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Abstract. Job performance in the state sector is essential for the sustainable development of an economy. 
However, previous studies on the relationship among public service motivation (PSM), person–job fit 
(PJF), and job performance have yielded inconsistent results. Therefore, this study aims to explore the 
correlations between PSM, PJF, and job performance, with a particular focus on the state sector. After an 
extensive literature review, this study utilized quantitative methods to examine the correlation between 
PSM, PJF, and job performance. The data were analyzed employing Structural Equation Modeling 
(SEM), utilizing a sample of 263 participants who work at social insurance agencies, which are the state 
public organizations that serve employees for social insurance and health insurance. Preliminary results 
indicate that PSM positively influences both in-role job performance and extra-role job performance 
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within the state sector. Moreover, the results also indicate the mediating role of PJF in the correlation 
between PSM, in-role job performance and extra-role job performance. The research contributions 
provide theoretical evidence that PSM is one of the key factors in increasing job performance in the 
state sector. In addition, the practical implications are discussed to assist managers in improving job 
performance for the country’s sustainable development.
Keywords: public service motivation, person-job fit, in-role job performance, extra-role job performance 

1. Introduction

PSM has been described as a motivation to contribute to society, which can moti-
vate employees to actively perform meaningful public services (Nguyen et al., 2023). 
In the public management field, the PSM has been considered as a key determinant 
of employee behavior and organizational effectiveness. Many empirical studies have 
provided the evidence that PSM positively relates to organizational commitment, job 
satisfaction, job performance (Vandenabeele et al., 2018), extra-role job performance 
(Gould-Williams et al., 2013) and even as a measure of job performance (Andersen 
et al., 2014).

Over the years, scholars have investigated the relationship between PSM and em-
ployee behaviors. Most studies found the PSM to have a positive impact on in-role job 
performance. However, the role of PSM as a factor to increase different types of job 
performance is still being debated. The role of PSM in the relationship with job per-
formance should be investigated in a specific study context and specific type of per-
formance (Van Loon et al., 2015; Wright, 2015). Therefore, the limitation of previous 
studies is that they just focus on investigating the direct impact of PSM on in-role job 
performance and do not pay attention to the extra-role job performance, which is a 
positive behavior that also contributes to public service quality. 

Another gap of previous studies is that they have not investigated the indirect rela-
tionship between PSM with in-role job performance and extra-role job performance. 
PSM is directly and strongly related to employee performance unconditionally, but 
PSM can also be influenced by the person–environment fit (Van Loon et al., 2017). 
PJF is one type of person–environment fit that can be defined as employee ability, pref-
erence and the demand match to job requirements (Sylva et al., 2017). Some previous 
scholars predict PJF to have an important mediating role between PSM and employee 
job performance (Bright, 2007; Kim, 2006; Leisink & Steijn, 2009). 

Even though previous studies proved that PSM strongly increases positive employ-
ee behaviors, some scholars also warn that PSM is not an outstanding factor that gen-
erates desired outcomes and they therefore suggest evaluating the role of PSM depend-
ing on a particular situation (Vandenabeele et al., 2018). Thus, the investigation of the 
role of PSM in the direct relationship with employee job performance and the indirect 
relationship with job performance in one sector, e.g., social insurance agencies in the 



290

ISSN 2029-4581   eISSN 2345-0037   Organizations and Markets in Emerging Economies

emerging economy, is necessary to provide more evidence regarding the role of PSM in 
a different context.

Vietnam is an emerging country in the process of reforming public sector manage-
ment to increase satisfaction of the public customers. The social insurance agencies are 
important public sectors that need a reform to serve the employees and enterprises 
better to improve the quality of life and wellbeing of the citizens. The social insurance 
agencies have the functions of implementing the policies of social insurance and health 
insurance and managing the social insurance and health insurance funds. The social 
insurance agencies are in the process of reforming service quality. Currently, social in-
surance agencies face challenges when downsizing the workforce while serving more 
customers, e.g., there are 145,200 social insurance records waiting for processing. This 
situation needs to push the PSM to increase in-role job performance and extra-role job 
performance. However, practical studies of the relationship between PSM and in-role 
job performance and extra-role job performance have not been conducted.

This study will explore the relationship between PSM and in-role job performance 
and extra-role job performance directly in the social insurance agencies. Additionally, 
we also test the mediating mechanism of PJF in the relationship between PSM and in-
role job performance and extra-role job performance. Through an empirical study, this 
study aims to have both theoretical and practical implications. By testing the hypoth-
eses on the relationship between PSM, PJF, and job performance, this study provides 
the implications for managers in the social insurance agencies on how to push PSM to 
increase the in-role job performance and extra-role job performance to serve public 
customers effectively.

2. Literature Review

2.1 Study concepts

2.1.1 Public Service Motivation 
Public Service Motivation (PSM) is defined as the intrinsic motivation of employees 
to serve public communities and enhance societal well-being (Van Loon et al., 2017). 
PSM reflects a commitment to public service, driving behaviors that benefit society. 
Employees with high PSM are often more satisfied with their jobs, particularly in the 
public sector, where their values align with organizational goals (Ritz et al., 2021). PSM 
is an internal motivator that increases job satisfaction, organizational commitment, and 
support for reform and civic behavior (Pandey et al., 2008; Taylor, 2014). It is under-
stood as a willingness to contribute to the public good without prioritizing self-interest 
(Vandenabeele et al., 2018).

According to Ritz et al. (2021), PSM involves three main motivational categories: 
rational motives (e.g., participation in policy-making), norm-based motives (e.g., com-
munity service, loyalty, and equality), and affective motives (e.g., benevolence and 
charity).  PSM is activated by values that prioritize societal interests over personal gain, 
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measured through four dimensions: attraction to public policy, commitment to public 
interests, compassion, and self-sacrifice (Liu & Perry, 2016).

2.1.2 Job Performance
Job performance is a widely used term across various scientific fields, particularly in 
management science. It refers to the behaviors and outcomes produced by individuals 
in their jobs, encompassing the products, consequences, and results of their work. This 
performance is demonstrated through employees’ ability to perform specific tasks us-
ing their knowledge, tools, and techniques, which is crucial for performance appraisals 
that assess task completion and potential for development (Taylor, 2021). Job perfor-
mance, initially a private sector concept, has become prevalent in the public sector due 
to new public management reforms. In the public sector, job performance is evaluated 
through multiple dimensions such as efficiency, effectiveness, rapid feedback, and jus-
tice (Brewer & Walker, 2010). 

Effectiveness, reflecting the ratio between actual outcomes and desired objectives, 
is particularly important in public sector evaluations (Taylor, 2021). This study focuses 
on employee behavior and job outcomes within public organizations, categorizing job 
performance into in-role and extra-role performance (Van Loon et al., 2017). Employ-
ees contribute to organizational goals through task performance and helping colleagues, 
both of which are crucial in public sector job performance appraisals (Gould-Williams 
et al., 2015; Van Loon et al., 2017).

2.1.2.1 In-Role Job Performance
In-role job performance refers to how employees fulfill their job responsibilities ac-
cording to their role and meet required standards (Ritz et al., 2021). It varies based 
on the job’s nature, with tasks like surgery requiring strict procedure adherence, unlike 
teaching. In-role performance involves completing duties outlined in the job descrip-
tion (Van Loon et al., 2017; Adil et al., 2019). It can be measured by supervisor ratings, 
employee perceptions, and goal attainment (Ritz et al., 2021). This study emphasizes 
how employees perceive their performance in meeting organizational tasks.

2.1.2.2 Extra-Role Job Performance
Extra-role job performance refers to voluntary behaviors where employees help oth-
ers in the organization without it being part of their job description (Van Loon et al., 
2017). These actions are crucial for achieving the organization’s mission, as simply ful-
filling assigned tasks is not always enough. For example, an experienced surgeon aiding 
a new colleague in hospital routines is vital, even if it is not required (Rai et al., 2018). 
While these contributions improve organizational performance, they often go unrecog-
nized in compensation systems (Mihalca et al., 2023).
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2.1.2.3 Person–Job Fit
Person–job fit (PJF) is the alignment between employee skills, abilities, values, and 
job requirements (Bright, 2021). It focuses on matching individual strengths and job 
demands, leading to improved performance and success (Zhu et al., 2018). According 
to vocational personality theory, individuals have different traits, so managers must se-
lect those whose characteristics align with job requirements (Kim et al., 2020). PJF is 
crucial in human resource management, emphasizing recruitment based on job com-
patibility. Van Loon et al. (2017) argue that PJF is more important than person–organ-
ization fit in mediating the relationship between Public Service Motivation (PSM) and 
in-role job performance, with PJF influencing both in-role and extra-role outcomes.

2.2 Hypotheses

2.2.1 The Relationship Between PSM and Job Performance
Van Loon et al. (2017) demonstrated a positive relationship between Public Service 
Motivation (PSM) and in-role job performance, as employees with high PSM exert 
more effort when their goals align with organizational objectives. Ritz (2021) reviewed 
26 studies, finding that 15 confirmed the direct impact of PSM on in-role job perfor-
mance. PSM encourages employees to achieve organizational goals while benefiting so-
ciety (Vandenabeele et al., 2014). Empirical research consistently shows a positive link 
between PSM and in-role performance (Im et al., 2016; Van Loon et al., 2017). How-
ever, some studies did not establish this connection (Ritz et al., 2021). Recent findings 
support that employees with high PSM tend to improve in-role job performance in 
public organizations ( Jensen et al., 2019). Based on this evidence, we hypothesize: 

H1. PSM positively impacts in-role job performance in the public sector.

PSM is expected to relate to extra-role job performance in public organizations, 
where employees voluntarily take on tasks beyond their official duties (Ritz et al., 
2021). Studies consistently show a positive relationship between PSM and extra-role 
performance (Gould-Williams et al., 2015). Employees with high PSM often engage in 
extra-role behaviors, driven by a desire to contribute to society (Van Loon et al., 2017). 
Recent research supports a strong positive link between PSM and extra-role perfor-
mance (Gould-Williams et al., 2015; Van Loon et al., 2017). Ritz et al. (2021) also not-
ed that PSM enhances both in-role and extra-role performance. Therefore, we propose: 

H2: PSM positively impacts extra-role job performance in the public sector.

2.2.2 The mediating role of person–job fit
Scholars have argued that person–job fit (PJF) plays a mediating role in the relation-
ship between public service motivation (PSM) and employee behaviors (Bellé, 2013; 
Taylor, 2015). PSM, which can be seen as a need to contribute to society and express 
oneself, enhances PJF, leading to improved job performance, particularly in-role perfor-
mance (Bright, 2021). Research has shown that PJF can fully or partially mediate the 
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relationship between PSM and job performance (Gould-Williams et al., 2015). Ritz et 
al. (2021) discussed that PJF, defined as the alignment between an employee’s abilities 
and values with job requirements, is crucial in mediating the PSM–job performance 
link. PSM impacts job performance both directly and indirectly through PJF. However, 
while PJF is shown to mediate the effect of PSM on in-role performance, it does not 
mediate the relationship between PSM and extra-role performance (Van Loon et al., 
2017). We agree with previous findings that employees whose abilities, values, and at-
titudes fit their job are more likely to excel in their roles and take on additional tasks. 
Thus, we propose: 

H3: PJF mediates the relationship between PSM and in-role job performance in the public sector. 

H4: PJF mediates the relationship between PSM and extra-role job performance in the public 
sector.

Based on hypotheses that include H1, H2, H2, H3, and H4, we propose the research 
model as follows (Figure 1):

Figure 1
The Study Framework
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3. Methodology

3.1 Survey Respondents 

According to Hair et al. (2019), the recommended sample is at least five participants 
per independent variable, and an ideal ratio is 15 to 20 respondents per independent 
variable in the research model. Our study model included two independent variables; 
thus, we selected 263 employees who work in the social insurance agency, which al-
lowed for data analysis by AMOS-SEM. The employees in the study sample work in 
11 social insurance agencies with different roles such as insurance inspection, social 
insurance payment, social insurance collection, and administration office. The social 
insurance agency has functions to provide social insurance services for enterprises and 



294

ISSN 2029-4581   eISSN 2345-0037   Organizations and Markets in Emerging Economies

employees, such as social insurance collection and payment for pension benefits, health 
insurance, and unemployment insurance. We conducted a pilot study with employees 
of social insurance agencies to ensure that the items, after being translated by us into 
Vietnamese, are clear for employees participating in the survey. This helps ensure more 
accurate responses to the questionnaire. Therefore, we asked the respondents whether 
there were any items in the questionnaire that they do not fully understand, and how 
they understand the content of each item listed below. The results showed that we did 
not need to adjust the wording of the items in the questionnaire. 

We selected the sample using a convenience sampling method, ensuring that it 
was still representative of the overall study population. We chose 11 social insurance 
agencies, representing more than 17% of provincial-level social insurance agencies, for 
the survey. At each agency, we distributed 25 questionnaires, totaling 275 question-
naires across 11 social insurance agencies. At each agency, we surveyed over 20% of 
the employees from all departments, including departments such as human resources, 
accounting, insurance collection, insurance payment, and inspection. On average, we 
distributed 3–5 questionnaires per department. We asked the management of the so-
cial insurance agencies to assist in distributing the questionnaires to employees in all 
departments and collecting them within two months. We received 263 valid responses, 
achieving a response rate of 95.63%, with the number of responses from each depart-
ment over 15% of the department’s employees.

3.2 Variable Measure 

The study included four variable dimensions, each assessed using a 5-point Likert scale, 
ranging from 1 (totally disagree) to 5 (completely agree). The PSM scale had seven ob-
served items: “I think participating in activities to solve the social problem is important”, 
“I think the equality chance for residents is important”, “It is important that the residents 
could use the continuous service", “The care for the resident benefit and happiness is 
important”, “I empathize with others who are facing difficulties“, “I support good plans to 
improve the lives of the poor, even if they are costly to me“, and „I am willing to sacrifice 
personal interests if it helps others“. The PSM scale, which has one dimension adapted 
from Kim et al. (2013) and Wright et al. (2013), had a Cronbach’s alpha of 0.855.

JPF scale included five observed items: “The job characteristics that I desire could 
be found at my current job”, “My job allows me to do everything that I like”, “My job 
offers me the chance to attain my targets that I think are important”, “If I think about 
what I want to attain, I think that I chose the right job”, “My job that I am doing is my 
favorite”. JPF scale,  which was adapted from Van Loon et al. (2015), had Cronbach’s 
alpha of 0.823.

In-role job performance consisted of three observed items: “I always obtain the of-
ficial requirement on outcomes in my job”, “I devotedly perform my duties to reach the 
expected outcomes”, and “I always carry out the main duties well”. It had Cronbach’s 
alpha of 0.839. The extra-role performance consisted of three observed items: “I help 
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my colleagues if they have work”, “I help my new colleagues even if they do not request”, 
and “I will pause to share information with my colleagues if they need”. The in-role and 
extra-role job performances were adapted from Meier and O’ Toole (2013), with Cron-
bach’s alpha of 0.874.

3.3 Common Method Bias and Data Tests 

This study employed the Harman method to assess potential bias problems. All study 
variables were consolidated into a single factor to test the correlation between measured 
constructs. The exploratory factor analysis (EFA) test revealed a variance extracted of 
32.45%, falling below the 50% threshold, suggesting the absence of common method 
bias in the survey data. Prior to data analysis, scale reliability was assessed, ensuring 
that corrected item-total correlations were below 0.3 and Cronbach’s alpha exceeded 
0.6 (Hair et al., 2019).

To evaluate model fit and validity, confirmatory factor analysis (CFA) was conduct-
ed using AMOS 24. Acceptable fit criteria included a χ2/df ratio below 3, Comparative 
Fit Index (CFI) above 0.9, Goodness of Fit Index (GFI) exceeding 0.9, Tucker-Lewis 
Index (TLI) surpassing 0.9, and the RMSEA test was used to measure the goodness 
of fit for statistical models with values below 0.08 (Hair et al., 2019). Additionally, the 
CFA was assessed, requiring Composite Reliability (CR) above 0.7 and Average Vari-
ance Extracted (AVE) exceeding 0.5 (Hair et al., 2019).

Structural Equation Modeling (SEM) was employed to evaluate model fit, utilizing 
the same criteria as in CFA: χ2/df ratio below 3, CFI above 0.9, GFI exceeding 0.9, TLI 
surpassing 0.9, and RMSEA below 0.08. Hypotheses testing considered significance 
levels at both 0.05 and 0.1 thresholds (Hair et al., 2019).

4. Results 

4.1 The Demographic Statistic 

The study sample included 108 male respondents, 41.06% of whom were male, and 
155 were female respondents representing 58.94% of the sample. In terms of age, 75 
respondents belonged to the age group below 30 years old (28.52%), 96 respondents 
were in the range between 30 and 40 years old (36.50%), and 92 respondents (34.98%) 
were above 40 years old. The study sample included 214 respondents with bachelor 
degrees (81.37%), 11 respondents with postgraduate education (4.18%), and 38 re-
spondents with college degrees (14.45%). Regarding the length of service, 60 respond-
ents (22.81%) had been in service for less than five years, 124 respondents (47.15%) 
had been working between 5 and 10 years, and 79 respondents (30.04%) had spent 
more than 10 years in service. Thus, the study sample was representative of the pop-
ulation of social insurance agencies as the it involved diverse genders, ages, education 
levels and working experience with a significant ratio.
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4.2 CFA Test

The proposed model, encompassing four variables, underwent confirmatory factor 
analysis (CFA) to assess its validity and model fit. One item, PSM2, was removed due 
to its factor loading falling below 0.5. Subsequently, all remaining items exhibited factor 
loadings exceeding 0.5 at a significant level (p<0.01), validating the variables as origi-
nally designed in the measurement model (Hair et al., 2019), as shown in Table 1. 

The CFA results, presented in Table 1, revealed that the observed normed χ2/df 
value of 1.211 was less than 3, the root mean square error of approximation (RMSEA) 
was 0.028, below the 0.08 threshold, the goodness of fit index (GFI) was 0.940, and 
the comparative fit index (CFI) was 0.985, surpassing the 0.9 cut-off level (Hair et al., 
2019). These findings indicate a good level of model fit for the measurement model.

Furthermore, Table 1 illustrates that all four variables exhibited composite reliabili-
ty (CR) exceeding the 0.7 threshold, and the average variance extracted (AVE) for each 
construct was above 0.5. The CR and AVE analyses confirm the absolute validity of the 
measurement model.

Table 2 demonstrates high discriminant validity among the four constructs. The di-
agonal elements represent the average variance extracted for each construct, which was 
greater than the off-diagonal elements (square correlations).

Table 1
CFA Test 

Observation Factor 
Loading CR AVE Cronbach’s α

Public Service Motivation (PSM)
I think participating in activities to solve the 

social problem is important. .758

0.857 0.502 0.855

I think the equality chance for residents is 
important. .665

It is important that the residents could use 
the continuous service. .748

The care for the resident benefit and happi-
ness is important. .715

I empathize with others who are facing dif-
ficulties. .604

I support good plans to improve the lives of 
the poor, even if they are costly to me. .637

I am willing to sacrifice personal interests if it 
helps others. .614
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Observation Factor 
Loading CR AVE Cronbach’s α

Person–Job Fit (PJF)
The job characteristics that I desire could be 

found at my current job. .670

0.827 0.510 0.823

My job allows me to do everything that I like. .787
My job offers me the chance to attain my 

targets that I think are important. .761

If I think about what I want to attain, I think 
that I chose the right job. .606

My job that I am doing is my favourite one. .664

Extra-role Job Performance (ER)

I help my colleagues if they have work. .813

0.875 0.701 0.874
I help my new colleagues even if they do not 

request. .831

I will pause to share information with my col-
leagues if they need. .863

In-role Job Performance (IR)
I always obtain the official requirement on 

outcomes in my job. .804

0.839 0.635 0.839I devotedly perform my duties to reach the 
expected outcomes. .789

I always carry out the main duties well. .794

Note. Cronbach’s α >0.6, Composite Reliability (CR) > 0.7, Average Variance Extracted (AVE) >0.5. 

4.3 Descriptive Statistics

Table 2 indicates that PSM, PJF, and in-role job performance all exhibited mean values 
above the neutral level: PSM (M=3.39, SD=1.32), PJF (M=3.69, SD=0.96), and in-
role job performance (M=3.64, SD=1.13). However, extra-role job performance had a 
mean value below the neutral level (M=2.87, SD=1.09). These findings suggest a need 
for managerial attention, particularly in improving extra-role job performance.

Moreover, correlation coefficient results reveal significant associations between var-
iables: PSM correlated positively with in-role job performance (R=0.48, p<0.001), ex-
tra-role job performance (R=0.49, p<0.001), and person–job fit (R=0.34, p<0.05). PJF 
also exhibited significant correlations with in-role job performance (R=0.41, p<0.05) 
and extra-role job performance (R=0.31, p<0.05). These results demonstrate strong 
relationships between independent and dependent variables, supporting subsequent 
SEM analysis.
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Table 2
Descriptive Statistic 

Variable Mean SD 1 2 3 4

PSM 3.39 1.32 0.71*
PJF 3.69 0.96 0.34 0.71*
In-role job performance 3.64 1.13 0.48 0.41 0.84*
Extra-role job perfor-

mance 2.87 1.09 0.49 0.31 0.44 0.80*

Note. * Diagonal values are the average variance extracted for each construct. Off-diagonal values are the 
correlation coefficients between constructs. The correlation coefficients between constructs are signifi-
cant at p < 0.01.

4.4 Structural Model 

Figure 2 illustrates that the observed normed χ2/df value of 1.231 was below 3, the 
root mean square error of approximation (RMSEA) was 0.03, less than 0.08, the good-
ness of fit index (GFI) was 0.939, the Tucker Lewis Index (TLI) was 0.981, and the 
comparative fit index (CFI) was 0.984, all surpassing the 0.9 cut-off level (Hair et al., 
2019). These findings indicate a strong model fit for the structural model. In this study, 
bootstrap estimation was performed by resampling with a size of N = 1000. The results 
showed that bias and the standard error of bias between the bootstrap estimation and 
the optimal estimation used in the validation study did appear, but the level of bias was 
very small. Specifically, the cumulative CR coefficient was greater than 1.96. Therefore, 
we can conclude that the estimates in the model are reliable. The R-squared coefficient 
of the relationship between the independent variables and in-role job performance is 
0.64, while the R-squared coefficient of the relationship between the independent vari-
ables and extra-role job performance is 0.634. These results indicate that the independ-
ent variables significantly explain the variance in the dependent variables.

All H1, H2, H3, and H4 tests yielded significant results at the accepted level. Par-
ticularly, H1, which asserts that PSM positively influences in-role job performance in 
the state sector, is supported (β = 0.242, p < 0.001). H2, proposing that PSM positively 
affects extra-role job performance in the state sector, also garners support (β = 0.241, 
p < 0.001). H3 suggests that PJF mediates the positive relationship between PSM and 
in-role job performance, and H3 receives support (β = 0.034, p < 0.05). Similarly, H4, 
which assumes that PJF mediates the positive association between PSM and extra-role 
job performance, is also supported (β = 0.016, p < 0.1). The results indicate that PJF 
partially mediates the relationship between PSM and both in-role task performance 
and extra-role task performance. However, the mediating effect is relatively weak com-
pared to the direct impact of PSM on in-role task performance and extra-role task per-
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formance. From the direct and indirect effects of PSM on in-role and extra-role task 
performance, the total impact on in-role task performance can be calculated as 0.276, 
and the total impact on extra-role task performance as 0.257. These values indicate that 
PSM has a significant influence on the dependent variables. 

Figure 2
The SEM Results

Table 3
Results of Hypotheses Tests 
Hypothesis Hypothesized Path Standard 

coefficient Results 

1 In-role job performance <--- PSM 0.242*** Supported
2 Extra-role job performance <--- PSM 0.241*** Supported
3 In-role job 

perfor-
mance

<-- Person-Job <--
Fit PSM 0.034** Supported

4 Extra-role 
job perfor-
mance

<-- Person-Job <--
Fit PSM 0.016* Supported

Note. Significance at *** p <0.001, ** p <0.01, * p <0.1.



300

ISSN 2029-4581   eISSN 2345-0037   Organizations and Markets in Emerging Economies

5. Discussion and Implications

5.1 Discussion 

These results demonstrate that PSM directly impacts task performance and extra-task 
performance. The results also demonstrate that PSM indirectly impacts on task perfor-
mance and extra-task performance by the mediation role of PJF. This study has both 
meaningful theoretical contributions and practical contributions.

For the theoretical contribution, most previous studies discovered that PSM posi-
tively impacts general job performance (Cheng, 2015; Bellé, 2013). This study proves 
that PSM not only has a direct impact on task performance and extra-task performance 
but also provides additional evidence for previous studies that PSM is important in 
increasing in-role and extra-role job performance. These behaviors are essential in state 
sectors to enhance service quality and organization performance in the state sector 
(Van Loon et al., 2017). Some previous studies have not found a positive correlation 
between PSM and job performance (Ritz et al., 2021). Therefore, research findings on 
PSM have a direct positive correlation with task performance and extra-task perfor-
mance in emerging countries, which confirms that PSM is the critical factor impacting 
expected employee behaviors. These results suggest that when employees are motivat-
ed by a commitment to improving the lives of their local community, they are likely to 
work harder, which in turn increases job performance. Finally, this study demonstrates 
that Public Service Motivation (PSM) positively influences both task performance and 
extra-task performance. This effect is mediated by perceived job fit (PJF), revealing an 
indirect relationship between PSM and performance outcomes (Sylva et al., 2019). 
This result provides more empirical evidence for the mediating role of PJF in the corre-
lation between PSM and job performance (Van Loon et al., 2017).

This finding also contributes to theory, as Jin et al. (2018) were unable to confirm 
the mediating role of PJF in the relationship between PSM and job performance. All the 
study findings prove that PSM is an important concept in public management theory, 
which researchers could use to study employee behavior in the public sector.

The study contributes to managerial understanding by providing evidence that PSM 
is a crucial factor in improving job performance within public management. These re-
sults are very necessary for public management in emerging countries that do not have a 
large budget to motivate employees with financial rewards. The results indicate PSM can 
have a positive correlation with task performance and extra-task performance directly. 
The results also indicate that PSM can have a positive correlation between task perfor-
mance and extra-task performance indirectly through the mediation role of PJF. There-
fore, managers should recruit employees who want to work in public organizations. The 
managers should become models to complete the public service duties for employees 
to learn those behaviors. The managers also communicate to motivate the employee’s 
services to public customers by applying the following practical implications.
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5.2 Practical Implication

Managers should recruit proactive candidates to apply to public organizations because 
they might possess PSM. These candidates who know that public organizations cannot 
pay high salaries but still apply might have more PSM than other candidates. Besides, 
the managers should become models to serve the public customers so that the employ-
ees can learn. The managers must also communicate and build situations for employees 
to practice PSM.

The managers should communicate with employees, pay attention to serving public 
customers, and remind the employees that career development depends on public cus-
tomer satisfaction. Employees should make the effort to work for their local communi-
ty development. The above managerial activities should determine employee behaviors 
to serve public customers devotedly and responsibly. Employees should bring more 
benefits to their public customers than they receive from them. Employees are especial-
ly willing to give up their own benefits to help poor local people. Managers should hold 
meetings to discuss how to improve public service to support regional development.

Managers should also encourage employees to provide their opinions on plans for 
improving public services to support local development. Employees also have the chance 
to join their colleagues who carry out programs to help the poor local people without 
benefit return. Managers should give feedback to employees on regional development to 
inspire them to serve public customers continuously. Managers also need to reward the 
employees who have the above behaviors to encourage them to raise their PSM.

If the managers recruit candidates who desire to work in public organizations and 
create an environment for the employees to practice PSM, then the employees will per-
ceive the PJF. The managers in public organizations should increase the PJF because it 
plays a mediation role between PSM and job performance. 

6. Conclusion

The sustainable development of a nation hinges significantly on the performance of 
its state sector workforce. Hence, this research delves into examining the correlation 
between PSM, PJF and job performance, with a specific focus on the state sector within 
a developing country. The study results have attained the research objectives and are 
consistent with our hypotheses. The study evidence showed that PSM is an important 
concept in public management theory. The results demonstrate that PSM has a direct 
positive correlation with in-role and extra-role job performance. At the same time, the 
study proved that PSM has an indirect positive correlation with task performance and 
extra-task performance by the mediation role of PJF. The results also provided the pub-
lic managers with how to improve PSM and PJF in order to increase task performance 
and extra-task performance. Besides these contributions, this study has limitations that  
further studies could overcome. 
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We conducted this study within a specific sector, focusing on social insurance agen-
cies. However, we did not uncover any specific findings related to social insurance agen-
cies. We selected the respondents with convenience sample selection, so the sample 
is not a generalization. The next research should have larger sample sizes with various 
public organizations, and the respondents should be selected by the random method to 
ensure the sample size is more representative. Second, we used PSM with one shortened 
dimension, so we did not discover different dimensions’ impact on job performance. 
The next research should test four dimensions of PSM in the correlation with job perfor-
mance. Moreover, the study did not discover the antecedents of PSM, such as the public 
organization mission, the transformation leadership and public organization culture. In 
future studies, we will test the effect of these variables on both the direct correlation with 
job performance and the indirect correlation through the mediating role of PSM. Finally, 
we propose that future research should explore whether PJF serves as a moderator rather 
than a mediator. Additionally, future research should involve affective variables, such as 
job satisfaction and organizational commitment, into the research model.
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