putting civic duty before self (SS2).  

The complete list of questions is found in Appendix B. 

 

3.6.2.4 Organisational Commitment Section 

The organisational commitment items used in this section are the short form of the 

Organisational Commitment Questionnaire (OCQ) adapted from the study of Mowday et 

al. (1979). The OCQ is employed because it provides for items that capture the acceptance 

of, or belief in, an organisation’s values, extra effort behaviour, and the desire to remain 

in the organisation (Mowday et al., 1979). All are assumed to be critical factors in high 
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performance public organisations. The contextual background of the research is a public 

organisation in which the employees must perform multiple tasks (including serving the 

public), meet the burden of achieving high targets, demonstrate creativity and be willing 

to do extra work. Many public sector studies have used this scale (e.g.  Angle & Perry, 

1981; Danny Lee Balfour, 1990; K. H. Cho & Lee, 2001; Hassan & Rohrbaugh, 2011; 

Kacmar et al., 1999; Lambert & Hogan, 2009; S.-H. Lee & Olshfski, 2002; Srithongrung, 

2011; Yousef, 2000) and verified its suitability for use in contexts similar to the current 

research. 

The scale consists of 15 questions with six reversed items. Responses are again provided 

on a seven-point Likert-type scale as discussed above. A complete list of the questions is 

provided in Appendix B. Examples of the questions are:  

 I am willing to put in a great deal of effort beyond what is normally expected 

in order to help the organisation be successful (OC1);  

 I am proud to tell others that I am part of this organisation (OC6); and 

 It would be very little change in my present circumstances to cause me to leave 

this organisation (OC9 Reversed).  

 

3.6.2.5 Job Satisfaction Section 

The job satisfaction section asked respondents to provide an assessment of their overall 

satisfaction. This approach was suggested by Vandenabeele (2013), who argued that the 

facets of the JS scale could not distinguish the antecedents of job satisfaction or the 

concept itself. Further, the study also scrutinised intrinsic and extrinsic motivation as 

independent variables that impact on job satisfaction rather than as items in the job 

satisfaction scales. Many previous job satisfaction studies have also applied the overall 

satisfaction question (Cho and Perry (2012); Nyberg (2010); Taylor and Westover 

(2011)). This study used the Michigan Organisational Assessment Questionnaire 

Subscale (Camman, et al., 1979, as cited in Spector, 1997, p. 19), which consists of three 

items including one reversed item. The responses for these three items are again provided 

on a seven-point Likert-type scale as discussed above. The items are:  

 All in all, I am satisfied with my job; 

 In general, I don’t like my job (reversed item); 

 In general, I like working here. 
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However, in this research, it was necessary to develop additional items for inclusion in 

the scale to ensure that the aims of the research would be fulfilled (given its contextual 

background). There were five additional items to assess specific issues related to 

employees’ job satisfaction. The resulting eight items were measured using a seven-point 

Likert-type scale as discussed above, except the first question, which asked respondents 

to state if they were: very much dissatisfied, dissatisfied, slightly dissatisfied, neutral, 

slightly satisfied, satisfied, or very much satisfied. The additional items were: 

 Overall, on a scale from 1-7, how satisfied or dissatisfied are you with 

your current job? 

 I am very satisfied with my accomplishments in this job. 

 I feel a sense of pride with my organisation and its reputation within the 

public service. 

 I am very satisfied with the salary given by my organisation. 

 I am very satisfied with the working conditions (including the working 

environment, communication channels, relationships with co-workers) 

in this organisation. 

 

3.6.2.6 Intention to Leave Organisation Section 

The intention to leave section consisted of 14 questions from an unpublished 

questionnaire developed by Roodt (2004), which assessed the intention to leave the 

organisation for reasons of: personal need, personal responsibility, and work opportunity 

(Aladwan, Bhanugopan, & Fish, 2013). The major advantage of utilising this scale was 

that it consisted of 14 items, whereas most inquiries into turnover employed a minimal 

number of items and lacked a validated turnover intentions scale (Aladwan et al., 2013; 

Du Plooy & Roodt, 2013; Martin & Roodt, 2008). The responses to the questions were 

measured using a seven-point scale from never to always. A full list of items in this scale 

is provided in Appendix B. A selection of the items included is as follows: 

 How often have you considered leaving your current job? 

 How often are your most important values at work compromised? 

 What is the probability that you will leave your job, if you get another 

suitable offer? 

 How often do only family responsibilities prevent you from quitting? 
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3.6.3 Interview Guide 

An interview guide was developed to probe more deeply the participants’ views and 

experiences regarding the relevant factors in this study. It functioned as a guide for the 

researcher to conduct the interviews. It consisted of parts:  

(1) Introduction: explaining the objectives of the research, how the interview is 

conducted, and how the data is managed. 

(2) Background information: to obtain information on each participant’s gender, age, 

and education. 

(3) Opening questions: to attain more information about the participants’ current 

jobs, their last positions in the organisation, and their perceptions of the 

organisation. This part of the interview is designed to build the interviewees’ 

confidence and trust in the process.   

(4) Questions about the participants’ voluntary departure from the DGT, including 

their reasons for resignation, how the DGT processed their resignations, and their 

recommendations and solutions for issues that the process gave rise to that the 

DGT might adopt in the future. 

(5) Closing questions: to obtain information on the participant’s expectations of what 

their current job might bring in the future. 

The interview guide and the accompanying documents (information letter and consent 

form) are available in Appendix D.  

 

3.7 The Research Procedure 

3.7.1 The Survey Procedure 

Permission had to be obtained to conduct the research in the organisation. A letter 

requesting a research permit was sent to the organisation’s head office in Jakarta on 1st 

April 2015. However, the head office was required to seek approval from each of the 

targeted tax offices before it could give final approval (a list of the targeted offices is 

presented in Appendix F). Due to the limited time for the research, it was suggested that 
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the researcher individually approach each tax office personally seeking approval and, 

when given, begin the questionnaire distribution prior to the final approval from the head 

office.  

The targeted tax offices were: 1 large tax office (LTO); 1 specialised tax office (SpTO) 

in foreign-invested companies; 6 medium tax offices (MTO); and 26 small tax offices 

(STO). However, two STOs declined to give permission. The STOs declining permission 

were KPPP Pematang Siantar (Sumatera Utara) and KPPP Kedaton (Lampung).  

A pilot survey was conducted in nine TOs. Based on the pilot survey, a validation analysis 

was conducted in which the relationship of the items to their respective constructs was 

assessed and, after any necessary revisions, the questionnaire was finalised. Finally, the 

revised questionnaire was distributed to the rest of the targeted TOs. 

The questionnaire was accompanied by an information letter, which explained the 

purpose of the study and how to participate. The survey involved filling out a seven-page 

questionnaire and took about 20 minutes to complete. The questionnaire was personally 

completed on a voluntary basis by each targeted respondent in the TO. The completed 

questionnaires were then collected from each TO by the researcher. Respondents signed 

the consent form and returned it to the researcher along with the completed questionnaire. 

All information provided by respondents was considered confidential and no respondent 

can be identified in the database or any report resulting from this study. The data collected 

during this study will be retained for five years in a locked office. Only researchers 

associated with this project will have access to the data. 

 

3.7.2 The Interview Procedure 

The qualitative part of the research involved semi-structured interviews with the targeted 

participants who were former employees of the DGT. Since the DGT could not provide 

individual data on its former employees, the researcher had to identify the potential 

participants for this stage of the research by using social networking channels and 

personal contacts to recruit colleagues who had already left the organisation. Thus, the 

participants in the semi-structured interviews were former employees of the DGT. The 

last position held in the DGT by these participants was varied across the group. 

The study applied a snowball sampling strategy to acquire contact details for the targeted 

participants. The targeted participants were then contacted to inform them about the study 
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and ask them if they would consent to participate in an interview. Participants were 

advised that their identity would be kept confidential. The interviews were conducted in 

Bahasa Indonesia and audio-recorded with the consent of the respondents. In most 

instances the interview took place in the respondent’s office. The average duration of each 

interview was approximately 75 minutes.  

The main problem with the interview process was in making an appointment with the 

respondents at a time suitable to both the respondents and the researcher. This was 

difficult for two reasons: First, all the respondents held senior managerial positions in 

their respective organisations and consequently had busy schedules, which constrained 

their availability. Second, during the data collection process, it was necessary for the 

researcher to travel extensively to many cities in Indonesia to conduct the survey. Both 

the interviews and the survey had to be completed within a period of three months, which 

made scheduling problematic. 

 

3.7.3 The Synthesis  

The returned completed questionnaires and the interview recordings have been 

administered carefully to ensure the confidentiality of the respondents’ information. Data 

from the questionnaires have been input into Excel and SPSS software programs. The 

interview recordings have been transcribed and translated into English. Both sets of data 

have then been analysed to ensure validity and to capture the themes that have emerged. 

In addition to this data, further data have been derived from the DGT Human Resource 

Division archives. This data includes aggregated information on the demographic profile 

of the DGT workforce (gender, age, education, and job experience), and general 

information about the organisation and its human resource policies. 

 

3.8 Data Analysis Procedures 

Data analysis procedures are divided into two subsections: quantitative analyses and 

qualitative analyses. The quantitative analyses involve two separate stages: data 

presentation and preliminary analyses, and the in-depth quantitative data analyses. 
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3.8.1 Quantitative Analyses 

Quantitative analyses are performed in two stages, as illustrated in Figure 3.3. 

 
 

Figure 3.3 Quantitative Analyses 

 

 

3.8.1.1 Stage 1: Data Presentation and Preliminary Analyses 

Stage 1 provides a description of the sample supported by descriptive analyses, including 

graphical and reliability analyses of the instruments using IBM SPSS 20. The data are 

then analysed to ensure that they meet the multivariate assumptions for further analyses. 

The primary objective of Stage 1 was to prepare the data for further analyses. This process 

included: 

1. Data cleaning 

The completed questionnaires were examined physically to ensure that only valid 

data were entered into the Excel and SPSS files. 

2. Descriptive statistics 

Descriptive analyses were conducted and the resulting descriptive statistics produced 

included: frequency; mean; median; mode; variance; and standard deviation. 

3. Graphical analysis 

A graphical presentation supported the descriptive statistics. This analysis included 

graphs depicting skewness and kurtosis in the data. 
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4. Crosstabs analysis 

A crosstabs analysis explored potential relationships between the data, especially the 

demographic data. 

5. Missing values analysis 

Little’s MCAR (Missing Completely at Random) test was employed to test whether 

the missing data were completely at random or systematic. 

6. Outliers analysis 

The data were analysed to identify any outliers. Outliers were examined to determine 

whether they were legitimate or problematic outliers. Outlier detection was 

conducted by taking, in the first instance, a univariate perspective. This involved (1) 

a boxplot diagram for each variable, (2) applying Tukey’s method and (3) examining 

the standardised variable values (z score values). Multivariate outlier detection was 

then conducted using the Mahalanobis D2 measure. 

7. Multivariate assumptions analysis 

Four assumptions relating to reliability, linearity and homoscedasticity, normality, 

and multicollinearity must be met for multivariate analysis. 

Reliability analysis employed Cronbach’s alpha measurement for each scale. 

Cronbach’s alpha value should be above 0.70, which indicates a good and reliable 

consistency between the items in each scale. 

Linearity and homoscedasticity analysis was conducted using both graphical and 

statistical analysis. The graphical test was determined by an examination of 

standardised residuals for each independent variable. 

Normality analysis was also undertaken using both graphical and statistical analysis. 

The histogram and normal probability plot were used to visually observe the 

normality of the data (Hair, Black, Babin, & Anderson, 2010, pp. 71-74). The 

histogram compares the data values with a distribution approximating the normal 

distribution. The normal probability plot (P-P plot) compares the cumulative 

distribution of actual data values with the cumulative distribution of a normal 

distribution. 
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Multicollinearity analysis tested collinearity among the independent variables. The 

ideal in multivariate analysis is that independent variables are highly correlated with 

the dependent variable, but with little correlation among themselves (Hair et al., 

2010, p. 200). 

 

3.8.1.2 Stage 2: Quantitative Data Analyses 

Proceeding from descriptive statistical analyses and data preparation, further in-depth 

statistical analyses were implemented, including Exploratory Factor Analysis (EFA); 

Confirmatory Factor Analysis (CFA); multiple regressions; and Structural Equation 

Modelling (SEM). 

 

1. Exploratory Factor Analyses (EFA) 

Factor analysis is an interdependence technique (Hair et al., 2010), “whose primary 

purpose is to define the underlying structure among the variables in the analysis” (p. 94). 

Furthermore, it is a tool for analysing the structure of the interrelationships (correlations) 

among many variables by defining sets of variables that are highly interrelated, known as 

factors. This analysis is performed using IBM SPSS 20 statistical software. 

There are two methods of factor analysis: common factor analysis and components 

analysis. The method used depends on the research objectives and prior knowledge of the 

variance in the variables. Component analysis (commonly known as Principal 

Component Analysis, PCA) is preferred if the objective is data reduction, “focusing on 

the minimum number of factors needed to account for the maximum portion of the total 

variance represented in the original set of variables” (Hair et al., 2010, p. 107).  

On the other hand, the primary objective of common factor analysis is “to identify the 

latent dimensions or constructs represented in the original variables” (p. 108) and this 

method is preferred when the goal is to detect structure.  

Given that both methods involve data reduction, the more pertinent objective in this 

research is to determine any underlying structure within each scale. Thus, Principal Axis 

Factoring (PAF) – as one of the common factor analysis method, is adopted in this study.  

To improve the interpretation of factor analysis and to remove any ambiguities in the data, 

it is necessary to select an appropriate rotation method. An orthogonal rotation method is 
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preferred when the research goal is to reduce data to either a smaller number of variables 

or a set of uncorrelated measures for subsequent use in other multivariate techniques. An 

oblique rotation method is best applied to obtain several theoretically meaningful factors 

or constructs as few constructs in the real world are uncorrelated. For this research, an 

oblique rotation method (Promax rotation) was chosen.    

In performing factor analysis the recommendations of Hair et al. (2010) were adopted. 

The principal elements of this approach are: 

1. Factor analysis must be performed on metric variables. In this research, this 

element is met through using a seven-point Likert scale. 

2. At least five items are included in each scale. 

3. The number of observations in the sample must be greater than 50 and exceed the 

number of variables. In this research, the sample was 583 observations and this 

number greatly exceeded the number of variables.  

4. The research should endeavour to maximise the number of observations per 

variable, with a minimum of five observations per variable. In this research, the 

largest construct consists of 16 items in the PSM scale. Given a sample size of 

585, this rule is comfortably met. 

5. Sphericity must be tested. In this research, a statistically significant Bartlett’s test 

of sphericity (p-value < 0.05) indicates that sufficient correlations exist between 

the variables to proceed. 

6. The Kaiser-Meyer-Olkin measure of sampling adequacy (KMO) value must 

exceed 0.50. Variables with values less than 0.50 should be omitted from the 

factor analysis one at the time. A higher cut-off point of 0.60 was enforced in this 

research. 

7. Variables should normally have extracted communalities of greater than 0.50 to 

be retained in the analysis. However, values as low as 0.30 are generally 

accepted—as was the case in this research. 

8. Stopping criteria to determine the initial number of factors to retain: (i) factors 

with eigenvalues above 1.0; (ii) enough factors to meet a specified percentage of 

variance explained, usually 60% or higher; (iii) the minimum accepted factor 

loadings are ±0.30 to ±0.40. 
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2. Confirmatory Factor Analyses (CFA) 

Progressing from exploratory factor analysis, which extracted latent factors from each 

scale, CFA was applied to confirm the validity of each variable in the Indonesian setting 

by using LISREL 9.2 (© Jöreskog and Sörbom, 2015). CFA is a tool to examine whether 

to confirm or reject a predetermined theory (Hair et al., 2010). The iterations process to 

achieve the perfect fit model for the latent variables was generated by employing the 

maximum likelihood estimation (MLE) method. MLE, the most widely used function 

(Schermelleh-Engel, Mooshbrugger, & Muller, 2003), was employed as the data satisfied 

the normality assumption (Schumacker & Lomax, 2010). MLE is also reported to perform 

better with samples exceeding 500 observations (Ullman & Bentler, 2003).   

The confirmation procedures require that the measure of factor validity falls within the 

acceptable levels of goodness-of-fit (GOF) of the construct validity (Hair et al., 2010; Hu 

& Bentler, 1999; Schermelleh-Engel, Mooshbrugger, et al., 2003; Schumacker & Lomax, 

2010). The GOF indices are the criteria used to judge the fit of the construct (Gau, 2010). 

There are three fit measurements (Hair et al., 2010; McQuitty & Wolf, 2013; 

Schermelleh-Engel, Mooshbrugger, et al., 2003; Schumacker & Lomax, 2010). They are 

absolute, incremental, and parsimony fit indices. Measures of absolute GOF are Chi-

Square (χ2); χ2 to degree of freedom (χ2/df); goodness-of-fit index (GFI); the standardised 

root mean square residual (SRMR); and the root mean square error of approximation 

(RMSEA).  

Incremental fit indices assess the performance of the models compared to an alternative 

baseline model. They include the comparative fit index (CFI), the normed fit index (NFI), 

and the non-normed fit index (NNFI). Parsimony fit indices imply the best model among 

a set of competing models, including the parsimony normed fit index (PNFI), the adjusted 

goodness-of-fit index (AGFI), the Akaike information criterion (AIC), and the expected 

cross-validation index (ECVI).  

The indices mentioned above are only a selection from more than 20 available fit 

measures. The application of the indices will also be influenced by the sample size and 

the model characteristics (Hair et al., 2010; McQuitty & Wolf, 2013; Schermelleh-Engel 

et al., 2003). It is suggested that a set of criteria should be established for model evaluation 

and to determine acceptability of fit for a given model. Considerations for establishing 

guidelines for this purpose are applying different types of fit indices; adjusting the index 

cut-off values based on model characteristics; and comparing the models. For this study, 
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criteria and indices are chosen to assess the validity of the constructs as presented in Table 

3.1.   

 
Table 3.1 The Goodness-of-Fit Indices 

No. Fit Measure Good Fit Acceptable Fit 
1 χ2 0 ≤ χ2 ≤ 2 df 2 df ≤ χ2 ≤ 3 df 
2 p-value .05 ≤ p ≤ 1.00 .01 ≤ p ≤ .05 
3 RMSEA 0 ≤ RMSEA ≤ .05 .05 ≤ RMSEA ≤ .08 
4 SRMR   0 ≤ SRMR ≤ .05  .05 ≤ SRMR ≤ .10 
5 NFI  .95 ≤ NFI ≤ 1.00  .90 ≤ NFI ≤ .95 
6 NNFI .97 ≤ NNFI ≤ 1.00 . 95 ≤ NNFI ≤ .97 
7 CFI .97 ≤ CFI ≤ 1.00 .95 ≤ CFI ≤ .97 
8 GFI .95 ≤ GFI ≤ 1.00 .90 ≤ GFI ≤ .95 
9 AGFI .90 ≤ AGFI ≤ 1.00 

Close to GFI 
.85 ≤ AGFI ≤ .90 

Close to GFI 
10 ECVI Smaller than ECVI for comparison models 
Note: Adapted from (Schermelleh-Engel, Mooshbrugger, et al., 2003) 

 

3. Multiple Regressions 

Multiple regression analysis assesses the relationship between the dependent and 

independent variables and aims to predict the changes in the dependent variable in 

response to changes in independent variables (Hair et al., 2010). Thus, multiple regression 

analysis is an appropriate tool to investigate the relationships between work motivations, 

job performance, and job satisfaction (as independent variables), and turnover intentions 

(as the dependent variable). A number of examples of this type of application can be 

found in the literature (for example, Alonso and Lewis (2001), Carmeli and Weisberg 

(2006), and Wang et al. (2012)). 

In this research, multiple regression analysis is conducted using IBM SPSS 20 statistical 

software. The analysis includes linear correlations, multicollinearity diagnosis, analysis 

of variance, and multiple regression.  

 

4. Structural Equation Modelling (SEM) 

Structural Equation Modelling (SEM) enables this study to simultaneously examine a 

series of interrelated dependence relationships among the measured variables and latent 

constructs (variates) as well as between several latent constructs (Hair et al., 2010). In the 

final stage of analysis, SEM is applied to examine the interrelationships between the latent 

variables, whether direct or mediated correlations between the full model, including all 
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latent variables and their indicators, to examine the interrelationships between them. It 

permits complex phenomena to be statistically modelled and tested (Schumacker & 

Lomax, 2010).  

This technique is performed in LISREL 9.2 (© Jöreskog and Sörbom, 2015). The 

maximum likelihood estimation method (MLE) is applied in the final SEM analyses.  The 

criteria set in CFA is also utilised in the final SEM analyses, which include path diagrams 

and the goodness-of-fit indices (GOF). 

 

3.8.2 Qualitative Analysis 

This study also investigates some underlying factors related to the specific phenomenon 

of voluntary disengagement of the organisation’s employees. As the qualitative research 

scrutinises the context of existing daily life in which meaning perceived by individuals 

can be captured (Veal, 2005), this part of research aims to gather the motives of the 

employees leaving the DGT. The qualitative approach is provided as a supplement to the 

quantitative analysis.  

The qualitative research uses semi-structured interviews, which are considered suitable 

because they allow respondents to freely express their perceptions and opinions (Veal, 

2005). Consequently, an interview guide is developed to scrutinise the participants’ views 

and experiences regarding the relevant factors in this study.  

The interview transcripts were administered carefully to ensure the confidentiality of the 

respondents’ information. They were translated into English. Essentially, the data 

collection and analysis occurred concurrently and were therefore jointly part of an 

ongoing process (Hennink, 2011). The first step in the qualitative analysis was to obtain 

direct interpretation from the interview transcripts. A conceptual matrice of each 

interview was then drawn up to capture the themes that emerged (Hennink, 2011). Finally, 

the themes were analysed based on the contextual background of the respondents and 

their experience, and in light of the findings of the quantitative analyses. 
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3.9 Summary 

A justification of the methodology for this research has been presented in this chapter, 

including the research objectives and paradigm. The chapter has provided the research 

questions and hypotheses to be tested. It has discussed the research methods and 

explained the research design. As survey and semi-structured interviews were chosen as 

the data collection methods, the survey instruments and interview guide were also 

discussed. Finally, the data analysis procedures were justified. The next chapter will 

discuss the country context of the study and provide a description of the organisation, 

data presentation and descriptive statistics, and background characteristics. 
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CHAPTER FOUR:                                        

THE CONTEXT, DATA, AND 

BACKGROUND CHARACTERISTICS  

 

4.1   Introduction 

The first three chapters of this dissertation comprise an Overview and Theoretical 

Foundation, as well as details of the Design of the Research. The Empirical Description, 

Analyses, and Discussion will be presented in the next four chapters. This chapter will 

first illustrate the contextual background of the study and is divided into three sections, 

(a) a general description of the country context; (b) an outline of the Indonesian public 

sector; and (c) an overview of the Directorate General of Tax of the Republic of Indonesia 

(DGT).  

Then the chapter will focus on the data presentation and a preliminary analysis of the 

data. More specifically, this will cover three points: (a) the data collection process; (b) 

data preparation; and (c) statistical descriptions of the data. 

This chapter is structured as follows: Section 4.2 provides a summary of the contextual 

background of the study, including Indonesia’s geography, demography, and governance; 

in Section 4.3 the Indonesian public sector is explained; Section 4.4 provides an overview 

of the DGT; Section 4.5 describes the data collection process; Section 4.6 discusses data 

preparation; Section 4.7 provides a statistical description of the data; and Section 4.8 

summarises the chapter. 

 

4.2 The Contextual Background of the Study 

The study is conducted in Indonesia, focusing on its public sector. Indonesia is an 

important player in the global economy because of its large territory, geographical 

position, history, human resources, and natural resources. Likewise, it has been 

progressing in its economic development and improving the welfare of its people. 
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Therefore, as stated in Chapter One, Indonesia offers an interesting setting, as a 

developing country with its ongoing bureaucratic reform. Most importantly, the 

organisation chosen for the fieldwork also has a crucial function in the state budget, which 

provides the funding for the economic development of the country. The organisation is 

the Direktorat Jenderal Pajak, Kementerian Keuangan Republik Indonesia (the 

Directorate General of Tax, Ministry of Finance Republic of Indonesia, from here referred 

to as the DGT). 

  

4.2.1 The Geography, Demography, and Governance 

The Republic of Indonesia is the largest equatorial archipelago in the world and is 

positioned in the south east of the Asian continent. It has more than 13,466 islands, 6,000 

of which are inhabited (Ministry of Tourism Republic of Indonesia, Visit Indonesia, 

2016). The country straddles the equator, extending 5,120 kilometres from east to west 

and 1,760 kilometres from north to south. The largest islands are Java, Sumatera, 

Kalimantan, Papua, and Sulawesi. Indonesia is located north of Australia, between the 

Pacific and Indian Oceans. It shares land borders with Malaysia (Kalimantan/Borneo 

Island), Papua New Guinea (the island of New Guinea), and East Timor (Timor Island), 

and maritime borders with Singapore, Malaysia, The Philippines, and Australia. Its 

capital city is the Special Capital Region of Jakarta (located on Java Island). 

The population of Indonesia is 237.6 million (2010 national census data), making it the 

fourth most populous country in the world. Given that most of Indonesian people adhere 

to the religion of Islam, Indonesia has the largest Muslim population in the world. There 

are approximately 300 distinct ethnic groups in Indonesia. The Javanese are the largest 

ethnic group and hold political and cultural dominance. There are 583 different languages 

and dialects, but the country’s people are unified by the national language, Bahasa 

Indonesia. Six religions are formally recognised by the government: Islam, Protestantism, 

Roman Catholicism, Hinduism, Buddhism, and Confucianism.  
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Figure 4.1 The Map of the Republic of Indonesia 

 

 

Indonesia was proclaimed an independent nation on August 17, 1945, by Soekarno and 

Hatta after more than 300 years of Dutch colonial rule and a brief occupation by the 

Japanese (1942-1945). However, the Dutch government rejected Indonesian 

independence, which led to another four years of revolutionary conflict with Indonesian 

nationalist leaders (Quah, 2011). Finally, after several bloody conflicts and 

internationally mediated negotiations, Indonesia acquired full independence on 

December 27, 1949, and Soekarno was appointed the first president. 

Indonesia is a republic with a presidential system. Officially the Republic of Indonesia is 

a democratic unitary state with power concentrated in the central government. As a 

democratic country, the president holds executive power. Legislative power is held by 

People’s Consultative Assembly (Majelis Permusyawaratan Rakyat, MPR) and the 

People’s Representative Council (Dewan Perwakilan Rakyat, DPR). Indonesia has 

adopted three tiers of government: central government; provincial government; and local 

government. There are 34 provinces (five of which have special status) and each province 

has its own legislature and governor. There are two types of local government: regency 

(kabupaten) and city (kota).  
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Indonesia’s economy has performed impressively, although its overall performance has 

slowed during in recent years (World-Bank, 2015). Indonesia is ranked the tenth largest 

economy in terms of purchasing power parity and is a member of G-20. Additionally, the 

vast size and geographical location of Indonesia mean it has an abundance of agricultural, 

fisheries, and mineral resources, and flora and fauna biodiversity. 

 

4.2.2   The Culture 

Indonesia’s culture, according to Hofstede, Hofstede, and Minkov (2010), is characterised 

as a large-power-distance, collectivist, feminine, weak uncertainty-avoidance, long-term 

focused, and restrained society. In a large-power-distance society the structures of 

organisation are hierarchical and centralised. Thus, the relationships between superiors 

and subordinates reflect their inequality. Subordinates expect to be told what to do. In a 

collectivist culture, the employer-employee relationship is basically moral (e.g. family 

links). Employee commitment to the organisation is low and employees perform best in 

groups. In a feminine society, individuals work to live. Job applicants undersell 

themselves, women take having a family for granted and adapt their careers accordingly. 

Managers are expected to use their intuition, deal with feelings, and seek consensus. 

Organisations in a long-term orientated culture strive for market position or to achieve 

long-term goals/missions. Individuals in these organisations seek long-term relationships 

with co-workers and with the organisation. 

Organisational culture “reflects national culture, professional subculture, and the 

organisation’s own history” (Hofstede, 1981). The interactions between national culture 

and organisation culture in Indonesia have been discussed in several studies. Public sector 

organisations in Indonesia have a high degree of formalisation and complexity of process 

(Mamman & Somantri, 2013), reflecting the large-power-distance and collectivist 

cultures. The feminine culture is manifested in Indonesian employees’ behaviour within 

organisations.  According to Azmi, Ismail, and Basir (2012), “Indonesian women tend to 

turn down promotions which are attached to remote postings”. Employment in the 

Indonesian public service is regarded as a lifetime career (with the pension age set at 58 

for everyone except functional employees and high ranking officers). These provisions 

reflect the adaptation of public sector organisations to a long-term orientated culture. 
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4.3    The Indonesian Public Sector 

The Indonesian public sector is influenced by political, social, economic, educational, 

health, and cultural factors. Human resource management in the Indonesian public sector 

has been perceived to exhibit a lack of empathy for workers, provide for low salary levels, 

foster promotion by seniority rather than merit, and exhibit a lack of reward for hard work 

and initiative. On the other hand, managers are unable to dismiss workers, leadership is 

ineffective, procedures are bureaucratic, and underemployment is rife (Rees, 2013). 

Additionally, politics and patronage persist in the public sector (Bennington & Habir, 

2003; Cheung, 2005). 

 

4.3.1 Public Sector Management 

As a former Dutch colony, Indonesia inherited a colonial legacy in government 

characterised by strong bureaucratic rule (Cheung, 2005; Quah, 2011). Additionally, there 

was a period under President Soeharto (1966-1998), known as the New Order regime, 

which was dominated by centralisation, militarisation and authoritarianism, and which 

led to the institutionalisation of corruption (Cheung, 2005; Hill & Shiraishi, 2007). 

During this period, corruption was rampant in all sectors (Quah, 2011). The regime was 

toppled by the state’s people during the peak of an economic crisis, which devastated 

economic foundations across all Asian countries, especially Southeast Asian countries. 

Currently, human resource management in the public sector is centralised but fragmented 

with a number of overlapping jurisdictions involving several central government 

agencies, such as: the Ministry of State for State Apparatus Empowerment and 

Bureaucracy Reform (Kementerian Pendayagunaan Aparatur Negara dan Reformasi 

Birokrasi), the State Civil Service Agency (Badan Kepegawaian Negara), and the 

National Institute for Public Administration (Lembaga Administrasi Negara). In addition, 

the Ministry of Finance (Kementerian Keuangan) has responsibility for policy relating to 

public sector salaries, and the Ministry of Home Affairs (Kementerian Dalam Negeri) has 

responsibility for the administration of provinces, districts, and municipalities, including 

issues of human resource management (Turner, Imbaruddin, & Sutiyono, 2009). 

Nevertheless, public sector management has been evolving rapidly. Public sector 

institutions are now required to show more accountability and transparency than in the 
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past. In response to this change, many scholars have studied new public administration 

and New Public Management (NPM) concepts. Hence, organisations such as the 

Organisation for Economic Co-operation Development (OECD), have pushed reform 

agendas to their members. Thus, many governments have launched public sector reform 

either to respond to international demand or to solve domestic economic crises. Among 

the national governments seeking to make changes was the government of Indonesia. The 

Indonesian central government officially launched bureaucracy reform in 2004 

(Aswicahyono, Bird, & Hill, 2009; McLeod, 2005). 

 

4.3.2 Bureaucracy Reform in Indonesia 

In Indonesia, public sector management reform was triggered by the Asian economic 

crisis of 1997-1998. It has also led to political reform (Aswicahyono et al., 2009). Public 

sector management reform in Indonesia was encouraged by the International Monetary 

Fund (IMF) as part of a ‘bail-out’ agreement to help Indonesia recover from the adverse 

effects of the economic crisis (Fischer, 1998). Known in Indonesia as ‘bureaucracy 

reform’, the reform process looked very promising at first. Later, however, the reform 

process slowed, notwithstanding continued pressure for reform from both the domestic 

and international communities.  

Within Indonesia, bureaucratic reform involves the decentralisation of some the functions 

of central government to local government. Turner et al. (2009) assessed the reform as 

extremely radical as it involved not only the decentralisation of many central government 

functions to local governments, but also the transfer of financial responsibilities to these 

recently democratically elected local governments. The decentralisation process required 

adjustments to the country’s legal foundations, and changes to organisational structures 

and infrastructure. However, according to Turner et al. (2009), the ambitious 

decentralisation process in Indonesia neglected a crucial element—human resource 

management (HRM). Their study found that some functions of public sector HRM 

remained unchanged. In many cases pre-decentralised procedures continued. Turner et al. 

(2009) argued that it was critical to have local governments accountable and transparent 

in personnel management, costs, and performance.  

The ongoing reform of the bureaucracy is aimed at enhancing organisational 

effectiveness, reducing inefficiencies, and increasing the accountability of government. 
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The reform has adopted NPM concepts and the application of strategic HRM practices—

both of which have proved successful in western management environments. The 

successful transferability of western HRM is impacted by a number of divergent factors—

organisational and national cultures, leadership style, and local HRM practices (Rhodes, 

Walsh, & Lok, 2008). Furthermore, bureaucratic reform, especially within the Ministry 

of Finance, has required major institutional restructuring. It has been argued that “the 

primary objective of organisational change is not better substantive performance but 

greater legitimacy” (Ashworth, Boyne, & Delbridge, 2009, p. 165), and that to gain 

institutional legitimacy, the organisation is pressured towards institutional isomorphism 

(DiMaggio & Powell, 1983). 

The first department to begin to reform its bureaucracy in Indonesia was the Ministry of 

Finance. The responsibilities of this ministry are state budgeting, treasury, the collection 

of state revenues (including customs and taxes), and reporting. The goal of bureaucratic 

reform within the Ministry of Finance is to provide better (and continuously improved) 

public services in line with public expectation. While the Ministry of Finance is the 

taxation authority in Indonesia, the task of collecting tax is performed by one of its 

directorates general—the Directorate General of Tax (DGT). 

 

4.4   An Overview of the Organisation 

The DGT is a massive organisation. As of December 31st 2014, it had 34,510 employees 

positioned in 590 units (tax offices) throughout the Indonesian Archipelago (Directorate 

General of Taxes, Annual Report 2014, 2015). It has stated that its mission is to become 

the best state tax administrator and to ensure state sovereignty and autonomy.  It seeks to 

do this by: (1) collecting state revenues through a system based on high voluntary tax 

compliance and fair law enforcement; (2) implementing modern technology-based 

services to ease fulfilment of tax obligations; (3) training tax officials to act with integrity, 

competency and professionalism; and (4) applying competitive, compensation-based, 

performance management systems. Its organisational values of integrity, professionalism, 

synergy, service, and excellence are approved and monitored by its parent organisation, 

the Ministry of Finance.   

The DGT understands that its human resource is strategically important to achieving its 

vision and mission, and institutional targets. It is especially important in securing the 
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targeted tax revenues set by the House of Representatives and the Government, which 

was nearly 1,356 trillion IDR (Indonesian Rupiah, equivalent to about AUD 136 million) 

in 2016—this represents 75.88% of total state revenues. In comparison, the 2015 tax 

revenue realisation was IDR 1,061 trillion (AUD 106 million). Unfortunately, the targeted 

revenue is always optimistic as it is usually projected to grow notwithstanding a declining 

trend in the global economy. The employees of this organisation, especially those in tax 

offices, must perform optimally to achieve the target. How tax administrators perform in 

striving to meet the goals set is crucial and there are several factors that influence the 

outcome, including work motivation, organisational commitment, and job satisfaction. 

 

4.4.1  The Hierarchy of the Organisation 

The highest authority in the DGT is the General Director who is appointed by the Ministry 

of Finance. The General Director is ranked Echelon One and is positioned in the 

organisation’s headquarters. The structure of the DGT is hierarchical in that higher level 

offices supervise lower levels. There are three levels of offices. The highest level is the 

headquarters followed by regional offices. The third level is represented by operational 

tax offices (tax offices, TO) which, although the lowest level in the hierarchy, have a 

crucial function in the system as they are responsible for running tax administration and 

servicing taxpayers (see Appendix G).  

The headquarters is responsible for making tax administration policy, the internal 

management of tax administration and HRM policies under which the administrators are 

employed. The headquarters must also supervise the implementation of its policies across 

both regional and operational offices. Below the General Director, the headquarters 

comprises a secretariat of 14 directors, all of whom are ranked Echelon Two. In addition 

to the secretariat function, five of the directors are responsible for leading the support 

functions of HRM, public relations, system information technology, information and 

communication transformation, and business transformation. The remaining directors 

perform the core functions of determining tax policy (in relation to income tax, value 

added tax, land tax, and international tax), tax revenue supervision, and tax law 

enforcement (including tax audits, tax objections, tax appeals, and tax intelligence).  

The regional offices are responsible for implementing the policies set by the headquarters 

and coordinating, controlling, analysing, evaluating, and supervising the implementation 
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of these policies in their respective operational tax offices. The regional offices are led by 

a head-of-office whose rank is Echelon Two. The jurisdiction of the regional tax offices 

(RTO) is not merely based on the province or region, rather it is based on the strategic 

and economic transactions for which the office is responsible. For example, Greater 

Jakarta City, as the capital city of Indonesia, is divided into six RTOs. These are: Central 

Jakarta RTO; West Jakarta RTO; South Jakarta I RTO; South Jakarta II RTO; East Jakarta 

RTO; and North Jakarta RTO. On the other hand, North and Central Sulawesi, Gorontalo, 

and North Maluku RTO have a jurisdiction covering four provinces. Additionally, there 

are two RTOs that have a jurisdiction across all Indonesia. These are the Large Taxpayers 

RTO and the Jakarta Special RTO.  

Tax Offices (TO) perform the roles of delivering tax services, disseminating tax 

information, and supervising taxpayer compliance. Heads of TOs are ranked Echelon 

Three. TOs are divided into three classifications based on the taxpayer segmentation. 

These classifications are: 

(1) Large Taxpayers Offices (LTO), which administer national and multi-national 

corporations, state-owned enterprises, and high wealth individuals. 

(2) Medium Taxpayers Offices (MTO), which supervise large corporations in their 

respective RTO. This group also includes all TOs under the Jakarta Special RTO, 

which is responsible for foreign investment companies, permanent 

establishments, expatriates, and publicly-listed companies. 

(3) Small Taxpayers Offices (STO), which serve local individuals and business 

entities, including small and medium enterprises. 

 

An additional unit (at Echelon Four level) also exists. This unit, operating under the 

supervision of a TO, has been introduced to meet the need to service taxpayers in very 

remote areas. This unit is called the Tax Service, Dissemination, and Consultation Offices 

(in Bahasa Indonesia is Kantor Penyuluhan, Pelayanan, dan Konsultasi Perpajakan, 

KP2KP). 
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4.4.2  Modernisation of Tax Administration 

The modernisation of tax administration has been part of the reform process. Indeed, the 

taxation sector was the main target of bureaucratic reforms under the supervision of the 

IMF and AUS-Aid. Reform of Indonesian taxation began in 2002 (as one of the foci of 

the IMF’s attempt to remedy the Indonesian economic crisis). Reform focused on four 

objectives (Arnold, 2012): (1) restructure of the taxation organisation; (2) the introduction 

of modern human resource management practices; (3) the upgrading of information 

technology in the taxation system; and (4), the assurance of good governance and integrity 

across the system.   

Indonesia is not the only country that has reformed its taxation sector. Australia has also 

reformed taxation administration (Dollery, 1999), as have several OECD country 

members (Brys, Matthews, & Owens, 2011). Generally, these changes have been driven 

by the realisation, in each country, of the importance of ensuring efficiency in the taxation 

sector because of the sector’s very important function, in every government, of collecting 

public funds as state revenues for financing development. This task must be accomplished 

in a professional way with high levels of competency and integrity which ensure 

accountability and transparency. 

In Indonesia, the first phase of reform focused on restructuring the organisation. A key 

change was the setting up of two LTOs to administer the tax affairs of national and 

multinational corporations. Subsequently two additional LTOs were added to manage 

state-owned enterprises and high wealth individuals. Nine special TOs were created 

covering foreign investing companies, publicly listed companies, foreign organisations 

and individuals, and oil and gas companies. Following the establishment of the LTOs, 19 

MTOs were founded. These manage large companies in a province or region or RTO. All 

other taxpayers are serviced by a STO. There are more than 300 STOs located across the 

Indonesian Archipelago. 

The modernisation of the tax administration involved more than setting up new tax 

offices. The reforms also required the concurrent supplying of software and hardware to 

provide a more sophisticated information system. An IT-based work system was 

gradually introduced into operating offices. First to receive the upgrade were the LTOs 

and Special TOs in Jakarta, where the computerised system was implemented through a 

case managed workflow process. The process required the development of rigid standard 
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operating procedures for each workflow, as well as training for employees. Subsequently, 

all TOs across Indonesia adopted an IT-based case management system.   

The development of this new information system in the DGT enabled several processes 

to be modernised. For example, e-Registration (taxpayers could register online to get their 

Tax Identification Number); e-Billing (taxpayers could pay their tax online and have this 

transaction simultaneously reported online); e-Faktur (taxpayers could generate tax 

invoices online and again simultaneously report the transaction online); and e-filling 

(taxpayers could report their tax returns online). These applications have benefited both 

taxpayers and the tax administrator as they have eliminated the queuing time spent in 

reporting tax returns in TOs, created a paperless administration, and reduced time spent 

entering taxpayer data into the system. 

 

4.4.3  The Organisational Challenges 

However, a critical element in ensuring the success of the change process is gaining the 

full cooperation of the DGT’s workforce. As public servants with important tasks to 

perform, the employees of the DGT must have high levels of motivation to serve the 

public and secure the financial target required by the government. They have to be 

committed to their work and organisation for the change process to succeed. Thus job 

satisfaction is seen as a critical issue in the organisation. The ongoing reform process has 

been changing the organisation structurally, functionally, and culturally. The DGT needs 

to ensure that it directs changes to ethos, ethics, and its code of conduct in a manner that 

will ensure accountability and transparency.  

However, organisational change is not the only factor that can affect organisational 

commitment and job satisfaction. Rotation and promotion processes are also critically 

important. The DGT currently has a policy to rotate its employees on a periodic basis. 

Employees have to be ready to be positioned anywhere across the Indonesian 

Archipelago. Individuals can expect rotation or promotion every three to four years. This 

aspect of their employment is quite challenging for many employees of the organisation. 

Seventy per cent of the organisation’s employees are aged under 40 (Directorate General 

of Taxes, Annual Report 2014, 2015); this means that most of them are likely to have a 

young family. Being separated from family because of a change in location is likely to 

affect an employee’s job satisfaction and performance, and increase the probability of 

absenteeism.  
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Employees are faced with both internal and external challenges. Internal challenges 

consist of: organisational changes involving the introduction of strict ethical values and 

codes of conduct; the imperative of increasing the amount of tax collected; and welfare 

issues. The latter refers to the fact that take-home-pay for a designated position does not 

vary across tax office classification (LTO, SpTO, MTO, or STO). Each classification 

serves different taxpayers and requires distinctive competencies of the tax administrators. 

Additionally, the nature of the location of the tax office in which individuals work can 

vary substantially. Workers located in tax offices within big cities will be confronted by 

high living costs, while workers located in remote districts will be confronted by greater 

physical risks.  

External challenges (negative and positive) can be generated by the taxpayers with whom 

the workers are dealing. A negative challenge may arise when taxpayers who do not 

comply with tax regulations attempt to bribe tax administrators to overlook their 

transgressions. On the other hand, positive challenges arise for tax office employees when 

companies they are dealing with recognise their skill and competence and endeavour to 

recruit them.  

So, the DGT faces challenges in managing its human resource, especially in how to 

recruit, train, and retain competent staff. Also, there is a growing phenomenon of 

voluntary disengagement from the organisation and the DGT must consider this critical 

problem and investigate factors that trigger employees’ intention to leave.   

The impact of the voluntary disengagement of highly competent employees can be costly 

for an organisation because of replacement expenses and operational disruptions 

(Hellman, 1997). The DGT is bound by bureaucratic guidelines in assessing new 

employees and subject to the oversight of the Ministry of Empowerment of State 

Apparatus and Bureaucratic Reform. It therefore takes times to replace employees who 

have resigned. Delays in replacing staff can lead to operational disruptions. The 

organisation cannot afford these distractions if it is to succeed in performing its crucial 

task of securing targeted tax revenues. Thus, it is critical for the organisation to be able 

to assess the intentions of its employees to leave the organisation and the factors that 

influence this decision so that it can put in place remedial action to reduce the level of 

voluntary disengagement. 
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4.5  Data Collection 

This section describes the data collection process, including the research permit process, 

pilot study, and the survey. The last sub-section provides information on the qualitative 

procedure, which uses semi-structured interviews. 

  

4.5.1 The Research Permit Process 

In undertaking the collection of data for this research a formal process was required to be 

followed by the DGT. In keeping with the required process, a letter requesting a research 

permit was forwarded to the DGT head office in Jakarta on 1st April 2015. Before 

responding, the DGT head office was required to obtain approval from all 34 targeted tax 

offices in which the research was to be conducted. However, as there was limited time to 

conduct the research, a revised process was negotiated with the DGT in which each 

individual tax office could be approached directly by the researcher with a request to 

approve the research and, if agreed, the questionnaire could be distributed within the 

individual office before receiving formal approval from the head office.  

Thirty-two tax offices gave their approval for the study; only two STOs declined to give 

permission—KPPP Pematang Siantar (North Sumatera) and KPPP Kedaton (Lampung). 

Following the approvals, surveys were conducted in one LTO, one SpTO, which 

specialised in foreign investing companies, six MTOs, and 24 STOs. A list of the tax 

offices that participated in the research is provided in the appendices (see Appendix F). 

 

4.5.2 The Pilot Study 

The pilot study was undertaken in tax offices in Jakarta, Tangerang, and Bekasi. A total 

of nine tax offices from these regions were involved and produced 51 useable 

observations. The potential respondents had received the translated questionnaire along 

with the translated information letter and consent form.   

To test for scale consistency and reliability in the questionnaire, Cronbach’s alpha was 

used, with values above .70 implying acceptability. The results were: 

a. Intrinsic motivation (11 items), Cronbach’s alpha=0.713; 

b. Extrinsic motivation (15 items), Cronbach’s alpha=0.791; 

c. Public Service Motivation (16 items), Cronbach’s alpha=0.906; 
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d. Organisational commitment (15 items), Cronbach’s alpha=0.821; 

e. Job satisfaction (8 items), Cronbach’s alpha=0.826; 

f. Intention to leave organisation (14 items), Cronbach’s alpha=0.869. 

 

Based on the pilot study, the wording of the questionnaire was revised with only minor 

changes being made before the questionnaire was used for further data collection. 

 

4.5.3 The Survey 

The surveys were conducted in 11 cities: Jakarta; Tangerang (Banten); Bekasi (West 

Java); Makassar (South Sulawesi); Denpasar (Bali); Balikpapan (East Kalimantan); 

Bandar Lampung (Lampung); Medan and Tebing Tinggi (North Sumatera); Yogyakarta 

and Surakarta (Central Java). The researcher approached the section head of general 

administration in each tax office to confirm the approval and coordinate the survey. The 

questionnaires were dropped at each tax office and picked up the next day by the 

researcher.   

In each office, the questionnaires were distributed among three groups of employees. 

These were frontliners (FL), account representatives (AR), and tax auditors (TA). The 

distribution of the questionnaires to each group was based on the composition of those 

positions in each TO. Questionnaires were distributed to 145 FL staff; 284 AR staff; and 

215 TA staff. The total number of questionnaires distributed was 644. Of the 

questionnaires distributed, 601 were returned—a response rate of 93%. A summary of the 

survey distribution is provided in Table 4.1. 
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Table 4.1 The summary of the survey 
No Name of TO TO  City Sent Returned % 
1 KPP Wajib Pajak Besar 

Satu 
LTO Jakarta 32 31 97 

2 KPP Penanaman Modal 
Asing Lima 

SpTO Jakarta 30 26 87 

3 KPP Madya Jakarta Pusat MTO Jakarta 30 26 87 
4 KPPP Jakarta Tanah Abang 

Dua 
STO Jakarta 18 16 89 

5 KPPP Jakarta Tanah Abang 
Tiga 

STO Jakarta 21 18 86 

6 KPPP Jakarta Gambir 
Empat 

STO Jakarta 16 16 100 

7 KPP Madya Tangerang MTO Tangerang 28 28 100 
8 KPPP Tangerang Timur STO Tangerang 21 19 90 
9 KPPP Tangerang Barat STO Tangerang 15 15 100 
10 KPPP Bekasi Selatan STO Bekasi 22 14 64 
11 KPPP Surakarta STO Surakarta 20 20 100 
12 KPPP Yogyakarta STO Yogyakarta 20 18 90 
13 KPPP Wates STO Yogyakarta 14 14 100 
14 KPPP Sleman STO Yogyakarta 18 14 78 
15 KPPP Bantul STO Yogyakarta 16 13 81 
16 KPP Madya Medan MTO Medan 22 21 95 
17 KPPP Medan Belawan STO Medan 16 14 88 
18 KPPP Medan Kota STO Medan 16 14 88 
19 KPPP Medan Timur STO Medan 16 14 88 
20 KPPP Tebing Tinggi STO Tebing 

Tinggi 
13 13 100 

21 KPPP Tanjung Karang STO Bandar 
Lampung 

30 30 100 

22 KPP Madya Denpasar MTO Denpasar 22 22 100 
23 KPPP Denpasar Timur STO Denpasar 16 16 100 
24 KPPP Denpasar Barat STO Denpasar 17 17 100 
25 KPPP Badung Selatan STO Denpasar 17 17 100 
26 KPP Madya Balikpapan MTO Balikpapan 20 20 100 
27 KPPP Balikpapan STO Balikpapan 24 24 100 
28 KPPP Penajam STO Balikpapan 14 14 100 
29 KPP Madya Makassar MTO Makassar 20 19 95 
30 KPPP Makassar Selatan STO Makassar 20 19 95 
31 KPPP Makassar Utara STO Makassar 20 20 100 
32 KPPP Makassar Barat STO Makassar 20 19 95 
 Total   644 601 93 

 

 

4.5.4 Semi-structured Interviews 

The qualitative research in this project involved semi-structured interviews with targeted 

participants who had left the organisation. Because the organisation could not provide 

individual data on former employees, access to potential respondents was through the 

personal networking channels of the researcher. This approach, and the constraints of 
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travel and time, restricted the number of participants to nine (seven males and two 

females). The average duration of the interviews was 75 minutes, and these were mostly 

conducted in the participants’ offices. The interview recordings were transcribed firstly 

in Bahasa Indonesia, then translated into English. The participants’ profiles are presented 

in Table 4.2. 

 
Table 4.2 Participants’ Profiles 

Participants Gender Age Education Last Position 
in the DGT  

Current 
Position 

P1 Male  42 yrs Master’s degree Section Head 
(Echelon IV) 

Higher Level 
Manager in 
Multinational 
Mining Corp.  

P2 Male  40 yrs Master’s degree Section Head 
(Echelon IV) 

Partner in 
Accounting and 
Tax Firm 

P3 Male  40 yrs Master’s degree Account 
Representative 

Partner in 
Accounting and 
Tax Firm 

P4 Male  41 yrs Master’s degree Tax Auditor Partner in 
Accounting and 
Tax Firm 

P5 Male  44 yrs Master’s degree Section Head 
(Echelon IV) 

Partner in 
Accounting and 
Tax Firm 

P6 Male  38 yrs Master’s degree Tax Auditor Manager in 
Accounting and 
Tax Firm 

P7 Male  37 yrs Bachelor’s degree Staff Manager in 
Accounting and 
Tax Firm 

P8 Female  42 yrs Master’s degree Tax Auditor Managing Own 
Business 

P9 Female  41 yrs Bachelor’s degree Tax Auditor Managing Own 
Business 

 

 

4.6  Data Preparation 

This section explains the procedures applied to the quantitative data, which include data 

entry, missing values analyses, and the treatment of outliers.   
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4.6.1 Data Entry 

Sixteen returned questionnaires could not be used for analysis because of issues of 

consent or because the questionnaire had not been completed. The remaining 

questionnaires (585) provided usable data with only nine missing items in total.  

The 585 usable responses were entered in IBM SPSS 20 software. Strict controls were 

applied to assure the integrity of the data. Each data value was examined and verified 

thoroughly through proofreading against a computer printout (Tabachnick & Fidell, 

2013). Corrections were made and the process was repeated. 

Demographic data were coded and recorded accordingly. Question 7 required 

respondents to provide the name of their tax office. Their response was used to identify 

both the type of the tax office (LTP, SpTO, MTO, or STO) and the region in which the 

TO was located. Type and region were recorded separately for each individual, as was a 

variable for the combined type/region. Question 8 required respondents to provide the 

city of their homebase. Their response was used to identify if they (1) lived in the same 

city in which their TO was located; (2) lived in the same suburb in which their TO was 

located, (3) lived in the same province in which their TO was located; (4) lived in a 

different province to that in which their TO was located but on the same island and (5) 

lived in a location that was not on the same island as their TO. Each of these five 

possibilities was coded and recorded. For the purpose of analyses, some items were 

regrouped, for example, education level was regrouped into four education levels from 

the original seven classifications in the questionnaire. 

During the period in which the data was being collected, a new salary scale was 

announced for employees. The new scale did not become operational until after the data 

had been collected. However, some respondents clearly answered questions on salary in 

terms of the new scale. To ensure consistency with other responders, information on 

salaries was adjusted to ensure that all recoded responses related to the old scale. When 

an adjustment was necessary, it was made based on the salary in the old scale that would 

be paid to a worker with the same position, grade and tenure. 
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4.6.2 Missing Values Analyses 

There were nine missing values in the data. Little’s Missing values completely at random 

(Little’s MCAR) test was used to test whether the missing data were completely at 

random or systematic. A summary of the results of Little’s MCAR test is presented in 

Table 4.3. 

Imputation and replacement of the missing data should consider how many data are 

missing and the size of the sample (Hair et al., 2010, pp. 42-64). Variables with less than 

15% missing data are candidates for deletion, but higher levels of missing data (20%-

30%) can often be remedied. The imputation methods to be considered are: the complete 

data method; all available data; mean substitution; and regression imputation. The mean 

substitution was used to replace the missing values. This method was chosen over 

multiple imputation method due to the following reasons: 1) it is commonly used method 

with relatively low levels of missing data (see Table 4.6, only one to three observations 

in some scales of this study data); 2) it can cover both situations where data is missing at 

random or not at random (while the multiple imputation method is restricted only to the 

situation where data is missing at random); and 3) it does not depend on any complex 

model chosen by the researcher which must incorporates random but not systematic 

variation (while the multiple imputation method does depends on such a model). Thus, 

the placement of mean values in the missing data provides all cases with complete 

information. 

 

Table 4.3 Little’s MCAR Test 
No. Scale N Missing 

Data 
p value   

1 Demographic Information 585 0 No missing data 

2 Intrinsic Motivation (IM) 585 3 0.011 The data is not missing 
at random 

3 Extrinsic Motivation 
(EM) 

585 1 0.014 The data is not missing 
at random 

4 Public Service Motivation 
(PSM) 

585 1 0.894 The data is missing at 
random 

5 Organisational 
Commitment (OC) 

585 1 0.991 The data is missing at 
random 

6 Job Satisfaction (JS) 585 0 No missing data 
7 Intention to Leave 

Organisation (ILO) 
585 3 0.979 The data is missing at 

random 
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4.6.3 Outliers Treatment Procedure  

The data were analysed to identify any outliers and to verify if they were legitimate or 

problematic outliers. Outlier detection was conducted first. A univariate perspective was 

used by exploring the boxplot diagrams for each variable. Tukey’s method was then 

applied and the standardised variable values (z score values) were examined. For 

multivariate outlier detection, the diagnostic method used was Mahalanobis D2 measure.  

 

1. Boxplot diagrams 

The boxplot diagram is a visual method for recognising outliers in the data. Figure 4.2 

displays the boxplot of all variables. It shows that the IM variable has three visible lower 

outliers; EM two lower and two upper; and PSM two lower outliers. OC shows three 

lower outliers, whereas, JS apparently has the most outliers with eight lower outliers. 

Consistent with the nature of its scale, ILO exhibited three upper outliers. 

 
Figure 4.2 Boxplot Diagrams 

IM EM 

  

PSM OC 
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JS ILO 

  

 

 

2. Univariate Diagnostic (Tukey’s method and z score values) 

Tukey’s method (Hoaglin, Iglewicz, & Tukey, 1986) was used to identify outliers. 

However, rather than using the original resistant rule (k = 1.5), a higher k (2.2) was 

employed as the parameter (Hoaglin & Iglewicz, 1987) to the equation: 

Upper Bound = Q3 + (2.2*(Q3-Q1))     Lower Bound = Q1 - (2.2*(Q3-Q1)) 

 
Table 4.4 The Outliers Computation 

  Q1 Q3 Q3-Q1 k k(Q3-Q1) 
Lower 
Bound  

Upper 
Bound 

IM 5.73 6.45 0.72 2.2 1.584 4.15 8.03 
EM 4.93 5.67 0.74 2.2 1.628 3.30 7.30 
PSM 5.88 6.69 0.81 2.2 1.782 4.10 8.47 
OC 4.67 5.60 0.93 2.2 2.046 2.62 7.65 
JS 5.25 6.13 0.88 2.2 1.936 3.31 8.07 
ILO 2.71 4.07 1.36 2.2 2.992 -0.28 7.06 

 

The univariate method examines all metric variables to identify unique or extreme 

observations. The analysis employs z score values ±2.5 for small samples, and increases 

the threshold for larger samples to ±4 (Hair et al., 2010, p. 67). The results of both 

methods are presented in the table below: 
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Table 4.5 The Univariate Outlier 

 
Tukey’s method z score values method 

  Lower Outliers Upper Outliers 
Lower 

Outliers 
Upper 

Outliers 

IM 315, 343 -- 315, 343 -- 

EM 222 -- 222 -- 

PSM 315 -- 315, 326 -- 

OC 323 -- 323, 87, 173 -- 

JS 462, 323 -- 
462, 323, 105, 

200 -- 

ILO -- -- -- -- 
 

 

3. Multivariate Diagnostic (Mahalanobis method) 

The Mahalanobis D2 method is a multivariate assessment for each observation across a 

set of variables. This method measures each observation’s distance from each other 

observation. Higher values of D2 represent a greater distance from the general 

distribution of observations in this multidimensional space. The D2 measure divided by 

the number of variables involved (D2/df) is approximately distributed as a t-value. The 

threshold level for D2/df is 2.5 for small samples, and up to 3 or 4 for larger samples 

(Hair et al., 2010, p. 67). The results of the Malahanobis Distance method for multivariate 

outliers with values greater than 4 are presented in the table below: 

 

Table 4.6 The Mahalanobis Distance Analyses 
No Case Number D2 D2/df  (df=5) 

1 462 63.49 12.70 
2 315 54.68 10.94 
3 222 28.29 5.66 
4 343 28.11 5.62 
5 82 22.31 4.46 
6 323 22.22 4.44 
7 200 21.52 4.30 

 

The detected outliers are subject to further analyses to seek the best decision in handling 

them. The outliers can be classified into four groups  (Hair et al., 2010, p. 67): 

• First class: procedural error. 
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• Second class: extraordinary event. 

• Third class: extraordinary observation. 

• Fourth class: unique in their combination of values across variables. 

  

The deletion/retention decision must balance judgements made on the characteristic of 

each outlier and on the objectives of the analyses. The decision could be deletion; 

retention; and retention with changes in values (winsorising: assigning outliers to the next 

highest or lowest value found in the sample that is not an outlier).   

 

Table 4.7 Summary of Treatment for Outliers 

  
Case 

Number 
Original 
Values 

Outlier 
Classification Treatment New Value 

IM 315 3.73 Third Deletion -- 

 343 3.91 Fourth 
Retention 

(Winsorising) 4.45 

EM 222 3.27 Third 
Retention 

(Winsorising) 3.80 

PSM 315 3.13 Third Deletion -- 

 326 4.38 Third Retention  

OC 323 2.87 Third 
Retention 

(Winsorising) 3.33 

 173 3.07 Third 
Retention 

(Winsorising) 3.33 

 87 3.20 Third 
Retention 

(Winsorising) 3.33 

JS 462 2.88 Third Deletion -- 

 323 3.13 Third 
Retention 

(Winsorising) 3.63 

 200 3.38 Third Retention  

 105 3.38 Third Retention  

MD* 82  Fourth Retention  

 200  Fourth Retention  
 

After carefully examining each item it was concluded that cases 315 and 462 were 

classified as problematic outliers and subject to deletion. Both cases recorded very low z 

scores as univariate outliers and highest scores in Mahalanobis Distance as multivariate 

outliers. The remaining outliers were legitimate outliers and were retained for further 
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analyses. Six cases were assigned new values. This derived to better skewness and 

kurtosis values for the variables which are presented in the table 4.8.   Results demonstrate 

that the issue of moderate skewness of three variables intrinsic motivation (IM), public 

service motivation (PSM) and job satisfaction (JS) have been handled appropriately with 

the overall analyses of the univariate and multivariate outliers’ treatment. Statistics reveal 

that the skewness is significantly improved after the detection and treatment of outliers. 

  

Table 4.8 Skewness and Kurtosis Before and After Outlier Treatment 

    
IM EM PSM OC JS ILO 

Before Outlier Treatment 
N Statistic 585 585 585 585 585 585 
Minimum Statistic 3.73 3.27 3.13 2.33 2.88 1.00 
Maximum Statistic 7.00 7.00 7.00 6.80 7.00 6.64 
Mean Statistic 6.046 5.301 6.263 5.138 5.675 3.414 
Std. Deviation Statistic 0.494 0.545 0.542 0.637 0.671 1.009 
Skewness Statistic -0.704 -0.234 -0.791 -0.283 -0.698 0.160 

Std. Error 0.101 0.101 0.101 0.101 0.101 0.101 
Kurtosis Statistic 0.805 0.107 1.205 0.346 1.132 0.162 

Std. Error 0.202 0.202 0.202 0.202 0.202 0.202 
After Outlier Treatment 

N Statistic 583 583 583 583 583 583 
Minimum Statistic 4.45 3.80 4.38 3.33 3.38 1.00 
Maximum Statistic 7.00 7.00 7.00 6.80 7.00 6.64 
Mean Statistic 6.050 5.302 6.268 5.140 5.680 3.415 
Std. Deviation Statistic 0.479 0.543 0.527 0.626 0.659 1.010 
Skewness Statistic -0.499 -0.188 -0.528 -0.133 -0.583 0.158 

Std. Error 0.101 0.101 0.101 0.101 0.101 0.101 
Kurtosis Statistic -0.208 -0.074 -0.436 -0.282 0.684 0.155 

Std. Error 0.202 0.202 0.202 0.202 0.202 0.202 
    

        

4.7   Background Characteristics of the Study Sample 

Data on individual characteristics in the questionnaire are based on 10 questions in 

relation to: Gender; Age; Marital Status; Education Level; Job Tenure; Job Position; 

Name of the Tax Office; Employee’s Homebase; Grade; and Salary. A table that explains 

the individual/background characteristics of the 583 respondents in the study sample is 

provided in Appendix H.  Data reveal that 382 respondents are male, 470 are married, 
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and nearly half (48%) are from the age group 30-40 years. About 25% of the respondents 

have an education level up to a diploma and 47 (i.e. 8%) have a secondary or technical 

college qualification. One in every ten respondents has a master’s or doctoral degree.    

More than 50% of the respondents have been working in the organisation for more than 

11 years. The respondents comprised 135 frontliners (23.1%), 253 account 

representatives (43.2%), and 197 tax auditors (33.7%). Almost 70% of employees live in 

the city in which their office is located (or in a suburb of that city). However, 18.97% of 

employees live with their families on an island other than that on which the tax office is 

located. 

Each employee’s grade reflects their position, tenure, salary and job rank. The maximum 

staff level grade is 12 for frontliners and account representatives and for tax auditors the 

maximum grade is 18. The salary data reflect the old salary scheme and the data also 

show that more than 80% of salaries are below IDR 19.000.000 (± AUD 190) per month.  

 

4.8 Summary   
The contextual background of this study, both from broader issues of culture, 

demography, and geography, as well as the more specific characteristics of the DGT, has 

been explained in the first three sections of this chapter. Indonesia is an interesting setting 

for this research, as the nation’s public service has been going through a major transition 

resulting from bureaucratic reform. This has been especially true in the taxation sector. 

The focus on reforming the administration of taxation is driven by the fact that Indonesia 

is still a developing nation and the major source of revenue to fund its transition is from 

tax. The Government of Indonesia has committed to become more self-financing in 

funding domestic growth. This is shown in the increasing targets for taxes revenues in 

state budgets from year to year. Achieving these increased targets necessitates 

substantially improved performance by the taxation sector.  

The second part of the chapter explained, in turn, the data collection process, data 

preparation procedures, and the background of sample characteristics. The discussion 

included the seeking of research approval, the pilot study, and the procedure for 

conducting semi-structured interviews. The data collected via the survey were prepared 

for entry. Analysis and adjustment was performed to account for missing values and 
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outliers, and a statistical description of the background characteristics of the survey 

respondents was prepared.   

This study aims to examine the antecedents of intention to leave an organisation and their 

correlations. This objective is achieved by collecting data through a survey and semi-

structured interviews. The data will then be analysed and the results discussed and 

conclusions drawn. The next chapter will present the results of the quantitative analyses 

based on the survey data. This will include the factor analysis (both EFA and CFA) and 

the regression. 
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CHAPTER FIVE:             

QUANTITATIVE DATA ANALYSES 

(EFA, CFA, AND REGRESSION) 

 

5.1  Introduction 

The previous chapter presented the context of the study and descriptive statistics. This 

chapter commences in-depth statistical analyses, including exploratory factor analyses 

(EFA), confirmatory factor analyses (CFA), and multivariate regression. Results for EFA, 

CFA and regression are presented, followed by a discussion of the findings. First, the 

chapter introduces the multivariate assumptions on which the analyses of the data are 

based. The summated scores method was employed in the calculating the scale scores for 

the factors, throughout the examinations. 

As stated in Chapter 3, the objective of EFA is to establish a valid structure among the 

variables in the analysis. This procedure was conducted in two stages. In the first stage, 

Principal Axis Factoring (PAF)—a common factor analyses method—was chosen 

because it is a method that facilitates the determination of any underlying structure within 

each scale. The robustness of experiments is determined by the Kaiser-Meyer-Olkin 

Measure of Sampling Adequacy (KMO-MSA) value (> .60) and Bartlett’s Test of 

Sphericity (p-value < .05). Values within those specified indicate an adequate basis for 

proceeding to further examination. 

The second stage adopted an oblique rotation method. Oblique rotation is utilised because 

few constructs in the real world are uncorrelated. Promax rotation was used for this 

purpose. Communality values for each variable should be above .50.   However, values 

as low as .30 are generally accepted. Criteria for valid factors are those with Eigenvalues 

are above 1.0 and the factor loadings should be above ± .40. 

Subsequently, CFA was applied to confirm the validity of each construct from the EFA 

analysis. The model estimation method used for this purpose was maximum likelihood 

estimation (MLE). MLE is appropriate when the data satisfy the normality assumption 

and the sample size is greater than 500. MLE is a widely used method (Schermelleh-
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Engel, Moosbrugger, & Muller, 2003; Schumacker & Lomax, 2010; Ullman & Bentler, 

2003). LISREL 9.2 was utilised for this analysis. 

A guide, consisting of criteria and goodness-of-fit (GOF) indices for model evaluation, 

was presented in Chapter 3, section 3.9.1.2, and illustrated in Table 3.2 page 35. The 

assessment of the indices is necessary to ensure that factor validity is within the 

acceptable levels of goodness-of-fit (Hair et al., 2010; Hu & Bentler, 1999; Schermelleh-

Engel, Moosbrugger, et al., 2003; Schumacker & Lomax, 2010). The GOF indices for the 

purpose of this study include the following: 

 Chi-Square (χ2) and degree freedom (df);  
Goodness-of-fit index (GFI);  
Standardised root mean square residual (SRMR);  
Root mean square error of approximation (RMSEA);  
Comparative fit index (CFI),  
Normed fit index (NFI) and non-normed fit index (NNFI);  
Adjusted goodness-of-fit index (AGFI); and  
Expected cross-validation index (ECVI).  

The plan of this chapter is as follows. The next section tests multivariate assumptions 

relating to the data. Section 5.3 provides data analysis results such as factor analysis and 

regression analysis against the variable of Intrinsic Motivation (IM). The presentations 

will then follow the same paths for each latent variable: Extrinsic Motivation (Section 

5.4); Public Sector Motivation (Section 5.5); Organisational Commitment (Section 5.6); 

Job Satisfaction (Section 5.7); and Intention to Leave Organisation (Section 5.8). The last 

section will offer a summary of the chapter. 

  

5.2  Multivariate Assumptions 
To enhance the robustness of the multivariate analyses, it is necessary to test the 

assumptions underlying the statistical bases for the multivariate analyses. For the 

purposes of this study, the assumptions to test are reliability, linearity, homoscedasticity, 

normality, and multicollinearity.  However, it is important to check the unidimensionality 

of the derived factors before begin the reliability analysis. This is done using the 

maximum likelihood method in factor analysis. Results of the total Eigenvalues and 

variance explained by each scale are presented in the Table 5.1. 
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Table 5.1 Eigen values and Variance Explained 
Factor  Eigen values % of Variance explained Goodness of fit 
1 3.139 52.316 Chi-Square = 25.065 

df = 4 
p-value = 0.000 

2 1.114 18.566 
3 .567 9.457 
4 .522 8.703 
5 .401 6.683 
6 .259 4.274 

 

Looking at the results, the eigen value for the first factor is quite a bit larger than the eigen 

value for the next factor (3.139 versus 1.114). Additionally, the first factor accounts for 

52.32% of the total variance. This suggests that the derived factors scale items are 

unidimensional. 

 

5.2.1 Reliability Analyses 

Table 5.2 presents the reliability analyses results of the derived scales. The Cronbach’s 

alpha statistic for all scales is above .70, which means a good and reliable consistency 

between the items in each scale. This is again supported by the estimated value of the 

“Cronbach’s alpha if item deleted”. Finding demonstrates that deleting any item would 

reduce alpha value significantly, further indicating that there are no inconsistent items in 

the developed scale. The Corrected item-total and Squared multiple correlations data also 

indicate a reliable internal consistency of the six scales. 

 
Table 5.2 Reliability Statistics 

No Scale Item-total 
correlations 
(corrected) 

Squared 
multiple 

correlations 

Cronbach’s 
Alpha (CA) 

CA based on 
standardised 

items 

CA if 
item 

deleted 

N of 
Items 

1 
Intrinsic 

Motivation 
(IM) 

.563 .427 .714 .743 .270 11 

2 
Extrinsic 

Motivation 
(EM) 

.540 .421 .723 .740 .256 15 

3 
Public Service 

Motivation 
(PSM) 

.549 .377 .909 .920 .257 16 

4 

Organisa-
tional 

Commitment 
(OC) 

.425 .590 .808 .825 .296 15 

5 
Job 

Satisfaction 
(JS) 

.414 .594 .817 .850 .296 8 

6 

Intent to 
Leave 

Organisation 
(ILO) 

-.354 .237 .869 .872 .827 14 
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5.2.2 Linearity and Homoscedasticity Analysis  

Linearity is an important assumption, since it determines the strength of the correlations 

between variables. Whereas, homoscedasticity is related primarily to dependence 

relationships between variables. Linearity and homoscedasticity analysis could be 

assessed by two methods: graphical and statistical analysis.  

 

Linearity 

Linearity testing was performed by running simple regression analyses for each 

independent variable (IM, EM, PSM, OC, and JS) to dependent variable (ILO) and 

examining the residuals. Table 5.3 shows the results of regression analyses. The result of 

the graphical test through examination of standardised residuals for each independent 

variable showed that the assumption of linearity for each independent variable was 

satisfied. The scatterplot diagrams of standardised residuals are presented in Appendix I. 

 

Table 5.3 Regression between Dependent Variable and Independent Variables 
 IM EM PSM OC JS 

Standardised 
coefficient β -.136 -.200 -.089 -.431 -.435 
t value -3.305 -4.913 -2.155 -11.502 -11.655 
p value .001 .000 .032 .000 .000 

     Note: Dependent variable: ILO 

 

Homoscedasticity 

Many multivariate analyses require that the dependent variables demonstrate equal levels 

of variance across the range of predictor variables. The result of the graphical test through 

examination of residuals showed homoscedasticity in the multivariate case (the set of 

independent variables), as illustrated in Figure 5.1.  
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Figure 5.1 Scatterplot of Standardised Residual for Homoscedasticity Testing 

 
 
 

5.2.3 Normality 

Normality is the most fundamental assumption in multivariate analyses. It refers to “the 

shape of the data distribution for an individual metric variable and its correspondence to 

the normal distribution” (Hair et al., 2010). Normality analyses can also be assessed by 

two methods: graphical and statistical analysis. 

 

Statistical Tests for Normality 

One way to determine the validity of the normality assumption is by assessing the values 

of skewness and kurtosis of all variables. Normally distributed data have skewness and 

kurtosis values of zero (Hair et al., 2010).  Table 5.4 provides the values of skewness and 

kurtosis of the data. It shows the distribution scores of skewness and kurtosis are in the 

range -.074 to .684, which is relatively close to zero. The mean values of each variable 

are close to their median values, which suggests the data are grouped around the median 

values. Both statistical assessments show the data are approximately normally distributed. 

 

Table 5.4 Normality Test 
 IM EM PSM OC JS ILO 

N 583 583 583 583 583 583 
Mean  6.050 5.302 6.268 5.140 5.680 3.415 
Median 6.091 5.333 6.313 5.133 5.750 3.357 
Standard Deviation .479 .543 .527 .626 .659 1.010 
Skewness: Statistics -.499 -.188 -.528 -.133 -.583 .158 
Skewness: SE  .101 .101 .101 .101 .101 .101 
Kurtosis: Statistics -.208 -.074 -.436 -.282 .684 .155 
Kurtosis: SE .202 .202 .202 .202 .202 .202 
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Graphical Analyses of Normality 

A histogram and normal probability plot could be used to visually observe the normality 

of the data (Hair et al., 2010, pp. 71-74). The histogram compares the data values with a 

distribution approximating the normal distribution. Whereas, the normal probability plot 

(P-P plot) compares the cumulative distribution of actual data values with the cumulative 

distribution of a normal distribution. Both the histogram and normal P-P plot of all the 

variables show that each variable has approximately normal distribution. The histograms 

and the P-P plot diagrams are available in Appendix J. 

 

5.2.4 Multicollinearity Analyses 

The ideal situation in the multivariate analyses is that dependent variables are highly 

correlated with the independent variable, but with little correlation among themselves 

(Hair et al., 2010, p. 200). Therefore, multicollinearity analyses will assess the collinearity 

among the independent variables. 

 

Table 5.5 Correlations Matrix of Independent Variables 
 IM EM PSM OC JS 

IM 1     
EM .561** 

.000 
1    

PSM .535** 
.000 

.447** 
.000 

1   

OC .408** 
.000 

.460** 
.000 

.457** 
.000 

1  

JS .431** 
.000 

.514** 
.000 

.384** 
.000 

.728** 
.000 

1 

Pearson correlation; **. Correlation is significant at the .01 level (2-tailed). 

 

The matrix above shows the highest correlation value is .728, which is between Job 

Satisfaction and Organisational Commitment. Further analyses for multicollinearity 

diagnostics in SPSS had the result that variance inflation factor (VIF) values are below 5, 

which means there is no multicollinearity issue in the data set (see Table 5.6).  
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Table 5.6 Collinearity Statistics 

 IM EM PSM OC JS 
Tolerance  .573 .579 .633 .431 .425 
VIF 1.745 1.726 1.579 2.319 2.354 

   Independent variable: ILO 

 

 

5.3  Intrinsic Motivation (IM) 

5.3.1 Exploratory Factor Analysis 

First Level Factor Analysis 

PAF was used as an extraction method on an eleven-item extrinsic motivation scale. The 

KMO-MSA value of .740 exceeded the cut-off point of .60. The Bartlett’s test of 

sphericity value was χ2 = 1201.6 with a significant value of p =.000.  Thus, both the KMO-

MSA and Bartlett’s values indicate an adequate basis for proceeding to further 

examination. However, the communalities showed that three variables had values below 

.30. They were Work Itself2 (IMWI2=.143); Responsibility1 (IMRp1=.278); and 

Responsibility2 (IMRp2=.114). Item IMRp1 was retained for further factor analyses; the 

other two items were deleted from the set of variables.  

Following the deletion of IMWI2 and IMRp2, KMO-MSA improved to .759.  However, 

although the correlation matrix improved, the results now indicated that an additional 

item, IMRe1, should be deleted because its communality value was very low (.165). 

Deletion of Recognition1 produced a KMO-MSA value of .767 and Bartlett’s test value 

of χ2 = 920.64 (p value = .000). 

 

Second Level Factor Analysis 

The second level of PAF was conducted employing Promax rotation. There are three 

factors for which eigenvalues exceed 1. For these three factors the total variance 

explained is 63.7% and the factor loading is above .40 for each item. However, it was 

considered necessary to perform an additional second level analysis as the items in two 

factors overlapped. The final procedure was conducted by extracting only two factors for 

which factor loading exceeded .40 and the total variance explained was 51%. The latent 

Factor 1 is defined as Work Content having multiple items and Factor 2 as Achievement 
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having two items in the questionnaire. Reliability of each factor is measured with 

Cronbach’s alpha tests. The overall alpha was .74. 

Table 5.7 shows the mean, standard deviation, and factor loading of each item in the scale. 

Higher factor loadings were reported in two items of Factor 2 (IMAc2 = .736 and IMAc1 

= .718). However, the Factor 2 Cronbach’s alpha is slightly below .70 (α = .69). 

  

Table 5.7 EFA Results of Intrinsic Motivation 
Factor Item Mean SD Factor 

Loading 
Cumulative 
% Variance 
Extracted 

α 

Factor 1 

Work 
Content 

 

IMWI1: Important job  6.221 .907 .647 36.86% .71 
IMWI3: Interesting and 
challenging job 

5.952 .937 .624 

IMAG1: Enhancement 6.268 .840 .603 
IMAG2: Training and 
development 

5.424 1.209 .480 

IMRp1: Responsibility  6.245 .862 .446 
IMRe2: Achievement 
recognition  

5.422 1.057 .441 

Factor 2 
Achieve-

ment 

IMAc2: Pride of good job 6.688 .582 .736 51% .69 
IMAc1: Satisfaction 
achievement 

6.686 .631 .718 

     Overall .74 
Note: Extraction Method: Principal Axis Factoring. Rotation Method:  
          Promax with Kaiser Normalisation. 
          KMO-MSA .767; Bartlett’s test of sphericity χ2 = 920.64 (p value = .000). 

 

5.3.2 Confirmatory Factor Analysis 

Of the original 11 items in the IM scale, eight remained following extraction and these 

were classified into two factors with two items comprising the Achievement factor 

(Achieve) and six items combining to provide the Work Content factor (WO). The 

iterations processes to achieve the perfect fit model for the two latent variables were 

generated in two models by employing a MLE method. Both iterations of the models and 

structural parameters estimates for the path models are reported in Table 5.8. 

Table 5.8 illustrates the structural path of the two factors. First, the Achieve factor consists 

of two items of achievement (IMAc1 and IMAc2). The second factor (WO) consists of 

one item of Recognition (IMRe2); two items of Work Itself (IMWI1 and IMWI3); one 

item of Responsibility (IMRp1); and two items of Advance and Growth (IMAG1 and 

IMAG2). The first iteration of the full model (Model 1) displays standardised factor 

loadings for each item that vary from as low as .49 (IMRp1) to as high as 3.17 (IMWI1). 
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However, the results also produced a high value of RMSEA = .113 (far above the 

acceptable criteria of between .05 and .08). This is shown in Table 5.8, which compares 

the summary of the GOF indices for both models. For Model 2, the three non-significant 

items were deleted as they had low standardised loadings (IMRp1 = .49; IMWI3 = 1.02; 

and IMAG1 = 1.24). Model 2 now has only five items, the Achieve factor still has two 

items, and the WO factor is left with three items. The standardised loadings of the five 

items in Model 2 are found within the range 1.4 to 3 (Table 5.9).  

 

Table 5.8 The IM Structural Parameter Estimates for the Path Models 

Structural Path Model 1 Model 2 
Standardised 

Loading t-values Standardised 
Loading t-values 

IMAc1Achieve 1.40 20.30 1.49 19.80 
IMAc2Achieve 2.58 20.38 2.43 17.80 
IMRe2WO 1.61 12.11 2.07 14.54 
IMWI1 WO 3.17 17.74 2.91 14.23 
IMWI3 WO 1.02 14.44 -- -- 
IMRp1 WO .49 15.45 -- -- 
IMAG1 WO 1.24 16.71 -- -- 
IMAG2 WO 1.33 12.06 1.51 12.78 

 

Table 5.9 discloses that Model 2 has better GOF indices than Model 1. Model 2 resulted 

in values of χ2 = 17.20 and df = 4, compared to Model 1 values of χ2 = 160.68 and df = 

13. The RMSEA, after deletion of the two non-significant items, has improved to .075 

compared to Model 1 (RMSEA = .113). The expected cross-validation index (ECVI) of 

Model 2 also shows improvement, declining from .334 in Model 1 to .0672. Further, the 

root mean square residual (SRMR) value has declined significantly from .0561 to a 

perfect fit value of .0274 (a SRMR less than .05 is a perfect fit model). The GFI of Model 

2 has increased from .939 to a perfect fit value of .988 (a GFI close to 1 is a perfect fit 

model). Correspondingly, the adjusted goodness-of-fit (AGFI) also rises from .884 to 

.957 (an AGFI value closer to the GFI indicates a perfect fit model).  

In addition, the incremental indices, such as the comparative fit index (CFI), the normed 

fit index (NFI), and the non-normed fit index (NNFI), follow the pattern of improvement 

reflected in the other indices for Model 2 and are close to 1 – the criteria for a perfect fit 

model. In summary, Model 2 meets most of the GOF indices for a perfect fit model. The 

exception is RMSEA. However, even here, the index meets the acceptable fit criterion. 

Thus, the perfect fit final model consisted of two factors; Achievement (IMAc1 and 

IMAc2), and Work Content (IMRe2, IMWI1, and IMAG2), and is shown in Figure 5.2. 
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Table 5.9 The IM Summary of Goodness of Fit Indices 
Fit Measure Results Model 1 Model 2 
χ2 160.68 17.20 
p-value .0000 .0018 
Degree of Freedom 13 4 
RMSEA .113 .0752 
ECVI .334 .0672 
SRMR .0561 .0274 
NFI .893 .978 
NNFI .858 .957 
CFI .904 .983 
GFI .939 .988 
AGFI .884 .957 

 
The path diagram, in Figure 5.2, shows two latent constructs, drawn as eclipses, 

(Achievement and Work Content). There is a positive and significant correlation between 

Achievement and Work Content (depicted by the two-headed curved arrow and indicating 

a covariance = .64). Achievement is constructed from two measured variables which are 

shown as rectangles. These variables are the satisfaction of achievement (IMAc1) and 

the pride of doing a good job (IMAc2). The relationships between latent factor and the 

measured variables are shown with arrows from Achievement to each of the two variables 

along with the standardised loading estimation of each (1.49 for IMAc1 and 2.43 for 

IMAc2). The diagram also illustrates the errors associated with each item (shown to the 

left of the rectangles). This measurement error variance is .68 for IMAc1 and 3.87 for 

IMAc2. 

 

Figure 5.2 The IM Path Diagram of the Model 2 
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Work content has three items, which are Recognition (IMRe2, achievement recognition), 

Work Itself (IMWI1, important job), and Advance and Growth (IMAG2, training and 

development), with standardised loadings of 2.07, 2.91, and 1.51 respectively. The error 

variances for each item are 5.48, 11.69, and 4.40. Finally, Figure 5.2 states the χ2 (17.20), 

df (4), p-value (.00177), and RMSEA (.075) of the final model. 

 

5.3.3 Regression Analysis 

The final model of Intrinsic Motivation produced significant inter-factor correlations 

between Achievement and Work Content (r = .326; p = .000), as shown in Table 5.10.  

 

Table 5.10 Inter-Factor Correlations of Intrinsic Motivation 

 Achievement  Work Content 
Achievement  1  
Work Content .326a**** 

(.000)b 
1 

Note: acorrelation coefficient; bsignificance level (2-tailed) at *p< .10; **p< .05; 
  ***p< .01; and ****p<.001. 

 

Linear regression (Hair et al., 2010) has been employed to examine the relationship 

between the value of the dependent variables (e.g. Intrinsic Motivation (MI) with 

‘Achievement’ and ‘Work Content’) and a range of independent variables or predictors, 

which are described in detail in the previous chapter (see Section 4.7 Background 

Characteristics of the Study Sample; and Appendix H).  A typical regression model in 

this case can be written as: 

𝐼𝐼𝐼𝐼1 = 𝛽𝛽0 + 𝛽𝛽1(𝑓𝑓𝑓𝑓𝑓𝑓𝑓𝑓𝑓𝑓𝑓𝑓) + 𝛽𝛽2(𝑓𝑓𝑎𝑎𝑓𝑓) + 𝛽𝛽3(𝑓𝑓𝑒𝑒𝑒𝑒𝑒𝑒𝑓𝑓𝑒𝑒𝑒𝑒𝑒𝑒𝑒𝑒) + 𝛽𝛽4(𝑒𝑒𝑓𝑓𝑒𝑒𝑒𝑒𝑡𝑡𝑓𝑓) +
𝛽𝛽5(𝐴𝐴𝑒𝑒𝑒𝑒𝑒𝑒𝑒𝑒𝑒𝑒𝑒𝑒 𝑅𝑅𝑓𝑓𝑅𝑅𝑡𝑡𝑓𝑓𝑠𝑠𝑓𝑓𝑒𝑒𝑒𝑒𝑓𝑓𝑒𝑒𝑒𝑒𝑠𝑠𝑓𝑓) + 𝛽𝛽6(𝑇𝑇𝑓𝑓𝑇𝑇 𝐴𝐴𝑒𝑒𝑒𝑒𝑒𝑒𝑒𝑒𝑒𝑒𝑡𝑡) + 𝛽𝛽7(𝑆𝑆𝑇𝑇𝑆𝑆) + 𝛽𝛽8(𝐼𝐼𝑇𝑇𝑆𝑆) +
𝛽𝛽9(𝐽𝐽𝑓𝑓𝑠𝑠𝑓𝑓 𝑅𝑅𝑓𝑓𝑎𝑎𝑒𝑒𝑒𝑒𝑒𝑒) + 𝛽𝛽10(𝑊𝑊𝑓𝑓𝑠𝑠𝑒𝑒𝑓𝑓𝑡𝑡𝑒𝑒 𝑅𝑅𝑓𝑓𝑎𝑎𝑒𝑒𝑒𝑒𝑒𝑒) + 𝜖𝜖     (1) 

 
where 𝐼𝐼𝐼𝐼1 represents the comprehensive model for Intrinsic Motivation, 𝛽𝛽𝑗𝑗 represents 

the regression coefficient of the jth variable and 𝜖𝜖 represents the random errors term 

associated with the model and 𝜖𝜖  follows the Normal Distribution assumptions.        

It was hypothesised that both Achievement and Work Content would be positively related 

to female, age, education, and tenure. It is commonly explained in the literature that these 

factors have important relationships to IM (Dysvik & Kuvaas, 2013). It was also assumed 
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that Account Representatives and Tax Auditors had significant relations with both factors 

Achievement and Work Content, than the Frontliners. Tax office and region were 

included as dummies in an attempt to examine if employment location was a factor. The 

base variable for tax office is LTO (including SpTO) and the regressed tax offices are 

STO and MTO. Java region and Western region are regressed, while the Eastern region 

is the comparing region. The description of independent variables is provided in Table 

5.11.  
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Table 5.11 Variable Descriptions 
Variables Description Code 
Gender States respondents 

gender 
0 = Male 
1 = Female 

Age Age classification 1 = Below 30 years 
2 = 31-40 years 
3 = Above 40 years 

Education Degree of education 1 = Secondary School or Technical College 
2 = University Diploma 
3 = Bachelor Degree 
4 = Postgrade Degree (Master or PhD) 

Tenure Working period 
within DGT 

1 = < 3 years 
2 = 3 – less 7 years 
3 = 7 – less 11 years 
4 = 11 – less 15 years 
5 = 15 – less 19 years 
6 = > 19 years 

Position_1 
 

States their position 
in TO 

0 = Frontliner 
1 = Account Representative 
0 = Tax Auditor 

Position_2 States their position 
in TO 

0 = Frontliner 
0 = Account Representative 
1 = Tax Auditor 

Tax 
Office_1 

Classification of TO 0 = Large Taxpayers Office (LTO) and 
Specialised Taxpayers Office (SpTO) 
1 = Medium Taxpayers Office (MTO) 
0 = Small Taxpayers Office (STO) 

Tax 
Office_2 

Classification of TO 0 = Large Taxpayers Office (LTO) and 
Specialised Taxpayers Office (SpTO) 
0 = Medium Taxpayers Office (MTO) 
1 = Small Taxpayers Office (STO) 

Region_1 City or region where 
TO located 

1 = Java (Jakarta, Tangerang, Bekasi, Yogyakarta 
and Central Java) 
0 = Western (North Sumatera, Lampung, and 
Balikpapan) 
0 = Eastern (Denpasar and Makassar) 

Region_2 City or region where 
TO located 

0 = Java (Jakarta, Tangerang, Bekasi, Yogyakarta 
and Central Java) 
1 = Western (North Sumatera, Lampung, and 
Balikpapan) 
0 = Eastern (Denpasar and Makassar) 

 

Table 5.12 provides the results of the regression analysis in model (1). The results show 

that no demographic variable had any significant impact on Achievement.   However, 

female (β = .180; p = .000) and increasing age of the respondents (β = .160; p = .045) 

showed a significant positive impact on Intrinsic Motivation with Work Content. 

Similarly, Region (i.e. employees’ location at tax offices from the capital cities to the 

regional cities) also had a positive impact on Work Content.   
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Table 5.12 The Linear Regression of Intrinsic Motivation 

Model  
Achievementa Work Contentb 

β t β t 
1 (constant)  51.075  28.696 
Female  .034 

(.457) .475 .180**** 
(.000) 4.058 

Age .127 
(.119) 1.560 .160* 

(.045) 2.005 

Education -.006 
(.902) -.123 -.021 

(.651) -.453 

Tenure -.015 
(.850) -.190 .008 

(.916) .105 

Account 
Representative 

-.061 
(.324) -.988 -.048 

(.431) -.788 

Tax Auditor -.078 
(.223) -1.221 -.070 

(.270) -1.104 

STO .009 
(.898) .128 -.012 

(.864) -.171 

MTO -.048 
(.506) -.665 .002 

(.976) .030 

Java Region -.038 
(.501) -.674 -.065 

(.238) -1.182 

Western Region .028 
(.596) .530 -.038 

(.459) -.741 

Note: The p-value is provided in parentheses, Significance at *p< .10; **p< .05;  
   ***p< .01; and ****p<.001.  a R square = .018 F = 1.046;  
   b R square = .054 F = 3.289**** 

 
 

5.3.4 Discussion 

The lack of significance in the Achievement variable reflected in the data set could be 

related to many factors, such as cultural and organisational factors. Indonesia is regarded 

as a feminine society (Hofstede, 2001, 2011; Hofstede et al., 2010), and in such societies 

employees usually undersell themselves and count on superiors or supervisors to 

acknowledge their good work; they are reluctant to boast about their achievements. 

Additionally, in a collectivist society (such as Indonesia in Hofstede (2001); Hofstede et 

al. (2010)), employees perform best in in-groups and act in the interest of their in-groups 

rather than in their own interests. Finally, Indonesia is a large power distance society 

(Hofstede, 2001; Hofstede et al., 2010) where it is assumed that a subordinate will expect 

to be told what to do. For example, within the Indonesian tax office, targeted tax revenues 

for each tax office are provided in a top down approach from the head office. Thus, it is 

more likely that the achievement of the targeted revenues was attributed to the tax office 

(and their primary in-groups), rather than to any individual.   
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On the other hand, the findings also reveal that females had high work content motivation 

compared to their male counterparts (see Table 5.10), and older employees had higher 

work content motivation. The work content motivation consists of recognition, work 

itself, and advance and growth. Most employees considered that they received recognition 

from the organisation and their co-workers. They also believed that they were doing an 

important job for the community. Employees deemed the organisation policy (such as: 

the human resource policy, the business process and procedures, and the strategic 

organisation policy) to be crucial in advancing their knowledge and skills. 

 

5.4   Extrinsic Motivation (EM) 

5.4.1 Exploratory Factor Analysis 

First Level Factor Analysis 

The same analysis procedure was also applied to EM. The first EFA shows KMO-MSA 

= .801 and Bartlett’s test of sphericity value χ2 = 2258.35 (p value = .000).  These give 

way to proceed with further analysis and a subsequent deletion procedure. Three items 

were deleted since their communality values were very low (EMPA2=.144; EMSp=.177; 

and EMSr1=.186). The results after deletion were KMO-MSA = .779 and Bartlett’s test 

of sphericity value χ2 = 1945.78 (p value = .000).   

 

Second Level Factor Analysis 

Proceeding from the previous analyses, another EFA with Promax rotation revealed three 

factors for which the eigenvalues were more than 1 and the total variance explained was 

57.75%. The factor loading for each item was above .40. Latent factor 1, which consists 

of salary, job status and job security items, is defined as Basic Needs. Factor 2, which 

signifies interpersonal relationships and working conditions, is defined as Work Context. 

Finally, Factor 3 is defined as Policy and Administration (see Table 5.13). Overall scale 

reliability of Cronbach’s alpha is .68, however, the individual Cronbach’s alpha for each 

factor is higher than the overall scale. With the exception of Factor 2, the other factors 

show α values above .70.  In particular to Factor 2, which had each item’s factor loading 

is about .5 or more (except the item EMWC2: Work instruments, factor loading = .399) 
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with α value is below .70 (α = .682), showed slightly below acceptable level, this factor 

was kept for further analyses. 

 

Table 5.13 EFA Results of Extrinsic Motivation 
Factor Item Mean SD Factor 

Loading 
Cumulative 
% Variance 
Extracted 

Α 

Factor 1 

Basic 
Needs 

 

EMSc1: Permanent job  5.921 .918 .782 30.44% .796 
EMSt1: High status  5.423 1.162 .701 
EMSr2: Better salary 5.588 1.218 .676 
EMSr3: Effort salary 5.400 1.186 .671 
EMSc2: Retirement 5.660 1.237 .511 

Factor 2 

Work 
Context 

EMWC1: Work 
environment 

5.652 1.068 .951 46.10% .682 

EMIR2: Supervisor 5.432 1.290 .562 
EMIR1: Co-workers 5.811 1.096 .495 
EMWC2: Work 
instruments 

5.278 1.191 .399 

Factor 3 
Policy & 
Adminis-

tration 

EMPA4: Red tape 4.784 1.237 .925 57.75% .703 
EMPA1: Procedures and 
rules 

4.506 1.362 .595 

EMPA3: Too much work 4.998 1.307 .522 
     Overall .680 

Extraction Method: Principal Axis Factoring. Rotation Method: Promax with Kaiser Normalisation. 
KMO-MSA .789; Bartlett’s test of sphericity 1708.12 (.000 significance). 

 

 

5.4.2 Confirmatory Factor Analysis 

Progressing to CFA, two models were generated, the first model included all 12 items, 

which categorised into three factors, and showed an acceptable value of RMSEA = .078. 

The second iteration gained a better result by deleting EMWC2 and EMSc1 (which had 

low standardised loadings and/or t-values, see Table 5.14 for both models’ standardised 

loadings). 
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Table 5.14 The EM Structural Parameter Estimates for the Path Models 

Structural Path Model 1 Model 2 
Standardised 

Loading t-values Standardised 
Loading t-values 

EMPA1  PA 3.39 14.07 3.39 14.06 
EMPA3  PA 2.43 12.30 2.43 12.29 
EMPA4  PA 2.80 19.42 2.80 19.36 
EMIR1  EMWO 1.63 12.85 1.72 12.76 
EMIR2  EMWO 5.19 12.84 5.42 12.66 
EMWC1  EMWO 4.35 26.15 4.17 21.00 
EMWC2  EMWO 1.16 14.37 -- -- 
EMSr2  BN 1.76 16.06 1.88 16.70 
EMSr3  BN 2.37 19.10 2.52 19.55 
EMSt  BN 1.32 18.83 1.32 17.90 
EMSc1 BN .89 23.36 -- -- 
EMSc2 BN 2.78 18.04 2.43 14.62 

 

 

Table 5.15 below compares GOF indices for both models. The table shows favourable 

decreasing values from Model 1 and Model 2, as of χ2, degree of freedom, RMSEA, 

ECVI, and SRMR. Another good result is the improving values of all fit indices, which 

indicate an acceptable fit model of EM.   

 

Table 5.15 The EM Summary of Goodness of Fit Indices 

Fit Measure Results Model 1 Model 2 
χ2 231.95 134.79 
p-value .0000 .0000 
Degree of Freedom 51 32 
RMSEA .0780 .0742 
ECVI .490 .310 
SRMR .0546 .0527 
NFI .907 .921 
NNFI .904 .913 
CFI .926 .938 
GFI .938 .957 
AGFI .905 .926 

 

 

The illustration of the final model of EM in form of the structural path of all items and 

factors is displayed in Figure 5.3. The Policy and Administration factor has three items 

(EMPA1, EMPA3 and EMPA4), as well as Work Context (EMIR1, EMIR2, and 

EMWC1). Whereas, the Basic Needs factor has four items (EMSr2, EMSr3, EMSt1, and 

EMSc2).  
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Figure 5.3 The EM Path Diagram of the final model 

 

 

 

5.4.3 Regression Analysis 

The correlation analyses between the EM factors reveal negative correlations between 

Policy and Administration and Work Context (r = -.123; p value = .003), and also Basic 

Needs (r = -.080; p value = .055). On the contrary, there is a strong and positive 

relationship between Work Content and Basic Needs (r = .349; p value = .000). 

A regression model for the analysis is presented as: 

𝐸𝐸𝐼𝐼1 = 𝛽𝛽0 + 𝛽𝛽1(𝑓𝑓𝑓𝑓𝑓𝑓𝑓𝑓𝑓𝑓𝑓𝑓) + 𝛽𝛽2(𝑓𝑓𝑎𝑎𝑓𝑓) + 𝛽𝛽3(𝑓𝑓𝑒𝑒𝑒𝑒𝑒𝑒𝑓𝑓𝑒𝑒𝑒𝑒𝑒𝑒𝑒𝑒) + 𝛽𝛽4(𝑒𝑒𝑓𝑓𝑒𝑒𝑒𝑒𝑡𝑡𝑓𝑓) +
𝛽𝛽5(𝐴𝐴𝑒𝑒𝑒𝑒𝑒𝑒𝑒𝑒𝑒𝑒𝑒𝑒 𝑅𝑅𝑓𝑓𝑅𝑅𝑡𝑡𝑓𝑓𝑠𝑠𝑓𝑓𝑒𝑒𝑒𝑒𝑓𝑓𝑒𝑒𝑒𝑒𝑠𝑠𝑓𝑓) + 𝛽𝛽6(𝑇𝑇𝑓𝑓𝑇𝑇 𝐴𝐴𝑒𝑒𝑒𝑒𝑒𝑒𝑒𝑒𝑒𝑒𝑡𝑡) + 𝛽𝛽7(𝑆𝑆𝑇𝑇𝑆𝑆) + 𝛽𝛽8(𝐼𝐼𝑇𝑇𝑆𝑆) +
𝛽𝛽9(𝐽𝐽𝑓𝑓𝑠𝑠𝑓𝑓 𝑅𝑅𝑓𝑓𝑎𝑎𝑒𝑒𝑒𝑒𝑒𝑒) + 𝛽𝛽10(𝑊𝑊𝑓𝑓𝑠𝑠𝑒𝑒𝑓𝑓𝑡𝑡𝑒𝑒 𝑅𝑅𝑓𝑓𝑎𝑎𝑒𝑒𝑒𝑒𝑒𝑒) + 𝜖𝜖   (2) 

 

where E𝐼𝐼1 represents the comprehensive model for Extrinsic Motivation, 𝛽𝛽𝑗𝑗 represents 

the regression coefficient of the jth variable and 𝜖𝜖 represents the random errors term 

associated with the model and 𝜖𝜖 follows the Normal Distribution assumptions.        
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Thus, the three factors of EM (Policy and Administration; Work Context; and Basic 

Needs) are regressed to the independent variables: female, age, tenure, education, account 

representative, tax auditor, STO, MTO, Java region, and Western region. Table 5.16 

depicts the results of linear regression analyses. The model was reported with R square = 

.057, F (df = 10, 572) value = 3.462, and p value = .000.  Results reveal that the Policy 

and Administration factor had a significant negative effect for female employees (β = -

.103; p = .020). In other words, male had perceived that Policy and Administration was a 

significant extrinsic motivation for them in workplace.   

To the contrary, Work Context was important for female workers (β = .099; p = .028).  

Employees in MTO were highly motivated by Work Context (β = .141; p = .048), more 

so than their colleagues in STO and LTO. This model noted R square = .032, F (df = 10, 

572) value = 1.869, and p value = .047. 

The Basic Needs equation revealed an R square value of .083, F (df = 10, 572) value = 

6.235, and p value = .000. Also, the results showed that employees with more experience 

in the DGT were significantly motivated by Basic Needs (β = .255; p = .000); they were 

motivated by salary, security, and job status. Highly positive significances were also 

reported for MTO (β = .234; p = .001) and STO (β = .233; p = .001). On the other hand, 

three negative significant linear relationships existed, first, to the positions of Account 

Representative (β = -.116; p = .052) and Tax Auditor (β = -.186; p = .003). And the last 

was related to the variable Java region (β = -.100; p = .061).   
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Table 5.16 Regression Analysis of Extrinsic Motivation 

Model  

Policy and 
Administrationa 

Work Contextb 
Basic Needsc 

β t β t β t 
1 (constant)  13.627  21.501  18.652 
Female  -.103** 

(.020) -2.330 .099** 
(.028) 

2.203 .082 
(.059) 1.889 

Age .045 
(.500) .674 .082 

(.227) 
1.210 -.012 

(.858) -.179 

Education .087* 
(.064) 1.853 .004 

(.937) .079 .006 
(.901) .125 

Tenure -.066 
(.334) -.967 .006 

(.930) .088 .255**** 
(.000) 3.803 

Account 
Representative  

.125** 
(.040) 2.058 .013 

(.838) .204 -.116* 
(.052) -1.946 

Tax Auditors .113* 
.073 1.797 -.057 

(.368) -.901 -.186*** 
(.003) -3.015 

STO .005 
(.945) .069 .067 

(.451) .934 .233*** 
(.001) 3.362 

MTO -.062 
.379 -.886 .141* 

(.048) 1.982 .234*** 
(.001) 3.415 

Java Region .105* 
.053 1.935 -.039 

(.473) -.719 -.100* 
(.061) -1.878 

Western 
Region 

-.006 
(.902) -.123 .005 

(.919) .102 .000 
(.996) .005 

Note: The p-value is provided in parentheses, Significance at *p< .10; **p< .05; ***p< .01; and 
****p<.001. a  R square = .057, F = 3.462****; b R square = .032, F = 1.869**; 

 c R square = .083, F = 6.235**** 

  
 
 

5.4.4 Discussion 

Interestingly, the correlations between Policy and Administration and both the Work 

Context and Basic Needs variables were negative. Instead of enhancing the employees’ 

work motivation, Policy and Administration reduced the employees’ perception of Work 

Context and Basic Needs, and could result in dissatisfaction (Herzberg, 1968).  These 

particular employees assumed that they were overloaded and their work was slowed down 

by red tape practices in the Organisation.    

The results of the regression analyses displayed in Table 5.16 showed Policy and 

Administration had a significant impact for male, higher education, account 

representative, tax auditor, and those stationed in the Java region. Awareness of rules and 

policies was necessary for both account representatives and tax auditors (which were male 

dominant positions filled by people with a higher education), especially when they were 

positioned in the Java region—the centre of economic activity in Indonesia.  
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Work Context consisted of interrelationships in the work place (for co-workers and 

supervisors) and working conditions (a safe and modern working environment). The 

results showed that female employees considered that work context was a significant 

motivation to work. Female employees considered work context very important, as did 

employees in MTO. As mentioned above, this could be explained by the nature of 

collectivist culture, that employees perform best in their primary groups and relationships 

with colleagues are crucial (Hofstede, 2011). 

Basic Needs had a high impact on three variables—tenure, STO, and MTO. The results 

showed that the longer individuals had worked at the DGT the more they were motivated 

by extrinsic motivation such as salary, status, and security. However, tax auditors and 

account repersentatives were less motivated by basic needs compared to frontliners, as 

the tasks of tax auditors could be more complicated than those of frontliners. Similarly, 

STO (small tax offices) were motivated more by extrinsic motivation than the MTO 

(medium tax offices), and especially the SpTO (specialised tax offices) and LTO (large 

tax offices), which had more complexity both in taxpayers and the services provided. 

These phenomena were confirmed in a previous study, which implied that the task 

complexity influenced the employees’ extrinsic motivation perception (Dysvik & 

Kuvaas, 2013). 

Interestingly, region had a significant relationship to both the Policy and Administration 

variable and the Basic Needs variable. The impact was positive for Policy and 

Administration and negative for Basic Needs. The expalanation was that the employees 

in metropolitan cities believed they worked harder and experienced some bureaucratic 

administration. Accordingly, they also had higher standards of Basic Needs. 

 

5.5   Public Service Motivation (PSM) 
5.5.1 Exploratory Factor Analysis 

First Level Factor Analysis 

The first EFA iteration provided very good results, including: the correlation matrix 

showed that all correlations (100%) were significant at the .01 level; and the communality 

values also showed that all items were above .40. Additionally, the KMO-MSA indicated 

a good outcome of .906 and Bartlett’s test of sphericity was 5304.26 (p value = .000). All 

these results were necessary to proceed to the next level of EFA.  
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Second Level Factor Analysis 

The iteration with Promax rotation generated three factors for which the eigenvalues were 

more than 1 and the total variance explained was 65% and factor loading was above .50 

for each item. Factor 1 was defined as Public Services and Values, Factor 2 as Self 

Sacrifice, and Factor 3 as Compassion. Reliability of each factor was measured with 

Cronbach’s alpha tests, which showed good reliability since the alpha were above .70. As 

shown in Table 5.17, the α values for the three factors are .90; .85; and .83 respectively. 

This data set shows high mean values for each item, especially for items in Factor 1 and 

Factor 3, which had mean values above 6 on scale range from 1 to 7. The factor loading 

for each item is above .50.  

The results of exploratory factor analysis through PAX and Promax rotation of the PSM 

scale confirmed that all 16 items were supported in this particular data set. The results 

also showed that the items were consistent with their respective dimensions (Sangmook 

Kim et al., 2013), which are: Attraction to Public Service (APS); Commitment to Public 

Values (CPV); Self Sacrifice (SS); and Compassion (COM).  Interestingly, APS and CPV 

were merged into one factor, defined as Public Services and Values (PSV). 

 

Table 5.17 Factor Analysis of Public Service Motivation 
Factor Item Mean SD Factor 

Loading 
Cumulative 
% Variance 
Extracted 

α 

Factor 1 
Public 

Services 
and Values 

(PSV) 
 

APS3: Meaningful public 
service 

6.501 .650 .857 45.83% .902 

APS4: Common good 6.511 .658 .780 
APS2: Social problems 6.372 .723 .748 
APS1: Community 
involvement 

6.527 .614 .719 

CPV2: Provision of 
public services 

6.602 .595 .712 

CPV3: Future generations  6.494 .647 .650 
CPV4: Ethical public 
servants 

6.648 .542 .640 

CPV1: Equal 
opportunities 

6.491 .686 .573 

Factor 2 
Self 

Sacrifice 
(SS) 

SS3: Personal risk  5.317 1.132 .972 57.52% .851 

SS4: Personal costs 5.607 1.172 .719 
SS2: Civic duty 5.768 1.042 .682 
SS1: Personal sacrifices 5.885 .987 .611 

Factor 3 COM2: Empathy 6.441 .727 .890 64.96% .830 
COM1: Sympathy 6.462 .772 .762 
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Factor Item Mean SD Factor 
Loading 

Cumulative 
% Variance 
Extracted 

α 

Compassion 
(COM) 

COM3: Fairness 6.417 .750 .574 
COM4: Welfare  6.240 .9028 .534 

     Overall .909 

Extraction Method: Principal Axis Factoring. Rotation Method: Promax with Kaiser Normalisation. 
KMO-MSA .906. Bartlett’s test of sphericity 5304.26 (.000 significance). 

 

5.5.2 Confirmatory Factor Analysis 

The previous EFA procedure gained valid results for all 16 items in the PSM scale. These 

items were classified into three factors from a previous factor analysis—eight items were 

classified as Public Services and Values (PSV), a merged factor from two dimensions 

(APS and CPV); four items were classified as Compassion (COM); and four as Self-

Sacrifice (SS). The first iteration of CFA, which examined the full items in each latent 

construct (Model 1), yielded a high value of RMSEA = .138. It was necessary to delete 

five non-significant items (APS1, APS3, CPV4, COM1, and SS4) to obtain a better 

model.  

Subsequently, Model 2 gained an acceptable goodness-of-fit index (GFI = .938, which is 

above the acceptable criteria of .9). However, the RMSEA was still above .08 (RMSEA 

= .084). Thus, another four items were removed from Model 2 (APS2, CPV3, COM2, 

and SS3). Table 5.18 highlights the deletion and the structural parameter estimates for the 

path models. 
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Table 5.18 The PSM Structural Parameter Estimates for the Path Models 
Structural Path Model 1 Model 2 Model 3 

Standardised 
Loading t-values Standardised 

Loading t-values Standardised 
Loading t-values 

APS1PSV .57 22.17 -- -- -- -- 
APS2PSV 1.50 23.82 1.44 22.04 -- -- 
APS3PSV .89 27.60 -- -- -- -- 
APS4PSV 1.66 27.84 1.60 25.85 1.56 24.57 
CPV1PSV 1.63 23.59 1.71 25.26 1.77 26.17 
CPV2PSV 1.13 24.90 1.14 24.96 1.12 24.11 
CPV3PSV .86 21.58 .89 22.11 -- -- 
CPV4PSV .77 22.93 -- -- -- -- 
COM1COM .86 25.59 -- -- -- -- 
COM2COM .96 27.90 .88 24.01 -- -- 
COM3COM 1.37 23.04 1.45 24.98 1.14 23.30 
COM4COM 1.67 21.62 1.77 23.32 1.85 24.10 
SS1SS 1.78 23.38 1.93 26.16 2.05 26.12 
SS2SS 2.24 22.80 2.23 23.34 2.14 20.26 
SS3SS 3.59 24.94 3.19 20.82 -- -- 
SS4SS 3.00 20.49 -- -- -- -- 

 

Finally, Model 3 had acceptable goodness of fit indices; χ2 = 43.18, p-value = .0000,  df = 

11, GFI = .979, RMSEA = .071.  The summaries of the goodness of fit indices for the 

three models are presented in Table 5.19. This table shows that the fit indices improve 

from Model 1 to Model 2; and finally Model 3 is a good fit model. 
 

Table 5.19 The PSM Summary of Goodness of Fit Indices 
Fit Measure Results Model 1 Model 2 Model 3 
χ2 1225.0 208.03 43.18 
p-value .0000 .0000 .0000 
Degree of Freedom 101 41 11 
RMSEA .198 .084 .071 
ECVI 2.221 .443 .132 
SRMR .059 .039 .026 
NFI .855 .956 .983 
NNFI .840 .952 .976 
CFI .865 .964 .988 
GFI .796 .938 .979 
AGFI .726 .900 .947 

 

Figure 5.4 illustrates the final results of PSM CFA, which confirmed three factors: PSV, 

COM, and SS. Three items supported the PSV—APS4, CPV1, and CPV2.  Next, COM 

had two items (COM3 and COM4), as did SS (SS1 and SS2). The highly significant inter-

relationships between the three factors are shown in Figure 5.4.  
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Figure 5.4 The PSM Path Diagram of the final model 

 

 

5.5.3 Regression Analysis 

Another test of correlations between three latent factors of PSM was conducted using the 

SPSS, and obtained good results. PSV had positive significant correlations to both COM 

(r = .573; p = 000) and SS (r = .434; p = 000). Significant positive correlations also 

occurred between COM and SS (r = .538; p = 000). 

For the purpose of regression analyses, a regression model equation is presented below: 

𝑃𝑃𝑆𝑆𝐼𝐼1 = 𝛽𝛽0 + 𝛽𝛽1(𝑓𝑓𝑓𝑓𝑓𝑓𝑓𝑓𝑓𝑓𝑓𝑓) + 𝛽𝛽2(𝑓𝑓𝑎𝑎𝑓𝑓) + 𝛽𝛽3(𝑓𝑓𝑒𝑒𝑒𝑒𝑒𝑒𝑓𝑓𝑒𝑒𝑒𝑒𝑒𝑒𝑒𝑒) + 𝛽𝛽4(𝑒𝑒𝑓𝑓𝑒𝑒𝑒𝑒𝑡𝑡𝑓𝑓) +
𝛽𝛽5(𝐴𝐴𝑒𝑒𝑒𝑒𝑒𝑒𝑒𝑒𝑒𝑒𝑒𝑒 𝑅𝑅𝑓𝑓𝑅𝑅𝑡𝑡𝑓𝑓𝑠𝑠𝑓𝑓𝑒𝑒𝑒𝑒𝑓𝑓𝑒𝑒𝑒𝑒𝑠𝑠𝑓𝑓) + 𝛽𝛽6(𝑇𝑇𝑓𝑓𝑇𝑇 𝐴𝐴𝑒𝑒𝑒𝑒𝑒𝑒𝑒𝑒𝑒𝑒𝑡𝑡) + 𝛽𝛽7(𝑆𝑆𝑇𝑇𝑆𝑆) +
𝛽𝛽8(𝐼𝐼𝑇𝑇𝑆𝑆) + 𝛽𝛽9(𝐽𝐽𝑓𝑓𝑠𝑠𝑓𝑓 𝑅𝑅𝑓𝑓𝑎𝑎𝑒𝑒𝑒𝑒𝑒𝑒) + 𝛽𝛽10(𝑊𝑊𝑓𝑓𝑠𝑠𝑒𝑒𝑓𝑓𝑡𝑡𝑒𝑒 𝑅𝑅𝑓𝑓𝑎𝑎𝑒𝑒𝑒𝑒𝑒𝑒) + 𝜖𝜖     (3) 

 

where, PSM1 represents the comprehensive model for Public Service Motivation, 𝛽𝛽𝑗𝑗 

represents the regression coefficient of the jth variable and 𝜖𝜖 represents the random errors 

term associated with the model and 𝜖𝜖 follows the Normal Distribution assumptions.        

Thus, the three factors of PSM (PSV; COM; and SS) are regressed to the independent 

variables: female, age, tenure, education, position, tax office, and region. The results of 

the regression analyses are shown in Table 5.20.  

 

 



129 
 

Table 5.20 Regression Analysis of Public Service Motivation 

Model  

Public Service and 
Valuesa 

Compassionb Self Sacrificec 

β t β t β t 
1 (constant)  30.410  23.867  18.873 
Female  .058 

(.197) 1.291 .141**** 
(.000) 3.158 -.010 

(.814) -.235 

Age .124* 
(.068) 1.831 .080 

(.239) 1.179 .176*** 
(.009) 2.638 

Education -.002 
(.967) -.041 -.013 

(.786) -.271 -.006 
(.893) -.135 

Tenure .028 
(.682) .410 .046 

(.504) .669 .081 
(.234) 1.190 

Account 
Representative 

.017 
(.781) .279 .037 

(.551) .596 -.042 
(.488) -.694 

Tax Auditor -.007 
(.912) -.110 .024 

(.708) .375 -.080 
(.200) -1.283 

STO .081 
(.259) 1.129 .088 

(.218) 1.234 .133* 
(.060) 1.882 

MTO .022 
(.755) .313 .097 

(.172) 1.367 .158** 
(.023) 2.280 

Java Region .057 
(.298) 1.042 .011 

(.840) .201 .018 
(.736) .337 

Western Region .089* 
(.084) 1.731 .074 

(.150) 1.440 .078 
(.124) 1.541 

Note: The p-value is provided in parentheses, Significance at *p< .10; **p< .05; ***p< .01;  
     and ****p<.001.  a R square = .035;  F = 2.084**; b R square = .041;  F = 2.419***;  
     c R square = .070;  F = 4.307**** 

 
 

The PSV model reported an R square value of .035; F value = 2.084 (p = .024). A 

moderate significance was evident on the impact of public service and value to older 

employees (β = .124; p = .068). Also, the estimate of the employees in Western region 

shows a marginally statistically significant result (i.e. p = .084 < .10) to PSV. 

The Compassion model produced an R square value of .041 and F value = 2.419 (p = 

.008). The only significant outcome was that female employees had a higher value than 

males (β = .141; p = .002). Regarding Self Sacrifice, the model showed an R square value 

of .070 and F value = 4.307 (p = .000). Supporting the previous finding, the SS dimension 

evidently had a significant impact on older employees (β = .176; p = .009). Notably in 

this study, both employees in MTO (β = .158; p = .023) and STO (β = .133; p = .060) had 

a higher preference for the SS dimension than those in LTO.    
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5.5.4 Discussion  

Conclusively, age had a significant impact on PSV and SS dimensions’ of PSM 

(Prihandinisari, Rahman, & Hicks, 2016). This finding was confirmed in previous studies 

that older employees had higher PSM (Bright, 2013; Manolopoulos, 2008; Vandenabeele, 

2011).  However, the finding also stated that female had highly consideration on PSM 

(particularly for the Compassion dimension) as supported by the study of Bright (2013), 

in contrast to the research findings of Vandenabeele (2011). This research found the 

Western region had higher positive PSV values compared to their colleagues in other 

regions. Employees in the Western region were more aware of the importance of equal 

opportunity and the provision of public service and common good. Furthermore, 

employees in MTO and STO acknowledged that civic duty and personal sacrifice were 

important for them.  

 

5.6   Organisational Commitment (OC) 

5.6.1 Exploratory Factor Analysis 

First Level Factor Analysis 

The first iteration of EPA for the 15-item OC reported 84.8% of correlations (89 of 105) 

were significant at .01, and one item had a communality value below .30 (OC7R = .130). 

Therefore, the item was deleted and the second iteration was performed. The correlation 

matrix after the deletion showed that all correlations were significant at .001. The KMO-

MSA value was improved to .882 and Bartlett’s test of sphericity was 3057.1 (p value = 

.000).  

 

Second Level Factor Analysis 

The second level analyses required two iterations, because the first iteration showed one 

of three factors was problematic and undefined. Then, a second level of PAF with 

PROMAX rotation was performed and enforced to extract only two factors. Table 5.21 

shows the three factors and factor loadings, with the exception of OC12* 

(OC12Reversed), are above .40. 
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Table 5.21 First PAF Iteration of 
Organisational Commitment  

 Factor 
1 2 3 

OC8 .729   

OC14 .729   

OC6 .728   

OC2 .706   

OC5 .703   

OC10 .697   

OC4 .617   

OC13 .531  -.402 
OC1 .526   
OC11*  .757  
OC3*  .708  
OC9*  .687  
OC15*  .654  
OC12*  .306 .465 

 

 

 

The results of the final PAF only segregated between positive items and the reversed ones. 

Factor loading for each item was above .40. Reliability of each factor was measured with 

Cronbach’s alpha tests, which showed good reliability since the alpha were above .70. 

Factor 1 had an α value of .872 and was defined as Organisational Commitment (OC). 

Factor 2, with an α value of .768, was defined as Organisational Commitment Reversed 

Items (OCR), as shown in Table 5.22 including mean values and standard deviation for 

each item.  

 

  

Notes: Extraction Method: Principal Axis Factoring.  
Rotation Method: Promax with Kaiser Normalisation. 
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Table 5.22 Factor Analysis of Organisational Commitment 
Factor Item Mean SD Factor 

Loading 
Cumulative 
% Variance 
Extracted 

α 

Factor 1 
Organisational 
Commitment 

(OC) 
 

OC6: Organisation 
Pride (1) 

5.791 1.012 .735 32.32% .872 

OC2:  Great 
organisation 

5.682 1.076 .734 

OC14: Organisation 
Pride (3) 

5.556 1.150 .728 

OC5:Organisation’s 
values  

5.612 .974 .717 

OC8: Inspirational 
Organisation 

5.539 1.025 .703 

OC10: Organisation 
Pride (4) 

5.515 1.092 .672 

OC13: Caring 5.928 .930 .602 
OC1: Extra effort  5.858 .957 .573 
OC4: Job assignment  4.626 1.264 .525 

Factor 2 
Organisational 
Commitment 

(Reversed 
Items) 

OC11*: Benefit 4.863 1.373 .821 44.52% .768 
OC9*: Circumstances 
to leave organisation 

4.624 1.277 .725 

OC3*: Loyalty  5.391 1.466 .650 
OC15*: Decision to 
work  

5.650 1.487 .636 

OC12*: Organisation’s 
policies 

3.390 1.410 .405 

     Overall .837 
Notes: Extraction Method: Principal Axis Factoring. Rotation Method: Promax with Kaiser 
Normalisation. KMO-MSA .882; Bartlett’s test of sphericity 3057.10 (.000 significance). 
 

 

5.6.2 Confirmatory Factor Analysis 

The first CFA produced Model 1 with a high RMSEA (.098). Then, three non-significant 

items, which had low standardised loadings and/or t-values (OC5, OC10, and OC112R), 

were deleted. Although Model 2 produced a better value of GFI (from .892 to .924), the 

RMSEA was still above .08 (RMSEA = .097).  Consequently, it was decided to remove 

another four items with low factor loadings (OC4 = 1.18; OC6 = 1.06; OC13 = 1.18; and 

OC9R = 1.22). The deleted items from each model and the structural parameter estimates 

for the path models are shown in Table 5.23.  
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Table 5.23 The OC Structural Parameter Estimates for the Path Models 
Structural Path 
 

Model 1 Model 2 Model 3 
Standardised 

Loading 
t-

values 
Standardised 

Loading 
t-

values 
Standardised 

Loading t-values 

OC1 OC 2.76 15.85 2.87 16.39 3.05 17.05 
OC2OC 1.61 20.46 1.66 21.00 1.77 21.67 
OC4OC 1.25 12.26 1.18 11.31 -- -- 
OC5OC .92 20.43 -- -- -- -- 
OC6OC 1.07 23.43 1.06 22.93 -- -- 
OC8OC 1.60 20.28 1.58 19.50 1.49 17.30 
OC10OC .75 20.98 -- -- -- -- 
OC13OC 1.19 16.91 1.18 16.47 -- -- 
OC14OC 9.46 21.27 9.42 20.84 8.74 18.00 
OC3ROCR 1.40 18.22 1.44 18.77 1.48 18.66 
OC9ROCR 1.22 18.92 1.22 18.80 -- -- 
OC11ROCR 1.63 24.12 1.59 22.96 1.45 19.34 
OC12ROCR .51 9.15 -- -- -- -- 
OC15ROCR 2.71 18.53 2.75 18.78 2.98 19.90 

 

Conclusively, Model 3 had acceptable goodness of fit indices; χ2 = 45.53, p-value = .0000, 

df = 13, GFI = .977, RMSEA = .0655. This final model reported the smallest ECVI of all 

the models and most of the fit indices were above .95. Table 5.24 provides a 

comprehensive comparison of the models’ fit indices. It displays the drastic decrease of 

ECVI and SRMR to their lowest desired values. Correspondingly, the GOF indices 

increase to the anticipated values, which are above .95. Those indications conclusively 

confirmed Model 3 as a good fit model. 

 

Table 5.24 The OC Summary of Goodness of Fit Indices 
Fit Measure Results  Model 1 Model 2 Model 3 
χ2 497.58 277.15 45.53 
p-value .0000 .0000 .0000 
Degree of Freedom 76 43 13 
RMSEA .098 .0966 .0655 
ECVI .953 .554 .130 
SRMR .0647 .0532 .0307 
NFI .875 .904 .969 
NNFI .871 .894 .963 
CFI .892 .919 .977 
GFI .892 .924 .977 
AGFI .851 .883 .951 

 

 

Model 3 consists of seven items which classified into two factors—OC and the reversed 

items of OC. Figure 5.5 illustrates the final model, including the items for each factor.  
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Figure 5.5 The OC Path Diagram of the final model 

 

 

5.6.3 Regression Analysis 

A regression model equation is presented below: 

𝑆𝑆𝑂𝑂1 = 𝛽𝛽0 + 𝛽𝛽1(𝑓𝑓𝑓𝑓𝑓𝑓𝑓𝑓𝑓𝑓𝑓𝑓) + 𝛽𝛽2(𝑓𝑓𝑎𝑎𝑓𝑓) + 𝛽𝛽3(𝑓𝑓𝑒𝑒𝑒𝑒𝑒𝑒𝑓𝑓𝑒𝑒𝑒𝑒𝑒𝑒𝑒𝑒) + 𝛽𝛽4(𝑒𝑒𝑓𝑓𝑒𝑒𝑒𝑒𝑡𝑡𝑓𝑓) +
𝛽𝛽5(𝐴𝐴𝑒𝑒𝑒𝑒𝑒𝑒𝑒𝑒𝑒𝑒𝑒𝑒 𝑅𝑅𝑓𝑓𝑅𝑅𝑡𝑡𝑓𝑓𝑠𝑠𝑓𝑓𝑒𝑒𝑒𝑒𝑓𝑓𝑒𝑒𝑒𝑒𝑠𝑠𝑓𝑓) + 𝛽𝛽6(𝑇𝑇𝑓𝑓𝑇𝑇 𝐴𝐴𝑒𝑒𝑒𝑒𝑒𝑒𝑒𝑒𝑒𝑒𝑡𝑡) + 𝛽𝛽7(𝑆𝑆𝑇𝑇𝑆𝑆) +
𝛽𝛽8(𝐼𝐼𝑇𝑇𝑆𝑆) + 𝛽𝛽9(𝐽𝐽𝑓𝑓𝑠𝑠𝑓𝑓 𝑅𝑅𝑓𝑓𝑎𝑎𝑒𝑒𝑒𝑒𝑒𝑒) + 𝛽𝛽10(𝑊𝑊𝑓𝑓𝑠𝑠𝑒𝑒𝑓𝑓𝑡𝑡𝑒𝑒 𝑅𝑅𝑓𝑓𝑎𝑎𝑒𝑒𝑒𝑒𝑒𝑒) + 𝜖𝜖     (4) 

 

where, OC1 represents the comprehensive model for Organisational Commitment, 𝛽𝛽𝑗𝑗 

represents the regression coefficient of the jth variable and 𝜖𝜖 represents the random errors 

term associated with the model which follows the Normal Distribution assumptions.   

The inter-correlation report shows a significantly positive inter-factor correlation exists 

between Organisational Commitment (OC) and Organisational Commitment Reverse (r 

= .337; p = 000).  A regression analyses report is presented in Table 5.25.  

It illustrates the regression analyses results of both factors of OC and the 10 independent 

variables – female, age, education, tenure, positions (AR and TA), TO (STO and MTO), 

and region (Java and Western region). These independent variables were regressed to OC 

(R square = .062; F = 3.767; p = .000).   Age, AR and TA positions showed significant 

values. Thus, older employees were reported to have a high commitment to the DGT. 



135 
 

Although both positions have a negative estimate, the tax auditor had the lowest 

commitment values than account representative and frontliner. 

On the other hand, OCR regression results showed that female, tenure, and western region 

had significant relationships to OCR. The OC reverse items were actually some reversed 

coded items in the Organisational Commitment Questionnaire (OCQ) adapted from the 

study of Mowday et al. (1979). The purpose of the reversed items was to try to reduce 

response bias (Mowday et al., 1979). However, both positive and reversed items would 

provide a consistent indicator of employees’ commitment. Female had a moderately 

significant relationship (β = .086; p = .056) in OCR regression. Moderate significance 

was also reported for tenure (β = .118; p = .087) and employees in the Western region (β 

= .127; p = .014).  

 

Table 5.25 Regression Analysis of Organisational Commitment 

Model  
OCa OC Reverseb 

β t Β t 
1 (constant)  23.275  13.864 
Female .023 

(.598) .528 .086* 
(.056) 1.916 

Age .145* 
(.030) 2.171 .027 

(.689) .401 

Education .039 
(.407) .829 .000 

(.992) .009 

Tenure .106 
(.123) 1.544 .118* 

(.087) 1.712 

Account Representative -.126** 
(.038) -2.080 .024 

(.689) .400 

Tax Auditor -.180*** 
(.004) -2.873 -.022 

(.733 -.341 

STO .055 
(.435) .781 .108 

(.131) 1.513 

MTO .103 
(.142) 1.469 .096 

(.176) 1.356 

Java Region -.077 
(155) -1.424 .036 

(.516) .650 

Western Region -.012 
(.815) -.234 .127* 

(.014) 2.471 

       Note: The p-value is provided in parentheses, Significance at *p< .10;  
   **p< .05; ***p< .01; and ****p<.001.  a R square = .062;  F = 3.767****; 
   b R square = .043;  F = 2.586*** 

 
 



136 
 

5.6.4 Discussion  

The findings confirmed the prediction that age had a significant relationship to 

Organisational Commitment (Addae et al., 2006; Meyer, Stanley, Herscovitch, & 

Topolnytsky, 2002). Tenure and position have also been reported to have significant 

correlations to Organisational Commitment (Danny L. Balfour & Wechsler, 1996), as 

was found in this study.   

Surprisingly, the results suggested that employees in frontline positions had higher 

organisational commitment than the tax auditors. The data showed that more than 65% 

of frontliners were below 31 years old. This particular result contradicted the above 

findings that age had a positive relationship to organisational commitment, which implies 

that older employees had higher organisational commitment. A possible explanation is 

that frontliners became more attached to the Organisation and aligned themselves with 

the objectives of the Organisation because their  tasks mostly involved answering 

taxpayers’ inquiries and explaining new regulations imposed by the Organisation. 

 

 

5.7   Job Satisfaction (JS) 

5.7.1 Exploratory Factor Analysis 

First Level Factor Analysis 

The first PAF extraction results for JS indicate the data were fit for factor analyses, as the 

KMO-MSA and Bartlett’s test of sphericity were reported as .857 and 1901.62  (p value 

= .000) respectively. Additionally, the correlation matrix showed that all 28 correlations 

(100%) were significant at the .01 level. However, there was a reversed code item (JS3*= 

.130) with a communality value below .40.  It was deleted for the next level analysis. 

 

Second Level Factor Analysis 

The second stage analyses extracted only one factor with an eigenvalue of more than 1 

and the total variance explained was 55.5%. Another exploratory analysis was performed 

by enforcing to extract two factors. It showed KMO-MSA value = .852 and Bartlett’s test 

of sphericity = 1821.86 (p value = .000). The factors were Factor 1 as Overall Job 

Satisfaction and Factor 2 as Job Context Satisfaction. As implied by its definition, Factor 

1 was represented by three items of overall satisfaction and one item for job 
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accomplishment satisfaction. Factor 2 consisted of three items, describing working 

conditions, salary and organisational satisfaction.  

Cronbach’s alpha tests for reliability showed good results since the alpha values were 

above .70 for both factors. Table 5.26 summaries the results of the final EFA. Data reveal 

that the mean values of the items are above 5.5 and factor loadings of all items are above 

.45, which indicate a good reliability of the outcomes.  Factor 1 shows a better consistency 

with an α value of .83, in contrast to Factor 2, which has an α value = .739. The overall 

Cronbach’s alpha is .857.   

Table 5.26 Factor Analysis of Job Satisfaction 
Factor Item Mean SD Factor 

Loading 
Cumulative 
% Variance 
Extracted 

α 

Factor 1 
Overall Job 
Satisfaction 

 

OS2: Overall Satisfaction 2  5.930 .767 .961 55.53% .830 
OS1: Overall Satisfaction 1 5.892 .756 .835 
JAS: Job Accomplishment 
Satisfaction 

5.551 .897 .507 

OS4: Overall Satisfaction 4 5.894 .835 .466 
Factor 2 

Job 
Context 

Satisfaction 

WCS: Working Condition 
Satisfaction  

5.557 1.00
3 

.771 68.03% .739 

SaS: Salary Satisfaction  5.635 1.04
3 

.686 

OrS: Organisation 
Satisfaction 

5.762 .945 .469 

     Overall .857 
Extraction Method: Principal Axis Factoring. Rotation Method: Promax with Kaiser Normalisation. 
KMO-MSA .852. Bartlett’s test of sphericity 1821.86 (.000 significance). 

 

5.7.2 Confirmatory Factor Analysis 

Brought forward from a previous EFA, the JS scale now has been structured into two 

factors—four items as Overall Job Satisfaction (OJS), and three items as Job Context 

Satisfaction (JCS)—represented in Model 1 in this CFA procedure. The results showed a 

high RMSEA value (.146), leading to the deletion of OS4 and SaS, which both had low 

standardised loadings and/or t-values of .64 and 1.43 respectively.  

The next iteration after the deletion still reported a high value of RMSEA (.134). Thus, 

several experiments were conducted to gain a better fit model. The conclusive Model 3 

was developed by assigning SaS back into the model and deleting OrS. This procedure 

gained a better result, showing perfect fit indices; χ2 = 9.063, p-value = .0595, df = 4, GFI 

= .994, RMSEA = .0466.  
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Table 5.27 The JS Structural Parameter Estimates for the Path Models 
Structural 

Path 
Model 1 Model 2 Model 3 

Standardised 
Loading t-values Standardised 

Loading t-values Standardised 
Loading t-values 

OS1 OJS 2.33 27.56 2.38 28.07 2.39 27.97 
OS2 OJS 2.54 28.21 2.54 27.70 2.54 27.44 
OS4 OJS .64 20.75 -- -- -- -- 
JAS OJS 2.95 17.41 2.90 17.00 2.84 16.50 
OrS JCS 1.71 20.16 1.75 19.79 -- -- 
SaS JCS 1.43 16.59 -- -- 1.53 17.00 
WCS JCS 1.96 19.93 1.82 17.59 2.16 20.03 

 

Both Table 5.27 and Table 5.28 give better visual explanations of results from this 

confirmatory analysis. Table 5.27 specifies the structural parameter estimates for the path 

models. It describes deletion procedures applied to each model. The descriptions are also 

complemented by Table 5.28, which summarises the GOF indices of each model. It shows 

that the GOF indices of Model 3 fall in the range of perfect fit criteria, such as RMSEA 

is below .05 and GOF indices above .97. 

 

Table 5.28 The JS Summary of Goodness of Fit Indices 

Fit Measure Results Model 1 Model 2 Model 3 
χ2 175.427 45.878 9.063 
p-value .0000 .0000 .0595 
Degree of Freedom 13 4 4 
RMSEA .146 .134 .0466 
ECVI .352 .116 .0533 
SRMR .0560 .0412 .0162 
NFI .928 .972 .994 
NNFI .891 .935 .992 
CFI .933 .974 .997 
GFI .920 .970 .994 
AGFI .827 .886 .977 

 

The final model consists of five items, which classified into two factors: Overall Job 

Satisfaction (OS1, OS2, and JAS) and Job Context Satisfaction (SaS and WCS), as shown 

in Figure 5.6. The standardised estimations of the items show high values, ranging from 

1.53 to 2.84. The correlation between OJS and JCS is also high (.70).   
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Figure 5.6 The JS Path Diagram of the Final Model 

 

 

5.7.3 Regression Analysis 

A highly significant correlation between JS factors was evidenced from inter-factor 

correlation tests, which signify the correlation between OJS and JCS (r = .456; p = .000).  

The regression analyses could be explained in this simple equation: 

𝐽𝐽𝑆𝑆1 = 𝛽𝛽0 + 𝛽𝛽1(𝑓𝑓𝑓𝑓𝑓𝑓𝑓𝑓𝑓𝑓𝑓𝑓) + 𝛽𝛽2(𝑓𝑓𝑎𝑎𝑓𝑓) + 𝛽𝛽3(𝑓𝑓𝑒𝑒𝑒𝑒𝑒𝑒𝑓𝑓𝑒𝑒𝑒𝑒𝑒𝑒𝑒𝑒) + 𝛽𝛽4(𝑒𝑒𝑓𝑓𝑒𝑒𝑒𝑒𝑡𝑡𝑓𝑓) +
𝛽𝛽5(𝐴𝐴𝑒𝑒𝑒𝑒𝑒𝑒𝑒𝑒𝑒𝑒𝑒𝑒 𝑅𝑅𝑓𝑓𝑅𝑅𝑡𝑡𝑓𝑓𝑠𝑠𝑓𝑓𝑒𝑒𝑒𝑒𝑓𝑓𝑒𝑒𝑒𝑒𝑠𝑠𝑓𝑓) + 𝛽𝛽6(𝑇𝑇𝑓𝑓𝑇𝑇 𝐴𝐴𝑒𝑒𝑒𝑒𝑒𝑒𝑒𝑒𝑒𝑒𝑡𝑡) + 𝛽𝛽7(𝑆𝑆𝑇𝑇𝑆𝑆) +
𝛽𝛽8(𝐼𝐼𝑇𝑇𝑆𝑆) + 𝛽𝛽9(𝐽𝐽𝑓𝑓𝑠𝑠𝑓𝑓 𝑅𝑅𝑓𝑓𝑎𝑎𝑒𝑒𝑒𝑒𝑒𝑒) + 𝛽𝛽10(𝑊𝑊𝑓𝑓𝑠𝑠𝑒𝑒𝑓𝑓𝑡𝑡𝑒𝑒 𝑅𝑅𝑓𝑓𝑎𝑎𝑒𝑒𝑒𝑒𝑒𝑒) + 𝜖𝜖     (5) 

 

The equation (JS1) represents the comprehensive model for Job Satisfaction (Overall Job 

Satisfaction [OJS] and Job Context Satisfaction [JCS]), 𝛽𝛽𝑗𝑗 represents the regression 

coefficient of the jth variable and 𝜖𝜖 represents the random errors term associated with the 

model and follows the Normal Distribution assumptions.   

The OJS model had an R square value of .041, F value = 2.438 (p = .008) and the JCS R 

square was .077 and F value = 4.754 (p = .000). The regression analysis results displayed 

in Table 5.29 reveal that the individual and organisational related variables have a 

significant impact on both OJS and JCS. Interestingly, TO signifies the contextual 

satisfaction, as evidenced in both STO (β = .309; p = .000) and MTO (β = .312; p = .000). 

Female employees had higher overall satisfaction than their male counterparts (β = .092; 

p = .037). On the contrary, negative moderate and significant relevance existed between 

OJS and position, for both AR (β = -.105; p = .087) and TA (β = -.138; p = .031). 
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Employees in the Java region reported a lower satisfaction (β = -.136; p = .013) than those 

in the other regions.   

 

Table 5.29 Regression Analysis of Job Satisfaction 

Model  

Overall Job 
Satisfactiona 

Job Context 
Satisfactionb 

Β t Β t 
1 (constant)  30.908   
Female -.046 

(.299) -1.039 .092** 
(.037) 2.091 

Age .082 
(.227) 1.208 .017 

(.793) .263 

Education -.041 
(.389) -.862 .018 

(.704) .380 

Tenure .057 
(.407) .830 .109 

(.108) 1.610 

Account Representative -.105* 
(.087) -1.714 -.098 

(.104) -1.626 

Tax Auditor -.138** 
(.031) -2.168 -.073 

(.238) -1.180 

STO .081 
(.259) 1.129 .309**** 

(.000) 4.395 

MTO .030 
(.673) .422 .312**** 

(.000) 4.504 

Java Region -.136** 
(.013) -2.491 -.058 

(.279) -1.083 

Western Region -.020 
(.693) -.394 .033 

(.510) .660 

  Note: The p-value is provided in parentheses, Significance at *p< .10; **p< .05;  
            ***p< .01; and ****p<.001.  a R square = .041;  F = 2.438***;  
            b R square = .077;  F = 4.754****  

 
 

5.7.4 Discussion  

The findings showed that female employees had a higher job context satisfaction than 

their male colleagues. This result maintained the same pattern shown in the extrinsic 

motivation findings (Section 5.4), that females were more satisfied with work context 

motivation. The results also showed that frontliners had higher satisfaction than the tax 

auditors. This reaffirmed that the complexity of tasks involved in auditing might lower 

tax auditors’ satisfaction. Tax auditors were obligated to meet the deadline of every 

assignment and sometimes had to go to other cities, whereas frontliners’ duties mostly 

involved doing service desk work. There is also a rotation policy for tax auditors who can 

be positioned in any tax office across Indonesia and must agree to be rotated every three 

to four years, whereas frontliners can stay in the same office or city for quite a long time.  
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Subsequently, STO and MTO had a significantly higher job context satisfaction than LTO 

and SpTO. This finding could be explained the same way as above. As LTO and SpTO 

manage mostly multinationals and foreign invested companies, their tasks are more 

complicated and require higher skills, both in communicating to their respective taxpayers 

and in handling complicated tax related business transactions. On the other hand, STO 

only manage and service their local taxpayers, mostly individuals and small and medium 

enterprises. Regardless of where employees were positioned, their salaries were the same 

because salary was based on grade. For example, Grade 4 frontliners in LTO will accept 

the same salary as Grade 4 frontliners in STO. This also applies to other positions. 

Therefore, it can be seen from the findings of EM (Section 3) that tax auditors had a lower 

level of basic needs motivation than frontliners.   

A particular finding of this study was that the employees in the Java region had the lowest 

overall satisfaction of all the regions. Java Island is the most populated island in Indonesia 

and consequently it also hosts major economic transactions. Therefore, the TO in Java is 

busier and has a bigger share of the targeted tax revenues than the other regions. These 

factors could create more pressure for employees, especially when their performance 

influences their actual salaries.    

 

5.8   Intention to Leave the Organisation (ILO) 

5.8.1 Exploratory Factor Analysis 

First Level Factor Analysis 

The 14-item ILO scale was analysed using the PAF extraction method and the results 

showed the KMO-MSA value was .894 and Bartlett’s test of sphericity was 3116.14 (p 

value = .000). The correlation matrix showed that 90 of 91 correlations (99%) were 

significant at the .01 level. However, one item had a communality value below .40. It was 

ILO8 (.165), which was deleted for the next level analysis. 

 

Second Level Factor Analysis 

Promax rotation was employed to acquire significant factors. The outcome of the analysis 

showed there were three factors with eigenvalues of more than 1 and the total variance 

explained was 61.2%. Factor 1 consists of five items which explain the desire to leave 

and effort to find a new job, and three items that are related to an individual’s personal 

values in the workplace. This factor was defined as Desire to Leave and Personal Values. 
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Factor 2 included three items that represent emotional and personal wellbeing in the 

workplace and problems with relocating. It was defined as Personal Factors. Lastly, 

Factor 3 consisted of two items regarding Family Responsibility which were available 

items in the questionnaire. The low mean values of the items were favourable, since 

higher values show higher intention to leave organisation (see Table 5.29). Both items in 

Factor 3 showed high mean values of more than 4.0 on a scale of 1 to 7.  Factor loadings 

were reported above .40, with the exception of ILO3 (.357). Cronbach’s alpha tests for 

reliability of each factor showed a highest value for Factor 1 (α = .875) and Factor 2 

reported an α value of .736. However, Factor 3 had an α value less than .70 (α = .683), 

nevertheless this factor was retained for the next analyses. Table 5.30 summaries the 

information above, including the overall α value which is .873. 

 

Table 5.30 Factor Analysis of Intention to Leave Organisation 
Factor Item Mean SD Factor 

Loading 
Cumulative 
% Variance 
Extracted 

α 

Factor 1 

Desire to 
leave and 
personal 
values 

 

ILO7: Suitable offer 3.307 1.811 .863 41.45% .875 

ILO6: Day-dreaming  3.317 1.827 .825 
ILO1: Leaving 
organisation 

2.738 1.557 .796 

ILO9: Starting own 
business 

4.191 1.821 .694 

ILO4: Own goals  2.828 1.486 .654 
ILO2: Job opportunity 1.861 1.329 .604 
ILO5: Personal values  3.451 1.610 .404 
ILO3: Personal needs 3.086 1.653 .357 

Factor 2 

Personal 
Factors 

ILO12: Personal emotion 3.144 1.535 .879 52.80% .736 

ILO13: Personal well-
being 

3.750 1.657 .625 

ILO14: Relocating 
troubles  

3.271 1.591 .433 

Factor 3 

Family 
Responsi

bility 

ILO10: Family 
responsibilities  

4.998 1.833 .860 61.18% .683 

ILO11: Personal interest 4.062 1.834 .585 

     Overall .873 

  Notes: Extraction Method: Principal Axis Factoring. Rotation Method: Promax with Kaiser 
  Normalisation. KMO-MSA .896.  Bartlett’s test of sphericity 3013.59 (.000 significance). 

 

5.8.2 Confirmatory Factor Analysis 

The ILO scale was classified into three factors in the previous factor analysis, with eight 

items defined as Desire to Leave and Personal Values (Desire), two items as Family 
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Responsibility (Family), and three items as Personal Factors (Personal). This initial model 

(Model 1) had a high RMSEA value (.092), consequently, two items with the lowest 

standardised estimations (ILO3 and ILO5) were deleted. The second CFA also produced 

a high RMSEA value (.087), so further iterations and deletions of items (ILO4, ILO10, 

ILO11, and ILO13) were carried out. Table 5.31 summarises the models’ structural path. 

 

Table 5.31 The ILO Structural Parameter Estimates for the Path Models 
Structural Path Model 1 Model 2 Model 3 

Standardised 
Loading t-values Standardised 

Loading t-values Standardised 
Loading 

t-
values 

ILO1Desire 1.44 24.35 1.43 24.01 1.41 23.40 
ILO2Desire 1.26 20.01 1.26 20.01 1.24 19.40 
ILO3Desire .95 15.01 -- -- -- -- 
ILO4Desire 1.15 20.52 1.11 19.57 -- -- 
ILO5Desire .89 14.04 -- -- -- -- 
ILO6Desire 1.36 24.35 1.38 24.85 1.40 25.23 
ILO7Desire 1.57 24.37 1.60 25.06 1.62 25.53 
ILO9Desire 1.34 18.10 1.35 18.20 1.36 18.21 
ILO10Family 1.94 12.37 1.91 12.26 -- -- 
ILO11 Family 1.53 12.05 1.54 12.05 -- -- 
ILO12Personal 1.04 19.93 1.04 19.80 .94 15.82 
ILO13Personal 1.05 18.49 1.05 18.47 -- -- 
ILO14Personal 1.22 16.76 1.22 16.71 1.32 16.38 

 

Model 3 produces a perfect fit result as most indices were above .97; including χ2 = 43.54;  

p-value = .0000;  df = 13; GFI = .979; RMSEA = .063.   Table 5.32 displays the 

development of indices from an out of range criteria to a perfect fit model. It was evident 

that RMSEA values gradually reached favourable values from .091 to .064. The 

decreasing trends were also noticeable for χ2, and df, and the ECVI values decreased 

sharply from .725 to .126. The GOF indices expose constructive results towards higher 

values and closed to .97 as a cut-off point to indicate a perfect fit model.  
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Table 5.32 The ILO Summary of Goodness of Fit Indices 
Fit Measure Results Model 1 Model 2 Model 3 
χ2 364.93 221.92 43.54 
p-value .0000 .0000 .0000 
Degree of Freedom 62 41 13 
RMSEA .0915 .0870 .0635 
ECVI .725 .466 .126 
SRMR .0540 .0470 .0269 
NFI .903 .931 .979 
NNFI .896 .923 .976 
CFI .917 .942 .985 
GFI .909 .935 .979 
AGFI .867 .895 .956 

 

Model 3 has sufficiently retained two factors as the deletion procedures eliminated ILO10 

and ILO11, which belonged to the second factor (Family Responsibility). Thus, the 

perfect-fit final model consists of Desire to Leave and Personal Values (ILO1, ILO2, 

ILO6, ILO7, and ILO9), and Personal Factors (ILO12 and ILO14), as shown in Figure 

5.7.  

 

Figure 5.7 The ILO Path Diagram of the final model 
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5.8.3 Regression Analysis 

An equation (ILO1) representing the comprehensive model for Intention to Leave 

Organisation is presented below: 

 

𝐼𝐼𝐼𝐼𝑆𝑆1 = 𝛽𝛽0 + 𝛽𝛽1(𝑓𝑓𝑓𝑓𝑓𝑓𝑓𝑓𝑓𝑓𝑓𝑓) + 𝛽𝛽2(𝑓𝑓𝑎𝑎𝑓𝑓) + 𝛽𝛽3(𝑓𝑓𝑒𝑒𝑒𝑒𝑒𝑒𝑓𝑓𝑒𝑒𝑒𝑒𝑒𝑒𝑒𝑒) + 𝛽𝛽4(𝑒𝑒𝑓𝑓𝑒𝑒𝑒𝑒𝑡𝑡𝑓𝑓) +
𝛽𝛽5(𝐴𝐴𝑒𝑒𝑒𝑒𝑒𝑒𝑒𝑒𝑒𝑒𝑒𝑒 𝑅𝑅𝑓𝑓𝑅𝑅𝑡𝑡𝑓𝑓𝑠𝑠𝑓𝑓𝑒𝑒𝑒𝑒𝑓𝑓𝑒𝑒𝑒𝑒𝑠𝑠𝑓𝑓) + 𝛽𝛽6(𝑇𝑇𝑓𝑓𝑇𝑇 𝐴𝐴𝑒𝑒𝑒𝑒𝑒𝑒𝑒𝑒𝑒𝑒𝑡𝑡) + 𝛽𝛽7(𝑆𝑆𝑇𝑇𝑆𝑆) +
𝛽𝛽8(𝐼𝐼𝑇𝑇𝑆𝑆) + 𝛽𝛽9(𝐽𝐽𝑓𝑓𝑠𝑠𝑓𝑓 𝑅𝑅𝑓𝑓𝑎𝑎𝑒𝑒𝑒𝑒𝑒𝑒) + 𝛽𝛽10(𝑊𝑊𝑓𝑓𝑠𝑠𝑒𝑒𝑓𝑓𝑡𝑡𝑒𝑒 𝑅𝑅𝑓𝑓𝑎𝑎𝑒𝑒𝑒𝑒𝑒𝑒) + 𝜖𝜖     (6) 

 

𝛽𝛽𝑗𝑗 represents the regression coefficient of the jth variable and 𝜖𝜖 represents the random 

errors term associated with the model and 𝜖𝜖 follows the Normal Distribution assumptions.   

The inter-correlation between the two factors of ILO (Desire and Personal Factor) 

revealed a strong and significant correlation (r = .493; p = .000). The Desire to Leave 

model noted an R square value of .116 and F value of 7.532 (p = .000). The Personal 

Factor model had an R square value of .028 and F value of 2.668 (p = .003). The results 

of regression analysis are displayed in Table 5.32. 

Interestingly, the results of regression for both ILO factors disclose negative relationships 

for almost all the independent variables, with the exception of education and position. 

Table 5.33 illustrates the detailed results. Interestingly, there was a significantly negative 

relationship between Desire to Leave and female (β = -.206; p = .000), which implied that 

men had a higher desire to leave the organisation than female staff. Desire to leave the 

organisation is also negatively related to tenure (β = -.193; p = .004), which suggests that 

the longer staff work in the Organisation the lower their desire to quit. Both AR and TA 

had a higher intention to leave the Organisation than the FL. STO and MTO showed a 

significant desire to stay in the Organisation. There was a positive relationship between 

Desire and Java region, which suggested that employees in Java had a higher 

predisposition to quit.  

Furthermore, the results for Personal Factors reported moderate to low significances, but 

showed the same pattern as in Desire to Leave, with negative relationships to gender, 

tenure, STO, and MTO; and a positive relationship with AR position.   
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Table 5.33 Regression Analysis of Intention to Leave Organisation 

Model  
Desire to Leavea Personal Factorsb 

β t β t 
1 (constant)  16.118  13.494 
Female -.206**** 

(.000) -4.795 -.094** 
(.035) -2.116 

Age -.029 
(.661) -.439 .039 

(.563) .578 

Education .003 
(.939) -.076 .010 

(.825) .222 

Tenure -.193*** 
(.004) -2.907 -.157** 

(.023) -2.272 

Account 
Representative 

.141** 
(.017) 2.399 .108* 

(.079) 1.761 

Tax Auditor .139** 
(.022) 2.288 .097 

(.127) 1.528 

STO -.267**** 
(.000) -3.880 -.200*** 

(.005) -2.793 

MTO -.224**** 
(.001) -3.307 -.147** 

(.037) -2.090 

Java Region .020 
(.701) .384 -.015 

(.780) -.280 

Western Region -.008 
(.878) -.154 -.043 

(.399) -.844 

       Note: The p-value is provided in parentheses, Significance at *p< .10; **p< .05;  
***p< .01; and ****p<.001.  a R square = .116;  F = 7.532****;  
            b R square = .028;  F = 2.668***  

 
 

Proceeding further for the objective of the study, a regression analysis is required to 

explain the relationships between ILO as a dependent variable and the other five variables 

(IM, EM, PSM, OC, and JS), which is represented in the equation below: 

 

𝐼𝐼𝐼𝐼𝑆𝑆1 = 𝛽𝛽0 − 𝛽𝛽1(𝐼𝐼𝐼𝐼) − 𝛽𝛽2(𝐸𝐸𝐼𝐼) − 𝛽𝛽3(𝑃𝑃𝑆𝑆𝐼𝐼) − 𝛽𝛽4(𝑆𝑆𝑂𝑂) − 𝛽𝛽5(𝐽𝐽𝑆𝑆) + 𝜖𝜖   (7) 

 

𝛽𝛽𝑗𝑗 represents the regression coefficient of the jth variable and 𝜖𝜖 represents the random 

errors term associated with the model and follows the Normal Distribution assumptions.  

The model expected a negative correlation—that the more motivated, committed and 

satisfied employees would have a lower intention to leave the organisation. 

The summary results of this analysis are displayed in Table 5.34. Among the five 

variables, OC (β = -.328; p = .000) and JS (β = -.251; p = .000) had very strong negative 

correlations to ILO, the F value was 43.372 (p < .000). These findings supported previous 

studies, such as Mobley (1977); Tett and Meyer (1993); Wang et al. (2012). Contrary to 
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the prediction, instead of a negative correlation, the PSM had a positive significant 

relationship with ILO, the β value was reported .138 (p < .001). 

 

Table 5.34 The regression results of ILO to IM, EM, PSM, OC, and JS 

Model  
Intention to Leave Organisation 

β t 
1 (constant)  14.364 
Intrinsic Motivation (IM) -.089* 

(.057) -1.905 

Extrinsic Motivation (EM) -.008 
(.853) -.185 

Public Service Motivation (PSM) .138*** 
(.001) 3.227 

Organisational Commitment (OC) -.328**** 
(.000) -7.186 

Job Satisfaction (JS) -.251**** 
(.000) -5.134 

   Note: The p-value is provided in parentheses, Significance at *p< .10;  
**p< .05; ***p< .01; and ****p<.001.  R square = .267;  F = 43.372**** 

 

5.8.4 Discussion  

The findings showed male employees had a higher intention to leave the Organisation 

than female employees, and tax auditors also had a higher intention to leave than staff in 

other positions. The data also revealed that more than 83% (163) of the tax auditors were 

male. Previous discussion had disclosed that the tax auditors had a lower satisfaction and 

they had less propensity for extrinsic motivation.     

As predicted, the longer they served in the Organisation the less the employees would 

leave the Organisation (Wang et al., 2012). Additionally, the employees in LTO and 

SpTO had a higher intention to leave the Organisation than employees in STO. It was 

noted in the previous section that LTO staff had lower job satisfaction than staff in the 

other tax offices. 

The correlations between ILO and the other five independent variables produced mixed 

results (see Table 5.33). First, EM surprisingly failed to show any correlation to ILO. 

Then, intriguingly, PSM produced a positively significant relationship to ILO; a negative 

correlation is expected between the two variables. Also, the other variables: IM, OC, and 

JS had negative correlations with ILO, as was expected. However, IM showed a lower 

correlation than expected.  
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In consideration of Indonesia’s culture (Hofstede, et al., 2010), that is large-power-

distance and collectivist society, and it is manifested in the organisational culture and 

professional subculture in the form of high degree of formalisation and the complexity of 

process (Mamman & Somantri, 2013). The highly bureaucratic and complex organisation 

would eventually irritate employees with high level of PSM whom had chosen this public 

organisation to serve the community. Whereas, those employees need to ‘see’ the 

immediate good outcome of their [organisation] work on the welfare of the society 

(Taylor, 2013). Those reasons could be the explanation of higher PSM employees have 

higher intention to leave the organisation. 

Exploring other possibilities, another test of inter-correlations was taken using all 

variables—the background variables and the five independent variables. The results are 

shown in Table 5.35.   
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Table 5.35 Inter-Factor Correlations of ILO (All Variables) 

 1 2 3 4 5 6 7 11 12 13 14 15 17 
1. Female 1             

2. Age -.067 
(.108) 

1            

3. Educa-
tion 

-.149 
**** 
(.000) 

.204 
**** 
(.000) 

1           

4. Tenure -.157 
**** 
(.000) 

.788 
**** 
(.000) 

.241 
**** 
(.000) 

1          

5. Position -.344 
**** 
(.000) 

.300 
**** 
(.000) 

.360 
**** 
(.000) 

.378 
**** 
(.000) 

1         

6. Tax 
Office 

.137 
*** 
(.001) 

-.121 
*** 
(.003) 

-.140 
*** 
(.001) 

-.150 
**** 
(.000) 

-.159 
**** 
(.000) 

1        

7. Region -.003 
(.943) 

-.096 
** 
(.021) 

-.141 
*** 
(.001) 

-.088 
** 
(.034) 

-.049 
(.234) 

.327 
**** 
(.000) 

1       

8. IM .161 
**** 
(.000) 

.123 
*** 
(.003) 

-.033 
(.425) 

.086 
** 
(.038) 

-.073 
* 
(.080) 

.020 
(.624) 

.071 
* 
(.086) 

1      

9. EM .066 
(.109) 

.146 
**** 
(.000) 

.038 
(.361) 

.151 
**** 
(.000) 

-.043 
(.302) 

.092 
** 
(.026) 

.085 
** 
(.040) 

.508 
**** 
(.000) 

1     

10. PSM .063 
(.129) 

.207 
**** 
(.000) 

.001 
(.978) 

.174 
**** 
(.000) 

.035 
(.398) 

.041 
(.321) 

.052 
(.206) 

.464 
**** 
(.000) 

.430 
**** 
(.000) 

1    

11. OC .027 
(.520) 

.168 
**** 
(.000) 

.021 
(.620) 

.165 
**** 
(.000) 

-.019 
(.652) 

.022 
(.595) 

.077 
* 
(.064) 

.441 
**** 
(.000) 

.431 
**** 
(.000) 

.428 
**** 
(.000) 

1   

12. JS .062 
(.136) 

.104 
** 
(.012) 

-.082 
** 
(.049) 

.090 
** 
(.029) 

-.076 
* 
(.068) 

.118 
*** 
(.004) 

.180 
**** 
(.000) 

.541 
**** 
(.000) 

.532 
**** 
(.000) 

.325 
**** 
(.000) 

.568 
**** 
(.000) 

1  

13. ILO -.229 
**** 
(.000) 

-.109 
*** 
(.008) 

.070 
* 
(.091) 

-.122 
*** 
(.003) 

.135 
*** 
(.001) 

-.171 
**** 
(.000) 

-.098 
*** 
(.018) 

-.310 
**** 
(.000) 

-.269 
**** 
(.000) 

-.129 
*** 
(.002) 

-.455 
**** 
(.000) 

-.445 
**** 
(.000) 

1       

Note: acorrelation coefficient; bsignificance level (2-tailed) at *p< .10; **p< .05; ***p< .01; and ****p<.001. 
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The correlation matrix in Table 5.35 shows most of the correlations for both background 

and independent variables had high significant values, except for 17 correlations 

(21.795%). Most of the correlations among demographic variables were reported at a 

moderate to high significance.   

The Tax Office variable has highly significant correlations to all background variables, 

whether positive or negative. The negative correlations occurred between Tax Office and 

age (r = -.121; p < .000) indicating that LTO and SpTO had more senior employees; 

education (r = -.144; p < .000) inferring that LTO and SpTO also had higher educated 

employees; tenure (r = -.150; p < .000) suggesting that most of the employees in the LTO 

and SpTO had served longer in the Organisation than those in the STO; and position (r = 

-.159; p < .000) implying that there were more tax auditors in LTO and SpTO than in 

STO. The positive correlations were with gender (r = .137; p < .001) meaning the STO 

had more females than the LTO and SpTO; and region (r = .327; p < .000) showing that 

LTO and SpTO only existed in metropolitan cities. Region also established negatively 

significant correlations to age (r = -.096; p < .021); education (r = -.141; p < .000); and 

tenure (r = -.088; p < .034), confirming the Tax Office results mentioned earlier. 

Besides having a negative correlation to tax office, Position also had a negative 

relationship to gender (r = -.344; p < .000), suggesting more males were employed as tax 

auditors. Positive correlations were reported between Position and age (r = .300; p < 

.000); education (r = .360; p < .000); and tenure (r = -.378; p < .000), indicating the tax 

auditors were senior, highly educated, and long serving within the Organisation.  Time of 

service in the Organisation, aside from the correlations with position, tax office, and 

region mentioned above, also had negative correlations to gender (r = -.157; p < .000); 

age (r = .788; p < .000) and education (r = .241; p < .000). The results showed 

conclusively that the longer serving employees in the Organisation were male, senior, and 

higher educated. Lastly, education had a negative correlation to gender (r = -.149; p < 

.000) and positive correlation to age (r = .204; p < .000)—meaning that males and senior 

employees had a higher education. 

The following section continues the discussion about the correlations between 

background variables and independent variables: IM, EM, PSM, OC, and JS. The 

common variables found to have significant correlations were age and tenure. First, IM 

had a negative correlation to position (r = -.073; p < .080), and positive correlation to 

gender (r = .161; p < .000), age (r = .123; p < .003), tenure (r = .086; p < .038), and region 
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(r = .071; p < .086). The findings inferred that intrinsic motivation was influencing 

frontliners, females, seniors, and longer serving employees, as well as those in the eastern 

region. EM demonstrated significantly positive correlations to age (r = .146; p < .000), 

tenure (r = .151; p < .000), tax office (r = .092; p < .026); and region (r = .085; p < .040). 

These findings imply that extrinsic motivation affected the older and longer serving 

employees, the employees in STO, and in the eastern region.  Finally, in regard to work 

motivation, PSM unexpectedly only had positive significant correlations to age (r = .207; 

p < .000) and tenure (r = .174; p < .000). Therefore, Public Service Motivation only 

significantly influenced older and longer serving employees.  

The discussion now moves on to the work attitude correlations, OC and JS. OC displayed 

only three positive correlations, a low significance to region (r = .077; p < .064); and a 

high significance to both age (r = .168; p < .000) and tenure (r = .165; p < .000). This 

follows the common findings of other variables above. In addition to the senior and longer 

serving employees who had a higher influence on organisational commitment, the 

employees in the eastern region also showed higher commitment to the Organisation. 

Furthermore, JS had low and moderate negative correlations to position (r = -.076; p < 

.068) and education (r = -.082; p < .049); and also showed moderate to high correlations 

to age (r = .104; p < .012); tenure (r = .090; p < .029); tax office (r = .118; p < .004); and 

region (r = .180; p < .000). These findings revealed that tax auditors and highly educated 

employees were less satisfied; on the other hand, seniors, the longer serving, STO 

employees and those in the eastern region were significantly influenced by job 

satisfaction. 

Additionally, the inter-correlations between examined variables are presented in Table 

5.34. As expected, the results disclose highly positive significant correlations to all 

variables. JS recorded significant correlations to IM (r = .541; p < .000); EM (r = .532; p 

< .000); PSM (r = .325; p < .000); and OC (r = .568; p < .000). The findings confirm that 

job satisfaction was very much influenced by the level of intrinsic and extrinsic 

motivation, public service motivation, and organisational commitment. Similarly, OC 

was also highly influenced by IM (r = .441; p < .000); EM (r = .431; p < .000); and PSM 

(r = .428; p < .000). Likewise, PSM had significant correlations to IM (r = .464; p < .000) 

and EM (r = .430; p < .000). There was also a significant correlation between IM and EM 

(r = .508; p < .000).    
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To summarise the discussion of the inter-correlation results, as shown in Table 5.35, the 

dependent variable (ILO) showed significant correlations to all variables. Most of the 

correlations were negative as expected, except a low positive correlation to education (r 

= .070; p < .091) and a high correlation to position (r = .135; p < .001).  These findings 

showed that higher educated employees and the tax auditors had a higher intention to 

leave the Organisation. The negative correlations were between ILO and gender (r = -

.229; p < .000); age (r = -.109; p < .008); tenure (r = -.122; p < .003); tax office (r = -

.171; p < .000); and region (r = -.098; p < .018). These findings revealed that males, 

seniors, longer serving employees, employees in the LTO and SpTO, and those in 

metropolitan cities had a higher tendency to leave the Organisation. 

To further examine the relationships between variables, a multiple regression analysis 

was performed on the full model, based on the following equation: 

𝐼𝐼𝐼𝐼𝑆𝑆1 = 𝛽𝛽0 + 𝛽𝛽1(𝑓𝑓𝑓𝑓𝑓𝑓𝑓𝑓𝑓𝑓𝑓𝑓) + 𝛽𝛽2(𝑓𝑓𝑎𝑎𝑓𝑓) + 𝛽𝛽3(𝑓𝑓𝑒𝑒𝑒𝑒𝑒𝑒𝑓𝑓𝑒𝑒𝑒𝑒𝑒𝑒𝑒𝑒) + 𝛽𝛽4(𝑒𝑒𝑓𝑓𝑒𝑒𝑒𝑒𝑡𝑡𝑓𝑓) +

𝛽𝛽5(𝐴𝐴𝑒𝑒𝑒𝑒𝑒𝑒𝑒𝑒𝑒𝑒𝑒𝑒 𝑅𝑅𝑓𝑓𝑅𝑅𝑡𝑡𝑓𝑓𝑠𝑠𝑓𝑓𝑒𝑒𝑒𝑒𝑓𝑓𝑒𝑒𝑒𝑒𝑠𝑠𝑓𝑓) + 𝛽𝛽6(𝑇𝑇𝑓𝑓𝑇𝑇 𝐴𝐴𝑒𝑒𝑒𝑒𝑒𝑒𝑒𝑒𝑒𝑒𝑡𝑡) + 𝛽𝛽7(𝑆𝑆𝑇𝑇𝑆𝑆) +

𝛽𝛽8(𝐼𝐼𝑇𝑇𝑆𝑆) + 𝛽𝛽9(𝐽𝐽𝑓𝑓𝑠𝑠𝑓𝑓 𝑅𝑅𝑓𝑓𝑎𝑎𝑒𝑒𝑒𝑒𝑒𝑒) + 𝛽𝛽10(𝑊𝑊𝑓𝑓𝑠𝑠𝑒𝑒𝑓𝑓𝑡𝑡𝑒𝑒 𝑅𝑅𝑓𝑓𝑎𝑎𝑒𝑒𝑒𝑒𝑒𝑒) − 𝛽𝛽11(𝐼𝐼𝐼𝐼) −

𝛽𝛽12(𝐸𝐸𝐼𝐼) − 𝛽𝛽13(𝑃𝑃𝑆𝑆𝐼𝐼) − 𝛽𝛽14(𝑆𝑆𝑂𝑂) − 𝛽𝛽15(𝐽𝐽𝑆𝑆) + 𝜖𝜖    (8) 

  

The results are displayed in Table 5.36. There were nine highly significant relationships 

and most were negative, except for AR, TA, and PSM. Female employees had a lower 

intention to leave the Organisation (β = -.187; p < .000). Longer serving employees 

showed low intention to leave (β = -.141; p < .038).   

AR and TA in particular had positive significant values that suggested AR had the highest 

intention to quit when compared to TA and FL. Previous explanations of the finding 

suggested that AR had tremendous workloads and yet their salary was only slightly 

greater than FL but far less than TA. The employees in the STO and MTO reported a 

negative and high significance, implying they had low intention to quit their job.   

Both OC (β = -.333; p < .006) and JS (β = -.252; p < .000) showed a significantly negative 

relationship with ILO, confirming the findings of previous studies (Porter et al., 1974; 

Tett & Meyer, 1993; Vandenabeele, 2013; Wang et al., 2012). However, IM and EM 
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showed no significant relationship with ILO, in addition, EM had a positive coefficient 

value.   

 

Table 5.36 ILO Regression Analyses (Full Model) 

Model  
Intention to Leave Organisation 

β t 
1 (constant)  12.778 
Female -.187**** 

(.000) -5.042 

Age -.018 
(.792) -.263 

Education -.004 
(.927) -.092 

Tenure -.141** 
(.038) -2.081 

Account Representative .146*** 
(.004) 2.872 

Tax Auditor .118** 
(.026) 2.229 

STO -.217**** 
(.000) -3.612 

MTO -.154*** 
(.009) -2.605 

Java Region -.011 
(.815) -.234 

Western Region -.016 
(.716) -.364 

Intrinsic Motivation (IM) -.022 
(.625) -.489 

Extrinsic Motivation (EM) .039 
(.345) .945 

Public Service Motivation (PSM) .133*** 
(.002) 3.139 

Organisational Commitment (OC) -.336**** 
(.000) -7.639 

Job Satisfaction (JS) -.252**** 
(.000) -5.498 

   Note: The p-value is provided in parentheses, Significance at *p< .10;  
**p< .05; ***p< .01; and ****p<.001.  R square = .350;  F = 20.318****; 

 

Contrary to expectations, PSM revealed a positive significant relationship with ILO (β = 

.133; p < .002). This implied that employees with higher levels of PSM also had a higher 

intention to leave the Organisation. International scholars of PSM recommend caution 

when studying or applying PSM in different cultures, organisation characteristics, and 

levels of organisation in government (Giauque, Ritz, Varone, Anderfuhren-Biget, & 

Waldner, 2011; Gould-Williams et al., 2013; S. H. Kim & Kim, 2013; Perry, 1996, 1997; 

Perry & Hondeghem, 2008; Perry, Hondeghem, & Wise, 2010; Taylor, 2008). The 



154 
 

organisation related to this study (DGT) is a ministerial level organisation (central 

government organisation), which has a crucial function in collecting state revenues 

(especially through taxation), which are used for development funding, including 

infrastructure, health, education, and public welfare. Despite its noble mission, the DGT 

was challenged by public perceptions of it being a corrupt and bureaucratic organisation 

(although the DGT has been reforming itself to be a more transparent, accountable, and 

modern organisation). Another challenge has been a low rate of tax compliance—extra 

effort is needed from the tax authority to increase taxpayers’ awareness and compliance. 

Additionally, the tax regulations are complicated and overlapping, which causes 

confusion for both the DGT employees and taxpayers. Another point of view suggested 

by Taylor (2013) was that employees with a higher level of PSM needed to ‘see’ the 

positive impact of their job on the community. 

 

5.9   Summary 

This chapter examined each of the latent variables separately to determine the factor 

structures. The Exploratory Factor Analyses assessed the individual items that make up 

each variable.  Then, the Confirmatory Factor Analyses were employed to scrutinise the 

factors. The final models were subjected to regression analyses to examine their 

relationship with the demographic variables. Final regression analyses mostly confirmed 

the expectations suggested by previous studies, excluding the PSM and ILO relationship, 

which was opposite to predictions. Therefore, the next chapter will provide further 

analyses of structural equation modelling (SEM) for each relationship between the 

exogenous and endogenous variables and all related indicators. Thus, it also explains the 

final comprehensive model of the relationships between all variables.    
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CHAPTER SIX:                     

QUANTITATIVE DATA ANALYSES 

(STRUCTURAL EQUATION MODELLING) 

6.1. Introduction 

The aim of this study is to examine the influence of work motivation (intrinsic motivation, 

extrinsic motivation, and public service motivation) and work attitudes (organisational 

commitment and job satisfaction) on intention to leave organisation. The context of the 

study is the Indonesian public sector. An organisation under the Ministry of Finance of 

the Republic of Indonesia, which operates in the taxation sector, is chosen as the primary 

source of data for this study. The qualitative analysis of the survey-based data had been 

presented in Chapters 4 and 5. The descriptive statistics were presented in the Chapter 4. 

Chapter 5 provided the results of EFA, CFA, and regressions analyses. This chapter 

provides the results of SEM analyses of the hypotheses presented in Chapter 3. 

Confirmatory analyses of SEM were applied for testing these hypotheses and LISREL 

9.2 was used for this purpose. The analyses were set to investigate the relationships 

between the variables, both directly and indirectly through mediation analysis. The 

maximum likelihood estimation method (MLE) was used to scrutinise each relationship. 

The procedure in employing this method was conducted by employing a stepwise 

procedure, which means removing one indicator at a time and continued until achieving 

the final model with expected threshold of fit indices. However, the results for the initial 

model and the final model were only included in the thesis to minimise the reporting of 

non-useful results.  A set of criteria was established as a threshold to gain valid results, 

including chi-square statistics, path diagrams, and goodness-of-fit indices (GOF), as 

stated in Chapter 3 Section 3.9.1.2. 

The GOF indices mentioned in the previous chapters are consistently employed in this 

final SEM analysis. The indices include: 

Chi-Square (χ2) and degree freedom (df);  
Goodness-of-fit index (GFI);  
Standardised root mean square residual (SRMR);  
Root mean square error of approximation (RMSEA);  
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Comparative fit index (CFI);  
Normed fit index (NFI) and non-normed fit index (NNFI);  
Adjusted goodness-of-fit index (AGFI); and  
Expected cross-validation index (ECVI). 

 

The structure of this chapter is as follows: Section 6.2 examines the direct relationship 

between work motivation and OC; Section 6.3 presents the analysis results of the direct 

relationship between work motivation and JS; and Section 6.4 explores the direct 

relationship between OC and JS. Next, the relationships between all independent 

variables (e.g. IM, EM, PSM, OC, and JS) and ILO are outlined in Section 6.5. The 

following sections explore the indirect relationships between variables through mediating 

analysis. Section 6.6 examines the indirect relationship between work motivation and JS 

through OC as a mediator; Section 6.7 explores the mediating effect of JS in the 

relationship between work motivation and OC; Section 6.8 assesses the mediating effect 

of OC in the relationship between work motivation and ILO; and Section 6.9 scrutinises 

the mediating effect of JS in the relationship between work motivation and ILO. A 

summary of the hypotheses testing is presented in Section 7.10.  A complex model of all 

latent variables (IM, EM, PSM, OC, JS, and ILO) is presented in Section 7.11.  Finally, 

there is a summary of the chapter. 

 

6.2. Direct Relationship between Work Motivation and 

Organisational Commitment 

This section presents results of the analyses that examine nexus between a class of work 

motivation (e.g., Intrinsic, Extrinsic and Public Service motivation) and organisational 

commitment.     

 

6.2.1. The Relationship between Intrinsic Motivation (IM) and Organisational 

Commitment (OC) 

Previous studies, for example, Meyer and Allen (1991); Miao, Newman, Schwarz, and 

Xu (2013); Moon (2000), suggest the existence of a relationship between work motivation 

and OC. In view of these studies, the following hypothesis was proposed in this study: 
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H1(a) Intrinsic motivation has a direct and positive relationship with 

organisational commitment (IM→OC) 

To test this hypothesis, a model was constructed using the latent variables of IM and OC, 

and data relating to these variables were brought forward from the results of EFA and 

CFA analyses (presented in Chapter 5). Thus, IM consists of five items: IMAc1, IMAc2, 

IMRe2, IMWI1, and IMAG2. OC consists of seven items: OC1, OC2, OC3R, OC8, 

OC11R, OC14, and OC15R. The indicators of both latent variables will be used in the 

remaining hypotheses analyses.  

The results of the summary of goodness-of-fit indices are displayed in Table 6.1.  Model 

1 shows a positive coefficient relationship β = .721, p-value <.001, which means there is 

a significant positive relationship between IM and OC. However, all the GOF indices 

show poor results. Model 1 reported a RMSEA value of .156—exceeding the criteria of 

good fit index of RMSEA, which should be less than .08.   

 

Table 6.1 Summary of Goodness of Fit Indices for the Modelling 
of the Relationship between IM and OC 

Fit Measure Results Model 1 Model 2 
γ IM → OC .721 .873 
χ2 804.35 64.62 
p-value .000 .000 
Degree of Freedom 53 13 
RMSEA .156 .083 
ECVI 1.465 .162 
SRMR .104 .042 
NFI .699 .934 
NNFI .641 .913 
CFI .712 .946 
GFI .793 .969 
AGFI .695 .933 

 

To improve the results, some iterations were performed by deleting a few indicators that 

had low loading values (λ). This meant two indicators of IM – IMAc1 and IMAG2 were 

deleted. Three indicators of OC were also deleted (OC2, OC3R, and OC11R). The 

improved model demonstrates a better coefficient value than Model 1, β = .873 (p-value 

<.001). It also shows significant results in terms of GOF indices as exhibited in Table 6.1. 

The final model’s absolute index (χ2 < 3df) exceeds the requirement for a good fit model, 

as it shows χ2 = 64.62 and df = 13. However, many scholars criticise the reliability of the 

index, which can be affected by sample size—a higher sample size increases the chances 
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of rejecting a model (whether true or false) because the higher sample size makes it more 

likely there will be discrepancies between the implied and observed covariance matrices 

(Camilleri & Van Der Heijden, 2007; Hair et al., 2010).   

Model 2, however, shows a RMSEA value of .083, slightly higher than the threshold. 

Nevertheless, some  scholars state the RMSEA threshold is < .10 (Hair et al., 2010; Riadi, 

2013). Many researchers argue that rather than depend on a single fit index a researcher 

must also consider the overall indices to reduce the Type I and II errors associated with 

over-rejecting or over-accepting models on the basis of fit (Hu & Bentler, 1999; McQuitty 

& Wolf, 2013). Thus, the evaluation of the good fit model should also consider the other 

indices.  

As a result, the indices of SRMR, ECVI, GFI, and AGFI were also considered (as shown 

in the Table 6.1). SRMR shows a value of .042, which satisfied the threshold of SRMR 

< .05 for a good fit model. Model 2 reported a preferably lower value of ECVI of .042, 

compared to 1.465 for Model 1. The GFI shows a value above .95, which indicated a good 

fit model (GFI = .969), and the AGFI also surpasses the .90 threshold (AGFI = .933). The 

other indices pass the range of acceptable fit model. 

The standardised estimation loadings (λ) for IM and OC for both models are presented in 

Table 6.2. To gain a perfect fit model, it was necessary to delete some indicators from 

both latent variables. As shown in Table 6.2, Model 2 resulted from deletions of two items 

from IM (IMAc1 and IMAG2), and three items from OC (OC2, OC3R, and OC11R). 

 

Table 6.2 Standardised Loading for the Path Model of IM and OC 
Structural Path Standardised Loadings 

Model 1 Model 2 
Intrinsic Motivation (IM)   
IM  IMAc1 1.22 -- 
IM  IMAc2 2.09 1.58 
IM  IMRe2 1.74 1.69 
IM  IMWI1 2.97 3.44 
IM  IMAG2 1.35 -- 
Organisational Commitment (OC)   
OC  OC1 2.94 2.79 
OC  OC2 1.61 -- 
OC  OC3R 0.86 -- 
OC  OC8 1.53 1.59 
OC  OC11R 0.90 -- 
OC  OC14 8.91 8.66 
OC  OC15R 1.73 1.33 
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The final model indicates a significant positive relationship between IM and OC (γ = 

.873; p-value < .001). The values of the GOF indices signify a good fit model. Thus, the 

findings confirm the hypothesis H1(a). The structural path of the model is illustrated in 

Figure 6.1. The figure shows the latent variables of IM (X) and OC (Y) inside the oval 

shapes. The relationship between IM and OC is represented by the γ value (.87), which 

represents the coefficient relationship between IM and OC. Then, the standardised 

loadings of IM (λx) and OC (λy) are illustrated with the line from the latent variables to 

each indicator. Lastly, the values next to each indicator are the error-variance (φ).  

 

Figure 6.1 The Structural Path of the Model IM → OC 

 

 

The model shows that IM is supported by IMAc2 (Pride of good job), IMRe2 

(Achievement recognition), and IMWI1 (Important job). These indicate that achievement, 

recognition, and work itself are positively supported. The results confirm the notion of 

intrinsic motivation that “Individuals are intrinsically motivated when they seek 

enjoyment, interest, satisfaction or curiosity, self-expression, or personal challenge in the 

work” (Amabile, 1993). Intrinsic motivators result from the individual’s impression about 

the activity (whether he or she finds the work is interesting or challenging). 

The structural path illustrates the significant loadings for OC are OC1 (Extra effort), OC8 

(Inspiring organisation), OC14 (Organisation pride), and OC15 (Decision to work). These 

results signify employees’ commitment to the DGT is high, as shown by the decision to 

join the DGT and how they were inspired by the DGT and are proud of it. The employees 

showed commitment to the DGT by their willingness to do their job beyond what had 

been asked for by the DGT to be successful in achieving its organisational targets. In this 

context, they are willing to give an extra effort in securing the state budget through tax 

revenues. This notion is aligned with the dimension of affiliation proposed by Danny L. 
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Balfour and Wechsler (1996). Both authors also defined another dimensions, those are 

(1) identification dimension – relating to the employee’s decision to join the Organisation 

dan their self-esteem in the Organisation; and (2) exchange dimension – as the employee’s 

perception to the Organisation implied their level of performance in the Organisation 

(Danny L. Balfour & Wechsler, 1996).  This commitment is intertwined with the intrinsic 

motivation of achievement, recognition, and work itself, as the results show. 

 

6.2.2. The Relationship between Extrinsic Motivation (EM) and Organisational 

Commitment (OC) 

The empirical confirmation of the relationship between EM and OC has been well 

documented (Miao, Newman, Sun, et al., 2013; Moon, 2000; Roe, Zinovieva, Dienes, & 

Ten Horn, 2000). Therefore, this study proposed a hypothesis: 

H1(b) Extrinsic motivation has a direct and positive relationship with 

organisational commitment (EM→OC). 

Examination of the hypothesis was based on the confirmed variables from the outcomes 

of the EFA and CFA analyses in Chapter 5. The latent variable of OC has indicators as 

mentioned above in hypothesis H1(a). The EM variable consists of ten indicators which 

are EMPA1, EMPA3, EMPA4, EMIR1, EMIR2, EMWC1, EMSr2, EMSr3, EMSt1, and 

EMSc2. These EM indicators will be referred to the remaining hypothesis analyses.   

The iteration result of the preliminary model, Model 1, shows a negative γ value (-.816), 

which means a significantly negative relationship between EM and OC. Model 1 reports 

a high value of RMSEA (.144) and poor fit indices values, as presented in Table 6.3. The 

results indicate further iterations are necessary to achieve a better fit model.   

The following iterations were performed by deleting EMPA1, EMPA3, and EMPA4. 

Despite the improved result of a positive correlation value between EM and OC (γ = .812, 

see Table 6.3) and positive factor loadings of EM indicators (see Table 6.4), which 

confirm the hypothesis, the other fit indices continue to produce poor results. Thus, more 

iterations were performed to gain a good fit model, by deleting some indicators.  

The final model disclosed three valid EM indicators (EMWC1, EMSR3, and EMSC2) 

and four for OC (OC1, OC8, OC14, and OC15R). Their standardised loadings are 
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displayed in Table 6.4. Model 3 produced a sound RMSEA value of .066. The fit indices 

report values in excess of .95, which signifies a good fit model (see Table 6.3).   

 
Table 6.3 Summary of Goodness of Fit Indices for the Modelling of the 

Relationship between EM and OC 
Fit Measure Results Model 1 Model 2 Model 3 
γ EM → OC -.816 .812 .927 
χ2 1544.45 974.651 46.376 
p-value .000 .000 .000 
Degree of Freedom 118 76 13 
RMSEA .144 .142 .066 
ECVI 2.769 1.771 .131 
SRMR .113 .099 .034 
NFI .593 .695 .958 
NNFI .550 .653 .950 
CFI .610 .711 .969 
GFI .738 .789 .977 
AGFI .661 .708 .951 
 

Furthermore, the NNFI and GFI indices indicate values in excess of requirements for a 

perfect fit model, which requires a value above .95 and .97 respectively. These results 

show a perfect fit model. Additionally, Model 3 reveals a significant γ value = .927, which 

is evidence supporting hypothesis H1(b), that there is a significantly positive relationship 

between EM and OC.   

 

Table 6.4 Standardised Loading for the Path Model of EM and OC 
Structural Path Standardised Loadings 

Model 1 Model 2 Model 3 
Extrinsic Motivation (IM) 
EM  EMPA1 .96 -- -- 
EM  EMPA3 .31 -- -- 
EM  EMPA4 .50 -- -- 
EM  EMIR1 -1.46 1.46 -- 
EM  EMIR2 -3.48 3.45 -- 
EM  EMWC1 -2.74 2.70 2.49 
EM  EMSR2 -1.55 1.58 -- 
EM  EMSR3 -2.23 2.26 1.93 
EM  EMST1 -1.21 1.24 -- 
EM  EMSC2 -2.85 2.82 3.09 
Organisational Commitment (OC) 
OC  OC1 2.77 2.79 2.48 
OC  OC2 1.60 1.61 -- 
OC  OC3R 0.84 0.83 -- 
OC  OC8 1.55 1.55 1.61 
OC  OC11R 0.94 0.93 -- 
OC  OC14 9.10 9.11 9.14 
OC  OC15R 1.71 1.69 1.35 
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Figure 6.2 illustrates the structural path of Model 3. The γ value of .93 means a there is a 

significant positive relationship between EM and OC, which confirmed the hypothesis. 

The model shows three indicators of EM with positive and significant loadings. They are: 

EMWC1 (Work environment), EMSr3 (Salary), and EMSc (Job security). These 

indicators affirm the employees’ preference for a modern and safe working environment 

and a fair salary for their efforts, and their intention to work until retirement in the DGT. 

 

Figure 6.2 The Structural Path of the Model EM → OC 

 

 

OC is supported by OC1 (Extra effort), OC8 (Inspiring organisation), OC14 

(Organisation pride), and OC15R (Decision to work). This model shows consistency with 

previous results. The indicators of OC illustrate the employees’ commitment to a high 

performing organisation (Su et al., 2012). To sum up, the results of the SEM confirmatory 

analysis show a perfect fit model and confirm hypothesis H1(b) that there is a positive 

link between EM and OC. 

As previously mentioned, the exchange commitment dimension (Danny L. Balfour & 

Wechsler, 1996) is related to pay satisfaction, learning, and advancement. This is shown 

in the strong link between EM and OC in this study—employees exchanged commitment, 

extra effort, and performance for the salary, job security, and a satisfactory working 

environment given by the organisation.  



163 
 

 

6.2.3. The Relationship between Public Service Motivation (PSM) and 

Organisational Commitment (OC) 

The academic literature has observed a positive link between PSM and OC, for example, 

Camilleri and Van Der Heijden (2007); Cerase and Farinella (2009); Ritz (2009). Thus, 

this study proposed a hypothesis: 

H1(c) Public service motivation has a direct and positive relationship with 

organisational commitment (PSM→OC). 

In this model, PSM is supported by seven indicators: APS4, CPV1, CPV2, COM3, 

COM4, SS1, and SS2. These indicators are analysed in this chapter. OC is consistently 

represented by seven indicators mentioned in the previous section. The first SEM iteration 

showed a positive relationship between PSM and OC (γ value = .604, p-value = .000), as 

shown in Table 6.5. The RMSEA value was reported higher than .08 (RMSEA = .160) 

and other goodness of fit indices scored below .80, which indicated an unfavourable 

model. It was necessary to perform further iterations by deleting some indicators of both 

latent variables through the consideration of indicator estimates loadings as shown in 

Table 6.6. 

 

Table 6.5 Summary of Goodness of Fit Indices for Modelling of the 
Relationship between PSM and OC 

Fit Measure Results Model 1 Model 2 
 γ PSM → OC .604 .513 
χ2 1216.77 86.22 
p-value .000 .000 
Degree of Freedom 76 19 
RMSEA .160 .078 
ECVI 2.187 .206 
SRMR .100 .043 
NFI .734 .952 
NNFI .695 .944 
CFI .745 .962 
GFI .740 .964 
AGFI .641 .932 
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Model 2 emerged as a result of deleting three PSM indicators (APS4, CPV2, and SS2) 

and three OC indicators (OC1, OC3R, and OC11R). The model discloses a positive γ 

value (.513) and significant improvement in some fit indices, as shown in Table 6.6.  The 

RMSEA just passed the .08 threshold, and significantly improved from .160 to .078.  A 

lower value of ECVI is preferable indicating a good fit model. The result shows a 

significant decline of ECVI estimates from 2.187 for the model 1 to .206 for the model 2. 

The SRMR of Model 2 also discloses a value below .05 for a good fit model (SRMR = 

.043). The GFI of Model 2 (.964) is above the .95 requirement for a good fit model. In 

summary, the model satisfied the conditions for a good fit model. 

 

Table 6.6. Standardised Loading for the Path Model of PSM 
and OC 

Structural Path Standardised Loadings 
Model 1 Model 2 

Public Service Motivation (PSM) 
PSM  PSMAPS4 1.53 -- 
PSM  PSMCPV1 1.61 1.38 
PSM  PSMCPV2 1.06 -- 
PSM  PSMCOM3 1.29 1.41 
PSM  PSMCOM4 1.65 1.85 
PSM  PSMSS1 1.54 1.55 
PSM  PSMSS2 1.71 -- 
Organisational Commitment (OC) 
OC  OC1 3.08 -- 
OC  OC2 1.64 1.63 
OC  OC3R 0.94 -- 
OC  OC8 1.46 1.59 
OC  OC11R 0.89 -- 
OC  OC14 8.68 9.03 
OC  OC15R 1.76 1.32 

 

 

Table 6.6 presents the indicators’ standardised loadings for the latent variables of both 

models. Model 2 has four remaining PSM indicators (CPV1, COM3, COM4, and SS1) 

after deleting three indicators from Model 1. The OC indicators remain consistent from 

previous analyses, which resulted in four indicators (OC1, OC8, OC14, and OC15R). 

Figure 6.3 illustrates Model 2, including both latent variables PSM (X) and OC (Y), and 

the indicators of each variable. The figure also displays the γ value, λ values of the latent 

variables, and φ values of error-variance of each indicator. 
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Figure 6.3 The Structural Path of the Model PSM → OC 

 

 

Figure 6.3 describes four indicators of PSM that have positive and significant loadings: 

CPV1 (Equal opportunity); COM3 (Fairness); COM4 (Welfare), and SS1 (Personal 

sacrifices). These indicators represent three of four dimensions in the PSM scale, which 

are commitment to public values, compassion, and self-sacrifice. The attraction to public 

participation dimension failed to gain support from the data set.  

Subsequently, the OC indicators demonstrate consistent results. They are OC2 (Great 

organisation); OC8 (Inspiring organisation); OC14 (Organisation pride); and OC15R 

(Decision to work). In summary, the confirmatory analyses and modelling have validated 

hypothesis H1(c) that there is a positive correlation between PSM and OC. 

The results are partially supported by the empirical findings of Cerase and Farinella 

(2009), that high levels of PSM increase employee commitment. The authors found only 

one dimension of PSM (the fulfilment of public employees’ duty). The dimension itself 

was similar to the dimension of commitment to public values (CPV), mentioned above 

and some of the items closer to the compassion indicators. On the other hand, the results 

of this study showed a similar path to the findings of Ritz (2009) which reveals that the 

federal government employees considered commitment to public values was significant. 
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6.3. Direct Relationship between Work Motivation and Job 

Satisfaction 

6.3.1. The Relationship between Intrinsic Motivation (IM) and Job 

Satisfaction (JS) 

An empirical proposition discloses a positive relationship between intrinsic motivation 

and job satisfaction (Y. J. Cho & Perry, 2012; Islam et al., 2011; Markovits et al., 2010). 

This relationship is also found in public sector occupations (DeSantis & Durst, 1996; 

Sangmook Kim, 2012). Accordingly, this study examined the following hypothesis: 

H2(a): There is a positive relationship between intrinsic motivation and job 

satisfaction. 

The hypothesis testing was based on the model developed from previous exploratory and 

confirmatory analyses, latent variables and their indicators: IM (IMAc1, IMAc2, IMRe2, 

IMWI1, and IMAG2) and JS (JS1, JS2, JS3, JS4, and JS5). JS1 and JS2 represent overall 

satisfaction, JS3 is job achievement satisfaction, JS4 is salary satisfaction, and JS5 is 

working conditions satisfaction. This set of JS indicators is used in the remaining 

hypothesis testing. The summary of GOF indices for the iterations is presented in Table 

6.7.  The modelling of the relationship between IM and JS showed a positive correlation, 

γ value = .643 (p value = .000). However, the RMSEA value is in excess of .08 

(RMSEA=.148).  Thus, another iteration is performed to try to find a good fit model. 

 

Table 6.7 Summary of Goodness of Fit Indices for the Modelling 
of the Relationship between IM and JS 

Fit Measure Results Model 1 Model 2 
γ IM → JS .643 .623 
χ2 469.72 16.13 
p-value .000 .003 
Degree of Freedom 34 4 
RMSEA .148 .072 
ECVI .878 .065 
SRMR .085 .020 
NFI .827 .986 
NNFI .785 .973 
CFI .838 .989 
GFI .864 .989 
AGFI .780 .958 
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IMAc1 and IMAG2 were deleted from IM, and three indicators (JS5, JS7, and JS8) were 

also deleted from JS. The deletions were based on the standardised loadings of each 

indicator as shown in Table 6.8. The deletions maintained a significant positive 

relationship between IM and JS (γ value = .643; p value = .000). Model 2 provides a better 

result of RMSEA (.072) and other GOF indices (see Table 6.8 for Model 2). It is 

concluded that Model 2 is a perfect fit model. 

 

Table 6.8 Standardised Loading for the Path Model of IM and JS 
Structural Path Standardised Loadings 

Model 1 Model 2 
Intrinsic Motivation (IM) 
IM  IMAc1 1.34 -- 
IM  IMAc2 2.22 1.71 
IM  IMRe2 1.63 1.80 
IM  IMWI1 2.67 3.16 
IM  IMAG2 1.28 -- 
Job Satisfaction (JS) 
JS  JS1 2.36 2.56 
JS  JS2 2.54 2.68 
JS  JS5 2.88 -- 
JS  JS7 1.14 -- 
JS  JS8 1.59 -- 

 

Overall job satisfaction (JS1 and JS2) were recorded as significant indicators for JS, as 

depicted in Figure 6.4. Achievement (Pride of good job), recognition (Achievement 

recognition), and work itself (Important job) were the IM indicators that consistently 

emerged from SEM analysis, and affected the overall satisfaction of the DGT employees. 

This model confirmed hypothesis H2(a) that there is a direct and positive relationship 

between IM and JS. This result confirmed the findings in the study of Y. J. Cho and Perry 

(2012) that overall employee satisfaction was influenced by IM.  
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Figure 6.4 The Structural Path of the Model IM → JS 

 

 

6.3.2. The Relationship between Extrinsic Motivation (EM) and Job 

Satisfaction (JS) 

Some research has shown that the relationship between EM and JS, especially in the 

public sector, is not clear cut. Some scholars have stated that public sector employees’ 

satisfaction was less influenced by extrinsic motivation factors (for example, Gkorezis & 

Petridou, 2012). To the contrary, Taylor and Taylor (2011) argue that public sector 

employees expect some forms of financial rewards, for example, an efficiency wage. The 

following hypothesis will scrutinise these presumptions: 

H2(b) Extrinsic motivation has a direct, positive relationship with job 

satisfaction (EM→JS). 

 

The model for this hypothesis testing consisted of ten indicators of EM and five of JS, as 

shown in Table 6.10, which also includes the standardised loadings of each indicator for 

SEM iterations. Contrary to expectations, Model 1 reported a negative relationship 

between IM and JS (γ value = -.691; p value = .000). An examination of factor loadings 

found that with the exception of three policy and administration indicators (EMPA1, 

EMPA3, and EMPA4), all indicators had negative values (see Table 6.10). However, the 

three negative indicators had the lowest standardised loadings, therefore they were 

deleted for the second iteration. 
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Table 6.9 Summary of Goodness of Fit Indices for the Modelling of the 
Relationship between EM and JS 

Fit Measure Results Model 1 Model 2 Model 3 
γ EM → JS -.691 .675 .679 
χ2 1308.53 785.72 19.48 
p-value .000 .000 .000 
Degree of Freedom 89 53 8 
RMSEA .153 .154 .050 
ECVI 2.351 1.433 .078 
SRMR .116 .103 .029 
NFI .661 .762 .987 
NNFI .617 .718 .986 
CFI .676 .774 .992 
GFI .754 .800 .989 
AGFI .669 .705 .972 

 

After deleting these three indicators, the model improved, and showed a positive γ value 

(.675). The second iteration also showed better GOF indices, however, the indices were 

below the threshold criteria. Thus, more indicators were deleted to produce Model 3, 

which had improved values for the GOF indices.   

 

Table 6.10 Standardised Loading for the Path Model of EM and JS 
Structural Path Standardised Loadings 

Model 1 Model 2 Model 3 
Extrinsic Motivation (EM) 
EM  EMPA1 1.12 -- -- 
EM  EMPA3 0.36 -- -- 
EM  EMPA4 0.57 -- -- 
EM  EMIR1 -1.50 1.49 -- 
EM  EMIR2 -3.54 3.47 -- 
EM  EMWC1 -2.79 2.72 2.61 
EM  EMSR2 -1.53 1.58 -- 
EM  EMSR3 -2.30 2.35 2.02 
EM  EMST1 -1.22 1.26 -- 
EM  EMSC2 -2.68 2.66 2.92 
Job Satisfaction (JS) 
JS  JS1 2.34 2.34 2.36 
JS  JS2 2.51 2.51 2.59 
JS  JS5 2.88 2.88 2.85 
JS  JS7 1.19 1.19 -- 
JS  JS8 1.65 1.64 -- 
 

 

The final model obtained perfect fit indices: the RMSEA ≤ .050; the lowest value of 

ECVI; the SRMR is below .05; and the fit indices are all above .97 (see Table 6.9).  Model 
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3 reported a positively significant relationship between EM and JS (γ value = -.691; p 

value = .000). The influencing indicators of IM were working condition (EMWC1 = work 

environment); salary (EMSR3 = effort salary); and job security (EMSC2 = retirement), 

as depicted in Figure 6.5. The JS variable is supported by two overall satisfaction 

indicators (JS1 and JS2) and job achievement satisfaction (JS5). The correlation between 

both variables is significantly positive as shown by the γ value = .68. In summary, the 

results of SEM iterations have produced a perfect fit model supporting the hypothesis 

H2(b) that there is a direct and positive relationship between EM and JS. This result 

supports the study of Taylor and Westover (2011), that the independent variable EM 

significantly influences JS.  

 

Figure 6.5 The Structural Path of the Model EM → JS 

 

 

 

6.3.3. The Relationship between Public Service Motivation (PSM) and Job 

Satisfaction (JS) 

The extensive literature relating to PSM has demonstrated that a significant link exists 

between PSM and job satisfaction (Bright, 2008; Naff & Crum, 1999; Taylor, 2013; 

Taylor & Westover, 2011). However, there is very limited literature relating to PSM in 

an Asian developing country. This study will help close this gap, by proposing the 

following hypothesis in the context of the Indonesian public sector: 

H2(c) Public service motivation has a direct, positive relationship with job 

satisfaction (PSM→JS). 
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The model used to test this hypothesis consisted of seven indicators of PSM (APS4, 

CPV1, CPV2, COM3, COM4, SS1, and SS2) and five indicators of JS (JS1, JS2, JS5, JS 

7, and JS8). The first iteration, as shown in Table 6.11, produced a positive γ value (.334); 

high RMSEA value (.149); and fit indices below .90. These results show that Model 1 

can be refined by deleting some indicators. 

 

Table 6.11 Summary of Goodness of Fit Indices for the Modelling 
of the Relationship between PSM and JS 

Fit Measure Results Model 1 Model 2 
γ PSM → JS .334 .313 
χ2 736.64 37.63 
p-value .000 .000 
Degree of Freedom 53 8 
RMSEA .149 .080 
ECVI 1.349 .109 
SRMR .087 .059 
NFI .831 .979 
NNFI .801 .968 
CFI .840 .983 
GFI .810 .980 
AGFI .721 .946 

 

The refined model is achieved by deleting four PSM indicators and two JS indicators, as 

shown in Table 6.12, which displays the standardised loadings of Model 1 and Model 2. 

The SEM results of Model 2 provide a positive γ value = .313, which means there is 

positive and direct relationship between PSM and JS, despite a low magnitude in the 

linkage. The RMSEA value is equal to the threshold value .08. However, the other fit 

indices support a perfect fit model.  
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Table 6.12 Standardised Loading for the Path Model of PSM 
and JS 

Structural Path Standardised Loadings 
Model 1 Model 2 

Public Service Motivation (PSM) 
PSM  PSMAPS4 1.53 -- 
PSM  PSMCPV1 1.63 -- 
PSM  PSMCPV2 1.06 -- 
PSM  PSMCOM3 1.29 -- 
PSM  PSMCOM4 1.66 1.42 
PSM  PSMSS1 1.52 2.04 
PSM  PSMSS2 1.68 2.15 
Job Satisfaction (JS) 
JS  JS1 2.37 2.38 
JS  JS2 2.53 2.54 
JS  JS5 2.86 -- 
JS  JS7 1.14 -- 
JS  JS8 1.58 1.52 

 

Figure 6.6 illustrates the structural path of the final model, which shows a positive 

correlation between PSM and JS. Three indicators support PSM; they are PSMCOM4 

(Welfare), PSMSS1 (Personal sacrifices), and PSMSS2 (Civic duty). Three JS indicators 

influence the model; they are two indicators of overall satisfaction (JS1 and JS2) and 

working condition satisfaction (JS8). The findings validate the hypothesis H2(c) that PSM 

has a direct, positive relationship with JS. This supports the findings of Homberg et al. 

(2015), that Compassion and Self-Sacrifice dimensions have a significant impact on JS.  

 

Figure 6.6 The Structural Path of the Model PSM → JS 
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6.4. Direct relationship between Organisational Commitment 

and Job Satisfaction 

The relationship between organisational commitment and job satisfaction has been 

researched extensively. Examples of relevant studies include Caillier (2013); Gaertner 

(1999); Lambert and Hogan (2009); Markovits et al. (2007); Norris and Niebuhr (1984); 

Porter et al. (1974); Setyaningdyah et al. (2013). This study proposes the following 

hypothesis to examine the relationship between OC and JS in an Indonesian public-sector 

context: 

H3 The relationship between organisational commitment and job satisfaction 

is direct and positive (OC→JS).  

The seven OC indicators and five JS indicators mentioned above and shown in Table 6.14 

are used in this analysis. The SEM iterations for the full model resulted in a significant 

positive correlation between OC and JS, represented by the β value = .719 (see Table 

6.14). On the other hand, the results produced a high RMSEA value (.161) and the others 

fit indices were below the cut-off points for a good fit model (as shown in Table 6.13). 

Model 1 was then subjected to further exploration to gain a good fit model.   

 

Table 6.13 Summary of Goodness of Fit Indices for the Modelling 
of the Relationship between OC and JS 

Fit Measure Results Model 1 Model 2 
β OC → JS .719 .619 
χ2 852.48 37.87 
p-value .000 .000 
Degree of Freedom 53 8 
RMSEA .161 .080 
ECVI 1.548 .110 
SRMR .102 .033 
NFI .759 .978 
NNFI .713 .968 
CFI .770 .983 
GFI .784 .978 
AGFI .682 .942 

 

The subsequent SEM iterations were performed by deleting six indicators of both latent 

variables: OC3R, OC11R, OC15R, JS5, JS7, and JS8. Model 2 reported better results, 

including a lower RMSEA value (.08) and a significantly lower ECVI value of .11 
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(previously 1.548, see Table 6.13). The other GOF indices have also improved and 

represent a perfect fit model. 

 

Table 6.14 Standardised Loading for the Path Model of OC 
and JS 

Structural Path Standardised Loadings 
Model 1 Model 2 

Organisational Commitment (OC) 
OC  OC1 2.81 2.98 
OC  OC2 1.59 1.74 
OC  OC3R 0.92 -- 
OC  OC8 1.49 1.53 
OC  OC11R 0.97 -- 
OC  OC14 8.97 8.91 
OC  OC15R 1.85 -- 
Job Satisfaction (JS) 
JS  JS1 2.35 2.28 
JS  JS2 2.52 2.66 
JS  JS5 2.92 -- 
JS  JS7 1.17 -- 
JS  JS8 1.63 -- 

 

 

Figure 6.7 depicts the structural path of Model 2. It shows a significant positive 

correlation value between OC and JS (β value =.62). The model also explains the 

influencing indicators of each latent variable. OC is supported by OC1 (Extra effort); 

OC2 (Great organisation); OC8 (Inspiring organisation); and OC14 (Organisation pride). 

The JS indicators are the two indicators of overall satisfaction. This result is similar to the 

findings of Markovits et al. (2010), Su et al. (2012), and Setyaningdyah et al. (2013). To 

sum up, Model 2 is a perfect fit model and validates the hypothesis H3 that OC and JS 

have a direct, positive correlation.  
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Figure 6.7 The Structural Path of the Model OC → JS 

 

 

6.5. Direct relationship between Work Motivation, 

Organisational Commitment, Job Satisfaction, and 

Intention to Leave an Organisation 
 

This section explores the direct relationships between the intention to leave an 

organisation to all other variables. 

  

6.5.1. The Relationship between Intrinsic Motivation (IM) and Intention to 

Leave an Organisation (ILO) 

The work motivation and turnover intention relationship has been a major issue in social 

and behavioural research. Some of this research focused on the link between IM and ILO, 

and suggested a negative link between the variables (Y. J. Cho & Perry, 2012; Gillet, 

Gagné, Sauvagère, & Fouquereau, 2012). This study aimed to provide an empirical 

validation to those suggestions, and proposed the following hypothesis: 

H4(a) Intrinsic motivation has a direct, negative relationship with intention to 

leave organisation (IM→ILO).  

The model for SEM analyses includes IM and ILO variables and their respective 

indicators. IM has five indicators (IMAc1, IMAc2, IMRe2, IMWI1, and IMAG2) and 
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ILO has seven (ILO1, ILO2, ILO6, ILO7, ILO9, ILO12, and ILO14). Model 1 as the 

iteration of the full model reveals a negative correlation value in support of the hypothesis, 

as shown in Table 6.15. The γ value of Model 1 is -.386, however, the GOF indices 

disclose a poor fit model and suggest improvements could be made to produce a better 

model. Therefore, further modifications of the model are performed by considering the 

estimate standardised loadings, as shown in Table 6.16. 

 

Table 6.15 Summary of Goodness of Fit Indices for the Modelling 
of the Relationship between IM and ILO 

Fit Measure Results Model 1 Model 2 
γ IM → ILO -.386 -.410 
χ2 352.50 68.35 
p-value .000 .000 
Degree of Freedom 53 19 
RMSEA .099 .048 
ECVI .690 .176 
SRMR .065 .034 
NFI .884 .966 
NNFI .875 .963 
CFI .899 .975 
GFI .907 .973 
AGFI .863 .949 

 

The two IM indicators with the lowest loadings are deleted, IMAc1 and IMAG2 (see 

Table 6.16). Accordingly, two ILO indicators (ILO12, and ILO14) are also deleted.  The 

refined model demonstrates better results, as shown in Table 6.15. The negative γ value 

is increased to -.410 (p-value < .001)—this indicates a significant negative relationship 

between IM and ILO. RMSEA recorded a value below .05 (RMSEA= .48), as did SRMR 

(.034). AGFI was equal to .95, with the other indices in excess of .95. In summary, Model 

2 is a perfect fit model. Thus, hypothesis H4(a) is confirmed. 
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Table 6.16 Standardised Loading for the Path Model of IM 
and ILO 

Structural Path Standardised Loadings 
Model 1 Model 2 

Intrinsic Motivation (IM) 
IM  IMAc1 1.39 -- 
IM  IMAc2 2.38 1.69 
IM  IMRe2 1.53 1.82 
IM  IMWI1 2.46 3.16 
IM  IMAG2 1.15 -- 
Intention to Leave Organisation (ILO) 
ILO  ILO1 1.24 1.41 
ILO  ILO2 1.40 1.23 
ILO  ILO6 1.62 1.40 
ILO  ILO7 1.34 1.62 
ILO  ILO9 0.70 1.37 
ILO  ILO12 0.97 -- 
ILO  ILO14 1.39 -- 

 

Figure 6.8 illustrates the structural path of Model 2. It shows that IM is consistently 

influenced by achievement (Proud of a good job), recognition (Achievement recognition), 

and work itself (Important job). The ILO variable is affected by five indicators: ILO1 (λy 

= 1.41, Intention to leave organisation), ILO2 (λy = 1.23, Job opportunity), ILO6 (λy = 

1.40, Day-dreaming), ILO7 (λy = 1.62, Suitable offer), and ILO9 (λy = 1.37, Starting own 

business). The employees’ intention to leave the organisation was significantly influenced 

by job opportunity and suitable job offer. Many employees also have been thinking of 

starting their own businesses. These tendencies were balanced by giving employees 

recognition for their job achievement. The study of Bertelli (2007) stated that IM was a 

significant antecedent to decrease the likelihood of ILO. 

 

Figure 6.8 The Structural Path of the Model IM → ILO 
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6.5.2. The Relationship between Extrinsic Motivation (EM) and Intention to 

Leave an Organisation (ILO) 

An interesting study of Bertelli (2007) concluded that EM (such as monetary incentives 

and inter-relationships in the work place) had a negative correlation with ILO. This study 

aims to test this finding in the context of the Indonesian public sector, through the 

following hypothesis: 

H4(b) Extrinsic motivation has a direct, negative relationship with intention 

to leave organisation (EM→ILO). 

The testing model consists of ten indicators of EM and seven indicators of ILO. The first 

iteration of SEM was consistent with previous results involving the EM variable—the 

indicators showed negative loadings except for the three indicators of policy and 

administration. Additionally, in contrast with expectations, the correlation value was 

positive (γ value = .608, p-value < .001). This is also consistent with previous results. The 

deletion of EMPA indicators in the second iteration resulted in a favourable negative γ 

value of -.564 (p-value < .001). A better explanation is presented in Table 6.17, which 

displays the summary of GOF indices for the models.  

      

Table 6.17 Summary of Goodness of Fit Indices for the Modelling of the 
Relationship between EM and ILO 

Fit Measure Results Model 1 Model 2 Model 3 
γ EM → ILO .608 -.564 -.722 
χ2 1223.29 623.90 87.26 
p-value .000 .000 .000 
Degree of Freedom 118 76 19 
RMSEA .127 .112 .078 
ECVI 2.218 1.185 .208 
SRMR .111 .081 .032 
NFI .714 .826 .961 
NNFI .692 8.12 .955 
CFI .733 .843 .969 
GFI .786 .857 .964 
AGFI .722 .803 .932 

 

Model 2 shows positive loadings for all indicators, as shown in Table 6.18. Further 

deletion of some indicators is necessary to gain a good model, as the GOF indices for 

Model 2 showed a poor result. Subsequent iterations retained three EM indicators 
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(EMWC1, EMSR3, and EMSC2) and five ILO indicators (ILO1, ILO2, ILO6, ILO7, and 

ILO9). 

 

Table 6.18 Standardised Loading for the Path Model of EM and ILO 
Structural Path Standardised Loadings 

Model 1 Model 2 Model 3 
Extrinsic Motivation (IM) 
EM  EMPA1 1.22 -- -- 
EM  EMPA3 .52 -- -- 
EM  EMPA4 .62 -- -- 
EM  EMIR1 -1.38 1.37 -- 
EM  EMIR2 -3.48 3.39 -- 
EM  EMWC1 -2.78 2.70 2.40 
EM  EMSR2 -1.54 1.62 -- 
EM  EMSR3 -2.27 2.36 1.83 
EM  EMST1 -1.16 1.22 -- 
EM  EMSC2 -2.82 2.76 3.25 
Intention to Leave Organisation (ILO) 
ILO  ILO1 1.42 1.42 1.43 
ILO  ILO2 1.24 1.24 1.23 
ILO  ILO6 1.39 1.39 1.38 
ILO  ILO7 1.62 1.62 1.63 
ILO  ILO9 1.35 1.35 1.37 
ILO  ILO12 .70 .69 -- 
ILO  ILO14 .97 .97 -- 

 

The structural path of Model 3 is illustrated in Figure 6.9.  It shows a significant negative 

correlation between EM and ILO (γ value = -.722, p-value < .001). The influencing 

indicators of EM are EMWC1 (Work environment); EMSR3 (Effort salary); and EMSC2 

(Retirement). The ILO variable is affected by five indicators—ILO1 (Intention to leave 

organisation), ILO2 (Job opportunity), ILO6 (Day-dreaming), ILO7 (Suitable offer), and 

ILO9 (Starting own business). Moynihan and Landuyt (2008) found that salary was a 

crucial factor in employees’ turnover intentions. In summary, Model 2 supports the 

hypothesis that there is a negative relationship between EM and ILO. The SEM analysis 

showed results that were consistent with the previous hypotheses testing related to each 

latent variable. The final model clearly supports hypothesis H4(b) that there is a direct 

negative relationship between EM and ILO.   
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Figure 6.59 The Structural Path of the Model EM → ILO 

 

 

 

6.5.3. The Relationship between Public Sector Motivation (PSM) and Intention 

to Leave an Organisation (ILO) 

Previous studies have found that PSM has a negative correlation to ILO (Campbell & Im, 

2016; Sangmook Kim, 2012). However, most of this research was conducted in western 

developed countries. There are very few reports on this topic from non-western 

developing countries. Therefore, this study aims to help fill this gap, by proposing the 

following hypothesis: 

H4(c) Public service motivation has a direct and negative relationship with 

intention to leave organisation (PSM→ILO). 

The model is brought forward from the previous exploratory and confirmatory analyses, 

using the variables PSM and ILO, which each have seven indicators. The iteration results 

of the full model are presented in Table 6.19. As expected, the correlation value is 

negative (γ = -.146). However, the results show a high value of RMSEA (.126) and poor 

GOF indices. The results indicate that Model 1 could be refined to obtain a good fit model, 

through the deletion of some indicators. 
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Table 6.19 Summary of Goodness of Fit Indices for the Modelling 
of the Relationship between PSM and ILO 

Fit Measure Results Model 1 Model 2 
γ PSM → ILO -.146 -.143 
χ2 781.90 52.34 
p-value .000 .000 
Degree of Freedom 76 19 
RMSEA .126 .055 
ECVI 1.441 .148 
SRMR .071 .033 
NFI .841 .978 
NNFI .825 .979 
CFI .854 .986 
GFI .823 .978 
AGFI .755 .958 

 

Indicators with low standardised loading were deleted (see Table 6.20). The seven 

indicators deleted were PSMCOM4, PSMSS1, PSMSS2, ILO1, ILO2, ILO6, ILO7, and 

ILO9. Model 2 recorded a negative relationship between PSM and ILO (γ value -.143; p-

value < .001). The result revealed a RMSEA value of .055, and a better ECVI of .148 

(previously 1.441). Table 6.19 explains the results of SEM for both models. Additionally, 

all the GOF indices are above .97. This means Model 2 is a perfect fit model.  

 

Table 6.20 Standardised Loading for the Path Model of PSM 
and ILO 

Structural Path Standardised Loadings 
Model 1 Model 2 

Public Service Motivation (IM) 
PSM  PSMAPS4 1.53 -- 
PSM  PSMCPV1 1.64 -- 
PSM  PSMCPV2 1.06 -- 
PSM  PSMCOM3 1.29 -- 
PSM  PSMCOM4 1.66 1.41 
PSM  PSMSS1 1.51 2.05 
PSM  PSMSS2 1.66 2.13 
Intention to Leave Organisation (ILO) 
ILO  ILO1 1.41 1.40 
ILO  ILO2 1.24 1.23 
ILO  ILO6 1.40 1.40 
ILO  ILO7 1.61 1.63 
ILO  ILO9 1.35 1.37 
ILO  ILO12 0.69 -- 
ILO  ILO14 0.97 -- 
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Figure 6.10 depicts Model 2 and shows a moderate negative correlation between PSM 

and ILO (γ = -.143, p-value < .001). PSM is influenced by three indicators: PSMCOM4 

(Welfare); PSMSS1 (Personal sacrifice); and PSMSS2 (Civic duty). Employees’ 

intention to leave the public sector was influenced by Job opportunity, Suitable offer, and 

Starting their own business. The significant relationship between PSM and ILO was 

validated in the study of Bright (2008). The iteration results delivered a perfect fit model 

and strongly supported the hypothesis H4(c) that there is a negative relationship between 

PSM and ILO.  

 

Figure 6.10 The Structural Path of the Model PSM → ILO 

 

 

6.5.4. The Relationship between Organisational Commitment (OC) and 

Intention to Leave an Organisation (ILO) 

Abundant research has found that OC has a significant influence on turnover intention 

(Bluedorn, 1982b; Carmeli & Weisberg, 2006; Currivan, 1999; Freund, 2005; Gaertner, 

1999; Griffeth et al., 2000). Therefore, this study will examine the following hypothesis: 

H4(d) Organisational commitment has a direct and negative relationship with 

intention to leave organisation (OC→ILO). 

For consistency, the testing model will use the seven-indicator OC variable and the seven-

indicator ILO variable. Table 6.21 provides a summary of GOF indices for the models. 

Model 1 reveals a significantly negative correlation between OC and ILO (β = -.555, p-

value < .001). However, the results for model 1 also show a high value of RMSEA (.123) 

but smaller than most of the other measures (except SRMR = .089) of GOF indices. This 

indicates the model can be refined and improved. 
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Table 6.21 Summary of Goodness of Fit Indices for the Modelling 
of the Relationship between OC and ILO 

Fit Measure Results Model 1 Model 2 
β OC → ILO -.555 -.453 
χ2 743.13 98.41 
p-value .000 .000 
Degree of Freedom 76 26 
RMSEA .123 .078 
ECVI 1.374 .234 
SRMR .089 .048 
NFI .807 .962 
NNFI .788 .961 
CFI .823 .972 
GFI .819 .964 
AGFI .750 .937 

 

Thus, modification of Model 1 is performed by deleting some indicators of both latent 

variables (as shown in Table 6.22). Three OC indicators and two ILO indicators are 

deleted. The results after the deletions demonstrate a better model, as shown in Table 

6.21. The model then reports a significantly negative β value of -.453 (p-value < .001). 

This confirms the hypothesis H4(c) that OC has a negative relationship with ILO. The 

RMSEA is .078 and the GOF indices are in excess of .90 — meaning that Model 2 is a 

good fit model. 

 

Table 6.22 Standardised Loading for the Path Model of OC 
and ILO 

Structural Path Standardised Loadings 
Model 1 Model 2 

Organisational Commitment (OC) 
OC  OC1 2.77 2.99 
OC  OC2 1.54 1.74 
OC  OC3R 0.99 -- 
OC  OC8 1.43 1.52 
OC  OC11R 1.06 -- 
OC  OC14 8.84 8.88 
OC  OC15R 1.97 -- 
Intention to Leave Organisation (ILO) 
ILO  ILO1 1.42 1.41 
ILO  ILO2 1.24 1.23 
ILO  ILO6 1.39 1.39 
ILO  ILO7 1.62 1.63 
ILO  ILO9 1.34 1.37 
ILO  ILO12 0.70 -- 
ILO  ILO14 0.90 -- 
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Model 2 is described in Figure 6.11. It shows a direct correlation between OC and ILO, 

with a negative β value of -.453 (p-value < .001). The significant indicators for OC were 

slightly different from previous outcomes. Instead of OC15R (Decision to work) as in the 

previous result, OC2 (Organisation pride 2) emerged along with OC1 (Extra effort), OC8 

(Inspiring organisation) and OC14 (Organisation pride 3). On the other hand, results for 

ILO were consistent with previous analyses—with five indicators: ILO1 (Intention to 

leave organisation), ILO2 (Job opportunity), ILO6 (Day-dreaming), ILO7 (Suitable 

offer), and ILO9 (Starting own business). In summary, Model 2 supports the hypothesis 

H4(d) that there is a negative relationship between OC and ILO. 

 
Figure 6.11 The Structural Path of the Model OC → ILO 

 

 

6.5.5. The Relationship between Job Satisfaction (JS) and Intention to Leave an 

Organisation (ILO) 

There is abundant research on turnover intention, and most studies are related to job 

satisfaction (Carmeli & Weisberg, 2006; Chen et al., 2011; Currivan, 1999; Delobelle et 

al., 2011; Freund, 2005; Gaertner, 1999; Griffeth et al., 2000). Similarly, this research 

proposed the following hypothesis: 

H4(e) Job satisfaction has a direct and negative relationship with intention to 

leave organisation (JS→ILO). 

The hypothesis testing uses the model generated from previous EFA and CFA analyses, 

including the variables JS (JS1, JS2, JS5, JS7, and JS8) and ILO (ILO1, ILO2, ILO6, 

ILO7, ILO9, ILO12, and ILO14). The SEM iteration of the full model shows a significant 

negative correlation between JS and ILO (β value = -.523, p-value < .001). The results 
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reveal a high RMSEA value (.098), and GOF indices disclose an acceptable fit, as shown 

in Table 6.23. These results show the potential for further refinement of the model. 

 

Table 6.23 Summary of Goodness of Fit Indices for the Modelling 
of the Relationship between JS and ILO 

Fit Measure Results Model 1 Model 2 
β JS → ILO -.523 -.504 
χ2 349.61 86.75 
p-value .000 .000 
Degree of Freedom 53 19 
RMSEA .098 .078 
ECVI .685 .207 
SRMR .063 .041 
NFI .909 .970 
NNFI .903 .965 
CFI .922 .976 
GFI .910 .967 
AGFI .867 .937 

 

The refinement of the model involves some deletion of indicators, as shown in Table 6.24. 

JS7 and JS8 were deleted, as well as ILO12 and ILO14. Model 2 revealed that the GOF 

indices passed the good fit thresholds, as highlighted by a RMSEA value of .078 and GFI 

of .967, as shown in Table 6.23.   

 
Table 6.24 Standardised Loading for the Path Model of JS 

and ILO 
Structural Path Standardised Loadings 

Model 1 Model 2 
Job Satisfaction (JS) 
JS  JS1 2.36 2.32 
JS  JS2 2.55 2.62 
JS  JS5 2.83 2.79 
JS  JS7 1.15 -- 
JS  JS8 1.58 -- 
Intention to Leave Organisation (ILO) 
ILO  ILO1 1.42 1.41 
ILO  ILO2 1.23 1.22 
ILO  ILO6 1.39 1.39 
ILO  ILO7 1.62 1.63 
ILO  ILO9 1.34 1.36 
ILO  ILO12 0.70 -- 
ILO  ILO14 0.97 -- 

 

Figure 6.12 displays the structural path of Model 2, which shows a direct and significantly 

negative correlation between JS and ILO (β value = -.504, p-value < .001). JS is 



186 
 

influenced by three indicators—two overall satisfaction indicators (JS1, λx = 2.32; and 

JS2, λx = 2.62) as well as achievement satisfaction (JS5, λx = 2.79). The ILO variable is 

consistently affected by five indicators: ILO1 (λy = 1.41, Intention to leave organisation), 

ILO2 (λy = 1.22, Job opportunity), ILO6 (λy = 1.39, Day-dreaming), ILO7 (λy = 1.63, 

Suitable offer), and ILO9 (λy = 1.36, Starting own business). Model 2 provides evidence 

that the data set supports the hypothesis H4(e) that there is a direct and negative 

correlation between JS and ILO. 

 

Figure 6.12 The Structural Path of the Model JS → ILO 

 

 

6.6. Indirect Relationship between Work Motivation and Job 

Satisfaction, through Organisational Commitment as 

Mediator 
 

This section presents results and discussions of indirect relationships between a class of 

work motivations and job satisfaction that are mediated by organisational commitment. 

   

6.6.1. The Relationship between Intrinsic Motivation (IM) and Job Satisfaction 

(JS), Mediated by Organisational Commitment (OC) 

Two previous analyses on IM confirmed that IM has a direct and positive relationship 

with OC and JS. The following examination of these three variables uses an indirect path 

through the mediating effect of one latent variable. Thus, a hypothesis is proposed as: 
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H5(a) Intrinsic motivation has an indirect and positive relationship with job 

satisfaction, through organisational commitment as a mediator (IM—OC 

→JS). 

The hypothesis is examined by employing a series of confirmatory and modelling 

analyses in SEM (LISREL 9.2). The latent variable and its indicators are taken from 

previous EFA and CFA procedures. The IM variable consists of five indicators: IMAc1, 

IMAc2, IMRe2, IMWI1, and IMAG2. OC consists of seven indicators: OC1, OC2, 

OC3R, OC8, OC11R, OC14, and OC15R. Lastly, JS consists of five items: JS1, JS2, 

JS5, JS7, and JS8. The first iteration of the model shows a high RMSEA (.136). The 

other indices also have poor results, as shown in Table 6.25, which displays a summary 

of GOF indices for the modelling of the relationship between IM, OC, and JS. However, 

Model 1 showed positive correlation values, which are the direct effects of γ IM → OC 

= .769 and β OC → JS = .753; and the indirect effect of γ IM — OC → JS = .579. 

 

Table 6.25 Summary of Goodness of Fit Indices for the Modelling 
of the Relationship between IM, OC, and JS 

Fit Measure Results Model 1 Model 2 
γ IM → OC .769 .870 
β OC → JS .753 .709 
γ indirect effect IM — OC → JS .579 .617 
χ2 1375.29 98.18 
p-value .000 .000 
Degree of Freedom 117 18 
RMSEA .136 .087 
ECVI 2.482 .230 
SRMR .095 .051 
NFI .723 .948 
NNFI .697 .933 
CFI .740 .957 
GFI .770 .961 
AGFI .700 .922 

 

Then, some iterations were performed to try to produce a good fit model. The final 

model, Model 2, was produced by deleting two IM indicators (IMAC1 and IMAG2); 

five indicators of OC (OC2, OC3R, OC8, OC11R, and OC15R); and two indicators of 

JS (JS7 and JS8). Table 6.26 illustrates the standardised loading for the path model, 

comparing the loadings in the full model and after the deletion of some indicators. 
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Table 6.26 Standardised Loading for the Path Model of IM, 
OC, and JS 

Structural Path Standardised Loadings 
Model 1 Model 2 

Intrinsic Motivation (IM) 
IM  IMAc1 1.21 -- 
IM  IMAc2 2.04 1.64 
IM  IMRe2 1.74 1.66 
IM  IMWI1 3.01 3.41 
IM  IMAG2 1.38 -- 
Organisational Commitment (OC) 
OC  OC1 2.80 2.74 
OC  OC2 1.55 -- 
OC  OC3R 0.86 -- 
OC  OC8 1.55 -- 
OC  OC11R 0.93 -- 
OC  OC14 8.92 8.68 
OC  OC15R 1.76 -- 
Job Satisfaction (JS) 
JS  JS1 2.34 2.33 
JS  JS2 2.51 2.58 
JS  JS5 2.93 2.88 
JS  JS7 1.17 -- 
JS  JS8 1.64 -- 

 

 

The SEM results generate better fit indices for Model 2 compared to Model 1 (see Table 

6.25). The GOF indices increased significantly, bringing Model 2 into the range of a 

good fit model. The SRMR of Model 2 scored a value of .05, which was a sharp increase 

from .095 in Model 1 and also reached the threshold value of a good fit model. Despite 

of an above threshold value of RMSEA (.087), the other fit indices support a good fit 

model, for example, the very low value of ECVI (.230) compared to 2.482 in Model 1. 

The other fit indices recorded better values and were in excess of the .90 acceptable fit 

index. 
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Figure 6.13 The Structural Path of the Model IM – OC → JS 

 

 

Figure 6.13 illustrates the structural path of the final model. It shows positive direct 

correlation values between IM and OC (γ = .87) and between OC and JS (β = .71).  The 

indirect correlation value between IM and JS through OC as a mediating variable is .617. 

This value is counted by multiplying the direct effect correlation values of IM to OC and 

OC to JS (.807 x .709 = .617). The path diagram displays the measurement indicators of 

IM, which are IMAc2 (λx = 1.64; Pride of good job); IMRe2 (λx = 1.66; Achievement 

recognition); and IMWI1 (λx = 3.41; Important job). These show positive and significant 

loadings for intrinsic motivation. The three indicators of the intrinsic motivation 

represent achievement, recognition, and work itself.   

However, the OC indicators have only shown two significant indicators to fit Model 2. 

They are OC1 (λy = 2.74; Extra effort); and OC14 (λy = 8.68; Organisation pride).  

Employees showed their commitment by willingly producing an extra effort and 

displaying a sense of pride in the organisation. Whereas, the JS indicators have been 

supported by overall satisfaction (JS1 λy = 2.34 and JS2 λy = 2.58) and achievement 

satisfaction (JS5 λy = 2.88). Thus, Model 2 has provided results in support of the 

hypothesis H5(b) that OC has a positive mediating effect from IM and to JS. 

 

6.6.2. The Relationship between Extrinsic Motivation (EM) and Job Satisfaction 

(JS), Mediated by Organisational Commitment (OC) 

This section explores the mediating effect of OC in the relationship between EM and JS. 

The following hypothesis is proposed: 
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H5(b) Extrinsic motivation has an indirect and positive relationship with job 

satisfaction, through organisational commitment as a mediator (EM—OC 

→JS). 

The indicators of the latent variables EM, OC, and JS, are presented in Table 6.28. These 

indicators are brought forward from previous EFA and CFA results. The first iteration of 

the full model, Model 1, shows a negative γ value for the correlation between EM and 

OC (-.847), which is contrary to expectations. The indirect effect of EM on JS through 

OC also scored a negative value (γ = -.639). As expected, there was a positive correlation 

(β = .754) between OC and JS. However, the fit indices show some poor results, as 

displayed in Table 6.27. 

 

Table 6.27 Summary of Goodness of Fit Indices for the Modelling of the 
Relationship between EM, OC, and JS 

Fit Measure Results Model 1 Model 2 Model 3 
γ EM → OC -.847 .840 .904 
β OC → JS .754 .750 .711 
γ indirect effect EM – OC → JS -.639 .630 .642 
χ2 2246.44 1644.97 62.56 
p-value .000 .000 .000 
Degree of Freedom 207 150 18 
RMSEA .130 .131 .065 
ECVI 4.011 2.959 .169 
SRMR .106 .098 .041 
NFI .639 .706 .968 
NNFI .620 .686 .964 
CFI .660 .724 .977 
GFI .717 .753 .974 
AGFI .654 .687 .948 
 

Table 6.28 shows the estimation standardised loadings for the path model of EM, OC, 

and JS. The lowest loadings for EM are EMPA1 (1.03), EMPA3 (0.33), and EMPA4 

(0.54). The remainder of the indicators of EM reported higher loadings, but with negative 

values. The lowest loading indicators were deleted, and the standardised loadings of the 

remaining indicators did not change significantly, however, they did change to positive 

values. Additionally, as seen in Table 6.27, Model 2 scores positive correlation values for 

all relationships. Nevertheless, the GOF still remains poor, being similar to the GOF result 

for Model 1. 

Some iterations are then performed to obtain a good fit model. After deleting four more 

EM indicators (EMIR1, EMIR2, EMSR2, and EMST1), five OC indicators (OC2, OC3R, 
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OC8, OC11R, and OC15R), and two JS indicators (JS7 and JS8), the final model, Model 

3, achieved good results. The RMSEA was .065 and the SRMR was .041 (see Table 6.27). 

These values represent a perfect fit model. The other GOF indices also validated Model 

3 as a good fit model. 

 

Table 6.28 Standardised Loading for the Path Model of EM, OC, and JS 
Structural Path Standardised Loadings 

Model 1 Model 2 Model 3 
Extrinsic Motivation (EM) 
EM  EMPA1 1.03 -- -- 
EM  EMPA3 0.33 -- -- 
EM  EMPA4 0.54 -- -- 
EM  EMIR1 -1.47 1.47 -- 
EM  EMIR2 -3.48 3.46 -- 
EM  EMWC1 -2.74 2.70 2.51 
EM  EMSR2 -1.51 1.54 -- 
EM  EMSR3 -2.22 2.25 1.92 
EM  EMST1 -1.21 1.23 -- 
EM  EMSC2 -2.87 2.85 3.09 
Organisational Commitment (OC) 
OC  OC1 2.67 2.69 2.43 
OC  OC2 1.55 1.56 -- 
OC  OC3R 0.84 0.82 -- 
OC  OC8 1.56 1.56 -- 
OC  OC11R 0.97 0.96 -- 
OC  OC14 9.07 9.10 9.38 
OC  OC15R 1.73 1.72 -- 
Job Satisfaction (JS) 
JS  JS1 2.22 2.33 2.33 
JS  JS2 2.51 2.51 2.59 
JS  JS5 2.93 2.93 2.87 
JS  JS7 1.19 1.19 -- 
JS  JS8 1.66 1.66 -- 

 

The structural path of Model 3 is displayed in Figure 6.14. It shows positive direct 

correlation values between EM and OC (γ = .90) and between OC and JS (β = .71).  The 

indirect correlation value between EM and JS through OC as a mediating variable is 

.642. The diagram shows that the influencing indicators for EM are Working 

environment (EMWC1), Salary (EMSr3), and Job security (EMSc2). The indicators for 

OC and JS are consistent with previous results. Only two indicators emerged from this 

model—employees’ commitment was influenced by Extra effort (OC1) and 

Organisation pride (OC14). Their satisfaction was impacted by Overall satisfaction (JS1 

and JS2) and Achievement satisfaction (JS5). Therefore, Model 3 has provided an 
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empirical validation and supported the hypothesis H5(b) that EM has a direct and 

positive relationship with JS through OC as a mediating variable.  

 

Figure 6.14 The Structural Path of the Model IM – OC → JS 

 

 

 

6.6.3. The Relationship between Public Service Motivation (PSM) and Job 

Satisfaction (JS), Mediated by Organisational Commitment (OC) 

Examination of the latent variables of PSM, OC, and JS has been done through direct 

correlations among the variables. Previous results showed positive correlations between 

PSM and OC, and also between PSM and JS. The next analyses explore the mediating 

effects of some variables, such as OC, on the relationship between PSM and JS. Thus, the 

hypothesis is: 

H5(c) Public service motivation has an indirect and positive relationship with 

job satisfaction, through organisational commitment as a mediator (PSM—

OC →JS). 

The model includes three variables (PSM, OC, and JS) and their indicators, as listed in 

Table 6.30. The first iteration provided significant positive correlation values between the 

variables, which are the direct effects of γ PSM → OC = .581 and β OC → JS = .803; and 

the indirect effect of γ PSM → JS = .409.  The results showed a high value of RMSEA 

(.134) and the other indices also have poor results, as shown in Table 6.29. Therefore, a 

further SEM iteration was needed by removing some insignificant indicators.  
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Table 6.29 Summary of Goodness of Fit Indices for the Modelling 
of the Relationship between PSM, OC, and JS 

Fit Measure Results Model 1 Model 2 
γ PSM → OC .581 .617 
β OC → JS .803 .532 
γ indirect effect PSM → JS .409 .328 
χ2 1723.50 112.67 
p-value .000 .000 
Degree of Freedom 150 18 
RMSEA .134 .095 
ECVI 3.093 .255 
SRMR .094 .058 
NFI .744 .953 
NNFI .727 .938 
CFI .761 .960 
GFI .735 .957 
AGFI .664 .914 

 

Some iterations were then performed by considering the standardised loadings of the 

indicators and deleting some indicators of PSM, OC, and JS. As seen in Table 6.30, four 

PSM indicators were deleted (APS4, CPV1, CPV2, and COM3). Five OC indicators were 

also deleted (OC3R, OC8, OC11R, OC14, and OC15R). The deletion of OC14 

(standardised loading = 8.89) was necessary, as it resulted a better fit model. Then, two 

JS indicators were deleted (JS7 and JS8). The iterations and deletions mentioned above 

produced the best possible combination for the final model, despite the RMSEA value 

being in excess of .08 (.095).  

 

Table 6.30 Standardised loadings for the path model of PSM, 
OC, and JS 

Structural Path Standardised Loadings 
Model 1 Model 2 

Public Service Motivation (PSM) 
PSM  PSMAPS4 1.53 -- 
PSM  PSMCPV1 1.61 -- 
PSM  PSMCPV2 1.06 -- 
PSM  PSMCOM3 1.29 -- 
PSM  PSMCOM4 1.65 1.42 
PSM  PSMSS1 1.54 2.00 
PSM  PSMSS2 1.71 2.19 
Organisational Commitment (OC) 
OC  OC1 2.95 3.60 
OC  OC2 1.60 1.60 
OC  OC3R 0.92 -- 
OC  OC8 1.50 -- 
OC  OC11R 0.94 -- 
OC  OC14 8.89 -- 
OC  OC15R 1.81 -- 
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Structural Path Standardised Loadings 
Model 1 Model 2 

Job Satisfaction (JS) 
JS  JS1 2.35 2.34 
JS  JS2 2.52 2.58 
JS  JS5 2.92 2.85 
JS  JS7 1.17 -- 
JS  JS8 1.63 -- 

 

The structural path of Model 2 is described in Figure 6.15. The correlation value between 

PSM and OC is positive and significant (γ = .62), as is the β value between OC and JS 

(.53). The indirect correlation value between PSM and JS through OC as a mediator is 

.33. The PSM is influenced by three indicators: PSM COM4 (λx = 1.42; Welfare); 

PSMSS1 (λx = 2.00; Personal sacrifice); and PSMSS2 (λx = 2.19; Civic duty).   

 

Figure 6.15 The structural path of the Model PSM – OC → JS 

 

 

There are only two significant OC indicators to fit Model 2—OC1 (λy = 3.60; Extra 

effort); and OC2 (λy = 1.60; Organisation pride 2). Employee commitment is represented 

by extra effort and a sense of pride in the organisation. Whereas, JS was confirmed by 

three indicators—JS1 (λy = 2.34; Overall satisfaction); JS2 (λy = 2.58; Overall 

satisfaction); and JS5 (λy = 2.85; Achievement satisfaction). In summary, Model 2 

confirms the hypothesis H5(c) that there is an indirect correlation between PSM and JS 

through the mediating effect of OC. 
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6.7. Indirect Relationship between Work Motivation and 

Organisational Commitment, through Job Satisfaction as 

Mediator 
 

The indirect relationships the three motivational variables and organisational 

commitment through job satisfaction, are explored in this section. 

   

6.7.1. The Relationship between Intrinsic Motivation (IM) and Organisational 

Commitment (OC), Mediated by Job Satisfaction (JS) 

Previous mediating analyses show OC as a mediator. The following explorations are 

based on JS being a mediator in the relationship between IM and OC. This leads to the 

following hypothesis: 

H6(a) Intrinsic motivation has an indirect and positive relationship with 

organisational commitment, through job satisfaction as a mediator (IM – 

JS→OC). 

The indicators of the three latent variables IM, JS, and OC were identified in the previous 

EFA and CFA results. The standardised loadings of each indicator are listed in Table 

6.32. The SEM iteration of the full model shows positive correlations between IM and JS 

(γ value = .682, p-value < .001), and between JS and OC (β value = .744, p-value < .001), 

and an indirect effect of IM on OC mediated by JS γ value = .507 (.682 x .744). These 

high correlation values revealed the significance of all relationships.  However, as seen 

in Table 6.31, the summary of GOF indices indicated a poor model, for example, a high 

RMSEA value (.137); SRMR = .101; and GFI = .762. These results indicate there can be 

further refinement of the model. 
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Table 6.31 Summary of Goodness of Fit Indices for the Modelling 
of the Relationship between IM, JS, and OC 

Fit Measure Results Model 1 Model 2 
γ IM → JS .682 .841 
β JS → OC .744 .869 
γ indirect effect IM – JS → OC .507 .731 
χ2 1399.09 55.24 
p-value .000 .000 
Degree of Freedom 117 12 
RMSEA .137 .079 
ECVI 2.523 .150 
SRMR .101 .038 
NFI .719 .951 
NNFI .692 .931 
CFI .735 .961 
GFI .762 .974 
AGFI .689 .939 

 

 

Table 6.32 lists the standardised loadings for both models. Model 1 presents the full 

model. Model 2 shows the results after the deletion of some indicators. The deleted 

indicators are IMAc1, IMAG2, JS1, JS7, JS8, OC2, OC3R, OC8, OC11R, and OC15R.  

Model 2 noted some improved results, as the correlations between the latent variables 

increase significantly, γ value of IM and JS = .841 (p-value < .001), and β value of JS and 

OC = .869 (p-value < .001). Accordingly, the indirect effect between IM and OC through 

JS is higher than in Model 1, the indirect correlation value is .731 (p-value < .001), see 

Table 6.31. The RMSEA is refined to .079; as well as SRMR to .038. The GOF indices 

also improved. The results mean that Model 2 is a good fit model. They confirm the 

mediating effect of JS in the link between IM and OC. 
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Table 6.32 Standardised Loading for the Path Model of IM, 
JS, and OC 

Structural Path Standardised Loadings 
Model 1 Model 2 

Intrinsic Motivation (IM) 
IM  IMAc1 1.31 -- 
IM  IMAc2 2.17 1.72 
IM  IMRe2 1.67 1.72 
IM  IMWI1 2.74 3.24 
IM  IMAG2 1.32 -- 
Job Satisfaction (JS) 
JS  JS1 2.31 -- 
JS  JS2 2.50 2.07 
JS  JS5 2.96 3.25 
JS  JS7 1.18 -- 
JS  JS8 1.67 -- 
Organisational Commitment (OC) 
OC  OC1 2.81 2.66 
OC  OC2 1.58 -- 
OC  OC3R .91 -- 
OC  OC8 1.50 -- 
OC  OC11R .97 -- 
OC  OC14 8.99 9.37 
OC  OC15R 1.84 -- 

 

The path diagram of the final model is displayed in Figure 6.16. It illustrates the 

correlation values between the latent variables and their indicators. Positive direct 

correlations were evident between IM and JS (γ = .841) and between JS and OC (β = 

.869). The indirect correlation value of IM and JS through OC as a mediating variable is 

.731. The path diagram also displays the measurement indicators of IMAc2 (Pride of 

good job), IMRe2 (Achievement recognition), and IMWI1 (Important job) as significant 

loadings for IM. These three indicators of intrinsic motivation represent achievement, 

recognition, and work itself.   

 

Figure 6.16 The Structural Path of the Model IM – JS → OC 
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Both OC and JS are supported by only two indicators. Overall satisfaction (JS2) and 

Achievement satisfaction (JS5) are the significant indicators for this model. OC is 

supported by Extra effort (OC1) and Sense of pride in the organisation (OC14). This result 

has consistently emerged in SEM analysis. In summary, Model 2 results validated the 

hypothesis that OC had a positive mediating effect from IM to JS. 

 

6.7.2. The Relationship between Extrinsic Motivation (EM) and Organisational 

Commitment (OC), Mediated by Job Satisfaction (JS) 

Subsequently, the exploration of the mediating effect of JS is tested in the correlation 

between EM and OC, leading to the following hypothesis: 

H6(b) Extrinsic motivation has an indirect and positive relationship with 

organisational commitment, through job satisfaction as a mediator (EM – JS 

→ OC). 

The first iteration of the full model of EM – JS → OC (Model 1) shows a negative γ value 

on the correlation between EM and JS (-.762), which is contrary to expectations. 

Simultaneously, the indirect effect of EM on JS through OC also scored a negative value 

(γ = -.596). The correlation between OC and JS, as expected, formed a positive link (β = 

.781). However, the fit indices showed poor results, as displayed in Table 6.33. 

 

Table 6.33 Summary of Goodness of Fit Indices for the Modelling of the 
Relationship between EM, JS, and OC 

Fit Measure Results Model 1 Model 2 Model 3 
γ EM → JS -.762 .745 .864 
β JS → OC .781 .779 .875 
γ indirect effect EM – JS → OC -.596 .580 .756 
χ2 2331.59 1734.55 53.26 
p-value .000 .000 .000 
Degree of Freedom 207 150 12 
RMSEA .133 .135 .077 
ECVI 4.147 3.112 .146 
SRMR .106 .099 .033 
NFI .625 .690 .956 
NNFI .604 .667 .939 
CFI .646 .708 .965 
GFI .704 .738 .974 
AGFI .638 .668 .940 
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Table 6.34 shows the indicators’ standardised loadings for the path model of EM, OC, 

and JS. It shows the lowest loadings for EM are those of EMPA1 (1.13), EMPA3 (0.37), 

and EMPA4 (0.58). The remainder of the indicators of EM reported higher loadings but 

with negative values. The lowest loadings were deleted, and the standardised loadings of 

the remaining indicators did not change significantly, however, they became positive in 

value. Additionally, as seen in Table 6.33, Model 2 scored positive correlation values for 

all links between the latent variables.  Nevertheless, the GOF indices returned poor 

results, being similar to the GOF results of Model 1. Some iterations are then conducted 

to try to reach a good fit model. After deleting four more EM indicators (EMIR1, EMIR2, 

EMSR2, and EMST1), five OC indicators (OC2, OC3R, OC8, OC11R, and OC15R), and 

two JS indicators (JS7 and JS8), the final model, Model 3, achieved a good result. 

 

Table 6.34 Standardised Loading for the Path Model of EM, OC, and JS 
Structural Path  Standardised Loadings 

Model 1 Model 2 Model 3 
Extrinsic Motivation (EM) 
EM  EMPA1 1.13 -- -- 
EM  EMPA3 0.37 -- -- 
EM  EMPA4 0.58 -- -- 
EM  EMIR1 -1.50 1.50 -- 
EM  EMIR2 -3.54 3.49 -- 
EM  EMWC1 -2.79 2.73 2.52 
EM  EMSR2 -1.51 1.55 -- 
EM  EMSR3 -2.29 2.33 1.98 
EM  EMST1 -1.21 1.25 -- 
EM  EMSC2 -2.72 2.70 3.02 
Job Satisfaction (JS) 
JS  JS1 2.25 2.25 -- 
JS  JS2 2.42 2.43 2.07 
JS  JS5 2.98 2.98 3.09 
JS  JS7 1.27 1.26 -- 
JS  JS8 1.77 1.76 -- 
Organisational Commitment (OC) 
OC  OC1 2.77 2.78 2.51 
OC  OC2 1.58 1.58 -- 
OC  OC3R 0.90 0.90 -- 
OC  OC8 1.52 1.52 -- 
OC  OC11R 0.97 0.97 -- 
OC  OC14 9.03 9.03 9.95 
OC  OC15R 1.82 1.82 -- 
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These iterations produced a better model, Model 3 (see Table 6.33). First, the correlation 

values between the latent variables increase substantially; γ value of EM and JS = .864 

(p-value < .001), and β value of JS and OC = .875 (p-value < .001).  Accordingly, the 

indirect effect between EM and OC through JS is higher than in the previous models; 

the indirect correlation value is .756 (p-value < .001). Second, the GOF indices improved 

greatly; RMSEA is refined to .077 and SRMR to .033. The other GOF indices (NFI, 

NNFI, CFI, GFI, and AGFI) improved from the range below .74 to a range above .94. 

These results defined Model 3 as a perfect fit model. 

 

Figure 6.17 The Structural Path of the Model EM – JS → OC 

 

 

The correlation paths of both direct relationships between EM → JS (γ = .86) and OC 

→ JS (β = .88) are illustrated in Figure 6.17. It shows the influencing indicators of EM 

are EMWC1 (Work environment); EMSr3 (Effort salary); and EMSc2 (Retirement). 

These three indicators consistently emerged across the SEM analyses. Similarly, both 

OC and JS have two consistent indicators to fit Model 3, which are OC1 (Extra effort), 

OC14 (Organisation pride), JS2 (Overall satisfaction), and JS5 (Achievement 

satisfaction). In summary, the Model 3 results have validated hypothesis H6(b) that JS 

has a positive mediating effect from EM to OC. 

 

6.7.3. The Relationship between Public Service Motivation (PSM) and 

Organisational Commitment (OC), Mediated by Job Satisfaction (JS) 

Examination of the latent variables of PSM, OC, and JS has been done through direct 

correlations among the variables. Previous results showed positive correlations between 

PSM and OC, and between PSM and JS. The next analyses explore the mediating effects 
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of some variables, such as the mediating effect of OC on the relationship between PSM 

and JS, leading to the following hypothesis: 

H6(c) Public service motivation has an indirect and positive relationship with 

job satisfaction, through organisational commitment as a mediator (PSM—

OC →JS). 

The model consists of PSM and OC, which both have seven indicators, and the seven 

indicators of JS. The first SEM iteration produced a high value of RMSEA (.138) and the 

other indices also had poor results, as shown in Table 6.35. However, Model 1 generated 

positive correlation values, which are the direct effects of γ PSM → JS = .376 and β JS 

→ OC = .378; and indirect effect of γ PSM — JS → OC = .277. 

 

Table 6.35 Summary of Goodness of Fit Indices for the Modelling of 
the Relationship between PSM, OC, and JS 

Fit Measure Results Model 1 Model 2 
γ PSM → JS .376 .528 
β JS → OC .738 .922 
γ indirect effect PSM → JS → OC .277 .487 
χ2 1824.40 56.36 
p-value .000 .000 
Degree of Freedom 150 18 
RMSEA .138 .061 
ECVI 3.267 .158 
SRMR .121 .037 
NFI .729 .966 
NNFI .710 .964 
CFI .745 .977 
GFI .724 .977 
AGFI .650 .954 

 

Some indicators of PSM, OC, and JS were deleted to obtain a good fit model. Four PSM 

indicators (APS4, CPV1, CPV2, and COM3) were deleted. Four indicators of OC (OC1, 

OC3R, OC8, and OC11R) and three indicators of JS (JS1, JS5, and JS7) were also 

removed. Thus, the final model was represented by COM4 (Welfare), SS1 (Personal 

sacrifice), SS2 (Civic duty), OC2 (Great organisation), OC14 (Organisation pride), 

OC15R (Decision to work), JS2 (Overall satisfaction), and JS8 (Working condition 

satisfaction). Table 6.36 shows the standardised loadings of each indicator. 

Model 2 represented a perfect fit model, as evidenced by the RMSEA value of .061 (p 

value = .000) and SRMR of .036. The goodness of fit index (GFI) is .977, indicating a 

perfect fit model, and the other GOF indices return similar values (see Table 6.35). 
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Table 6.36 Standardised loading for the path model of PSM, 
OC, and JS 

Structural Path Standardised Loadings 
Model 1 Model 2 

Public Service Motivation (PSM) 
PSM  PSMAPS4 1.53 -- 
PSM  PSMCPV1 1.63 -- 
PSM  PSMCPV2 1.06 -- 
PSM  PSMCOM3 1.29 -- 
PSM  PSMCOM4 1.66 1.43 
PSM  PSMSS1 1.53 2.00 
PSM  PSMSS2 1.68 2.19 
Organisational Commitment (OC) 
OC  OC1 2.81 -- 
OC  OC2 1.59 1.57 
OC  OC3R 0.92 -- 
OC  OC8 1.49 -- 
OC  OC11R 0.97 -- 
OC  OC14 8.97 9.61 
OC  OC15R 1.85 1.39 
Job Satisfaction (JS) 
JS  JS1 2.33 -- 
JS  JS2 2.50 1.89 
JS  JS5 2.94 -- 
JS  JS7 1.18 -- 
JS  JS8 1.65 1.86 

 

The correlation value between PSM and JS indicates a positive relationship (γ = .53), as 

shown in Figure 6.18. A significant relationship is displayed between OC and JS (β value 

.92). The indirect correlation value between PSM and OC through JS as a mediator is 

(.487). This indicates that personal attitude to the civic duty and positive contribution to 

Welfare of the community were influenced the public sector employee’ motivation and 

employees’ job satisfaction mediated these motivation to their commitment to the 

Organisation.     

 
Figure 6.18 The structural path of the Model PSM – JS → OC 
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The relationship between PSM and JS showed a moderate and positive correlation (γ = 

.53; p value = .000), and interestingly employees’ overall satisfaction was influenced by 

working condition satisfaction. On the other hand, employees’ commitment to the 

organisation was confirmed by their decision to work with the organisation, which was 

influenced by their pride in the organisation as a great organisation to work for. This 

model confirmed the hypothesis H6(c) there is an indirect correlation between PSM and 

JS through the mediating effect of OC. 

 

6.8. Indirect Relationship between Work Motivation and 

Intention to Leave an Organisation, through 

Organisational Commitment as a Mediator 
 

The previous analyses of the relationship between work motivation and intention to leave 

an Organisation had shown some expected results. Thus, this section delves further to 

examine the mediating role of organisation commitment into those relations. 

 

6.8.1. The Relationship between Intrinsic Motivation (IM) and Intention to 

Leave an Organisation (ILO), Mediated by Organisational Commitment 

(OC) 

A further mediating analyses to examine the relations between work motivation (IM, EM, 

and PSM) and ILO, through the work attitude factors (OC and JS) are explored.  Thus, 

the first hypothesis to test is: 

H7(a) Intrinsic motivation has an indirect and negative relationship with 

intention to leave organisation, through organisational commitment as a 

mediator (IM– OC→ILO). 

The latent variables and their indicators are generated from previous analyses and are 

listed in Table 6.38. The SEM iteration of the full model shows a positive correlation 

between IM and OC (γ value = .722, p-value < .001), and a negative correlation between 
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OC and ILO (β value = -.552, p-value < .001). Thus, the indirect correlation value of IM 

and ILO mediated by OC is shown as a negative correlation (-.399). These correlations 

reported high values of significance. However, as seen in Table 6.37, the GOF indices 

indicate a poor model—a high RMSEA value (.110); SRMR = .085; and GFI = .803. 

These results indicate there can be further refinement of the model. 

   

Table 6.37 Summary of Goodness of Fit Indices for the Modelling of the 
Relationship between IM, OC, and ILO 

Fit Measure Results Model 1 Model 2 
γ IM → OC .722 .866 
β OC → ILO -.552 -.506 
γ indirect effect IM – OC → ILO -.399 -.438 
χ2 1206.95 101.70 
p-value .000 .000 
Degree of Freedom 150 33 
RMSEA .110 .060 
ECVI 2.207 .250 
SRMR .085 .039 
NFI .768 .957 
NNFI .760 .960 
CFI .790 .970 
GFI .803 .966 
AGFI .705 .944 

 

 

Following the deletion of indicators (IMAc1, IMAG2, OC2, OC3R, OC11R, OC15R, 

ILO2, ILO12, and ILO14), Model 2 produced some improved results. The correlation 

between IM and OC increased significantly; γ value = .866 (p-value < .001). However, 

the β value of OC and ILO slightly decreased to -.506 (p-value < .001). The indirect effect 

between IM and ILO through OC is slightly higher than in Model 1; the indirect 

correlation value is -.438 (p-value < .001), see Table 6.37. The fit indices ranged from a 

good fit to a perfect fit model—the goodness of fit index was .97 and the adjusted 

goodness of fit index was nearly .95, which is the cut-off point for a perfect fit model. 

These results supported hypothesis H7(a) that IM has an indirect and negative relationship 

with ILO, through OC as a mediator. 
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Table 6.38 Standardised Loading for the Path Model of IM, 
OC, and ILO 

Structural Path Standardised Loadings 
Model 1 Model 2 

Intrinsic Motivation (IM) 
IM  IMAc1 1.23 -- 
IM  IMAc2 2.10 1.58 
IM  IMRe2 1.73 1.72 
IM  IMWI1 2.95 3.40 
IM  IMAG2 1.34 -- 
Organisational Commitment (OC) 
OC  OC1 2.83 2.70 
OC  OC2 1.55 -- 
OC  OC3R 0.91 -- 
OC  OC8 1.52 1.63 
OC  OC11R 0.98 -- 
OC  OC14 8.96 8.73 
OC  OC15R 1.83 -- 
Intention to Leave Organisation (ILO) 
ILO  ILO1 1.42 1.39 
ILO  ILO2 1.24 -- 
ILO  ILO6 1.39 1.38 
ILO  ILO7 1.62 1.66 
ILO  ILO9 1.34 1.38 
ILO  ILO12 0.70 -- 
ILO  ILO14 0.97 -- 

 

The three IM indicators (i.e. IMAc2, IMRe2 and IMWI1) are consistently supporting the 

model (see, Figure 6.19), and the other two indicators were deleted. The three indicators 

of intrinsic motivation represent achievement, recognition, and work itself. In a slightly 

different result from previous results, OC8 (Inspiring organisation) influenced the model 

along with OC1 (Extra effort) and OC14 (Organisation pride). So, employees’ 

commitment is represented by extra effort, being inspired by the organisation, and a 

sense of pride in the organisation.  Employees’ intention to leave the organisation was 

showed by their active consideration to quit (ILO1).  This may be due to lack of OC, 

their level of day-dreaming to leave the organisation (ILO6), the availability of an 

external suitable job offer (ILO7), or their motivation to start their own business (ILO9). 

In summary, Model 2 results validate the hypothesis that OC has a positive mediating 

effect from IM to ILO. 
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Figure 6.19 The Structural Path of the Model IM – OC → ILO 

 

 

6.8.2. The Relationship between Extrinsic Motivation (EM) and Intention to 

Leave an Organisation (ILO), Mediated by Organisational Commitment 

(OC) 

The second hypothesis in examining the relationship between work motivation and ILO, 

through the mediating role of OC, is: 

H7(b) Extrinsic motivation has an indirect and negative relationship with 

intention to leave organisation, through organisational commitment as a 

mediator (EM– OC→ILO). 

The SEM results for model 1 show a negative correlation value between EM and OC (γ 

value = -.850, p-value < .001) and OC and ILO (β value = -.595 p-value < .001). However, 

the indirect effect of EM to ILO mediated by OC is positive (.506). 

The EM indicators had consistent negative loadings, as shown in Table 6.40, with the 

exception of the three lowest policy and administration indicators (EMPA1, EMPA3, and 

EMPA4). In addition, the summary of GOF indices (see Table 6.39) indicated a poor 

model—there was a high RMSEA value (.113) and the goodness fit index was .739. 

Therefore, the three indicators of policy and administration were deleted. 
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Table 6.39 Summary of Goodness of Fit Indices for the Modelling of the 
Relationship between EM, OC, and ILO 

Fit Measure Results Model 1 Model 2 Model 3 
γ EM → OC -.850 .839 .992 
β OC → ILO -.595 -.584 -.650 
γ indirect effect EM – OC → ILO .506 -.490 -.646 
χ2 2123.68 1450.89 200.40 
p-value .000 .000 .000 
Degree of Freedom 250 187 42 
RMSEA .113 .108 .080 
ECVI 3.814 2.640 .426 
SRMR .104 .087 .051 
NFI .674 .750 .927 
NNFI .669 .747 .923 
CFI .700 .774 .941 
GFI .739 .790 .941 
AGFI .687 .740 .908 
 

The deletions resulted in preferable movements in the directions of each relationship 

between the variables. A significant positive correlation between EM and OC and a 

negative correlation between OC and ILO were reported in Table 6.39. Nevertheless, the 

GOF indices still showed poor results, despite improvements from Model 1. Therefore, 

more indicators were deleted to achieve a better model. Table 6.40 shows the standardised 

loadings of each indicator and the deleted indicators from each model. 

Model 3 showed a sharp increase in correlation values between EM and OC (γ = .99) and 

between OC and ILO (β = -.65). Accordingly, the indirect correlation value between EM 

and ILO through OC as a mediating variable increased to -.646 (see Table 6.39). Model 

3 represents a good fit model, as is confirmed by a RMSEA value of .08 (p value = .000) 

and SRMR value of .051. The ECVI scored the lowest value (.426) compared to the other 

models, which made Model 3 the preferred model. The other GOF indices similarly 

supported Model 3 being a good fit model—they ranged between .90 and .95. In 

summary, the results of Model 3 support the hypothesis H7 (b) that OC has a positive 

mediating effect on EM and ILO. 
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Table 6.40 Standardised Loading for the Path Model of EM, OC, and ILO 
Structural Path Standardised Loadings 

Model 1 Model 2 Model 3 
Extrinsic Motivation (EM) 
EM  EMPA1 1.05 -- -- 
EM  EMPA3 0.37 -- -- 
EM  EMPA4 0.57 -- -- 
EM  EMIR1 -1.43 1.43 -- 
EM  EMIR2 -3.44 3.42 -- 
EM  EMWC1 -2.72 2.72 2.43 
EM  EMSR2 -1.51 1.69 -- 
EM  EMSR3 -2.20 2.24 1.90 
EM  EMST1 -1.80 1.22 -- 
EM  EMSC2 -2.93 2.90 3.16 
Organisational Commitment (OC) 
OC  OC1 2.64 2.67 2.29 
OC  OC2 1.53 1.54 -- 
OC  OC3R 0.87 0.86 -- 
OC  OC8 1.53 1.54 1.54 
OC  OC11R 1.01 1.01 -- 
OC  OC14 9.05 9.09 8.80 
OC  OC15R 1.78 1.76 1.39 
Intention to Leave Organisation (ILO)  
ILO  ILO1 1.42 1.42 1.40 
ILO  ILO2 1.24 1.24 -- 
ILO  ILO6 1.39 1.39 1.37 
ILO  ILO7 1.62 1.62 1.66 
ILO  ILO9 1.34 1.34 1.38 
ILO  ILO12 0.70 0.70 -- 
ILO  ILO14 0.97 0.97 -- 
 

The EM and ILO indicators were consistent with previous results, as displayed in Figure 

6.20. However, in the case of OC, OC15R (Decision to work for the organisation) 

emerged in addition to the other three OC indicators (OC1, OC8, and OC14). The 

employees’ commitment was represented by, first, their decision to work for the 

organisation and their sense of pride in the organisation. Then, their commitment was 

manifested in their willingness to give an extra effort as the organisation inspired them 

to perform well. The employees were moved by the extrinsic context of their job, for 

example, the working environment, salary, and job security. Their intention to leave the 

organisation was continuously affected by their consideration to leave the job, an 

external job offer, and starting their own business. 
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Figure 6.20 The Structural Path of the Model EM – OC → ILO 

 

 

 

6.8.3. The Relationship between Public Service Motivation (PSM) and Intention 

to Leave an Organisation (ILO), Mediated by Organisational Commitment 

(OC) 

The proposed hypothesis for analysing the relationship between public service motivation 

and ILO, through the mediating role of OC is: 

H7(c) Public sector motivation has an indirect and negative relationship with 

intention to leave organisation, through organisational commitment as a 

mediator (PSM– OC→ILO). 

The indicators for each variable of the model are displayed in Table 6.42, as well as their 

estimated standardised loadings. The first iteration of the model shows a high RMSEA 

value (.118) and the other indices also have poor results. Table 6.41 displays the summary 

of GOF indices for the modelling of the relationship between PSM, OC, and ILO.   

However,  Model 1 indicated a positive correlation,  which is the direct effect of γ PSM 

→ OC = .578.   A negative correlation, as expected,  occurred between OC and ILO, β 

OC → ILO = -.517.   Thus, the indirect effect of PSM – OC → ILO was -.299.  These 

results led to other iterations to achieve a better model. 
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Table 6.41 Summary of Goodness of Fit Indices for the Modelling of the 
Relationship between PSM, OC, and ILO 

Fit Measure Results Model 1 Model 2 
γ PSM → OC .578 .490 
β OC → ILO -.517 -.473 
γ indirect effect PSM – OC → ILO -.299 -.232 
χ2 1523.16 158.11 
p-value .000 .000 
Degree of Freedom 187 42 
RMSEA .118 .069 
ECVI 3.084 .354 
SRMR .095 .067 
NFI .761 .950 
NNFI .754 .951 
CFI .781 .963 
GFI .749 .953 
AGFI .690 .927 

 

Some indicators were deleted and a number of iterations were conducted. The deletions 

included three PSM indicators (PSMAPS4, PSMCPV2, and PSMSS2), four OC 

indicators (OC1, OC3R, OC11R, and OC15R), and three ILO indicators (ILO2, ILO12, 

and ILO14). Finally, Model 2 achieved a good result. It produced a positive direct 

correlation value between PSM and OC (γ = .490) and a negative correlation between OC 

and ILO (β = -.473). The indirect correlation value between PSM and ILO through OC 

as a mediating variable was -.232. The RMSEA, ECVI, and SRMR were decreasing to 

preferable values, to .069; .354; and .067 respectively. The GOF indices supported a good 

fit model (see Table 6.41). 

 

Table 6.42 Standardised Loading for the Path Model of PSM, 
OC, and ILO 

Structural Path Standardised Loadings 
Model 1 Model 2 

Public Service Motivation (PSM) 
PSM  PSMAPS4 1.54 -- 
PSM  PSMCPV1 1.61 1.37 
PSM  PSMCPV2 1.06 -- 
PSM  PSMCOM3 1.29 1.41 
PSM  PSMCOM4 1.65 1.85 
PSM  PSMSS1 1.54 1.55 
PSM  PSMSS2 1.71 -- 
Organisational Commitment (OC) 
OC  OC1 2.96 -- 
OC  OC2 1.58 1.61 
OC  OC3R 0.96 -- 
OC  OC8 1.46 1.63 
OC  OC11R 0.98 -- 
OC  OC14 8.81 9.13 
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Structural Path Standardised Loadings 
Model 1 Model 2 

OC  OC15R 1.87 -- 
Intention to Leave Organisation (ILO) 
ILO  ILO1 1.42 1.39 
ILO  ILO2 1.24 -- 
ILO  ILO6 1.39 1.38 
ILO  ILO7 1.62 1.66 
ILO  ILO9 1.34 1.38 
ILO  ILO12 0.70 -- 
ILO  ILO14 0.97 -- 

 

As depicted in Figure 6.21, the influencing indicators of PSM are PSMCPV1 (Equal 

opportunity), PSMCOM3 (Fairness), PSMCOM4 (Welfare), and PSMSS1 (Personal 

sacrifice). These four indicators of PSM represent three dimensions of the original PSM, 

which are Commitment to Public Values (CPV), Compassion (COM), and Self-Sacrifice 

(SS). The attraction to public service (APS) dimension is not supported in the data set. 

OC is affected by three significant indicators in Model 2. They are OC2 (Organisation 

pride), OC8 (Inspiring organisation), and OC14 (Organisation pride 3). ILO has four 

influencing indicators—ILO1 (Consideration to leave organisation), ILO6 (Day-

dreaming for another job), ILO7 (Suitable offer), and ILO9 (Starting own business). In 

summary, the results of Model 2 support hypothesis H7(c) that PSM has indirect and 

negative correlation to ILO through the mediating effect of OC. 

 

Figure 6.21 The Structural Path of the Model PSM – OC → ILO 
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6.9. Indirect Relationship between Work Motivation and 

Intention to Leave an Organisation, through Job 

Satisfaction as a Mediator 
 

The examination of mediating effect are continued by exploring the impact of job 

satisfaction into the relations between work motivation and intention to leave an 

organisation. 

 

6.9.1. The Relationship between Intrinsic Motivation (IM) and Intention to 

Leave an Organisation (ILO), Mediated by Job Satisfaction (JS) 

The final mediating analyses will examine the effect of JS on the relationship between 

work motivation and ILO, based on the following hypothesis: 

H8(a) Intrinsic motivation has an indirect and negative relationship with 

intention to leave organisation, through job satisfaction as a mediator (IM–

JS→ILO). 

The model was constructed using the variables IM and JS, which both consist of five 

indicators, and ILO, which has seven indicators. These indicators are generated from 

previous analyses and are displayed in Table 6.44. The first SEM iteration of the full 

model resulted a positive correlation between IM and JS (γ value = .650, p-value < .001), 

and a negative correlation between JS and ILO (β value = -.529, p-value < .001).  The 

indirect effect of IM on ILO mediated by JS is -.344. However, as seen in Table 6.43, the 

summary of GOF indices indicates a moderate range, with a high RMSEA value (.099); 

SRMR = .070; and GFI = .864. These results indicate the model can be further refined. 
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Table 6.43 Summary of Goodness of Fit Indices for the Modelling 
of the Relationship between IM, JS, and ILO 

Fit Measure Results Model 1 Model 2 
γ IM → JS .650 .646 
β JS → ILO -.529 -.485 
γ indirect effect IM – JS → ILO -.344 -.313 
χ2 679.39 87.05 
p-value .000 .000 
Degree of Freedom 117 25 
RMSEA .099 .065 
ECVI 1.490 .218 
SRMR .070 .043 
NFI .846 .964 
NNFI .843 .962 
CFI .865 .974 
GFI .864 .969 
AGFI .822 .944 

 

The following iterations were intended to delete some indicators based on the 

measurement loadings (see Table 6.44). The deleted indicators were IMAc1, IMAG2, 

JS7, JS8, ILO1, ILO2, ILO12, and ILO14. The results maintained the direction of 

correlations similar to previous results. Model 2 reported a positive γ value of IM and JS 

of .646 (p-value < .001), and a negative β value of JS and ILO of -.485 (p-value < .001). 

The indirect correlation value is -.314 (p-value < .001), see Table 6.43. Those correlation 

values were slightly lower than in Model 1. Nevertheless, the RMSEA is refined to .065; 

as well as SRMR to .043. The GOF indices were reported in the range of a good fit 

model—much closer to the margin of a perfect fit range, as the GOF indices were between 

.94 and .97. These results confirm hypothesis H7(a) and the mediating effect of JS in the 

link between IM and ILO.  

 

Table 6.44 Standardised Loading for the Path Model of IM, 
JS, and ILO 

Structural Path Standardised Loadings 
Model 1 Model 2 

Intrinsic Motivation (IM) 
IM  IMAc1 1.34 -- 
IM  IMAc2 2.22 1.69 
IM  IMRe2 1.64 1.79 
IM  IMWI1 2.68 3.20 
IM  IMAG2 1.29 -- 
Job Satisfaction (JS) 
JS  JS1 2.34 2.31 
JS  JS2 2.55 2.62 
JS  JS5 2.86 2.83 
JS  JS7 1.16 -- 
JS  JS8 1.60 -- 
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Structural Path Standardised Loadings 
Model 1 Model 2 

Intention to Leave Organisation (ILO) 
ILO  ILO1 1.42 -- 
ILO  ILO2 1.23 -- 
ILO  ILO6 1.39 1.37 
ILO  ILO7 1.62 1.68 
ILO  ILO9 1.34 1.36 
ILO  ILO12 0.70 -- 
ILO  ILO14 0.97 -- 

 

IMAc2, IMRe2, and IMWI1 were significant loadings for IM. These indicators have 

been consistently identified from the analyses and they represent achievement, 

recognition, and work itself. Employee satisfaction is represented by overall satisfaction 

and job accomplishment satisfaction. The ILO variable was affected by three indicators; 

ILO6, ILO7, and ILO9. These are Day-dreaming of a new job, External job offer, and 

Starting a new business. This final model showed a different pattern of ILO indicators, 

as ILO1 (Consideration to leave organisation) did not influence the model. It is likely 

this is because ILO is correlated with JS and the higher the level of employee 

satisfaction, the less the level of intention to leave the organisation.  Model 2 provides 

evidence that the data set supports the hypothesis H8(a) that IM has an indirect and 

negative relationship with ILO, through JS as a mediator. 

 

Figure 6.22 The Structural Path of the Model IM – JS → ILO 
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6.9.2. The Relationship between Extrinsic Motivation (EM) and Intention to 

Leave an Organisation (ILO), Mediated by Job Satisfaction (JS) 

To examine the relationship between extrinsic motivation and ILO, through the mediating 

role of JS, the following hypothesis is proposed: 

H8(b) Extrinsic motivation has an indirect and negative relationship with 

intention to leave organisation, through job satisfaction as a mediator (EM– 

JS→ILO). 

The SEM results of this model were consistent with previous results involving the EM 

variable. A negative correlation between EM and JS occurred repeatedly (γ value = -.712, 

p-value < .001). On the other hand, the results showed a preferable negative correlation 

between JS and ILO (β value = -.547, p-value < .001). Accordingly, the indirect effect of 

EM on ILO mediated by JS produced a positive value of .390. These results indicate an 

inadequate model, as the GOF indices showed poor results (see Table 6.45). Therefore, 

the same treatment was applied to the EM variable by deleting three policy and 

administration indicators (EMPA1, EMPA3, and EMPA4).     

 

Table  6.45 Summary of Goodness of Fit Indices for the modelling of the 
relationship between EM, JS, and ILO 

Fit Measure Results Model 1 Model 2 Model 3 
γ EM → JS -.712 .693 .863 
β JS → ILO -.547 -.544 -.615 
γ indirect effect EM – JS → ILO .390 -.377 -.531 
χ2 1656.05 1234.73 128.80 
p-value .000 .000 .000 
Degree of Freedom 207 150 25 
RMSEA .117 .111 .084 
ECVI 3.353 2.255 .290 
SRMR .110 .092 .062 
NFI .715 .790 .940 
NNFI .707 .783 .929 
CFI .738 .810 .951 
GFI .761 .807 .954 
AGFI .708 .755 .918 
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Table 6.46 Standardised Loading for the Path Model of EM, JS, and ILO 
Structural Path Standardised Loadings 

Model 1 Model 2 Model 3 
Extrinsic Motivation (EM) 
EM  EMPA1 1.14 -- -- 
EM  EMPA3 0.39 -- -- 
EM  EMPA4 0.59 -- -- 
EM  EMIR1 -1.50 1.48 -- 
EM  EMIR2 -3.55 3.48 -- 
EM  EMWC1 -2.79 2.73 2.52 
EM  EMSR2 -1.51 1.57 -- 
EM  EMSR3 -2.30 2.34 2.01 
EM  EMST1 -1.21 1.25 -- 
EM  EMSC2 -2.71 2.68 2.99 
Job Satisfaction (JS) 
JS  JS1 2.32 2.32 -- 
JS  JS2 2.51 2.51 2.20 
JS  JS5 2.87 2.87 2.88 
JS  JS7 1.22 1.21 -- 
JS  JS8 1.67 1.66 -- 
Intention to Leave Organisation (ILO)  
ILO  ILO1 1.42 1.42 -- 
ILO  ILO2 1.23 1.23 1.20 
ILO  ILO6 1.39 1.39 1.41 
ILO  ILO7 1.62 1.62 1.65 
ILO  ILO9 1.34 1.34 1.35 
ILO  ILO12 0.70 0.70 -- 
ILO  ILO14 0.97 0.97 -- 

 

Following the deletion of the EMPA indicators, more iterations were necessary to refine 

the GOF indices (as shown in Table 6.46). These iterations involved deleting more EM 

indicators (EMIR1, EMIR2, EMSR2, and EMST1), as well as three JS indicators (JS1, 

JS7, and JS8), and three ILO indicators (ILO1, ILO12, and ILO14). The final model, 

Model 3, achieved a good result. 

The correlation values of the relationships between the latent variables of Model 3 

improved significantly, as displayed in Figure 6.23. It shows a positive direct correlation 

value between EM and JS (γ = .863) and a negative correlation between JS and ILO (β 

= -.615). The indirect correlation value between EM and ILO through JS as a mediating 

variable is -.531. Consistently, the influencing indicators of EM are EMWC1 (Work 

environment); EMSR3 (Effort salary); and EMSC2 (Retirement). These three indicators 

represent the working environment, salary, and job security. JS is only influenced by 

two indicators in Model 3—the overall satisfaction and job accomplishment satisfaction. 

Thus, employee satisfaction is represented by overall satisfaction and job 

accomplishment satisfaction.   
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The ILO variable is affected by four indicators: ILO2 (Job opportunity); ILO6 (Day-

dreaming); ILO7 (Suitable offer); and ILO9 (Starting own business). This final model 

shows a different pattern of ILO indicators. The result had shown that the ILO1 

(intention to leave organisation) is not influencing this model – as evidently previous 

results of the interaction between ILO and JS in Section 6.9.1.  This is more likely 

because of the nature of the correlation between ILO and JS—that the higher the level 

of employee satisfaction the less the intention of the employee to leave the organisation. 

In summary, the results of Model 3 support the hypothesis H8(b) that EM has indirect 

and negative relationship with ILO, through JS as a mediating variable. 

 

Figure 6.23 The Structural Path of the Model EM – JS → ILO 

 

 

 

6.9.3. The Relationship between Public Service Motivation (PSM) and Intention 

to Leave an Organisation (ILO), Mediated by Job Satisfaction (JS) 

The proposed hypothesis for analysing the relationship between public service motivation 

and ILO, through the mediating role of JS is: 

H8(c) Public sector motivation has an indirect and negative relationship with 

intention to leave organisation, through job satisfaction as a mediator (PSM– 

JS→ILO). 

The construct of the model included the indicators from the previous examinations 

(exploratory and confirmatory analyses). The SEM iteration results for the full model 
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showed a high value for RMSEA (.108) and the other indices also had poor results, as 

explained in Table 6.47. However, Model 1 showed a positive correlation value of γ = 

.335, which is the direct effect of PSM → JS. A negative correlation, as expected, 

occurred between JS and ILO, β JS → OC = -.523. Thus, the indirect effect of PSM – OC 

→ ILO was -.175. Accordingly, some iterations are performed to gain a better fit model 

by deleting some of the indicators.  

 

Table 6.47 Summary of Goodness of Fit Indices for the Modelling of 
the Relationship between PSM, JS, and ILO 

Fit Measure Results Model 1 Model 2 
γ PSM → JS .335 .312 
β JS → ILO -.523 -.504 
γ indirect effect PSM – JS → ILO -.175 -.157 
χ2 1016.72 185.75 
p-value .000 .000 
Degree of Freedom 150 42 
RMSEA .108 .077 
ECVI 2.138 .401 
SRMR .075 .052 
NFI .831 .950 
NNFI .828 .949 
CFI .849 .961 
GFI .811 .949 
AGFI .761 .920 

 

The deletion of indicators was based on the standardised loadings as listed in Table 6.48. 

The deleted indicators were PSMAPS4, PSMCPV1, PSMCPV2, PSMSS2, JS7, and 

ILO12. The remaining indicators are highlighted in Figure 6.24. The final results showed 

that Model 2 is a good fit model. 

Model 2 shows a positive direct correlation value between PSM and JS (γ = .312) and a 

negative correlation between JS and ILO (β = -.504). The indirect correlation value 

between PSM and ILO through JS as a mediating variable is insignificantly -.157. 

Despite this, the results point out preferable directions.  
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Table 6.48 Standardised Loading for the Path Model of PSM, 
JS, and ILO 

Structural Path Standardised Loadings 
Model 1 Model 2 

Public Service Motivation (IM) 
PSM  PSMAPS4 1.53 -- 
PSM  PSMCPV1 1.63 -- 
PSM  PSMCPV2 1.06 -- 
PSM  PSMCOM3 1.29 -- 
PSM  PSMCOM4 1.66 1.42 
PSM  PSMSS1 1.52 2.03 
PSM  PSMSS2 1.68 2.15 
Job Satisfaction (JS) 
JS  JS1 2.35 2.34 
JS  JS2 2.55 2.58 
JS  JS5 2.85 2.84 
JS  JS7 1.16 -- 
JS  JS8 1.59 1.53 
Intention to Leave Organisation (ILO) 
ILO  ILO1 1.42 1.42 
ILO  ILO2 1.23 1.22 
ILO  ILO6 1.39 1.39 
ILO  ILO7 1.62 1.63 
ILO  ILO9 1.34 1.36 
ILO  ILO12 0.70 -- 
ILO  ILO14 0.97 -- 

 

Welfare, personal sacrifice, and civic duty are the PSM indicators that are continuously 

emphasised in the models in SEM analysis. These three indicators represent only two 

dimensions of the original PSM, which are Compassion (COM) and Self-Sacrifice (SS). 

The attraction to public service (APS) and Commitment to Public Values (CPV) 

dimensions are invalidated in the data set. 

 

Figure 6.24 The Structural Path of the Model PSM – JS → ILO 
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JS is influenced by three indicators in the final model. They are overall satisfaction (JS1 

and JS2), and job accomplishment satisfaction (JS5). The ILO variable is affected by five 

indicators. They are ILO1 (Intention to leave the organisation), ILO2 (Job opportunity), 

ILO6 (Day-dreaming), ILO7 (Suitable offer), and ILO9 (Starting own business). In 

summary, the results of Model 2 validate hypothesis H8 (c) that PSM has an indirect and 

negative relationship with ILO, through JS as a mediating variable. 

 

6.10. Summary of the Hypotheses Testing 

The summary of the results of hypotheses testing is presented in Table 6.49 below. It 

reveals that all hypotheses are accepted and validated in the data set. 

 

Table 6.49 Summary of the Results of Hypotheses Testing 
No Hypothesis Results 

1(a) Intrinsic motivation has a direct and positive relationship with 
organisational commitment (IM→OC) 

Accepted 

1(b) Extrinsic motivation has a direct and positive relationship with 
organisational commitment (EM→OC) 

Accepted 

1(c) Public service motivation has a direct and positive 
relationship with organisational commitment (PSM→OC) 

Accepted 

2(a) Intrinsic motivation has a direct and positive relationship with 
job satisfaction (IM→JS) 

Accepted 

2(b) Extrinsic motivation has a direct and positive relationship with 
job satisfaction (EM→JS) 

Accepted 

2(c) Public service motivation has a direct and positive 
relationship with job satisfaction (PSM→JS) 

Accepted 

3 The relationship between organisational commitment and job 
satisfaction is bi-directional and positive (OC↔JS) 

Accepted 

4(a) Intrinsic motivation has a direct and negative relationship with 
intention to leave organisation (IM→ILO)  

Accepted 

4(b) Extrinsic motivation has a direct and negative relationship 
with intention to leave organisation (EM→ILO)  

Accepted 

4(c) Public service motivation has a direct and negative 
relationship with intention to leave organisation (PSM→ILO) 

Accepted 

4(d) Organisational commitment has a direct and negative 
relationship with intention to leave organisation (OC→ILO) 

Accepted 

4(e) Job satisfaction has a direct and negative relationship with 
intention to leave organisation (JS→ILO) 

Accepted 

5(a) Intrinsic motivation has an indirect and positive relationship 
with job satisfaction, through organisational commitment as a 
mediator (IM − OC →JS) 

Accepted 
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No Hypothesis Results 

5(b) Extrinsic motivation has an indirect and positive relationship 
with job satisfaction, through organisational commitment as a 
mediator (EM – OC →JS) 

Accepted 

5(c) Public service motivation has an indirect and positive 
relationship with job satisfaction, through organisational 
commitment as a mediator (PSM – OC →JS) 

Accepted 

6(a) Intrinsic motivation has an indirect and positive relationship 
with organisational commitment, through job satisfaction as a 
mediator (IM—JS→OC)  

Accepted 

6(b) Extrinsic motivation has an indirect and positive relationship 
with organisational commitment, through job satisfaction as a 
mediator (EM—JS→OC) 

Accepted 

6(c) Public service motivation has an indirect and positive 
relationship with organisational commitment, through job 
satisfaction as a mediator (PSM—JS→OC) 

Accepted 

7(a) Intrinsic motivation has an indirect and negative relationship 
with intention to leave organisation, through organisational 
commitment as a mediator (IM—OC→ILO) 

Accepted 

7(b) Extrinsic motivation has an indirect and negative relationship 
with intention to leave organisation, through organisational 
commitment as a mediator (EM—OC→ILO) 

Accepted 

7(c) Public service motivation has an indirect and negative 
relationship with intention to leave organisation, through 
organisational commitment as a mediator (PSM—OC→ILO) 

Accepted 

8(a) Intrinsic motivation has an indirect and negative relationship 
with intention to leave organisation, through job satisfaction 
as a mediator (IM—JS→ILO) 

Accepted 

8(b) Extrinsic motivation has an indirect and negative relationship 
with intention to leave organisation, through job satisfaction 
as a mediator (EM—JS→ILO) 

Accepted 

8(c) Public service motivation has an indirect and negative 
relationship with intention to leave organisation, through job 
satisfaction as a mediator (PSM—JS→ILO) 

Accepted 

 

6.11. Complex Model of All Latent Variables: IM, EM, OC, JS, 

and ILO 
The final part of this study involves exploring the complex model, which consists of all 

the latent variables and their confirmed indicators. Table 6.50 discloses all the variables, 

indicators, and their standardised loading. This table describes the deletion of indicators 

of each model. Model 1 is the initial model with all the related indicators, however, the 

results show a poor fit (as shown in Table 6.51). Model 2 includes indicators which mostly 

emerged from previous hypotheses tests. Model 3 is the final model based on the best 

results.   
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Table 6.50 Standardised Loading for the Path of the Full Model 
Structural Path Standardised Loadings 

Model 1 Model 2 Model 3 
Intrinsic Motivation (IM) 
IM  IMAc1 1.19 -- -- 
IM  IMAc2 1.95 1.60 1.60 
IM  IMRe2 1.65 1.66 1.62 
IM  IMWI1 3.17 3.46 3.49 
IM  IMAG2 1.39 -- -- 
Extrinsic Motivation (EM) 
EM  EMPA1 1.15 -- -- 
EM  EMPA3 0.39 -- -- 
EM  EMPA4 0.611 -- -- 
EM  EMIR1 -1.46 -- 1.39 
EM  EMIR2 -3.55 -- -- 
EM  EMWC1 -2.79 2.53 2.73 
EM  EMSR2 -1.42 -- -- 
EM  EMSR3 -2.16 1.89 1.91 
EM  EMST1 -1.17 -- -- 
EM  EMSC2 -2.96 3.10 3.04 
Public Service Motivation (PSM) 
PSM  PSMAPS4 1.54 -- -- 
PSM  PSMCPV1 1.61 -- -- 
PSM  PSMCPV2 1.05 -- -- 
PSM  PSMCOM3 1.30 -- -- 
PSM  PSMCOM4 1.64 1.44 1.43 
PSM  PSMSS1 1.55 1.92 1.92 
PSM  PSMSS2 1.73 2.27 2.28 
Organisational Commitment (OC) 
OC  OC1 2.80 2.91 2.82 
OC  OC2 1.55 1.60 -- 
OC  OC3R 0.87 -- -- 
OC  OC8 1.56 1.64 -- 
OC  OC11R 0.97 -- -- 
OC  OC14 9.00 9.09 8.85 
OC  OC15R 1.76 -- -- 
Job Satisfaction (JS) 
JS  JS1 2.33 2.32 2.32 
JS  JS2 2.52 2.60 2.60 
JS  JS5 2.92 2.87 2.86 
JS  JS7 1.19 -- -- 
JS  JS8 1.66 -- -- 
Intention to Leave Organisation (ILO)  
ILO  ILO1 1.43 1.43 1.41 
ILO  ILO2 1.23 1.22 -- 
ILO  ILO6 1.39 1.38 1.37 
ILO  ILO7 1.62 1.63 1.65 
ILO  ILO9 1.34 1.37 1.38 
ILO  ILO12 0.70 -- -- 
ILO  ILO14 0.97 -- -- 
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Table 6.51 Summary of Goodness of Fit Indices for the modelling of the 
relationship between IM, EM, PSM, OC, JS, and ILO 

Fit Measure Results Model 1 Model 2 Model 3 
γ IM → OC .151 .273 .238 
γ EM → OC -.621 .578 .497 
γ PSM → OC .207 .142 .290 
γ IM → JS .478 .350 .241 
γ EM → JS -.127 .313 .188 
γ PSM → JS -.318 -.256 -.368 
β OC → JS .455 .266 .586 
γ IM → ILO -.042 .107 .289 
γ EM → ILO .440 -1.225 -.869 
γ PSM → ILO .250 .184 .265 
β OC → ILO -.214 .455 -.142 
β JS → ILO -.120 -.122 -.100 
χ2 5180.64 762.19 587.49 
p-value .000 .000 .000 
Degree of Freedom 764 174 137 
RMSEA .0996 .076 .075 
ECVI 9.219 1.503 1.190 
SRMR .092 .061 .059 
NFI .650 .883 .897 
NNFI .661 .887 .898 
CFI .684 .907 .918 
GFI .671 .894 .904 
AGFI .629 .860 .867 
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Figure 6.25 Structural Path of Complex Model 1 

 

 

Complex Model 1 had a RMSEA value of .100 and all the fit indices were below .70, 

which meant it was a poor model. The correlations were reported at moderate to low 

values. Moreover, the correlations between EM and the endogenous variables (OC, JS, 

and ILO) disclosed opposite directions from the initial prediction, as shown in Figure 

6.25. There were negative correlations between EM and OC (β = -.621) and JS (β = -.127) 

and a positive correlation to ILO (β = .440). Similarly, in contrast to expectations, PSM 

showed a negative correlation to JS (β = -.318) and a positive correlation to ILO (β = 

.250). Thus, Complex Model 1 is subjected to further refinement. 
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Figure 6.26 Structural Path of Complex Model 2 

 

 

Alternatively, several iterations were explored to produce Complex Model 2. This model 

consisted of indicators that constantly emerged in previous SEM analyses, as shown in 

Figure 6.26. Contrary to predictions, the correlations between IM, PSM, and OC to ILO 

are positive (βIM →ILO = .107; βEM →ILO = .184; and βOC →ILO = .455). Moreover, the 

correlation between EM and ILO shows an unacceptable value (β = -1.225). And despite 

a better RMSEA value (.076), the fit indices remain below the threshold values of a good 

fit model. These conditions were signalling mediocre results. Therefore, Complex Model 

2 is considered an unfit model.  

More iterations to find a good fit model were performed. The explorations included some 

movements of several indicators. IM, PSM, and JS indicators remained the same as for 

Model 2 (see Table 6.51). Inter-relationship with co-workers in the work place (EMIR1) 

became an influencing indicator for the EM variable for the model.  However, two OC 

indicators (OC2 and OC8) were unlisted in Model 2, leaving OC1 (Extra effort) and OC14 

(Organisation pride) as significant indicators for OC. Another indicator, ILO2, was 

deleted to formulate the ILO variable for the model. Having completed those 

explorations, finally, a model that represents a best available composition of the complex 
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model was achieved. Model 3 produced refined results from previous models. The 

RMSEA is improved to .075, as well as the SRMR (.059).  The GOF indices are in an 

acceptable range to fit Model 3 as a fair model. The CFI and GFI, which are .918 and 

.904 respectively, show better values than the other indices (as reported in Table 6.51). 

 

Figure 6.27 Structural Path of Complex Model 3 

 

 

The structural path of Model 3, as illustrated in Figure 6.27, shows that the indicators of 

IM, PSM and JS are those that consistently emerged in previous results. IM is supported 

by Achievement (IMAc2), Recognition (IMRe2), and Work itself (IMWI1). The three 

indicators of PSM represent two dimensions of the original PSM, Compassion (COM4) 

and Self-Sacrifice (SS1 and SS2). The other two dimensions, Attraction to Public Service 

(APS) and Commitment to Public Values (CPV), are declined in this data context. 
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Employees showed a strong preference for overall satisfaction (JS1 and JS2) and job 

achievement satisfaction (JS5), as has continuously emerged in SEM analyses. 

Interestingly, the employees perceived that inter-relations with co-workers in the work 

place is important. This is indicated by EMIR1, as one of indicators that supported EM 

in the final model, the other three indicators (EMWC1, EMSr3, and EMSc2) are those 

consistently validating models in previous results. The four indicators of extrinsic 

motivation represent Work-place inter-relation, Working environment, Salary, and Job 

security. 

Furthermore, OC indicators are unexpectedly distilled into only two indicators (OC1 and 

OC14). Employee commitment is represented by an employee’s willingness to submit an 

extra effort in their job and a sense of pride in the organisation. Lastly, ILO is influenced 

by ILO1, ILO6, ILO7, and ILO9. This implies that the employees have been considering 

leaving the organisation and this was indicated by their day-dreaming to have a new job, 

having an external job offer, or starting their own business. 

As seen in Figure 6.27, most of the correlations are in expected directions. Work 

motivations (IM, EM, and PSM) have positive correlations to OC, thus, the more 

employees are moved by intrinsic, extrinsic, and public service motivation, the greater 

their commitment to the organisation. On the other hand, employees’ satisfaction is 

influenced by intrinsic and extrinsic motivations, as shown by the positive correlations 

between them. The relationship between OC and JS has been reported as positive and 

significant. Despite the favourable negative direction, the relationship between OC, JS, 

and ILO is very weak. This result contrasts with the relationship between EM and ILO, 

which has a significant negative correlation. Employees considered EM a crucial factor 

to their intention to quit their job and switch to another organisation.    

However, there are three correlations that show opposite directions from expectations. A 

negative relationship occurred between PSM and JS (βPSM →JS = -.368), and there were 

positive correlations between IM and ILO (βIM →ILO = .289), and PSM and ILO (βPSM →ILO 

= .265). As explained in Chapter 5, the application of PSM in different contexts requires 

caution (Giauque et al., 2011; Gould-Williams et al., 2013; S. H. Kim & Kim, 2013; 

Perry, 1996, 1997; Perry & Hondeghem, 2008; Perry et al., 2010; Taylor, 2008). Other 

studies considered that Person-Organisation Fit (P-O Fit) stimulated the application of 

PSM related to job satisfaction, performance, and turnover intention (Bright, 2013; Liu, 
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2009). When employees increase their compatibility with the organisation, their PSM 

level will significantly impact JS and ILO.   

Notwithstanding the results of the hypotheses analyses (as stated in Table 6.49 in pages 220-

221), the complex model exhibits mixed outcomes. Most of the correlations are reported 

in lower magnitudes than the hypotheses analyses results. Moreover, some of them are 

contrary to the expected directions. A possible explanation is that since the model 

considered six latent variables that intertwined with each other, one variable could have 

a significant impact on the others. Furthermore, the contextual background of the research 

could have an influence on the results—the underlying theories are developed in a 

western-countries background. The contextual background includes the national culture, 

the organisational culture, professional subculture, and the organisation’s own history 

(Hofstede, 1981), in which the study was conducted is a public sector organisation in 

Indonesia. Therefore, the generalisation of these findings should be applied cautiously in 

other contexts. 

 

6.12. Summary  

This chapter presented the results of hypotheses testing through SEM analysis of the 

correlations between the exogenous and endogenous variables. The hypotheses are those 

previously mentioned in Chapter 3 Section 3.5. The explorations include direct and 

indirect correlations. The indirect correlations involve a mediating analysis in the 

correlations between the variables. The indicators of each variable were predefined in 

Chapter 5, as the results of the Exploratory Factor Analysis (EFA) and Confirmatory 

Factor Analysis (CFA). The results of SEM analysis support the hypotheses (as listed in 

Table 6.49). In addition, this study explores the complex models that corroborate all 

variables. However, the later explorations show divergent interpretations, therefore, 

caution is required in generalising the results to other contexts. 

This chapter completes the quantitative data examination of the research. The following 

chapter will scrutinise the qualitative part of this study. The analysis of the semi-

structured interview transcripts will be linked to some quantitative results. 
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CHAPTER SEVEN: 

QUALITATIVE DATA ANALYSES 

(INTERVIEWS) 
 

7.1    Introduction 

Findings from the quantitative analyses of this research project have been reported in 

Chapters 5 and 6. This chapter reports the results of a qualitative analysis intended to 

supplement the quantitative outputs and answer research question number eight (What 

reasons can be advanced for the decision by employees to leave a public-sector 

organisation?) as presented in the first chapter. 

The qualitative approach, therefore, sought to confirm the context of the employees’ 

perceptions of the organisation and to illustrate the experiences that eventually drove their 

voluntary disengagement from the organisation. Semi-structured interviews were used as 

the data collection procedure in this qualitative approach. The transcribed interviews were 

analysed to identify themes emerging from the conversations.   

This chapter offers empirical results from the qualitative analysis with two specific 

objectives in mind. First, it provides a response to the qualitative research question. It 

provides a detailed description of the organisation as perceived by the former employees 

and places their decision to leave the organisation in an appropriate context to help cast 

light on their decision. Second, the results of the qualitative analysis provide some 

explanation of the quantitative findings by synthesising the underlying theories and the 

contextual background in terms of themes that emerged from the qualitative exploration.  

The chapter is divided into eight sections. Section 7.2, explains the procedures of the 

qualitative research approach. Then the next four sections, i.e. Sections 7.3 to 7.6, present 

the main classification of the themes that emerged from the analysis: Human Resource 

Management; Employee Welfare; Policy and Regulation; and Organisational Changes. 

Section 7.7 offers an analytic discussion and synthesises these results with findings from 

the review of the literature, contextual data, and quantitative outputs. Section 7.8 

concludes the chapter.    
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7.2  The Procedure  

To gain an in-depth understanding of the underlying factors that drive people to leave the 

organisation, we need to directly approach “the people” and seek information, from their 

perspective, as to why they have taken the actions they have. A semi-structured interview 

was chosen as the method of data collection. All participants were required to be former 

employees of the DGT. As each participant had a unique history with the DGT in terms 

of their employment experience and the considerations that eventually shaped their 

intention to leave the DGT, it made sense to treat each participant’s experience as a 

different case. For this reason, the qualitative procedure is grounded on case study 

research (Hennink, 2011).  

The snowball sampling technique was applied as the sampling procedure. The researcher 

relied on personal networking to contact the prospective participants. An interview guide 

was prepared along with an information letter and participants’ consent form. The 

participants were telephoned and invited to participate. Interviews were arranged with 

those who consented. The only difficulty during the data collection process was the issue 

of time management from the perspective of both the participants and the researcher. 

Participants had busy schedules and the researcher had to manage a three-month time 

allocation for doing both the surveys and the interviews.  

The interviews began with a description of the purpose of the study, informing the 

participants that their names would not be used to ensure anonymity, and a request for 

demographic information (gender, age, education, and their former position in the DGT). 

The participants were then asked important questions focusing on their perception of the 

DGT and the experiences that led to their decision to leave the organisation. Participants 

were also asked to assess their experience during the resignation process. In keeping with 

the purpose of the research, participants were then asked a series of questions that 

explored suggestions they had for actions that might be taken by the DGT to curb the 

growing phenomenon of employees’ voluntary disengagement. Finally, participants were 

asked about their expectations of their future employment and job prospects. Most of the 

participants were enthusiastic during the discussion about their work experiences and held 

very positive perceptions of the DGT. They demonstrated, through gestures and the tone 

of their voice, an eagerness when they described their motives and reasons for leaving the 

DGT. 
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Table 7.1 presents the background profile of the sample. A total of nine participants were 

interviewed; only two were females. The average age of the participants was 40.6 years 

with a standard deviation of 2.1 years. This means that more than a half of the participants 

were over forty years of age at the time of the interview. Most of the interviews were 

conducted in the participants’ offices and about 78% of participants had a master’s degree 

qualification. The data indicate that there was a wide range in the participants’ last 

position held in the DGT (i.e. from general staff to section head) as well as in their current 

position (i.e. from housewife to a higher level tax manager in a multinational mining 

corporation).  

 

Table 7.1 Participants’ Profiles 
Participants Gender Age 

(years) 
Education Last Position 

in the 
Organisation 

Current Position 

P1 Male  42  Master’s 
Degree 

Section Head 
(Echelon IV) 

Higher Level Tax 
Manager in 
Multinational Mining 
Corp.  

P2 Male  40 Master’s 
Degree 

Section Head 
(Echelon IV) 

Partner in Accounting 
and Tax Firm 

P3 Male  40 Master’s 
Degree 

Account 
Representative 

Partner in Accounting 
and Tax Firm 

P4 Male  41 Master’s 
Degree 

Tax Auditor Partner in Accounting 
and Tax Firm 

P5 Male  44 Master’s 
Degree 

Section Head 
(Echelon IV) 

Partner in Accounting 
and Tax Firm 

P6 Male  38 Master’s 
Degree 

Tax Auditor Manager in 
Accounting and Tax 
Firm 

P7 Male  37 Bachelor’s 
Degree 

Staff Manager in 
Accounting and Tax 
Firm 

P8 Female  42 Master’s 
Degree 

Tax Auditor Managing Own 
Business 

P9 Female  41 Bachelor’s 
Degree 

Tax Auditor Housewife 

 

All interviews were conducted in the Bahasa Indonesia language and audio recorded. The 

average duration of each interview was 75 minutes. The recordings were firstly 

transliterated in Bahasa Indonesia, and then translated into English. Subsequently, the 

interview transcriptions were analysed by developing codes and content analysis methods 

to explore the themes emerging from the interview data. 
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The analyses were begun by making verbatim transcriptions of the interviews. Then the 

transcriptions were carefully read and annotated to gain a thorough understanding, as a 

preliminary process for coding. Subsequently, a codebook was developed from the 

annotated data of the transcriptions. Then the interview transcriptions were coded 

accordingly. The coded interview transcriptions were analysed to extract the themes 

relating to the issues under discussion. The themes that emerged were classified into four 

categories: Human Resource Management; Employee Welfare; Policy and Regulation; 

and Organisational Changes. Each of these four themes are discussed below. 

 

7.3  Human Resource Management 

The interviews primarily focused on human resource management within the 

organisation. The participants’ perceptions and experiences of how the DGT managed its 

employees through its policies and decisions were openly discussed. The participants 

raised several key issues regarding human resource management including: promotion 

and rotation policy; assessment and mapping; career paths; training and development; 

recruitment; and commitment.   

 

7.3.1 Promotion and Rotation Policy 

The promotion and rotation policy of the DSG is regarded as having created significant 

dissatisfaction among employees. Public sector promotion is largely based on seniority 

(of age, tenure, and rank) and pays scant regard to the performance of employees (Rees, 

2013). Regular rotation of employees is crucial to the functioning of the DGT. The DGT 

has more than 300 TOs across Indonesia and must fill positions in those TOs to ensure 

the success of its mission. Consequently, the DGT has required employees to sign an 

employment contract stating that they are willing to be positioned across Indonesia. 

However, the promotion and rotation policy lacks clarity. On signing an employment 

contract, the employee is not made aware of the specifics of their rotation pattern. They 

do not know where they will first be positioned, how long they will be in that position, or 

where they will be subsequently positioned. Importantly, they are given no indication of 

the potential for appointment to a TO in their home town. This uncertainty causes 



233 
 

significant dissatisfaction among employees, as is illustrated by the following participant 

statements:  

P1: ...[the organisation] did not have any [career development] planning for 

its employees and never linked the experiences and performances delivered 

by the employees from their previous assignments to their future assignments. 

The employees’ track records were never considered for their future 

assignment. The promotion and rotation were decided randomly. 

P2: …the organisation did not have a clear rotation policy for its employees. 

P3: The placement or rotation and promotion were unpredictable. There was 

no guarantee that if we do our job well and have a high performance, will be 

promoted. There was a higher performance AR [Account Representative] 

who was promoted to a very remote area in (the) Papua Province. In contrast, 

another average performance AR was promoted to a better location than the 

first one. These facts had discouraged and demotivated the employees.      

P7: …After modernisation, the management of human resource had been 

improved, however, the rotation and promotion policies were still lacking 

certainty. Such as, for how long an employee is positioned in a certain region, 

for example in Papua. If there is a certainty that he will be there for five years 

and then he could be back to his home town, I think that would be fair and the 

employee could make future planning for his career and his family. 

 

Achievement and recognition were items deemed significantly important by survey 

respondents (see the discussion in Chapter 5, Section 5.3). Promotion is one means of 

providing recognition of employees’ achievements. Employees want to be recognised for 

all their achievements and efforts in supporting the DGT to achieve its mission. The DGT 

is therefore challenged to be able to stimulate its employees and endorse a fair promotion 

policy.  

Exacerbating the problems inherent in the promotion and rotation policy of the DGT is 

the fact that some participants believed that the lack of clarity gave rise to irregular 

practices: 
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P1: …There is no certainty in their future career. This uncertainty had led 

(to) improper practices, such as promotion patterns based on the social 

closeness [e.g., friendships, familiarity, or ethnic background], and 

gratification [bribe] to secure their position or get (a) new [higher] position. 

P3: ...There are high-level authorities in (the) headquarters who formed clans 

[informal groups]. These groups could be based on ethnic background, 

mutual interests, or friendship relations. Those who belong to one of these 

clans had privileges such as a better promotion and rotation. But (those) who 

do not belong to these clans had to be ready for some random promotion and 

rotation. This situation really exists and we could not close our eyes and 

pretend that there was no such thing. The closeness [such as friendships, 

ethnic background, and familiarity] really influenced promotion decisions. 

Clearly, practices of this nature can damage employees’ motivation and commitment to 

the DGT. As the quantitative analysis showed, achievement, recognition, and work itself 

(significant items in IM) were important factors determining commitment, satisfaction, 

and intention to leave the DGT.  

 

7.3.2 Assessment and Mapping 

The DGT is an exceptionally large organisation, even by Indonesian standards. It has 

more than 350 offices and 38,000 employees positioned across the Indonesian 

archipelago. Its mission is crucial and the tasks on which it must deliver include: servicing 

taxpayers’ needs, assessing their compliance, and auditing taxpayers’ reports. There is a 

range of positions responsible for the performance of each of these functions. These 

positions include: front-liners (including help desk staff, customer officers, and contact 

centre staff), account representatives (AR), appeal litigation officers, building and land 

appraisers, IT experts, and tax auditors. Many of these positions require specific technical 

competencies. However, there is also a need to fill the lowest level manager positions 

(section head, Echelon IV). Section heads manage the daily operational activities of the 

TO and are constantly interacting with taxpayers. It is a common practice in the DGT to 

promote high performing ARs and appeal litigation officers into the position of section 

head, which creates vacancies in the areas from where they are drawn.  
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Some of the interview participants voiced their concern that such decisions were made 

without the DGT acquiring sufficient information on employees’ skills and competencies. 

Thus, they argued, the DGT failed to map its human resource adequately.  

P1: ...the (DGT’s) lack of employee knowledge and skills mapping, makes (it) 

hard for (the) DGT to decide (who is) “the right person in the right position”. 

For example, based on the results of employee mapping, each employee could 

have a career development plan compatible with their skills and they could 

be in a more certain, higher position within five or ten years. To achieve this 

the employee should pass through some curtained or planned positions and 

develop certain skills or knowledge. This kind of practice was absent in (the) 

DGT, for example, an employee could be in a position that was not associated 

with (their) previous assignment or educational/skill background. There is no 

certainty in their future career. 

P7: ...in the field work, there (were) some colleagues who had certain 

competencies but (they were) positioned in units that do not require this 

knowledge. This situation became unproductive and the employee would feel 

there is no room for him to self-actualise his capacity and competency. And 

(the) DGT (makes) minimal effort to maintain employees’ knowledge, 

experience, and competencies. For example, I knew an AR in a TO which 

specialised in oil and gas enterprises and he has excellent research 

capabilities that I am sure would be highly valued in the private sector. But 

this talent was not recognised and maintained properly by (the) DGT. He 

could easily move to a mining company with this competency. The employee 

mapping conducted by the DGT was insufficient. Furthermore, the mapping 

results were not optimally utilised, as promotion policy was still influenced 

by connectivity [friendships] not capacity.      

 

Some assessment of DGT employees has been undertaken by the Ministry of Finance (as 

the parent organisation). The results of these assessments were retained by the Ministry’s 

HRM division. Employees have never had access to their assessments and they have 

never been used as part of HR decision making. Some participants considered these 

assessments would be useful in classifying the employees’ skills and competencies, and 

in determining which competencies needed to be upgraded.  
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P1: ...in my opinion employees must know their assessment results, so they 

(are) informed (about) which are the excellent parts of their knowledge and 

skills, and their job performance, and which areas need improvement.  

The employee assessments and their use in mapping could also become useful 

instruments for promotion decision making and enable the DGT to make efficient 

decisions about the allocation of personnel to positions that needed filling. This would, 

of course, require the DGT to first define the significant requirements of each position 

before matching the position with a worker based on the employee’s assessment and 

mapping results. 

 

7.3.3 Career Paths 

Some participants indicated that the DGT lacked a fair and definite career path for its 

employees. For many of the participants, this was an important factor in their decision to 

leave the DGT.  

P1: ...the uncertainty of (the) rotation and promotion pattern could be avoided 

if the employees have been assessed and mapped properly from the beginning 

of their recruitment, and based on it, (the) DGT could develop their career 

paths. Then the employees would understand why they should be placed in a 

remote place; that it was part of their career paths. (The) lack (of) this process 

would eventually demotivate the employees with a perception that (the) DGT 

was no longer (a) ‘suitable home’ for them to grow and develop their career.   

P2: ...(the) DGT could not give a clear picture of my future career; this is my 

main reason to resign, because there is no clear career path.  

P4: ...the lack of clarity in promotion policy…could lead (to) a dissenting 

practice, for example, in some cases to be able to get promotion some people 

had to claim other people’s ideas, and when the idea or the project was not 

working or could not be applied, they could not be (made to) take 

responsibility and still kept their position because we do not have (a) 

mechanism to downgrade them.    

As discussed above, a well-defined and fair career path is important for employees. When 

in place, employees view their movement along this path as an illustration of the fact that 

the organisation has recognised their achievements and rewarded them accordingly. Both 
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recognition and achievement are important factors in intrinsic motivation which, in turn, 

is significantly related to organisational commitment, job satisfaction, and the intention 

to leave the organisation. These relationships have been formally established in the 

findings of the quantitative analyses (see Chapter 5 section 5.3 and Chapter 6 sections 

6.2.1, 6.3.1, and 6.5.1).   

 

7.3.4 Training and Development 

Participants recognised the importance of training and development. Training and 

development programs should assist employees to pursue their career path. To do this, 

participants believed that training and development programs offered to any individual 

should be based on that employee’s mapping results.  

P1: ...(the DGT) has no urgent sense for employees’ training and development 

(needs). This too will demotivate the employees. If I knew what would be my 

position in the next five or ten years, I would prepare myself, and develop 

certain qualifications for that position. This is a very well-known 

organisation; the best people from the community are competing [there is a 

selection procedure, including some tests, for recruits] to enter this 

organisation, but when these best people were inside, there were no further 

training and development program(s) to enhance their potential and 

capabilities. This will discredit (the) DGT. Many employees who have (a) lot 

of potential also have the need to develop or enhance their capacity. I myself 

experienced it, that I need to grow or else I would die. When the organisation 

could not satisfy this need, we feel that this is no longer a suitable 

organisation for us to contribute (to) and render our services...because we 

could observe also that employees who got promotion(s) were also those who 

did not develop or enhance their skills or competencies. This too was one of 

my reasons for leaving (the) DGT.   

P3: ...when the headquarters gave internal house training [IHT, as part of a 

training and development program] to the employees in (the) TO, usually they 

only explained the theoretical implication(s) whereas the employees 

[especially those in fieldwork or dealing directly with taxpayers each day] 

needed more practical implication(s). I have been invited by many TO(s) to 
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give IHT about certain topics, and from my point of view AR and tax auditors 

in (the) STO(s) are in poor condition regarding their competencies and skills, 

compare(d) to their peers in (the) MTO(s) and LTO(s). The headquarters 

should give more support to TO(s) rather than only demanding they achieve 

the targeted tax revenues. 

P4: ...the high competencies and high performance employees in (the) TO(s) 

have mostly resigned because most of them easily got a job offer from the 

taxpayers’ companies where they have been given consultations about tax 

regulations. In addition to this, insufficient training and development 

program(s) have caused poor human resource competencies in (the) STO(s). 

P7: ...especially in the remote places, the employees have high spirit(s) but 

(a) lack of education. There is a big gap in regard to competency level(s) 

between employees in the remote area(s) and in (the) city, or especially 

compare(d) to employees in Java Island. They even did not know the latest 

tax regulation and how to implement it. This situation was worsened by the 

insufficient IT system, both software and hardware.    

 

7.3.5 Job Value 

One participant raised the issue of job value and how this should be related to salary to 

ensure that pay for all positions was fair. The participant felt strongly that employees 

should be fairly paid according to their effort and merit.  

P1: ...The salary mechanism is an important tool. Civil servants’ salaries are 

based on their rank, it does not consider performance and job value. As the 

organisation’s main objective is collecting tax revenues, when an AR could 

collect higher than the targeted tax revenues, he/she would have the same 

salary as his/her colleagues [no bonus, as would be the case in the private 

sector]. This situation could lead to dissatisfaction and demotivation. So, for 

certain positions salary should be evaluated based on the job value for that 

position. Even for the same position, like AR, (there) should be differentiation 

between those in LTO(s) and STO(s) in remote area(s). (An) AR in (the) LTO 

is obliged to give a distinguished service to taxpayers and their competencies 

are specialised, compare(d) to (an) AR in (a) STO remote area, (where there 
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has) been no request(s) for such services and competencies. The work effort 

should be considered in calculating the remuneration. We also should keep 

in mind that AR(s) and tax auditors in LTO(s) and SpTO(s), they have high 

values in (the) job market [since they have higher competencies and 

qualifications] and they were usually offered (a) job from their taxpayers 

[they administer and manage multinational companies]. Even though (the) 

DGT had the same standard of remuneration as the private sector, it still has 

an advantage over the private sector in term(s) of long–term employment; 

…in (the) private sector (there is) low(er) job security since large companies 

could be closed or (made) bankrupt anytime.  

 

7.3.6 Commitment 

An interesting discussion emerged with one participant who questioned the organisation’s 

commitment to its employees. He stated: 

P1: ...when people entered (the) public sector [in Indonesia] as civil servants, 

they had intentions to bind themselves with (the) DGT until retirement. 

Therefore, they would have (a) high level of commitment to (the) DGT. There 

is no way that people who entered (the) public sector said that they would 

leave in the short-term. In contrast to the private sector, it’s a common 

practice when people wanted a higher position they would resign and move 

to another company. (The) public sector offers long-term employment until 

retirement. Unlike the private sector (where employees) could move to other 

companies after two or three years. So, public sector employees are totally 

committed to the organisation, but (is) the organisation committed to its 

employees? It’s zero... 

 

The result of this question indicates that the DGT has an obvious lack of commitment to 

its employees, at least within the HRM policies and practices that are aimed at providing 

sustainable training and development opportunities and supporting a better long-term 

career path. These are somehow related to the strategic performance plan and 

management for employees and their uncertain rotation pattern and promotion trajectory, 
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which have a noticeable impact on job satisfaction, and ultimately on the decision to leave 

the DGT. 

 

7.4  Employee Welfare  

The rotation policy in the DGT means that all employees must be ready to move to 

another TO anywhere within the Indonesian archipelago when asked. The move could 

take them to a remote area and far away from their home town. This has always been a 

dilemma for employees since it greatly affects their life and family. Difficulties in 

relocating their home and changing the schooling arrangements for their children have 

been the main reasons for employees leaving their families in their home town when they 

have had to move to another province or remote area for their employment. However, a 

decision not to move the family means that they must spend more on living costs as they 

endeavour to support their families in their home town and to provide for themselves in 

their new location. They also incur additional expenditures if they choose to visit their 

families regularly. Consequently, this practice has decreased the welfare of the employees 

and raised their level of dissatisfaction. In expressing these concerns about family matters, 

participants also voiced concerns regarding take-home pay, personal welfare, and job 

security.    

 

 

7.4.1 Family Matters 

Most voluntarily employee resignations were triggered by family matters. It was not 

surprising to discover that their families had driven the former employees to resign. This 

was especially true for those who had been forced to live apart from their families. The 

concern for family welfare was paramount as decisions to leave family behind were 

frequently made because of the belief that the standard of living in remote areas would 

not match the standard of living in their home town in terms of health care, education, 

and recreation, etc. These concerns were reflected in the comments of participants: 
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P3: …the main reason for leaving is the family. It was hard to live separately 

from the family and we could never make end(s) meet with my salary due to 

the high travel costs. 

P7: …my family had voiced their concern over our separated life, especially 

my children. They asked me, “Aren’t there any job(s) that you could do here 

without having to go to those remote places?” Although, I still had high esprit 

de corps  for (the) DGT, I had to give in to the wish(es) of my family and their 

welfare.  

 

For two female participants, family matters were the main reason for their resignation. 

Confronted with being rotated or promoted to other offices, they chose to resign from the 

job in order to nurture their children and family.  

P8: …the main reason for leaving is the family, as my family member(s) were 

growing and becoming larger, it was getting harder for me to allocate more 

time for my children. On the other hand, I (was) also afraid if I am rotated to 

another city, I just could not leave my children. My spouse also supported my 

decision to resign. 

 

7.4.2 Take-home Pay 

The additional cost of living separately from their families, as discussed above, has meant 

that take-home pay is often insufficient to maintain the family’s standard of living. The 

remuneration gap between staff and Echelon IV was very small—notwithstanding higher 

responsibilities and more tasks. Therefore, many employees avoided promotion. They 

stated: 

P2: …there is no relocation compensation. 

P3: …and we could never make end(s) meet with my salary due to the high 

travel costs. 

P5: …the travel costs to visit my family in (my) home town have significantly 

reduced my take-home pay and my job satisfaction. 
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Additional expenses incurred as a result of promotion were raised by one respondent: 

P1: …when I was still working as (a) tax auditor I had to buy my own 

notebook computer to work, and use my own car to go to taxpayers’ offices 

for audits (and pay (for) the petrol myself). When I was a section head in 

International Relationships: Tax Treaty with European Countries, I had to 

provide my own suits. These absolutely reduced my take-home pay. (The) 

DGT should provide funding to cover costs relating to official assignments.      

 

7.4.3 Personal Welfare 

Regardless of the sector in which they work, public or private, an employee’s personal 

welfare is very important to them. This principle remains true in this research, as is 

illustrated by the following comments: 

P1: …Employees’ welfare is very important, especially their health and 

wellbeing. The policy to cut their allowances because they are late coming or 

leaving early (from) their office, or even absent because they were sick, was 

absolutely unjustified. Additionally, they were only covered by basic health 

insurance with (a) low standard and very poor service, which had led them 

to choose and pay for a better and more expensive health care. These reasons 

have eventually reduced their income and welfare. Most importantly, when 

employees died in performing their duty as civil servants, their family would 

instantly become poor as there was no longer (a) bread winner for them and 

no insurance to cover their losses. 

P4: …(the) DGT should care more (about) those who are positioned in places 

outside their home base, by providing (a) house allowance or official 

residence for them.   

P5: …(the) DGT has not been considering the importance of (the) wellbeing 

(and) life balance of its employees, especially for those who had to be 

separated from their families. 
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It is to be expected that conditions of employment that are less advantageous than an 

employee would desire will have a significant impact on their personal welfare and 

wellbeing, both psychologically and physically. One participant stated: 

P5: The travel also made me exhausted, as I usually departed on Friday nights 

then arrived at home on Saturdays, which (I spent) mostly just resting, and 

Sundays was the only day for family outings. Then late Sunday I had to go 

back to my workplace, and arrived early Monday (and went) straight to the 

office. These situations really affected my wellbeing and my family life. Then, 

I decided, with consent from my family, to voluntarily resign from the job. 

 

Workers generally felt guilty about not spending adequate time with their families—

especially their children. This factor, along with the opportunity to take a job outside of 

the DGT, often became crucial in developing an intention to leave the organisation.  

 

 

7.4.4 Starting a Business 

Some participants openly disclosed that their main reason for leaving the DGT was to 

start their own business or to manage a family business.  

P4: …the main reason for me to quit the job was to focus more on my trading 

business. My supervisor told me that, “If you really have an entrepreneur 

spirit then you better get serious about it. If you keep both jobs, your 

performance in this office will be influenced.” Then, I decided to voluntarily 

resign from the office. At that time, my income from my side business was 

higher than my salary.  

P8: …I was just initiating my online trading business when I decided to quit 

the job. By doing this, I got income and I could still take care of my children 

because I worked from home. 

P9: …my husband just started his business, a law firm, and then we decided 

that I’d be the managing partner to help him manage the firm. So I resigned 
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from the job. Doing this (new) job, I have flexible working hours so I can 

focus on nurturing my children. 

 

7.4.5 Job Security 

In late 2009, there was a money laundering case in Indonesia that received national media 

attention. The case focused public attention on the DGT as a high-ranking police official 

informed the House of Representatives that an employee of the DGT was one of the 

accomplices (his name is Gayus Tambunan, then this case dubbed as “Gayus Case”). 

During the investigation, it was discovered that the employee had acquired massive 

wealth in the form of local and foreign currencies, expensive houses, and jewellery. The 

case was known as “Mafia Pajak” (Tax Mafia).   

The case had a significant negative impact on the DGT which, during that period, had 

been attempting to transform itself into a better and more transparent institution through 

bureaucratic reform and modernisation. Following the case, the public lost trust in the 

DGT. This upset many employees. The DGT seemed unprepared for this incident and a 

chaotic situation ensued within the organisation. The case and its aftermath were 

accompanied by a massive wave of employee voluntary disengagements. Some 

participants indicated in interviews that the case had triggered their decision to leave the 

organisation as they felt uncomfortable working in the DGT.       

P1: …the DGT did nothing to protect its employees; in that period, there were 

a lot of employees criminalised like bad guys, although they were only doing 

their job, as stated in the tax regulation(s). 

P3: ...the DGT did not have (a) self defence mechanism, the people inside just 

looked after their own safety. The leaders tried to get safe and forgot about 

the other members of the organisation. They gave unsupportive speeches in 

(the) media. These situations only worsened (the) DGT’s image in (the eyes 

of the) public. The leaders should be supportive and protective of the 

employees. There are still more clean and honest employees than just a few 

who did the wrongdoing. Consequently, a lot of employees were leaving. 
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7.5  Policy and Regulation 

There are two classifications of policy issued by the DGT. The first is policy regarding 

internal regulations, which relate to management of the organisation (including 

management of human resources and physical assets, the establishment of standard 

operating procedures, and changes in internal structural organisation). The second 

classification relates to external regulations, which are primarily concerned with 

governing tax procedures both domestically and internationally (in the form of tax treaties 

with other countries).   

   

7.5.1 Internal Organisation Policy 

During the interviews, several participants voiced their concerns regarding internal 

policies—especially human resource management issues related to promotion or rotation 

(as discussed above in Section 7.3.1).   

P7: …I heard from my friends who (are) still in the organisation, that (the) 

DGT had finished mapping its employees, although it was done half-heartedly 

and the results were not applied accordingly...employees’ rotation should be 

in the form of a fair and clear pattern, and strictly applied. Even the 

application of fairness could be relative, because it is difficult to satisfy all 

parties. But at least, there is no grey policy which (can be) easily twisted for 

a certain interest. For example, if there is (a) policy that an employee has to 

be in one region for four years before he could be rotated to other region, 

then strictly impose this policy and do not make him stay longer than that. 

 

7.5.2 Tax Regulations 

External tax regulations had become critical challenges for both tax administrators (front-

liners, ARs, and tax auditors) and taxpayers. As taxpayers usually depend on tax 

administrators for an explanation of the regulations, tax administrators must thoroughly 

understand the regulations. However, some interview participants expressed the view that 

the performance of tax administrators needed improvement.   
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P1: ...the Gayus case was triggered by ambiguous tax regulations, so both the 

tax administrators and taxpayers could easily distort them for their own 

benefit. It is not surprising that there are some regulations which contradict 

each other. There should be a unit that is responsible for compiling and 

harmonising those regulations. In my own experience, I capitalise my 

knowledge and expertise, so it can be useful in the future.  

P3: …tax [regulations] knowledge of the tax administrators still needs 

improvement. They might excel in understanding the theoretical aspects, but 

when they are dealing with the real cases in the field they are lost. One big 

question is, “Who is compiling the supporting cases in tax disputes?” Those 

cases should be classified by sector, for example industrial, mining, 

agriculture, etc. 

P5: As my current job (involved) interactions with tax administrators, I could 

see that there is a big gap in knowledge and application of tax regulations 

between STO(s) and MTO(s) or LTO(s). Tax administrators in STO(s) were 

less competent than those in MTO(s) and LTO(s). In addition, it is more 

difficult dealing and reasoning with them. The application of the same 

regulation could be different in those offices, because it sometime(s) depends 

on the comprehension and interpretation of the tax administrators.      

P7: In remote places, the tax administrators were under-educated and needed 

more guidance in understanding, interpreting, and applying new tax 

regulations. In addition, TOs in remote places were also lack(ing) supporting 

facilities and infrastructure, such as computers, internet connection, etc.  

 

7.6  Organisational Changes 

The DGT has been implementing bureaucratic reform. This has required considerable 

change in its organisational structure and standard operating procedures. It has resulted 

in a modernisation of information technology for use in all transactions and the 

application of better remuneration packages, etc.  
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7.6.1 Structural Changes to the Organisation 

Structural changes to the organisation have been progressing since 2002. The first change 

was the establishment of LTOs and this was followed by the introduction of MTOs and 

STOs. More recent changes include the restructuring of the RTO Jakarta Selatan into two 

regional offices—RTO Jakarta Selatan I and Jakarta Selatan II. Many of interview 

respondents accepted these changes as necessary: 

P5: …the structural changes (to the organisation) that have been implemented 

are on the right track and will benefit (the) DGT and the employees in the 

future. 

P7: …I don’t understand why the headquarters did not give proper attention 

to this STO, compare(d) to (the) Customs and Excises Authority, which 

established a special Regional Customs and Excises Office in this region, and 

there also (is) an Air Force Base in this region. These (things) mean that the 

region is strategic; I think (the) DGT should consider these facts.    

 

The need for greater independence of the organisation is also recognised:  

P1: The DGT is unique because it has such a big responsibility in term(s) of 

(the) state budget; (it is) also massive in (terms of the) number of (its) 

employees and (its) very wide organisational span. Fundamentally, (the) 

DGT should be given more spaces to independently manage its resources. 

From what I heard it will become an independent institution in 2017, 

(whether it) will be under the ministry or directly under the president is still 

under consideration.    

P4:  It’s better for the organisation to become an independent institution, so 

it can govern itself without outside intervention.  

 

7.6.2 Modernisation 

The term modernisation is used in the context of this research to refer to the establishment 

of modern tax offices that are well supported. Modern support would include 
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sophisticated information systems for all business transactions; modern infrastructure, 

facilities and hardware; and updated standard operating procedures. In this context, 

modernisation has been progressing in stages. The implementation takes into 

consideration the capability and readiness of each region and its human resources. 

Account is also taken of the availability of the new infrastructure for the new systems. In 

the latest development, the DGT has been developing online reporting systems for 

taxpayers to provide simplicity, easiness, and paperless reporting. The changes are 

generally regarded as positive: 

P1: [Talking about the Project for Indonesian Tax Administration Reform 

(PINTAR), which was launched in 2010. This project was aimed at improving 

the tax administration system and supporting the administrative reform in the 

organisation] …the human resource development will be included in PINTAR 

…[the interviewer commented: “I thought this project was only about the 

information system and its infrastructure] …No, this project also included 

human resource development and management, and improving business 

processes in the DGT. It should (have) been completed in 2014, but (I) never 

heard of it again. It was such a huge project in term of its objectives and 

budget. 

P2: The modernisation has benefited both taxpayers and tax administrators. 

As now I am a user of its services, the standard operational procedures are 

complete and comprehensive, (and) that make(s) the transaction process run 

smoothly.   

P6: As now I am outside (the) DGT but still interact with it as a tax 

consultant…I could evaluate the quality of competency of the tax 

administrators, the highest level are those in LTO(s) and SpTO(s), then 

MTO(s) are slightly below LTO(s), and STO(s) are the worst because they 

don’t have (a) comprehensive understanding about the tax regulations but 

they would not accept our explanation.  

P7: …the modernisation has brought positive changes. There was a spirit of 

change among employees to become a better and clean institution, and they 

applied for the selection process to be positioned in (a) LTO. The 

modernisation has also made us more confident in our interaction with the 

community. The human resource management at that time was also 
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improving, the only problem was about the uncertainty of placement, 

rotation, and promotion.  

  

7.6.3 Remuneration 

The administrative reform not only modernised the administration and infrastructure of 

the DGT, but also accommodated the development of human resource capacity and 

employee welfare. In particular, a better remuneration scheme was implemented. For 

clerical staff this meant that salaries were now higher than for similar roles in the private 

sector. There was also a sharp increase in the pay of lower and middle level managers 

(Echelon IV and III), which substantially increased the remuneration gap between staff 

and Echelon IV. Currently, staff of the DGT are the best remunerated employees in the 

Indonesian public sector, a development that has not gone without notice by former 

employees. However, they do not expect the changes to pay to provide a permanent 

solution to the high rate of voluntary resignations. 

P1: …the DGT [by raising the remuneration] is only ‘buying time’, because 

its effect is only temporary; when the satisfaction of the new remuneration 

has gone, then the problem will surface again [he referred to the employees’ 

intention to leave the DGT and voluntary disengagement] if the promotion 

and rotation systems are still unfair and uncertain.  

P3: …nowadays, (the) DGT has given a better remuneration (system) for its 

employees, that’s really a good development. 

P6: In my opinion, the remuneration for certain positions is too high 

compared to their effort. The salary of the lowest ranked staff is now higher 

than what’s paid in the private sector, but it doesn’t change their attitude [in 

servicing the taxpayers] and their work ethic.      

 

7.7   Discussion 

The aim of this thesis is to examine the intention to leave a public-sector organisation in 

Indonesia. The thesis considers employees’ work motivation, commitment to the 
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organisation, and satisfaction with their job. This chapter provides the results of a 

qualitative enquiry. Through a series of semi-structured interviews, answers were sought 

to the research question, “What reasons can be advanced for the decision by employees 

to leave a public-sector organisation?” 

After examining the interview transcripts, sixteen themes were discerned. The themes are 

classified into four categories: Human Resource Management; Employee Welfare; Policy 

and Regulation; and Organisational Change. Many participants expressed concern about 

how the DGT manages its human resources—especially its promotion and rotation 

policies. A lack of certainty regarding these policies has been the main reason for 

employee voluntary disengagement with the organisation. Employees become anxious 

about their future placement and this affects their work performance. Exacerbating this is 

the impact on their families.  

The uncertainty inherent in the promotion and rotation policies has adversely affected 

both the employees and the DGT more broadly. Former employees have deemed that their 

career paths were unclear. Survey respondents stated that they were never certain whether 

the effort they made to build their knowledge and experience would prove beneficial in 

the future as they were moved to new assignments. One respondent commented:  

…for example, the head of (the) personnel division now is Mr X [for 

confidentiality the name of the officer is made anonymous], who I’ve 

known…he has (an) excellent knowledge of General Provisions and Tax 

Procedures Law and has a sound understanding of tax law. I am not sure if 

he has (a) human resource management background. Is his current position 

a promotion or just only rotation? I’m not really sure. It seem(s) that the 

promotion and rotation objective is only to fill in vacant positions regardless 

(of) who will be in those positions. In my own experience, during my last 

position in DGT, I’d capitalised my knowledge, skills, and experiences, 

including international tax law, negotiating skills, and drafting legal 

document(s) of international tax agreement(s). These become assets for me, 

but (the) DGT seemed like they did not know what to do with this. (On the) 

contrary, this knowledge and (these) experiences are very highly valued in 

the private sector and very useful in my current job.   
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In these circumstances, both the DGT and its employees are disadvantaged because of the 

lack of personnel mapping information based on the assessment reports of employees. 

The DGT could not assign the right employee to the right job or position. Further, they 

could not plan a suitable career path for employees. Employees became dissatisfied with 

their job because it did not fit their competencies. The DGT lost staff as disgruntled 

employees were readily recruited to the private sector, which was prepared to offer them 

more appropriate placements. 

Training and development is an urgent issue for employees. They regard it as necessary 

to enhance their competencies and keep up-to-date with the development and progress of 

regulations of business transactions and the rapidly changing nature of the global 

economy. Training is especially urgent when a new tax regulation comes into force—to 

ensure consistent application by all employees, especially those in remote places. As 

noted in the IM results of CFA (Chapter 5 section 5.3), IMAG2 (Intrinsic Motivation 

Advance and Growth 2) is a significant latent factor revealed by the analysis. Employees 

clearly understood the importance of maintaining and advancing their knowledge and 

skills through training and development.  

HRM policies and practices were shown to have a significant impact on job satisfaction 

in the Dutch public sector (Steijn, 2004). Steijn argued that a better career support plan 

positively influenced overall job satisfaction. Similar attitudes were captured in the 

interviews of this research. Participants highlighted the important role of HRM policies 

and practices—especially the need to develop a career plan for employees. The 

quantitative findings of the research confirmed a positive relationship between job 

satisfaction and the intention to leave the organisation.    

When deciding whether or not to leave the organisation, employees place great weight on 

the consideration of family matters, take-home pay, and personal welfare. These three 

factors are inter-related. When an employee has to leave family behind to take up a new 

placement, family welfare is drastically reduced. Expenses are raised by the need to incur 

travel costs for visiting family, as well as the personal welfare of the employee (increased 

tiredness resulting from the travel itself and a consequent reduced job performance). In 

these circumstances, it is not surprising that family would encourage employees to resign 

from their job and look for another job that better suits their needs.  

An interesting study of Brunetto et al. (2012) concluded that an employee’s wellbeing 

had a significant positive influence on job satisfaction, as well as on engagement and 



252 
 

commitment. It was also found to be negatively and significantly related to an intention 

to leave the job. This conclusion from the quantitative analysis is supported by the 

evidence extracted from the qualitative analysis, which shows that former employees of 

the DGT prioritised their wellbeing and family welfare over their job or the DGT.  

The quantitative data collected in this research was collected from existing employees in 

the DGT. This data indicated that the development of an intention to leave the DGT was 

influenced by the need for a job that suited their needs (ILO6), the availability of a suitable 

job offer in another (usually private sector) organisation (ILO7), feelings of emotional 

agitation when arriving home after work (ILO12), and trouble relocating when the DGT 

transferred them to a new position (ILO14). Therefore, the organisation would be wise to 

address these issues. In mid-2015, the DGT introduced a new salary scheme which 

drastically increased employee salaries—especially for structural positions (Echelon IV, 

III, and I) and functional positions.  However, as noted by one of the interview 

participants, new salaries would only provide temporary satisfaction if it was not 

accompanied by improvements in a range of human resource management issues. Salary 

also emerged as a significant factor of EM. EM was, in turn, related to OC, JS, and ILO 

(as discussed in the results of hypothesis testing in Chapter 6 (Hypotheses 1(b); 2(b); and 

4(b)). 

Policies and regulations also have an important influence on employees’ intention to leave 

the DGT. It is a matter of some urgency that the DGT endeavours to introduce a 

comprehensive human resource management policy that is applied fairly and consistently. 

This is especially true of the promotion and rotation policy. Making appropriate changes 

would provide employees with a greater sense of certainty and fairness. In mid-2015, the 

DGT did introduce a policy of opening certain positions to application from the public at 

large. The process included a written test, a presentation and interview. The DGT also 

emphasised to all applicants that they must be willing to be positioned anywhere across 

Indonesia. In the event, many applications were received, including from women, 

indicating that higher remuneration and promotion can attract suitable applicants 

notwithstanding difficulties of location. 

Another crucial issue impacting on continued employment in the DGT is the complexity 

of tax regulation. Harmonisation of tax regulation (across both time and tax classification) 

is required. When a new tax regulation is introduced, its relationship to previous 

regulations should be addressed. Issues that need to be considered include whether or not 
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the new regulation is an addendum of the previous law or existing regulation, or whether 

it completely replaces the older regulation. Care should be taken to ensure that the change 

does not lead to confusion among tax administrators and taxpayers. 

Harmonious and consistent tax regulations would benefit all stakeholders, including 

taxpayers, government, tax administrators, and law enforcement agencies. Such change 

is critical for tax administrators as they are responsible for informing taxpayers of the 

meaning of any changes to regulations and monitoring whether the taxpayers comply with 

the new regulations. Where taxpayers do not appear to comply, tax administrators are 

responsible for investigating possible breaches (via tax audits). Thus, any ambiguities in 

tax regulations would seriously hinder their ability to do their job and achieve the mission 

of the DGT. Again, our quantitative data suggested that employees considered policy and 

administration as significant hygiene factors (EM)—as discussed in Chapter 5. 

It is important that organisational change is not only transforming the structure of the 

DGT and improving its physical infrastructure. Human resource management also needs 

to be transformed to complement other aspects of organisational transformation. 

Structural development has been ongoing and is reflected in the establishment of new 

operating tax offices and in the restructuring of some procedures (for example, some TOs 

and RTOs were split into two offices). In addition, modern information systems and new 

operational procedures have been introduced to support the structural changes. However, 

the development of a sound human resource management system has not yet taken place. 

The DGT must rectify this omission of an important element of organisational change, as 

such systems are generally considered the backbone of an organisation.  

In a period of organisational change, employees have been challenged to adapt to the new 

environment, systems, procedures, and tasks (Burke, Noblet, & Cooper, 2013; Singh & 

Burke, 2013). On the other hand, they have also been challenged by external stakeholders. 

The government wants to ensure that the bureaucratic reforms and associated investments 

in the DGT produce the intended results. Taxpayers and the community as a whole 

demand better and fair services. During the change process the employees need the 

support of the DGT. However, as has been indicated by the interview responses of former 

employees, this support was not forthcoming.  
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7.8   Summary 

This chapter has presented the results of a qualitative analysis using data from semi-

structured interviews to scrutinise the motives of employees who have left the DGT. 

Several issues have proved to be important. From a human resource management 

perspective, these issues included: promotion and rotation policy; employees’ assessment 

and mapping; training and development; job value; and commitment to the organisation. 

Issues with respect to employee welfare included: family matters, take-home pay, 

personal welfare, starting a business, and job security. Internal policies and external 

regulations were also a matter of concern, and issues of organisational change that have 

impacted employees include structural changes to the organisation, administrative 

modernisation, and remuneration. 

Along with the chapter on the quantitative analyses, this chapter accomplishes all the 

relevant research objectives anchored in the analysis domain. The next chapter will be the 

final chapter of this dissertation. It will provide the conclusions of the research, address 

its limitations, and provide applicable recommendations to the decision makers at 

different levels of the organisation. 
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CHAPTER EIGHT:                    

CONCLUSIONS, IMPLICATIONS, 

LIMITATION, AND RECOMMENDATIONS 

 

8.1 Introduction 

The previous two chapters present the quantitative and qualitative results of this study 

and the associated discussion (Chapters Six and Seven). This final chapter provides 

concluding remarks and highlights the significant findings and limitations of the study. It 

also offers some recommendations drawn from the research findings and suggestions for 

the future direction of research.  

The organisation of this chapter is as follows. In Section 8.2, a review is provided of how 

this study satisfied its objectives, including an overview of the previous chapters in this 

dissertation. Section 8.3 presents the implications of this study, including implications for 

both academics and practitioners. Section 8.4 acknowledges the limitations of this study. 

Some recommendations and possible future research directions are outlined in Section 

8.5. Section 8.6 is the conclusion.  

 

8.2 Review of the Objectives of the Study 

To draw conclusions from this dissertation, we return to the research question.  The 

primary research question of this study is:  

How do work motivations encourage work attitudes and how do motivations and 

work attitudes influence the intention to leave in an Indonesian public sector 

organisation? 

The primary research question was supported by eight subsidiary research issues. These 

were: 
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1) To examine the extent to which work motivation influences organisational 

commitment. 

2) To examine the extent to which work motivation influences job satisfaction. 

3) To examine the extent to which organisational commitment influences job 

satisfaction. 

4) To examine the extent to which work motivation, organisational commitment, and 

job satisfaction influence intention to leave an organisation. 

5) To determine the extent to which organisational commitment mediates the 

relationship between work motivation and job satisfaction. 

6) To determine the extent to which job satisfaction mediates the relationship between 

work motivation and organisational commitment. 

7) To determine the extent to which organisational commitment and job satisfaction 

mediate the relationship between work motivation and intention to leave an 

organisation. 

8) To scrutinise the considerations for the decision by employees to leave a public sector 

organisation. 

The research pursued these issues and the results were reported in this thesis. Reviewing 

these issues requires us to consider each chapter of this thesis.  

Chapter One. The introductory chapter presented the research objectives and framework. 

It also defined the boundaries of the research.  

Chapter Two. The primary objective of this chapter was describing the underlying 

theories and reviewing the literature related to the variables. This was achieved by the 

development of the hypotheses following a review of the literature. This chapter provides 

a foundation for the research and the empirical evidence that supports the hypotheses.    

Chapter Three. The objective of this chapter is to give a clear justification for employing 

both quantitative and qualitative methods. The chapter establishes a boundary to the 

research in order to ensure that the objectives of the research are achieved. Each stage of 

the research is reported in this chapter. Research questions are assessed by employing 

both quantitative and qualitative approaches. The quantitative method required the 

conduct of a survey and the appropriate analysis of the data employing statistical 
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instruments. The qualitative analysis complemented the quantitative investigation and 

was carried out using semi-structured interviews. 

Chapter Four. Discussion of the findings required that they be placed in an appropriate 

contextual background – both organisational and national. At the centre of this research 

is a government organisation in the Indonesian public sector. A thorough description of 

the national and organisational background is presented in this chapter. The chapter plays 

an important role in this study, as an explanation of the contextual background is equally 

important as the discussion of the research results. The chapter also provides a 

preliminary description of the quantitative and qualitative data.  

Chapter Five. The first seven of the eight issues mentioned above were examined by 

employing quantitative methods in conjunction with survey data. The data examination 

and analyses were explained and presented in Chapters Four to Six. The data relating to 

the latent variables (IM, EM, PSM, OC, JS, and ILO) were scrutinised to capture the 

significant items and factors by employing exploratory factor analysis (EFA), 

confirmatory factor analysis (CFA), and regression analysis. Before EFA and CFA 

computations were employed, and to ensure the data fitted the multivariate assumptions 

(necessary to gain a valid result), each variable was scrutinised to ensure validity. 

Subsequently the supporting items of each variable were brought forward for further 

analyses. 

Chapter Six. This chapter focussed on the estimation of a structural equation model 

(SEM). Structural equation modelling is a technique for examining correlation among 

variables. The structural paths between endogenous and exogenous variables were 

observed as hypothesised. A summary of results of the analyses of the various hypotheses 

was presented in Table 6.49 in this chapter. 

Chapter Seven. The eighth issue was examined using a qualitative method. Semi-

structured interviews were performed to explore the events and reasons that moved the 

participants to voluntarily resign from the relevant public sector organisation. The 

themes that emerged from the interview transcripts were described in this chapter. 

Chapter Eight. Having fulfilled the objectives of this research, this chapter highlights 

the importance of the findings from academic and practitioner perspectives. The 

limitations of the study are acknowledged and recommendations for future research are 

provided.   
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A summary of the results is presented in the table below. 

Table 8.1 Summary of the study 
No. Research 

Questions 
Methodology Hypotheses Results 

1. To examine the 
extent to which 
work motivation 
influences 
organisational 
commitment. 

Quantitative Intrinsic motivation has a 
direct and positive 
relationship with 
organisational commitment 
(IM→OC) 

Accepted 

Extrinsic motivation has a 
direct and positive 
relationship with 
organisational commitment 
(EM→OC) 

Accepted 

Public service motivation 
has a direct and positive 
relationship with 
organisational commitment 
(PSM→OC) 

Accepted 

2, To examine the 
extent to which 
work motivation 
influences job 
satisfaction. 

Quantitative Intrinsic motivation has a 
direct and positive 
relationship with job 
satisfaction (IM→JS) 

Accepted 

Extrinsic motivation has a 
direct and positive 
relationship with job 
satisfaction (EM→JS) 

Accepted 

Public service motivation 
has a direct and positive 
relationship with job 
satisfaction (PSM→JS) 

Accepted 

3. To examine the 
extent to which 
organisational 
commitment 
influences job 
satisfaction. 

Quantitative The relationship between 
organisational commitment 
and job satisfaction is bi-
directional and positive 
(OC↔JS) 

Accepted 

4. To examine the 
extent to which 
work motivation, 
organisational 
commitment, and 
job satisfaction 
influence intention 
to leave an 
organisation. 

Quantitative Intrinsic motivation has a 
direct and negative 
relationship with intention to 
leave organisation 
(IM→ILO)  

Accepted 

Extrinsic motivation has a 
direct and negative 
relationship with intention to 
leave organisation 
(EM→ILO)  

Accepted 

Public service motivation 
has a direct and negative 
relationship with intention to 

Accepted 
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No. Research 
Questions 

Methodology Hypotheses Results 

leave organisation 
(PSM→ILO) 

Organisational commitment 
has a direct and negative 
relationship with intention to 
leave organisation 
(OC→ILO) 

Accepted 

Job satisfaction has a direct 
and negative relationship 
with intention to leave 
organisation (JS→ILO) 

Accepted 

5. To determine the 
extent to which 
organisational 
commitment 
mediates the 
relationship 
between work 
motivation and job 
satisfaction. 

Quantitative Intrinsic motivation has an 
indirect and positive 
relationship with job 
satisfaction, through 
organisational commitment 
as a mediator (IM − OC 
→JS) 

 

Extrinsic motivation has an 
indirect and positive 
relationship with job 
satisfaction, through 
organisational commitment 
as a mediator (EM – OC 
→JS) 

 

Public service motivation 
has an indirect and positive 
relationship with job 
satisfaction, through 
organisational commitment 
as a mediator (PSM – OC 
→JS) 

 

6. To determine the 
extent to which job 
satisfaction 
mediates the 
relationship 
between work 
motivation and 
organisational 
commitment. 

Quantitative Intrinsic motivation has an 
indirect and positive 
relationship with 
organisational commitment, 
through job satisfaction as a 
mediator (IM—JS→OC)  

 

Extrinsic motivation has an 
indirect and positive 
relationship with 
organisational commitment, 
through job satisfaction as a 
mediator (EM—JS→OC) 

Public service motivation 
has an indirect and positive 
relationship with 
organisational commitment, 
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No. Research 
Questions 

Methodology Hypotheses Results 

through job satisfaction as a 
mediator (PSM—JS→OC) 

7. To determine the 
extent to which 
organisational 
commitment and 
job satisfaction 
mediate the 
relationship 
between work 
motivation and 
intention to leave 
an organisation. 

Quantitative Intrinsic motivation has an 
indirect and negative 
relationship with intention to 
leave organisation, through 
organisational commitment 
as a mediator (IM—
OC→ILO) 

Accepted 

Extrinsic motivation has an 
indirect and negative 
relationship with intention to 
leave organisation, through 
organisational commitment 
as a mediator (EM—
OC→ILO) 

Accepted 

Public service motivation 
has an indirect and negative 
relationship with intention to 
leave organisation, through 
organisational commitment 
as a mediator (PSM—
OC→ILO) 

Accepted 

Intrinsic motivation has an 
indirect and negative 
relationship with intention to 
leave organisation, through 
job satisfaction as a mediator 
(IM—JS→ILO) 

Accepted 

Extrinsic motivation has an 
indirect and negative 
relationship with intention to 
leave organisation, through 
job satisfaction as a mediator 
(EM—JS→ILO) 

Accepted 

Public service motivation 
has an indirect and negative 
relationship with intention to 
leave organisation, through 
job satisfaction as a mediator 
(PSM—JS→ILO) 

Accepted 

8. To scrutinise the 
considerations for 
the decision by 
employees to leave 
a public sector 
organisation. 

Qualitative Themes Key Issues 

Human Resource 
Management 

Promotion and 
Rotation 
Policy 

Assessment 
and Mapping 

Career Paths 
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No. Research 
Questions 

Methodology Hypotheses Results 

Training and 
Development 

Job Value 

Commitment 

Employee Welfare Family Matters 

Take-home 
Pay 

Personal 
Welfare 

Starting a 
Business 

Job Security 

Policy and Regulation Internal 
Organisation 
Policy 

Tax 
Regulations 

Organisational Changes Structural 
Changes to the 
Organisation 

Modernisation 

Remuneration 

  

8.3 Implications of the Study 

This study proposed a conceptual framework (as presented in Chapters One and Two) for 

the conduct of the research. The framework described the relationship between 

components of work motivation (IM, EM, and PSM), which impacted on work attitudes 

(OC and JS). In turn, work attitudes were shown to lead to the decision by employees to 

leave the organisation (ILO). There is abundant literature that explores these variables 

and their relationships. However, there is a limited coverage of the issues from the 

perspective of Asian developing-countries. This study proposed to fill this literature gap. 

The theoretical implications of this study are presented below. The practical 

recommendations for managerial practice are then presented. 
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8.3.1 Implication for Intrinsic and Extrinsic Motivation 

The findings of this study highlight the implication of the Motivation Hygiene theory of 

Herzberg et al. (1962) for the Indonesian public sector. The theory incorporates 

motivation factors (now referred to as Intrinsic Motivation) and hygiene factors (referred 

to as Extrinsic Motivation). The research endeavoured to capture the five factors of 

intrinsic motivation (achievement, recognition, responsibility, work itself, and advance 

and growth) and the seven hygiene factors or extrinsic motivation factors (company 

policy and administration, supervision, interpersonal relationships, working conditions, 

salary, job status, and job security) in 26 items in the questionnaire. By employing EFA 

and CFA as presented in Chapter Five, the study confirmed that achievement, recognition, 

work itself, advance and growth have a significant impact on employees’ intrinsic 

motivation for working at the public service organisation. On the other hand, the 

employees’ extrinsic motivations were affected by interpersonal relationships in the work 

place (including relationships with supervisors, peers, and subordinates), working 

conditions, salary, job status, and job security. The policy and administration hygiene 

factors had less apparent influence on the employees. As a result, such factors were not 

considered for further analyses in Chapter Six.   

This study constructed the path correlations of intrinsic and extrinsic motivation to the 

latent variables by employing structural equation modelling. The path coefficient and 

parameter indices demonstrated an acceptable level of compatibility, and thereby showed 

that intrinsic and extrinsic motivation had significant positive correlations with OC and 

JS, and were negatively related to ILO. Therefore, these findings extended the academic 

literature on the motivational theory in a non-western, public sector context. 

The application of the qualitative technique supplemented the quantitative analysis to 

give further insight into the issue. Starting with their decision to join the public sector, 

the public sector employees were aligned with their organisation. That is, they were 

motivated by the work itself and considered their job very important, not only for the 

community but also for themselves. These workers need to be recognised for their 

achievements. Public sector managers, especially those in the human resource division, 

should implement a comprehensive recognition program as an incentive for employees. 

Such a program should begin at recruitment and continue through assessment and 

promotion and result in a career mapping program that leads to a fair career path. In 

addition to promotion through recognition, employees should be provided with an 
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opportunity to engage in training and development programs that enable them to advance 

their competencies. 

Notwithstanding the above discussion, public sector employees, especially in developing 

countries, are highly concerned about extrinsic factors. Particularly important is the level 

of salary they bring home. As is commonly known, most workers in developing countries 

struggle to meet their basic needs. Nevertheless, public-sector managers should consider 

the effect of giving higher extrinsic rewards on employees’ intrinsic motivation 

(Georgellis et al., 2011; Sachau, 2007; Wiersma, 1992).  

The Indonesian culture has been described as a collectivist and feminine culture. 

Indonesian employees put family and their welfare as their first priority. These motives 

were implicitly disclosed during the interviews. These issues should also be taken into 

account when deciding the level of salary, as well as employees’ promotion and rotation 

of duty. A recent development in the organisation (DGT) was the raising of employees’ 

remuneration. This resulted in the balancing of both the employees’ living costs and the 

welfare of their family in such a way that even some married female employees were 

encouraged to go to a city far away from their home as their promotional duty. 

Apparently, the increase and the manner in which it was implemented reduced 

employees’ resistance to moving to new locations and eventually decreased employees’ 

voluntary disengagement with the organisation.   

 

8.3.2 Implication for Public Service Motivation 

The four dimensions of Public Service Motivation theory (Perry & Wise, 1990) were 

corroborated in this study. However, the attraction to public sector participation (APP) 

dimension had a lower level of significance than the other three dimensions, commitment 

to public values, compassion, and self-sacrifice. The study revealed some complications 

regarding the application of PSM compared with previous studies. This study confirmed 

the first two propositions of Perry and Wise (1990). They argued that individuals with a 

high level of PSM will seek engagement in public sector organisations and have a 

distinguished performance. However, the third proposition, that intrinsic rewards were 

unimportant, was not supported by the results. The results of the study indicated that 

extrinsic rewards were crucial for employees. Interestingly, a specific literature 

subsequently emerged that suggested a tendency of high level PSM employees to prefer 
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extrinsic rewards in the form of a health care package (Andersen, Eriksson, Kristensen, 

& Pedersen, 2012).  

Another complication of the research is reflected in the observed relationships between 

PSM to JS and ILO in the SEM analysis employing the complex model. These results 

were contrary to the stated hypotheses. International scholars of PSM theory had advised 

caution in applying this theory in a non-western context (Sangmook Kim et al., 2013; Liu 

et al., 2008). Therefore, this study supported those recommendations that great care 

should be taken when generalising the findings of this study to another context. 

This study specifically revealed that the Indonesian public sector, as exemplified by the 

particular organisation chosen for study, had a high level of public service motivation. 

However, at the point that PSM was correlated with the other variables, it became less 

significant and in other cases it disclosed unexpected results. PSM scholars had suggested 

that researchers should consider the Person – Organisation Fit theory (PO Fit) to ensure 

the compatibility of the person with their organisation (Bright, 2007; Christensen & 

Wright, 2011; Sangmook Kim, 2012; Liu, Hui, Hu, Yang, & Yu, 2011; Teo, Pick, Xerri, 

& Newton, 2015). Many of them also highlighted the expectation that a high level PSM 

employee would need to be able to identify their personal contribution to the community 

(Grand, 2010; Taylor & Taylor, 2011).   

This study was undertaken in a public organisation that has been progressing with 

organisational reform to transform itself from an organisation perceived by the 

community as corrupt into an institution that is modern, accountable, and transparent. In 

this context, the employees needed to ensure that their organisation was aligned with their 

desire to serve the community and that their efforts were demonstrably beneficial to their 

community and to their country in a broad sense. The study reports that on a number of 

occasions the organisation came under public scrutiny for abuse of authority or the 

irresponsible use of tax revenue and this eventually diminished the level of public service 

motivation of the employees. Clearly these circumstances could trigger an intention to 

leave the organisation. 

Public sector managers should endeavour to manage public service motivation in addition 

to intrinsic and extrinsic motivation, as they are intertwined. The enhancement of 

extrinsic rewards should not mitigate the employees’ intrinsic and public sector 

motivation. A comprehensive human resource policy should stimulate these motivations 
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to reach the optimal level of motivation in serving the community. The cultural context, 

both national and organisational, should also be considered in this policy making process.  

    

8.3.3 Implication for Organisational Commitment 

The underlying theory of organisational commitment employed in this study is a theory 

proposed by Mowday et al. (1979). Their definition of organisational commitment 

includes three dimensions of commitment: (1) alignment with organisation values; (2) 

readiness for an extra effort; and (3) attachment to the organisation. These dimensions 

were incorporated in the Organisational Commitment Questionnaire (OCQ) proposed by 

them. This questionnaire consisted of 15 items. This study provides an important 

contribution to the empirical validation of this theory by considering it in the context of 

an organisation in the Indonesian public sector. The study extracted seven items through 

the use of structural equation modelling. The items extracted represented the extra effort 

dimension (OC2), the alignment dimension (OC2, OC8, and OC14), and the attachment 

dimension (OC3R, OC11R, and OC15R).  

The study contributes to the theory of organisational commitment and its relationship to 

work motivations and work attitudes. The findings provide additional validation of the 

existing literature on organisational commitment and enrich the literature by providing 

empirical evidence from an Asian public sector context. In particular, strong correlations 

between organisational commitment to both intrinsic and extrinsic motivation in addition 

to public service motivation were identified. The study also confirmed a valid correlation 

between organisational commitment and job satisfaction. 

A critical notion emerged from the analysis of the interview transcripts. The employees 

acknowledged that they consciously chose the DGT and committed themselves to this 

organisation. The level of commitment, as well as the other work attitudes, are dynamic 

and can be affected by personal, organisational, and external factors. Therefore, it is 

important for human resource managers to maintain an environment conducive to 

encouraging the committed behaviour of their employees as reflected in, for example, 

extra effort, alignment with the organisation’s values, and loyalty to the organisation.    

In exploring the personal factor, we return to the discussion on motivation. As soon as 

their basic needs and family welfare were covered, the employees were motivated to show 

extra effort behaviour by accepting promotional or rotational duties in remote places 
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across Indonesia, which previously represented a source of dissatisfaction and 

disengagement with the organisation. This demonstrates that an organisation can play an 

important part in human resource development by facilitating and accommodating the 

needs of its employees. Further, it highlights the ability of a public service organisation 

to change and evolve from a rigid and bureaucratic institution into a modern and 

transparent organisation by applying a suitable best-practice management approach. The 

organisation’s ability to perform its role will be enhanced because it is supported by 

highly motivated and committed employees. The DGT is expected to use these resources 

and managerial knowledge in achieving its vision to become the best tax administrator in 

Southeast Asia. It will build on its mission to perform the tax administrative function by 

implementing taxation law fairly to fund the state for the people’s welfare. 

 

8.3.4 Implication for Job Satisfaction 

This research contributes to the literature on public sector employment by focusing on 

the level of job satisfaction in the public service in a developing country. The respondents 

reported high overall satisfaction. They also expressed higher levels of job achievement 

and salary satisfaction. Interestingly, the employees in this study reported that they were 

satisfied with their working conditions. This satisfaction included satisfaction in 

relationships with co-workers, a finding consistent with a study in Switzerland 

(Anderfuhren-Biget et al., 2010).  

This research focused on the application of an overall satisfaction scale, rather than the 

facets satisfaction scale. It did so to differentiate the measured items within the motivation 

scales, since most of the facets job satisfaction scales have items similar to the items in 

the intrinsic and extrinsic motivation scales. However, evidently in this study, the 

employees showed less satisfaction with the organisation, this finding could have a 

significant impact to the  of employees’ level of organisational commitment. The 

dissatisfaction with the organisation could be driven by incompatibility between 

individuals and the organisation.  

Thus, public sector managers must take into account all factors that influence an 

employee’s job satisfaction to develop an effective human resource policy that can ensure 

an improved level of job satisfaction. This study highlights the high level of the 

employees’ work motivation and organisational commitment. These advantages are 



267 
 

enhanced by their higher preferences for intrinsic motivation. That is their achievement 

satisfaction and working conditions satisfaction (which includes relationships with co-

workers). Relating these advantages to the cultural model that as a collectivist society 

employees perform best in in-groups, public sector managers could redesign jobs to 

emphasise team work and highlight team performances.  

Public sector occupations have previously been regarded as bureaucratic, low performing, 

unprofessional, and underpaid (Truss, 2013). The drive for a better public sector 

institution is assisted by engaging in bureaucratic reform. An ongoing change in an 

organisation could be a challenge and a source of dissatisfaction for the employees. It is 

the duty of public sector managers to give encouragement and certainty that the changes 

will make a critical contribution, not only to the working conditions of the employees but 

also to the organisation and community. Pursuing this approach will ensure the active 

participation of the employees in the process of organisational change and bureaucratic 

reform. The reform process transforms the institution, enabling it to become a modern 

and transparent organisation with the ultimate goal of achieving its mission and targets. 

 

8.3.5 Implication for Intention to Leave an Organisation 

This thesis provides a significant contribution to the literature of turnover intention in the 

Indonesian public sector. The findings highlight some significant factors influencing the 

decision of employees to leave their job. As is commonly found in similar research in the 

private sector, job satisfaction and organisational commitment have a significant impact 

on an employee’s intention to leave a public organisation. Moreover, both job satisfaction 

and organisational commitment are influenced by work motivation. These findings have 

a number of implications for the public sector organisation studied in constructing a 

comprehensive human resource policy and system. The results of this study emphasise 

that extrinsic motivation is a crucial factor that shapes employees’ job satisfaction, 

commitment, and their intention to leave the organisation.  

In general, the Indonesian private sector has more flexibility in offering higher extrinsic 

rewards and, in particular, national or multinational corporations tend to seek mature 

individuals with both competency and experience. DGT employees have been targeted as 

a resource by those corporations. As an organisation under the Ministry of Finance that 

has a strict and competitive selection process, the employees in this government 
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organisation are highly regarded. In addition, their experience in supervising and 

managing (tax administration) is highly valued by global business corporations. Where 

an employee is demanding a higher extrinsic reward, their demand is readily satisfied by 

job offers from those private corporations. To counter this, the DGT must implement a 

fair and targeted policy of human resource management, by balancing the employees’ 

demands and the organisation’s needs.   

Employees with a high level of commitment and motivation are assets for an organisation. 

Both factors can eventually work to shape the employees’ satisfaction. In particular, this 

study indicates that public sector employees are moved not merely by intrinsic 

motivation, but also to a larger extent by extrinsic rewards. Thus, public sector human 

resource policies should first meet the basic needs of employees. This would, in turn, 

enhance employees’ commitment to the organisation and improve their job satisfaction. 

Satisfied and committed employees are less likely leave the organisation.  

The qualitative findings of this study emphasised that an employee’s welfare was very 

important. This included their take home salary, family and personal welfare. This 

emphasis on welfare was also consistent with the national culture, which is a feminine 

and collectivist society (Hofstede, 2011). In attempting to develop a higher level of 

satisfaction and commitment, public managers should consider these fundamental factors 

(their basic needs and cultural values). Human resource policies – remuneration, 

promotion, rotation, and training and development, can be used to maintain optimal 

satisfaction and commitment, and also a favourable level of employee turnover. 

Nevertheless, a comprehensive policy should also consider the organisational culture and 

the external conditions – employment rate, industry best practices, and government 

regulations. 

In summary, the significance of this study is that the quantitative analysis confirmed the 

findings of previous research were applicable to the Indonesian public sector context, and 

the qualitative approach complemented and reaffirmed these findings.   

Thus, this research provides evidence of public sector turnover intention in an Asian 

developing country. It further assists in understanding what factors influence public sector 

motivation, and how that motivation shapes employee satisfaction and commitment to the 

organisation. It also demonstrates how various combinations of these factors influence 

turnover intention.  
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The beneficial contribution from a practical perspective is that an organisation has an 

important role to play in facilitating employee motivation. In promoting a higher level of 

satisfaction and commitment to the organisation by employees, the organisation can 

reduce voluntary disengagement. Public sector managers should assess a range of factors 

– personal, organisational, external, and cultural, in formulating fair policies. In 

particular, a reasonable remuneration package and an objective career path with 

promotional opportunities is seen as essential.    

 

8.4 Limitations 

It must be recognised that there are some limitations inherent in the findings. These 

include: 

1) This study applied a cross-sectional design that is based on a self-reported 

questionnaire. Thus, it is impossible to determine causality of the relationships. 

Additionally, the observed relationships might have been overstated and susceptible 

to common method bias.  

2) The survey was conducted in one public sector organisation (notwithstanding the fact 

that it was undertaken in 11 cities across Indonesia). This limitation goes to the 

characteristics of the sample. Given that the respondents came from the same 

organisation, they might share the same work conditions, work culture, ethos and 

ethics. This might affect the results and cause them to be skewed. In addition, the 

themes explored in interviews were often only meaningful for this particular 

organisation. Therefore, generalisation of the findings to other public sector 

organisations (or to private sector organisations) should be undertaken with care.   

3) The research endeavoured to apply theories developed in the west to a different 

context. The limitations inherent in this include the language barrier. Despite the 

attempt to accurately translate the questionnaire into local or contextual language, 

some of the nuances in the questionnaire may not have been completely captured.  In 

addition, there is the issue of culture. Differences in national culture, as indicated  by 

Hofstede et al. (2010), might influence the results and produce conflicting findings. 

This was noted as the outcome for several findings of this study.  
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In particular, within this research the explorations of the relationships between PSM 

and other variables – JS and ILO, contradicted results from previous western-context 

research. 

4) Another limitation in this study was the limited availability of research on work 

motivation, job satisfaction, organisational commitment, and turnover intentions in 

the Asian context, and in particular in the Indonesian context. This restricted the 

opportunity to build on previous research to produce a comparison analysis of the 

findings with similar studies in the same regions.  

5) In relation with limitation number 3 mentioned above, the validation of the models 

using an alternative subset data could not be performed. Therefore, those models 

could be an interesting research agenda for a future study.  

 

8.5 Recommendations for Future Research 

Given the limitations, some recommendations for future research are suggested.  

1. Future quantitative research should focus on the relationships between variables and 

consider the causality of those relationships. Causality could be analysed by testing 

models using longitudinal data. However, a longitudinal data collection will involve 

greater effort and resources. Nevertheless, this study is well positioned in the existing 

literature and behavioural studies that have used similar methods. 

2. A replication of this study to confirm the findings in a different context should be 

considered. For example, a public organisation in healthcare, transportation, policing 

or the military; local or federal institutions; public service or an agency-like 

organisation etc. It is also worth considering private sector corporations or non-profit 

organisations as the targeted population. These recommendations are forwarded to 

capture a general background in the sample and findings that can be generalised. 

Nonetheless, these organisation types would also have different values and cultures 

that eventually influence their employees’ perceptions and behaviour in relation to 

the researched variables.    

3. The contrary expectations in some findings are explained by the application of 

western-developed theory in this specific non-western contextual background. Thus, 
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it is acknowledged that national culture has an important role in work-related 

attitudes. Although this notion was already explained by some cultural research and 

literature, it is recommended that future research might consider the influence of 

national culture on such important employee attitudes. Therefore, future research 

could extend the study to incorporate national culture as one of the latent variables, 

for example, by using Hofstede’s model of national culture.   

4. Additional study could be undertaken in other nations to add to the depth of 

discussions on the issues of this research. 

 

8.6 Conclusion  

A high rate of voluntary turnover is devastating for those organisations studied. It is 

because of the high cost involved in replacing these workers that this work was 

undertaken. The impact is particularly severe in a high performing public sector 

organisation. This is because it has no flexibility in the recruiting process. Therefore, it is 

crucial for public sector institutions to develop a conducive working environment to 

maintain its employees. However, the desire to remain within an organisation is not only 

influenced by the organisation itself, but also by personal and external factors.    

Individuals who engage in public sector organisations might have their own agenda and 

motivation, which could be compatible with the organisation’s values, vision, and 

mission, or otherwise. An understanding of the influencing type and level of motivation 

among employees would be a helpful instrument in managing and maintaining a low 

turnover rate. Public sector managers should also assess employees’ working attitudes, 

for example, their job satisfaction, their commitment to the organisation, and the level of 

their intention to leave or remain with the organisation. A comprehensive understanding 

of these factors is needed in formulating a fair policy in human resource management.   

An organisation must also pay attention to external factors and stakeholders, including 

the economic outlook, governmental regulations, industry best practices, and its 

community. This is crucial for public institutions that have a vital role as an extension of 

the government in carrying out development programs and providing fair public services 

to the community. At the end of the day, a public organisation is urged to transform itself 
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to become a transparent, accountable, and modern institution, and eliminate its rigid and 

bureaucratic system.  

This study provides significant insights into public sector motivation, including the 

intrinsic and extrinsic motivation of employees, and also their motivation in serving the 

public. In a result that slightly differed from previous studies, this research found that 

public sector employees were highly moved by extrinsic motivation, especially in this 

developing country. And cultural differences significantly influence the application of 

public service motivation in the Indonesian public sector. Individuals who join the public 

sector have conscientiously aligned themselves to their organisation. Employees’ levels 

of motivation and commitment to an organisation eventually shape their job satisfaction 

and their intention to remain or leave the organisation. Thus, public sector managers are 

encouraged to develop an effective human resource policy and a conducive working 

environment in pursuit of managing and maintaining a low level of voluntary turnover of 

employees.     
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Appendix A: Intrinsic and Extrinsic Motivation Items 
  

Table Intrinsic and Extrinsic Motivation Items 
No. Factors Items Source 
1 IM Achievement 1 I feel very satisfied when I 

achieve organisation target. 
Developed for this 
research 

2 IM Achievement 2 I am very proud when I do a good 
job. 

Developed for this 
research 

3 IM Recognition 1 It is very important to me to get 
recognition for the 
accomplishment of my work. 

Developed for this 
research 

4 IM Recognition 2 I receive recognition for my 
achievement from my 
organisation and/or my co-
workers. 

Developed for this 
research 

5 IM Work Itself 1 I like doing my job because it is 
very important for my 
community. 

Developed for this 
research 

6 IM Work Itself 2 My job is very complex and 
difficult. 

Developed for this 
research 

7 IM Work Itself 3 My job is very interesting and 
challenging. 

Definition of 
intrinsic motivation 
(Amabile, 1993) 

8 IM Responsibility 1 I feel really good when I am given 
a higher responsibility and 
manage to submit a good result. 

Developed for this 
research 

9 IM Responsibility 2 Those who do well on the job 
stand a fair chance of being 
promoted. 

Job Satisfaction 
Survey (JSS) scale 
(Spector, 1997) 

10 IM Advancement 
and Growth 1 

My works enhance my knowledge 
and skills. 

Developed for this 
research 

11 IM Advancement 
and Growth 2 

This organisation allows me to 
advance my knowledge and skills 
through training and development.  

Developed for this 
research 

12 EM Policy and 
Administration 1 

There are many procedures and 
rules that hinder myself in 
accomplishing better outcomes. 

Developed for this 
research 

13 EM Policy and 
Administration 2 

The placement, rotation, and 
promotion policies are satisfactory 
and fair. 

Developed for this 
research 

14 EM Policy and 
Administration 3 

I have too much to do at work. Job Satisfaction 
Survey (JSS) scale 
(Spector, 1997) 

15 EM Policy and 
Administration 4 

My efforts to do a good job are 
seldom blocked by red tape.  

Job Satisfaction 
Survey (JSS) scale 
(Spector, 1997) 

16 EM Supervision 1 Supervision is important to ensure 
organisational outcome or target. 

Developed for this 
research 

17 EM Interpersonal 
Relationship 1 

My co-workers are keen to help 
each other, although this means 
having additional work to their 
routine job. 

Developed for this 
research 
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No. Factors Items Source 
18 EM Interpersonal 

Relationship 2 
My supervisor is a very fair and 
competent person. 

Developed for this 
research 

19 EM Working 
Condition 1 

I work in a safe, modern, and 
friendly environment. 

(Gordon et al., 
2010) 

20 EM Working 
Condition 2 

I have all necessary instruments, 
utensils, and hardware and 
software device to carry out my 
work. 

Ellickson and 
Logsdon (2001) 

21 EM Salary 1 
 

I take this job because of the 
salary and the benefits. 

Developed for this 
research 

22 EM Salary 3 
 

My salary is better than in any 
other organisations in public 
sector. 

Developed for this 
research 

23 EM Salary 2 
 

My salary is equivalent with my 
effort on the job. 

Developed for this 
research 

24 EM Status 1 My job is recognised as “high 
status” in society. 

Furnham et al. 
(2009) 

25 EM Security 1 I believe I have a good permanent 
job. 

Furnham et al. 
(2009) 

26 EM Security 2 I intend to work in this 
organisation until retirement. 

Developed for this 
research 
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Appendix B: Research Questionnaire (English Version) 
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Appendix C: Research Questionnaire (Bahasa Indonesia 
Version) 
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Appendix D: Research Interview Guide (English Version) 
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Appendix E: Research Interview Guide (Bahasa Indonesia) 
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Appendix F: List of the Targeted Tax Offices 
 

No City Name of TO LTO/SpTO/ 
MTO/STO 

1 Jakarta HRM Unit in DGT head office --- 
2 Jakarta  KPP Wajib Pajak Besar Satu LTO 
3 Jakarta KPP Penanaman Modal Asing 

Lima 
SpTO 

4 Jakarta KPP Madya Jakarta Pusat MTO 
5 Jakarta KPPP Jakarta Tanah Abang Dua STO 
6 Jakarta KPPP Jakarta Tanah Abang Tiga STO 
7 Jakarta KPPP Jakarta Gambir Empat STO 
8 Tangerang, Banten (in Java 

Island) 
KPP Madya Tangerang MTO 

9 Tangerang, Banten KPPP Tangerang Timur STO 
10 Tangerang, Banten KPPP Tangerang Barat STO 
11 Bekasi, West Java KPPP Bekasi Selatan STO 
12 Surakarta, Central Java KPPP Surakarta STO 
13 Yogyakarta, Yogyakarta KPPP Yogyakarta STO 
14 Wates, Yogyakarta KPPP Wates STO 
15 Sleman, Yogyakarta KPPP Sleman STO 
16 Bantul, Yogyakarta KPPP Bantul STO 
17 Medan, North Sumatera KPP Madya Medan MTO 
18 Medan, North Sumatera KPPP Medan Belawan STO 
19 Medan, North Sumatera KPPP Medan Kota STO 
20 Medan, North Sumatera KPPP Medan Timur STO 
21 Tebing Tinggi, North 

Sumatera 
KPPP Tebing Tinggi STO 

22 Pematang Siantar, North 
Sumatera 

KPPP Pematang Siantar * STO 

23 Bandar Lampung, Lampung KPPP Tanjung Karang STO 
24 Bandar Lampung, Lampung KPPP Kedaton * STO 
25 Denpasar, Bali KPP Madya Denpasar MTO 
26 Denpasar, Bali KPPP Denpasar Timur STO 
27 Denpasar, Bali KPPP Denpasar Barat STO 
28 Denpasar, Bali KPPP Badung Selatan STO 
29 Balikpapan, East 

Kalimantan 
KPP Madya Balikpapan MTO 

30 Balikpapan, East 
Kalimantan 

KPPP Balikpapan STO 

31 Balikpapan, East 
Kalimantan 

KPPP Penajam STO 

32 Makassar, South Sulawesi KPP Madya Makassar MTO 
33 Makassar, South Sulawesi KPPP Makassar Selatan STO 
34 Makassar, South Sulawesi KPPP Makassar Utara STO 
35 Makassar, South Sulawesi KPPP Makassar Barat STO 

* Declined to give permission for survey 
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Appendix G: The Hierarchy of DGT 
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Appendix H: Table Distribution of the Study Sample 
Characteristics 

 
   (N = 583)       

Characteristics Frequency Percentage 

Gender Male 
Female 

382 
201 

65.5 
34.5 

Age Below 30 years 
31-40 years 
Above 40 years 

190 
278 
115 

32.59 
47.68 
19.73 

Marital Status Single, Divorced, or Widowed 
Married 

113 
470 

19.38 
80.62 

Education 
Level 

Secondary School or Technical College 
University Diploma 
Bachelor Degree 
Postgraduate Degree (Master or PhD) 

47 
101 
368 

67 

8.06 
17.32 
63.12 
11.50 

Tenure < 3 years 
3 – less 7 years 
7 – less 11 years 
11 – less 15 years 
15 – less 19 years 
> 19 years 

64 
97 

127 
115 
85 
95 

10.98 
16.64 
21.78 
19.73 
14.58 
16.30 

Position Frontliners 
Account Representatives 
Tax Auditors 

135 
252 
196 

23.16 
43.22 
33.62 

TO  Large Taxpayers Office (LTO) 
Specialised Taxpayers Office (SpTO) 
Medium Taxpayers Office (MTO) 
Small Taxpayers Office (STO) 

30 
25 

134 
394 

5.15 
4.29 

22.98 
67.58 

TO Region Jakarta, Tangerang, Bekasi 
Yogyakarta and Central Java 
North Sumatera and Lampung 
Balikpapan, East Kalimantan 
Denpasar, Bali 
Makassar, South Sulawesi 

199 
78 

104 
58 
69 
75 

34.13 
13.38 
17.84 

9.95 
11.84 
12.86 

TO 
Classification 
in Region 

LTO 
SpTO 
MTO Java 
MTO Western Indonesia 
MTO Eastern Indonesia 
STO Java 
STO Western Indonesia 
STO Eastern Indonesia 

30 
25 
54 
40 
40 

169 
122 
103 

5.15 
4.29 
9.26 
6.86 
6.86 

28.89 
21.03 
17.67 

Homebase Same City 
Suburb to TO City 
Same Province 
Different Province in the same island 
Different Island 

380 
28 
13 
52 

110 

65.18 
4.80 
2.23 
8.92 

18.87 
Grade 4 - 7 

8 - 9 
10 - 11 
12 - 13 
14 - 15 
16 - 18 

50 
154 
220 
87 
14 
58 

8.58 
26.42 
37.74 
14.92 

2.40 
9.95 
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Characteristics Frequency Percentage 

Salary < IDR 5.000.000 
IDR 5.000.001 - IDR 8.000.000 
IDR 8.000.001 - IDR 11.000.000 
IDR 11.000.001 - IDR 14.000.000 
IDR 14.000.001 - IDR 17.000.000 
> IDR 17.000.001 

11 
40 

167 
235 
49 
81 

1.89 
6.86 

28.64 
40.31 

8.40 
13.89 
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APPENDIX I: Scatterplot Diagrams of Standardised Residual 
for Linearity Testing 

 

1. Intrinsic Motivation 

The standardised coefficient β = -.136 and t value = -3.305 (p value < .001).  
 

 

 
 

 

2. Extrinsic Motivation 
 

Coefficientsa 
Model Unstandardized 

Coefficients 
Standardized 
Coefficients 

t Sig. 

B Std. 
Error 

Beta 

1 
(Constant) 5.387 .403  13.353 .000 
Extrinsic 
Motivation -.372 .076 -.200 -4.913 .000 

a. Dependent Variable: Intent to Leave Organisation 
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3. Public Service Motivation 
 

Coefficientsa 
Model Unstandardized 

Coefficients 
Standardize

d 
Coefficient

s 

t Sig. 

B Std. 
Error 

Beta 

1 
(Constant) 4.485 .498  9.004 .000 
Public Service 
Motivation -.171 .079 -.089 -2.155 .032 

a. Dependent Variable: Intent to Leave Organisation 
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4. Organisational Commitment 
 

Coefficientsa 
Model Unstandardized 

Coefficients 
Standardize

d 
Coefficient

s 

t Sig. 

B Std. 
Error 

Beta 

1 

(Constant) 6.986 .313  22.33
9 .000 

Organisational 
Commitment -.695 .060 -.431 

-
11.50

2 
.000 

a. Dependent Variable: Intent to Leave Organisation 

 

 
 
 
 

5. Job Satisfaction 
 

Coefficientsa 
Model Unstandardized 

Coefficients 
Standardized 
Coefficients 

t Sig. 

B Std. Error Beta 

1 
(Constant) 7.208 .328  22.004 .000 
Job 
Satisfaction -.668 .057 -.435 -11.655 .000 

a. Dependent Variable: Intent to Leave Organisation 
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Appendix J: The Histograms and P-P Plot Diagrams 
 

Histogram and Normal P-P Plot of Intrinsic Motivation 
 

 
 
 
 

Histogram and Normal P-P Plot of Extrinsic Motivation 
 

     
 

  

 

 



329 
 

Histogram and Normal P-P Plot of Public Service Motivation 
 

 
 
 
 

 
Histogram and Normal P-P Plot of Organisational Commitment 
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Histogram and Normal P-P Plot of Job Satisfaction 

 

 
 

 
 

Histogram and Normal P-P Plot of Intent to Leave Organisation 
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