
 

 
 

PUBLIC SERVICE RETENTION: DO FEDERAL EMPLOYEES’ VIEWS OF THEIR 
CONTRIBUTION TO MISSION RELATE TO TURNOVER INTENTION? 

 
 
 
 
 
 

A Thesis 
submitted to the Faculty of the  

Graduate School of Arts and Sciences  
of Georgetown University  

in partial fulfillment of the requirements for the  
degree of  

Master of Public Policy  
in Public Policy 

 
 
 
 
 
 
 
 

By 
 
 

 
 
 

Katherine Evelyn O’Connor, B.S.  
 
 

 
 
 

Washington, D.C. 
April 22, 2021 

 
 
 
 
 
 



 ii 

 
 

 
Copyright 2021 by Katherine Evelyn O’Connor 

All Rights Reserved 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

 
 
 
 
 
 

  



 iii 

 
 
PUBLIC SERVICE RETENTION: DO FEDERAL EMPLOYEES’ VIEWS OF THEIR 

CONTRIBUTION TO MISSION RELATE TO TURNOVER INTENTION 
 

Katherine Evelyn O’Connor, B.S.  
 

Thesis Advisor: Robert W. Bednarzik, Ph.D. 
  
 

ABSTRACT 
 

        The U.S. Federal Government is attempting reforms and recruitment strategies to 

combat a two-part demographic challenge, the aging federal workforce and a more 

competitive market for younger employees.  While many of these efforts focus on 

mimicking strategies from the private sector, a growing field of evidence in public 

management studies highlights the value of uniquely public sector principles that could 

help recruitment, retention, and performance.  In particular, there is evidence from studies 

of state and local government organizations that employees’ sense of mission is linked to 

greater satisfaction and organizational commitment. However, this relationship has not 

been tested for the Federal Government population that has a wide range of sectors of 

public work.  

         This study tested the promising findings about mission and its relationship to 

organizational commitment within the Federal Government and, for a narrower focus, the 

subset of Department of Defense civilian employees.  To achieve this, this study uses the 

2019 Federal Employee Viewpoint Survey, which is a workplace survey administered 

annually to federal workers.  The results of this study indicate that federal employees 

who do not perceive how their work contributes to mission are more likely to intend to 

leave the Federal Government.  Beyond mission, the results support evidence from other 
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studies that employee engagement and fairness in pay are relevant factors for employee 

commitment.  This study makes a notable link of the importance of mission to the Federal 

Government population that could be a useful tool for federal managers to retain 

committed employees, the bedrock for administering many other federal policies and 

programs.  
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I. INTRODUCTION  

Policymakers, public managers, and scholars have focused on how to attract, recruit, and 

retain public servants to make the public sector more effective. This study contributes to these 

efforts by analyzing the relationship between a public organization’s mission and employee 

commitment. The challenge of recruiting and retaining an effective public workforce is 

becoming more salient as societal trends are favoring private sector recruitment.  A smaller share 

of individuals prefers to work for the government in each successive generation (Lewis & Frank, 

2002). Millennials, individuals born after 1982, are more likely to report an intention to leave 

their federal job, compared to older colleagues (Ertas, 2015).  For the U.S. Federal Government, 

this trend is compounded by the issues of an aging workforce, many of whom are reaching 

retirement age.  For example, as of 2017, about a third of federal workers were over the age of 

55, while only 8 percent were under the age of 30 (OMB, 2019b).   

Organizational commitment is a key part of the process of maintaining and attracting a 

stable and effective workforce, particularly for the Federal Government as it weathers its wave of 

retirees. The number of employees who quit the Federal Government grew between 2015 and 

2019 and those who left had an average tenure of only 4.5 years, suggesting the turnover is 

undercutting the more junior side of the workforce (OPM, 2019a). While not as numerous, the 

loss of mid-career employees and supervisors is also visible. Between 2015 and 2019, there were 

100,147 employees with tenures between 5 and 14 years that quit the Federal Government, 

which is the loss of 12.6 percent of employees in that tenure range (OPM, 2019a). The loss of 

trained and experienced employees can be damaging to the health and leadership of federal 

organizations. As Ingraham et al. (2000) note, “Many persons who would be at the peak of their 
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careers, chose instead to exit [the Federal] Government (p.57).” Beyond the importance of 

retention, studies have also found uncommitted employees—those who are planning to leave—to 

be less effective and motivated while they remain in the workplace (Meyer et al., 2012). 

Background of Reform Efforts  

Reforms to the federal workforce have generally focused on mimicking elements of the 

private sector or increasing employee engagement, despite that the evidence of the impact of 

these reforms is mixed (Markovitz, et al., 2010; Ellickson, 2002).  While there is empirical 

evidence on the value of employee engagement for satisfaction and retention (Fernandez & 

Modogaziev, 2011; McCarthy, et al., 2020), the overwhelming focus of reforms have been 

modeled on the private sector, primarily through creating more extrinsic incentives (OMB, 

2019). Extrinsic incentives are changes to pay and compensation, such as monetary awards, 

compared to intrinsic incentives, such as feelings of organizational pride or a contribution to a 

societal good. Despite this focus on copying the private sector by practitioners, a growing field 

of literature on public management has highlighted the difference between public and private 

sector workers and what motivates and retains them. Several empirical studies have highlighted 

the role of intrinsic motivators for public workers, such as sense of duty and sacrifice (Crewson, 

1997; Markovitz, et al., 2010; Horton & Hondeghem, 2006). As Perry and Wise (1990) note, 

“The greatest risk in the current trend of treating the public service like private enterprise is that 

it fails to acknowledge the unique motives underlying public sector employment (p. 371).”   

One potential element of these unique motives is how employees perceive their 

organization’s mission and their contribution to it. Building on the concept of “mission valence” 

proposed by Rainey and Steinbauer (1999), empirical studies have established a positive link 

between mission valence and favorable outcomes (Wright, 2007; Wright & Pandey, 2011). 
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However, the role of mission for federal workers has not been explored in depth, despite studies 

on state and local workers supporting its importance. Ironically, successful private sector 

companies, who lack clear social purpose missions, have created mission statements mimicking 

those readily available to federal agencies (Collins & Porras, 2002). This study examines the role 

of mission in the U.S. Federal Government by assessing its relation to employee commitment.  

II. LITERATURE REVIEW 

Viewing the Public Sector as Unique- Public Service Motivation Theory 

          Public Service Motivation (PSM) theory rests on the premise that people who elect to 

join the public sector have a distinct set of intrinsic values and motivations (Perry & Wise, 

1990).  The importance of this premise is that a different set of solutions exists for improving 

performance and effectiveness in the public sector than exists in the private sector. Perry and 

Wise (2010) first theorized on this concept, but it since has gained empirical support from other 

studies. Lewis and Frank (2002) found that a desire to help others and an interest in working for 

public good was related to an attraction to government work and ultimately being hired by the 

government, through a study of U.S. General Social Survey data.  In separate study, a higher 

degree of public service motivation was correlated with higher job satisfaction through analysis 

of a U.S. federal employee survey data (Naff & Crum, 1999).   

The original PSM theory and many of its extensions rely on personality predispositions, 

suggesting the findings are more applicable to recruitment than dynamic management factors.  

Given this limitation, a growing area of focus in the literature is how workplace factors derived 

from PSM, such as culture, relate to public workers’ satisfaction, commitment, and performance. 

Moynihan and Pandey (2007) titled these organizational attributes “workable levers” and found a 
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positive relationship between factors, such as group culture and a sense of purpose, and job 

satisfaction, in a quantitative analysis of state health workers. 

Role of Mission 

One extension of PSM is the concept of a compelling mission that can attract and retain 

people with an intrinsic motivation for public service (Wright, 2007).  Rainey and Steinbauer 

(1999) postulate that increased mission valence is linked to greater organizational effectiveness. 

They argue that the key tenets of mission are that it is challenging, clear, worthwhile, interesting, 

important, distinct, and embodied in leadership’s actions and communications. Wright (2007), in 

a study of New York State employees, found that mission valence improved job satisfaction by 

increasing the perceived importance of an individuals’ job.  

Recent literature has refined the concept of mission valence to have more practical 

implications for public managers, but these studies have relied on datasets of single-sector state 

and local officials. Wright and Pandey (2011) concluded that the clarity of the organization’s 

overall mission and the importance of a person’s job within it contribute to increased mission 

valence, in an empirical analysis of state workers in the Northeast United States. A separate 

study of local government managers found that transformational leadership styles that emphasize 

purpose were significantly related to employees’ perceptions of mission valence (Wright, et al., 

2012). In a study of state health and human service workers, a sense of purpose was found to be 

positively associated with job satisfaction (Moynihan & Pandey, 2007).  This literature suggests 

that public leaders would benefit from further research into the role of mission for practical use. 

However, the existing literature has been limited to state or local officials, often in one sector of 

work, such as health.  
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Outcome of Interest: Organizational Commitment 

        The majority of research in mission valence and the broader field of public management 

has focused on the outcome of job satisfaction as a proxy for motivation or effectiveness. This 

study focuses on organizational commitment—through a reported intention to leave—as a 

concrete measure of a desirable workplace outcome. Past studies have decomposed motivation 

into three buckets-- commitment, satisfaction, and involvement (Moynihan & Pandey, 2007). 

Regardless of actual turnover, there is empirical evidence that a lack of organizational 

commitment is related to worse work outcomes, such as decreased productivity and levels of 

overall satisfaction (Meyer, 2012; Guthrie, 2001), highlighting the value of this variable to the 

broader issue of government effectiveness.  

        Through empirical studies, several intangible factors have been related to organizational 

commitment, including those studying the U.S. Federal Government. Several studies quantifying 

relationships have established a link between high levels of an individual’s public service 

motivation and increased organizational commitment, including three studies of the U.S. Federal 

Government using the Federal Employee Viewpoint Survey, the Merit Board survey, and the 

General Social Survey (Naff & Crum, 1999; Crewson 1997; Caisting, 2006). Bright (2008) 

found that a more nuanced extension of PSM, with personal attributes specific to the 

organization’s culture and mission, was strongly correlated with turnover intention in an 

empirical study of a sample of state-level public employees. Within the U.S. Federal government 

population of interest, McCarthy (2020) found that increased employee engagement and 

particular characteristics, such as being male or a supervisor, were correlated with higher rates of 

turnover intention through analysis of survey data. 
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Gaps in the Literature 

        This study aims to close two primary gaps identified in past studies, the studies of 

organizational commitment for the federal workforce that omit mission and the findings on 

mission that have not been tested for federal workers. McCarthy’s (2020) study of commitment 

in the federal workforce highlights the importance of employee engagement and employee 

characteristics, but did not include mission as a unique factor in the study. In the studies of 

mission, there has been a lack of empirical evidence for its application to the Federal 

Government and across sectors of public work. For example, Moynihan and Pandey (2007) 

found a correlation between a sense of purpose and organizational commitment for state-level 

health service workers, but noted caution in generalizing their findings across sectors and 

entities.  This study of the Federal Government provides a test of the applicability of these 

findings on mission to this workforce, with a focus on the outcome of organizational 

commitment. 

III. EMPIRICAL STRATEGY 

Hypotheses 

Can the promising conclusions in the studies of mission be translated to the larger federal 

workforce or to an individual federal agency? To answer this question, this paper tests the 

hypothesis that U.S. federal employees who do not perceive that their work contributes to their 

organization’s mission are more likely to be uncommitted to the Federal Government. This 

hypothesis will be tested against two different groups, the broader civilian, federal workforce and 

the subset of civilian Department of Defense (DoD) employees within that group. 

• H1: U.S. federal employees who do not perceive that their work contributes to their 

organization’s mission are more likely to intend to leave the Federal Government. 
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• H2: U.S. federal employees working for the Department of Defense who do not perceive 

that their work contributes to their organization’s mission are more likely to intend to 

leave the Federal Government. 

These hypotheses are based on evidence from other studies of state and local public workers 

that link a sense of mission to positive work outcomes; for example, Moynihan and Pandey’s 

(2007) finding that an employee’s sense of purpose in their organization is positively related to 

their commitment within a study of state health workers. Mission valence—an employee’s views 

of the importance and contribution to their organization’s mission—has been linked to higher job 

satisfaction and reduced absenteeism in public workers, suggesting it is reasonable for it to also 

influence job commitment (Wright & Pandey, 2011).  The overarching theory behind the role of 

mission in the retention of public workers is grounded in Public Service Motivation (PSM) 

theory.  Naff and Crum (1999), in an empirical study, found that the attributes of PSM were 

related to greater job satisfaction in the U.S. Federal Government, suggesting that PSM theory, 

and potentially the importance of mission, is generally applicable to this population of focus.  

Data Source 

The data used for this study are from the 2019 Federal Employee Viewpoint Survey (FEVS), 

provided by the U.S. Office of Personnel Management. The survey is administered to civilian 

employees in the U.S. Federal Government annually, representing 83 agencies. Employees were 

given six weeks in May and June 2019 to complete the online self-administered survey. The 

survey included 101 items, including basic demographic questions and a variety of questions on 

employee satisfaction, management, and workplace perceptions (OPM, 2019b). Questions used 

for this study are detailed in Appendix A. 
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       The survey was offered to 1,443,152 employees and 615,395 employees responded, which 

is a response rate of 42.6% that was proportionately distributed across agencies (OPM, 2019b). 

For the purpose of this study, there were 415,951 viable observations, because some observations 

were dropped due to incomplete responses on the primary survey questions required for this 

study. This study also excluded employees who planned to leave the government to retire—

instead of leaving for a different job or other reasons—consistent with other studies on employee 

commitment in the Federal Government (McCarthy, et al., 2020; Naff & Crum,1999). For the 

DoD subset, there were 137,094 viable observations. The DoD employees were the largest 

agency or department in the study and in the Federal Government (OPM, 2019b). 

Methodology  

The relation of an employee’s sense of mission and an intention to leave the Federal 

Government was analyzed by controlling for associated demographic and workplace variables, 

which are outlined in Table 1. The method of analysis is a logistic regression, where intending to 

leave the Federal Government within a year is coded as a “1” for the outcome, as noted in Figure 

1. This logistic regression model is consistent with the other studies on organizational 

commitment as a way to capture a probability of an event that does not conform to linear trends, 

such as a low-probability intention to leave federal employment (McCarthy, et al. 2020; Naff & 

Crum, 1999).   To test the hypotheses, statistical tests will be done on the latent variables of 

interest in the logistic regression using a z-test. As a benchmark for related studies, the likelihood 

ratio of the overall model will be analyzed to gauge the goodness of fit in its predictions 

(Fernandez & Moldogaziev, 2015). 

Dependent Variable: The outcome of interest, an intention to leave the Federal Government 

within a year, is a measure of organizational commitment. While this does not represent an 
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actual turnover decision, the intention to leave is a commonly used substitute for actual turnover 

in public management studies (Ertas, 2015; McCarthy, 2020). Mowday, Porter, and Steers 

(1974) in an empirical study provide support for using an individual’s organizational 

commitment as a clear indication of turnover and a more stable measure than satisfaction, which 

they theorize is more susceptible to swings. This dataset had 4.6% (19,267) of the 415, 951 

employees intend to leave the Federal Government.  While this is a low probability event, the 

large sample size benefits the precision of the model.   

Independent Variable of Interest: The key hypothesized independent variable is the extent 

to which an employee perceives that his or her work contributes to mission. While there are 

various ways the concept of mission valence has been measured, this specific variable is an 

extension of one of Wright and Pandey’s (2011) three paths to mission valence, which is the 

importance of one’s job to mission, along with mission clarity and an individual’s public service 

motivation. This element of mission—the link of an individual’s job to mission—was first 

outlined by Rainey and Steinbauer (1999). They noted that while public employees generally 

self-select into public service for its mission, their “levels of mission motivation will further 

depend on their perceptions about the linkage of their work to the mission (p. 26).” This suggests 

that the perceived link between employees’ work and the agency’s mission is a malleable factor 

that could influence commitment to government work.  To measure this element of mission in 

this survey, respondents were asked the extent to which they agreed that they understood their 

contribution to their agency’s goals (mission), on a scale of 1 (“strongly disagree”) to 5 

(“strongly agree”).  
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Table 1. Variables and specifications for organizational commitment model 
 

 
Definition 

Variable 
Name 

 
Expected Sign 

 
Justification 

 
Dependent Variable 

P Dummy variable indicating 
employee intends to leave 
Federal Government 
employment within a year 

LeaveGovt N/A McCarthy, et al., 
2020; Mowday, et 
al., 1974 

 
Independent Variable: Hypothesis 

X1 Variable indicating level of 
employee understanding how 
his or her work contributes to 
mission (1= strongly disagree 
through 5= strongly agree) 

Mission Negative  Moynihan & 
Pandey, 2007; 
Wright & Pandey, 
2011 

 
Independent Variable: Work Experience Controls 

X2 Variable indicating level of 
employee agreement that 
leaders communicate mission 
goals (1= strongly disagree 
through 5= strongly agree) 

Leaders Negative  Wright, et al., 
2012 

X3 Variable indicating level of 
employee being encouraged 
to innovate in his or her work 
(1= strongly disagree through 
5= strongly agree) 

Engagement Negative McCarthy, et al, 
2020; Fernandez 
& Moldogaziev, 
2011 

X4 Variable indicating 
employee’s view of fairness 
in pay and compensation (1= 
strongly disagree through 5= 
strongly agree) 

Pay Negative Moynihan & 
Pandey, 2007 

 
Independent Variables: Demographic Controls 

X5 Dummy variable indicating 
employee is a female 

Female Negative McCarthy, et al, 
2020 

X6 Dummy Variable indicating 
employee is in a supervisor 
role 

Supervisor Positive McCarthy, et al, 
2020 

Data Source: The data will be drawn from viable (complete) observations from the 2019 Federal Employee 
Viewpoint Survey (n= 415,951). 
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Figure 1. Model and definition of variables for organizational commitment 
 
Log (p/(1-p)) = b0 + b1X1 + b2X2 + b3X3 + b4X4 + b5X5 + b6X6  
 
Where: 
 

Log (p/(1-p)) = Logit of odds of employee intending to leave the Federal 
government within a year 

X1 = Mission 
Level of employee understanding of how his or her work contributes 
to mission (1= strongly disagree; through 5= strongly agree) 

X2 = Leaders 
Level of employee agreement that leaders communicate mission 
goals (1= strongly disagree; through 5= strongly agree) 

X3 = Engagement 
Level of employee agreement that he or she is encouraged to 
innovate in his or her work (1= strongly disagree, 5= strongly 
agree) 

X4 = Pay 
Employee’s perception of fairness in pay and compensation (1= 
strongly disagree, 5= strongly agree) 

X5 = Female 
Dummy variable indicating employee is a female 

X6 = Supervisor 
Dummy Variable indicating employee is in a supervisor role 

 
 
Data Source: The data will be drawn from viable (complete) observations from the 2019 Federal Employee 
Viewpoint Survey (n= 415,951). 

 

Control Variables and their Relation to Organizational Commitment 

To gauge the relationship between employees’ sense of mission and an intention to leave the 

government, the model will control for workplace and employee characteristic variables that are 

linked to organizational commitment. The five control variables can be introduced without major 

losses to statistical power, in part because of the large sample size of 415,951 employees for the 

Federal Government and, within that, 137,094 employees at the Department of Defense. The 

control variables and their expected relationship to an intention to leave the government is 

outlined in Table 1. Descriptive statistics for the five control variables are in Appendix B.   
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Workplace Controls: There are three workplace factors that have an established link with 

organizational commitment that are control variables in the model. As detailed in Appendix A, 

these three factors are measured on a scale of 1 (“strongly disagree”) to 5 (“strongly agree”).  

First, the extent to which an employee agrees that leaders communicate goals is a control 

variable.  Based on an empirical study by Wright, Pandey, and Moynihan (2012), leadership 

communications had a positive relationship to mission valence. Therefore, the expected 

relationship in this model is that leadership communication will make an employee less likely to 

intend to leave the Federal Government. The second workplace variable that the model controls 

for is the extent to which an employee feels he or she is encouraged to innovate.  In a previous 

study of federal employee turnover intention, this extension of employee engagement was 

assessed to lower the probability of turnover intentions (McCarthy, 2020).  The last workplace 

control is an employee’s perception that pay and compensation are based on merit. Moynihan 

and Pandey’s (2007) empirical study of state health workers’ organizational commitment 

controlled for this variable and found that perceptions of fairness in pay were associated with a 

lower likelihood of employees being uncommitted.  

Employee Characteristic Controls:  Consistent with other organizational commitment 

studies, this model controls for an employee’s gender and whether they are in a supervisor role 

(McCarthy, et al, 2020; Naff & Crum, 1999). As summarized in Figure 1, these are coded as 

indicator variables. McCarthy and co-authors (2020) found that supervisors were more likely to 

intend to leave the Federal Government. The second demographic variable that the model 

controls for is gender. Naff and Crum’s (1999) quantitative study found that being a female had a 

significant negative relationship with the likelihood of intending to leave the Federal 

Government, consistent with McCarthy and co-authors (2020).  With the workplace factors and 
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employee characteristics taken into account, will an employees’ perception of mission 

significantly relate to turnover intention?   

IV. RESULTS AND ANALYSIS 

Table 2. Committed employees reported higher levels of understanding their contribution 
to mission in a 2019 Federal Government survey 

  
Federal Government Employees 

Subset:  
Department of Defense Employees 

  
Number of 
Employees 

 

Level of 
understanding of 
contribution to 
mission (1- 5) 

 
Number of 
Employees 

Level of 
understanding of 
contribution to 
mission (1- 5) 

Employees 
Planning to Stay 
in the 
Government 

 
396,684 (95.4%) 

 
4.19 

(.001) 

 
132,181 (96.4%) 

 
4.20 

(.002) 

Employees 
Planning to 
Leave the 
Government 

 
19,267 (4.6%) 

 
3.72 

(.008) 

 
4,913 (3.6%) 

 
3.74 

(.016) 

Difference    .47*** 
(.006) 

    .46*** 
(.011) 

Data Source and Notes: The data are from the 2019 Federal Employee Viewpoint Survey, which is a sample of all federal 
government employees (n= 415,951) and, within that group, Department of Defense civilian employees (n= 137, 094).  
Employees were asked their level of agreement that they know how their work relates to their organization’s goals, on a scale of 
1= strongly disagree to 5= strongly agree.  Standard errors are listed in parentheses. (***= p<.01)  
 

       The initial statistics from the data indicate that turnover intention, while a low probability 

event, is correlated with variables of interest, such as mission. In a 2019 survey of federal 

employees, 4.6% of the employees intended to leave the Federal Government within a year.  This 

percentage is generally consistent with past studies of the Federal Employee Viewpoint Survey 

(McCarthy, 2020), but is slightly greater than the proportion who left the government annually, 

based on separate 2015-2019 federal data (OPM, 2019a).  In the sample, the subset of 

Department of Defense (DoD) civilian employees had a smaller proportion of employees intend 

to leave compared to the broader federal workforce, as seen in Table 2. DoD employees on 
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average had more positive answers than the broader federal workforce to survey questions about 

mission, fairness in pay, leadership communications, and engagement, as noted in Appendix A.  

Table 3. Uncommitted federal employees skew towards negative responses on mission, 
compared to committed employees in a 2019 survey 

 
 Number of 

Employees 
Level of agreement that individuals 
understand their contribution to mission 

Employees Planning to Stay in the 
Government 

396,684 1- strongly disagree:  1.7% (6,855) 
2- disagree:  2.9% (11,347) 
3- neither: 7.5% (29,202) 
4- agree: 50.1% (198,907) 
5- strongly agree: 37.7% (149,673) 
 

Employees Planning to Leave the 
Government 

19, 267 1- strongly disagree:  7.4% (1,422) 
2- disagree: 7.9% (1,528) 
3- neither:  12.9% (2,480) 
4- agree:  49% (9,451) 
5- strongly agree:  22.8% (4,386) 
 

Data Source: The data are from the 2019 Federal Employee Viewpoint Survey, which is a sample of all federal 
government employees (n= 415,951). Employees were asked their level of agreement that they know how their work 
relates to their organization’s goals, on a scale of 1= strongly disagree to 5= strongly agree.   
 
Table 4. Uncommitted Department of Defense employees skew towards negative responses 

on mission, compared to committed employees in a 2019 survey 
 
 Number of 

Employees 
 

Level of agreement that individuals 
understand their contribution to 
mission 

DoD Employees Planning to Stay in 
the Government 

132,181 1- strongly disagree:  1.4% (1,914) 
2- disagree: 2.9% (3,809) 
3- neither: 7.6% (10,002) 
4- agree: 50.6% (66,831) 
5- strongly agree: 37.5% (49,625) 
 

DoD Employees Planning to Leave 
the Government 

4,913 1- strongly disagree:  6.6% (323) 
2- disagree: 7.9% (390) 
3- neither: 13.2% (647) 
4- agree: 50.2% (2,464) 
5- strongly agree: 22.2% (1,089) 
 

Data Source and Notes: The data are from the 2019 Federal Employee Viewpoint Survey, which is a sample of all 
federal government employees. This table was constructed from the subset of the data corresponding to Department 
of Defense civilian employees in the survey (n= 137,094). Employees were asked their level of agreement that they 
know how their work relates to their organization’s goals, on a scale of 1= strongly disagree to 5= strongly agree.   
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       Federal employees, including the subset of DoD civilians, that intended to leave the Federal 

Government had a relatively poor understanding of how their work related to their organization’s 

mission compared to those committed to staying. As seen in Tables 3 and 4, uncommitted federal 

employees were more likely to strongly disagree that they understood how their work related to 

mission compared to those who were committed. This difference between committed and 

uncommitted employees was similar for the DoD sample. As displayed in Figure 2, employees 

who planned to leave the Federal Government were also more likely to be male, but a 

supervisory role was not a substantial factor.  While these are notable statistics, more detailed 

factors are needed to test the relation between mission and commitment to the Federal 

Government. 

 
Figure 2. Uncommitted workers differ from committed workers along characteristics in a 

2019 Federal Government survey 
 
Source: The data are from the 2019 Federal Employee Viewpoint Survey, which is a sample of all federal 
government employees (n= 415,951). Committed Employees refers to employees who planned to stay in 
the Federal Government for the following year (n= 396,684).  

 

65.50%

21.10%

57.10%

20.80%

Percent Male Percent Supervisors

Uncommitted Workers Overall Workforce
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Model Selection 

           To more rigorously test the hypothesized relationship between mission and 

organizational commitment, a logistic regression model was used with these data. 1 The primary 

logistic regression model, which allows for non-linear probabilities of an intention of leaving the 

Federal Government conditional on the independent variables, yielded significant results for the 

2019 federal employee data. This model is detailed in Figure 1. However, the abnormally high 

levels of statistical significance suggest that the large sample of 415, 951 employees could pose 

an issue of the method overstating the relationship between variables. Smaller, random samples 

of the Federal Government dataset were used with the same model to gauge whether the results 

from the larger sample held with a smaller sample.  As seen in Table 5, the results of the smaller 

sample for the logistic regression model were generally consistent with the larger data set for 

primary variables of interest.   

Results for Hypotheses 

       The results of the regressions, as outlined in Tables 5 and 6, support the two hypotheses 

regarding the relationship between sense of mission and employee commitment. 

H1: U.S. federal employees who do not perceive that their work contributes to their   

organization’s mission are also more likely to intend to leave the Federal Government. 

The results support the hypothesis that federal employees who do not perceive that their work 

contributes to their organization’s mission are more likely to intend to leave the Federal 

Government than other employees. As observed in Table 5, there was a significant negative  

 

 
1	The logistic regression model has two different outcomes, “0” for an employee intending to stay in the Federal 
government and “1” for an employee intending to leave the Federal Government within a year. The independent 
variables are linearly combined to predict the log odds of the outcome, which is an intention to leave the Federal 
Government in this particular model. 	
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Table 5. Linear regression and logistic regression results for the likelihood of an intention 
to leave the Federal Government in a 2019 survey of employees 

 
 Linear Probability 

Model: Full Sample of 
Federal Government 

Employees 

Logistic Model: Full 
Sample of Federal 

Government 
Employees  

Logistic Model: Random 
Sample of 10,000 Federal 
Government Employees 

 
Variable Coefficient  

(Robust 
Standard 

Error) 

T-Value Coefficient 
(Robust 
Standard 

Error) 

Z-Value Coefficient 
(Robust 
Standard 

Error) 

Z-Value 

Mission -.011*** 
(.0006) 

-17.34   -.150*** 
(.008) 

-17.96     -.168*** 
(.055) 

-3.05 

Leaders -.007*** 
(.0005) 

-14.69   -.114*** 
(.008) 

-13.77 -.112* 
(.050) 

-2.22 

Engagement -.015*** 
(.0004) 

-34.97   -.289*** 
(.008) 

-36.48 -.275*** 
(.050) 

-5.49 

Pay -.010*** 
(.0003) 

-30.91   -.282*** 
(.008) 

-33.63 -.348*** 
(.054) 

-6.46 

Female -.015*** 
(.0006) 

-23.41   -.337*** 
(.015) 

-21.28 -.446*** 
(.103) 

-4.33 

Supervisor .01*** 
(.0008) 

12.31 .212*** 
(.019) 

11.36 .143 
(.121) 

1.18 

Constant .20*** 
(.002) 

83.6 -.291*** 
(.029) 

-10.15 -.062 
(.192) 

-.32 

Number of 
Observations  

415,951 415,951 10,000 

F-value 1307.45 11,667.94 291.30 
Log 
likelihood 

- -72,320 -1,736 

 R-squared 
(*= Pseudo 
R-Squared) 

.030 .0729* .0858* 

Source: The data are from the 2019 Federal Employee Viewpoint Survey, which is a sample of all Federal 
government employees (n= 415,951). The random sample of 10,000 observations was generated from the 
full dataset using statistical software. The workplace factors—Mission, Leaders, Engagement, and Pay—
are measured on a scale of an employee’s level of agreement (1= strongly disagree to 5= strongly agree). 
For the coefficients, significance levels are identified by asterisks (***= significant at the 1% level, **= 
significant at the 5% level, and *= significant at the 10% level). Robust standard errors are used because 
heteroskedacity is assumed in these binary outcome models. 
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Table 6. Logistic regression results for the likelihood of an intention to leave the Federal 
Government for Department of Defense employees in a 2019 survey 

 
 Logistic Regression: Primary 

Sample of Federal Government 
Employees  

Logistic Regression: Subset of 
Federal Government Employees in 

the Department of Defense 
Variable Coefficient 

(Standard Error) 
Z-Value Coefficient 

(Standard Error) 
Z-Value 

Mission   -.150*** 
(.008) 

-17.96     -.157*** 
(.017) 

-9.26 

Leaders   -.114*** 
(.008) 

-13.77 -.121*** 
(.017) 

-7.29 

Engagement   -.289*** 
(.008) 

-36.48 -.302*** 
(.016) 

-19.07 

Pay   -.282*** 
(.008) 

-33.63 -.282*** 
(.017) 

-16.91 

Female   -.337*** 
(.015) 

-21.28 -.505*** 
(.038) 

-14.71 

Supervisor .212*** 
(.019) 

11.36 .126*** 
(.038) 

3.28 

Constant -.291*** 
(.029) 

-10.15 -.380*** 
(.057) 

-6.64 

Number of 
Observations  

415,951 137,094 

F-value 11,667.94 3,246.3 
Log likelihood -72,320 -19,639 
 R-squared 
 

.0729 .0727 

Source: The data are from the 2019 Federal Employee Viewpoint Survey, which is a sample of all Federal 
government employees (n= 415,951). The second dataset is the subset of these employees who are 
Department of Defense civilian employees. Significance levels are identified by asterisks (***= 
significant at the 1% level, **= significant at the 5% level). The standard errors are robust, because of 
assumed heteroskedacity. 
 
relationship in both the linear probability model2 and the logistic regression between the level of 

understanding of mission (ranging from “1- strongly disagree” to “5- strongly agree”) and an 

intention to leave the Federal Government. This relationship was consistent and significant when 

the model was applied to the smaller, random sample of employees, which provides greater 

 
2	The linear probability model has two different outcomes, “0” for an employee intending to stay in the 
Federal government and “1” for an employee intending to leave the Federal government within a year. 
The independent variables are linearly combined to provide predicted probabilities of the outcome on a 
linear scale, instead of the log odds results for the outcome in the logistic regression model.		
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confidence in the hypothesis.  The negative relationship between perception of mission and the 

likelihood of being an uncommitted employee is similar to that found in Moynihan and Pandey’s 

(2007) study of state health workers. However, these results for federal employees suggest a 

more robust relationship than was found in the state health worker study.  

H2:  U.S. federal employees working for the Department of Defense who do not 

perceive that their work contributes to their organization’s mission are more likely to 

intend to leave the Federal government. 

        Similar to the Federal Government-wide results, the results support that DoD civilian 

employees who report a lower perception of contribution to mission are more likely to intend to 

leave the Federal Government. As noted in Table 6, the general results were comparable across 

both population sets. For the DoD subset, it appears that there is a significant relationship 

between sense of mission and an intention to leave the Federal Government. This relationship 

held in the DoD results, despite that DoD employees generally reported higher levels of 

satisfaction, sense of mission, and commitment, compared to the broader federal employee 

population.  

        For both the Federal Government and the DoD samples, the predicted probabilities of an 

intention to leave the Federal Government indicate that the relationship between mission and  

employee commitment is substantively significant. In Table 7, the predicted probabilities of 

intending to leave the Federal Government were calculated from the model results, 

demonstrating the likelihood for an employee intending to leave the government for each 

variable when other variables are held at their average. While intending to leave the Federal 

Government is a low probability event, employees reporting low perceptions of mission were  
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Table 7. Predicted probabilities for an intention to leave the Federal Government, based on 
logistic regression results from 2019 survey data 

 
  #1: Federal Government #2: Subset: Department of 

Defense  
Variable Category Observations Probability 

(x=mean) 
Observations Probability 

(x=mean) 
Overall 

Probability  
- 415,951 4.6% 137,094 3.6% 

 
 
 

Mission 

1- strongly disagree 8,277 17.9% 2,237 15.0% 
2- disagree 12,875 11.1% 4,199 8.9% 
3- neither 32,382 7.5% 10,649 6.0% 
4- agree 208,358 4.6% 69,295 3.6% 
5- strongly disagree 154, 059 2.8% 50,714 2.1% 

 
 

Leaders 

1- strongly disagree 25,235 13.1% 7,236 10.7% 
2- disagree 37,128 7.9% 12,466 6.3% 
3- neither 71,711 5.5% 24,737 4.4% 
4- agree 194,058 3.7% 64,338 2.8% 
5- strongly agree 87,819 2.1% 28,317 1.6% 

 
 
 

Engagement 

1- strongly disagree 25,730 14.3% 6,670 12.2% 
2- disagree 50,991 8.5% 14,968 7.2% 
3- neither 66,689 5.3% 20,409 4.4% 
4- agree 157,010 3.4% 54,366 2.7% 
5- strongly agree 115,531 2.0% 40,681 1.6% 

 
 
 

Pay 

1- strongly disagree 76,034 9.7% 22,867 7.8% 
2- disagree 92,145 5.4% 29,800 4.3% 
3- neither 119,666 3.6% 40,842 2.8% 
4- agree 92,013 2.3% 31,603 1.8% 
5- strongly agree 36,093 1.3% 12,162 1.0% 

 
Female 

male 237,260 5.3% 90,744 4.1% 
female 178,691 3.7% 46,350 2.6% 

 
Supervisor 

non-supervisor 329,078 4.6% 110,830 3.6% 
supervisor 86,873 4.7% 26,264 3.5% 

Source: The data are from the 2019 Federal Employee Viewpoint Survey, which is a sample of all Federal 
government employees (n= 415,951) and, within that group, Department of Defense civilian employees 
(n= 137, 094).  Employees were asked their level of agreement with various workplace experience 
questions, on a scale of 1= strongly disagree to 5= strongly agree. Predicted probabilities were generated 
from a logistic regression model against the two different populations. 
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substantially more likely to intend to leave the Federal Government. For example, the model 

suggests that employees who “strongly disagreed” that they understood their contribution to 

mission had a 17.9% predicted probability of intending to leave, compared to the overall 

probability of 4.6%. For the DoD subset, the predicted probability for this low mission 

perception was similarly about four times the overall likelihood of intending to leave the Federal 

Government.  While mission appears significant for turnover intention, what about the other 

workplace factors and worker characteristic controls? 

Results for Control Variables 

          Workplace Factors: The results from this study support the relationship between other 

workplace factors and employee commitment that has been found in other studies of public 

workers.  Consistent with McCarthy et al.’s (2020) study of a 2015 federal workforce survey, the 

employees’ level of perceived engagement with organizational leadership (engagement) was 

negatively related to an intention to leave the Federal Government.   McCarthy et al.’s (2020) 

finding was also supported in the subset of DoD employees, as reported in Table 6. The level of 

employee agreement that pay and promotions were fair, variable Pay, was also negatively related 

to an intention to leave the Federal Government. This result is consistent with evidence in other 

studies that demonstrated a relationship between employee commitment and monetary 

compensation variables, such as advancement opportunities and pay (Crewson, 1997; Moynihan 

& Pandey, 2007).  

          The evidence for the importance of leadership communications of mission was weaker 

than other variables in the study, as seen in the results for variable Leaders in Table 5.  For the 

entire sample and the DoD subset, stronger perceptions of leadership communications were 

negatively related to an intention to leave the Federal Government at a statistically significant 
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level. However, random samples of the data did not support this finding at the 5% significance 

level, despite that other variables remained significant in the other sample. This suggests that 

leadership communications about mission, as theorized by Rainey and Steinbauer (1999), may 

not be as relevant as the employee’s perceived contribution to mission for the outcome of an 

employee intending to stay in the Federal Government.  Leadership communications, in other 

empirical studies, has been linked to improved sense of mission for public employees, but not 

directly attributed to other outcomes, such as commitment or performance (Wright, et al., 2012; 

Wright & Pandey, 2011). These results from the Federal Government do not provide strong 

evidence for a direct relationship between leadership communications about mission and 

commitment, particularly given the strong evidence linking other variables in this study to 

commitment. 

        Employee Characteristic Factors: The results of the model suggest that employee 

characteristics, gender and supervisor status, had moderate statistical significance in relation to 

organization commitment, but these relationships may be trivial in practice.  For gender, it 

appears that being male is related to a greater likelihood of intending to leave the Federal 

Government, consistent with past studies of the Federal Government (Naff & Crum, 1999; 

McCarthy, 2020). However, as observed in Table 7, the predicted likelihood of intending to 

leave the Federal Government as a male is 5.3%, compared to 4.6% for the entire sample. This 

represents a statistically significant difference, but probably not a difference that is significant in 

practice.  Similarly, an employee’s role as a supervisor, compared to non-supervisors, marginally 

increased the likelihood of intending to leave the Federal government in the Federal Government 

data and DoD data.  However, this difference was imperceptible in the random sample results 
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and yielded minimally different predicted probabilities between supervisors and non-supervisors 

for turnover intention. 

Limitations of the Model 

             While the results generally support the hypotheses and evidence from other studies, the 

results also highlight limitations to the model and potentially to the Federal Employee Viewpoint 

survey data for explaining employee commitment.  As noted in the Appendix, the model 

diagnostics suggest that there are unobserved variables or issues with the model that were not 

improved by attempted changes, including through adding other, plausible control variables.3 

The R-squared values were consistently between .07 and .09, suggesting that the models could 

explain less than 10% of the variability in employees’ intention to leave the Federal Government. 

McCarthy et al. (2020), in a 2015 study of commitment using this survey, noted similar shortfalls 

in the ability to predict employee commitment. This low predictive ability indicates that there are 

potentially unobserved variables that are related to employees’ intention to leave federal work.  

          One possible explanation for missing factors are employees’ personal attributes, such as 

their values and personal goals. The Federal Employee Viewpoint Survey is intended to measure 

workplace conditions and general employee satisfaction, rather than personal factors (OPM, 

2019b).  Past studies of the Federal Government, through alternate survey mechanisms, and 

studies of other public workplaces suggest that an important factor in employee commitment is 

public service motivation (PSM), which measures personality traits that make an individual 

inclined to public service (Naff & Crum, 1999; Caisting, 2006). Extensions of PSM theory were 

 
3 The primary model demonstrated potential specification or omitted variable issues, based on a Link test performed 
with statistical software. Additional variables were added to attempt to fix these issues, including interaction terms, 
tenure group, minority status, perceptions of workplace inclusion, perception of trust in supervisors, perception of 
respect for agency leadership, perceptions of reasonable workload and resources. These additions did not 
substantively improve model diagnostics or improve the predictive power of the model.  An alternate format, a 
linear probability model, was also tested, but demonstrated more extensive issues than the logistic regression in 
model specification tests.   
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found to be an important factor in employee commitment, including how an employee ranks pay, 

promotions, values, and other motivations on a relative scale, and how an employee’s values 

align with the organization (Crewson, 1997; Moynihan & Pandey, 2007; Bright, 2008).  While 

the limitations of the survey data make it infeasible to test this explanation in this study, these 

past studies warrant consideration as an avenue to improve the model.   

         Despite these limitations, the study results suggest that there is a statistically significant 

relationship between employees’ perceptions of contribution to mission and commitment to the 

Federal Government. Employees who lacked an awareness of how their work contributed to an 

organization’s mission appear more likely to intend to leave the Federal Government within a 

year. This evidence supports theoretical assertions on the importance of mission in public sector 

work for workplace outcomes, such as commitment and satisfaction (Rainey & Steinbauer, 1999; 

Perry & Wise, 1990).  This evidence also builds on the empirical evidence of the importance of 

mission for public-sector workers in state and local government, including the relationship to 

organizational commitment (Moynihan & Pandey, 2007; Wright & Pandey, 2011). 

V. CONCLUSIONS AND POLICY IMPLICATIONS 

This study indicates that federal employees who have a greater perception of their 

contribution to their organization’s mission are more likely to intend to stay in the Federal 

Government.  This finding has implications for public managers who seek factors they can 

influence that are related to employee commitment and retention.  Horton (2006) argues that the 

main challenge of public managers is, “How to attract the right people and retain them in 

conditions of great uncertainty and change. It is clear that commitment is likely to be influenced 

by expectations which if not delivered will demotivate and affect retention (p. 10).” Empirical 

evidence suggests that leaders in public organizations can influence employees’ sense of mission 
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after they are recruited, making it a useful tool to potentially improve workplace outcomes 

(Wright, et al., 2012).  This analysis of a malleable workplace factor has more practical use for 

managers in the Federal Government than traditional elements of PSM, which are based on an 

individual employee’s generally fixed predispositions and personality traits. 

Paths to Promote A Sense of Mission 

Some would argue that an organization’s mission should be obvious or may not be 

compelling for some federal organizations, but there are several ways that public leaders can 

help to foster a sense of mission, based on other public management studies. While not an 

exhaustive list, there are three major ways that managers can influence perception of mission: 

• clear and consistent articulation of the mission  

• focusing on the impact of employees’ tasks in leadership communications 

•  modeling an authentic mission-focused work ethic for subordinates 

First, managers can provide clarity to often vague organizational mandates by clearly and 

succinctly framing mission statements linked to goals and appeals to employees’ sense of duty 

(Rainey & Steinbauer, 1999).  As noted by Wright, et al. (2012), “The inspirational power of 

public missions is not a given, it needs to be cultivated (p. 212).”  Second, managers in all levels 

of the organization can focus on explaining the “why” behind workers’ tasks to clarify the 

impact to the mission or the public good (Wright, 2007). A notable example of the power of this 

tool is Carton’s (2018) study of how President Kennedy and NASA leadership in the 1960s 

helped to reframe each NASA workers’ task, regardless of how small, as part of a patriotic, 

unified effort to put a man on the moon. Third, managers can influence a sense of mission by 

modeling it themselves in authentic ways (Wright, et al. 2012). Rainey and Steinbauer (1999) 

note that effective senior government leaders attributed their success at motivating and retaining 
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their workforce to their consistency in modeling a commitment to mission and adherence to 

public service values. 

In addition to managers, the findings in this study could be of use to politicians, such as 

members of Congress or the Executive Branch, who are attempting to oversee a strong federal 

workforce in light of growing competition from the public sector.  This paper is another point of 

support, along with many other studies, for how unique public service advantages and values can 

be leveraged in bureaucratic revitalization and reform (Perry & Wise, 2010).  More specifically, 

it is feasible that employees’ sense of mission can also be influenced by communications from 

elected officials, such as the executive or Congress, about their work or perceptions of support 

from the general public (Rainey & Steinbauer, 1999). This relationship could explain the unusual 

spike in federal employee morale following the 9/11 terrorist attacks (Van Ryzin, 2014).  While 

there are theoretical reasons to link federal employees’ sense of mission and perception of 

external support, empirical research on this relationship is a potential avenue for future studies.  

Areas for Future Research and Consideration 

       While these implications provide some potential tools for retaining the federal workforce, 

there are limitations to this study that could benefit from future research.  The findings in this 

study were generally derived from workplace factors, such as perception of mission, pay, and 

engagement, but did not include personal factors, such as values, that are not covered in the 

Federal Employee Viewpoint Survey (FEVS). There is ample empirical evidence for the role of 

PSM, such as how an employee values work for the public good, and organizational commitment 

(Naff & Crumm, 1999; Caisting, 2006; Bright, 2008). However, these studies have not examined 

mission in tandem with PSM factors for the outcome of public employee retention.  Similarly, 

the limitations of the workplace and demographic factors covered in FEVS for predicting 
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employee retention, primarily lacking questions related to personal values, is a noteworthy 

consideration for senior federal managers who administer and use this annual survey.  

    Despite these limitations, this study provides potentially useful tools for federal managers 

to retain an experienced and healthy workforce against unfavorable demographic trends, such as 

the aging federal workforce and greater job mobility in younger generations (OPM, 2019a).  

While other factors are related to employee commitment, such as level of engagement, sense of 

mission may be an untapped area of potential in government reform efforts. As noted by Light 

(2020), government officials “need to ensure young Americans that the Federal Government is a 

good place to work. The millennials and Gen Zers are not saying show me the money, but rather, 

show me the impact.”  The Federal Government’s ability to retain motivated and experienced 

workers in the decades ahead is a task that will reverberate throughout the implementation of all 

of the other policies and programs that are administered by this workforce, highlighting the 

importance of public management tools in this domain. 
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APPENDIX A. MEASUREMENT OF SURVEY QUESTION VARIABLES, 2019 
FEDERAL EMPLOYEE VIEWPOINT SURVEY 
 
 
Variable: Mission 
“I know how my work relates to the agency’s goals” 

• 1= Strongly disagree 
• 2= Disagree 
• 3= Neither agree nor disagree 
• 4= Agree 
• 5= Strongly agree 

 
Variable: Leaders 
“Managers communicate the goals of the organization.” 

• 1= Strongly disagree 
• 2= Disagree 
• 3= Neither agree nor disagree 
• 4= Agree 
• 5= Strongly agree 

 
Variable: Engagement 
“I feel encouraged to come up with new and better ways of doing things.” 

• 1= Strongly disagree 
• 2= Disagree 
• 3= Neither agree nor disagree 
• 4= Agree 
• 5= Strongly agree 

 
Variable: Pay 
“Pay raises depend on how well employees do their jobs.” 

• 1= Strongly disagree 
• 2= Disagree 
• 3= Neither agree nor disagree 
• 4= Agree 
• 5= Strongly agree 
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APPENDIX B. DESCRIPTIVE STATISTICS OF 2019 FEDERAL GOVERNMENT 
SURVEY DATA  
 
Table 8.  Descriptive statistics of workplace variables for federal workforce, Department of 

Defense, by average level of agreement on a scale of 1 to 5 
 

  
 
 

Overall Federal 
Workforce 

Federal 
Employees 
Planning to 
Leave the 

Government 

 
Subset- 

Department of 
Defense (DoD) 

Employees 

Subset- DoD 
Employees 
Planning to 
Leave the 

Government 
Number of 
Employees 

 
415,951 

 
19,267  

 
132,181 

 
4,913 

Level of 
agreement that 
leaders 
communicate 
mission  

 
3.67  
(1.08) 

 
3.07 
(1.02) 

 
3.69 
(1.06) 

 
3.08 
(1.22) 

Level of 
agreement that 
employees are 
encouraged to 
innovate 

 
3.69 
(1.18) 

 
2.91 
(1.33) 

 
3.78 
(1.12) 

 
3.01 
(1.31) 

Level of 
agreement that 
pay is fair 

2.81 
(1.22) 

2.13 
(1.56) 

2.86 
(1.20) 

2.19 
(1.15) 

Percent Female 42.9% 34.5% 33.8% 24.2% 

Percent 
Supervisors 

20.9% 21.1% 19.2% 18.5% 

 
Source: The data are from the 2019 Federal Employee Viewpoint Survey, which is a sample of all Federal government 
employees (n= 415,951) and, within that group, Department of Defense civilian employees (n= 137, 094).  Employees were 
asked their level of agreement with various workplace experience questions, on a scale of 1= strongly disagree to 5= strongly 
agree.  Standard deviations are listed in paratheses. 
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APPENDIX C. MODEL DIAGNOSTICS DETAILS 
 
The Link Test demonstrates that the model has some specification shortfalls, such as unobserved 
variables, that are significant.  In the test for the linear probability and logistic regression models, 
the “hatsq” variable is significant suggesting that are important factors not accounted for in the 
models. 

 
Table 8: Model specification tests for linear probability, logistic regression models 

 Linear Probability 
Model: Federal 

Government 

Logistic Regression: 
Federal Government Data 

Logistic Regression: 
Department of Defense 

Subset of Data 
 Coefficient 

(S.E.) 
T-Value Coefficient 

(S.E.) 
Z-Value Coefficient 

(S.E.) 
Z-Value 

hat .240 
(.022) 

10.82 .649 
(.057) 

11.34 .523 
(.115) 

4.54 

hatsq 6.72 
(.18) 

37.42 -.064 
(.01) 

-6.22 -.08 
(.019) 

-4.19 

Source: The data are from the 2019 Federal Employee Viewpoint Survey, which is a sample of all Federal 
government employees (n= 415,951) and, within that group, Department of Defense civilian employees 
(n= 137, 094).  The link test results were generated from a linear probability model and two logistic 
regression models against the different populations. 
 
Table 9. Independent variables correlated, short of substantial multicollinearity issues for 

2019 Federal Government survey data 
 

Variables Mission Leaders Engagement Pay Female Supervisor 

Mission 1.00      

Leaders .48 1.00     

Engagement .48 .54 1.00    

Pay .32 .45 .45 1.00   

Female .03 .01 -.01 -.001 1.00  

Supervisor 
 

.10 .10 .12 .06 -.09 1.00 

Source: The data are from the 2019 Federal Employee Viewpoint Survey, which is a sample of all Federal 
government employees (n= 415,951). The workplace factors—Mission, Leaders, Engagement, and Pay—
are measured on a scale of an employee’s level of agreement (1= strongly disagree to 5= strongly agree). 
The survey questions are detailed earlier in Appendix A.  The variable Female and Supervisor are binary 
characteristic variables.  
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