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This dissertation examined how public service motivation (PSM), enhanced by
workplace trust (WT), will mediate the effects of perceived politics on organizational
outcomes in the context of Philippine local bureaucracy. The study investigated the
relationship of perception of organizational politics (POP) with organizational
commitment (OC), job satisfaction (JS) and workplace stress (WS); and the mediating
effects of PSM and WT on these relationships. The underpinnings of three theories –
social exchange, self-determination and job demands-resources - explained the
complexities of these relationships.
The first objective of this research study was to examine how perceived
organizational politics will affect organizational outcomes (commitment, satisfaction,
and stress), workplace trust, and public service motivation.Second, it aimed to explain
the mediating effects of workplace trust and of public service motivation, acting on the
relationship between POP and the outcome variables.The third objective was to
establish the link between PSM and workplace trust as potential mediators for the
focally-predicted relationships.
To examine the predicted causal relationships among the variables under study,
the research used the quantitative method. It employed the survey method for collecting
data using a structured questionnaire based on a five-point Likert scale. Standardized
measurement scales that had been used and validated in earlier studies were adapted to
measure the variables. To enhance the response rate, the survey was distributed using
multiple approaches including online, post-mail, and face-to-face. The population of
144 individuals, out of which 119 valid samples were derived, was comprised of the
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heads of the local social welfare offices in the city, municipal, and provincial levels of
the following seven provinces in the Philippines: Occidental Mindoro, Oriental
Mindoro, Marinduque, Romblon, Palawan, Batangas, and Laguna.
To analyze the data collected, a number of statistical tools were employed
including exploratory factor analysis and confirmatory factor analysis, as well as
regression and path analyses. The study also used structural equation modeling and the
process approach of Hayes (2007) to determine the direct paths, and the mediating or
indirect effects, respectively.
The research results indicated that perceived politics did not have a significant
direct relationship with the organizational outcomes (job satisfaction and workplace
stress), and neither with PSM. The statistical evidences presented by this study showed
that direct causal relationship existed between POP and workplace trust only. However,
contrary to what was predicted of a negative correlation between the two, the findings
showed a positive correlation. PSM had a significant and positive relationship with job
satisfaction and a significant and negative relationship with workplace stress. Similar to
PSM, workplace trust was found to be related with JS and WS. These findings
confirmed the dominant view about the all-positive outcomes of PSM and WT. WT was
also observed to have a positive impact on PSM. These two variables sequentially
mediated the indirect relationship of POP with WS, and with JS. There was, however,
no observed linkage between the predictive variables and organizational commitment.
These findings are contrary to the common notion that a politically-charged
environment causes immediate harmful impact on organizational outcomes. The likely
effects of perceived politics are indirect and these can be mitigated by workplace trust
and public service motivation. The trust behavior of employees enhances their
motivation to serve the public interest which consequently attenuates what could be
possible adverse effects of POP on satisfaction and stress.
The results of this study reaffirm the view that people behave differently towards
perceived politics in the workplace. They have implications on strategic human resource
management, specifically on how organizations should practice strategic recruitment to
improve the organization-employee fit by .
While there have been numerous research studies done on the concept of PSM

v

since its conception almost three decades ago, it has not been widely explored beyond
the Western perspective. The study filled this gap in literature, concluding the existence
of PSM and high trust behavior among Filipino government employees especially
among the respondent social workers. Their motivation to serve the public interest along
with trust in the workplace results to enhanced satisfaction and reduced stress. These
findings provide policymakers with empirical data and analyses for a practical
understanding of the nature of the motivation of government employees and how this
can inform the policy discussions to further improve governance and public service.
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CHAPTER 1
INTRODUCTION

In the last 15 to 20 years, public management theorists have shown strong
interest in the study of public service motivation (PSM) (Van der Wal, 2015). The
concept originated from the public administration arena, and was not borrowed or
adopted from other fields of study. It is considered indigenous work in the areas of
public administration and management, touching the core and essence of public
service (Perry & Vandenabeele, 2015). Brewer and Selden (1998) posited that it is
the “motivational force that induces individuals to perform meaningful public service”
(p. 417). Various literature has identified PSM as an important factor in attracting
individuals to work in the public sector and to stay devoted (Kim, 2009) and
committed (Caillier, 2014). It is also associated with a number of positive individual
and organizational outcomes, including better job performance, organizational
citizenship behaviors, and organizational performance (Naff & Crum, 2016); higher
job satisfaction (Kjeldsen, 2012); low turnover intention (Shim, Park, & Eom, 2017),
stronger organizational commitment (Austen & Zacny, 2015; Jin, McDonald, & Park,
2018); high level of engagement (De Simone, Cicotto, Pinna, & Giustiniano, 2016);
satisfaction with and success of employee training (Thaler, Spraul, Helmig, &
Franzke, 2016); a high level of managerial accountability (Park, Fabian, Vogel and
Kim, 2016), and a whistle-blowing attitude (Caillier, 2013). Despite its prevalence as
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a public sector phenomenon, PSM is not unique to the sector but is also present in
private and non-government organizations (Kjeldsen, 2012; S. M. Park et al., 2016)
The literature shows that aside from effecting positive outcomes, PSM also
mitigates the potential adverse impact of work-related stressors. Liu, Yang and Yu
(2014), in their study of how workplace stress affects health-related outcomes, found
that PSM increases one’s ability to manage stress. High PSM also helps attenuate the
negative effects of perceived organizational politics or POP (Liu et al., 2014; Shim et
al., 2017; Shrestha & Mishra, 2015).
Empirical evidence has revealed that the interaction of PSM with another
positive variable creates positive individual and organizational outcomes. The
buffering power of PSM can be bolstered by the presence of workplace trust. The
literature has revealed that trust is important in different areas of political and civic
life, and organizational management and human resource development, enhancing
public service motivation (Chen, Hsieh, & Chen, 2014). According to Vigoda (2000),
trust and social support can control and reduce the potentially negative effects of POP.
Not all outcomes of PSM are positive though. Some studies have found what
is called the “dark side” of PSM. Guiaque et al. (2012) explained that as the
motivation to serve the common good increases, the expectations towards the job also
increase, which consequently adds to the frustration of and pressure on public agents.
There is the desire to do more and do better for public welfare, and not being able to
achieve it can be more stressful for a highly-motivated employee. When encountering
a stressful work environment (e.g. red tape), Quratulain and Khan (2013) argued that
PSM aggravates or worsens the negative effects on employee behaviors, giving rise to
the attitude of “resigned satisfaction” (p. 307). These findings are directly in conflict
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with the dominant view that high-PSM employees tend to pursue the common good
despite encountering challenges and problems, such as excessive bureaucratic
formalization and constraints (Quratulain & Khan, 2013).
In the quest for understanding the nature, source, and outcome of motivation
in public service, research studies have been focused largely on senior managers and
administrators. This has somehow sidelined the major role and immense contribution
of the frontline service delivery workers that serve the public directly. Among the
most prominent frontliners in public service are the social workers. They provide
services for the welfare of children, women and elderly, carry out intervention
programs during calamities, and facilitate and support community development
programs, among many others. Having witnessed many instances of how social
workers have responded to public needs and helped alleviate the life condition of
many, it has always held a fascination for this author how they keep doing what they
are doing despite the challenges and difficulties of the job. The dynamics in the social
work environment make the issues of motivating and increasing commitment of social
workers worthy of focused empirical study (Corley & Kim, 2015).
The International Federation of Social Workers defines the role and
importance of social work as follows:
The social work profession promotes social change, problem solving in
human relationships and the empowerment and liberation of people to
enhance well-being. Utilising theories of human behaviour and social
systems, social work intervenes at the points where people interact with
their environments. Principles of human rights and social justice are
fundamental to social work. ("Definition of Social Work," 2000;
Henrickson, 2013)
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The social welfare workers directly provide services to the most marginalized
and vulnerable in society. This could be the reason why the larger social climate and
culture perceive public welfare agencies as “leper-keepers” (Owens-Manley, 2009).
The general operating environment of social work requires strong client focus and
motivated efforts to deliver quality services in order to make positive impact on the
lives of people (Mastracci, Guy, and Newman, 2011). The direct exchange between
the public and public agents requires emotive behavior appropriate for the workplace.
It entails a caring and compassionate attitude in one’s personal interaction with
citizens as social workers are expected to be pleasant, courteous, emphatic, and
accommodating at all times, even in stressful situations. It can be emotionally
draining and makes social workers more vulnerable to stress (Boyas & Wind, 2010;
Cacciatore et al., 2011; Omdahl & O'Donnell, 1999).
Organizational politics is a prevalent, if not an inherent, work-related stressor
in many organizations. In many countries, organizational politics can be so
entrenched that the saying “what matters most is not what you know but whom you
know” (Yu, 2014) holds so much truth in many areas of public service. In the
Philippines, Yu (2014) found the presence of power inequality between workers and
their superiors in the local government units. Even in the field of social work, Yu
(2014) suggests that “the distribution of power in municipal government
bureaucracies allow mayors to heavily inﬂuence local social welfare and development
work, with some using this to advance their personal interests” (p. 114). This amount
of power and influence may lead to feelings of unfairness and injustice and breed
mistrust and dissatisfaction among social workers. It can also result in a “culture of
obeisance” (Bautista, Bernardo & Ocampo, 2009) where individuals merely “learn to
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dance with the tune” in order to avoid conflict and/or to protect self-interest (Yu,
2014).
In highly-political environment, one might ask the critical question. “Does
public service motivation really matter?” (Leisink, Knies, & van Loon, 2018; Shim et
al., 2017). Will PSM hold its power and attenuate the impact of the perception of
organizational politics on job satisfaction (JS), organizational commitment (OC), and
workplace stress (WS)? How will trust behavior in the workplace affect motivation to
serve the public? And how will the link between workplace trust (WT) and PSM
affect the focal relationships under study?

1.1 Objectives of the Study
The objectives of the study are three-fold.
1. To demonstrate how perceived organizational politics affects organizational
outcomes (commitment, satisfaction and stress), workplace trust, and public
service motivation.
2. To explain how PSM and workplace trust, acting separately, mediate the
effects of POP on organizational commitment, job satisfaction, and stress.
3. To investigate the link between PSM and workplace trust as potential
mediators in focal-predicted relationships.

1.2 Scope of the Study
The study will focus on the following:
1. Analysis of the relationships among the six key variables: perception of
organizational politics as the independent variable; organizational outcomes,
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including organizational commitment, job satisfaction, and workplace stress as
dependent variables; and public service motivation and workplace trust as
mediating variables
2. Use of the following theories to guide the research: social exchange theory,
self-determination theory, and job demands-resources theory. Supported by
these theoretical underpinnings, the study hypothesizes that PSM will have a
buffering effect on the impact of POP on the outcomes, taking into account
workplace trust as an antecedent of PSM. All four components of PSM—
“attraction to policy-making, commitment to public interest, compassion and
self-sacrifice” (Kim, et al., 2013, p. 81)—will be measured.
3. In order to determine the causal relationships among the variables, only a
quantitative approach will be employed.

1.3 Research Questions
The study puts forward the following research questions:
1. In what ways does perceived politics affect organizational outcomes
(commitment, satisfaction and stress), workplace trust, and public service
motivation?
2. How does workplace trust mediate the relationship between perceived politics
and outcomes?
3. How does public service motivation mediate the relationship between
perceived politics and outcomes?
4. How does workplace trust affect public service motivation?
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5. How do workplace trust and public service motivation together affect the
relationship between perceived politics and outcomes?

1.4 Benefits of the Study
There is a dearth of literature on the non-western perspective of PSM. The
majority of the research studies have been focused on the Western front, with some
interests emerging in East Asia, leaving the rest of the world largely unexplored. As a
western concept, PSM is yet to be tested in the context of Asian bureaucracy. There
still remains a lot to explore in order to understand, contextualize, compare and
contrast this powerful concept that is PSM, especially in the backdrop of Asian public
administration. The study attempts to fill this void in the literature by exploring PSM
within the Philippine local government bureaucracy.
The research is designed to explain the influence of POP on outcomes. It also
attempts to understand how trust behavior in the workplace may affect PSM, and how
WT and PSM may consequently attenuate or exacerbate the effects of POP. This is
yet another area that the existing literature on PSM has not very much focused on.
The study will provide empirical data on the relationships among these variables and
it is hoped that insight will be provided to public managers and administrators on how
to motivate and improve work outcomes within a politically-charged organization.

1.5 Organization of Dissertation
This study is composed of six chapters. Chapter 1 introduces the subject and
scope of the study, the problem statement, the research questions, and the study
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objectives and benefits. It provides the basis and direction of the study as the process
and results unfold.
The following chapter, Chapter 2, presents the social work landscape in the
Philippines, beginning with a description of the development of social work within
the context of the country’s history, both colonial and political. It explains the current
structure of social work as a basic government function and the devolution of direct
service provision to the local government. The chapter also identifies the problems
and challenges that social workers encounter in bureaucracy.
Chapter 3 provides an overview of the literature on the social constructs that
influence employee behavior and outcomes. It examines the effects of POP on
organizational commitment, job satisfaction, and stress, and how PSM and WT might
mitigate the impact. The chapter conceptually links the constructs of PSM and WT,
setting the stage to examine their mitigating role between POP and outcomes.
Chapter 4 outlines the methodology that will be used for data gathering and
analysis. It provides details on the research design, the measurement scale, and the
survey procedure and instrument format. It also defines the population and sampling
techniques, as well as the sample characteristics.
Chapter 5 focuses on the analysis and presentation of the data gathered. The
chapter first examines the correlation between POP and outcomes based on the data,
and the second part of the examination analyzes the effects of public service
motivation and workplace trust as mediating variables.
The final chapter, Chapter 6, provides a discussion of the results of the tested
hypotheses. It also presents a summary of the findings and their implications, a
conclusion, and recommendations for further research.

CHAPTER 2
THE SOCIAL WORK LANDSCAPE IN THE PHILIPPINES

2.1 Emergence of Social Work in the Context of Colonial and Political History
The emergence of social work in the Philippines as a basic function of
government and as a profession can be best understood in the context of the country’s
colonial and political past (Artaraz, 2013). Social work in the Philippines traces its
roots and origins from more than five centuries ago during the era of Spanish
colonialism, and later American rule. A narrative on the development of social work
in the Philippines has spoken about the significant role that the Catholic church
played in charitable giving to the poor and needy during the Spanish colonial period.
The involvement of the government was very limited and the tasks of extending
support and relief assistance to the marginalized sector of society were left to the
religious order and charitable individuals (Yu, 2006). Social work depended on the
benevolence and mercy of people whose motivation to give was grounded on the
“ethos of charity and deeply-held faith” (Artaraz, 2013; "Development of Social
Work in the Philippines in Global and Historical Context," n.d.). Hospitals, schools,
orphanages, and almshouses were established by the Catholic church and private
individuals that viewed acts of giving as a means to earn their spiritual salvation.
Aside from religious intentions, another motive for helping the impoverished was not
as much as for their emancipation but to adhere to societal norms, to look good in the
eyes of people, and to feel good about oneself.
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Studying the historical context of social work development in the Philippines,
Yu (2006) argued that one of the main legacies of Spanish colonization of the country
is the fatalistic and religious attitude inculcated in people which rendered them
powerless and unmotivated to improve their plight. This dependence on God or fate
and the concept of salvation has significant implications for the aspect of welfare and
the larger society (Artaraz, 2013; Yu, 2006).
It was during the period of American rule that the role of government
increased in terms of funding charitable services and public coordination of
institutional responses (Jocano, 1980). Facilities such as health centers and social
work offices were built and initiatives to relocate people from the slum areas to better
housing were made ("Development of Social Work in the Philippines in Global and
Historical Context," n.d.). Yu (2006), however, argued that the primary motivation of
the American government in providing social welfare, albeit limited, was not really to
help and serve the needs of the people but was largely to promote colonial subjugation
and assimilation. It was only after the Second World War that social welfare was
considered a basic function of the government. The professionalization of social work
and the increasing emphasis on the need for coordination happened following
independence from American rule (Jocano, 1980). The Social Welfare Commission
was placed under the auspices of the Office of the President, signaling the formal
recognition of social welfare as a government responsibility (History of DSWD, n.d.).
It was also around this time that the Philippine Association of Social Workers
(Almanzor, 1966; Yu, 2006) was established by a small group of Filipino women that
were trained overseas and brought back social work theories and approaches to the
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Philippines. This same cohort pushed for reforms that would recognize social work as
a profession over time.
Amidst the political changes and upheavals through the years, institutional
social work continued to evolve and develop. The Department of Social Services and
Development was established in 1976 under the Marcos regime. This as a reflection
of the government’s reformation of the social welfare system—from a traditional,
institution-based focus to more community-oriented, people-centered programs and
services

that

aimed

to

enhance

people’s

capability

for

problem-solving

("Development of Social Work in the Philippines in Global and Historical Context,"
n.d.; p. 31).
Marcos’ predecessor, Corazon Aquino, also adopted a shift from mere welfare
and relief to a developmental approach (Artaraz, 2013), with the objective of
providing equal access to opportunities. The Department for Social Welfare and
Development was founded in 1987 with a shifted focus on the social and economic
development of the public it serves (Artaraz, 2013). The department was divided into
five areas: “family and community, children and youth, women, disabled and elderly
people, and emergency assistance/disaster relief” (Artaraz, 2013, p. 10).

2.2 Social Work Today
The mandate of the Department of Social Welfare and Development (DSWD)
as a government arm for social development has been stated as follows:
Department of Social Welfare and Development (DSWD) is the executive department of
the Philippine Government responsible for the protection of social rights of Filipinos and
the promotion of social development, social equity and inclusivity in the country.

(Department of Social Welfare and Development Partnership Highlights
2010-2013; "Social Work in the Philippines Today," n.d.)
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In line with the policy for government decentralization to effectively and
efficiently deliver services to the people, the local government units (LGUs) have
since taken the responsibility of providing social welfare and development services to
the people. The LGUs are strategically positioned to identify and address the need for
assistance and development of the people in their local jurisdiction. With the
devolution of direct operational responsibilities, the mandate of national DSWD
became limited to policy-making, planning, devising, and the monitoring of welfare
programs at the national level and supporting other national government agencies,
LGUs, NGOs and civil society in implementing programs and services that help
improve the quality of life of individuals and families (DSWD Report 2002). To date,
DSWD is the largest employer of social workers in the country, with a “total staffing
of 10,318 nationwide at the end of 2011, of whom 890 (less than 9 per cent) were
based in the central office and the remainder were assigned to 16 field offices”
(Artaraz, 2013; "Social Work in the Philippines Today," n.d.).
The foregoing description of the nature of social work today shows the broad
and far-reaching scope of the responsibility of institutional functions at the local level:
…child welfare and family support; work with older people, women,
disabled people, and those with mental health problems; disaster
management; community development and sustainability; community
organizing; and advocacy and social action. ("Social Work in the
Philippines Today," n.d.)

Table 1 depicts the accomplishments of the DSWD in terms of programs,
projects, and activities, as well as the geographic coverage and allocated budget, as
announced on the DSWD website ("DSWD Programs and Projects," 2016).
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Table 2.1 Summary of Core Programs and Projects of DSWD in 2016
PROGRAMS/ PROJECTS/
ACTIVITIES

Pantawid Pamilyang Pilipino
Program

DESCRIPTION

Pantawid Pamilya is a social protection program that
focuses on human capital development through the
provision of cash grants to eligible poor households
subject to their compliance with education and health
conditionalities.

GEOGRAPHIC COVERAGE

Provinces: 80
City: 144
M unicipality: 1,483
Barangay: 41,519

BUDGET
FY 2016

ACCOMPLISHMENT
CY 2015

Php 62,665,628,000.00

4,377,762
Families

Total: Php 9,609,403,000.00

507,607
Families

A. Micro-Enterprise (ME) Development
To enable participants to manage sustainable microenterprises

Php 3,373,271,000.00

380,068
Families

B. Employment Facilitation
To link participants to locally available jobs

Php 6,236,132,000.00

127,539
Families

Social Pension for Indigent Senior The Social Pension for Indigent Senior Citizens is one of Provinces: 81
the provisions under Section 5 of Republic Act No. 9994 Cities: 144
Citizens
otherwise known as the “Expanded Senior Citizens Act M unicipalities: 1,490
of 2010”. It is an additional government assistance in
the amount of Five Hundred Pesos (PhP500.00) monthly
stipend to augment the daily subsistence and other
medical needs of indigent senior citizens, with the
following eligibility criteria :
1. Frail, sickly or with disability
2. No pension from any government/
private insurance companies
3. No permanent source of income or
support from family

Php 8,711,203,000.00

877,198
Senior Citizens

Supplementary Feeding
Program

Php 4,271,022,000.00

1,786,201
Daycare Children

Sustainable Livelihood Program A community-based capacity building program
Provinces: 75
implemented through the Community-Driven Enterprise Cities/M unicipalities: 773
Development (CDED) approach. It has two tracks:
M icroenterprise Development and Employment
Facilitation

The Supplementary Feeding Program is the provision of Provinces: 81
food in addition to the regular meals to currently
Cities: 144
enrolled daycare children, as part of the DSWD’s
M unicipalities: 1,490
contribution to the Early Childhood Care and
Development (ECCD) program of the government.

Note:
Supplemental Feeding is being
implemented by School Year.
Accomplishment includes spill
over from previous cycle (20142015 cycle) which was
implemented in 2015 (2015-2016
cycle).

Food supplementation will be in the form of hot meals
to be served during break/snack time in the afternoon
sessions to children in Day Care Centers.
The Feeding program will be managed by parents
based on a prepared meal cycle using available
indigenous food supplies. Children beneficiaries will be
weighed at the start of the feeding and 3 months
thereafter. After the completion of 120 feeding days
based on the improvement and sustenance in their
nutritional status will be determined.

KALAHI-CIDSS (Kapit-Bisig
Laban sa Kahirapan:
Comprehensive and
Integrated Delivery of Social
Services)/
NCDDP (National Community
Driven Development Program)

Kalahi-CIDSS Project is a community demand-driven Provinces: 58
development project that aims to improve the quality M unicipalities: 759
of life of its beneficiaries through development of their Barangays: 17,770
capacity to design, implement and manage local
development activities that reduce poverty and
strengthen their participation in local governance.
Project objectives
(1) Empower communities
(2) Improve local governance
(3) Reduce poverty by providing funds for barangay
projects

KALAHI-CIDSS
M illennium Challenge
Corporation (M CC):
Php: 2,017,000.00

KALAHI-CIDSS NCDDP
Php: 10,982,783,000.00

Region: 6
Province: 21
City/M inicipality: 102
Barangay: 2,432
No. of community-development
projects funded/completed:
1,287

Region: 14
Province: 58
City/M inicipality: 759
Barangay: 17,770
No. of community-development
projects funded/completed:
6,055

Budget per FY 2016 GAA

From ("DSWD Programs and Projects," 2016)
https://transparency.dswd.gov.ph/programs-projects/
In the public domain.
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2.3 Problems and Challenges
Moving towards decentralization in order to empower and increase the
accountability and autonomy of local governments, the national government has
decentralized and devolved social work responsibilities and functions. As mandated
by the Local Government Code of 1991 (Republic Act 7160), the Municipal Social
Welfare and Development Ofﬁces (MSWDO) are tasked to directly deliver and

administer basic services and programs for social welfare to the people
within their areas of responsibility. The municipal mayors exercise power
and authority over the MSWDOs and have control over the resources that the
local social workers need to perform their duties (Yu, 2014). This, according to Yu
(2014), makes local social work in the Philippines susceptible to organizational
politics. In his interview with select social workers, Yu (2014) found out about the
heightened political perception of social workers, as mayors and other parties of
interests wield power and dominion in the organization. There were, for example,
some cases of breaches of security of tenure for falling out of good graces with the
chief executive (Yu, 2014). A number of stories have also attested to how having the
right connections, such as aligning oneself with the mayor’s political party and
powerful cliques, would be good for one’s career and standing in the “local
government political milieu” (p. 108). There exists a prevalent concept among
practitioners that “knowing your politician’s wife” (Parafina, 2002, p. 92) is important
in working one’s way in and out of the local bureaucracy and as self-evident strategies
in the devolved setup (Yu, 2014). As Artaraz (2013) puts it, “one can identify
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significant differences in the extent to which social workers in the Philippines are able
to act as autonomous professionals” (p. 41).
While these research findings may not be true for all social workers and
cannot be generalized for the entire country, the narratives presented in the preceding
review of the literature demonstrate the challenges that some social workers at the
local level might be facing. Being part of the municipal bureaucracy, the social
workers may encounter problems and difficulties, including organizational politics
brought on by the influence of mayors on local social welfare and development work
and political patronage, and the lack of professional autonomy stemming from
dependence on the mayor for funding (Yu, 2014), as indicated in the following: “The
distribution of power in municipal government bureaucracies allow mayors to heavily
inﬂuence local social welfare and development work, with some using this to advance
their personal interests” (Yu, 2014, p. 114).

2.4 Conclusion
There is no doubt that the development of social work in the country was
largely shaped by its colorful political and colonial history. The welfare initiatives
during the Spanish and American rules had “overriding colonial agendas” (Yu, 2006,
p. 559), which influenced modern-day social work practices. Even as the government
now takes social work as a basic function, mainstream social work practices struggle
with the politics that undermine workers in the practice environment.

CHAPTER 3

LITERATURE REVIEW AND FRAMEWORK

3.1 Introduction
This chapter presents an overview and synthesis of the empirical findings that
contribute to the understanding of the current study. It compares how the existing
literature is similar or how the studies vary, and evaluates the discussions and debates
surrounding the views and concepts presented. The aim is to evaluate and understand
these different perspectives and their contribution to the research problem being
studied.
The chapter provides an integrative review of the issues surrounding public
service motivation and how it mediates the effects of organizational politics on
organizational outcomes. Key variables—perception of organizational politics, public
service motivation, workplace trust, organizational commitment, job satisfaction and
workplace stress—are examined in an attempt to explore the relationships of each to
the other. It discusses the diverse, sometimes contradicting perspectives, and makes
an attempt to evaluate alternative interpretations. Empirical studies presenting the
mitigating and buffering effects of PSM, as well as its dark side, are explored and
evaluated in relation with the current research. The review also evaluates the different
dimensions of workplace trust and their positive outcomes. It discusses how the lack
of trust or mistrust leads to opposite results. The significance of organizational
commitment is explained in the chapter, while evaluating and criticizing the different
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types of commitment which could lead to varying organizational outcomes. The
chapter also discusses how commitment can be enhanced or diminished by the
surrounding factors in the work environment. Job satisfaction was defined in contrast
to job dissatisfaction. The different studies on job satisfaction revealed varying results
when studying job satisfaction as an antecedent, as an outcome, and as an attitude or
affective reaction. In the review of the concept of workplace stress, the discussion
focused on the three types—stress, eustress, and distress (Colligan & Higgins, 2006).
These three types of stress were compared and evaluated, underscoring stress for the
purpose of the study.
The chapter also attempts to establish the theories that already exist and
examines the influence of these theories on the problem being studied. It explains how
the theories of social exchange, job demands-resources, and self-determination
underpin the focal and mediating relationships. The chapter discusses the
relationships among the key variables within the precepts of these theories. The
results of the syntheses, critical evaluation, and comparisons of these scholarly works
lead to the development of a conceptual framework that explains the phenomenon
being studied. It presents how PSM and WT are integrative factors that hold the other
conflicting concepts of perceived politics and outcomes together.

3.2 Perception of Organizational Politics (POP)
Workplace stress can emanate from different sources—role conflict or role
ambiguity, managerial bullying, and lack of autonomy (Colligan & Higgins, 2006);
unfair treatment, lack of recognition, lack of feedback, and lack of opportunity for
professional growth (Giauque et al., 2012); or workload and responsibility pressure
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(Cicei, 2012). Aside from these generally-defined sources of stress, the literature
identifies a number of stressors that are prevalent in the public sector, including red
tape and the perception of organizational politics. Public administration can prove to
be a more complex and more difficult job than work in the private sector (Wilenski,
1988). The increasing public demands and expectations, overwhelming social
problems, and limited public resources, aggravated by power play in politicallycharged organizations, make public service work difficult.
“Studies have long argued that politics is an epidemic phenomenon in
organizations and that it deserves more attention and empirical examination” (Vigoda,
2000, p. 326), so much more so in the public sector. Previous studies examined
organizational politics in the public sector setting, particularly in the areas of
education (Kacmar & Ferris, 1993), the government sector (Shrestha & Mishra, 2015;
Vigoda, 2000), and semi-public agencies such as hospitals and government-owned
industries (Kacmar & Ferris, 1993; Vigoda, 2000). Theoretical arguments suggest that
“politics often interferes with normal organizational processes (e.g., decision making,
promotion, and rewards) and damages productivity and performance” (Vigoda, 2000,
p. 326). It is viewed as selfish, unfair, unhealthy and irrational (Drory & VigodaGadot, 2010; Kacmar & Ferris, 1993). Empirical evidences show that perceived
politics has negative consequences in organizational outcomes, resulting in low
morale and job performance (G. R. Ferris et al., 1996), low satisfaction at work (Valle
& Witt, 2001), reduced commitment, and increased stress and burnout (Vigoda-Gadot
& Talmud, 2010).
While most studies have focused on the dark side of organizational politics,
there are some scholars that have argued that politics has positive effects, considering
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it important to help the organization function effectively. Those that learn to go along
(Yu, 2014) and connect with the right people and the “powers that be” not only
survive but thrive in a political environment. The constructive role of POP encourages
individuals to develop political capabilities, as dexterity in navigating the
organizational political arena can serve one’s interest to advance one’s professional
career and to achieve power and success in the organization (Xue, 2015). This
positive view of POP also suggests that perceived politics, mediated by careerism, can
enhance organizational citizenship behavior (Hsiung, et al., 2011). Interestingly, a
study of a Chinese government suggested that turnover intentions covary with
perceived politics (Zhang & Lee, 2010). This implies that politics might be inevitable
in the workplace and should be kept at lower levels in order to retain valued
employees from leaving due to its stressful effects.
Ferris and Kacmar (1992) suggested that the study of organizational politics
should be framed subjectively instead of as objective experience. People,
nevertheless, respond not based on actual reality but on their perceptions of reality. It
was further suggested that with reference to organizational politics, perceptions are
important to study and understand, even if there might be misperceptions of actual
events. Hence, most of the literature on organizational politics uses the perception of
organizational politics to measure the variable. The levels may vary, where higher
levels of POP correspond to less positive outcomes and less perceived politics results
in better outcomes. Many organizational factors influence politics perception, such as
the span of control over resources, the centralization of authority, and formalization
and hierarchy (1992).

20

The political nature of public agencies shapes their organizational processes.
The external pressures brought on by bureaucratic and internal politics can cause
discomfort for public agents, especially because it reveals lack of agreement and
clarity among stakeholders (Liu et al., 2014). Political perception creates feelings of
insecurity, uncertainty, and role ambiguity, which threaten an individual’s personal
control and foothold within the organization.
The study of POP has looked at the multidimensional features of the construct,
the most outstanding of which is the concept developed by the two scholars, Kacmar
and Carlson (1997). They explained the concept of perceived politics according to
three main categories: “general political behavior, go along to get ahead, and pay and
promotion policies” (p. 629).

General Political Behavior
A study conducted by Allen et al. (1979) on the presence and role of political
tactics in organizations presented a comprehensive classification of political behavior.
These political behaviors were as follows:
Attacking or blaming others, (2) Using information as a political tool, (3)
Creating a favorable image (impression management), (4) Developing a
base of support, (5) Praising others (ingratiation), (6) Forming power
coalitions with allies, (7) Associating with influential people, and (8)
Creating obligations (reciprocity). (Allen et al., 1979, p. 79)

Uncertainty

fuels

an

already politically-charged

work

environment.

Uncertainties commonly arise when there are no available rules or policies to govern
behavior; when there is lack of information or when available information is
ambiguous; and when there is scarcity of resources (Kacmar & Carlson, 1997).
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Without policies and rules for guidance on acceptable and unacceptable behavior,
individuals are left at their own devices, so to speak, and they tend to improvise rules
and policies that are favorable to them. When leaders make decisions based on their
own interpretation of vague or incomplete information, it might turn out to be
ineffective and be perceived as political by other people (Cropanzano, Howes,
Grandey, & Toth, 1997). It can be argued then that the one that has information has
power. The manipulation of information by withholding it or giving to interest groups
is closely linked with organizational politics. Selective disclosure of information is a
widely-used technique to serve personal interests. For example, inundating a target
with data in order to bury or cover pertinent details or important issues is
manipulative. Since information is power, the person manipulating the information
through selective disclosure or distortion gains an upper hand and an advantage and
becomes more influential in decision-makings (Allen et al., 1979).
Similarly, competition for scarce resources such as salary increase, promotion,
budget allocation, and office space enhances a political environment. Maneuvering
one’s way to receive valued resources is a typical political behavior. Since resources
are usually limited in at least one or two areas of most organizations, political
activities become inevitable in almost every organization (Kacmar & Carlson, 1997).
For example, employees that are vying for a promotion or a bigger budget allocation
for their department may attempt to discredit or malign the character of their
competitors or engage in the softer tactic of ingratiation. Allen et al. (1979) used the
expressions “buttering the boss” and “apple polishing” (p. 80) to describe this tactic.
The more scarce and valued a resource is, the higher is the level of competition and
the greater is the likelihood to engage in political activities. A study on agentification
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suggested that agencies with huge funding, such as social security agencies, tend to be
more highly political compared to those organizations with small budgetary demands,
such as meteorological agencies (Pollitt, Talbot, Caulfield, and Smullen, 2004).
Going along to get ahead
Going along to get ahead is another strategy for politicking which intends to
promote short-term or long-term self-interest in the organization. Individuals that are
politically-savvy attempt to influence self-serving outcomes by building and
presenting the most favorable image to people (Sussman, 2002). They create the
impression of being nice, agreeable, and at times overfriendly. They try hard to go
along and be associated with people in power in exchange of rewards or favors.
Individuals “don’t rock the boat” (Kacmar & Carlson, 1997, p. 630) and learn to go
along not only for the objective of self-preservation against retaliation but also with
the hope of furthering career ambitions or other personal intentions. For example,
employees that want to enhance or protect their self-interests would tend to avoid
opposing or even discussing a questionable decision by superior even if it would have
detrimental consequences for the organization. This lack of action by keeping quiet on
the issue is a tactic to play on the safe side and even present an image that is
supportive of those in power. Other types of image building include creating a
reputation of being likable, enthusiastic, thoughtful, and other attributes that are
considered desirable by those with power or influence in the organization (Allen et
al., 1979).
Conflict is an inevitable element of a political environment. Self-serving
political behaviors threaten the interests of others and results in conflict when the
aggrieved party retaliates (Kacmar & Carlson, 1997). However, there are individuals
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that may opt to accept other people’s attempts to influence in order to avoid conflict.
The motive for this may not be merely to achieve peace and harmony in the
workplace, but is rather a smart political move. Those that learn to get along are not
considered as a threat or risk to an individual’s or group’s political agenda; they are
instead welcomed as part of the in-group for showing obeisance or deferential respect
to those in power. This is rewarded by valued outcomes and favors in different forms
and becomes a tactic to develop alliances and to form power coalitions (Allen et al.,
1979).

Pay and Promotion Policies
Empirical research has found that activities for human resource management
such as hiring, promotion, personnel evaluation, and compensation, among others can
be politicized to advance self-interest. Political behavior, instead of being corrected
and stifled, is rewarded and perpetuated through the organization’s human resource
management policies (Kacmar & Ferris, 1993). The performance evaluation system,
normally linked to pay and performance policies, is used as a political tool both by
supervisors and workers. Supervisors tend to favor and give higher performance
ratings to employees that establish themselves in the supervisors’ good graces through
the deliberate efforts of doing favors, personal or otherwise, offering extra help, or
being interested in the supervisor’s personal life. It is a common tactic to develop
support and loyalty and to create obligations for the other party to reciprocate the
favor given. This political behavior is reflected in the observation that “the norm of
reciprocity is invoked when assistance is required, You scratch my back, I’ll scratch
yours” (Allen et al., 1979, p. 80).
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Indeed, through the political behaviors they exhibit, employees can exercise
their influence over the performance evaluation process and decision (Ferris & King,
1991). For example, managers may hire only the people that are like them or from the
same background in order to build their power base. The performance management
policies can also be abused in a number of ways. Managers may promote staff
because of their loyalty even if undeserving in terms of performance, or worst, they
may under-evaluate others and hold their promotion in order to keep them in place
and to keep the managers looking good. In these cases, the performance appraisal will
reflect the superior’s agenda, not that of the employee’s true performance (Kacmar &
Ferris, 1993).
The following table summarizes the empirical results of the relevant studies on
the perception of organizational politics.
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Table 3.1 Summary of Studies and Findings on the Concept of POP
Author/s

Variables

Findings

Allen et al.
(1979)

This is a qualitative study that
aimed to define and explain the
following variables: managerial
perception of organizational
political tactics and personal
characteristics of effective
political actors.

The study concluded that politics influences the social processes
in the organization, which can either result in positive or
negative consequences. Allen et al. (1979) identified the
following political tactics: “(1) Attacking or blaming others, (2)
Using information as a political tool, (3) Creating a favorable
image (impression management), (4) Developing a base of
support, (5) Praising others (ingratiation), (6) Forming power
coalitions with allies, (7) Associating with influential people,
and (8) Creating obligations (reciprocity).” (Allen et al., 1979,
p. 79)

Kacmar &
Ferris (1993)

This is a qualitative study that
aimed to discuss and explain the
different types and/or
descriptions of political
behavior or activities that the
research participants have
experienced or witnessed in the
organization.
IV: Perception of organizational
politics
DV: Job satisfaction,
organizational commitment,
intention to leave and neglect

This survey identified the following categories of political
behavior: 1. rewards and career advancements are used as
political tools; 2. use of power and influence of the supervisor
over subordinates; 3. presence of influential cliques in the
organization; and 4. general political actions and behavior.
(Kacmar & Ferris, 1993)

Vigoda, 2000

The study arrived at following conclusions on the relationship
of POP with job attitudes:
1.
A negative link between perceived politics and
satisfaction and commitment; 2. A positive link between
perceived politics and intention to quit or leave the
organization; 3. A positive link between perceived politics and
negligent behavior. (Vigoda, 2000)
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Author/s

Variables

Vigoda-Gadot IV: POP
MV: Trust and social support
& Talmud,
DV: Job outcomes—job
2010
satisfaction, organizational
commitment, stress, burnout

Findings
The empirical results showed that trust and social support
moderate the relationships of POP with job outcomes (VigodaGadot & Talmud, 2010)

Shrestha &
Mishra, 2015

IV: PSM
MV: POP
DV: Organizational
commitment

The study revealed that PSM is present in Nepali civil service,
although the compassion dimension could not be found. It was
also concluded that the linkage between self-sacrifice and
commitment were moderated by perceived politics in the
organization. (Shrestha & Mishra, 2015)

Valle & Witt,
2001

IV: POP
MV: Teamwork importance
DV: Job satisfaction

Sussman et
al., 2002

Relationships examined:
1. Channels used and type of
messages (tasked related
messages or politically
motivated messages)
2. Organizational role and
political tactics
3. Political tactic and
communication channels

Research data showed the POP’s negative relationship with job
satisfaction. Looking at how teamwork affects this focal
relationship, the study concluded that the less the employees
value teamwork, the stronger was the linkage between POP and
satisfaction and vice versa. It was suggested that retaining
strong teamwork mitigates the adverse effect of POP. (Valle &
Witt, 2001)
The study found that the sending of politically-motivated
messages to influence others is related to the channels used and
the target recipients. This political tactic of sending self-serving
messages varies depending on the target recipients and the
channels through which they are sent, either by email, personal
or face-to-face communication, or telephone or memos.
(Sussman, 2002)
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Author/s

Variables

Findings

Kacmar, 1997 The study measured and
examined the factors of the POP
scale, including general
political behavior, going along
to get ahead, and pay and
promotion policies.
Author/s
Variables

The study aimed to measure and validate the POP constructs.
Statistical analyses showed scale items that were not effective
and were replaced or removed. A final POP scale consisting of
three factors and fifteen items was recommended by the study.
(Kacmar & Carlson, 1997)

Allen et al.,
1979

This is a qualitative study that
aimed to define and explain the
following variables: Managerial
perception of organizational
political tactics and Personal
characteristics of effective
political actors.

The study concluded that politics influences the social processes
in the organization, which can either result to positive or
negative consequences. Allen et al (1979) identified the
following political tactics: “(1) Attacking or blaming others, (2)
Using information as a political tool, (3) Creating a favorable
image (impression management), (4) Developing a base of
support, (5) Praising others (ingratiation), (6) Forming power
coalitions with allies, (7) Associating with influential people,
and (8) Creating obligations (reciprocity)”. (Allen et al., 1979,
p. 79)

Kacmar &
Ferris, 1993

This is a qualitative study that
aimed to discuss and explain the
different types and/or
descriptions of political
behavior or activities that the
research participants have
experienced or witnessed in the
organization.

This survey identified the following categories of political
behavior: 1. Rewards and career advancements are used as
political tools; 2. Use of power and influence of supervisor over
subordinates; 3. Presence of influential cliques in the
organization; and 4. General political actions and behavior.
(Kacmar & Ferris, 1993)

Findings
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Author/s

Variables

Findings

IV: Perception of organizational The study arrived at following conclusions on the relationship
politics
of POP with job attitudes:
DV: Job satisfaction,
2.
Negative link between perceived politics and satisfaction
organizational commitment,
and commitment; 2. Positive link between perceived politics
intention to leave and neglect
and intention to quit or leave the organization; 3. Positive link
between perceived politics and negligent behavior. (Vigoda,
2000)
The empirical results showed that trust and social support
Vigoda-Gadot IV: POP
MV: Trust and social support
moderate the relationships of POP with job outcomes (Vigoda& Talmud,
DV: Job outcomes - Job
Gadot & Talmud, 2010)
2010
satisfaction, organizational
commitment, stress, burnout
Vigoda, 2000

Shrestha &
Mishra, 2015

IV: PSM
MV: POP
DV: Organizational
commitment

The study revealed that PSM is present in Nepali civil service,
although the compassion dimension could not be found. It was
also concluded that the linkage between self-sacrifice and
commitment were moderated by perceived politics in the
organization. (Shrestha & Mishra, 2015)

Valle & Witt,
2001

IV: POP
MV: Teamwork importance
DV: Job satisfaction

Research data showed POP’s negative relationship with job
satisfaction. Looking at how teamwork affects this focal
relationship, the study concluded that the less the employees
value teamwork, the stronger is the linkage between POP and
satisfaction and vice versa. It was suggested that keeping strong
teamwork mitigates the adverse effect of POP. (Valle & Witt,
2001)
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Author/s

Variables

Relationships examined:
4. Channels used and type of
messages (tasked related
messages or politically
motivated messages)
5. Organizational role and
political tactics
6. Political tactic and
communication channels
Kacmar, 1997 The study measured and
examined the factors of POP
scale, including general
political behavior, going along
to get ahead and pay and
promotion policies.
Sussman et
al., 2002

Findings
The study found that the sending of politically-motivated
messages to influence others are related with the channels used
and the target recipients. This political tactic of sending selfserving messages varies depending on the target recipients and
the channels through which they are sent, either by email,
personal or face-to-face, telephonic or memo. (Sussman, 2002)

The study aimed to measure and validate POP constructs.
Statistical analyses showed scale items that we not effective and
were replaced or removed. A final POP scale consisting of three
factors and fifteen items was recommended by the study.
(Kacmar & Carlson, 1997)

3.3 Public Service Motivation (PSM)
The notion of public work as a “noble calling” (Pattakos, 2004, p. 106) served
as the foundation of Perry’s (1996) initiative to understand the motivation for public
service. The public service motive considers employees in the government sector to
be men and women who are characterized by benevolence, dedication to public
service and high ethical standards (Houston & Cartwright, 2007). People with highPSM value the act of creating positive impact in the community (Perry & Buckwalter,
2010).
Public service motivation is considered as a type of altruism, a personal
predisposition and commitment to pursue the good of others over own interest
(Houston & Cartwright, 2007; Vandenabeele, 2007). The PSM construct originally
consisted of six dimensions: “attraction to public policy making, commitment to the
public interest, civic duty, social justice, self-sacrifice, and compassion” (p. 5). Kim
(2009) presented a more robust construct with only four dimensions: “attraction to
policy-making, commitment to public interest, compassion and self-sacrifice” (p.
159). This revised construct is argued to be more internationally applicable and
generalizable. Nevertheless, these dimensions still fall under the following
categorizations proposed by Perry (1996): “rational, norm-based, and affective” (p. 6).
Rational motives are based on the individual’s tendency to maximize utility, normbased motives regarding the desire to pursue the common good and further the public
interest, and affective motives in relation to human emotions (Kim, 2011; Perry,
1996).
Attraction to policymaking is a rational motive unique to government
employees that are strongly drawn to the opportunity of taking part in formulating
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public policy. The motivation comes out of a need to satisfy personal interests with
the aspects of policymaking (Kim, 2009).
Commitment to public interests is a norm-based motive born out of loyalty
and dedication to duty and to the government as a whole (Perry, 1996).
Compassion is an affective motive “born out of a genuine conviction about its
social importance and the patriotism of benevolence,” “an emotional response to
humankind” (p. 150).
Another affective motive, self-sacrifice, is the willingness to forego tangible
rewards in exchange for the intangible rewards of serving the public. These intangible
rewards could be the feeling of personal joy and the satisfaction of being able to help
other people.
Through the years, interest in PSM has increased, with research studies
investigating the concept from all possible angles and finding all potential predictors
and outcomes.

Earlier studies found that “PSM is shaped by different life

experiences, including those associated with childhood, religion, and professional
life” (p. 190). Recent empirical findings have yielded many other antecedents that
influence motivation for public service, including one’s social profile (AnderfuhrenBiget, 2012), workplace trust (Chen et al., 2014), and pursuit of job security and pay
satisfaction (Chen & Hsieh, 2014), as well as one’s level of education and
membership in professional organizations (Moynihan & Pandey, 2007).
The literature shows that PSM was originally a western concept which began
among scholars in North America, although the literature on PSM also proliferated in
Europe under different names and appearances. It is called “public service ethos”
(Van der Wal, 2015, p. 71) in the United Kingdom, while the French refer to it as the
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ethics of the common good or ‘l’éthique du bien commun’ (Austen & Zacny, 2015, p.
24). Scholars in East Asia have recently shown emerging interest in this particular
field of study. Van der wal (2015), however, argued that these studies of PSM in the
Asian context were mostly focused on analyzing antecedents and outcomes. He
observed that these studies were of an “unabashedly pro-public service motivation
and lack[ed] a discussion on the potential negative consequences of PSM” (2015, p.
77). The existing literature seems to be missing out on investigating how PSM would
respond to a stressful work environment in the public sector. It is only the mediating
effect of PSM on the red tape-resigned satisfaction/turnover intention relationship that
has been studied so far (Giauque et al., 2012; Quratulain & Khan, 2013) and it is high
time that PSM research looks beyond antecedents and dispositions and moves towards
examining how the environmental and institutional contexts might affect the public
service motive.
The potential effects of PSM on individuals and organizations can be
summarized in three points (Kim, 2009): 1. high-PSM individuals tend to seek
membership in public organizations; 2. PSM is directly related to performance; and 3.
public organizations with highly-motivated employees are less dependent on
incentives in order to manage employee performance.
Table 3.2 presents a summary of the findings on the concept of PSM as a
construct, examined as independent, dependent, and mediating/moderating variables.
Taken as a dependent variable, PSM is influenced by one’s socio-political-historical
profile, including culture, religiosity, political participation, sympathy for political
parties, social trust, and childhood and professional life (Anderfuhren-Biget, 2012;
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Moynihan & Pandey, 2007). These life experiences, upbringing, associations, and
exposures shape an individual’s motivations and values.
As a moderating/mediating variable, PSM was found to affect a number of
focal relationships, including: satisfaction with employee training and competence
gains (Thaler et al., 2016); job demands and turnover intentions (Shim et al., 2017);
job characteristics and organizational commitment (Van Der Heijden & Camilleri,
2007); accountability, work engagement, and work stress (De Simone et al., 2016;
Kim, 2016; S. M. Park et al., 2016), and transformational leadership and whistleblowing attitudes (Caillier, 2013), among others. However while PSM is generally
perceived as a personal predisposition with altruistic intention, with all-positive
outcomes, the conflicting perspectives have revealed a negative association between
PSM and stress perception (Giauque et al., 2012) and the exacerbating effects of PSM
on red tape and resigned satisfaction (Quratulain & Khan, 2013).
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Table 3.2 Summary of Studies and Findings on Public Service Motivation
Role of PSM

Findings

Author

PSM as
Dependent
Variable

The study examined how the social profile of the
respondents was related to each PSM dimension: political
participation and sympathy for political parties influence
the attraction to politics and policymaking. Culture and
social trust affect commitment to the public’s interest.
Political positioning is related to compassion. Volunteering
and religiosity are linked with self-sacrifice.

Anderfuhr
en-Biget
(2012)

Motivation to serve the public is enhanced by workplace
trust. This shows that public managers’ “PSM is not static”
or unchanging, but changes based on their daily interaction
with people in their work environment – “with citizens,
colleagues, and agency leaders” (Chen et al., 2014, p. 955).

Chen et al.
(2014)

Empirical data showed that external incentives have
varying influence on PSM. PSM is positively related to
job security and pay satisfaction. A negative relation was
found between PSM and pursuing high pay. This reverse
relationship, however, is moderated by pay satisfaction.
When employees are already satisfied with their salary,
this attenuates the negative impact of pursuit of high pay
with PSM.
The research findings revealed how socio-historical
context and organizational institutions influence PSM.
Positive relations exist between PSM and the public
managers’ education level and membership in professional
organizations. The role of organizational institutions was
also found to be significant. PSM was positively linked
with hierarchical authority and reform efforts, while
negative relations exist with the perception of red tape and
the length of organizational membership.
This paper examined the different antecedents of public
service motivation. The results showed that PSM develops
from life experiences, including those associated with
childhood, religion, and one’s professional life.

Chen &
Hsieh
(2014)

The study looked at how employees’ greater public interest
would influence training satisfaction and competence
gains. It was concluded that PSM mediates this focal
relationship, where it enhances the positive relationship
between the two variables.

Thaler et
al. (2016)

PSM as
Moderator/
Mediating
Variable

Moynihan
& Pandey
(2007)

Perry
(1997)
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Role of PSM

PSM as
Independent
Variable

Findings

Author

The study examined how PSM could mitigate turnover
intention among street-level bureaucrats. High-PSM
employees were found to be less likely to quit. The effects
of job demands on work exhaustion and turnover intention
were also mitigated by the motivation to serve the common
good.

Shim et al.
(2017)

Empirical data showed that OC, PSM, and performance are
all directly related with the employees’ perception of how
well the organization is managed. The findings also
showed that PSM is a result of commitment, and that OC
and PSM both affect performance.

Van Der
Heijden &
Camilleri
(2007)

The research revealed the dark side of PSM, where the
long-held virtue in public service was found to exacerbate
or aggravate the adverse impact of red tape on employee
attitudes and behaviors. This negates the long-held
dominant view that high-PSM employees are more likely
to pursue the common good in spite of the constraints and
limitations of bureaucratic formalizations.

Quratulain
& Khan
(2013)

The study looked at the effects of employees’
organizational experiences on their motivation to serve the
public good. It was concluded that PSM is influenced by
the employees’ perception of whether they are fit for the
job or not. The work context (e.g. work pressure and
workload) affects PSM and job satisfaction. Consequently,
the relation between perceived fit and job satisfaction is
mediated by PSM and work pressure. The strength of the
effect of perception of fit on job satisfaction is contingent
on one’s level of motivation and experience of work
pressure.

Quratulain
& Khan
(2015)

The study showed that employees tend to become whistleblowers regarding illegal or immoral practices when there
are transformational leaders in the organization. PSM was
found to indirectly affect whistle-blowing attitudes through
organizational commitment. Individuals that are both
highly-motivated and highly-committed subsequently shift
to such an attitude of disclosing wrongdoing.
The study revealed the mediating effects of HRD practices
(e.g. training and development) on the relationship
between NPSM (non-profit public service motivation) and
the P-O fit of NGO employees in Korea. It also showed
that NPSM is directly related with managerial
accountability through the process of organization and
socialization.

Caillier
(2013)

Park et al.
(2016)
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Role of PSM

Findings

Author

The findings showed the correlations among PSM, job
engagement, and job and life satisfaction. High levels of
engagement were found to be contingent on high levels of
PSM. The study also revealed how job engagement had an
influence on satisfaction in the contexts of work and
personal life.

De
Simone et
al. (2016)

Empirical data examined how PSM affects the perception
of stress (red tape) in public organizations. The findings
revealed that the two variables were directly related. HighPSM individuals were found most likely to have high
expectations towards their jobs, which increased their
pressure and stress. This led to the conclusion that PSM
indeed has a “dark side,” increasing stress perception
instead of reducing it.

Giauque
et al.
(2012)

This conceptual paper showed how the relationship
between PSM and organizational culture might be
examined in empirical research. The research model
showed a correlation between the two variables, with
organizational culture serving as the moderator.

Austen &
Zacny
(2015)

The findings showed that there was a direct linkage Jin et al.
between PSM and organizational citizenship behavior of (2018)
the faculty. High-PSM faculty members also tend to have
high-OCB. This relationship as mediated by P-O fit and
organizational commitment. However, this causal
relationship was not present with productivity in teaching,
research, or service. PSM through P-O fit did not have the
same effect on these productivity measures.
The study found that PSM is present in Nepali civil
service, although the compassion dimension could not be
found. It was also concluded that the linkage between selfsacrifice and commitment was moderated by perceived
politics in the organization.
The article further confirmed well-established findings
about the direct correlations among PSM, organizational
commitment, and job satisfaction. High-PSM individuals
tend to be more satisfied and committed. Organizational
factors such as intrinsic and extrinsic rewards were also
found to affect commitment and satisfaction.

Shrestha
& Mishra
(2015)

Taylor
(2008)
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Role of PSM

Findings

Author

This study found positive relationships between PSM and
prosocial behavior. People with high motivation to serve
the common good tend to exude prosocial behavior. This
causal relationship is moderated by the behavior of other
group members. High-PSM individuals become more
prosocial when other group members demonstrate the same
behavior. The opposite happens when other group
members do not behave prosocially.

Esteve,
Urbig, van
Witteloost
uijn, &
Boyne
(2016)

3.4 Workplace Trust (WT)
The study of trust in the context of public administration research is a wellcharted path by many scholars. It has become a well-documented subject in public
administration research since trust-based public management has been proposed as a
new paradigm (Nyhan, 2000).

Trust, as a multidimensional construct, has been

defined in different manners. It serves as a basis of constructive social relations for
compromise and cooperation to develop (Brown & Ferris, 2007). Further, trust is a
psychological state of one’s intention to accept vulnerability based on the positive
expectation of the intentions or behavior of other people (Rousseau et al., 1998). It is
the “undertaking of a risky course of action on the confident expectation that all
persons involved in the action will act competently and dutifully” (Lewis, 1985, p.
971). Ababneh (2016) posited that trust is influenced by the degree to which people
expectations are met. Paille, Grima, and Dufour (2015) summarized these different
characterizations

of

trust—vulnerability,

risk,

expectations,

response—in the employer-employee relationship.

reciprocity and

The following explanation

indicates how two parties engage in a complex process of developing trust by
fulfilling their mutual commitments for reciprocal benefit.
When the parties are an employer and an employee, the implication is that
the employee accepts his or her vulnerability when the employer takes
action or makes decisions about (e.g.) their job. The development of trust
is a complex process based on the belief that the parties involved in a
relation abide by and fulﬁll their mutual engagements and commitments
(Robinson 1996) and on the assumption that the intentions of each party
are based on reciprocal benevolence (Donney and Cannon 1997). (Paillé et
al., 2015, p. 526)

39
The common characteristic of trust is that it is an individual’s choice behavior
and is a response to or a result of social exchange. It is a “rational response to
variations in the external world” (Chen et al., 2014, p. 956). Unlike PSM, which
claims to have roots in altruism, trust does not stem from personality traits nor is it
inherent or of an early-learned nature. It is more of a social reaction, which, as a
multidimensional construct, can be examined through the lens of social capital and
social learning theories. It has been established in the extant literature that trust as a
component of organizational social capital has a direct relationship with PSM (Kim,
2018)
The word “trust” is used to refer to different kinds of trust. Baek and Jung
(2014) classified trust according to two general distinctions: interpersonal and
institutional. The latter, institutional trust, is trust that is bestowed not on individuals
but on the company or organization itself. Interpersonal trust, on the other hand, is at
the personal level and is further classified as trust in co-workers and trust in
supervisors. The concept of interpersonal trust has been extended to also include trust
in citizens (Chen, C., Hsieh & Chen, D., 2014). Workplace trust develops as
“individuals form their trust in workplace actors - citizens, colleagues and agency
leaders” (Chen & Hsieh, 2014, p. 959). The following discussion describes and
differentiates these different trust dimensions.
Trust in colleagues can be classified as personal trust that develops as
individuals receive support and assistance from supervisors and co-workers if
requested.

It becomes a form of social support that is based on the goodwill,

benevolence, and sincerity of co-workers. The circle of trust expands due to the
spillover effect of trust (Chen et al., 2014). An example of the spillover effect is that
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when school teachers trust their colleagues, they also tend to trust other people in the
workplace, including the principal and students. The spillover even goes beyond the
office and extends to the citizens that the public agent serves. As civil servants learn
goodwill and receive support from colleagues, it also strengthens their value system
and encourages them to become more accommodating, empathic, and tolerant. This
kind of trust, however, can also be immediately replaced by mistrust when
expectations from supervisors and colleagues are not met (Ababneh, 2016).
Trust in organizational leaders and higher-level managers is formed or
developed

when

employees

“perceive

procedural

and

distributive

justice,

organizational support, substantial feedback, and a leader’s integrity and capability”
(Chen et al., 2014, p. 959). When civil servants trust their leaders it results in positive
work attitudes, including low turnover intention (Kashyap & Rangnekar, 2014),
organizational citizenship behavior, and improved job performance (Dirks, 2002).
Citizens are usually strangers in the eyes of civil servants (Yang, 2005), but as
people become accommodated to each other’s needs and preferences, it enhances their
“mutuality, empathy, reciprocity, civility, respect, solidarity, toleration, and
voluntarism (Newton, 2001) and facilitates a healthy society” (Chen et al., 2014, p.
957). As people learn to trust strangers, they are more likely to be engaged and
involved in community volunteer programs and civil society works. The
administrators’ trust in citizens lies in the belief that when citizens are involved in the
administrative process, their actions will be supportive and helpful to the
administrators’ performance.
Unlike the first three dimensions of trust, which are all personal, trust in the
organization or institution is impersonal and the organization is a faceless entity (Baek
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& Jung, 2014), whereas “personal trust measures personal assessment of individual
entity, institutional trust measures that of collective entity” (Baek & Jung, 2014, p.
482). A study of Chinese organizations found that organizational trust is strongly
correlated with organizational justice. Trust is formed when organizational processes
are well-designed and fairness and consistency are observed (Wong, Ngo and Wong ,
(2006).
Although interpersonal and institutional trust have the same conceptual level
and are “measured based on the same structure of ability, benevolence and integrity”
(Baek & Jung, 2014, p. 482), trust should be distinguished according to the type and
level of the trustee in an organization. There are different sets of antecedents for trust
in management and trust in the supervisor. While strong positive association is
present between trust in the supervisor vis-à-vis integrity and benevolence vis-à-vis
ability, perceived organizational support was found to be the only and most
significant predictor of trust in management (Paille, 2015). Interpersonal trust
measures the individual entity while institutional trust assesses the collective entity
(Baek & Jung, (2014). Because the benefits of trust in organizations (e.g.
organizational commitment) are found at the collective level, the correlation between
these two would be stronger. It is possible for individuals to trust their colleagues or
co-workers but not their supervisors and leaders (Baek & Jung, 2014).
While these four types of trust are distinct, they are also linked and related in
many ways. Workers with high-level trust in their co-workers tend to also trust their
institutions: “People construct their trust in an institution by experiencing people who
incarnate the norms of the institution, implying that interpersonal trust influences
institutional trust” (Baek & Jung, 2014, p. 483). From a macro perspective,
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interpersonal trust is expected to nurture institutional trust in order to be beneficial to
society. As public employees trust their leaders and colleagues, they become more
committed to and happy with their job, which consequently enhances the act of
goodwill and benevolence to citizens. Organizational trust, however, is shaken every
time an individual manager violates the personal trust of his or her direct
subordinates.
Figure 1 presents a conceptual model of workplace trust as a multidimensional
construct.

Trust in

Trust in

colleagues

superiors

Workplace
Trust

Trust in
organization

Trust in
citizens

Figure 3.1 A Conceptual Model of Workplace Trust
Author’s own interpretation

Empirical evidence reveals how trust is important in different areas of political
and civic life, organizational management, and human resource development. Trust
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enhances public service motivation (Chen, 2014), strengthens employee participation
and commitment (Nyhan, 2000), encourages citizen participation (Yang, 2005),
increases job satisfaction (Paillé et al., 2015), and lowers leadership turnover
intentions (Kashyap & Rangnekar, 2014). Trust also enhances employees’ coping
mechanisms (Vigoda, 2000). As a component of the social capital structure, trust
helps employees deal with negative situations and pressing demands and requirements
at work.
On the other hand, the lack of trust or mistrust leads to opposite outcomes.
Kezar

(2004)

posited

that

“if leadership is

missing

and

relationships

and trust damaged, the governance system will likely fail for lack of direction,
motivation…” (p. 45). Absence of trust in leadership may also undermine attempts to
establish authority and command respect. Regarding trust in citizens, there are
potential risks in having some opportunistic citizens taking advantage of rules that are
not clearly specified (Chen et al., 2014). This can negatively affect the perceived
trustworthiness of citizens and may lead to “public sector workers’ reality shock”
(Blau, 1960), and demotivation and attrition (Baek & Jung, 2014). This is the
tendency to lose interest in and concern about welfare clients after experiencing lies
or deception from them. Because of this phenomenon, public sector workers’
engagement and involvement with clients tend to decline after a year of service (Blau,
1960).

3.5 Organizational Commitment (OC)
The concept of organizational commitment had been examined, defined, and
measured in different ways by scholarly research. Some studies view it as either a
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unidimensional or multidimensional construct, while others indicate that it is akin to
the concepts of motives and attitudes. Commitment is an employee’s decision to
continue to be part of an organization. It reflects one’s relationship or bond with a
profession, organization or vocation; or the strong conviction towards the attainment
of an objective or a goal. These varying definitions of commitment characterize it as
a stabilizing force that provides direction to behavior (Meyer and Herscovitch, 2001).
A number of scholars have offered different views of commitment as a
multidimensional construct. The three-component model proposed by Meyer and
Allen (1997), arguably now the most commonly-used model, reflects OC according to
three dimensions—affective, continuance, and normative commitment. Affective
commitment is becoming emotionally attached to the organization, strongly
identifying with and getting involved in its activities (Van Der Heijden & Camilleri,
2007). Affectively-committed employees stay in the organization because they want
to, and not out of fear or compulsion. For example, employees that understands and
identifies with the company’s goals tend to foster strong attachment and loyalty with
the organization. These types of employees were found to have higher levels of
organizational citizenship behavior (Jain, 2016) and low levels of voluntary turnover
intentions (Benjamin, 2012).
Unlike affective commitment, where the reason for staying in the organization
is because the person really wants to, continuance commitment reflects the
recognition of the costs associated with leaving the organization. Employees stay
because they need to since the option of leaving would be costly, either
psychologically, financially, or physically (Ko, Price & Mueller, 1997). If employees
move to another organization, it may disrupt the social relationships they have and
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increase the psychological cost of starting in a new working environment. This feeling
of anxiety about what is uncertain and unknown could be one of the reasons that some
people decide to stick with the organization. The other factor associated with
continuance commitment is the lack of alternative employment opportunities (Mcgee
and Ford, 1987). Because there are no other places to go, employees decide to merely
remain on the job. These types do not have the same level of engagement or
citizenship behavior as those whose commitment is affective in nature. Some studies
even have suggested that continuance commitment is negatively related to
organizational citizenship (Shore & Wayne, 1993).
Normative commitment refers to the employees’ feeling of obligation to
remain with the organization despite being dissatisfied or unhappy with their job (Van
Der Heijden & Camilleri, 2007). The pressure to stay is borne out of fear or guilt of
breaking relationships. For example, employees that feel indebted to their superior for
favors done in the past would find it difficult to leave the organization. As one of the
multidimensional constructs of commitment, normative commitment has received less
attention than affective or continuance commitment. The few empirical studies that
have dealt with normative commitment found that this dimension tends to have a less
positive or at worst a negative effect on employee behavior and outcomes.
Empirical research on organizational commitment found that it is essential for
the development of human capital (Van Der Heijden & Camilleri, 2007). OC is
related with citizenship behavior (Jain, 2016), the whistle blowing attitude (Caillier,
2013), and turnover intention and absenteeism (Somers, 1995), among others. A
study of Romanian public organizations identified significant correlations between
occupational stress and affective and continuance commitment (Cicei, 2012).
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Being committed or having the lack of it can have serious implications for
individual behavior and for the organization. Commitment positively influences work
motivation and performance (Austen and Zacny (2015). Highly-committed employees
demonstrate citizenship behavior, creativity, and innovativeness. On the other hand,
lack of commitment may lead to counterproductive behavior, such as absenteeism
(Yang, 2010), or worse, possible turnover and poor quality of services (Austen &
Zacny, 2015). These negative implications increase the cost of human resource
management, including recruitment and training.
There are variety of factors that can influence one’s commitment. “Employees
who perceive their organizations’ atmosphere being more politically charged will be
less committed to the organizations” (Shreshta & Mishra, 2015, p. 32). Shore and
Wayne (1993) demonstrated another way of looking at organizational commitment,
examining it in relationship with the organization’s commitment. According to them,
the social exchange framework can explain the relationship between the perceived
organization’s commitment to employees (perceived organization support or POS)
and organizational commitment. When employees perceive a high level of
organizational support it creates feelings of obligation on the part of the employee,
which enhances the employees' work behavior and affective commitment. This
comparison of employee-employer commitment explains how perceived support is
related to the concepts of affective and continuance commitment. Other antecedents
of commitment include goal clarity (Caillier, 2014), HR practices (Steijn & Leisink,
2016), and organizational culture (Austen & Zacny, 2015).
The following diagram depicts the author’s own interpretation of the
multidimensional constructs of organizational commitment.
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Perceived
organizational support

Perceived
organizational politics

HR practices

Organizational
culture

Goal clarity

Organizational Commitment

Affective Commitment
Continue working for an
organization because you
agree with it and desire to
remain there.

Continuance Commitment
Continue working for an
organization because you
cannot afford to leave.

Normative Commitment
Continue working for an
organization because you
face pressure from others
to remain.

Employee behavior and outcomes
(OCB, job performance, proactive attitude, turnover intention, absenteeism, etc)

Figure 3.2 Antecedents & Indicators of Organizational Commitment
Figure 2. own
Antecedents
and Indicators of Organizational Commitment
Author’s
interpretation

Interpretation by author

3.6 Job Satisfaction
Job satisfaction pertains to the extent that one likes (satisfaction) or dislikes
(dissatisfaction) his or her job (Vasiliki & Efthymios, 2013). The varying definitions
of job satisfaction reveal that the feeling of satisfaction with or aversion to a job is
largely based on how one evaluates and judges his or her work environment. One
feels satisfied with his or her job when it meets his or her expectations or desired
outcomes. Dissatisfaction occurs when the person experiences or feels unpleasurable
emotions towards it (Yang, 2010).
The concept of job satisfaction can be examined according to three
perspectives: as antecedent, as outcome, and as an attitude or affective reaction
(Yang, 2010). Job satisfaction can be viewed as an antecedent of job outcomes, such
as organizational citizenship behavior and employee turnover (Troesch & Bauer,
2017), organizational commitment (Ababneh, 2016), and occupational success
(Skaalvik & Skaalvik, 2011), among others. The second perspective views job
satisfaction as an outcome of a variety of organizational conditions, including public
service motivation (Breaugh, Ritz, & Alfes, 2017); teamwork, work-family balance,
and the supervisor’s support (Alegre, Mas-Machuca, & Berbegal-Mirabent, 2016);
self-efficacy (Troesch & Bauer, 2017); one’s relationship with one’s colleagues and
supervision (Park, 2014), and many more.

The third perspective looks at “job

satisfaction in terms of temperament of employees affected by individual traits”
(Yang, 2010, p. 609). Individuals with a naturally-pleasant disposition in life are
easier to satisfy and complain less in contrast to those with a negative life outlook.
There is a wealth of literature explaining the antecedents and consequences of
job satisfaction of public sector employees, including teachers, medical practitioners
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and social workers, among other government service workers. There are also studies
comparing the level of satisfaction of public and private employees, with some
showing that public employees are less satisfied than their private counterparts, while
other studies report the opposite. Empirical studies on teachers have revealed this
particular occupational group’s satisfaction with their profession. A study conducted
by Skaalvik and Skaalvik (2011) concluded that there is a range of external and
internal factors that influence the extent to which teachers are satisfied with their jobs.
The teachers’ work conditions and their self-efficacy are some of the factors that
influence their job satisfaction (Troesch & Bauer, 2017). Work conditions such as
professional autonomy, daily interactions with pupils, the diversity of tasks, and the
collaboration among the teaching staff are a few of the main sources of satisfaction.
On the other hand, classroom stress brought on by students with behavioral and
emotional problems create dissatisfaction with the job (Troesch & Bauer, 2017). The
satisfaction of social workers emanates from their self-efficacy, positive attitudes
toward older adults, their relationships with their colleagues, and supervision. An
ethical workplace and stress caused by ethical issues can also be sources of employee
satisfaction or dissatisfaction (Ulrich et al., 2007).
The relationships in the workplace were also found to be significantly related
with job satisfaction. In a study of the antecedents of job satisfaction, Alegre et al.
(2016) suggested a combination of factors that revolve around relationships in the
workplace. (1) Within the employee-organization relationship, job satisfaction is a
consequence of personal identification and commitment to organizational goals and
strategy. (2) In the employee-supervisor relationship, the delegation of authority and
professional autonomy enhance satisfaction. (3) Within the employee-coworker
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relationship (Tang, Siu, & Cheung, 2014), teamwork was found to significantly
influence job satisfaction.
In a study of the consequences of job satisfaction, Breaugh et al. (2017)
associated JS with organizational commitment, performance, and intentions to stay on
the job among both public sector employees and organizations. A study of human
service professionals in Australia showed that organizational citizenship and
discretionary participant behavior are consequences of satisfaction at work (Murphy,
Athanasou, & King, 2002). Intrapasong (2012) had similar findings, suggesting that
OCB is a reciprocal reaction of satisfied personnel. The satisfaction of teachers with
their job was found to be an important determinant of occupational success and
teacher retention (Skaalvik & Skaalvik, 2011).
Figure 3.3 demonstrates job satisfaction as a multidimensional construct. Job
satisfaction is viewed as an antecedent of job outcomes, as an outcome of a variety of
organizational conditions and as an affective reaction.
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Antecedent of Job Outcomes
OCB,

Turnover

intention,

Organizational

commitment
Outcome of Organizational Conditions
Job Satisfaction

Professional autonomy, Leadership,
Task characteristics, Social support

Affective Reaction
Temperament of employees, Positive or
negative disposition

Figure 3.3 Multidimensional Construct of Job Satisfaction
Author’s own interpretation

3.7 Workplace Stress (WS)
Understanding workplace stress, a complicated psychological construct,
requires first and foremost the understanding of its parent construct, which is stress
(Colligan & Higgins, 2006). An individual that is under stress may experience any or
all of the following symptoms: irritability, emotional exhaustion, sleeping disorder,
anxiety, depersonalization, chronic cynicism, and hypertension (Maslach & Jackson,
1981). The sources of stress or stressors can be work-related, personal or both. Workrelated stress is “the aspects of work environment that tax the employees’ personal
capacities and lead to certain physiological and psychological costs” (Quratulain &
Khan, 2013). It can also be a response to challenging or threatening situations at
work (Colligan & Higgins, 2006). Reactions to stressful situations vary and can
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either be positive or negative.

For example, employees that face a stressful work

environment may take on a “flight” mode by leaving his or her job or lose motivation.
Others may take it as a driving force and give a fighting response. This “fight or
flight” (Colligan & Higgins, 2006, p. 90) response aptly describes the two categories
of stress: eustress and distress. Eustress is the reaction to positive events and
milestones in a person’s life, such as winning a competition, the birth of a child, a job
promotion, and making new friends, among many others (Colligan & Higgins, 2006).
It is the type of positive stress that can help people persevere in achieving their goals
even through difficult situations. Distress, on the other hand, is negative stress which
takes place when the challenges are already burdensome and causing discomfort or
suffering to one’s life. It is the stress reactions to negative situations, such as dealing
with frustrating people or situations, or pressing demands and requirements to
perform.
To further explain workplace stress, it has been described as the interaction
between the individual and the source of demands within his or her environment
(Long, 1995). It arises when the demands exceed one’s “real or perceived abilities to
successfully cope with the demand, resulting in disturbance to his or her
psychological and psychological equilibrium” (Kolbell, 1995, p. 92). The employee
must perceive the work situation to be challenging or threatening through a cognitive
appraisal (Colligan & Higgins, 2006). There are a number of factors that influence an
individual’s coping mechanism to stress, including the person’s own attitude or
characteristics, the nature of the stressor, and the resources available to buffer the
stressor. In the current study, the stressor characteristic refers to the nature and
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character of POP as endemic to public service; trust serves as the social resource and
PSM represents the personal value of the individual.
Figure 3.4 presents the two dimensions of stress that may arise from the
stressor. The response to a stressor can either be negative (distress) or positive
(eustress) depending on the interaction of the stressor’s characteristics, resources, and
personal characteristics.

Eustress
Stressor
Distress
Stressor

Characteristics
Resources
Figure 3.4 A Conceptual Model of Workplace Stress
Adapted from Colligan & Higgins 2006
Work-related stressors affect one’s physical and mental well-being (Liu et al.,
2014) and negatively impact one’s job and life satisfaction (De Simone et al., 2016).
Many other studies have revealed how stress is related to reducing organizational
commitment (Cicei, 2012) and increasing absenteeism and low productivity (Colligan
& Higgins, 2006), which can be costly for the organization.
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3.8 Review of Related Theories
The interlocking relationships of the variables being studied are based on the
theoretical underpinnings of the social exchange theory, the self-determination theory
(SDT), and the job demands-resources theory (JD-R).

3.8.1

Social exchange theory

The social exchange theory (SET) explains how and why employees behave
and the possible impact of this behavior on the organization. The basic concepts of
this theory address a wide range of human behavior—trust, commitment, and
motivation among them. According to Paillé et al. (2015), one of the theory’s basic
underpinnings is the following:
fulfillment of obligations over time between employer and employees,
which contributes to shaping a set of beliefs about their respective
intentions. Social exchange within the workplace is governed by a series
of codified rules and social practices designed to instill a positive
“atmosphere.” (p. 521)

Social exchange is developed in a friendly and trustworthy environment where
people contribute to a common goal and enjoy mutual benefits from each other. In
such an environment, employees feel obligated to follow the norm of reciprocity to
return the favor received and to behave in collegial manner to enhance or support the
well-being of colleagues and/or the organization. An example of this mutual exchange
is the fair merit system where salary increases are aboveboard and based on
performance.

Reciprocity becomes the norm as individuals engage in repeated

exchanges of value and benefits: “When an employer demonstrates a willingness to
create a healthy workplace, a sense of obligation emerges among employees, thus
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increasing desirable outcomes such as extra efforts at work and decreasing
undesirable outcomes such as intent to leave” (Paillé et al., 2015, p. 521). Other than
the exchange of material or financial resources, exchange can also be in the form of
emotional encouragement, feedback and advice, and supportive behavior (Paillé,
Grima, & Dufour, 2015)
The social exchange theory also underlines numerous studies on trust (Liu &
Wang, 2013). Trust forms and develops as people or entities interact and exchange
interests. The essence of the exchange relationship lies in mutual trust and obligation
(Meng et al., 2017). In order for such a relationship to exist and to endure, individuals
are required to invest time or effort in the relationship, and must trust each other and
constantly engage with each other (Cropanzano & Mitchell, 2005). If the exchange
process results in satisfaction, mutual benefits, and trust between parties, this
contributes to maintaining a quality exchange relationship over time (Chinomona &
Mofokeng, 2016).
At the heart of the social exchange-based relationship is the psychological
contract: “A psychological contract is a set of tacit understandings between the
members of an organization and their managers, and represents more specifically a set
of mutual promises and commitments between employer and employee” (Paille et al.,
2015, p. 521). The psychological contract is breached when an employee perceives
that the employer fails in fulfilling his or her obligations, and vice versa. Since trust is
the basis for social exchange, a perceived breach will most likely illicit an immediate
reaction or response of mistrust (van den Heuvel & Schalk, 2009). As one party fails
to abide by the norms of the exchange, undesirable outcomes emerge. Dissatisfaction
and resentment might arise if the exchange process is perceived to be neither
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beneficial nor fair by one or all parties involved, it results in dissatisfaction and
impacts work attitude. When trust is broken individuals are likely to discontinue the
exchange relationship, and a growing dissatisfaction may lead to an intention to find
work elsewhere (Chinomona & Mofokeng, 2016).
The effects of political behavior on work attitudes and job outcomes can be
examined using the social exchange theory. Political behaviour can be detrimental to
the maintenance of healthy exchange relationships within organizations (Chang et al,
2009), and may result in harmful consequences in several ways. Organizational
politics is perceived as being unfair and may incite conflict and distrust (Allen et al.,
1979; Kacmar & Ferris, 1993; Vigoda-Gadot & Talmud, 2010). From the social
exchange perspective, the sense of unfairness and the prevalence of conflict in a
politically-charged relationship make the relationship a risky venture and diminishes
the possibility of achieving expected mutual benefits. This can be perceived as a
breach of the psychological contract by an employer and may increase the negative
tension in the work environment and adversely affect organizational commitment, job
satisfaction, and citizenship behavior (Zhao, Wayne, Glibkowski, & Bravo, 2007).

3.8.2

Self-determination Theory

The theory of self-determination is a universal, cross-cutting theory of
motivation that applies to many contexts (Ryan & Deci, 2000). SDT views motivation
as a multidimensional construct with different forms of behavioral regulations that
follow a continuum. At both ends of the continuum are two extremes—intrinsic
motivation and extrinsic motivation. Intrinsic motivation is the person’s internal drive
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to perform an action simply because of the pleasure and enjoyment received from it.
For example, someone that participates in the company’s CSR activities because it
makes him or her feel good in helping other people is relying on intrinsic motivation.
Extrinsic motivation occurs when individuals behave for instrumental reasons. The
performance or behavior is driven by external goals or rewards, such as financial
incentives, or promotion or praise from other people.
SDT as a motivational continuum has two basic forms: 1) controlled
motivation and 2) autonomous motivation (Ryan & Deci, 2000).

Autonomous

motivation is the result of a personal choice, while controlled motivation is the result
of external pressure. It is the intrinsic motivation (e.g. interests, advocacy, values, and
personal goals) that regulates or causes autonomous orientation. It basically comes
from within, and cannot be affected much by pressure from outside factors. The
opposite is true with control-oriented individuals whose behavior is affected or
regulated by extrinsic factors (e.g. demands from the work environment or external
demands such as heavy workloads or incentives) (Shim et al., 2017).
Autonomous motivation can be classified as either integrated or identified.
Integrated motivation occurs when the individual has the personal conviction towards
certain values and norms. An example is a person that attends CSR (corporate social
responsibility) activities because he or she believes that the act is aligned and
congruent with his or her personal beliefs in giving back to society. He or she attends
because he or she enjoys it and not because he or she feels guilt or shame if he or she
does not.
Identified motivation occurs when the individual believes in the importance of
a task. With this type of motivation, the individual does not look for enjoyment or an
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immediate reward, nor is he or she motivated by guilt or shame. An example is a
person that attends a continuing education program because he or she believes that it
is important for enhancing his or her capacity and skills.

Controlled motivation is in two forms: introjected regulation and external
regulation. Introjected regulation is an internalized form of extrinsic motivation,
where the aim is to avoid shame, embarrassment or anxiety, or to attain positive
feelings of honor and pride. External regulation is at the lowest end of the continuum
and refers to the behavior motivated by rewards or punishment (Howard et al., 2016).
Among these different forms of motivation, the most self-determining is
integrated regulation under the autonomous orientation. This is in line with Perry’s
assertion that PSM is not purely an intrinsic motivation (Perry & Buckwalter, 2010)
but, within the SDT continuum, is an integrated form of motivation which is
autonomously regulated. Being autonomously regulated, PSM is regarded as a
relatively stable and enduring trait. It is not easily influenced by changes in the work
environment (Potipiroon & Ford, 2017). A study of public employees in Germany
over a period of 16 years confirmed PSM as an enduring trait (Vogel & Kroll, 2015).
Liu et al. (2014) explained the role of PSM in attenuating the stressor’s
potential negative outcome as a stress-coping mechanism in the context of SDT.
When an autonomously-motivated public employee is beset with a work-related
stressor, he or she will take it as a challenge and an opportunity to serve society better.
In this case public service motivation as an enduring autonomous trait will not easily
wane or diminish due to stress; instead it will help employees to manage the stress
and focus on finding creative and resourceful ways to solve problems and challenges.
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3.8.3

Job Demands-Resources Theory

The job demands-resources theory is a by-product of job stress research
(Bakker & Demerouti, 2015; Bakker, Demerouti, & Euwema, 2005). The JD-R
model was originally proposed in an attempt to explain the loss of enthusiasm for
work and the experience of burnout. The theory has evolved and expanded to examine
the effects of work-related factors on a wider range of employee behaviors, including
engagement and presenteeism (McGregor, Magee, Caputi, & Iverson, 2016), daily
exhaustion (Bakker, 2015; Bakker & Demerouti, 2017), and job satisfaction (Troesch
& Bauer, 2017), among others. The model is now used to integrate the stress research
tradition and the motivation research tradition, explaining not only why some
employees lose their enthusiasm for their work and become burned out (Bakker,
2015), but also addressing why some employees remain committed and engaged
despite the high demands of the work environment.
The JD-R model explains the imbalance between the work demands that an
individual faces and the resources available to manage those demands. The job
characteristics are categorized according two components—job demands and job
resources. Both components can be in the form of physical, physiological, social, or
organizational aspects of the job: “The essence of job demands is that they consume
energy because they have to be fulfilled, job resources initiate motivation (i.e., the
voluntary initiation of action to achieve goals) and buffer the effects of job demands
on outcomes” (Bakker et al., 2005, p. 278). Job demands can affect employees’
personal lives, both physiologically and psychologically. High workloads, job
insecurity, work-family conflicts, and difficult and unsafe working environment, are
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some examples of job demands (Demerouti & Bakker, 2011). The foregoing review
of the literature identified organizational politics, red tape, and lack of professional
autonomy as forms of job demands in the public sector. These job demands can
eventually turn into job stressors and cause strain or health impairment, such as
fatigue, irritability, and drained resources (Schaufeli & Taris, 2014; Xanthopoulou,
Bakker, Demerouti, & Schaufeli, 2007).
Job resources, on the other hand, may balance or reduce job constraints. In a
study of supervisor support and work overload in nursing settings, job resources, in
this case referring to the supervisor’s support, were seen to have a buffering effect on
the potential costs or stressors; helped in achieving work goals; and enhanced intrinsic
motivation (Weigl et al., 2016). Empirical findings have shown that job resources can
also help ease work pressure and burnout (Bakker, 2015), increase work engagement
(McGregor et al., 2016), and encourage learning (Weigl et al., 2016) and
development. Examples of job resources are personal and social resources (Hobfoll et
al., 2003), PSM (Bakker, 2015), organizational support, positive feedback, and
recognition (Giauque et al., 2012), leadership (McGregor et al., 2016), and
development opportunities and training (Bakker et al., 2005; Xanthopoulou et al.,
2007). The interaction of job demands and resources can predict the employee’s wellbeing. Job resources can buffer or mitigate the possible negative impact of demands
on organizational outcomes. When the workload is high and complex, job resources
can increase work engagement. Job resources such as “social support, autonomy, and
performance feedback” (Bakker, 2015, p. 724) can help employees cope with high job
demands and provide a high level of energy and dedication to achieve difficult goals.
In this aspect, trust as a component of social capital can also be considered a resource.
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Trust contributes to coping and adjustment because persons are less affected by
adverse impacts of negative life events (Wills & Isasi, 2007).
An important proposition of the JD-R theory is the wealth of “personal
resources” (p. 6) that employees can use to deal with job demands, in addition to the
traditional job resources. Personal resources include perceived self-efficacy, positive
disposition, adaptability, people skills and self-esteem, and many other positive traits
and attitudes that are useful in the workplace. They are considered personal because
they emanate from a positive regard of oneself (Hobfoll et al., 2003). Personal
resource may even be considered more valuable than other types of job resource as
they can positively affect work engagement (Xanthopoulou et al., 2007). These
personal resources enhance the ability to cope with the high demands of work. As an
autonomous form of motivation, PSM can be considered as a hybrid of job resources
and personal resources that can “mitigate the positive associations between job
demands and work exhaustion, and between job demands and turnover intention”
(Shim et al., 2017, p. 563) and between POP and commitment (Shrestha & Mishra,
2015).
In the government, public service can prove to be a demanding job, at times
more complex than work in the private sector. Even as the bureaucracy and hierarchy
in the government attempts to simplify and streamline the processes of public service
delivery, the challenges and problems created by overwhelming public demands and
limited public resources, and the power play in politics, make public service work
difficult. The government workers’ direct interaction with the public makes their role
so significant that “the decisions and the routines they establish and the mechanisms
they create to deal with the uncertainties and work, certainly become the public
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policies” (p. 12). The different dimensions of job demands on government frontline
service workers become sources of stress, dissatisfaction, and turnover. Some of the
most common public service job demands are work overload, ambiguous agency
goals, inadequate resources, role confusion, red tape, and perception of politics (Shim
et al., 2017). Job resources, including the social and personal resources from which
public service workers draw support and motivation, help workers handle the strain
caused by overwhelming job demands. Trust and social support serve as resources
that buffer the effects of POP on commitment, satisfaction, and stress and burnout
(Vigoda, 2000). PSM is considered as a personal resource that may attenuate the
negative impact of demands (Shim et al., 2017).

3.9 Conceptual Framework
The relationships between the variables are outlined in the conceptual
framework model. Based on the extensive review of the literature, this
conceptualization has the underpinnings of social exchange theory, the job demandsresources theory, and the self-determination theory.
The theory on social exchange provides a framework to investigate the
association of perceived politics with organizational outcomes (commitment,
satisfaction, and stress), and workplace trust. Mutually-beneficial exchange collapses
due to perceived politics and loss of trust, and is expected to result in a direct negative
effect on organizational outcomes.
The mediating role of PSM can be explained by the propositions of the JD-R
theory and self-determination theory. Within the JD-R theory, POP is considered as a
job demand that causes undesirable effects on organizational outcomes, while PSM is
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a resource that provides the buffering effect on these potential negative consequences.
Workplace trust, as a form of social capital, is also a resource that can help with
coping and adjustment to the potentially adverse impact of work demands and
requirements.
Based on the self-determination theory, high-PSM individuals will have an
enduring desire to serve the common good. This autonomous motivation will not
easily fluctuate or be influenced by the work environment. As an enduring trait, PSM
is expected to mediate the effect of perceived politics on outcomes in a way that
attenuates its negative effects.
Workplace trust and PSM will sequentially mediate the effect of POP on
outcomes. Trust will reinforce motivation and will consequently mitigate the adverse
aftermaths of perceived politics.
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Figure 3.5 Conceptual Framework
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3.10 Variable Relationships and Hypotheses
The relationships among the variables, as well as the predictions of the
direction of the relationships in the form of hypotheses, are explained in the
discussion below.

3.10.1 POP and Outcomes
Based on the social exchange theory, individuals are motivated to perform
better in response to mutually-beneficial relationships with their employer,
colleagues, and leaders in the organization. However, the exchange of benefits and
values ends when the psychological contract is presumably breached when one party
fails to reciprocate. In the same context, political perception is presumed to damage
healthy employer-employee relationships and cause distrust and conflict. Within a
politically-charged work environment, employees respond with reduced commitment,
dissatisfaction, and heightened stress.
From the perspective of the job demands-resources theory, POP, without the
buffering of job resources, is expected to cause a myriad of negative effects on the
behavior and job outcomes of employees. When specific job demands exceeds
specific resources this predicts burnout, which consequently is expected to lead to
other negative outcomes, such as turnover intention, low job satisfaction, diminished
commitment, and stress (Maslach and Jackson, 1981). The absence of PSM and/or
workplace trust to balance or mitigate the impact of job demands (e.g. POP) may have
undesirable effects on employee behavior and outcomes (Bakker, 2015).
The following empirical findings predicted the relationships of POP with the
organizational outcomes under study.
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Regarding POP and organizational commitment: When employees view the
organization as highly political, it leads to less positive outcomes, while less
perceived politics results in better outcomes. The use of political tactics to advance
one’s own interest breaches the psychological contract that supposedly binds
employees with their organization (Allen et al., 1979; Kacmar & Carlson, 1997). POP
erodes commitment and replaces it with negligence and intention to quit (Vigoda,
2000). This was evident in Poon’s study (2003) of Malaysian employees, which found
a positive relationship between POP and the desire to leave the job.
Regarding POP and job satisfaction: There are certain aspects of a job in
almost all organizations that cause satisfaction or dissatisfaction. The self-serving
behavior among colleagues and superiors in the workplace is regarded as unwanted,
unpleasant and disagreeable (Valle and Witt, 2001; Vigoda, 2000). Previous studies
indicated that POP indeed reduces satisfaction in the workplace, as evident in the
study of Filipino public nurses and their aversion to perceived politics (Labrague et
al., 2017).
Regarding POP and stress: Stress is the response of an individual when job
resources fail to match job demands. Studies have shown how politics, considered as
a job demand and a negative construct, is related to stress. While support as a
resource attenuates the adverse effect of stress (Colligan & Higgins, 2006), politics
aggravates it (Poon, 2003).
In line with these propositions, the current research suggests the following
hypotheses:
H1a

Perception of organizational politics will be negatively related with
organizational commitment.
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H1b

Perception of organizational politics will be negatively related with
job satisfaction.

H1c

Perception of organizational politics will be positively related with
workplace stress.

3.10.2 POP and Workplace Trust

Trust may either weaken or strengthen as a rational response to external
stimuli in the environment (Newton, 2001). The literatures claims that social
exchange theory is largely based and founded on the concept of trust.

Social

exchange develops in a friendly and trustworthy context (Chang et al., 2009). Trust is
given to trustworthy people, and is withdrawn from those that are not deserving of it.
Trust being the basis and foundation for social exchange, the most immediate
response to a perceived breach is mistrust (van den Heuvel & Schalk, 2009). POP, a
negative construct characterized by injustice, unfairness, and irrationality (Ferris &
Kacmar, 1992), sows feelings of insecurity, mistrust, ambiguity, and uncertainty. An
individual’s level of trust wanes as the perception of politics intensifies.
The study, therefore, hypothesizes the following:
H2

Perception of organizational politics will be negatively related with
workplace trust.

3.10.3 POP and Public Service Motivation
Turban (2001) argued, as cited by Taylor (2008), that “new employees do not
arrive at organizations as blank slates, without any prior conceptions or expectations
about the organization” (p. 68). They come with their personal motives and intents
and an inclination of how they would like to contribute to the organization based on
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how they perceive it and how they perceive themselves. However, once they join the
organization, the employees’ motives can change in reaction to the socialization
process within the organization. An employee’s motives and perceptions of the
situation can be affected by his or her interaction with other members of the
organization, including leaders and co-workers (Taylor, 2008).
Although PSM is “an individual’s predisposition to respond to motives
grounded primarily or uniquely in public institutions and organizations” (Perry &
Wise, 1990, p. 368), it is also “a dynamic attribute that changes over time” (p. 370).
The organizational environment in which employees ﬁnd themselves help shape their
motivation to serve the public (Moynihan and Pandey, 2007). The study of Shrestha
and Mishra (2015) underscored the significant influence of organizational institutions
on public service motivation, demonstrating how POP affects motivation.
While it is easier to conclude from the foregoing discussion that POP will be
negatively related with PSM, it is worth noting that PSM, as concluded by a number
of studies based on self-determination theory, is an autonomous type of motivation
orientation (Andrews, 2016; Liu et al., 2014). Employees with strong motivation to
serve are most likely to be autonomously motivated. With this kind of motivation, the
external motivations are integrated and in sync with the person’s personal values.
This makes PSM an enduring trait or value

(Vogel and Kroll, 2015). Highly-

motivated employees can take the challenge of POP and become more dedicated to
getting the work done and serving the public better despite the demands and restraints
of a politically-charged environment—they can attenuate the potential negative
outcomes of work-related stressors such as red tape and POP (Liu et al., 2014).
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High-PSM serves as a resource that can deal with the imbalance of job
demands. PSM can further strengthen the resolve and personal conviction of serving
the public even within the context of a politically-charged organization (Bakker,
2015).
Drawing from these studies, it can be predicted that POP and PSM are
positively related.
Perception of organizational politics will be positively related with
public service motivation.

H3

3.10.4 Public Service Motivation and Outcomes
Many of the existing literature revealed that PSM influences and shapes the
behavior and outcomes of public employees. Studies have demonstrated how PSM is
associated with positive affects at work (Bakker, 2015), organizational commitment
(Camilleri, 2007; Crewson, 1997), job satisfaction (Breaugh et al., 2017), and
workplace stress (Caillier, 2014; Shim et al., 2017; Van Der Heijden & Camilleri,
2007).
In line with these findings, it can be inferred that PSM will enhance
organizational outcomes.
H4a

Public service motivation
organizational commitment.

will

be

positively

related

with

H4b

Public service motivation will be positively related with job
satisfaction.

H4c

Public service motivation will be negatively related with workplace
stress.
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3.10.5 Workplace Trust and Public Service Motivation
Workplace trust has a consequence on one’s motivation to serve the public
(Chen et al., 2014). When employees trust their peers and leaders, this reinforces the
motivation to perform better. Trust fosters goodwill and benevolence and strong ties
in the workplace, which in turn reinforces PSM. Positive social interaction encourages
motivation and transcends the notion of public service as mere “cheap talk” (Chen et
al., 2014). Trust transforms into collective commitment “that provides a psychological
buffer for civil servants to serve the public interest with little reservation” (Chen et al.,
2014, p. 955). In a study of business administration students, Tepe (2015) found the
positive association of self-reported PSM with trust behavior. In a similar vein, the
study of Kim (2018) found direct relationships between the trust component of
organizational social capital and PSM and knowledge sharing in the Korean public
sector. The article explains how the interaction between PSM and trust may contribute
to enhanced knowledge sharing in public organizations.
Since PSM is basically an altruistic value and pertains to commitment to the
common good, it is logical to conclude that workplace trust and PSM will have a
positive relationship.
H5

Workplace trust will be positively related with public service
motivation.

3.10.6 Workplace Trust and Outcomes

A number of studies in the public sector have affirmed the significant and
direct relationship of trust with organizational outcomes. Paille and Bourdeau (2010)
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found a positive relationship between trust in the organization and organizational
satisfaction. Trust was also found to be an important predictor of low turnover
intention (Kashyap & Rangnekar, 2014), organizational citizenship behavior, and
improved job performance (Dirks, 2002). Trust as an independent variable was found
to be positively related with conflict management efforts and successful negotiations.
As a component of the social support structure, trust enhances the ability to cope with
the conflicts and demands in the workplace. The goodwill and benevolence that trust
brings to the workplace may explain the positive association of trust with outcomes.
Based on the above empirical findings and rationalization, this study predicts
the following relationships.
H6a

Workplace trust will be positively related with organizational
commitment.

H6b

Workplace trust will be positively related with job satisfaction.

H6c

Workplace trust will be negatively related with workplace stress.

3.10.7 Mediating Effects of PSM

Studies have tested how PSM will mediate focal relationships, such as the
linkages between red tape and employees’ attitudes (Quratulain & Khan, 2013), job
demands and stress (Giauque et al., 2012), and job demands and work exhaustion and
turnover-intention (Quratulain & Khan, 2015; Shim et al., 2017), among others. The
mediation property, however, differs in that some studies found PSM to mitigate the
negative effects of POP, while others hold a “dark” perception of PSM as explained in
the literature review. The dominant view is that employees with higher levels of PSM
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tend to pursue their motivations to serve the public despite bureaucratic constraints
and other limitations (Shim et al., 2017). Within the JD-R and SDT frameworks,
public service motivation is a resource which balances the demands brought by a
politically-charged environment (Bakker, 2015). As a hybrid of personal resources
and job resources, PSM provides a buffering effect at work which can reduce the
adverse effects of job demands.

Regarding POP-PSM-OC: A number of studies revealed that PSM mediates
the possible negative consequences of perceived politics on commitment (Shreshta &
Mitra, 2015), and that high-PSM employees tend to display endurance and
commitment when faced with the challenges and difficulties of working in the public
sector (Shim, et al., 2017).
Regarding POP-PSM-JS: The literature shows that job demands have negative
correlation with attitudinal outcomes, such as job satisfaction. Breaugh et al. (2017)
posits that PSM is positively related with job satisfaction, with more PSM-motivated
people having more stable satisfaction than their low-PSM peers. Consistent to these
findings, it can be inferred that PSM will have a positive mediating effect between
POP and JS.
Regarding POP-PSM-WS: A survey of police officers in a city in China
found that “respondents with higher levels of PSM can better handle the increase of
stressors so that their physical and mental wellbeing will decrease more slowly” (Liu
et al., 2014, p. 653). These work-related stressors include red tape, POP, and lack of
autonomy and role conflict, among others.
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Therefore, the proposed study anticipates that PSM will mitigate the negative
effects of perceived politics on job outcomes.
H7a

Public service motivation will mediate the effect of perception of
organizational politics on organizational commitment in a way that
attenuates the negative effects of POP.

H7b

Public service motivation will mediate the effect of perception of
organizational politics on job satisfaction in a way that attenuates the
negative effects of POP.

H7c

Public service motivation will mediate the effect of perception of
organizational politics on stress in a way that attenuates the negative
effects of POP.

3.10.8

Mediating Effects of Workplace Trust

Studies based on social exchange theory have found that a higher level of
mutual trust has significant positive effects on organizational commitment,
satisfaction, and stress (Alegre et al., 2016; Baek & Jung, 2014; Paillé et al., 2015;
Vigoda-Gadot & Talmud, 2010). Interpersonal trust is a form of social capital that
provides benefits for individuals and entities, either public or private (Tepe, 2015).
The positive social climate that trust creates has many good, positive effects on job
attitudes. Social support and trust can attenuate or mitigate what could have been the
potential negative consequences of a politically-charged organization, not only on
outcomes but also on the motivation to serve (Vigoda-Gadot & Talmud, 2010).
Consistent with these findings the current study offers the following
hypotheses:
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H8a

Workplace trust will mediate the effect of perception of organizational
politics on organizational commitment in a way that attenuates the
negative effects of POP.

H8b

Workplace trust will mediate the effect of perception of organizational
politics on job satisfaction in a way that attenuates the negative
effects of POP.

H8c

Workplace trust will mediate the effect of perception of organizational
politics on stress in a way that attenuates the negative effects of POP.

H8d

Workplace trust will mediate the effect of perception of organizational
politics on PSM in a way that attenuates the negative effects of POP.

3.10.9 Nexus Between WT and PSM, and POP and Outcomes

Prior studies of public organizations, as presented in the literature review and
the preceeding discourse, have shown interlocking relationships between PSM,
workplace trust, POP, commitment, and satisfaction and stress. The following lists
some of the empirical studies that have examined these relationships.
Regarding POP and outcomes: Political perception can contribute to
dissatisfaction, low commitment, and job stress (Shrestha & Mishra, 2015; VigodaGadot & Talmud, 2010).
Regarding POP and WT and PSM: POP was found to correlate with
workplace trust (Vigoda-Gadot & Talmud, 2010) and PSM (Shrestha & Mishra,
2015).
Regarding Trust and PSM: Trust and PSM were found to be positively linked,
with trust enhancing the motivation to serve the public (Chen & Hsieh, 2014; Kim,
2018; Tepe, 2015).
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Regarding PSM and outcomes: PSM serves as an antecedent to job
satisfaction (De Simone et al., 2016) and organizational commitment (Taylor, 2008).
It was also found to have either exacerbating or mitigating effects on a number of
work outcomes (Liu et al., 2014; Shim et al., 2017; Shrestha & Mishra, 2015).
Regarding WT and outcomes: Workplace trust is a positive predictor of job
satisfaction (Vigoda-Gadot & Talmud, 2010), organizational commitment (Baek &
Jung, 2014), and labor productivity and service quality (Brown & Ferris, 2007; Baek
& Jung, 2014; Vigoda-Gadot & Talmud, 2010).
Based on this overview on the causal mechanism between the defined
variables, this study predicts the sequential mediating effects of WT and PSM.

H9a

WT and PSM will sequentially mediate the relationship between POP
and organizational commitment in a way that attenuates the negative
effects of POP.

H9b

WT and PSM will sequentially mediate the relationship between POP
and job satisfaction in a way that attenuates the negative effects of
POP.

H9c

WT and PSM will sequentially mediate the relationship between POP
and stress in a way that attenuates the negative effects of POP.

The following table summarizes the formulated hypotheses of the study. It
also indicates the direction sign of the hypothesized relationships between the
variables.
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Table 3.3 Summary of the Hypotheses of the Study
Serial
No.

Hypothesis

Direction
Sign

H1a

Perception of organizational politics will be negatively
related with organizational commitment.

-

H1b

Perception of organizational politics will be negatively
related with job satisfaction.

-

H1c

Perception of organizational politics will be positively
related with stress.

+

H2

Perception of organizational politics will be negatively
related with WT.

-

H3

Perception of organizational politics will be positively
related with PSM.

+

H4a

Public service motivation will be positively related with
organizational commitment.

+

H4b

Public service motivation will be positively related with job
satisfaction.

+

H4c

Public service motivation will be negatively related with
workplace stress.

-

H5

Workplace trust will be positively related with public
service motivation.

+

H6a

Workplace trust will be positively related with
organizational commitment.

+

H6b

Workplace trust will be positively related with job
satisfaction.

+

H6c

Workplace trust will be negatively related with workplace
stress.

-

H7a

Public service motivation will mediate the effect of
perception of organizational politics on organizational
commitment in a way that attenuates the negative effects of
POP.

+
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Serial
No.

Hypothesis

Direction
Sign

H7b

Public service motivation will mediate the effect of
perception of organizational politics on job satisfaction in a
way that attenuates the negative effects of POP.

+

H7c

Public service motivation will mediate the effect of
perception of organizational politics on stress in a way that
attenuates the negative effects of POP.

-

H8a

Workplace trust will mediate the effect of perception of
organizational politics on organizational commitment in a
way that attenuates the negative effects of POP.

+

H8b

Workplace trust will mediate the effect of perception of
organizational politics on job satisfaction in a way that
attenuates the negative effects of POP.

+

H8c

Workplace trust will mediate the effect of perception of
organizational politics on stress in a way that attenuates the
negative effects of POP.

-

H8d

Workplace trust will mediate the effect of perception of
organizational politics on PSM in a way that attenuates the
negative effects of POP.

+

H9a

WT and PSM will sequentially mediate the relationship
between POP and organizational commitment in a way that
attenuates the negative effects of POP.

+

H9b

WT and PSM will sequentially mediate the relationship
between POP and job satisfaction in a way that attenuates
the negative effects of POP.

+

H9c

WT and PSM will sequentially mediate the relationship
between POP and stress in a way that attenuates the
negative effects of POP.

-
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3.11 Chapter Summary
This chapter reviewed the literature on the interlocking concepts of the
variables under study. It examined how POP may affect commitment, satisfaction,
and stress, and how PSM and workplace trust mediate the effects. It also examined
related theories that explain the complexity of the human and organizational behavior
that this research wants to understand. Finally, the chapter defined the hypotheses that
predict the causal relationships among the variables of interest. The next chapter will
present the methodology applied in this study.

CHAPTER 4
METHODOLOGY

4.1 Introduction
The chapter describes the actions, techniques, and procedures taken to
investigate the research problem. It discusses the quantitative research method that
was used to analyze and resolve the problem at hand based on the framework of
positivism. The chapter provides an overview of the population of interest, including
demographical information on the region where the population is located. It defines
the unit of analysis and the reasons for selecting it as the unit of study. In addition,
the chapter discusses how the empirical data were selected based on a pre-defined
sampling strategy. The chapter also explains the instruments and strategies used for
data collection and management. It presents the survey instrument format, as well as
the plan for pre-testing the data collection. It defines the measures that were used for
each variable under study and their sources. The chapter provides the methods of the
data analysis and an explanation for ensuring the validity and reliability of the study.
The latter part underscores the ethical principles that the study adhered to, as well as
the terms of confidentiality and privacy. It also outlines the plans for the execution of
the study.
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4.2 Philosophical Paradigm of the Research
There are multiple ways to do research, different approaches and methodologies
to choose from depending on the ontological and epistemological nature of the
problem or question that needs to be answered. According to Ricucci (2010), while
ontology responds to the question “What do we know?,” epistemology explains “How
do we know what we know?”
The study aimed to determine the causal relationships of the pre-defined
variables, operating within the paradigm of positivism, and used quantitative analysis,
specifically regression analysis. It attempted to understand the phenomena of how the
perception of organizational politics affects workers’ behavior and outcomes in public
service, and how motivation and trust can possibly influence focal relationships. The
aim was to examine the potential causal chain between the initial condition
(perception of politics) and the effects (organizational outcomes), in line with
Klemke, Hollinger, and Rudge's (1998) concept of nomological predictions and
explanations. It further aimed to extend the study to understand the possible link of
the mediating variables, PSM and workplace trust. The use of the quantitative
approach is considered appropriate for determining causality, as Riccuci (2010)
suggested. Several studies on POP, PSM, and outcomes adopted the quantitative
method in conducting research. These studies explained the cause-effect relationships,
such as the positive association of PSM with trust behavior (Tepe, 2015), the
interaction among the person-organization fit, PSM, and the commitment causal chain
(Jin et al., 2018), and the correlation between PSM and job satisfaction (De Simone et
al., 2016), among others.
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4.3 Research Design
The study aimed to expand knowledge by broader empirical testing of the
defined variables among local government social workers in the Philippines. The
overall design of the research used the quantitative method in order to determine the
causal relationships among the variables: POP-PSM, POP-trust, and POP-PSM-trustoutcomes. Path analysis by regression was used to explain the linkages between these
variables.
In the attempt to address the research problems, the study employed
perceptual or self-reported data gathered from the research participants. Although
self-reports can have attributional biases, they still remain an indispensable method to
obtain the respondent’s views directly and expediently, and many scholars use this
method in their research (Carlos & Rodrigues, 2015). The respondents’ perception of
politics, their level of motivation and trust, and the level of their commitment,
satisfaction, and stress can be best captured by capturing their feelings, attitudes, and
beliefs through a self-reported survey. Further details on the survey strategy and other
techniques used in the data collection, as well as the measurement constructs used in
this study, are presented and explained in the following discussion.

4.3.1

Survey Strategy

A survey involves the collection of data from research participants that have
been pre-selected from a pre-determined population through a sampling method
(Kelley, Clark, Brown, & Sitzia, 2003). With the use of the survey method, the
researcher is able to make analyses and inferences about the wider population using
information from a sample of individuals. It is one of the most commonly-used
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designs in social science research because it is economical and practical for collecting
large amounts of information in a short time. Babbie (2016) argues that survey-based
research is “probably the best method available to the social researcher who is
interested in collecting original data for describing a population too large to observe
directly” (p. 256). Aside from expediency, what is more important for the choice of
this survey design is that it captured the information that the study wanted to collect,
measure, test, and analyze in order to understand employee behavior and outcomes in
a stressful work environment. With the assurance that the survey would remain
anonymous and confidential, it allowed the respondents to provide honest and
unambiguous answers.
The main instrument used for gathering the data was a self-administered
survey questionnaire.

Between August and November 2018, the survey was

distributed to the target respondents in various modalities including online through
email and social media, post-mail, and face-to-face. The most effective form of
survey was the one given directly during provincial meetings where many of the
respondents were gathered. To reach target respondents in remote locations without
strong internet connection, the survey forms were sent by post-mail together with a
return stamp.

4.3.2

Unit of Analysis

The unit of analysis defines who the people are or what the entities are being
analyzed in a study. At the macro level, the unit of analysis can be the entire
organization, entity, or system. When the level of analysis is at the micro level, social
entities are reduced to individuals and their behavior (Little, 1991).
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Since the current study aimed to explain the causal relationships among
employee behavior and outcomes, the unit of analysis was the individual, specifically
the officers of social welfare and development departments in the provincial, city, and
municipal government units.

4.3.3

Research Setting and Target Population

The population of interest was the officers of the social welfare departments
working in local government units in Occidental Mindoro, Oriental Mindoro,
Marinduque, Romblon, Palawan, Batangas and Laguna. The first five provinces
comprise the MIMAROPA region, while the last two are parts of the CALABARZON
region. MIMAROPA and CALABARZON used to comprise Southern Tagalog,
which was the biggest region in the Philippines until 2002 when Executive Order No.
103 decreed the partitioning and established of MIMAROPA and CALABARZON as
two independent regions. The separation of MIMAROPA as an administrative region
aimed to “fast track the growth and development of these island provinces which was
observed to be lagging much behind compared with the CALABARZON” (TESDA,
n.d.).
The study selected the seven provinces as the area of study owing to their
socio-economic characteristics that make them relevant subjects and to the similarities
that they have coming from one regional cluster in the past. Even though some
provinces are comparatively more developed than the others, the demand for social
welfare is not any less. Across these provinces, many Filipinos live in a state of
poverty and do not have sufficient earning to cover basic food and non-food needs.
Table 4.1 shows the socio-demographic characteristics of the seven provinces.
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Table 4.1 Socio-demographic Characteristics

DEMOGRAPHY (Source: 2007
and 2015 Census of Population
(POPCEN))

Oriental
Mindoro

Occidental
Mindoro

Marinduque

Romblon

Palawan

Batangas

Laguna

2015

2010

2015

2010

2015

2010

2015

2010

2015

2010

2015

2010

2015

2010

844,059

785,602

487,414

452,971

234,521

227,828

292,781

283,930

849,469

771,667

2,694,335

2,377,395

3,035,081

2,669,847

Male

428,394

400,305

253,081

234,509

117,935

115,580

148,205

144,407

442,279

401,598

1,355,187

1,192,583

1,514,462

1,325,270

Female

415,665

385,297

234,333

218,462

116,586

112,248

144,576

139,523

407,190

370,069

1,339,148

1,184,812

1,520,619

1,344,577

1.38

1.43

1.40

1.76

0.55

0.47

0.59

0.72

1.84

2.66

2.41

2.24

2.47

3.11

190,763

172,956

111,714

98,872

54,508

51,648

68,362

62,714

195,074

165,272

613,825

511,530

765,513

623,707

Average household size

4.4

4.54

4.3

4.56

4.3

4.41

4.3

4.52

4.3

4.65

4.4

4.64

3.9

4.27

Population density (square kilometer)

199

185

83

77

246

239

191

185

58

53

865

763

1,574

1,392

Median age

…

21.7

…

20.7

…

22.9

…

21.7

…

20.1

…

24.5

…

24.9

Dependency ratio

Total population

Annual growth rate (2010-2015)
Number of households

…

67.9

…

71.8

…

72.0

…

74.7

…

73.6

…

58.3

…

53.1

Young dependents

…

60.8

…

65.3

…

60.9

…

63.5

…

67.4

…

50.7

…

47.6

Old dependents

…

7.1

…

6.5

…

11.1

…

11.2

…

6.2

…

7.6

…

5.5

Proportion of urban population

…

10.5

…

42.3

…

0.7

…

0.9

…

25.0

…

32.7

…

71.9

Proportion of persons with disabilities

…

2.1

…

1.7

…

2.1

…

1.7

…

1.8

…

1.7

…

1.5

68.85

67.35

68.25

66.75

68.44

66.94

67.57

66.07

67.12

65.62

70.28

69.08

68.22

66.72

73.69

72.19

73.05

71.55

73.34

71.84

73.21

71.71

72.41

70.71

76.75

75.75

74.76

73.56

a

Life expectancy at birth (in years;
medium assumption)
Male
Female

The tabular data on the poverty incidence by region shows that MIMAROPA
ranks ninth in the country in terms of poverty incidence at 24.4%. However, the
magnitude of the poor population is comparatively lower with 754,222, as reflected in
Table 4.3. The highest poverty incidence across the region was recorded in Occidental
Mindoro at 41.2%. Romblon ranks second at 36.6%, followed by Oriental Mindoro at
21.6%, Palawan at 17%, and Marinduque at 16.2%.
Although CALABARZON has a low poverty incidence (9.1%), it has one of
the highest magnitudes of a poor population, ranking eighth in the country with
1,287,967. Across the region, Batangas has the second highest poverty incidence at
9.3%, while Laguna is a little better-off at 5.43% (http://pcij.org/stories/stats-on-thestate-of-the-regions-hubs-of-wealth-ponds-of-poverty/).
The study was focused on the government employees working as heads of the
social welfare offices in the local government units of the seven provinces. The
Provincial Social Welfare Development Officers (PSWDO) work at the provincial
level and report directly to the Provincial Governor, the Municipal Social Welfare
Development Officers (PSWDO) work at the municipal government and report to the
Municipal Mayor, and the City Social Welfare Development Officers (MSWDO) are
assigned at the City Government reporting to the City Mayor. Based on the
information provided by the Provincial Social Welfare Development Officers as of
July, 2018, there was a total of 144 social welfare and development officers in the
seven provinces covered in the study, which comprised the target population. The
study examined how these local social work and development officers serving the
marginalized sectors perceive politics in their organization and how this affects their
motivation, trust behavior, commitment, and satisfaction and stress perception. The
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respondents were expected to have direct interaction with service users, as well as
with the actors of government bureaucracy, and as such will be exposed to
organizational politics and engage in social exchanges in the workplace.

Table 4.2 Poverty incidence by region

Retrieved from Philippines Center for Investigative Journalism
(http://pcij.org/stories/stats-on-the-state-of-the-regions-hubs-of-wealth-ponds-ofpoverty/). In public domain.
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Table 4.3 Magnitude of poverty by region

Retrieved from Philippines Center for Investigative Journalism
(http://pcij.org/stories/stats-on-the-state-of-the-regions-hubs-of-wealth-ponds-ofpoverty/). In public domain.

4.3.4

Sampling Technique

The study employed the total population sampling method, a type of purposive
sampling technique. There are two aspects that have to be considered in performing
total population sampling. First, the population size should be relatively small.
Second, the entire population should share a particular set of characteristics that is
uncommon. In the current study, the population was only 144, consisting of people
that were working as social welfare and development officers, an occupation that is
not very common and is shared only by this group. With this, the survey was
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administered among all social welfare and development officers throughout the
various government units in the seven provinces. Table 4.4 presents the number of
social welfare and development officers classified according to provincial, city, and
municipal levels.

Table 4.4 Number of Social Welfare and Development Officers
Province

No. of Provincial
Social Welfare &
Development
Officers
(PSWDO)

Occidental Mindoro

1

No. of
Municipal
Social Welfare
& Development
Officers
(MSWDO)
0
11

Oriental Mindoro

1

1

14

Marinduque

1

0

6

Romblon

1

0

17

Palawan

1

1

23

Batangas

1

3

31

Laguna

1

6

24

Total number of social workers

No. of City Social
Welfare &
Development
Officers
(CSWDO)

144

Retrieved from Association of Local Social Welfare and Development Officers of
the Philippines Directory, 2016. In the public domain.

The officers that undertook the survey constituted the sampling frame. The
following table is a summary of the sample frame and the rates of response according
to the survey modality used.
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Table 4.5 Respondent Population and Response Rates

Respondent
Population

Completed
Response Sample
Size

Response
Percentage

Online

56

41

73%

Direct Distribution

72

64

89%

Postmail

16

14

88%

144

119

83%

Survey Modalities

One hundred five valid samples were derived out of the total
population of 144 individuals, set at 95% confidence level.

The study obtained a

response rate of 85% of the total population, which is equivalent to 122 officers from
across all levels of local government. After cleaning the data, it was found that there
were three individuals that did not complete the survey, leaving some missing values.
Finally, 119 duly-completed responses comprised the sample size, which was 83% of
the population. This number indicated a good representation of the population and
provided confidence in the results.

4.4 Survey Questionnaire
The study used survey questionnaires adapted from the measurement scales
for the six main variables: perception of organizational politics, public service
motivation, workplace trust, organizational commitment, job satisfaction, and stress.
The survey questionnaire was composed of closed-ended questions that could
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be answered in 15-20 minutes. It was administered on a voluntary basis using both an
online platform and pen and paper. The participants were instructed to answer each
question truthfully and from their own perspective. Since this was a self-administered
questionnaire, the participants had to answer on their own.

4.5 Pretesting of the Data Collection Instrument
Although pre-validated in previous studies, the questionnaires were adapted
from Western literature, which could pose some challenges when used in the local
Philippine context. In order to ensure ease of use and validity, the questionnaire was
pretested and piloted with 29 respondents working in the provincial social welfare
office of Calapan City, Oriental Mindoro. A few questions were modified or reworded
to make them relevant to the context of social work. One such example was the use of
the word “sympathy” in one question measuring public service motivation. This was
changed to empathy, which reflected the social workers’ approach to their work.
Question 1 pertaining to policymaking was also amended to reflect the level of
authority and responsibility of the respondents. The respondent social workers at the
local level were not primary decision-makers but implementers. They implement
policies and programs formulated by the DSWD at the national level and as decreed
by national and local government for social welfare and development. Although the
motive to take part in formulating public policy was found to be unique to public
employees, this may not be the motivation for the respondents. The revised question
item from “making” public programs to “working” on public programs reflected
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commitment to serving the public interest, which falls under the second dimension of
PSM.
The pretesting resulted in an acceptable Cronbach’s alpha of .83 for all six
variables tested with 29 pre-test respondents.

4.6 Measurement Scales
The study adopted measurement scales that have been used and validated in
previous studies. Using a five-item Likert Scale, the respondents answered each
question, indicating agreement or disagreement, ranging from 1 for strong
disagreement to 5 for strong agreement.
The format of the scale was structured in such a manner that would ensure
clarity and fluidity to enhance the response rate. The dependent and independent
variables were measured using the measurement scales listed below.

4.6.1

Measures of the Perception of Organizational Politics

The measurement of the perception of politics used the POP scale by Kacmar
and Carlson (1997). This measurement construct, comprised of 15 items, covers the
three dimensions of POP as explained in the review of literature: “general political
behavior, go along to get ahead and pay and promotion policies” (p. 629). The
inclusion of all these factors reflects the different types of political behavior that are
perceived in the organization.
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Table 4.6 Measures of the Perception of Organizational Politics

Factors

Definition

Scale

Reference

General

Political behavior that

1. People in this organization

Kacmar &

Political

becomes prevalent due

attempt to build themselves up

Behavior

to absence of rules and

by tearing others down.

policies that will guide

2. There has always been an

behavior

influential group in this
department that no one ever
crosses.

Go Along to Get Acceptance of others’
Ahead

3. There is no place for yes-men

influence attempts in

around here; good ideas are

order to avoid conflict

desired even if it means

and protect self-

disagreeing with superiors.

interest.

4. Agreeing with powerful others is
the best alternative in this
organization.
5. It is best not to rock the boat in
this organization.
6. Sometimes it is easier to remain
quiet than to fight the system.
7. Telling others what they want to
hear is sometimes better than

Carlson (1997)
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telling the truth.
8. Employees are encouraged to
speak out frankly even when
they are critical of wellestablished ideas.
9. It is safer to think what you are
told than to make up your own
mind.
Pay and

Political behaviors that

10. Since I have worked in this

Promotion

aim to influence the

department, I have never seen

Policies

performance evaluation

the pay and promotion policies

process and decision

applied politically.
11. I can’t remember when a
person received a pay increase
or promotion that was
inconsistent with the published
policies.
12. None of the raises I have
received is consistent with the
policies on how raises should be
determined.
13. The stated pay and promotion
policies have nothing to do with
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how pay raises and promotions
are determined.
14. When it comes to pay raise and
promotion decisions, policies are
irrelevant.
15. Promotions around here are not
valued much because how they
are determined is so political.
Note: From “Further validation of the perceptions of politics scale (pops): A multiple
sample investigation,” by Kacmar, K., & Carlson, D., (1997), Journal of
Management, 23(5), p. 651.

4.6.2

Measures of Public Service Motivation

Through the years the measurement of PSM as a social construct has changed
and developed, with scholars taking into consideration the aspects of theoretical
dimensions, statistical validity, and international relevance.

Perry (1996) first

developed a 24-item scale with six sub-dimensions: “attraction to public policy
making, commitment to the public interest, civic duty, social justice, self-sacrifice,
and compassion” (p. 5). Kim (2009) revised the scale into an internationallyapplicable and generalizable version. A product of the collaborative work of a number
of scholars from around the world, the revised 12-item construct consists of selfsacrifice, attraction to public policy-making, commitment to public interest, and
compassion. Since the current study will focus on a non-western country, specifically
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the Philippines, it will employ the more internationally-applicable version of the PSM
scale as appeared in Kim (2011).

Table 4.7 Measures of Public Service Motivation

Factors

Definition

Scale

Reference

Attraction to

The direction,

1. I am interested in working on

Kim (2011)

public

intensity, and

public programs that are beneficial

policymaking persistence of effort to

for my country or the community I

participate in the

belong to.

formulation of public

2. Sharing my views on public

policy public

policies with others is attractive to

institutions

me.
3. Seeing people get benefits from
the public program I have been
deeply involved in brings me a great
deal of satisfaction.

Commitment

The level of motive to

4. I consider public service my civic

to public

serve public interest

duty.

interest

born out of loyalty to

5. Meaningful public service is very

duty and to the

important to me.

government as a

6. I would prefer seeing public

whole, and social

officials do what is best for the
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Factors

Definition

Scale

equity

whole community even if it harmed

Reference

my interests.
Compassion

The level of motive

7. It is difficult for me to contain my

born out of a genuine

feelings when I see people in

conviction to be

distress.

compassionate to other 8. I am often reminded by daily
people, especially

events how dependent we are on one

those in need

another.
9. I feel empathy with the plight of
the underprivileged.

Self-sacrifice

The level of motive

10. Making a difference in society

born out a genuine

means more to me than personal

conviction to sacrifice

achievements.

personal benefits or

11. I am prepared to make enormous

rewards to serve

sacrifices for the good of society.

others

12. I believe in putting duty before
self.

Note: From “Fostering Public Service Motivation through Workplace Trust: Evidence
from Public Managers in Taiwan,” by Chen, C.-A., Hsieh, C.-W., & Chen, D.-Y.
(2014). Public Administration, 92(4), p. 971.
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4.6.3

Measures of Workplace Trust

Workplace trust was measured using a questionnaire developed by Chen et al.
(2014), including the three dimensions of trust: trust in colleagues, trust in superiors,
and trust in citizens. Due to size limitations, the study used an abridged version of the
scale, consisting of 9 items. Trust in the institution or organization was measured
using a four-item scale by Cook and Wall (1980). There is a subtle difference in the
use of the terms; instead of using management, the study uses the organization as the
target of trust.

Table 4.8 Measures of Workplace Trust

Factors

Definition

Scale

Trust in

The level of belief that the

1. It is difficult to rely on citizens to always

Citizens

citizens that are involved in

tell the truth.

the administrative process

2. The only concern of citizens is whether

will act in a fashion that is

their personal interests are well-protected.

helpful to administrators’

3. The citizens understand and appreciate

performance

what we are doing.

The level of belief in

4. My colleagues share important

Trust in

Colleagues colleagues as social support
at work

information related to work with no
reservation.
5. I keep strong faith in my colleagues as
they have a high level of professional
ethics.

Reference
Chen et
al. (2014)
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6. In this organization there seems to be an
invisible barrier between people.
Trust in

The level of belief in the

7. I have confidence that my superior is

Agency

leader’s integrity, capability

technically competent in the critical

Leaders

and willingness to provide

elements of his/her job.

support

8. When my superior tells me something, I
can rely on what he/she tells me.
9. My superior will back me up if I am in a
tight corner.

Trust in

The level of trust in an

10. Our organization is sincere in its

Institution

impersonal and collective

attempts to meet the workers’ point of view.

entity when organizational

11. Our organization can be trusted to

Cook &

processes are well-designed

make sensible decisions for our

Wall

and when fairness and

organization’s future.

(1980, p.

consistency are observed,

12. Our organization seems to do an

50)

and when the company

efficient job.

makes good on its promises

13. I feel quite confident that our
organization will always treat me fairly.

Note: From “Fostering Public Service Motivation through Workplace Trust: Evidence
from Public Managers in Taiwan,” by Chen, Hsieh and Chen (2014), Public
Administration, 92(4), pp. 971-972.
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From “New work attitude measures of trust, organizational commitment and personal
need non-fulfilment,” by Cook, J., & Wall, T. (1980). Journal of Occupational
Psychology, 53(1), p. 50.

4.6.4

Measures of Organizational Commitment

Meyer and Allen's (1997) summarized version of the OC scale was used for
the purpose of this study.

The scale consisted of the three dimensions of

commitment— affective, normative, and continuance commitment—with three items
in each dimension. The measurement construct assessed not only the level of
commitment, but also the type of commitment of the respondents. It provided
information on why the respondents stayed in the organization and linked it with the
other variables under study.

Table 4.9 Measures of Organizational Commitment

Factors

Definition

Scale

Reference

Affective

The level of psychological

1. I would be very happy to spend the

Meyer & Allen

Commitment

commitment an individual

rest of my career with this

(1997)

has to an organization

organization.

because he/she wants to,

2. I enjoy discussing my organization

not out of fear or

with people outside it.

compulsion

3. I am proud to be working for my
organization.
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Continuance

The level of psychological

4. It would be very inconvenient for

Commitment

commitment an individual

me to resign, which is why I stay here

has to an organization

in spite of everything.

because he/she needs to

5. If I had not already put so much of
myself into this organization, I might
consider working elsewhere.
6. I believe that I have too few options
to consider leaving this organization.

Normative

The level of psychological

7. I would feel guilty if I left my

Commitment

commitment of an

organization now.

individual because of the

8. I would not leave my organization

feeling of obligation

right now because I have a sense of
obligation to the people in it.
9. I owe a great deal to my
organization.

Note: From “Commitment in the Workplace,” by Meyer, J. P., & Allen, N. J., (1997).
CA, London, New Delhi: Sage: Thousand Oaks.

4.6.5

Measures for Job Satisfaction

A shortened version of job satisfaction was employed from the constructs used
in previous studies. A reverse coded question was included in the scale in order to
cross-check answer validity. The scale was composed of four items, aiming to
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measure the extent to which people like or dislike their jobs using a 5-point Likert
scale.

Table 4.10 Measures of Job Satisfaction
Factors

Definition

Job

The extent to which people

Satisfaction

like (satisfaction) or dislike
(dissatisfaction) their jobs

Scale
1.

2.

3.

Reference

Generally speaking, I am very

Paille and

satisfied with this organization.

Bourdeau

I am generally satisfied with the

(2010);

kind of work I do in this

Seashore et al.

organization.

(1984)

Most of my colleagues
appreciate this organization.

4.

In general, I don’t like my job.
(reverse coded)

Note: From “Support, trust, satisfaction, intent to leave and citizenship at
organizational level: A social exchange approach,” by Paille, P., & Bourdeau, L.
(2010). International Journal of Organizational Analysis (18), p. 47.

From “Assessing Organizational Change: A Guide to Methods, Measures, and
Practices,” by Seashore, S., Lawler Ill, E., Mirvis, P., & Cammann, C. (1984).
Administrative science quarterly, 29(4), 649-651.
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4.6.6

Measures of Workplace Stress

To measure perceived stress, the study used a five-item scale by Lambert,
Hogan, Camp, and Ventura (2006). As discussed in the literature review, individuals
feel stressed as a reaction to situations that pose challenges or threats to them. The
stress responses can either be one of frustration or anger, being under a lot of
pressure, and feeling upset or unhappy with the job. A reversed item was used
concerning being calm and at ease. The measurement scale determined if the
respondents strongly agreed or strongly disagreed, and the levels in between, with
these scale items.

Table 4.11 Measures of Stress
Factors

Definition

Stress

A body’s response to any

Scale
1.

kind of threat, manifesting
in different ways such as

2.

irritability, emotional
exhaustion, hypertension
and depersonalization,
among others

A lot of time my job makes me

Lambert et al.

very frustrated or angry.

(2006)

I am usually under a lot of
pressure when I am at work.

3.

When I’m at work I often feel
tense or uptight.

4.

I am usually calm and at ease
when I’m working (reverse
coded for index).

5.

Reference

There are a lot of aspects of my
job that make me upset.
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Note: From “The impact of work–family conflict on correctional staff,” by Lambert,
E. G., Hogan, N. L., Camp, S. D., & Ventura, L. A., (2006).. Criminology & Criminal
Justice, 6(4), p. 385.

4.7 Control Variables
In order to test the relationships of the dependent, independent, as well as the
mediating variables that the study wanted to analyze, some of the variables were held
constant. These are the control variables, which were not actually the focus of the
research study but might still have a certain impact on the dependent variable; hence
they were controlled or kept constant.
The proposed study used control variables that have been frequently used in
related prior studies: age, gender, education, and the pursuit of pay. These variables
are commonly-used as statistical controls because they are considered predictive of or
correlated with the main variables being examined. For the purpose of this research,
the numerical data were converted into categorical data in order to control for these
variables, which may have an extraneous effect on the internal validity of the
findings.

4.8 Data Analysis Methods
4.8.1

Descriptive Analysis
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Quantitative data were analyzed using a number of statistical techniques to
describe, explain, and make inferences. After the data collection was completed, the
information gathered was cleaned in order to identify and exclude missing or
incomplete data. When the research data were ready, they were processed and
analyzed with the aid of computer statistical packages.

Descriptive statistics

presented in graphical presentations were used to summarize and describe the data
that were useful for understanding the basis of the inferential analysis that would
follow.

4.8.2

Factor Analysis

Before testing the hypotheses, the preliminary stage of the data analysis has to
be performed to ensure the validity and reliability of the measurement scales.
Although pre-validated scales from previous research have been adopted in the
current study, the researcher conducted factor analysis to further validate the scales
using the current data set. Performing factor analysis was still deemed necessary to
reaffirm the validity and reliability of the scales, especially when applied to the
Philippine context. The study employed two factor analytic options; the first was
exploratory and the second, confirmatory. Exploratory factor analysis (EFA) is a
statistical tool used for deriving the latent variables and giving rise to manifest
variables. The EFA loading values indicate the set of variables that consistently and
closely load on the same factor. The higher the factor loading (acceptable >.7), the
closer is the relationship of the variable to the factor. It is the absolute size (rather
than the signs, plus or minus) of the loadings that is important in the interpretation of
the factor-variable correlations (Kothari, 2004).
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After conducting the exploratory factor analysis, the study used confirmatory
factor analysis (CFA) to confirm the constructs and items and to determine the
relationships between the latent variables and the measured variables. Another
statistical technique used was principal component analysis (PCA) as an extraction
method, and promax as a rotation method. PCA aims “to reduce the measured
variables to a smaller set of composite components that capture as much information
as possible in the measured variables with as few components as possible” (Kothari,
2004, p. 323). There are two rotation methods available - orthogonal and oblique which were found to be both producing simple and easily interpretable structure of
factor promax (Kothari, 2004).
Before finally proceeding to factor analysis, it is important to conduct and pass
the minimum standards of two tests, the Kaiser-Meyer-Olkin test and Bartlett’s
sphericity test. The Kaiser-Meyer-Olkin value determines whether the sample size is
adequate enough to conduct the factor analysis. According to the criteria set by Kaiser
and Rice (1974), a KMO value of .50 is unacceptable, .60 is acceptable, and .90 is
excellent. The result of Bartlett’s sphericity test determines if the variances are equal
for all samples, as well as shows the validity and suitability of the responses collected
in relation to the problem being addressed in the study. The acceptable score is <.05
for the factor analysis to be recommended suitable. In factor analysis, the eigenvalue
is a popular factor/component-determining method which determines the variances of
the factors, with the acceptable eigenvalue > 1.
4.8.3

Path Analysis

The study conducted path analysis to test the significance of predicted
relationships among the variables. The said statistical tool, a form of multiple
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regression analysis, determines the magnitude of the cause-effect relationships
between the predictor and the predicted variables.
It is important to determine the distinction between exogenous and
endogenous variables in a causal model. A variable is considered exogenous if any
variation to it is determined by causes that are outside the hypothesized model
(Pedhazur, 1982). Endogenous variables have clearly-specific causes within the
hypothesized model. The variability of the endogenous variable can be caused by
either the exogenous or other endogenous variables in the model. In this particular
study, the independent variable POP is the exogenous variable and the other five
variables (PSM, WT, OC, JS and WS) are all endogenous.

4.8.4

Mediation Analysis

Aside from testing if POP predicts OC, satisfaction, and stress, the study also
aimed to test the mediating effects of PSM and WT on the relationship between POP
and the outcomes. The study performed a sequential mediation analysis using Process
Macro in SPSS (Preacher & Hayes, 2004), which tests the indirect effect between the
predictor and criterion variables through the mediator via a bootstrapping procedure.
In this study, the sequential mediation analysis aimed to determine if the
intervening variables, public service motivation and workplace trust, had mediating
effects on the relationships between the predictor variable, perceived politics, and
each of the criterion variables, organizational commitment, job satisfaction, and
workplace stress: “Statistical mediation analysis refers to statistical procedures aimed
at testing the hypothesis that an independent variable (X) affects an outcome (Y)
through one or more mediators” (Cerin, 2010, p. 52). According to Baron and Kenny
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(1986), there are two criteria for mediation analysis: 1) to be a mediator, a variable
needs to be related to the independent variable; and 2) there is a significant
association between the mediator and the dependent variable (Baron & Kenny, 1986).
This is operationalized by computing for the regression coefficient. However, recent
literature argues that testing for mediation need not go through these two criteria.
Preacher and Hayes (2004) posit that there is mediation when there is an indirect
effect between IV and DV through the mediating variable, even if the IV is not
directly related to DV. The analysis simulates Model 6 of the 74-model template
visualizing interactions of the variables outlined by Hayes (2013). The model tests
serial mediation where the IV influences DV via a series of mediations, as shown in
Figure 4.1.

Figure 4.1 Direct and sequential model in path analysis
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4.9 Validity and Reliability of Measures
Testing and confirming the validity and reliability of measures is essential in
research. Validity pertains to the extent to which a measurement device is able to
measure what it is designed to measure. The constructs used have been adopted from
previous studies which have already established the validity and reliability of these
constructs. Nevertheless, it was deemed necessary to conduct a pre-test in order to
determine the validity and reliability of the measures when used in the Philippine
context. A number of questions were revised to reflect the results of the pre-test. Item
number 1 under the PSM construct was revised to reflect the nature of work of social
workers as implementers instead of policymakers. Item number 9 was also changed
to indicate social workers’ empathetic attitude, not sympathetic attitude as suggested
by Perry (1996).
For testing the scales’ internal consistency and reliability, Cronbach’s alpha
was first established. The result of the pre-test data collected from the 29 respondents
showed a total Cronbach alpha of .83. The reliability results for each of the six
variables tested with 120 respondents indicated equally-robust findings.

Table 4.12 Cronbach’s alpha

Cronbach's alpha
Variables
coefficient
Perception of Organizational Politics

0.744

Public Service Motivation

0.829

Workplace Trust

0.731

109

Organizational Commitment

0.743

Job Satisfaction

0.843

Workplace Stress

0.752

4.10 Ethical Considerations
This study adhered to the following ethical principles for conducting research:
informed consent, confidentiality, protection of the dignity of the research subject,
non-maleficence, non-coercion, and privacy (Gravetter & Forzano, 2002). The
participants were informed about the research intent and procedures in a cover letter
that was attached to the questionnaire.
1. The study kept the personal information of the participants private and
confidential. Their personal details will not be shared and only aggregated
demographic information formed part of the research. The answers to the
questionnaires will be kept anonymous.
2. The study will not harm, embarrass, or compromise the interest of the
participants.

4.11 Conclusion
This chapter provided a clear explanation of how the research was conducted
and how the data were analyzed. It outlined the methods of the research, including the
research design, the population and sampling procedure, the data collection methods,
the measurement scales, the data analysis methods, and ethical considerations.
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CHAPTER 5

RESULTS AND FINDINGS

5.1 Introduction
This chapter presents the results and findings of the study achieved through a
series of statistical analyses using appropriate tools, including Cronbach’s alpha,
exploratory and confirmatory factor analyses, and regression and bootstrapping using
SEM and Process Macro in SPSS. The chapter also provides in the beginning a
descriptive analysis of the demographical characteristics of the research respondents.
This information not only provides a better understanding of the sample
characteristics but also serves as a basis for inferential analysis.

5.2 Demographic Characteristics of the Respondents
Out of 144 survey forms distributed, 122 responses were retrieved. Upon
removing incoherent and incomplete responses, a total of 119 completed responses
were obtained. The demographic variables in Table 5.1 show that the majority of the
respondents were female at 94.96%, and only 5.04% were male.

The female

dominance in public service sector, such as the social welfare office, is a common
phenomenon in the Philippines which can be attributed to the nature of the job.
Regarding length of service, most of the respondents had worked in their
respective organizations for two decades or more. The rest had worked only for 15
years or less, and hence can be considered relatively new compared to the others.
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In terms of age, 12.60% of the respondents were aged 61 years and above. The
big number of senior employees in terms of age can be explained by the fact that the
compulsory retirement age for government employees in the Philippines is 65 years.
Almost half of the respondents belonged to the age group of 51-60 years (44.54%).
Twenty-three point fifty-three percent were 41-50 years, while 15.13% belonged to
the 31-40 year-old bracket. The youngest age group of 30 years and below was only
4.2% of the total number of respondents.
Majority of the respondents (87.4%) were working at the municipal level of
the social welfare office. The rest, 6.72% and 5.88%, respectively were working at the
city and provincial levels.
Of the 119 respondents, 79.83% had bachelor’s degree and 20.17% had
master’s degree. Ninety-three point twenty-eight percent had license as social workers
while 6.72% did not have license. There are two qualifications to earn a license in
social work. First is to complete a bachelor’s degree in social work, and second is to
pass the government’s licensure examination.
In terms of pursuit of pay, 59.67% agreed that it is important, 31.93% said that
it is extremely important, and 8.40% signified that it is not important at all.
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Table 5.1 Demographic Characteristics
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5.3 Descriptive Analysis of the Variables
This section presents a descriptive analysis of the survey responses including
means, standard deviation, and level of agreement. The study used a five-item Likert
scale, to which respondents answered each item in question to indicate agreement or
disagreement. A score of 1 stands for strongly disagree, 2 for disagree, 3 for neither
agree nor disagree, 4 for agree, and 5 for strongly agree.
Table 5.2 shows the mean scores for each variable indicating either general
agreement, disagreement, or neutrality of response. The overall mean scores for PSM,
WT, OC, and JS were between 3.6 and 4.33. This signifies general agreement of the
responses to the variables measured. The result implies a high degree of PSM among
the respondents with mean score of 4.33. WT had a mean score of 3.85, which implies
that the respondents have a fair level of workplace trust. OC and JS were 3.95 and
3.6, signifying a fair level of commitment and job satisfaction, respectively. Perceived
politics received the lowest mean score of 2.86, implying neither agreement nor
disagreement to the questions measuring the perception of politics. It is not, however,
uncommon to receive tentative or uncertain responses to controversial or sensitive
questions like those pertaining to POP. Workplace stress had a mean score of 2.77,
also indicating uncertainty regarding the questions measuring stress perception.
The standard deviations show the lowest variation at .0414 for PSM and the
highest variation of 1.075 for POP. All of the variables, except for POP, had relatively
low standard deviation, which means that most of the responses to the questionnaire
were close to the average.
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Table 5.2 Descriptive Analysis of Variables

Construct
Public Service
Motivation

Perception of
Organizational
Politics

Workplace
Trust

Items

Mean

SD

Level of Agreement

PSM1
PSM2
PSM3
PSM4
PSM5
PSM6
PSM7
PSM8
PSM9
PSM10
PSM11
PSM12
Overall Mean

4.78
4.41
4.82
4.7
4.79
3.91
3.76
3.92
4.26
4.34
4.21
4.13
4.33

0.413
0.543
0.387
0.578
0.448
0.923
0.975
0.807
0.77
0.697
0.64
0.775

Strongly Agree
Agree
Strongly Agree
Strongly Agree
Strongly Agree
Agree
Agree
Agree
Agree
Agree
Agree
Agree
Agree

POP1
POP2
POP3
POP4
POP5
POP6
POP7
POP8
POP9
POP10
POP11
POP12
POP13
POP14
POP15
Overall Mean

2.57
2.76
2.85
2.61
2.79
3.04
2.73
2.58
2.97
2.93
2.93
2.81
2.63
2.41
2.85
2.86

1.081
1.018
0.935
0.958
0.86
1.016
1.025
0.876
0.899
1.028
1.011
0.959
0.85
0.854
1.041

Neither Agree nor Disagree
Neither Agree nor Disagree
Neither Agree nor Disagree
Neither Agree nor Disagree
Neither Agree nor Disagree
Neither Agree nor Disagree
Neither Agree nor Disagree
Neither Agree nor Disagree
Neither Agree nor Disagree
Neither Agree nor Disagree
Neither Agree nor Disagree
Neither Agree nor Disagree
Neither Agree nor Disagree
Disagree
Neither Agree nor Disagree
Neither Agree nor Disagree

WT1
WT2
WT3
WT4
WT5
WT6
WT7

3.9
4.02
2.68
4
3.78
3.65
2.6

0.784
0.632
0.891
0.71
0.732
0.857
0.864

Agree
Agree
Neither Agree nor Disagree
Agree
Agree
Agree
Neither Agree nor Disagree
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Construct

Organizational
Commitment

Job Satisfaction

Workplace
Stress

Items

Mean

SD

Level of Agreement

WT8
WT9
WT10
WT11
WT12
WT13
Overall Mean

2.55
4.01
4.04
4.19
4.24
4.06
3.85

0.917
0.597
0.581
0.588
0.599
0.676

Neither Agree nor Disagree
Agree
Agree
Agree
Agree
Agree
Agree

OC1
OC2
OC3
OC4
OC5
OC6
OC7
OC8
OC9
Overall Mean

4.24
4.11
4.4
3.66
3.41
3.49
3.84
4.26
4.11
3.95

0.066
0.065
0.055
0.082
0.088
0.081
0.087
0.06
0.06

Agree
Agree
Agree
Agree
Neither Agree nor Disagree
Neither Agree nor Disagree
Agree
Agree
Agree
Agree

JS1
JS2
JS3
JS4
Overall Mean

4.19
4.31
4.12
4.22
3.6

0.06
0.068
0.058
0.091

Agree
Agree
Agree
Agree
Agree

WS1
WS2
WS3
WS4
WS5
Overall Mean

2.1
2.73
2.34
2.09
2.77
2.77

0.082
0.091
0.073
0.069
0.085

Disagree
Neither Agree nor Disagree
Disagree
Agree
Neither Agree nor Disagree
Neither Agree nor Disagree
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5.4 Factor Analysis
The study conducted an exploratory factor analysis using the principal
component analysis (PCA) extraction method through promax rotation in order to
reduce the number of measured variables to include in the analysis. Through this
method, items that factored accordingly under one factor and gained factor loading
greater than .70 were retained. Items that did not meet these requirements were
removed. A high factor loading ( >.70) indicated that the variable was closely related
to the factor and should form part of the analysis while a factor loading of less than
the acceptable score could be retained.
The KMO value of .661 confirmed the adequacy of the sample size to conduct
the factor analysis. Other statistical indicators were within an acceptable range:
Bartlett’s test of sphericity at p=.000 and goodness of fit (chi-squared=585.694;
df=136 and p=.000) were found to be statistically significant. The eigenvalue greater
than 1 for each component was also within the acceptable range and explained the
data variance.
After passing the tests for sampling adequacy and the goodness of fit of the
data sets, the study conducted a factor analysis. The original measurement construct
had a total of 58 items, out of which only 16 items indicated high factor loadings and
were kept to conduct more statistical testing. PSM, POP, WT and OC had three items
each, JS and WS has two items each. The following discussion explains the factor
loadings individually by variable, as well as possible explanations based on the
literature for the reduction of factors into smaller sets of composite components.
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5.4.1

Public Service Motivation

An EFA test was conducted on the initial 12 items in the survey questionnaire
in order to measure PSM. The results showed that only three items, namely PSM 1, 4,
and 5, scored acceptable factor loads, and thus were retained. With all 12 items
originally included, the factor loading was within the range of .23 to .73. Some of the
items showed cross-loadings with other factors. After removing 9 items, factor
loading increased within the range of .79 to .86 under one factor, as shown in Table
5.4. The eigenvalue of 1.71 indicated more than 10.06% of the variance.
The PSM construct was composed of four dimensions: commitment to public
interest, compassion, self-sacrifice, and attraction to public policymaking (Kim,
2009). The retained three items represented the dimension of motivation that arises
from commitment to public interest, a norm-based motive borne out of loyalty and
dedication to duty and to the government as a whole.

5.4.2

Perception of Organizational Politics

An EFA test for this factor was performed for the 15 items in the survey
questionnaire. The results showed that all of the items except three, POP3, POP8 and
POP11, registered acceptable scores. The total loading for POP increased from a low
loading range of .22 to .92 to a range of .79 to .87 after deleting 12 items and only the
final three items were retained. The eigenvalue of 2.34 indicated more than 13.76% of
the variance.
POP3 and POP8 pertain to perceived politics within the organization where
learning to keep quiet and going with the flow are considered to be important for selfpreservation in order to avoid conflict and retaliation (Kacmar & Carlson, 1997).
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POP11 refers to pay and promotion policies, a management tool commonly abused
for political positioning. This particular item reflects the superior’s agenda in the
organization’s reward system to develop support and loyalty and to create obligations
for the other party to reciprocate the favor given.

5.4.3

Workplace Trust

The initial 13 items under the variable workplace trust were tested through
EFA for suitability. Only two items, WT4 and WT6, were found to be within the
acceptable range and were retained. The original 13-item variable had a factor loading
range of .20 to .95, which improved to .74 to .91 when 11 items were removed. The
eigenvalue of 1.17 indicated more than 6.91% of the variance.
The two items retained refer to trust in colleagues which is personal and is
formed based on goodwill, benevolence, and sincerity of co-workers. The 11 items
removed due to low factor load represent the other three dimensions of trust—trust in
citizens, trust in agency leaders, and trust in institutions. This relates to the argument
put forward by Baek and Jung (2014), that individuals may trust their colleagues or
co-workers but not their agency or institution, hence affecting organizational
commitment.

5.4.4

Organizational Commitment

The variable organizational commitment initially had 9 items, but after initial
EFA testing, only three items were retained—OC4, OC5, and OC6. Retaining only
these items increased the OC factor loading from a range of .22 to .80 to a range of
.69 to .83. The eigenvalue for this factor was 1.149, which is greater than the
acceptable value of 1 and explains the variance of 8.75%.
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OC4, OC5 and OC6 measured the continuance commitment of employees as
they decide to stay in the organization out of compulsion because the option of
leaving would be costly. The other three items removed fell under the two other types
of commitment, affective and normative.

5.4.5

Workplace Stress

Factor analysis was performed for the five-item variable. The initial test
yielded factor loads of .28 to .75. After removing the two items with low loads and
retaining only WS1, WS2, and WS3, the scores increased to the range of .80 to .86.
The eigenvalue for this factor was 1.90, which explains the variance of 11.21%.
The three items retained captured the essence of the negative reactions to
stressful situations in the workplace. The item removed, WS4, was reverse-coded,
which might explain the low factor loading.

5.4.6

Job Satisfaction

The job satisfaction scale originally had four items. After performing factor
analysis, one item scoring low in the factor loading was removed and three were
retained—JS1, JS2, and JS3. This increased the factor loading from a range of .29 to
.73 to a range of .86 to .89. The eigenvalue for this factor was 3.20, which is greater
than the acceptable value of 1 and explains the variance of 18.83%.

The item

removed, WS4, was reverse-coded which might explain the low factor loading.
Table 5.3 is a summary of the exploratory factor analysis performed to test the
suitability of items under each of the five factors—PSM, POP, OC, WT, JS, and WS.
The table indicates the initial results of the test prior the removal of items, and the
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final results after the number of items were reduced to include only those that
achieved factor loadings greater than .70.

Table 5.3 Summary of Exploratory Factor Analysis

Variables

Initial Results
No
Loading
Items
Range

Final Results
No
Loading
Items
Range

Public Service Motivation

12

.23 - .73

3

.79 - .86

Perception of Organizational Politics

15

.22 - .92

3

.79 - .87

Organizational Commitment

9

.22 - .80

3

.69 - .83

Workplace Trust

13

.20 - .95

2

.74 - .91

Job Satisfaction

4

.29 - .73

2

.86 - .89

Workplace Stress

5

.28 - .75

3

.80 - .86

5.4.7

CFA Results

After conducting the EFA, a confirmatory factor analysis was done to test how
well the variables measured represented a smaller number of constructs based on
theoretical framework of the study. Previous studies recommend various fit indices,
including those that indicate absolute fit, relative fit, parsimonious fit, and
noncentrality-based fit. It is not necessary, however, to include all types of indices as
long as the study shows good fit in some key indices. The CFA results of the six
variables tested indicated goodness of fit with CMIN=0.800, p=0.93, RMR=0.33,
CFI=1, RMSEA=0, PCLOSE=0.999.
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5.4.8

CFA Results for PSM

The critical ratio (CR) values which the CFA results showed were greater than
1.64 at the .05 level, signifying that since all of the estimates were statistically
different from zero, the null hypothesis could be rejected. The parameter estimates
were all positive and did not exceed 1.00, which is the acceptable range of values. The
path coefficient from each latent construct to the manifest was significant at p < 0.000
and the standardized regression weights were within the range of 0.57 to 0.83. These
results, according to Hair et al. (2014), supported the validity and reliability of the
items.

Table 5.4 Parameter Estimates for PSM

Manifest

Latent

Estimate

S.E.

C.R.

P

PSM1

<---

PSMoti

0.695

PSM5

<---

PSMoti

0.831

0.236

5.471

***

PSM4

<---

PSMoti

0.566

0.221

5.128

***

5.4.9

CFA Results for POP

The critical ratio values were all statistically different from zero (> 1.64), and
therefore the null hypothesis was rejected. The parameter estimates were within the
acceptable range of values, not greater than 1.00. The path coefficient from each
latent construct to the manifest was significant at p < 0.000, and the standardized
regression weights were within the range of 0.62 to 0.85, which supported the validity
and reliability of the items.
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Manifest

Latent

Estimate

S.E.

C.R.

P

POP3

<---

OrgPol

0.852

POP11

<---

OrgPol

0.69

0.147

5.734

***

POP8
<--- OrgPol
0.619
Table 5.5 Parameter Estimates for POP

0.127

5.47

***

5.4.10 CFA Results for WT
The critical ratio values were all statistically different from zero and greater
than 1.64, therefore rejecting the null hypothesis. The parameter estimates were
within the acceptable range of not more than 1.00. The path coefficient from each
latent construct to the manifest was significant at p < 0.000. The standardized
regression weights were within the range of 0.43 to 0.95, which supported the validity
and reliability of the items.

Table 5.6 Parameter Estimates for WT
Manifest

Latent

Estimate

WT6

<---

WrkTrus

0.426

WT4

<---

WrkTrus

0.953

S.E.

C.R.

P

0.894

2.041

0.041

5.4.11 CFA Results for OC
The critical ratio values were greater than 1.64, which indicated that they were
statistically different from zero and translated to the rejection of the null hypothesis.
The parameter estimates were within the acceptable range of not more than 1.00. The
path coefficient from each latent construct to the manifest was significant at p <
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0.000. The standardized regression weights were within the range of 0.37 to 0.84,
which supported the validity and reliability of the items.

Table 5.7 Parameter Estimates for OC

Manifest

Latent

Estimate

S.E.

C.R.

P

OC5

<---

OrgCom

0.839

OC6

<---

OrgCom

0.702

0.194

3.93

***

OC4

<---

OrgCom

0.373

0.129

3.159

0.002

5.4.12 CFA Results for WS
Similar to the above CFA test results, the values of the critical ratio were
greater than 1.64, which indicated that they were statistically different from zero;
hence, the null hypothesis was rejected. The parameter estimates were within the
acceptable range of not greater than 1.00. The path coefficient from each latent
construct to the manifest was significant at p < 0.000, and the standardized regression
weights were within the range of 0.71 to 0.74, which indicated the validity and
reliability of the items.

Table 5.8 Parameter Estimates for WS
Manifest

Latent

Estimate

S.E.

C.R.

P

WS1

<---

WrkStre

0.712

WS2

<---

WrkStre

0.724

0.197

6.068

***

WS3

<---

WrkStre

0.744

0.156

6.102

***
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5.4.13 CFA Results for JS
Finally the CFA test results for job satisfaction showed that the values of the
critical ratio were greater than 1.64, hence the null hypothesis was rejected. The
parameter estimates were within the acceptable range of not greater than 1.00, and the
path coefficients from the latent constructs to the observed indicators were significant
at p < 0.000. The standardized regression weights were within the range of 0.80 to
0.81, which indicated the validity and reliability of the items.

Table 5.9 Parameter Estimates for JS
Manifest

Latent

Estimate

S.E.

C.R.

P

JS1

<---

JobSat

0.798

JS3

<---

JobSat

0.802

0.115

8.363

***

JS2

<---

JobSat

0.799

0.133

8.344

***

The measurement model presenting the variables under study and the specific
items under each variable are shown in Figure 5.1.
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Figure 5.1 Measurement Model

126

5.5

Path Analysis
With a statistically-tested data set using factor analyses and passing standards

of goodness of fit, the study proceeded to employ path analysis to achieve three
objectives: to indicate correlation matrices, to determine if there were significant
relationships among the variables under study, and to establish if causal path models
existed. The structural model reflecting the hypothesized relationships put forth by the
study is depicted in Figure 5.2. The goodness of fit of the path models was confirmed
with the following scores: NFI=.992, CFI=1.000, GFI=.994, RMSEA=.000 and df=2.

Figure 5.2 Structural Model

In order to analyze the path model, the study derived the regression
coefficients, standard error, t-values, and significant p-values using SPSS SEM with
10,000 bootstraps.
PSM --> JS. The findings showed that public service motivation was a
predictor of job satisfaction with standardized regression weight of 0.498 and a
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positive correlation between the two was found to be significant at p < .005. This
implies that an increase in PSM causes an increase in job satisfaction. This result
supports Hypothesis 4b, which predicted a positive relationship between the two
variables.
PSM --> WS. Public service motivation was a predictor of workplace stress
with a standardized regression weight of 0.546 and a negative correlation between the
two was found to be significant at p < .005. This suggests that a high PSM reduces
workplace stress. This result supports Hypothesis 4c, which predicted a negative
relationship between the two variables.
WT --> PSM. Workplace trust was a predictor of public service motivation
with a standardized regression weight of .163 and a positive correlation between the
two was found to be significant at p < .05. This implies that an increase in workplace
trust leads to increasing public service motives. This result supports Hypothesis 5,
which predicted a positive relationship between the two variables.
WT --> JS. Workplace trust was a predictor of job satisfaction with a
standardized regression weight of 0.450 and a positive correlation between the two
was found to be significant at p = .000. This implies that as trust in the workplace
increases, job satisfaction also increases. This result supports Hypothesis 6b, which
predicted a positive relationship between the two variables.
WT --> WS. Workplace trust was a predictor of workplace stress with a
standardized regression weight of 0.332 and a negative correlation between the two
was found to be significant at p < .005. This implies that an increasing level of trust in
the workplace reduces stress. This result supports Hypothesis 6c, which predicted a
negative relationship between the two variables.
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POP --> WT. The perception of organizational politics was significantly
related with workplace trust, with a standardized regression weight of .091 and a
positive correlation between the two was found significant at p < .05. This implies
that increasing perception of politics also increases workplace trust. The findings
showed a positive correlation rather than the hypothesized negative correlation
though.
The following table shows the coefficients of the significant paths.

Table 5.10 Path Coefficients

Estimates

Path

S.E.

C.R.

P

POP --> WT

0.09

0.045

2.029

0.042

WT --> PSM

0.163

0.065

2.499

0.012

WT --> JS

0.45

0.113

4.001

***

WT --> WS

0.332

0.13

-2.555

0.011

PSM --> JS

0.498

0.155

3.208

0.001

PSM --> WS

-0.546

0.179

3.056

0.002

5.6

Mediation Analysis
Among the 22 hypotheses that the study intended to examine, 10 concerned

the mediating effects of public service motivation and workplace trust on the
relationship between the predictor variable and the criterion variable. In line with the
zero-mediation model of Hayes, the study conducted 10,000 bootstrap samples for
bias-corrected bootstrap confidence intervals at a 95% level of confidence.
results revealed significant mediations in the path model.

The
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POP ---> WT ---> JS. The specific indirect effect of POP on JS through WT
was positive (.0067 to .1029, with a point estimate of .0408). This implies that as the
perception of politics increases, job satisfaction also increases through the mediation
of workplace trust. This result supports Hypothesis 8b, where workplace trust was
predicted to mediate the effect of POP on job satisfaction attenuating the negative
effect of POP.
POP ---> WT ---> WS.

Workplace trust also mediated the relationship

between POP and workplace stress. The specific indirect effect of POP on WS
through WT was negative (-.0828 to -.0030, with a point estimate of -.0300). This
implies that as the perception of politics increases, workplace stress decreases through
the mediation of workplace trust. This result supports Hypothesis 8c, where
workplace trust was predicted to mediate the effect of POP on workplace stress
attenuating the negative effect of POP.
POP ---> WT ---> PSM. The mediating effect of WT on the POP-PSM
relationship was significant and positive (.0015 to .0408, with a point estimate of
.0147). This implies that an increasing perception of politics also increases public
service motivation through the mediation of workplace trust. This result supports
Hypothesis 8d, which predicted that workplace trust will mediate the effect of POP on
PSM attenuating the negative effect of POP.
POP ---> PSM ---> JS and POP ---> PSM ---> WS. PSM did not have a
significant indirect effect on either focal relationships, POP – JS or POP – WS. The
statistical data showed that there was zero in the confidence interval, reflecting a nonsignificant indirect path. This implies that the perception of politics does not have an
effect on either job satisfaction or workplace stress when mediated by public service
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motivation. It therefore nullified Hypothesis 7b and Hypothesis 7c, which predicted
that PSM would mediate the mentioned focal relationships and that PSM would
attenuate the negative effects of POP.
POP ---> WT ---> PSM ---> JS. The specific indirect effect of POP on JS
through WT and PSM did not include zero in the confidence interval and the effect
was positive (.0001 to .0239, with a point estimate of .0073). This implies that an
increase in the perception of politics also increases job satisfaction when mediated by
both workplace trust and public service motivation. This result supports Hypothesis
9b, which predicted that WT and PSM will sequentially mediate and attenuate the
negative effects of POP on JS.
POP ---> WT ---> PSM ---> WS. WT and PSM also sequentially mediated
the effect of POP on workplace stress. The result of the bootstrapping showed no zero
in the confidence interval and the effect was negative (-.0254 to -.0011, with a point
estimate of -.0080).

This implies that an increase in the perception of politics

decreases workplace stress when mediated by both workplace trust and public service
motivation. This result supports Hypothesis 9c, which predicted that WT and PSM
would sequentially mediate and attenuate the negative effects of POP on WS.
OC was not found to be have a significant relationship with any of the
predictive variables, POP, WT, or PSM. This implies that organizational commitment
is not affected by any change in the perception of politics, workplace trust, or public
service motive. Baek and Sung (2014) explained that the target of organizational
commitment is a collective-level entity. Interpersonal trust promotes organizational
commitment only if it facilitates institutional trust. Perceived politics can render this
dimension of trust insignificant, hence leading to the insignificant relationship of
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commitment with trust as a whole, and with other variables. In the absence of a
significant relationship of OC with any of the predictive variables, the study did not
proceed to test how the effect of POP on commitment was mediated.

Figures 5.3 and 5.4 describe all of the paths for the full process models, and
the coefﬁcients of significant paths are displayed in Table 5.7.

Figure 5.3 Sequential model with path coefficients: Indirect effect of POP on JS

Figure 5.4 Sequential model with path coefficients: indirect effect of POP on WS
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Table 5.11 Mediation Effects

SE

Bootstrap Bootstrap
LLCI
ULCI

POP ---> WT ---> PSM

Effects
0.147

0.0093

0.0015

0.0408

POP ---> WT ---> JS

0.0408

0.0231

0.0067

0.1029

POP ---> PSM ---> JS

-0.0197

0.0159

-0.0596

0.0049

POP ---> WT ---> PSM ---> JS

0.0073

0.0051

0.001

0.0239

POP ---> WT ---> WS

-0.0300

0.0189

-0.0828

-0.0030

POP ---> PSM ---> WS

0.0407

0.0315

-0.0107

0.1192

POP ---> WT ---> PSM ---> WS

-0.0080

0.0054

-0.0254

-0.0011

Path

5.7

Control Variables
Accounting for the effect of the control variables, the study found that the

pursuit of pay and age confounded the relationships that had been predicted in this
study. The pursuit of pay confounded the relationship of workplace stress with the
predictive variables. Controlling for pursuit of pay, the regression weight reflecting a
negative relation between PSM and WS increased slightly from .511 to .577.
Similarly, the regression weight reflecting a negative relationship between WT and
WS decreased from .420 to .295. The indirect effect of POP on WS mediated by WT
and PSM was also confounded by the pursuit of pay, with the regression weight
increasing from .008 to .013. Other than the pursuit of pay, age, sex, and education
were not significant in these relationships.
On the other hand the relationship of job satisfaction with the predictive
variables was affected by the demographic variable, age. Accounting for age, the
regression weight reflecting the direct relationship of WT with JS reduced from .531
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to .501. In a similar manner, the regression coefficient for the PSM-JS relationship
decreased from .492 to .435.
Controlling for age, the regression coefficient for the mediated relationship
between POP and JS through WT and PSM increased from .007 to.034. This implies
that as employees get older, the indirect effect of POP on JS through WT and PSM
increases. This finding reflects how age strengthens the attenuating effect of WT and
PSM on POP.

5.8

Conclusions
This chapter discussed the results of the statistical analyses for examining the

reliability and validity of the latent and observed variables, and their relationships
with each other in line with the hypotheses and the conceptual framework of the
study. The measurement model and the structural models showed good model fit
using commonly-used indices.
The regression analysis showed significant direct relationships among some of
the variables. Public service motivation related positively with job satisfaction and
negatively with stress. An increase in PSM leads to an increase in job satisfaction, and
to a decrease in workplace stress. Similar was the correlation of workplace trust with
the two criterion variables. A higher level of workplace trust leads to higher
satisfaction and lower stress. Perceived politics was seen to have a positive
relationship with workplace trust. As the perception of politics intensifies, trust in the
workplace also increases. However, POP was not found to be directly related to the
other variables—PSM, OC, WS, or JS.
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The mediation analysis used process macro and simulated selected model
proposed by Hayes (2009). The results showed the mediating effects of WT on the
relationship between POP and JS, and on POP and WS. PSM alone did not have the
same mediating effect on POP.
The sequential mediation analysis established the presence of a significant
positive indirect effect of POP on JS through WT and PSM. In the process of
sequential mediation, it was found that POP affected WT, which in turn affected
PSM, and finally affected JS. This suggests that the relationship of perceived politics
with job satisfaction is mediated by workplace trust and public service motivation. An
increasing perception of politics also increases job satisfaction through the mediation
of workplace trust and public service motivation. Together, WT and PSM attenuate
the potential negative effect of POP on JS. The same was the effect of WT and PSM
on POP and WS. As the politics perception increases, workplace stress decreases
through the mediation of workplace trust and PSM. This implies the mitigating role of
the two intervening variables on the relationship between POP and WS.
The linkage of organizational commitment with any of the predictive
variables, POP, WT, or PSM, was not established. The study, therefore, did not
examine the mediating effects of WT and PSM on the relationship between POP and
OC.
The study also showed that demographic characteristics such as pursuit of pay
and age had slight effects on the relationships of WS and JS on the predictive
variables. This resulted in slightly-reduced or increased regression coefficients but did
not have an important effect on the direction of the relationships.
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These findings provided insightful information that is interpreted with a
theoretical grounding in the following chapter.

CHAPTER 6

SUMMARY AND RECOMMENDATIONS

6.1 Introduction
This chapter discusses the summary and recommendations based on the results
and findings presented in the previous chapter. It presents a synthesis of the results in
relation with the conceptual framework and theoretical groundings of the study. The
chapter discusses the contributions of the research, theoretically and professionally,
to the fields of public policy and public administration. It also identifies the
limitations of the study and recommendations for future scholarly endeavors to further
understand the behavior and outcomes of public service workers in relation with their
environment.

6.2 Summary of Major Findings
The following research questions guided the research data collection and
analysis. 1) In what ways does perceived politics affect organizational outcomes
(commitment, satisfaction, and stress), workplace trust, and public service
motivation?; 2) How does workplace trust mediate the relationship between perceived
politics and outcomes?; 3) How does PSM mediate the relationship between
perceived politics and outcomes?; 4) How does workplace trust affect PSM?; and 5)
How do workplace trust and PSM together affect the relationship between perceived
politics and outcomes?
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The conceptual model reflected the predicted relationships between the
variables based on three theories—social exchange theory, self-determination theory,
and job demands-resource theory.

From the social exchange perspective, a

politically-charged environment can cause a breach in the psychological contract that
an employee may have with his/her organization. This breach can lead to increased
negative tension in the workplace and adversely affect organizational commitment
and satisfaction. The underlying mechanism of trust built around social support and
collegial relationships with colleagues may attenuate the adverse effects of the
potential breach. From the job demands-resource perspective, perceived politics is a
form of job demand in the public sector that can drain energy and eventually turn into
job stressors. Public service motivation is a form of personal resource that can help
employees deal with high job demands in addition to traditional job resources.
According to self-determination theory PSM is an autonomous trait that is relatively
stable and enduring. Because it is not easily affected by pressure from the work
environment, PSM as a job resource will render a buffering effect and reduce the
constraints of POP on organizational and employees outcomes. Trust as a component
of the social support structure can also be considered a job resource.
Quantitative data were collected using a structured questionnaire from a
sample of 144 individuals. The questionnaire used a five-point Likert scale that was
adapted from standardized measurement scales that have already been used in earlier
studies. A pre-test was conducted with 29 samples to determine the appropriateness
and fit of the use of the questionnaire in the local Philippine context. A few revisions
were made on some words and sentence constructions in order to reflect the feedback
from the pre-test for ease of use and better understanding of the questions. Multiple
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approaches to the survey data collection were employed, including online, post-mail,
and face-to-face, which garnered a response rate of 85% or 122 responses. One
hundred and nineteen responses were accepted after the cleaning of the data and
removal of outliers. The unit of analysis was the head of the local social welfare office
in the city, municipal, and provincial levels of the following seven provinces:
Occidental Mindoro, Oriental Mindoro, Marinduque, Romblon, Palawan, Batangas,
and Laguna. The statistical analyses included exploratory factor analysis and
confirmatory factor analysis, as well as regression and path analyses. It employed
structural equation modeling to determine the direct paths by deriving the regression
coefficients. It also used the process approach of Hayes (2007) to determine the
mediating or indirect effects with 10,000 bootstrap samples. The study also accounted
for how the demographic variables—age, sex, education, and pursuit of pay, could
potentially affect the focal relationships.

6.2.1

Impact of POP on Outcomes, PSM, and WT

The research found significant and non-significant relationships of perceived
politics with outcomes (organizational commitment, job satisfaction, workplace
stress), workplace trust, and public service motivation.
The positive direct relationship between POP and workplace trust was a
surprising finding and a departure from the commonly-held perspective that unfair
work practices weaken trust. In line with the concept of the psychological contract
within the social exchange theory (Paillé et al., 2015), a perceived breach, caused by
unbeneficial and unjust practices such as organizational politics, will most likely
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result in a response of mistrust or weakened trust.

However the results of this

research can be interpreted in light of other works that examined the nature of
workplace trust and its attenuating effect. The argument made by Baek & Jung (2014)
explains how individuals may trust their colleagues or co-workers but not their agency
or institution; employees may choose to continue to trust their colleagues and citizens
even if politics outplayed by agency leaders is perceived.
The research results also showed that POP was not directly related with any of
the three outcomes (OC, JS, or WS), nor with PSM. These findings are in line with
other studies which failed to find direct effects of POP on outcomes such as job
satisfaction, turnover intentions, and loyalty. This suggests that POP, by itself, may
not directly impact work attitudes and outcomes. It will have a consequential effect
only when other factors are at play as mediators and may either mitigate or exacerbate
the effects of POP. In this study, the effect of PSM was made evident through
sequential mediation where the indirect effect of POP on the criterion variable was
mediated by workplace trust and PSM. This is explained in the following discussion
on how trust and PSM affect the POP-outcome relationship.

6.2.2

Impact of WT and PSM on Outcomes

The study looked at how trust and motivation to serve might impact the
outcomes separately. The results showed that indeed, PSM directly affects job
satisfaction and workplace stress. This affirms the propositions made by previous
studies, that PSM influences and shapes the behavior and outcomes of public
employees, including job satisfaction (Breaugh et al., 2017) and workplace stress
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(Caillier, 2014; Shim et al., 2017; Van Der Heijden & Camilleri, 2007). The
relationship with job satisfaction was positive, suggesting that a stronger PSM may
enhance job satisfaction and affirming previous studies about the all-positive
outcomes of PSM.
The negative relationship of PSM with stress suggests that a stronger PSM may
reduce stress. This contradicts the “dark side” perspective of PSM found in a number
of studies. According to Giauque et al. (2012), PSM worsens the effect of red tape on
stress. The notion is that a highly-motivated individual tends to gets frustrated and
disappointed easily with a stressful work environment caused by red tape in
government organizations. The research results, however, dispute this proposition and
affirm instead PSM’s attenuating effect on stress. This is in line with the theory of job
demands-resources, which considers PSM as a personal resource that can translate to
an important job resource and as such, offsets the imbalance brought by the demands
in a political workplace.
The findings showed that PSM did not have a buffering effect to mitigate the
negative effects of POP on satisfaction or even on stress. Interestingly, the empirical
data of this study did not find any mediating relationships among OP, PSM, and job
satisfaction or among OP, PSM, and workplace stress. This contradicts the dominant
view about the mediating role of PSM. From this study, it can be inferred that public
service motivation alone may not be enough to dissuade the potential impact of
perceived politics on outcomes. Vigoda (2000) identified trust and social support as
important factors that can control and even reduce the negative consequences of POP.
Hence, this study predicted that workplace trust might be able to reinforce PSM in
order to mitigate the effects of a politically-charged environment.

141

The results showed that WT has a direct and positive causal relationship with
satisfaction, and a direct and negative relation with stress. Like PSM, WT has allgood outcomes, increasing satisfaction and reducing stress. However unlike PSM,
workplace trust alone can mediate the effect of POP on job satisfaction. The indirect
effect between the two through WT was positive, signifying how satisfaction
increases despite an increase in perceived politics because of strong trust behavior in
the workplace. Additionally, the stress that POP could have brought was reduced due
to the mediation of WT. This means that trust behavior reduces the adverse impact of
POP on stress. These findings are very much aligned with the findings of Baek and
Sung (2014) and Vigoda (2000) and are grounded on the concepts of social exchange
and psychological contract.

6.2.3

Reinforcing Motivation through WT to Attenuate POP

The crux of the study was in examining how WT and PSM, together, will
mediate the effects of POP on outcomes. The results showed that workplace trust
affects PSM positively. When employees trust their peers, it fosters goodwill and
benevolence and reinforces motivation to serve better. The results confirmed the
general consensus that trust behavior provides a psychological buffer for government
employees when serving the public (Chen et al., 2014).
The empirical evidence provided by this study supported the notion that with
workplace trust reinforcing motivation, the potential negative effects of POP on
outcomes can be mitigated. The sequential mediation analysis revealed that perceived
politics had a positive and indirect effect on job satisfaction and stress through WT
and PSM. This suggests that as workplace trust enhances PSM, it increases one’s
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satisfaction with his/her job despite the perception of politics. Similarly, the study also
found POP’s negative and indirect effect on workplace stress through WT and PSM.
This affirms the attenuating effect of WT and PSM, where the expected adverse
impact of perceived politics on stress was lessened because of the mediation of these
two variables. This is noteworthy because as earlier explained, PSM alone could not
mediate the effect of POP on job satisfaction and workplace stress. However, when
reinforced by WT, both variables can have attenuating power regarding POP.

6.2.4

Hypotheses Supported

6.2.4.1 Hypotheses 4b:

Hypothesis 4b indicated a significant and

positive relationship between PSM and job satisfaction. The hypothesis was
supported, affirming the thesis that people with high PSM are presumed to enjoy
public service work because they find meaning, purpose, and significance in the
activity of doing good for others (Perry & Buckwalter, 2010). These individuals will
most likely be satisfied as they find their jobs positive, desirable, and pleasurable.
6.2.4.2 Hypotheses 4c:

According to Hypothesis 4c, PSM has a

significantly-negative relationship with workplace stress. The findings supported the
hypothesis, thereby validating the dominant view about the all-positive outcomes of
PSM. In effect it contradicts the alternative perspective on the dark side of PSM,
suggesting that high motivation exacerbates the effect on stress perception.
6.2.4.3 Hypotheses 5: According to this hypothesis, workplace trust
and PSM are significantly and positively related. The hypothesis was supported,
affirming the proposition made by Chen et al. (2014) that high-trust creates a
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psychological buffer for civil servants to serve the public with little reservation. The
motivation to perform better is reinforced when employees trust their peers and
leaders. Workplace trust enhances goodwill and benevolence, which explains the
positive interaction between PSM and trust (Chen et al., 2014).
6.2.4.4 Hypotheses 6b: This hypothesis predicted the significant and
positive relationship of workplace trust with job satisfaction. In line with the view that
trust behavior provides a psychological buffer so that government employees can
serve and perform better, it is logical to purport that the trust component also plays an
important role in enhancing satisfaction with the work that they are doing. Many
studies have demonstrated the positive effect of trust, such as high trust leading to low
turnover intentions (Aryee, Budhwar, & Chen, 2002) and organizational commitment
(Hsu, Chiang, Chang, Huang, & Chen, 2015). These studies, in effect, affirmed that
trust generates a positive effect, including job satisfaction. This research confirmed
the acceptance of this hypothesis.
6.2.4.5 Hypotheses 6c: The research findings supported the hypothesis
predicting the significant and negative relationship of workplace trust with stress. This
is still in accordance with the theory on the buffering effect of social capital to
counteract high stress levels and increase coping ability. Trust is one of the features of
the social exchange and social capital structure that helps to manage and reduce stress.
As a component of social capital serving as a job resource, trust contributes to
adjustment and coping because persons are less affected by the adverse impact of
negative life events (Wills & Isasi, 2007).
6.2.4.6 Hypotheses 8b, 8c, and 8d: The research findings supported
these three hypotheses, predicting that workplace trust mediates the effects of POP on
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job satisfaction, on workplace stress, and on PSM, respectively. The mediating role of
trust in negative life events is well-established in the literature. The results of this
study were based on the social exchange and job demand-resource theories, as
explained in earlier discussions.
6.2.4.7 Hypotheses 9b and 9c: These hypotheses predicted that PSM
and WT would sequentially mediate the relationships of POP with job satisfaction and
with workplace stress, respectively. The study found that workplace trust affects PSM
directly and positively. It was also found that WT mediates what could have been a
negative impact of POP on PSM. Consequently, with WT reinforcing PSM, together
the two variables were found to sequentially mediate the relationships between POP
and JS and POP and WS.

6.2.5

Hypotheses Not Supported
6.2.5.1 Hypotheses 1a, 1b, and 1c: These three hypotheses predicting

direct relationships of POP with outcomes—organizational commitment, job
satisfaction, and workplace stress—were not supported by the findings of this
research study. These results suggest that perceived politics does not have a direct
impact on work attitudes and outcomes, affirming previous studies. The effect of
POP on outcomes was carried through other factors as mediators. For example,
politics, coupled with low trust and social support, may lead to negative outcomes.
On the other hand, a high-trust work environment, teamwork, and self-efficacy can
counteract the adverse effects of POP. The study suggests that POP by itself may not
immediately cause either positive or negative effect on outcomes.
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6.2.5.2 Hypothesis 2: The second hypothesis predicted that the
perception of organizational politics will have a significantly positive relationship
with workplace trust. The study indeed found a significant relationship between the
two variables; however, this relationship was positive, with a standardized regression
coefficient of .0905 at p < .05. This finding surprisingly contradicted the social
exchange theory, purporting that a breach of the social contract can result in mistrust.
POP, according to Ferris and Kacmar (1992), is considered unjust, unfair, and
irrational. With this line of reasoning, the study hypothesized that as the perception of
politics intensifies, an individual’s level of trust decreases. The contradicting results
of this research can be interpreted based on the multidimensional view of workplace
trust. The effect of politics may affect trust in agency leaders, but employees may still
continue to trust their colleagues and citizens. Hence, although the hypothesis was not
supported because the relationship was positive instead of being negative as predicted,
a significant relationship between the two variables was established.
6.2.5.3 Hypothesis 3: This hypothesis predicted that POP is positively
and directly related with PSM. The research based this prediction on the proposition
that PSM, as an autonomous type of motivation, is an enduring trait and will not be
negatively affected by the restraints of a politically-charged environment (Andrews,
2016; Liu et al., 2014). While no direct effect of POP on PSM was found, the study
showed that PSM, reinforced by workplace trust, had a strong attenuating effect on
perceived politics. Instead of a direct effect, the relationship of PSM with perceived
politics was through sequential mediation, with PSM together with WT mediating the
impact of POP on both job satisfaction and workplace stress.
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6.2.5.4 Hypothesis 4a: In line with previous studies purporting the
notion that PSM shapes the behavior and outcomes of public employees, the study
hypothesized a positive relationship between motivation and commitment. The
results, however, found no direct effect of PSM on OC. The study did not find
organizational commitment related with any of the predictive variables, either with
PSM or WT. Organizational commitment was also not found to be significantly
affected by POP, either directly or through mediation. The reason for this could be
that employees react differently to POP and that varying types of politics-outcomes
may come out of different sectors and cultures (Vigoda, 2000). In this study, PSM
and workplace trust showed a mediating effect on job satisfaction and workplace
stress, but not on commitment.
6.2.5.5 Hypothesis 6a: This hypothesis predicted a direct and positive
relationship between workplace trust and commitment. The positive effect of trust had
been established in the extant literature. However, based on the above discussion, the
study did not find organizational commitment to be related with any predictive
variable or mediating variable. The absence of a significant relationship with
organizational commitment can be attributed to the notion that OC occurs at a
collective level when there is institutional trust. This dimension of trust, however, was
not included in the statistical analysis of the study, which focused only on
interpersonal trust.
6.2.5.6 Hypotheses 7a, 7b, and 7c: These three hypotheses predicted
the significant mediating effect of PSM on the relationships between organizational
politics and commitment, job satisfaction and workplace stress, respectively. The
statistical results of this study did not support the hypotheses, suggesting that PSM
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alone could not attenuate the impact of perceived politics on outcomes. Nonetheless,
when reinforced by trust, PSM was found to have a mitigating effect on POP and
outcomes.
6.2.5.7 Hypotheses 8a and 9a: Hypothesis 8a predicted that workplace
trust would mediate the effect of POP on organizational commitment. Hypothesis 9a
predicted that the interaction between PSM and WT would mediate the relationship
between POP and commitment. As explained in earlier discussions, the study did not
find organizational commitment related with any of the predictive variables, either
directly or indirectly. As Vigoda (2000) pointed out, various politics-outcomes
relationships may emerge from various sectors and cultures. The existence of a
relationship or non-relationship can be dependent to the organization and sector.
The following table and figures summarize the major findings of the study.
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Table 6.1 Summary of Findings

Serial
No.

Hypothesis

H1a

Perception of organizational politics will be negatively
related with organizational commitment.

Not significant

H1b

Perception of organizational politics will be negatively
related with job satisfaction.

Not significant

H1c

Perception of organizational politics will be positively
related with stress.

Not significant

H2

Perception of organizational politics will be negatively
related with WT.

H3

Perception of organizational politics will be positively
related with PSM.

Not significant

H4a

Public service motivation will be positively related with
organizational commitment.

Not significant

H4b

Public service motivation will be positively related with job
satisfaction.

Significant

H4c

Public service motivation will be negatively related with
workplace stress.

Significant

H5

Workplace trust will be positively related with public
service motivation.

Significant

H6a

Workplace trust will be positively related with
organizational commitment.

H6b

Workplace trust will be positively related with job
satisfaction.

Significant

H6c

Workplace trust will be negatively related with workplace
stress.

Significant

H7a

Public service motivation will mediate the effect of
perception of organizational politics on organizational
commitment in a way that attenuates the negative effects of
POP.

Not significant

Findings

Significant but positive
relationship

Not significant
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Serial
No.

Hypothesis

H7b

Public service motivation will mediate the effect of
perception of organizational politics on job satisfaction in a
way that attenuates the negative effects of POP.

Not significant

H7c

Public service motivation will mediate the effect of
perception of organizational politics on stress in a way that
attenuates the negative effects of POP.

Not significant

H8a

Workplace trust will mediate the effect of perception of
organizational politics on organizational commitment in a
way that attenuates the negative effects of POP.

Not significant

H8b

Workplace trust will mediate the effect of perception of
organizational politics on job satisfaction in a way that
attenuates the negative effects of POP.

Significant

H8c

Workplace trust will mediate the effect of perception of
organizational politics on stress in a way that attenuates the
negative effects of POP.

Significant

H8d

Workplace trust will mediate the effect of perception of
organizational politics on PSM in a way that attenuates the
negative effects of POP.

Significant

H9a

WT and PSM will sequentially mediate the relationship
between POP and organizational commitment in a way that
attenuates the negative effects of POP.

Not significant

H9b

WT and PSM will sequentially mediate the relationship
between POP and job satisfaction in a way that attenuates
the negative effects of POP.

Significant

H9c

WT and PSM will sequentially mediate the relationship
between POP and stress in a way that attenuates the
negative effects of POP.

Significant

Findings
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The following figures demonstrate the observed significant and nonsignificant relationships between variables:

1. Perceived organizational politics does not have significant direct relationship with
outcomes – organizational commitment, job satisfaction and workplace trust.

POP: Perceived Organizational

Organizational Outcomes

Politics

OC / JS / WS

_
_

H1a Not significant
H1b Not significant
H1c Not significant

+

Figure 6.1 POP-Organizational Outcomes

2. Perceived organizational politics has significant, direct but positive relationship
with workplace trust.

POP: Perceived Organizational
Politics

Figure 6.2 POP-Workplace Trust

_
H2

WT: Workplace Trust
Significant
but positive
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3. Perceived organizational politics does not have significant, direct relationship with
PSM.

POP: Perceived Organizational
Politics

_

PSM: Public Service
Motivation

H2 Not significant

Figure 6.3 POP-PSM

4. Public service motivation does not have significant direct relationship with
outcomes – organizational commitment, job satisfaction and workplace trust.

PSM: Public Service
Motivation

Organizational Outcomes

_
_

OC / JS / WS
H4a Not significant
H4b Not significant
H4c Not significant

+
Figure 6.4 PSM – Organizational Outcomes

5. Workplace trust has significant, direct and positive relationship with public
service motivation.

WT: Workplace Trust

+
H5 Significant

Figure 6.5 Workplace Trust - PSM

PSM: Public Service
Motivation
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6. Workplace trust has significant, direct and positive relationship with job
satisfaction and workplace stress.

Organizational Outcomes

WT: Workplace Trust

+

OC / JS / WS
H6a Not significant

+
+

H6b Significant
H6c Significant

Figure 6.6 Workplace Trust - Organizational Outcomes

7. Public service motivation does not mediate the effect of POP and outcomes:
Organizational
Outcomes
POP: Perception

PSM: Public

of Organizational

Service

Politics

Motivation

OC

+ H7a Not significant
(POP-PSM-OC)

JS

+ H7b Not significant
(POP-PSM-JS)
+ H8c Not significant

WS
Figure 6.7 POP-PSM-Organizational Outcomes

(POP-PSM-WS)
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8. Workplace trust mediates the effects of POP on job satisfaction, workplace stress
and PSM in a way that attenuates the negative
of POP.

effects
Organizational
Outcomes

POP: Perception

WT:

of Organizational

Workplace

Politics

Trust

OC
+ H8a Not significant

JS

(POP-WT-OC)
+ H8b Significant

WS

(POP-WT-JS)
+ H8c Significant
+(POP-WT-WS)
H8d Significant

PSM

(POP-WT-PSM)

Figure 6.8 POP-Workplace Trust-Organizational Outcomes

9. Workplace trust and public service motivation mediate the effect of POP on job
satisfaction and POP on workplace stress in a way that attenuates the negative
effects of POP.

Organizational
Outcomes

POP: Perception
of Organizational
Politics

WT:
Workplace

PSM: Public

OC

Service

JS

Motivation

WS

Trust

+ H9a Not significant (POP-WT-PSM-OC)
+ H9b Significant (POP-WT-PSM-JS)
+ H9c Significant (POP-WT-PSM-WS)

Figure 6.9 POP-Workplace Trust-PSM-Organizational Outcomes
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6.3 Conclusions of the Study
The main research question was focused on determining how workplace trust
and public service motivation can possibly attenuate the potentially negative effect of
perceived politics on employee behavior and outcomes. It aimed to establish
theoretically and to investigate empirically a conceptual model that linked the theories
of social exchange, self-determination, and job demands-resources with how trust and
PSM deal with perceived politics and outcomes at work.
The research results found that POP did not have a significant direct effect on
the outcomes. It also did not have a direct relationship with PSM. This affirms
Vigoda’s (2000) findings, that POP does not affect outcomes directly but rather
indirectly. Statistical evidence of a causal relationship existed between POP and
workplace trust only. Surprisingly, the findings showed a positive correlation between
the two, rather than the hypothesized negative correlation. On the other hand, PSM, as
predicted, had significantly-positive relationship with job satisfaction and a negative
relationship with workplace stress. Workplace trust also had a significant relationship
with JS and WS, and no observed linkage with OC. WT was observed to have a
positive impact on PSM. Together, WT and PSM sequentially mediated the
relationships of POP with WS and JS. The impact on organizational commitment of
any predictive variable, however, was not established.
The study therefore concluded that a politically-charged environment does not
significantly and directly affect organizational outcomes. Instead, the indirect effects
are mediated by workplace trust and public service motivation. It was also concluded
that the trust behavior of employees reinforces their motivation to serve the public
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interest and enhances the buffering power to attenuate the potential adverse effects of
POP on satisfaction and stress.
The research reaffirmed the notion that people respond differently to perceived
politics in terms of how it affects work behavior and outcomes. With this conclusion,
organizations would do well by practicing strategic recruitment to improve the
organization-employee fit. Government organizations would benefit from people that
have strong motivation to serve the public and the skills to build and foster trust in the
workplace.
The study also concluded that public service motivation indeed exists in
the Philippine context, specifically among the respondent social workers. This
motivation to serve positively affects commitment and satisfaction, and negatively
relates to stress. These findings led to the conclusion that government organizations
are most likely to benefit from employees with a high level of PSM. Although the
results are not generalizable, this research opened avenues for further research to
better understand the nature of the public service motivation of Filipino public
servants, and to inform the policy discussions to further improve governance and
public service.

6.4 Contributions of the Study
This research effectively contributes to the extant literature on perceived
politics, public service motivation, workplace trust, and organizational outcomes.
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6.4.1

Theoretical Contributions

1. The results demonstrated that perceived politics influenced workplace trust,
which in turn influenced public service motivation and consequently enhanced
job satisfaction and also reduced stress. These findings demonstrated the
mitigating effects of both WT and PSM on what could have been the adverse
effects of perceived politics. The novelty of the research lies in demonstrating
empirically that POP may not directly affect outcomes, and that the indirect
relationship between them may be mediated by trust and motivation.
2. Drawing from the social exchange theory, this study found that workplace
trust was a strong factor in enhancing employees’ motivation to serve the
public and mediating POP-outcomes significantly. The results showed that
PSM alone could not mediate the effect of POP on job satisfaction or on
workplace stress. It is only when reinforced by WT that PSM will have
attenuating power regarding POP. This study contributes to the existing
literature by examining and reporting workplace trust as an important
underlying mechanism enhancing PSM and thereby attenuating the negative
outcomes of perceived politics.
3. The research results revealed that most of the respondents generally agreed on
the questions measuring PSM, implying that the majority consider themselves
motivated to serve the public. More than just an affirmation of the extant
literature on the nature of PSM, this finding contributes to the discussion of
PSM beyond the Western perspective. The study suggests that Filipino social
workers are motivated to serve public interest and that this motivation,
coupled with trust behavior, may help attenuate what could have been the
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potential adverse effects of perceived politics on job satisfaction and stress
perception.

6.4.2

Professional Contributions

Perceived politics has been the focus of many scholarly studies in the attempt
to understand how perceived politics may affect organizational and attitudinal
outcomes and how the adverse impact can be possibly mitigated. The proposed
conceptual model and the empirical findings have implications for organizations to
consider and are listed below.
1. The study demonstrated empirically that the perception of politics may not
have a significant direct effect on, and may not necessarily directly
translate to, negative outcomes. It can be inferred from this that POP is not
inherently destructive by itself and may not have immediate harmful
impact on organizational outcomes. It will have consequential effects only
when other factors are at play as mediators. This finding implies that the
possible negative impact of the perceptions of politics can be attenuated
through positive interventions. This study therefore seeks to draw the
attention of organizations to implementing management interventions and
improving employment practices that will strengthen collegiality and
teamwork and enhance social support in the workplace to build trust
among co-workers and consequently buffer POP’s negative impact.
2. This study affirms that the relationship of the perception of politics with
organizational outcomes is complex.

Employees may have different

reactions to perceived politics and the POP-outcomes relationship may
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vary for different types of employees. As such, this study suggests that the
organization consider the fit between the individual and the workplace in
the hiring process. Individuals with strong motivation to serve public
interests coupled with the social skills to build trust and social support tend
to have better coping mechanisms that buffer the negative aftermaths of
POP. These individuals are better-fit to work in politically-charged
environments as they are expected to have the inherent characteristic and
the ability to cope with the adverse effects of conflicts brought on by
power struggles in the workplace. By improving the fit between
organizations and employees, the outcomes of the perceptions of politics
can be mitigated.

6.5 Recommendations
6.5.1

Policy Implications
From a policy perspective, the findings of the study provide
policymakers with a better understanding of employees’ reactions to
perceived politics in the organization, their job attitudes, and behavior.
Being more than just theoretical concepts or presumptions, the study
provides policymakers with empirical data and analyses for a practical
understanding of the nature of the motivation of Filipino government
employees, particularly social workers. The research results demonstrated
the high degree of public service motivation and trust among this
particular sector of public employees, which results to enhanced job
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satisfaction and reduced stress. These findings emphasize the value of
these basic trait qualifications, which can inform the policy discussions to
further improve governance and public service.
In

view

of

the

findings

presented,

the

following

recommendations are submitted for consideration by relevant government
actors.
•

Create a recruitment strategy that will select individuals that can fit well in
the organization, not only in terms of educational and technical
qualifications but, more importantly, the basic trait qualification of having a
high degree of motivation to serve the public.

•

Implement employment practices that will build accountability and
transparency at all levels of hierarchy in the organization in order to reduce
politics.

•

Design and implement management intervention programs that will
strengthen teamwork and social support in the workplace.

•

Invest in employees’ personal and professional development to further
build their capacity to do their jobs—mentally, emotionally, physically, and
intellectually.

•

Encourage and support employee involvement in policymaking and in
designing welfare programs.

•

Facilitate a platform where citizens can express their appreciation of the
dedication and commitment of social workers, such as in the form of
thanksgiving or appreciation parties, online feedback platforms, or in other
ways.
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6.5.2

Directions for Future Research

Although the research results could not be generalized to be true for the whole
country, it has opened multiple avenues for further research. It would be interesting to
make a comparative study of the levels of motivation and responses to the politics
perception of different sectors of government service using a large sample size from a
cross-section of a larger population. A rigorous research in the form of a longitudinal
study is also recommended in order to understand how PSM develops or digresses
through time and in evolving work environments. The use of mixed methods could be
useful for a more in-depth examination that goes beyond merely determining
significant causal relationships.
The novelty of the study of public service motivation among Filipino
government employees opens opportunities to further explore the nature and
complexity of this trait. In the future, a study that would determine the antecedents of
PSM would help in further understanding what factors cause some people to be more
motivated to serve than others, and how this motivation can be further enhanced.
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