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Abstract

The purpose of the study was to identify how the reshaped COM-B model-based refresher courses for the civil
servants influences the sampled students’ intrinsic motives of performing their job functions and to identify how
the students perceived the upgraded course that used the COM-B model. The study combined an exploratory
design that was used in the baseline phase and a one-group-based pre-test-post-test design that was used in the
quasi-experimental intervention. It used the data collection tools such as the baseline study online survey, the
Intrinsic Motivation Inventory, the HR departments’ assessment reports, the Awareness of Public Service
Legislation Test, and the focus group survey questionnaire. The IBM SPSS Statistics (25.0.0.1) was used to process
the data. The reshaped COM-B model-based refresher courses for the civil servants are capable to influence
positively the sampled students’ intrinsic motives of performing their job functions. The use of the COM-B model
provides a triple influence on the intrinsic motives of the civil servants, changes their behaviour, and increases
their work performance level. It was found that respondents benefited from the challenges of performing different
roles in the civil service that they experienced in the course. They upgraded their professional knowledge. The
extrinsic motivation factors dominate the civil servants’ motivation and the management of public institutions
underperforms in identifying and using the appropriate solutions to stimulate the inner motivation in civil
servants for higher standards of their work performance. The civil servants should receive yearly training using
more student-focused methods, the cognition function development-aimed, and function-through-context-based.
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1. Introduction

The in-service training of civil servants is gradually paid more attention in terms of influencing their
behaviour and motivation as these are seen as a prerequisite for effective public governance (Orliv,
2016; Orliv, 2019). The Capability, Opportunity, and Motivation Behaviour (COM-B) model is a recent
behaviour change model that relies on three pillars such as capabilities (C), opportunities (O), and
motivation (M) (West & Michie, 2020). Michie, Stralen & West (2011) explain that behaviour change
occurs due to controlled organisation of interaction between those three dimensions such as Cs-Os-
Ms. It was found that the in-service training system of civil servants relies on influencing their
competence structure and their intrinsic and extrinsic motives of performing their job functions so that
they were fulfilled up to standard. However, the evidence proves that even though the civil servants’
competence level is sufficient, it does not always ensure that they can be fully functional in public
governance because of the inadequacy of certain intrinsic motives (Druskiene & Sharkunaite, 2018).

1.1 Literature review

The review of the relevant literature found that in contrast to the private sector, employees of the public
sector are under-motivated financially and it is very important that the feeling of accomplishment
could be influenced more intensively (Andersen et al., 2020). Though the public service motivation is
seen by the community as the self-stimulated desire of the civil servant to create an environment of
wellbeing, the public-interest-commitment is gradually decreasing in both the civil service applicants
and employees (Druskiene & Sharkunaite, 2018; Leisink et al., 2018). Perry (2015) along with Thompson
& Christensen (2018) suggest stimulating the feeling of importance in the civil servants in terms of their
contribution to organisational goals increases their job commitment which results in increased
governance effectiveness. The COM-B model was designed to influence the very intrinsic motivation
which is then manifested in the civil servant’s behavior. It relies on the Behaviour Change Wheel (BCW)
involving evidence-based practice (Michie et al., 2o11). The model provides information about the
relationships of the components such as physical and psychological capability (C) that can be addressed
through the use of social and physical opportunities (O) based on motivators (M). It reveals what
(which) behaviour patterns should be targeted through the intervention (Jatau, 2019).

Therefore, the purpose of the study was 1) to identify how the reshaped COM-B model-based
refresher courses for the civil servants influences the sampled students’ intrinsic motives of performing
their job functions; and 2) to identify the students' perceptions of the upgraded course that uses the
COM-B model.

2. Methods and Materials

This study employed the research methods recommended for exploratory and quasi-experimental
studies in sociology and education (Chapman et al., 2005; Cohen et al., 2017). The data from the baseline
study was drawn from the survey. The data for the pre-test and post-test measurements were yielded
for the Intrinsic Motivation Inventory (IMI) (6 scales-based) (CSDT, n.d.) that was modified to fit the
context of the public service servants and from HR department-administered performance assessment
based on criteria suggested in Resolution #640 of the Cabinet of Ministers of Ukraine (2017). The Test
in Awareness of Public Service Legislation (available at https://nads.gov.ua/testuvannya-kandidativ-
na-posadi-derzhavnoyi-sluzhbi/perelik-testovih-pitan-na-znannya-zakonodavstva-z-variantami-

vidpovidej) that is approved by the National Agency of Ukraine for Civil Service was adapted and
translated to fir the purpose of the study. The intervention lasted 16 weeks period from November 2019
to March 2020 and involved the participants of the in-service (refresher) training course run at the
Institute of In-service Training of Civil Servants and local government officials of I-IV categories (IITCS,
Kyiv, Ukraine) representing government authorities and local government bodies. The refresher course
syllabus was reshaped to use the COM-B model. The course was delivered in English. For this reason,
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the sampled students were supposed to have a Bi-Bz level (CEFR) of English and they took the Online
English Level Test available at https://learnenglish.britishcouncil.org/online-english-level-test, to
prove it. The representatives of the HR departments from the National Agency of Ukraine for Civil
Service were involved as the guest speakers and supervisors for the participants of the refresher course.

2.1 Research design

The study combined an exploratory design that was used in the baseline phase and a one-group-based
pre-test-post-test design that was used in the quasi-experimental intervention (see Figure 1).

phase

Baseline study - Intervention phase Post-intervention

*Survey ¢ Refresher course upgrade *Second post-treatment
*Data processing *Course design experitise and measurements
approval *Survey to identify the students'
* Pre-treatment measurements to perceptions otfh thé g}i/glrgdedd ;
establish inner-group course using the COM-B model
homogeinity *HR departments’ reports as the
*Running the course based on the repeated measurenemt
COM-B model

¢ First post-treatment monitoring

J

Figure 1: The Phases of the study

The baseline study was carried out to identify whether the intervention in the in-service training of
civil servants based on the COM-B model is feasible. It relied on the survey that was intended to specify
the motivational factors that influence the civil servants’ motivation at the workplace and the level of
their performance. That list included factors as follows: benefits and privileges, power and money,
career promotion opportunities and career ambitions, ambitions to play the important role in the
society, job functions, independence level, job environment, superior’'s management style, in-service
training opportunities, social security package, and performance appraisal results. The randomly
selected respondents were given access to the Google Form-based survey questionnaire and they were
estimated to evaluate the extent of the importance of the specified factors for their job motivation and
performance. The baseline study found that extrinsic motives were the most important factors the civil
servants’ motivation at the workplace and the level of their performance which indicated that the
intervention to influence the intrinsic motives of the civil servants was feasible.

The quasi-experimental intervention was based on the use of the COM-B model to the delivery
of the refresher course. The intervention was proceeded by the measurements of the participants’
English language level, sampled students’ interest/enjoyment of their job functions, perceived
competence in governance, effort, value/usefulness, felt pressure and tension, and perceived choice.
The Test in Awareness of Public Service Legislation was used to elaborate on the assessment of
participants’ competence.

2.2 Description of the conceptual framework of the model

The delivery of every class and every module of the refresher courses for the civil servants was reshaped
to fit the COM-B model (see Figure 2). The course was taught in English and it was of a 3-Credit (ECTS)
and 4 module structure. It included four modules such as “Effective Governance”, “Anti-corruption
policy”, “Decentralisation”, and “Economic development”. These were based on evidence-
based practices. Table 1 provides information about the topics studied in each module.
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Figure 2: COM-B model of the delivery of the refresher courses to the civil servants

Table 1: Civil Servants Refresher Course Structure

development forecasting and planning.

Module Topic Hours
1. Sociodemographic factors of risk management and crisis management. 6
Effective 2. Adequate' civil servants’ civic compeFencies. _ 6
Governance 3. Community welfare-purpose strategic management and project management. 6
4. Political leadership, conflictology, and elitology in PR communication. 6
5. Self-management of a manager. 6
Anti-corruption |6. Prevention and counteraction of corruption in government bodies. 8
policy 7. Ethics in public administration. Conflict of interest prevention. 8
8. Decentralisation of power: delimitation of powers of executive bodies and local self- 8
Decentralisation government bodies.
9. Resource maintenance for local development. 6
10. Budget decentralisation. Local budgeting and accountability to citizens. 8
11. Global perspective of local development strategies. 6
Economic 12. Econ.omic c.ot?pera.tion. with the Eur(?pean Union. Eu.rozone.. 6
development 13. Public administration in the field of investment and innovation. 6
14. State regional policy and economic development of territories. Territorial 6

The ‘capability’ component of the course was delivered online while the other two were delivered
offline. Each topic-based series of classes used formal and informal assessment approaches and were
finished by the feedback of the experts aimed at strengthening the motivation of the students. These
feedback classes were run by visiting speakers and were organised as a question-answer session or
round-table discussion session or mind session.

2.3 Sampling

Random sampling was used to administer the baseline study online survey to 179 civil servants. A
voluntary response sampling technique was utilised to form the experimental group (EG) draw from a
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readily accessible population. Due to the fact that the sampled individuals did the same course, they
were considered to be mutually homogeneous. Twenty-seven volunteers doing the refresher and
upgrade course for the civil servants run by the Institute of In-service Training of Civil Servants and
local government officials of I-IV categories (IITCS, Kyiv, Ukraine) representing government
authorities and local government bodies were hired to form the EG. Their demographic features are
outlined in Table 2.

Table 2: The demographic features of the EG participants (n = 27)

Feature n =27 % SS SE p
Gender Males = 44-44 n.d. n.d. <0.001
Females 15 55.56
Males 25-34 1 08.33

ig_‘; i g;iz 10.00 | 0.91287 0.176
Age 55-65 2 16.66
Females 25-34 3 20.00
ig_‘; Z :222 18.75 1.2500 0.319
55-65 1 06.68
Central Administration 3 111
Administration affiliation Territorial administration 13 4814 | 56.00 | 3.05505 0.419
Local administration 1 40.75
Economy 9 33.33
Legislation 2 07.40
Education 3 1111
Public service branch Medicine 6 22.23 | 42.86 1.01015 0.328
Sport 2 07.41
Culture 2 07.41
International relations 3 111

2.4 Ethical considerations

The informed consent to participate voluntarily in the course based on the COM-B model was obtained
from the EG students. The confidential disclosure agreement was signed by all the parties involved in
the experiment prior to it. The EG students provided written consent to the team of the researchers to
use the research output data and the signees’ personal details only under the permission of the signees.

2.5 Instruments

The baseline study online survey, the Intrinsic Motivation Inventory (IMI) (6 scales-based), the HR
departments’ assessment reports (HRAR), the Awareness of Public Service Legislation Test (APSLT),
and the focus group survey questionnaire were research instruments to collect data. The IBM SPSS
Statistics (25.0.0.1) was used to process the data.

The baseline study online survey was administered in the Ukrainian language. The list of u factors
such as benefits and privileges, power and money, career promotion opportunities and career
ambitions, ambitions to play the important role in the society, job functions, independence level, job
environment, superior’s management style, in-service training opportunities, social security package,
and performance appraisal results were specified to play the main role in their work motivation and
performance. Several sources were used to make a list of the factors (Ciobanu & Androniceanu, 2015;
Druskiene & Sharkunaite 2018; HRLiga, 2019). The list was validated by four HR volunteer managers.
The 5-point Likert importance scale that used the values from 1=Not at all important up to 5=Extremely
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important was used by the respondents to evaluate each factor.

The Intrinsic Motivation Inventory (IMI) (6 scales-based) was chosen because it is flexible as its
items can be modified to suit the specific area and the scales have been proved to show good coherence
in factor analytics which has been stable across a variety of settings, applications, and conditions. The
factor loading of at least 0.6 has been commonly found as criteria for inclusion of items on subscales,
while the cross-loadings above 0.4 have not. The scales assess the participants’ interest/enjoyment,
perceived competence, effort, value/usefulness, felt pressure and tension, and perceived choice.

The HR departments’ reports on the EG students’ performance in the pre-intervention phase and
as the repeated measurement in the post-intervention phase were provided in the Ukrainian language,
then translated and text part was analysed using the Voyant Tools which are accessed through the link:
https://voyant-tools.org/. These tools are commonly used in studies (Boyle & Hall, 2016).

The Test in Awareness of Public Service Legislation was originally designed for the intervention.
The methods of Differential Item Functioning (DIF) analyses and Differential Test Functioning (DTF)
analyses were used to check the validity and reliability of the test. The Lord’s Chi-square DIF method
was utilised to detect uniform (UDIF) and non-uniform DIF (NUDIF) items. The Mantel-Haenszel/Liu-
Agresti (MH-LA) method was used to calculate DTF (Guo, Robin & Dorans, 2017; Hunter, 2014).

The focus group survey questionnaire (n=9 respondents)

The questionnaire was designed and administered as recommended by Krueger & Casey (2015).
It consisted of 4 open-ended questions whose content and discourse were validated by the research
team members. The surveys lasted 15-20 minutes each, they were recorded and transcribed. The Voyant
Tools (VTs) were used to process the text corpus of responses to identify the keywords/concepts
(Sinclair & Rockwell, 2015).

1. What do you think of the reshaped refresher course delivery?

2. What benefits did you experience due to the course? Give examples.

3. What experiences occurred in the course did you consider to be negative? Why?

4. How would you change the course so that it could bring more benefits to the students and public
authorities? Suggest your reasoning.

3. Results

The results obtained for the study proved that the reshaped COM-B model-based refresher courses for
the civil servants positively influence the sampled students’ intrinsic motives of performing their job
functions and the upgraded course using the COM-B model is positively perceived by the students. The
quantitative and qualitative input and output data are presented below.

3.1 Results of the baseline study survey

As can be seen in Figure 3, while the civil servants indicated that they were mostly motivated by the
extrinsic factors such as superior’s management style, work environment, social security package, in-
service training opportunities, they rated such factors as ambitions to play the important role in the
society, job functions, independence level (responsibility level) the lowest. The result suggested that
the development of a system to influence the civil servants’ behaviour and motivation was feasible.
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Other B 1,9
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Social security package [ 10,7
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Superior’s managementstyle [ 27,1
Work environment [ 17 4

3

Job functions 22

Performance appraisal results

In-service training opportunities

Independence level
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Career promotion opportunities and career...[Jj 1,4

Power and money [l 3,2
Benefits and privileges [ 8,2
0 5 10 15 20 2 30

W Percentage

Figure 3: Factors rated by the respondents as important motivators at the workplace and the level of
performance, %

3.2 The intervention phase results

The results of the pre-test-post-test measurements suggest that the students raised their awareness in
their occupation along with psychological and physical capabilities to apply the knowledge. The EG
students improved their intrinsic motivation through gaining a better vision of the opportunities to
bring value to the community and to gain respect in it. The results of the measurements are presented
in Table 3.

Table 3: Results obtained through IMI, HRAR, APSLT (100-point scale) (n = 27)

Data source Pre-test Post-test t —value p — value
Mean SS Mean SS

IMI 62.86 400.86 75.71 289.43 —-3.17143 .004024

HRAR 71.43 183.71 87.14 220.86 -5.06316 .000139

APSLT 66.14 12.86 90.29 241.43 -8.31259 <.00001

Note: IMI = Intrinsic Motivation Inventory; HRAR = HR Departments’ Assessment Report;
APSLT = Awareness of Public Service Legislation Test.

The measurements showed a rise in the EG students’ intrinsic motivation in the post-test phase
(M=75.71; t(27)=-3.17143, p=.004024). There was an increase in job performance in this phase (M=87.14,
t(27)=-5.06316, p=.000139). The public service legislation awareness also improved (M=90.29 in the
post-test phase compared to M=66.14 before intervention; t(27)=-8.31259, p=<.00001). The result is
significant at p < .05.

3.3 Repeated measurement of civil servants’ performance, six months later

In this phase, the HR departments’ reports on the EG students’ performance were translated into
English, and the text part was analysed using the Voyant Tools. The result of the text corpus analysis
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is presented in Figure 4. The analysis found that the most frequently used words were as follows:
motivated, performance, better, deadlines, efficient. The correlations between the words are presented
in Table 4.

performance

meet

w01 k =%
otivated :
-
—_—
Figure 4: HR departments’ reports on the EG students’ performance
Table 4: The correlations between the words
Term1 Term 2 Correlation Significance
motivated &> efficient 1 0.012
increased <> efficient 1 0.024
better <> deadlines 0.769 0.035
better &> motivated 0.731 0.039
meet <> tasks 0.726 0.045
efficient <> work 0.711 0.047

Note: If a correlation of values approaches +1, it means that the terms rise and drop together (positive
correlation). A significance of .05 and less indicates a strong correlation.

The correlation values in Table 4 suggest that the HR managers paid emphasis on the high level of
motivation which was related to the increased efficiency, and meeting deadlines with the tasks. The
results obtained six weeks later imply that former refresher course participants were more motivated
at the workplace and showed a higher level of performance due to the intervention.

The results of the focus group survey (n=9 respondents)

Question 1. Having analysed the text corpus of the surveyed students, it was found that benefits,
job, engaging, interesting, specialism were the five most frequently used words (Figure 5).

activities .
Nnga gmg

(Drelated

v based
'_) efficient
e o manag,omcnn

(‘Hm‘t‘i\‘(‘o (Dclassroom Q.

-y

——
)

-(lcn

specialism

research

oe

JOLU

Figure 5: The most frequently used words in the text corpus of the survey responses
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In Figure 6, the high frequency (9 out of 10) is observed between the terms “engaging”, “practical”,
“specialism”, and “benefits”. The highest correlation (10 in 10) is found between the words “specialism”,
“benefits” and “engaging”.

Figure 6: Distribution trend of the terms of the text corpus of the responses

Question 2. The EG participants reported that they experienced challenges of performing different roles
in the civil service. They upgraded their professional knowledge. They got the answers to their
questions from the experts.

Question 3. The respondents confessed that sometimes they experienced too much pressure and
too strict deadlines. Three students confessed that they sometimes felt embarrassed for
underperformance in the home assignments.

Question 4. The respondents proposed to invite the speakers from the European Union and to
use more technology.

3.4 Limitations

The limitations of this study can be the involvement of one institution, one group, and the sample size.
These can lead to a dispute concerning the significance and representatives of the results.

4. Discussion

The study addressed questions such as how the reshaped COM-B model-based refresher courses for
the civil servants influenced the sampled students’ intrinsic motives of performing their job functions
and how the students perceived the upgraded course that had used the COM-B model. The novelty of
the study lies in the delivery approaches such as first, the use of the English language as a learning
medium, and second, the use of the COM-B model to provide a triple influence on the intrinsic motives
of the civil servants to change their behaviour and increase their work performance level.

The study found that the reshaped COM-B model-based refresher courses for the civil servants
influenced the sampled students’ intrinsic motives for performing their job functions. Furthermore,
the courses were found to raise the level of work performance after the course was completed. The
students reported that the course was engaging and practically valuable for their job, from a broad
perspective.

The pre-test post-test results of measurements showed that there was a rise in the EG students’
intrinsic motivation in the post-test phase (M=75.71; t(27)=-3.17143, p=.004024). There was an increase
in job performance in this phase (M=87.14, t(27)=-5.06316, p=.000139). The public service legislation
awareness also improved (M=90.29 in the post-test phase compared to M=66.14 before intervention;
t(27)=-8.31259, p=<.00001). The results of the repeated measurement of civil servants’ performance that
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was conducted six months later supported the above findings.

The analysis of HR departments’ reports on the EG students’ performance found that the most
frequently used words were as follows: motivated, performance, better, deadlines, efficient. This
suggested that the HR managers paid emphasis on the high level of motivation which was related to
the increased efficiency, and meeting deadlines with the tasks. The results implied that former
refresher course participants were more motivated at the workplace and showed a higher level of
performance due to the intervention.

The focus group respondents reported that appreciated the challenges of performing different
roles in the civil service that they experienced in the course. They upgraded their professional
knowledge. They got the answers to their questions from the experts.

The obtained results go in line with the relevant research. It aligns with a state policy
contemplating the updating of the system of the in-service training of the civil servants in Ukraine
(Governmental portal, 2018). It attempted to address the limitations of the in-service training system
such as the use of the specialism-related English language and lack of focus on students’ intrinsic
motives. The findings of the study agree with Ciobanu & Androniceanu (2015) who stated that the
management of public institutions underperforms in identifying and using the appropriate solutions
to motivate civil servants for higher standards of their work performance. Moreover, the study aligns
with their conclusions concerning the fact that extrinsic motivation factors dominate the civil servants’
motivation.

The study supports the findings of Tessema et al. (2007) who reveal that the refresher in-service
course should be a 3-credit one (ECTS, 9o-100 hours) and the civil servants should receive training
yearly. The training should include 60% of work-related learning and psychological experiences and
40% of self-directed learning activities. The findings align with Sun (2019) who suggests that methods
used in the in-service training for the civil servants should be more student-focused, the cognition
function development-aimed, and function-through-context-based. The study supports the
implications made by Druskiene & Sharkunaite (2018) what claimed that it is not just idealistic motives
that motivate the civil service but the balanced motivation system including monetary, moral, political,
normative, and emotional stimuli. Further research is needed to identify the COM-B model that can
be used at colleges and universities to train student civil service managers.

5. Conclusion

The reshaped COM-B model-based refresher courses for the civil servants are capable to influence
positively the sampled students’ intrinsic motives of performing their job functions. The use of the
COM-B model provides a triple influence on the intrinsic motives of the civil servants, changes their
behaviour, and increases their work performance level. It was found that respondents benefited from
the challenges of performing different roles in the civil service that they experienced in the course.
They upgraded their professional knowledge. They got the answers to their questions from the experts.
The study added value to a state policy contemplating the updating of the system of the in-service
training of the civil servants in Ukraine by addressing the limitations of the in-service training system
such as the use of the specialism-related English language and lack of focus on students’ intrinsic
motives. The extrinsic motivation factors dominate the civil servants’ motivation and the management
of public institutions underperforms in identifying and using the appropriate solutions to stimulate
the inner motivation in civil servants for higher standards of their work performance. The civil servants
should receive yearly training of at 3-credits one (ECTS, go-100 hours) including 60% of work-related
learning and psychological experiences and 40% of self-directed learning activities and using more
student-focused methods, the cognition function development-aimed and function-through-context-
based.
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