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Abstract: Public service is one of the most important issues in every country’s theory and practice of public administration.
Public service motivation is the individual orientation of those working in the public sector to dedicate themselves to providing
services to the community. The novelty of this research lies in studying the factors that influence Public Service Motivation
(PSM) to understand the factors that affect the level of PSM among bureaucratic employees. This may involve identifying
personal, organizational, and environmental values that can influence public service motivation. The research aims to explore
the relationship between PSM and employee performance, utilizing statistical analysis to determine whether there is a positive
relationship between high public service motivation and better job performance. This study was conducted using a quantitative
method through the completion of questionnaires, followed by an analysis of the results. The questionnaire was constructed
with questions based on ten scale indicators to measure the Public Service Motivation (PSM) level. The population for this
study consisted of all employees within the scope of the BMKG (Meteorology, Climatology, and Geophysics Agency) in the
Papua and West Papua regions. There are 23 BMKG units in the Papua and West Papua regions, including 1 BMKG Head
Office, 15 Meteorology Stations, 3 Climatology Stations, 3 Geophysics Stations, and 1 Global Atmospheric Watch Station.
The sampling technique used in this research was Purposive Sampling. The data were collected from 100 respondents who
filled out the questionnaires and were selected from the 23 BMKG units in the Papua and West Papua regions. The Compassion
dimension positively and significantly influences public service performance, with a regression coefficient of 0.438 and Sig.
000. Compassion in public service motivation positively impacts public service performance in Papua and West Papua.
Enhancing performance requires fostering strong motivation, positive organizational behaviour, effective leadership, and
communication while addressing internal complaints to maintain a positive perception.
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1. Introduction

Public service is a highly important issue in the theory and practice of public administration worldwide. Several countries, such
as Singapore, Switzerland, and Finland, are known as examples of countries with the best public service performance in the
world. Data from the Government Effectiveness Index published by the World Bank further strengthens this. These countries
have successfully implemented effective, friendly, and dedicated public services. Effective public service involves a fast and
efficient process without unnecessary complications.
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Additionally, government agencies should be free from practices of corruption, collusion, and nepotism (CCN). CCN practices
can undermine public service integrity and reduce public trust in the government. Therefore, the government must ensure that
government officials work with high integrity.

Furthermore, the utilization of technology is also a key factor in supporting optimal public service. Technological advancements
have provided numerous opportunities to enhance the quality and accessibility of public services [12]. By leveraging
technology, the government can provide services that are more efficient, transparent, and easily accessible to the public.

Ririhena and Alexander [11], meanwhile, despite experiencing annual improvements, Indonesia still lags, ranking 62", World
Bank in 2020. However, the concept of public service has been well regulated in Law No. 25 of 2009 concerning Public Service.
However, the implementation of the law is still less than ideal. Public service performance is greatly influenced by the
motivation of public service practitioners, namely civil servants.

Uar [15], public service motivation is the individual orientation of those working in the public sector in their dedication to
providing services to the community. James L. Perry is one of the influential figures in matters related to public service
motivation. The motivation of government employees is one of the important demands in the theory and practice of public
administration [16].

According to Perry and other studies, public officials are driven by a desire to do what's best for the public. They have a strong
desire to assist others and are dedicated to the public good [14]. Perry's PSM theory, first proposed in 1990, can be summarised
as follows: "the propensity to act for reasons that originate mostly or exclusively with public institutions and organisations”
The term "public service motivation™ (PSM) refers to “the tendency of individuals to respond to distinctive or unique reasons
present within public institutions and organisations” [8]. This notion was proposed by Perry in 1990.

The PSM theory advocated by Perry consists of 4 dimensions:

Attraction to Policy Making (APM),
Commitment to the Public Interest (CPI),
Compassion (COM), and

Self-sacrifice (SS).

The BMKG (Meteorology, Climatology, and Geophysics Agency) is a Non-Departmental Government Institution responsible
for handling all weather, climate, air quality, earthquakes, and tsunamis matters. BMKG divides its territory into five zones:
Zone | for Sumatra and surrounding areas, Zone Il for Kalimantan and parts of Java, Zone Il for Bali and parts of Java, Zone
IV for Sulawesi and surrounding areas, and Zone V for Papua and West Papua. The performance of BMKG civil servants plays
a crucial role in realizing the institution’s vision of becoming a reliable, responsive, and capable organization in supporting
public safety and the success of national development and actively participating at the international level. Poor performance
can lead to a decline in the quality of public service, which is crucial for BMKG, as it operates in data and information services.
BMKG is considered a highly important agency due to Indonesia’s susceptibility to natural disasters such as earthquakes,
tsunamis, floods, tornadoes, droughts, and high tides. During 2021 and 2022, 19 earthquakes with magnitudes < 5.0 occurred
around the Papua and West Papua regions, with hundreds classified as small-scale earthquakes with magnitudes below 5.0.

Public service encompasses all service activities carried out by public service providers to meet the community's needs and
comply with legal regulations. According to Ministerial Decree No. 63/KEP/M.PAN/7/2003, public service refers to all service
activities performed by public service providers to meet service recipients' needs and comply with legal regulations.

This paradigm shift requires government officials to pay closer attention to various societal dynamics and take proactive
measures to adapt to these changes to provide better service to the community [13]. As customers, the public demands fast and
accurate service in line with technological advancements, which means that complicated, slow, and inefficient bureaucratic
procedures must be abandoned [12]. This reality challenges government officials as public servants to fulfil these expectations
and needs [7].

Public Service Motivation (PSM) is crucial to understand and consider in the execution of bureaucratic services because it
greatly determines the success of an employee’s tasks [17]. Public Service Motivation (PSM) is a distinct form or component
of motivation that can be defined as motivation encompassing beliefs, values, and attitudes that go beyond personal and
organizational interests, driving a worker or employee to act benevolently towards others and contribute their service to the
well-being of the organization and society.
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In other words, positive public service motivation will undoubtedly result in competent and highly dedicated workers or
employees towards their tasks and responsibilities, thus enhancing job performance [20]. The novelty of this research lies in
studying the factors that influence Public Service Motivation (PSM) to understand the factors that affect the level of PSM
among bureaucratic employees. This may involve identifying personal, organisational, and environmental values that can
influence public service motivation.

The research aims to explore the relationship between PSM and employee performance, utilizing statistical analysis to
determine whether there is a positive relationship between high public service motivation and better job performance.

2. Method

The method used in this research is quantitative research. The specific type of quantitative research used is causal research,
which focuses on studying and explaining the cause-and-effect relationship between independent and dependent variables in a
study. Causal research employs empirical methods while controlling the independent variables expected to influence the
dependent variables in a given situation [9].

The respondents who participated in this study comprised 100 people, 79 males and 21 females, originating from 23 BMKG
work units in the Papua and West Papua regions. The research focuses on the Public Service Motivation (PSM) indicator
developed by Perry, identifying four dimensions of public service motivation in 23 BMKG (Meteorology, Climatology, and
Geophysics Agency) units in the Papua and West Papua regions [22].

The explanations for each indicator are as follows:
2.1. Attraction to Policy Making-APM

This dimension refers to an individual’s attraction to the process of policy-making. Individuals with APM tend to be interested
and motivated to be involved in formulating policies that can broadly impact society. They feel compelled to contribute to the
formulation of policies that have a positive impact on public interests [23].

2.2. Commitment to the Public Interest-CPI

This dimension reflects an individual’s commitment to the public interest. Individuals with CPI are highly aware of their
responsibility as public servants to serve the community's interests and uphold public values. They are prepared to carry out
their duties and responsibilities with integrity and dedication [24].

2.3. Compassion - COM

This dimension portrays an individual’s empathy and concern for the community's well-being. Individuals with high levels of
COM have a strong social sensitivity and a desire to help others. They can identify and respond to the community's needs with
care and concern [25].

2.4. Self-sacrifice - SS

This dimension indicates an individual’s willingness to sacrifice for the public interest. Individuals with high SS sacrifice
personal interests to serve the wider community. They are willing to face challenges and heavy workloads to achieve meaningful
outcomes for the community [26].

These four dimensions together form a comprehensive concept of public service motivation. Each dimension plays an important
role in motivating public servants to perform at a high level and significantly contribute to society.

The population in this research consists of all employees within the scope of BMKG in the Papua and West Papua regions.
There are 23 BMKG units in the Papua and West Papua regions, comprising 1 BMKG Central Office, 15 Meteorological
Stations, 3 Climatological Stations, 3 Geophysical Stations, and 1 Global Atmospheric Watch Station. The sampling technique
used in this study is Purposive Sampling, which involves selecting samples based on specific criteria.

Independent variables influence the dependent variables, while dependent variables are the variables influenced by the

independent variables. In this research, the independent variable is the Compassion (COM) dimension, while the dependent
variable is public service performance [27].
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3. Results and Discussion

The respondents in this study were employees from the entire scope of the Meteorology, Climatology, and Geophysics Agency
(BMKG) in the Papua and West Papua regions [28]. The following is an overview of the respondents’ identities based on their
respective work units (fig.1).
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Figure 1: Image of the respondent’s working unit
3.1. Multiple Linear Regression Test Results

Based on the results of the multiple linear regression analysis in the table above, the regression equation can be obtained as
follows (table 1):

Table 1: Multiple Linear Regression Test Results

Model B Std. Error Beta t Sig.
a 0.778 0.323 0.018
BAPM 0.133 0.058 0.200 2.315 0.023
BCPI 0.238 0.078 0.317 3.039 0.003
BCOM 0.242 0.075 0.282 3.209 0.002
BSS 0.090 0.050 0.144 1.795 0.076

Y =0.778 + 0.133APM + 0.238CPI + 0.242COM + 0.090SS + ¢
3.2. Interpretation

1.  When the values of other variables are held constant, the value of Y will change automatically by a constant value of

2. SVYhZi the values of other variables are held constant, the value of Y will change by 0.133 for every one-unit increase

3. ;/T/tﬁ\ail\':lﬁe values of other variables are held constant, the value of Y will change by 0.238 for every one-unit increase

4, {/T/rgczezllthe values of other variables are held constant, the value of Y will change by 0.242 for every one-unit increase
in COM.
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5. When the values of other variables are held constant, the value of Y will change by 0.090 for every one-unit increase
in SS.

4. Research Test Results

The results of the research instrument testing indicate that the data used in this study is valid and reliable, with validity test
values exceeding the critical R-value of 0.195, and the reliability test value is higher than Cronbach’s Alpha of 0.6 (table 2).

Table 2: Test Results

Testing Result
PSM >0.195 Valid
KPP >0.195 Valid

PSM > 0.06 Reliable
KPP > 0.06 Reliable

Normal

No Multicollinearity

PSM

Free from Autocorrelation

o 0.778 0.323 0.018
BAPM 0.133 0.058 0.200 2.315 0.023
BCPI 0.238 0.078 0.317 3.039 0.003
BCOM 0.242 0.075 0.282 3.209 0.002
BSS 0.090 0.050 0.144 1.795 0.076

Correlation Coefficient Testing

Strong Relationship
Coefficient of Determination Testing

0.456 PSM accounts for 45.6% of the variation in KPP
F-Statistic Testing

21.738 2.467 0.000 PSM has a simultaneous effect on KPP.

APM 2.315 1.988 0.023 Significantly influences KPP
CPI 3.039 1.988 0.003 Significantly influences KPP
COM 3.209 1.988 0.002 Significantly influences KPP
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| ss | 1795 | 198 | 0.76 | No Significant influences on KPP |

The classical assumption testing results show that the data used in this study has a normal distribution, no multicollinearity, no
heteroskedasticity, and is free from autocorrelation [29]. The normality test has a significance value greater than 0.05, the
multicollinearity test on attribute tolerance is above 1, VIF is below 10, and the heteroskedasticity test has a Sig. value above
0.05, and the autocorrelation test has an Asymp. Sig. (2-tailed) value above 0.05.

The multiple linear regression test results produce the following equation for this study:
Y =0.778 + 0.133APM + 0.238CPI + 0.242COM + 0.090SS + ¢
4.1. Interpretation

1. When the values of other variables are held constant, the value of Y will change automatically by a constant value of

2. 3V7h§1 the values of other variables are held constant, the value of Y will change by 0.133 for every one-unit increase

3. ;/r\]/r/?;l:r:,\t/lﬁe values of other variables are held constant, the value of Y will change by 0.238 for every one-unit increase

4. ;/r\]/rizil .the values of other variables are held constant, the value of Y will change by 0.242 for every one-unit increase

5. ;/r\]/r};ﬁ)w{e values of other variables are held constant, the value of Y will change by 0.090 for every one-unit increase
in SS.

The coefficient of determination value in the study is 0.456, which means that the independent variables explain 45.6% of the
variation in the dependent variable [30]. In comparison, the remaining 54.4% is explained by other variables not included in
the study. Simultaneously, all dimensions of PSM significantly influence public service performance, as evidenced by the
statistical test result of F with an F value of 21.738 and a Sig. value of 0.000.

The research findings are as follows:

1. The Public Service Motivation theory on public service performance influences the Attraction to Policy Making
dimension [31]. The regression coefficient (BAPM) obtained is 0.133, with a t-statistic value of 2.315 and a
significance value (Sig.) of 0.023.

2. There is an influence of the commitment to the Public Interest dimension in the Public Service Motivation theory on
public service performance [32]. The regression coefficient (BCPI) obtained is 0.238, with a t-statistic value of 3.039
and a significance value (Sig.) 0.003.

3. There is an influence of the Compassion dimension in the Public Service Motivation theory on public service
performance [33]. The regression coefficient (BCOM) obtained is 0.242, with a t-statistic value of 3.209 and a
significance value (Sig.) of 0.002.

4. The Self-Sacrifice dimension has no influence on the Public Service Motivation theory on public service performance.
The regression coefficient (BSS) obtained is 0.090, with a t-statistic value of 1.795 and a significance value (Sig.) of
0.076 [34].

5. Based on the Field Research findings, this could happen because the PSM9 indicator in this dimension is not suitable
for application among BMKG employees in the Papua and West Papua regions. The Self-Sacrifice dimension will
influence public service performance if the PSM9 indicator is removed.

6. The Public Service Motivation theory has a simultaneous influence on public service performance, with an F-statistic
value of 21.738 and a significance value (Sig.) of 0.000.

Table 3: Independent variable

Model Std. Error Beta Sig.
a 1.605 0.335 0.000
BCOM 0.438 0.074 0.511 5.888 0.000
R2 f 0.511 Sig. F count
R =0.261 0,000
Adjusted R? =0.254 s
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The correlation coefficient (R) of 0.511 indicates a moderate level of relationship between the two variables [35]. The
coefficient of determination (Adjusted R2) of 0.254 means that the independent variable in this study explains 25.4% of the
variation in the dependent variable. In contrast, the remaining 74.6% is explained by other variables apart from the independent
variable (Table 3).

The research results show that the Compassion dimension in the Public Service Motivation theory has a positive and significant
influence on public service performance, with a coefficient of 0.438 and a significance level of 0.000 [36]. This indicates that
the Compassion dimension indicators can enhance public service performance among employees in the BMKG (Meteorology,
Climatology, and Geophysics Agency) in the Papua and West Papua regions [37-39].

In the study [21], there is a positive correlation between job satisfaction and the five dimensions of Public Service Motivation:
commitment to the public interest, self-sacrifice, desire to help others, attraction to policy-making, and compassion. The higher
the Public Service Motivation (PSM) level, the higher the employees' job satisfaction [40]. Public Service Motivation has a
positive and significant relationship with job satisfaction, employee performance, and organizational commitment [5]. Public
service motivation has a positive and significant relationship with job satisfaction, performance, intention to remain, and
government support [18].

Several research on the subject of public service motivation point to the necessity of paying close attention to the subject. This
highlights the critical importance of public service motivation to improving public service delivery. In addition, providing high-
quality public services to the public is one of the primary roles of government employees [3].

Public service motivation is an individual’s inclination to respond to unique motives typically found in public institutions,
which refers to psychological needs. Compared to employees in the private sector, employees working in the public sector
emphasise intrinsic rewards and job benefits when serving the community and public interests [2]. Public Service Motivation
is often used synonymously with government service [41-43]. This applies to all workers in the public sector. Public service
motivation provides an analytical framework for understanding the nature of incentives in the public sector and evaluative
mechanisms through behaviours that provide services and can be examined [4].

Public service motivation is a motivation that encompasses beliefs, values, and attitudes that go beyond personal and
organizational interests, driving an individual to do good to others and contribute to the well-being of the organization and
society [6]. In other words, this concept indicates that a public servant will engage in behaviour consistent with a community-
oriented motive. Those with strong public service motivation are government employees who desire to serve the community.
The concept of service is closely related to the tasks and responsibilities of a profession [44].

The research findings show that good performance is influenced by public service motivation and positive organizational
behaviour. Public service motivation refers to an employee’s motivation to work in the public sector. Interest in public policy
and commitment to the public interest are essential internal motivators for employees [45]. They know that public service is a
crucial obligation they must fulfil, intending to provide quality healthcare services to the community. This is evident through
their attitude of mutual assistance, concern for the health and well-being of the public, wholehearted service, and continuous
support for activities benefiting the community. This research aligns with previous studies conducted by others.

Amelia [1], public service motivation has a positive and significant influence on employee performance, supported by the
findings [19] that there is a positive and significant relationship between public service motivation and employee performance.
Thus, it can be concluded that public service motivation has an impact on improving employee performance. This motivation
is further supported by positive organizational behaviour, which stimulates performance improvement. Individuals or
employees have the strength and confidence in their abilities, which leads them to always have a positive mindset (optimism).
This belief makes them feel successful in their careers, motivating them to work responsibly and strive for excellence in their
tasks to benefit their work and the community.

They always consider the results they need to achieve in their work. However, they sometimes express their complaints about
their job. They commonly share their difficulties and seek advice and support from their colleagues to overcome their
challenges. Interestingly, these complaints are limited to the work environment and not extended to the general public. This
shows their awareness that expressing complaints to the general public could create a negative perception of their performance.

The findings of this study are also supported by previous research conducted on the subject [10]; positive organizational
behaviour is significantly related to workplace performance. Positive organizational behaviour, characterized by hope,
optimism, and resilience, contributes strongly to an individual’s or employee’s performance. This positive organizational
behaviour positively influences leadership development through organized programs such as career assignments and human
resource development through formal training programs or coaching.
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Based on the above descriptions, it is evident that public service motivation, supported by positive organizational behaviour,
can enhance performance. The better the public service motivation an individual or employee possesses, accompanied by
positive organizational behaviour, the better their performance will be in the organizational behaviour.

5. Conclusion

The theory of Public Service Motivation can represent how public service motivation influences public service performance
among employees in Papua and West Papua regions. This study only focuses on the Compassion dimension as it is considered
the most representative dimension for civil servants. The Compassion dimension positively and significantly influences public
service performance, with a regression coefficient of 0.438 and a Sig. value of 0.000. High levels of public service motivation,
supported by positive organizational behaviour, motivate individuals or employees to work with dedication, responsibility, and
high integrity in serving the community. In this context, the Compassion dimension of public service motivation specifically
has a positive and significant impact on public service performance in Papua and West Papua regions. Improving the
performance of public service employees can be achieved through empowering strong public service motivation and
encouraging positive organizational behaviour. This can be done through the development of organized leadership, such as
career assignment programs, as well as through human resource development programs, including formal training or coaching,
with a focus on effective communication among colleagues to address challenges and concerns in the workplace. It is also
important to ensure that such complaints do not reach the general public to maintain a positive perception of employee
performance.
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