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ABSTRACT

This study disentangles the motivational forces that drive the preferences of public
sector professionals engaging in mission-driven jobs. Building on self-determination
theory, two discrete choice experiments and a qualitative inquiry show that nurses
preferred jobs with less overtime, higher salary, visibility for the profession, higher
social impact, numerous and frequent contacts with patients, and higher autonomy.
Results also highlighted that managing more subordinates may not be uncondition-
ally desirable. Implications stretch beyond nursing to other public professions in
crisis and discuss the role of public human resource management in the broader
human resource management literature.

KEYWORDS Public human resource management; mission-driven profession; health service provision; self-
determination theory; mixed methods

Introduction

Research into the motivational bases of mission-driven professions is receiving unprece-
dented attention from both social scientists and practitioners (e.g., Bolino and Grant 2016;
Bd, Ernesto, and Rossi 2013; Deci and Ryan 2000; Deci, Olafsen, and Ryan 2017; Perry,
Hondeghem, and Wise 2010). In the context of public management theory and practice, in
particular, the concept of public service motivation has attracted scholarship and stimulated
debate more than any other topics in recent years (e.g., Bozeman and Xuhong 2015;
Christensen, Paarlberg, and Perry 2017; Ritz, Brewer, and Neumann 2016; Marvel and
Resh 2018; Parola et al. 2018; Perry 2014). Although research in this area has almost become
a growth industry, the narrowness of the public service motivation construct coupled with
methodological limitations, such as the paucity of randomized controlled trials (e.g., Ritz,
Brewer, and Neumann 2016) and mixed-methods designs (e.g., Hendren, Luo, and Pandey
2018; Raimondo and Newcomer 2017), have so far hindered a comprehensive causal
understanding of the motivational forces that drive the preferences of public sector profes-
sionals engaging in mission-driven jobs.

This study aims to reduce this knowledge gap by investigating the job preferences of
a sample of nurses and nurse managers working at a public local health authority, using
self-determination theory (Deci and Ryan 2000) as a theoretical lens and a sequential-
explanatory mixed-methods approach (Mele and Belardinelli 2018) as a methodological
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tool. More precisely, two discrete choice experiments (Ryan et al. 2012) provide a one-time
snapshot of the motivational determinants of job choice. Discrete choice experiments allow
estimating how various motivational forces independently and simultaneously affect pre-
ferences. More precisely, responses show which motivational drivers are relevant, how
important one force is in comparison to another, and the probability of subjects preferring
a job with specified attributes. Then, a qualitative inquiry (Fereday and Muir-Cochrane
2006) illuminates the debates about how job architecture can satisfy an individual’s
psychological needs and whether work motivation is a stable trait or a dynamic state.

Our sample may be relevant for several reasons. Firstly, healthcare workers are the
quintessence of public sector professionals in crisis (e.g., Noordegraaf 2007; Sarto,
Veronesi, and Kirkpatrick 2018). Indeed, the very nature of a nurse’s job entails a high
level of autonomy, which has traditionally been associated with considerable discretionary
power and a distinctive professional identity (e.g., Brunetto et al. 2018; Farr-Wharton,
Brunetto, and Shacklock 2011). Over the last decades, New Public Management inspired
reforms, along with technological changes, outcome-based auditing systems, and the
deployment of business process engineering logics, have been eroding the power base of
healthcare professionals, who now face greater scrutiny from end users and increased
pressure from policy makers and managers (e.g., Diefenbach 2009; Farr-Wharton,
Brunetto, and Shacklock 2011). Another reason why our sample may be valuable is that
nurses are a key component of the healthcare system. Policy makers at all government
levels and managers in healthcare organizations are considering major revisions to nurses’
job duties and responsibilities. A successful implementation of initiatives aimed at reducing
personnel shortages requires a deep understanding of the motives that drive nurses’
preferences and choices. Models of job choice and work motivation native to mainstream
management and applied psychology have been used in public administration scholarship
to investigate what drives public sector employees’ job preferences (e.g., Andersen and
Kjeldsen 2013; Belle and Cantarelli 2015, 2018; Kjeldsen and Jacobsen 2012; Lewis and
Frank 2002; Van de Walle, Steijn, and Jilke 2015; Vandenabeele 2008). Research on what
drives public sector nurses’ job preferences is less developed (e.g., Brunetto et al. 2018).

From a theoretical standpoint, the rationale for grounding our study in self-
determination theory is that it provides a comprehensive framework that allows
reconciling and integrating the construct of public service motivation, which is native
to public management (e.g., Perry and Wise 1990; Perry, Hondeghem, and Wise
2010; Vandenabeele 2007), with analogous or complementary concepts from related
disciplines (e.g., Bolino and Grant 2016). Thanks to its comprehensiveness, self-
determination theory has rapidly become one of the most established motivation
theories and is rapidly gaining hegemonic status across the social sciences. Therefore,
using self-determination theory may help avoid the segregation of public human
resource management scholarship from the mainstream human resource manage-
ment literature (e.g., Battaglio 2014; Beattie Rona and Waterhouse 2014; Breaugh,
Ritz, and Alfes 2017; Chen and Bozeman 2013; Chen and Hsieh 2015).

From a methodological standpoint, this work respond to recent calls to conduct
multi-method work because ‘triangulation across several methods has the potential to
increase our confidence in the validity and meaningfulness of our research’ (Perry
2012, 481). More precisely, this study combines results from two discrete choice
experiments with qualitative evidence from in-depth semi-structured interviews in an
attempt to advance causal understanding of the motivational forces that drive public
sector professionals’ preferences. Whereas randomized control trials are best suited to
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provide an unbiased estimate of the average effect generated by an intervention of
some kind, qualitative inquiries describe the micro-foundations of the observed
behaviors and preferences (e.g., Belle and Cantarelli 2017).

The motivational bases of public mission-driven professions

Extant evidence shows that employees’ motivational capital influences their job and sector
preferences. For example, a recent systematic review of the antecedents and consequences
of public service motivation located 35 studies that investigated the relationship between
motivation and occupation or employment sector choice (Ritz, Brewer, and Neumann
2016). Relatedly, meta-analytic findings unveil that person-job fit and job satisfaction are
highly correlated (.56) in the public sector (Cantarelli, Belardinelli, and Belle 2016).

Work motivation has been defined as ‘the psychological processes that direct, ener-
gize, and maintain action toward a job, task, role, or project’ (Grant and Shin 2011, 2).
Self-determination theory suggests that individuals have three basic psychological needs.
The first is autonomy, which refers to the ‘desire to self-organize experience and behavior
and to have activity be concordant with one’s integrated sense of self (Deci and Ryan
2000, 231). The second basic psychological need is competence, which is linked to the
necessity of having ‘an effect on the environment as well as to attain valued outcomes
within it’ (Deci and Ryan 2000, 231). Lastly, relatedness is the ‘desire to feel connected to
others - to love and care, and to be loved and cared for’ (Deci and Ryan 2000, 231). As
long as employees simultaneously feel autonomous, competent, and related to others,
they are psychologically healthy. Building on this framework, we provide a panel of work
motivation hypothesis classified as external, introjected/identified/integrated, and intrin-
sic regulations.

External regulation

At the core of self-determination theory lies the distinction between extrinsic and
intrinsic motivation. Extrinsic motivation is a continuum with four main levels of
increasing self-determination: external regulation, introjected regulation, identified
regulation, and integrated regulation. External regulation entails the undertaking of
actions in direct response to external pressures. External regulation is the employees’
state of non-self-determination, actuated by the desire to obtain an outside reward or
to avoid an outside punishment, . Typical external regulation tools that organizations
can leverage include working hours, job responsibilities, permanent salary raises, one-
time financial bonuses, and lay-off threats. As required overtime hours may under-
mine individuals’ ability to self-organize job and family activities, we tested the
following hypothesis:

Hp 1: Nurses prefer jobs that require fewer overtime hours.

Abundant evidence shows that monetary incentives are not unconditionally success-
ful in boosting performance (e.g., Weibel, Rost, and Osterloh 2010). For example, the
size of the financial bonus makes the difference (e.g., Belle and Cantarelli 2015;
Gneezy and Rustichini 2000). Nonetheless, healthcare organizations are not alone
in using material rewards meant to enhance employees’ sense of competence.
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Drawing on this scholarship and assuming that nurses’ average salaries are at
medium to medium-low levels, we formulated and tested the following hypothesis:

Hp 2: Nurses prefer jobs that pay a higher salary.

Increasing one’s supervised staff may have a two-sided impact on the need to connect
with others. On the one hand, a greater number of reports may provide more
opportunities to cultivate meaningful and positive relations. On the flip side,
a larger staff may be more challenging and come at the cost of increased adminis-
trative burden and bureaucratic roles. We may expect those two opposite effects to
cancel each other out. Thus, we formulated and tested the following hypothesis:

Hp 3: The number of reports/supervised employees has no effect on nurses’ job
preferences.

External regulation may be triggered by either tangible elements — such as one’s
salary - or intangible factors — such as the opportunity of being publicly recognized.
Previous work has investigated the performance effects of image motivation, which is
triggered by the desire to be liked by others (e.g., Ariely, Bracha, and Meier 2009;
Belle 2015). The degree of self-visibility taps into the desire to connect and care for
others in the external regulation paradigm. Based on these premises, we formulated
the following hypothesis:

Hp 4: Nurses prefer jobs that provide more opportunities for public recognition.

Introjected - identified - integrated regulation

Introjected regulation generates from internal feelings, that include pride, guilt, and/or
a need for self-approval or approval from others. Identified regulation emanates from the
need to act consistently with a personal value system and is caused by neither internal nor
external sources. Integrated regulation is an extrinsically motivated state that is closer to
intrinsic motivation. When subjects are in a state of integrated regulation, they act because
a given activity’s value has become internalized as part of their habitual functioning and
self-identity. As such, it is the most self-regulated state within the extrinsic motivation
spectrum. Building on self-determination Grant (2007, 2008) characterized prosocial
motivation as a state of introjected or identified regulation. Prosocial motivation is the
desire to connect, interact, and create benefits to others, such as colleagues and clients.
Within this realm, relational job design theory (Grant 2007) acknowledges that workers’
behavior and identity outcomes are functions not only of the job’s task structure but also of
its relational architecture. More precisely, the job impact on beneficiaries and the contact
with beneficiaries connect employees in mission-driven organizations with the impact of
their actions. Job impact depends on the degree to which jobs provide opportunities to
‘make a lasting difference or an ephemeral difference in beneficiaries’ lives, affect many or
few beneficiaries, impact beneficiaries daily or occasionally, and prevent harm or promote
gains to beneficiaries’ (Grant 2007, 396). The contact with beneficiaries, on the other hand,
is ‘the degree to which a job is relationally structured to provide opportunities for employ-
ees to interact and communicate with the people affected by their work’ (Grant 2007, 398)
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and varies based on frequency, duration, physical proximity, depth, and breadth.
Altogether, the impact on and the contact with beneficiaries affect effort, persistence, and
helping-behaviors through perceived impact and affective commitment, which satisfy
individuals’ needs for competence and relatedness. Building on this framework, we
formulate the following hypotheses:

Hp 5: Nurses prefer jobs that have a larger impact on beneficiaries.
Hp 6: Nurses prefer jobs that create benefits for more rather than fewer beneficiaries.

Hp 7: Nurses prefer jobs that provide more frequent contacts with beneficiaries.

Intrinsic regulation

Intrinsic motivation is the desire to expend efforts on the job based on the interest in
and enjoyment of the work tasks and activities in and of themselves. Intrinsic
motivation or regulation is a fully self-determined state. The construct of intrinsic
motivation has been operationalized as a sense of autonomy and interest in the job
(Grant 2008). Both tend to enhance one’s sense of autonomy, competence, and
relatedness. Drawing on this scholarship, we formulated and tested the following
hypotheses:

Hp 8: Nurses prefer jobs that provide more autonomy in making decisions.

Hp 9: Nurses prefer jobs that entail interesting/engaging rather than boring/routine
tasks.

Work motivation: stable trait or dynamic state?

Extant scholarship consistently shows that the types of regulation are not mutually
exclusive and vary based on the job tasks. For instance, the interaction of intrinsic
and prosocial motives predicts higher persistence, performance, productivity (e.g.,
Grant 2008), and creativity (e.g., Grant and Berry 2011) than either of the two alone.
Similarly, monetary rewards enhance performance for non-interesting tasks but are
ineffective for interesting tasks (e.g., Weibel, Rost, and Osterloh 2010). Indeed,
tangible rewards are virtually omnipresent in organizations.

Evidence on whether one’s primary work motivation is a stable trait or a dynamic
state is less conclusive (e.g., Belle 2013; Cable and Parsons 2001; Christensen,
Paarlberg, and Perry 2017; Grant and Shin 2011; Wright and Grant 2010). For
instance, whereas a randomized manipulation boosted subjects’ public service moti-
vation (e.g., Belle 2013; Pedersen 2015), other longitudinal data revealed that public
service motivation was a relatively stable trait over a sixteen-year time window (e.g.,
Vogel and Kroll 2016). Exploring the degree to which ‘the factors that sustain
motivation [are] different from those that initiate it — and if so, how, why, and
when’ (Grant and Shin 2011, 24) has relevant practical implications. Indeed, organi-
zations may focus efforts on attraction-selection-attrition mechanisms if work
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motivation is a stable trait and on socialization and adaptation if work motivation is
a dynamic state. Adding evidence to this issue is an additional contribution of our
research.

A sequential-explanatory mixed-methods design

Figure 1 portrays the theoretical framework and methodological approach of this
work. The experimental test consists of two discrete choice experiments that explore
whether and how different job attributes independently and simultaneously influence
professionals’ job preferences and how much of an attribute respondents would be
willing to give up for improvements in other attributes. The qualitative inquiry
employs in-depth semi-structured interviews to illuminate (i) whether and how our
job attributes tap into the psychological needs of autonomy, competence and relat-
edness and (ii) whether work motivation is a stable trait or a dynamic state.

The discrete choice experiments

Discrete choice experiments allow estimating the relative importance of various factors —
called attributes - that simultaneously and independently affect an individual’s preference
when making decisions such as selecting a job (e.g., Belle and Cantarelli 2017; Ryan et al.
2012). In a discrete choice experiment, subjects typically are presented with a series of pairs
of options (e.g., pairs of job offers) that vary with respect to certain attributes (e.g., salary,
working hours, career opportunities) and are asked to pick one option from each pair. To
maximize the ecological validity and contextual relevance of our investigation, we ran
a handful of focus groups with the head of the nursing staft and a few nurse managers from
the local health authority to pinpoint the factors and factor-levels that might be most
relevant in determining job preferences. We repeated this procedure for the two main
targets of our study: nurses or higher and nursing assistants.

We tested hypotheses 1, 2, 3, 4, 5, 6, and 8 on a sample of nurses and nurse managers.
They were asked to indicate which one of two jobs (X or Y) they preferred. Jobs were
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Figure 1. Theoretical framework and mixed-methods approach.
Source: Adapted from Deci and Ryan (2000).
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equal in every respect except for seven attributes that we manipulated at two levels,
higher or lower. Job X and job Y differed in terms of: overtime (8 vs 2 hours per week),
net monthly salary (€2,000 vs €1,800), number of subordinates (150 vs 50), visibility
(many vs few opportunities to be publicly recognized), job impact on patients’ life (large
vs limited), number of beneficiaries (many vs few patients cared for), and autonomy in
making decisions (60 percent vs 40 percent of the time). The permutation of the seven
attributes with two levels each generated 128 (i.e. 2”) unique job profiles, from which we
built 128 choice sets. We used the unique job profiles to define the characteristics of job
X in the choice sets. Then, we used a foldover approach (e.g., Street, Burgess, and
Louviere 2005) to describe the characteristics of job Y in the choice sets: in each choice
set, the levels of job Y were the opposite of the levels of job X for all attributes. For
instance, if job X had a limited impact on patients and a net monthly salary of €2,000,
then job Y had a large impact on patients and a net monthly salary of €1,800. In short, in
each choice set, professionals were asked to choose between two job offers that were the
mirror image of each other.

We tested hypotheses 2, 4, 5, 6, 7, 8, and 9 on a sample of nursing assistants. The
design of the discrete choice experiment dedicated to nursing assistants was identical to
that administered to nurses except for the attributes and attribute levels. Nursing
assistants were asked to select between two jobs that differed along the following factors
and levels: net monthly salary (€1,400 vs €1,300), chances to be publicly recognized
(many vs few), impact on patients’ life (large vs limited), beneficiaries cared for (many vs
few patients), frequency of contact with beneficiaries (always vs rarely in touch with
patients), autonomy in making decisions (30 percent vs 10 percent of the time), enjoy-
ment of job tasks (interesting/stimulating vs boring/repetitive).

We used multilevel mixed effects logistic regressions to analyze the data of the
discrete choice experiments because the outcome variable was binary and the data
were hierarchical, with eight observations per respondent (Ryan et al. 2012). Indeed,
to limit cognitive fatigue and avoid overload, participants indicated their preference
for job X or job Y for only eight choice sets, which were picked randomly from the
128 possible choice sets. The inclusion of a continuous price-proxy attribute in
a discrete choice experiment allows the estimation of the monetary value of other
attributes. More precisely, how much of the continuous attribute a subject would be
willing to give up for improvements in other attributes signals her/his willingness to
pay (WTP). The WTP is usually computed as the ratio of the coefficient of an
attribute to the coefficient of the price-proxy attribute. In our study, we used the
net monthly salary as the price-proxy to estimate WTP.

Professionals in our discrete choice experiments were employed by one local health
authority in Northern Italy. Local health authorities are responsible for planning and
delivering healthcare and social services to citizens in a specific geographic area. The
nursing staff of Italian local health authorities fall into three main categories: nursing
assistants, nurses, and nursing managers. All are usually employed full time with lifelong
public contracts. Nursing assistants are trained to attend to patients’ and clients’ needs
under the supervision of nurses and medical doctors. Nurses hold a university degree and
perform specialized health-related tasks. Lastly, nurse managers hold advanced univer-
sity degrees; they are responsible for managing services and/or personnel and are rarely
have direct contact with patients. We administered the experimental survey through
Qualtrics. The final sample was composed of 463 professionals (26 per cent response
rate). Average age was 46 years (SD = 10). Female were 81 per cent and males 19 per cent.
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About 8 per cent of participants were healthcare assistants, 72 per cent nurses, and
20 per cent nurse managers.

The in-depth semi-structured interviews

We conducted in-depth semi-structured interviews with a sample of professionals
working for the local health authority that took part in this project in order to gain
a more fine-grained understanding of the mechanisms through which the job attri-
butes that we manipulated in the discrete choice experiments influence preferences.
Following a sequential-explanatory approach (Mele and Belardinelli 2018), our qua-
litative inquiry was aimed at complementing the experimental evidence by exploring
the micro-mechanisms behind the observed effects or lack thereof. To this end, we
interviewed a convenient sample of eight employees from the local health authority.
The final sample varied based on managerial responsibilities and medical specialty.
Interviewees were five nurses and three nurse managers working in the emergency,
image diagnostic, chronic, or maternity units. Our interview protocol entailed the use
of a set of questions mirroring the attributes that we had previously tested in the
discrete choice experiments. More precisely, interviewees were asked to describe and
provide vivid examples and opinions about their working schedule, salary, relation-
ships with subordinates, visibility of work and achievements, job impact on bene-
ficiaries, typologies and number of beneficiaries, frequency of contact with
beneficiaries, decision-making autonomy, and enjoyment of the job tasks. Further,
they were prompted to recall and describe the reasons that led them to select and
socialize in their profession. Each interview lasted about 30 minutes.

In coding the transcripts of our eight semi-structured interviews, we combined two
complementary criteria. On the one side, we employed a deductive a-priori coding, which
entailed the classification of interview statements against the theoretical dimensions pre-
dicted by self-determination theory. In other words, we tried to map responses onto self-
determination theory. For instance, we classified any statements that interviewees made
about their salary as instances of external regulation. On the other side, we used a data-
driven inductive coding, which entailed the identification of responses that complemented
and specified the core constructs of self-determination theory. More precisely, we kept
track and made synthesis of interview statements that broadened or deepened the self-
determination regulations spectrum. For example, we classified comments about the
degree of equity in salary among public service professions to add nuances to the original
external regulation dimension of self-determination theory. Overall, our deductive and
inductive coding was meant to allow themes to emerge from the transcripts rather than to
calculate response rates or frequency of occurrence of specific concepts (Fereday and Muir-
Cochrane 2006; Krippendorft 2004).

Results
Motivational regulations - nurses and nurse managers

Table 1 shows the results of the discrete choice experiment for nurses and nurse
managers, separately and jointly. For each of the attributes, Table 1 displays the factor
changes in odds (e”B) for a one-unit increase in the independent variable as well as the
unstandardized coefficients () with the associated standard errors (SE), z-scores (z), and



PUBLIC MANAGEMENT REVIEW 1543

000 000 000" w<d

£1°08 69'€PE LOELY X plem

veL 979'C 0S€'s SUONRAIBS]O °N

26 o€ 8T spa3fgns °N

€200 [TT- 9T 65— 95 0000 ST/— SI° 80°L— vE 0000 69/— €L 66— LE jue)suod

€0'L 0000 LYy 8L° 8L 6L'T €9 0000 OCY Ol LY 0S'L €L 0000 €LS 80° 8 79l Alsnowouoine uasel suoisIP ay) Jo % (0¥) 09 — Awouoiny
L'l 000" 109 8L° LO'L T6C LST 000" S6'SL OL° ¢9L  ¥0O'S €C°C 0000 ¥vOLL 60 6Vl vvy swuaned (M) Auew jo ay1| 3y aroidw) - sauepYdUd] N

LI LSL 8L LT TEL S§ 0000 T9E Ol SE€ Tl LS 0000 SOY 80" ¥E il 31| syuaned uo edwi (payuwiy) sbie7 — edwr qor

£ vlLl- L0 07— T8 €€ €0l 0L oL oLl 89 ¥ 80" €0° ¥O'L uoniubodas dijqnd Joy sadueyd (may) Auey — ANqISIA

19 600" L9CZ— 8L 99— €9 91/ 9¢ Ol ¥0  vO'L 88 98—  80° LO— €6 (0S) 0SL — sayeurpiogns *N

0000 STY 8L 9L YLT 0000 199 Ol ¥9 161 0000 ¥8'L 60 L9 S6L Ajyuow 13u (008'L) 0003 — Kaejes

66° 000 TTH— 8L 9L~ L[V S¥L 0000 9Y'6— Ol €6~ 6& 0€L 0000 ELOL— 60" [8— Tv 9am Jad sinoy () 8 — swBAQ

dim d z 35 g dgvd dim d z 35 g gvd dm d z 35 ¢ dvo S|2A3| AINQUNIY - AINGUNIY
siabeuew 9SINN SISINN siabeuew asinu pue sosinN

‘AP3esedas pue Apuiof ‘siabeuew asinu pue sasinu jo saduIRRId qof syl buidipald [9pow Jeaul| sI3PS-PIXIW [SAJ|INN *L 3[qel



1544 P. CANTARELLI ET AL,

p-values. Attributes have a positive impact on the take-up of a given job if the coefficient
is greater than zero, whereas attributes have a negative impact on the take-up of a given
job if the coefficient is smaller than zero. When appropriate, Table 1 also reports the
estimated willingness to pay (WTP).

Keeping everything else constant, professionals in the pooled sample preferred
jobs that required 2 rather than 8 overtime hours per week, secured €200 more net
monthly salary, had a large rather than limited impact on others, provided the
opportunity to benefit many rather than few patients, and provided autonomy in
making decisions 60 percent rather than 40 percent of the time. To the contrary, all
else being the same, having 50 instead of 150 subordinates and few rather than many
opportunities to be publicly recognized did not affect job preferences in the pooled
sample. More precisely, other things being equal, the odds that healthcare profes-
sionals would choose a job increased by 1.95 times (p < .001) when the salary was
higher, by 1.41 times (p < .001) when the impact on beneficiaries was larger, 4.44
times (p < .000) when the number of beneficiaries was bigger, and by 1.62 times
(p < .001) when the position provided more autonomy in making decisions. The odds
of preferring a job, instead, decreased by .42 times (p < .000) when it required more
overtime. Lastly, the visibility of one’s work and the number of subordinates had no
significant impact on the job decisions of the pooled sample (p = .678 and p = .388,
respectively). Drawing on the relational job design framework, we also tested for
difference in significance between the magnitude of job impact and the number of
beneficiaries affected. The variation in the quantity of patients affected had a larger
effect on the take-up of a job position compared to the variation in job impact in the
pooled sample (p < .001). Everything else held constant, nurses and nurse managers
were willing to sacrifice 2.23 percentage points of salary increase to take on a job
position that served many rather than few patients, .73 percentage points to have
more decision-making autonomy, .51 percentage point to have a larger job impact,
and 1.30 to work fewer overtime hours. Overall, data in Table 1 for the pooled sample
seem to support hypotheses 1, 2, 3, 5, 6, and 8 and fail to support hypothesis 4.

We replicated the same analyses for the nurse and the nurse managers separately
(Table 1). The pattern of results for nurses’ job preferences is the same as for the pooled
sample. Nurse managers’ preferences for a job, instead, differed from those of the pooled
sample along two target constructs. On the one hand, the magnitude of impact on
beneficiaries did not affect nurse managers’ job choices (p = .117). On the other hand,
the odds that a nurse manager preferred a job decreased when the number of sub-
ordinates to manage increased from 50 to 150 (p < .01). As such, nurse managers were
not willing to give up salary increases to have a larger impact on beneficiaries but were
willing to sacrifice .61 percentage points to supervise fewer nurses.

Table 2 complements the findings of the experimental test with nurses and nurse
managers by displaying the first-order themes emerging from the in-depth semi-
structured interviews about the determinants of job preferences (Appendix 1). Content
analysis of the responses allowed not only a more fine-grained understanding of the
mechanisms behind the effect of motivational regulations on job choice but also a more
nuanced knowledge of how the attributes tap into the psychological needs of autonomy,
competence, and relatedness described in self-determination theory.

Evidence from our interviews suggests that working overtime threatens one’s sense of
autonomy by affecting family time unpredictably. Further, overtime is discouraged by the
organization because it generates extra costs and administrative burden to coordinate
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shifts and absences afterwards. As for the salary, professionals discussed that an increase in
net pay would be a recognition of their knowledge and would strengthen perceptions of
equity compared to the stakes at play, which are high, and to other professions. A higher
salary seemed to enhance the sense of competence. On average, interviewees highlighted
that having a larger impact on beneficiaries promotes the need for competence condition-
ally on teaching to others what one has mastered, simultaneously facilitating subordinates’
work and improving patients” experience, and contributing to the achievement of organi-
zational goals. Similarly, having more beneficiaries might not be unconditionally desirable.
More precisely, only when the number of beneficiaries is bearable and the empathic
engagement does not turn into stress, caring for more patients satisfies the need for
relatedness. The frequency of contacts with beneficiaries also enhances the sense of
relatedness: being in frequent contact with patients is a core value of the nursing profes-
sion, whereas being in frequent contact with subordinates enables a timely awareness of
organizational and service dysfunctions. As predicted by self-determination theory, having
more autonomy enables the satisfaction of all three psychological needs and performing
more interesting tasks satisfies the need for competence. Content analysis of the responses
consistently reveals that managing a larger number of subordinates may be a double-edged
sword. On the one hand, coordinating more colleagues is a career promotion and, there-
fore, strengthens one’s perceived competence. On the other hand, however, this also
requires a continuous search for balance between clashing employees” and organization’s
goals, leads to engagement in one-to-one stressful relationships, and affects subordinates’
family time through the allocation of shifts and vacations. Thus, managing more sub-
ordinates also threatens one’s need for relatedness. Lastly, interviewees tended to care
about being recognized on a one-to-one basis by colleagues and direct beneficiaries. As far
as visibility in the broader community was concerned, instead, respondents almost unan-
imously called for full public recognition as a professional group rather than as individuals.

Motivational regulations — nursing assistants

Table 3 displays the results of the discrete choice experiment on nursing assistants’ job
preferences. The odds that nursing assistants would choose a given position increased by
1.93 times when the net monthly salary was higher by €100 (p = .011), 1.79 times when

Table 3. Multilevel mixed-effects linear model predicting nursing assistants’ job preferences.

Nursing assistants

Attribute — Attribute levels e B SE z p WTP

Salary - €1,400 (1,300) net monthly 193 66 26 253 .011

Visibility — Many (few) chances for public recognition 1.08 .08 .27 29 772

Job impact - Large (limited) impact on patients’ life 133 28 .26 1.08 .280

N. beneficiaries - Improve the life of many (few) patients 179 58 26 224 .025 .89

Contact with beneficiaries — Always (rarely) in contact with 294 108 .27 4.06 .000 1.63
patients

Autonomy - 30 (10) % of the decisions taken autonomously 118 17 26 .64 522

Intrinsic regulation — Boring (interesting) job 164 49 26 188 .060 .75

Constant 18 —-1.74 38 —4.60 .000

N. subjects 35

N. observations 276

Wald x2 3212

p>x2 .000
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the job provided the opportunity to improve the life of many rather than few patients
(p =.025), and 2.94 times when the job provided the chance to be in contact with patients
all the time rather than rarely (p < .001). Having an interesting instead of a boring job
marginally increased the selection of a given position (p = .060). Lastly, nursing assistants’
preferences were not affected by being publicly recognized many instead of few times
(p = .722), having a larger rather than limited impact on patients’ lives (p = 280), or
having autonomy in making decisions 30 percent rather than 10 percent of the time
(p = .522). The pairwise test of difference in significance between the coefficients of the
number of patients served and the frequency of contact with patients was statistically
insignificant (p = .204). In other words, the variation in the number of patients served
and the variation in the frequency of contact had a comparable effect on the odds of
preferring a given job position. WTP estimates indicated that nursing assistants were
willing to sacrifice 1.63 percentage points of salary increase to be in contact with patients
more frequently, .89 percentage points to expand the number of beneficiaries affected,
and .75 percentage points to have a more intrinsically motivating job. Overall, the
evidence in Table 3 supports hypotheses 2, 6, and 7, marginally supports hypothesis 9,
and fails to support hypothesis 4, 5, and 8.

Work motivation: stable trait or dynamic state?

The deductive and inductive content analysis of our in-depth semi-structured interviews
also contributes novel empirical evidence to the debate about whether the different
typologies of work motivation and regulation are a stable trait or a dynamic state.
Opverall, our qualitative inquiry seem to suggest that organizations may turn a job into
a calling through socialization and adaptation mechanisms (Table 4). Due to the con-
venient nature and limited size of our sample, those qualitative insights cannot be
considered generalizable nor conclusive. Nevertheless, they may prove valuable in
pointing to promising directions for future mixed-methods research on the same topic.

The reasons for self-selecting into public healthcare entail a few common themes.
More precisely, as far as external regulation is concerned, the motives to enter such
a profession revolve around the security of the job and the chances of having a steady
paycheck, the ease of finding a job, the opportunity to complete a university degree,
and the need to meet financial needs after unexpected family events. The introjected/
identified/integrated motives to self-select into nursing involve an intuitive identifica-
tion with the profession’s values and the inspiration of one’s role model. Lastly, the
reason to work into public healthcare delivery that taps into intrinsic regulation is
related to doing something that one is passionate about.

Interviewees, then, tended to socialize and adapt in their profession because they
actually identified with the values of working in a public mission-driven organization,
received positive approval of their behaviors and attitudes at work from colleagues,
wanted to act consistently with their personal values of doing good and behaving
conscientiously, and had no incentive to move after selecting into the profession.

Discussion and conclusion

This study adopted the theoretical framework of self-determination theory and
employed a sequential-explanatory mixed-methods approach to investigate the moti-
vational bases of healthcare professionals’ job preferences in the context of a public
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mission-driven organization. Findings from the discrete choice experiments and the
qualitative inquiry revealed that overtime, salary, job impact, number of beneficiaries,
frequency of contact with beneficiaries, autonomy, and job enjoyment simultaneously
and independently affected professionals’ job choices. Having more autonomy and
more exposure to beneficiaries may be part of the anthropological sense making for
nurses, who are socialized to focus on their personal and direct contact with patients
and suffer under red tape and hierarchy. In a Western healthcare system, nurses
might be pressured by work shifts, emotional stress, and strong interdependencies
with a number of different healthcare workers and settings. They did not desire
additional working hours, but rather seek less routine, more personalization of care,
and direct professional satisfaction for the patients’ sake. The opportunity to be
publicly recognized, on the contrary, did not change the attractiveness of jobs. In
fact, respondents tended to be in search of higher public recognition for the profes-
sion as a whole. Lastly, the number of subordinates turned out to be an irrelevant
factor for nurses’ preferences, because it reduces the intensity and frequency of
relationships, but was a statistically significant attribute for nurses with managerial
responsibilities, who considered it a core task of their role. Coordinating a smaller
group of colleagues may be perceived as a realm in which subordinates can be more
personally and directly influenced. Thus, perceptions of professional empowerment
can be strengthened. Further analyses of the interplay among motivational factor
showed that professionals were willing to trade off salary for a larger number of
beneficiaries, more autonomy, a larger job impact, and less overtime.

This work also nurtures the debate about whether work motivation is a stable trait
or a dynamic state (e.g., Christensen, Paarlberg, and Perry 2017; Wright and Grant
2010) in public mission-driven professions. Evidence from qualitative interviews
suggests that the mix of extrinsic, prosocial, and intrinsic motives may change over
the years in nursing professions (e.g., Belle 2013; Pedersen 2015).

We fully acknowledge that the results of our work should be interpreted in light of
the usual limitations that apply to mixed-methods studies. On the one hand, rando-
mized controlled trials are well suited for providing causal evidence of the effects that
our manipulations had on nurses’” preferences for jobs. On the other hand, however,
the use of artificial scenarios detracts from both external and construct validity. As
for the former, we have no evidence that the results we observed would extend
beyond our discrete choice experiments to naturally occurring settings. As to con-
struct validity, mono-operation bias and the use of arbitrary treatment levels are
potentially concerning threats. Indeed, these limitations are inherent in discrete
choice experiment designs, which require a series of judgment calls in the operatio-
nalization of attributes and identification of attribute-levels. Moreover, while explor-
ing interactions among job attributes is relevant and timely, a dedicated research
design and collection of data would be needed. As a matter of fact, Ryan and
colleagues argue that ‘It is common practice in the discrete choice experiment
literature to include only main effects, since it is argued that such effects explain
most of the variation in preferences (de Bekker-Grob, Ryan, and Gerard 2012)’ (Ryan
et al. 2012, 21). These limitations notwithstanding, discrete choice experiments have
proven effective in predicting how individuals choose and behave in reality (e.g., de
Bekker-Grob, Ryan, and Gerard 2012). Another limitation of our sequential-
explanatory mixed-methods design is the convenient nature and small size of the
sample of professionals who participated in the qualitative inquiry. In light of those
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limitations, which threaten the external validity of our findings, we cannot guarantee
that the same themes that emerged from the interviews would have been observed in
a random sample and/or a larger group of professionals.

That being said, our work has relevant implications for scholars and practitioners
alike. Firstly, our findings may stretch beyond nursing and contribute to a broader
stream of research into the work motivation of public sector professionals in crises or
in transforming skill mixes. Indeed, healthcare workers can be considered the quin-
tessence of public sector professionals, being a homogenous worker body, highly
mission-driven, and constantly exposed to public value discourse. This study may
inform research in other organizations that share with health institutions the same
public nature, bureaucratic structure, degree of professionalization, and social impact
on the general citizenry.

Secondly, the results of our investigation are especially timely in the context of
Italian healthcare reforms that are being debated across public organizations and level
of governments. On the one hand, the rapid growth of long-term care and chronic
patients is changing the demand side of health service provision. On the other hand,
the forecasted erosion in the number of medical doctors is threatening the future of
the supply side of health service provision. Thus, collecting evidence-based informa-
tion about the motivational forces that simultaneously and independently drive
nurses’ and nurse managers’ work preferences and gaining a fine-grained under-
standing of the mechanisms behind choices will help to facilitate the design of
appealing career paths to meet market expectations.

An additional implication of our studies is for scholarly debates in the broader
human resource management literature about the role of public human resource
management. Self-determination theory is a well-established framework for work
motivation native to the field of applied psychology. Using self-determination theory
to illuminate the motivational bases of public mission-driven organizations has the
potential not only to establish a common ground between public management and
the broader social sciences but also to add key nuances to the theoretical framework
(Belle and Cantarelli 2018; Breaugh, Ritz, and Alfes 2017; Chen and Bozeman 2013).
Lastly, our sequential-explanatory mixed-methods design (Mele and Belardinelli
2018) provides novel evidence to the nascent stream of public management research
that triangulates experimental data with qualitative inquiries (Authors omitted).

Disclosure statement

No potential conflict of interest was reported by the authors.

Notes on contributors

Paola Cantarelli is a PostDoc fellow at Scuola Superiore Sant'‘Anna (EMBEDS and Istituto di
Managment), Pisa, Italy. Her research focuses on behavioral management and work motivation in
mission-driven organizations.

Scuola Superiore Sant'Anna, Piazza Martiri della Liberta 33, 56127 Pisa (Italy)

Nicola Belle is Assistant Professor at Scuola Superiore Sant‘Anna (EMBEDS and Istituto di
Management), Italy. His research focuses on behavioral public administration and management.
Scuola Superiore Sant’Anna, Piazza Martiri della Liberta 33, 56127 Pisa (Italy)



1552 (&) P.CANTARELLI ET AL.

Francesco Longo is Associate Professor of public management in the Political and Social Science
Department of the Bocconi University and in Centre for Research on Health and Social Care
Management (CERGAS) of the Bocconi University (Milan Italy). His research areas include:
institutional organization and governance of public sector, management of public networks, strate-
gies for the public sector, organization and human resources management in public organizations,
management of health care organizations, management of primary and social care, design and
evaluation of public policies.
Bocconi university, Via Roentgen 1, 20136 Milan (Italy)

References

Andersen, L. B, and A. M. Kjeldsen. 2013. “Public Service Motivation, User Orientation, and Job
Satisfaction: A Question of Employment Sector?” International Public Management Journal 16
(2): 252-74. doi:10.1080/10967494.2013.817253.

Ariely, D., A. Bracha, and S. Meier. 2009. “Doing Good or Doing Well? Image Motivation and
Monetary Incentives in Behaving Prosocially.” American Economic Review 99 (1): 544-55.
doi:10.1257/aer.99.1.544.

B6, D., F. F. Ernesto, and M. A. Rossi. 2013. “Strengthening State Capabilities: The Role of Financial
Incentives in the Call to Public Service.” The Quarterly Journal of Economics 128 (3): 1169-218.
doi:10.1093/gje/qjt008.

Battaglio, P. 2014. Public Human Resource Management: Strategies and Practices in the 21st Century.
Washington, D.C: Sage.

Beattie Rona, S., and ]. Waterhouse. 2014. Human Resource Management in Public Service
Organizations. London, UK: Routledge.

Belle, N. 2013. “Experimental Evidence on the Relationship between Public Service Motivation and
Job Performance.” Public Administration Review 73 (1): 143-53. doi:10.1111/j.1540-
6210.2012.02621.x.

Belle, N. 2015. “Performance-related Pay and The Crowding out Of Motivation in The Public Sector:
A Randomized Field Experiment.” Public Administration Review 75 (2): 230-241. doi: org/10.
1111/puar.12313.

Belle, N., and P. Cantarelli. 2015. “Monetary Incentives, Motivation, and Job Effort in the Public
Sector: An Experimental Study with Italian Government Executives.” Review of Public Personnel
Administration 35 (2): 99-123. doi:10.1177/0734371X13520460.

Belle, N., and P. Cantarelli. 2017. “Randomized Experiments and Reality of Public and Nonprofit
Organizations: Understanding and Bridging the Gap.” Review of Public Personnel Administration.
doi:10.1177/0734371X17697246.

Belle, N., and P. Cantarelli. 2018. “The Role of Motivation and Leadership in Public Employees’ Job
Preferences: Evidence from Two Discrete Choice Experiments.” International Public Management
Journal 21 (2): 191-212. doi:10.1080/10967494.2018.1425229.

Bolino, M. C., and A. M. Grant. 2016. “The Bright Side of Being Prosocial at Work, and the Dark
Side, Too: A Review and Agenda for Research on Other-oriented Motives, Behavior, and Impact
in Organizations.” The Academy of Management Annals 10 (1): 599-670. doi:10.5465/
19416520.2016.1153260.

Bozeman, B., and S. Xuhong. 2015. “Public Service Motivation Concepts and Theory: A Critique.”
Public Administration Review 75 (5): 700-10. doi:10.1111/puar.12248.

Breaugh, J., A. Ritz, and K. Alfes. 2017. “Work Motivation and Public Service Motivation:
Disentangling Varieties of Motivation and Job Satisfaction.” Public Management Review
doi:10.1080/14719037.2017.1400580.

Brunetto, Y., M. Xerri, E. Trinchero, R. Beattie, K. Shacklock, R. Farr-Wharton, and E. Borgonovi.
2018. “Comparing the Impact of Management on Public and Private Sector Nurses in the UK,
Italy, and Australia.” Public Management Review 20 (4): 525-44. doi:10.1080/
14719037.2017.1309100.

Cable, D. M., and C. K. Parsons. 2001. “Socialization Tactics and Person-organization Fit.” Personnel
Psychology 54 (1): 1-23. doi:10.1111/.1744-6570.2001.tb00083.x.


https://doi.org/10.1080/10967494.2013.817253
https://doi.org/10.1257/aer.99.1.544
https://doi.org/10.1093/qje/qjt008
https://doi.org/10.1111/j.1540-6210.2012.02621.x
https://doi.org/10.1111/j.1540-6210.2012.02621.x
http://org/10.1111/puar.12313
http://org/10.1111/puar.12313
https://doi.org/10.1177/0734371X13520460
https://doi.org/10.1177/0734371X17697246
https://doi.org/10.1080/10967494.2018.1425229
https://doi.org/10.5465/19416520.2016.1153260
https://doi.org/10.5465/19416520.2016.1153260
https://doi.org/10.1111/puar.12248
https://doi.org/10.1080/14719037.2017.1400580
https://doi.org/10.1080/14719037.2017.1309100
https://doi.org/10.1080/14719037.2017.1309100
https://doi.org/10.1111/j.1744-6570.2001.tb00083.x

PUBLIC MANAGEMENT REVIEW 1553

Cantarelli, P., P. Belardinelli, and N. Belle. 2016. “A Meta-analysis of Job Satisfaction Correlates in
the Public Administration Literature.” Review of Public Personnel Administration 36 (2): 115-44.
doi:10.1177/0734371X15578534.

Chen, C.-A.,, and B. Bozeman. 2013. “Understanding Public and Nonprofit Managers’ Motivation
through the Lens of Self-determination Theory.” Public Management Review 15 (4): 584-607.
doi:10.1080/14719037.2012.698853.

Chen, C.-A., and C.-W. Hsieh. 2015. “Does Pursuing External Incentives Compromise Public Service
Motivation? Comparing the Effects of Job Security and High Pay.” Public Management Review 17
(8): 1190-213. doi:10.1080/14719037.2014.895032.

Christensen, R. K., L. Paarlberg, and J. L. Perry. 2017. “Public Service Motivation Research: Lessons
for Practice.” Public Administration Review 77 (4): 529-42. doi:10.1111/puar.12796.

de Bekker-Grob, E. W., M. Ryan, and K. Gerard. 2012. “Discrete Choice Experiments in Health
Economics: A Review of the Literature.” Health Economics 21 (2): 145-72. doi:10.1002/
hec.1697.

Deci, E. L., A. H. Olafsen, and R. M. Ryan. 2017. “Self-determination Theory in Work Organizations:
The State of a Science.” Annual Review of Organizational Psychology and Organizational Behavior
4: 19-43. doi:10.1146/annurev-orgpsych-032516-113108.

Deci, E. L., and R. M. Ryan. 2000. “The What and Why of Goal Pursuits: Human Needs and the
Self-determination of Behavior.” Psychological Inquiry 11 (4): 227-68. doi:10.1207/
S15327965PLI1104_01.

Diefenbach, T. 2009. “New Public Management in Public Sector Organizations: The Dark Sides of
Managerialistic Enlightenment.” Public Administration 87 (4): 892-909. doi:10.1111/j.1467-
9299.2009.01766.x.

Farr-Wharton, R., Y. Brunetto, and K. Shacklock. 2011. “Professionals’ Supervisor-Subordinate
Relationships, Autonomy and Commitment in Australia: A Leader-Member Exchange Theory
Perspective.” The International Journal of Human Resource Management 22 (17): 3496-512.
doi:10.1080/09585192.2011.599681.

Fereday, J., and E. Muir-Cochrane. 2006. “Demonstrating Rigor Using Thematic Analysis: A Hybrid
Approach of Inductive and Deductive Coding and Theme Development.” International Journal of
Qualitative Methods 5 (1): 80-92. doi:10.1177/160940690600500107.

Gneezy, U., and A. Rustichini. 2000. “Pay Enough or Don’t Pay at All.” The Quarterly Journal of
Economics 115 (3): 791-810. doi:10.1162/gjec.2000.115.issue-3.

Grant, A. M. 2007. “Relational Job Design and the Motivation to Make a Prosocial Difference.”
Academy of Management Review 32 (2): 393-417. doi:10.5465/amr.2007.24351328.

Grant, A. M. 2008. “Does Intrinsic Motivation Fuel the Prosocial Fire? Motivational Synergy in
Predicting Persistence, Performance, and Productivity.” Journal of Applied Psychology 93 (1):
48-58. doi:10.1037/0021-9010.93.1.48.

Grant, A. M., and J. Shin. 2011. “Work Motivation: Directing, Energizing, and Maintaining Effort
(and Research).” In The Oxford Handbook of Human Motivation, edited by R. M. Ryan, 505-19.
New York, NY: Oxford University Press.

Grant, A. M., and J. W. Berry. 2011. “The Necessity of Others Is the Mother of Invention: Intrinsic
and Prosocial Motivations, Perspective Taking, and Creativity.” Academy of Management Journal
54 (1): 73-96. do0i:10.5465/amj.2011.59215085.

Hendren, K., Q. E. Luo, and S. K. Pandey. 2018. “The State of Mixed Methods Research in Public
Administration and Public Policy.” Public Administration Review. Early View. doi:10.1111/
puar.12981.

Kjeldsen, A. M., and C. B. Jacobsen. 2012. “Public Service Motivation and Employment Sector:
Attraction or Socialization?” Journal of Public Administration Research and Theory 23 (4):
899-926. doi:10.1093/jopart/mus039.

Krippendorff, K. 2004. Content Analysis: An Introduction to Its Methodology. Washington, D. C.:
Sage.

Lewis, G. B, and S. A. Frank. 2002. “Who Wants to Work for the Government?” Public
Administration Review 62 (4): 395-404. doi:10.1111/0033-3352.00193.

Marvel, J. D., and W. G. Resh. 2018. “An Unconscious Drive to Help Others? Using the Implicit
Association Test to Measure Prosocial Motivation.” International Public Management Journal.
doi:10.1080/10967494.2018.1471013.


https://doi.org/10.1177/0734371X15578534
https://doi.org/10.1080/14719037.2012.698853
https://doi.org/10.1080/14719037.2014.895032
https://doi.org/10.1111/puar.12796
https://doi.org/10.1002/hec.1697
https://doi.org/10.1002/hec.1697
https://doi.org/10.1146/annurev-orgpsych-032516-113108
https://doi.org/10.1207/S15327965PLI1104_01
https://doi.org/10.1207/S15327965PLI1104_01
https://doi.org/10.1111/j.1467-9299.2009.01766.x
https://doi.org/10.1111/j.1467-9299.2009.01766.x
https://doi.org/10.1080/09585192.2011.599681
https://doi.org/10.1177/160940690600500107
https://doi.org/10.1162/qjec.2000.115.issue-3
https://doi.org/10.5465/amr.2007.24351328
https://doi.org/10.1037/0021-9010.93.1.48
https://doi.org/10.5465/amj.2011.59215085
https://doi.org/10.1111/puar.12981
https://doi.org/10.1111/puar.12981
https://doi.org/10.1093/jopart/mus039
https://doi.org/10.1111/0033-3352.00193
https://doi.org/10.1080/10967494.2018.1471013

1554 e P. CANTARELLI ET AL.

Mele, V., and P. Belardinelli. 2018. “Mixed Methods in Public Administration Research: Selecting,
Sequencing, and Connecting.” Journal of Public Administration Research and Theory. doi:10.1093/
jopart/muy046.

Noordegraaf, M. 2007. “From “pure” to “hybrid” Professionalism: Present-day Professionalism in
Ambiguous Public Domains.” Administration & Society 39 (6): 761-85. doi:10.1177/
0095399707304434.

Parola, H. R., M. B. Harari, D. E. L. Herst, and P. Prysmakova. 2018. “Demographic Determinants of
Public Service Motivation: A Meta-analysis of PSM-age And-gender Relationships.” Public
Management Review. doi:10.1080/14719037.2018.1550108.

Pedersen, M. J. 2015. “Activating the Forces of Public Service Motivation: Evidence from a Low-
Intensity Randomized Survey Experiment.” Public Administration Review 75 (5): 734-46.
doi:10.1111/puar.12325.

Perry, J. L. 2012. “How Can We Improve Our Science to Generate More Usable Knowledge for
Public Professionals?” Public Administration Review 72 (4): 479-82. doi:10.1111/j.1540-
6210.2012.02607.x.

Perry, J. L. 2014. “The Motivational Bases of Public Service: Foundations for a Third Wave of
Research.” Asia Pacific Journal of Public Administration 36 (1): 34-47. doi:10.1080/
23276665.2014.892272.

Perry, J. L, A. Hondeghem, and L. R. Wise. 2010. “Revisiting the Motivational Bases of Public
Service: Twenty Years of Research and an Agenda for the Future.” Public Administration Review
70 (5): 681-90. doi:10.1111/j.1540-6210.2010.02196.x.

Perry, J. L., and L. R. Wise. 1990. “The Motivational Bases of Public Service.” Public Administration
Review 50 (3): 367-73. doi:10.2307/976618.

Raimondo, E., and K. E. Newcomer. 2017. “Mixed-methods Inquiry in Public Administration: The
Interaction of Theory, Methodology, and Praxis.” Review of Public Personnel Administration 37
(2): 183-201. doi:10.1177/0734371X17697247.

Ritz, A., G. A. Brewer, and O. Neumann. 2016. “Public Service Motivation: A Systematic Literature
Review and Outlook.” Public Administration Review 76 (3): 414-26. doi:10.1111/puar.12505.
Ryan, M., J. R. Kolstad, P. C. Rockers, and C. Dolea. 2012. How to Conduct A Discrete Choice
Experiment for Health Workforce Recruitment and Retention in Remote and Rural Areas: A User

Guide with Case Studies. Geneva, Switzerland: World Health Organization & Capacity Plus.

Sarto, F., G. Veronesi, and I. Kirkpatrick. 2018. “Organizing Professionals and Their Impact on
Performance: The Case of Public Health Doctors in the Italian SSN.” Public Management Review.
doi:10.1080/14719037.2018.1544270.

Street, D. J., L. Burgess, and J. J. Louviere. 2005. “Quick and Easy Choice Sets: Constructing Optimal
and Nearly Optimal Stated Choice Experiments.” International Journal of Research in Marketing
22 (4): 459-70. doi:10.1016/j.ijjresmar.2005.09.003.

Van de Walle, S., B. Steijn, and S. Jilke. 2015. “Extrinsic Motivation, PSM and Labour Market
Characteristics: A Multilevel Model of Public Sector Employment Preference in 26 Countries.”
International ~ Review of Administrative Sciences 81 (4): 833-55. doi:10.1177/
0020852314563899.

Vandenabeele, W. 2007. “Toward a Public Administration Theory of Public Service Motivation: An
Institutional ~Approach.” Public Management Review 9 (4): 545-56. doi:10.1080/
14719030701726697.

Vandenabeele, W. 2008. “Government Calling: Public Service Motivation as an Element in Selecting
Government as an Employer of Choice.” Public Administration 86 (4): 1089-105.

Vogel, D., and A. Kroll. 2016. “The Stability and Change of PSM-related Values across Time: Testing
Theoretical Expectations against Panel Data.” International Public Management Journal 19 (1):
53-77. doi:10.1080/10967494.2015.1047544.

Weibel, A., K. Rost, and M. Osterloh. 2010. “Pay for Performance in the Public sector-Benefits and
(hidden) Costs.” Journal of Public Administration Research and Theory 20 (2): 387-412.
doi:10.1093/jopart/mup009.

Wright, B. E,, and A. M. Grant. 2010. “Unanswered Questions about Public Service Motivation:
Designing Research to Address Key Issues of Emergence and Effects.” Public Administration
Review 70 (5): 691-700. doi:10.1111/j.1540-6210.2010.02197 x.


https://doi.org/10.1093/jopart/muy046
https://doi.org/10.1093/jopart/muy046
https://doi.org/10.1177/0095399707304434
https://doi.org/10.1177/0095399707304434
https://doi.org/10.1080/14719037.2018.1550108
https://doi.org/10.1111/puar.12325
https://doi.org/10.1111/j.1540-6210.2012.02607.x
https://doi.org/10.1111/j.1540-6210.2012.02607.x
https://doi.org/10.1080/23276665.2014.892272
https://doi.org/10.1080/23276665.2014.892272
https://doi.org/10.1111/j.1540-6210.2010.02196.x
https://doi.org/10.2307/976618
https://doi.org/10.1177/0734371X17697247
https://doi.org/10.1111/puar.12505
https://doi.org/10.1080/14719037.2018.1544270
https://doi.org/10.1016/j.ijresmar.2005.09.003
https://doi.org/10.1177/0020852314563899
https://doi.org/10.1177/0020852314563899
https://doi.org/10.1080/14719030701726697
https://doi.org/10.1080/14719030701726697
https://doi.org/10.1080/10967494.2015.1047544
https://doi.org/10.1093/jopart/mup009
https://doi.org/10.1111/j.1540-6210.2010.02197.x

PUBLIC MANAGEMENT REVIEW 1555

(panunuod)

(Juanpd ay3 uo s3] ayl JO UOINIAXS

ay1 buunp Awouoinp in4, Aupubaid jo saibojodAl

awos bupal) Uy SNoWouoIND D SAIAIMPIW 1Y)

ys11qpisa sauljapinb [puoibay, ,pjay ay1 uj sivak ayl 1A0

Ppauipb anpy | 1oya sjys pup abpajmouy ayl uo paspq

Awouoinp aiow aAvy 01 axif pnom 1) SIINILIJWOD
SANO 40 NOILINDOD3Y V S| AWONOLNY

(,wopaaly Jo saaibap

aiow dw anlb pjnom Awouoinp aio, ,2A0] | 1Dy}
uoissajoud ay) bujop Jo uondDJsILS 3yl S| Awouolny,
,aMI1I3}4a alow aq pinom ajoi Aw :Awouoinp aiow

‘(a9

pinoys 13y} inq ‘sAop [puoppu uo bupyiom uaym Aipjps
alow Apupdyiubls Jou si aidyy, Ajpidubuy papiomal
Jou s1 sAopijoy jouonpu uo bunop,) SNOILIANOD
ONINYOM ANV ‘IINILIdWOD ‘IINIIYIdXI

SANO 40 NOILINDOD3Y V 38 ATNOM AHVIVS FHOW

(un Aw ur pamoyip jou

SI 3WIIAAQ, ,2]QDOP UYM J3I[ID3 dAD3| | ‘Inydjay uaym
Jabuoj Abis | ‘aw1iaA0 YIOM JOU Op |, ,2WILIA0 BuIpIOAD
03 uonuanp sAod osiniadns Ay, ,siaboubw asinu 1oj
AIpps pi)xa 0} ppaj Jou sa0p awiAQ,) NOILYZINYDHO
JHL A9 @39VYN0DSIA SI “(pawipaid aq Jouup>

11 asnp2aq buifouup si awiiaAQ, ,2unNos buiwiodaq
upy) 134101 AIDUIPIODIIXS UIDWAI PINOYS dWILIBAQ,
,SYIYS Uaamlaq sypaiq pauupjd ayp} 03 Addpy wp |,) JNIL

3DN3L1IdWO0D 404 @33N

PpY | ysim 1) ONIZINYOHO-413S SMOTTV AWONOLNY AWONOLNY 404 433N

NOILYINS3Y DISNIYLNI

ATIWVH S3NO SN3LV3YHL A18V10Id34dNN JWILYINO
NOLLYINS3Y TYNYILX3

NOILYIN93d @31V4OILINI — A3I41INIAI - AILDIFOYLNI

'SJUBWIRILIS ,S99M3IAIRIU| | Xipuaddy



(panupuod)

(2w xau a3y} paipdaid ia)3q aq pup

uipa) auo aypw Aay) asnpaq bulisaialul aip aAjos O}
ynoyip aip 1py) spuaAg, bunsasaiul s1 buuupyd wajsAs
‘burioq si sy1ys buiboupyy, ,sioud [njuiipy Ajpruaiod
pup 3jqpIpaid 0] 2UY PUD IUIPYUOIIIAO O}

SpD3| 3U/IN0J 3y} 3sNDI3Qq SNOIABUDP A]aWaLIX3 S| SYSD)
aunnos bulwioay, buiisaiaul si sJUaAd Uaasaiojun
woy bupuibal pup bujajos “1IPu0d 3pIauab 0} Spua)
1 asnp2aq buifouun si saypuipiogns buiydipm sopadsul
a3 )| bulfaa4, 11043 YI0M D1IX3 N0 JO 2IDMD Ajjnj wp
| asnp2aq sawiy buppm buoj 1noqp syuipjdwiod suosiad
buifupdwoop pup suaipd yum buipap yonw

D ayl| Jou op | ‘A bulpd Aup 3y |, bunsasaiul
s1 Ao [potul> Auy sbnip buifnq pup ‘sjooy buiiapio
‘syiys buibpupw apnjour sysby buliog, ,awosuaping

SI ‘pp3JsuU] ‘Ypis JO JAQUINU dY] UIDIUIDW 0] JIOYS
snoNuU0) "Y2ipasal bujop pup sadinias paipibajul
aiow bujubisap apnjoul syspy bunsaiayuj, yiomiadpd uo
150/ s1 Inoy auo 1noqp ‘ui0gmau Aup Joy :bunsom awi
aip sainpa>oid J11poNDaing,) HIMOYD TYNOISSIH0Yd

(,81doad bunpaow pup buipuipiood

uy sjiys panoidwy s,2uo Jo uoniubodal b si sajpuipiogns
alow buibbupyy , ,WD3} 3Y3 UIYNM passalis ssa|

3q pup 24p2 Ja}13q apinoid upd am by} os A|ppoiq aiow
sainpazoid bupjiom aipys o3 Ayunyoddo ayy sapinoid
sajpuipiogns aiow buibpupyy, s)uawanoidwi adInias
3/qibup) 0] sppaj 1 uaym buipipmai s| sajpuipiogns
aiow buiboupyy, ,21qpop aip suolysabbns pup spapi s,auo
YoNW MOy pupisiapun pup [Dal aIb S[jIys [pLAbLUDW
5,9U0 YINW MOY 153} UDD U0 jas s,2u0 0} abuajjpy>

D s1 saipuipiogns aiow buibpubjy,) NOILOWOYd

4334VD V SI SALYNIQYOANS IHOW ONIDVNYIN

(,suonisod

Ausianiun pjoy os|p oym sjpuoissajoid yum paipduiod
J1 Apidadsa ‘moj 00} si ydiym “Aipjps a3y 1noqo
a)pqap UaYo sasinp, Aauow aiow ynw uiba siafojd
132205, ,2A123}a SD aq Isnwi A3y} asnbraq siaboupw
doy sp yonwi sp aypw pinoys siabobupw 3ppiy,

LY1pap 1o 31y Jou si 11 ‘podwy ub aapy Aay1 ybnoy) uang
31D am s yanw sp piod aip s134d03},) SNOISSIH0Y
YIHLO OL ANV (sa2uanbasuod [piuajod ayy pup
saljiqisuodsai qof ayy Jo asnpdaq aypnbapou si Aipjps
241N 3YyJ, 3sUds aypw pinom Aipjps 1aybiy v I yum
sawo> 1oyl ANjiqisuodsas ayy pup Awouoinp Jo 3aibap
ay} uanp, ,a1pudoiddp aq pinom Aipjps 1aybry 31 b os
‘Ayiqisuodsal p s 3jij ubwiny pup ajdoad yum buipag,)

1556 P. CANTARELLI ET AL,

AV1d 1V SINVLS FHL OL AIHYdWOD ALINDI NIHLONIYLS
NOILYIN93d @31V4OILINI — A3I41INIAI — AILDIrOYLNI

ANV TYNOSH3d S, ANO MOTIV SHSVL DNILSIHILNI
NOILYINS3Y JISNIYLNI

NOILYINS3Y TYNYILX3

‘(panuniuod) L xipuaddy



PUBLIC MANAGEMENT REVIEW 1557

(panupuo?)

(, $324n0sal syl Jo asn Jsaq
ayy bupypw Aq ajoym b sp uolpziupbio ay uo Poduwi up
buiaby ay |, ,synsal aisod axnpoid sadinias aipIYIpay
ubisap 0} spoya InoA uaym buipiomai s jj, uonpziupbio

ay3 JoJ [nyasn si yiom Aw oy aA1e24ad | uaym
paysips wo |, yun Aw uiyum qof poob ay) ybnoiyl
uolssiw [puopziupbio 1appoiq ay) 03 bunngLauod
a¥If 1) SIY0D TYNOILVZINYOYO 40 LNIWIATIHOY
JHL OL SALNGILNOD :(Sa2IAIas 2ipIy3[pay
buibpupw uo snoj ubd Aay) 1oyl 0s wpay Aw uo
ainssaid [pUDUY Y] IDIA3JD 0} aA0] pjnom |, ,qof J1ay}
op up s[puojssajoid by} 0s suoRIPUOD bupyiom 153q
ayy bunpaid,) SINOYdWI ION3IYIdXT SINIILYd LYHL
0S YYOM ,SILYNIQHOENS SILYLIIDVAL ‘(2Apy pjnoys
am 1oy3 1odwy 1siy ay3 si suosiad buifupdwioddp pup
suanpd ym Jsniy jo apwipd b bulysyqois3, uoissajoid
SIY1 Ul paiinbai sjjiys 3os pup pivy ay3 sanbpajjod
1abunoA bujyopa) anoj |, 53211204d 153G pub 23U3pPING MU
JO SSaURIDMD JUD)SUO) Salinbai 31 asnp3aq buibuajpy>
s odwi up buiaby, ,buifbs pup bujop wo | Jpym ui
Juapyuod Any wp | uaym spuaipd uo ppdwy up buirby
240/ |,) @3YILSYW SYH INO LYHM SIDILOVYd SIHOVAL
/5304 INO NIHM DNIGYYM3Y SI LOVdWI NV ONIAVH

NOILYINS3Y JISNIYLNI NOILYIN93d A31VH4OILINI — A3I41INIAI — AILDIFOYLNI NOILYINS3Y TYNYILX3

‘(pPanunuo)) *1 xipuaddy



1558 P. CANTARELLI ET AL,

(panunuod)

(,p21DYJIID) OS|D 24D — SUOIIDIIOSSD J3IUNJOA

pup ‘sadiof d1jod ‘sianybyaiy sp yons — siapjoyaxpls

DUIRIXD ‘(1224100 sainpadoid upjd 03 Awouonp Aw asn
141,) YHOM ,SHIHLO DNILYLIIDY4 SMOT1TY AWONOLNY

(,SuoIpUO> 413yl paraifal aAbY noA 1oyy anadad nok
uaym buipiomai s| spuaipd yum 1opjuod 3y, ssaippo
Jouupd | by} SID[W0d ,S31DUIPIOGNS YNM JUWIIED
uj uaym ssajiamod [3a) |, ,Sawil) 10 3jqpIOJLIOIUN

SI SIy] “sisoubpip b 1oj ysp )AL SAWNIAWOS

1Nq [DIUBWINIISU S| YIOM INQ, 10| D SALDA YdIYMm
‘1X23U02 ay1 uo paspq buipubwap 1o buipipmai Alyby aq
up2 1 :pioms pabpa-ajqnop b S| saLIDIYUQ YIIM 1ODIUOD
3y, ,anissaibbp awo03aq suosiad buifubdworp suanod
sawiawios, ,ybiy Aian aib ualyo yaym ‘suoppradxa
,Swuanod pup ,sanbpajjod 323w 0} buijipj 1nogp
PauIaIU0d WD |, AW SUNY 3q pjnoys i sp Jou sI 1Dyl
Bujyifup ‘yonw 003 aziyipdwa | sawdWOS,) 1N4SSIHLS
001 IW0D39 LON 0 1DM4NOD ANV AHLVdINT ‘(2w
sainbal sjy1 3nq “sniy [pninw uo paspq sdiysuolpjal
buiysiiqpisa ayij |, ,paualpaiyl S| 2ipd 124Ip 210DY>
53W023G YI0M Y] UBY/A "P3YSIM SD WdY] 10} /D JOUUDI
auo “Aubwi 00} aIp spualpd uayp, ,saka ay) Ul way) 3oo|
puD S3WDU 413y} UID3| 0} 3 SMOJID YIYs dUO Ul JDal) |
1Y) Spua1IDd JO JaQUINU dY) USYM PaYSIDS WD |, NYYIp
S| SHQDY pup $3IN}Nd JUIaYIp KIaA Yyum siaypads
upljpyj-uou o} bunpjay,) 319v¥v3a SI YIAWNN IHL SY

ONOT SY DONIQYVM3Y SI SIIYVIDIFAINIE ANVIN ONIAVH

(noup Alawaiixa si (b Joj awi [puosiad 1oy

pippubis ybiy b mojip sinoy bupjiom ay by} 0s syiys
buiysiiqpisa 1p buiwyy “Ajsnoaupynwis sinoy [puosiad
pup buppiom ay1 jo 1pd st syiys buibbubyy, yiom

10 3J1 no jo Aofow ay uads am pup 3y s,Apoghiana
aduanyul syIys, buipubwiap s sinoy bupjiom buinas
ybnoayy 3 sawuipiogns bundayy,) INIL ATINYS
/SALYNIQHOENS ONILDI44Y (/pisapad v uo aq o)
al1sap ay3 Jwij pub salpuipioqns juasaidal o) Aujiqp ayy
Ja1spw 0] paau siosiaiadns, ,ybiy Aiaa Ajjpnsn aip asoyl
asnpaq ybnoy si suonbadxa saipuipiogns bunaayy,
,SPaau JuaJayIp Aian yim ajdoad Juaiayip Aian 01 yp3
0} aADY $1051AI3ANS, J3YI0UD YUM AIINPOIdIAIUN0D 3G
Abw apuipiogns b yum syiom 1oy} buiyzawos :y>voiddp
JID-S1Y-32I5-3U0 D Jou S| 33y}, 2wnAup anssi Aup

104 nof 03 sawod ApoqAup 1Y) subaw Juiod dUIJa4
p buiag, Abp aua ay) sjpuojssajoid Aubw o) payjp}
3ADY | INQ [|D JD PIYIOM JOU SADY | Y| [33) | SAWIIUBYQ,
Aupw jo |jpq buiysund ay) ‘ipobadpds ayy si osinadns
3y, ,paldadnb pub paniadal [[am SADMID 10U 3ip 3sayl
:2jqohofua Jou si suopdnisul bupincid,) SAIHSNOILY13Y
TYNOSH3d TNASSIHLS NI ONIDVYON3 ‘(ysp} awosuaping
D 51 153q siy/iay buinguuod jo uompuod ay) uf ind

s1 ApoqAiana 1oy os syiys bupyiom bujuupyg, ,sjpsodoid
|pu0IDZIUDBIO UJOf 0] [IDy SaIDUIPIOGNS UdYM AI3IXUD pUD
52415 JO 324N0S D S| Jj, ,SUOLINIISU] MOJjOJ SAIDUIPIOGNS
aypwi 0} pavy si 3j, Aujpnbaul buipioAp pub LI
ybnoua .ipy buifojdwa spaau siun pup ,salpuipiogns
bupupipq sainbai 3 :2iowiybiu o s syiys buiuupyd,
JYam Ajuapl Jou saop aipuipiogns ay by sjpob ubissp
0} aADY | SawaWoS, ,papiroid aq pjnoys 1Y) sadiAIas
2ID2Y}[D3Y Y1 YHm saysp|d sanbpajj0d JO Jquinu payuly
D yym abupyd buippai,) SIY0D ONILIITINOD IDINVIVE

OL SNIAIMLS STUVINI SILYNIQHOENS FHOW DNIDYNYIN

NOILYINS3Y JISNIYLNI

NOILYIN934 @3LVH4OILINI — A3I41INIAI — AILOIFOYLNI

NOILYINS3Y TYNYILX3

SSANQILYI3d 04 d3aN

‘(panunuod) L xipuaddy



PUBLIC MANAGEMENT REVIEW 1559

(,S199JUNJOA YIIM PapUNOJU0) i s|puoissajoid

Jo dnoub uno ‘sawinualyQ, ,3/o0ym b sb uoissajoid ay}
J10j uopiubodai 21jqnd 1noqp aipd pinoys ay(s) ‘uoissajoid
buisinu ay} ul saAdljaq uo Jj, ,0p M IDYM mouy Jou
op ajdoad “uoissajoid ino Jo JuaJU0d ayl JO SSAUIDMD
ajowod 0} paau aj1,) ITIOHM ¥ SY NOISSIH08d IHL 40
ALILNIAI 3HL YO4 ONISSIW TIILS ‘(uny Jou Aspa sayyiau
sI [043U02 Japun uonpuLIojul buidaay ‘swajqoid sasnpd
uonjubodai d1qnd [pnpinipuj, Aspa 1dadxa buiyifiana

I DIPaW [DI0] 3Y] YNM UOHDULIOU 1231100 3y} Bulibys,
,uorssajoad sjy) asooyd 0} UOSDaJ UIDW 3y} JOU SI SIy)
ains wo | “Jubpodwi jou si uoubodal dygnd [pnpiaipuj,
,paysips Ajjny 934 03 Aipssazau Ajjpai Jou s| 3, Wy}

0] [njasn si Asaunod pup apiws Aw by aw fj23 suaod
10y J2jaid | Jaypi ‘dw 0} JUPASJ2LII SI UONIUBOIaI
o1qnd buiniaday, juawabvupw doj ayy woy uoniuboras
alow ppy noA ysim nof ‘awiy sano sbuyy poob [pus

(,panosduwi Aupw op nok uaym, Yiys awps 3y} uo aip nok 1py}
aq up> oy} buyifup jo abpajmouy Ajawi b aAby Addoy aip sanbpajjod uaym d1u S| 3, [NPYUDY) 2D PUD
| ‘sajpuipiogns 03 uajslj | uayMm,) SNOILONNASAA 40 awpu £q aw (> spuanpd uaym Jupspayd si 3, fuamy
SSAINFUYMY ATIWIL ¥ SITGVYNI SILYNIQI0INS HLIM Mou s Ja1ybnop ayy pup ,uioq som saybnop Auw uaym
(waya 03 udjsl 01 noA paau Ajuww Aay) :sjuaiipd o3 2434} 24oM NOA, 1Y) J2QWIWAI OYM SWnW o3ul uni
bunpjas sy uoissajoid Ino jo 2103 aY[,) NOISSIJOHd FHL nof uaym buipiomai si Jj,) SINIILYd ANV SINDYITI0D
40 LYV3H JHL LV SI SIN3ILYd HLIM 1DVINOD ININDIYA HLIM SISY8 INO-OL-3NO ¥V NO DNIGYVM3Y SI ALITIGISIA
NOILLYTNO3Y DISNIYLNI NOILYIND3Y d3LVYOILNI = AIIHIINIAI = AILDIFOYLNI NOILYINS3Y TYNYILXI

‘(panunuod) L xipuaddy



	Abstract
	Introduction
	The motivational bases of public mission-driven professions
	External regulation
	Introjected– identified– integrated regulation
	Intrinsic regulation
	Work motivation: stable trait or dynamic state?

	A sequential-explanatory mixed-methods design
	The discrete choice experiments
	The in-depth semi-structured interviews

	Results
	Motivational regulations– nurses and nurse managers
	Motivational regulations– nursing assistants
	Work motivation: stable trait or dynamic state?

	Discussion and conclusion
	Disclosure statement
	Notes on contributors
	References

