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I. INTRODUCTION

A universiB/ is an edllcaiional institution which also funciions as work organlzation,
and contains a number or workers as its human resources. Therefore, are a unlversifu mLrsl
implement work divisions, by building several work units. The division is implemented by
classi&'ing the same Epe of work in a work unii. and thereby creating severalv,rork uniis. Every
work uniis has their own \rpe of work, which differs from one anoiher, according io ihe workload
and responsibility. This classification of work will create an organizational slrucfure containina
work units wiih dilferent straia (vedical), due to their different responsibilities and workload. li
willaLso contain several work units at ihe same level, because they hava*-ame work load and
le-no .ibi i1 bu. dtr.erer_ k nd o. vork.

All the work units must cooperate in doing th€irjob as paft of the organizational work,
and in creaiing effective and eflicient effod in attaining their goal The cooperation can take
place vertically b€f,veen uniis in different level or horizonially b€t.veen unth . ihe same level.

Universities have hvo main work units in iis organization structure, theAcademic Section
and the Administrative Section. The academic seciion in responsible in conduciing teaching_
leaming process that is done by several lecturers. also known as academic workers. The
administraiive section is manned by several employees whose job is to support the academic
section so iheir work will be done in eflective and €llicient manner. The principal administrative
section works are n'lainly finance, administration, inveniory. and stud€nts, seNice. Both sections
are impoftantforihe unive$i1y as work and educational instihrtion, therelore ihey must cooperate
with each other.

The hvo seciions are essentially diff€rent either lrom ihe iype of r,,rork or from the
responsibiliiies theg carry. They are also different in many oiher aspecis such as ihe educational
background requirements for ihe employees, the working hours, the salary and allowance,
promotion requirements, and career development. As we can see that the adminisirativ€ staff s
work are mostly routine activilies which willcause boredom, doesn't need creativity and initiaiive,
is not challenging €ic. Therefore to do such,,vork the siafl must have high motivation so ihey
can do their job as eflective and as eflicieni as possible.

Evidence lrom prior studies suggests ihai m€asures used by superiors to evaluate iheir
subordinaies' perfonnance can alfect ihe subordinates attifudes and behavior such as work
motivation (Outley, et al, 2000)

Howeveq as farback as the 1970s, there is evidence to suggests the ellect of performance
evaluation on subordinates' behavior may be indireciihrough some interuening variables. Both
Hopwood (1972) and Oiley (2000) suggested and lound thai evaluative siyle and ihe type ol
performance evaluations used can affect th€ subordinates'perception ol interyersonal husi
and justness in evaluation process. Procedural fairness is important because of its likely effects
on ihe organizational members behavior (Milani, 1975 ; Kenis, 1979; Linquist. 1995 ; Libby,
1999 and Law, 2002). Inierpersonal trust is also important because successful performance
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evaluation is likely io occur onlg in an environment where trust among organizational members
can develop (Hopwood, 1992). Trust is an important feaiure of the pedormance evaLuaiion
process because incleased inierpersonal trust behreen the suboldinaies and their supenors rs

likely to lead to improved communication (Merlinger, 1956 and Rend, 1962). In a trusting
environment, peoile feel free io relate to one another and ihis can lead to openness among
organization members (Reina and Reina, 1999). Trust is ihe glue of effective, humane, and
efficient orqanization.

II. STATE AND PRIVATE UNIVERSITIES IN INDONESIA

As explained in previous seciion that universitles are educational instiiution as well as work
organization, and there are esseniial similarity behveen th€ state owned universities and the
privaie-owned universities. The similarihJ iies in the goals of universities in Indonesia io
implement Tri Dharma Perguruan Tinggi (Three Goals of Universities)to create quality graduates.

The central component of the goal is io do ieaching leaming aciivities wiih various methods,
known as educational component in Tri Dharma Perguruan Tinggi.

This component dominates the aciivities in a university and takes the whole academic
yeario implementand finish usually with the finaltesi at the end of an academic aear Alihough
ihe second and third component, research and publicservice, are important, the implemeniation
is highly influenced by the head of university. The policy to conduci the oiher i"vo compon€nis
is influenced by the availability of human resources, the lecturers as researchers, and fund. This
can be in form of training for young lechrr€rs or technology research and development lor
senior and experienced lecfurers. The third Tri Dharma is Public Service, which is usually done
by lect-rrers wiih or withoLlt help from the siudents.

To apply ihe tri dharma and other supporting activities, the universities need to employ
a numb€r of administrative staff.

The universities also need money io buy and maintain facilities, or to fund the cosi of
human resources which consiitutes the lecturers and the emplogees. It is in this field that ihe
difference betJJeen state-owned and private-owned universities lies. This in turn will affeci ihe
quality of the graduaies. State-owned universities thai are funded and subsidized b9 the
government in generalcan carry outiheir main duties €ffectively and efficiently. However, ihere
are also some stlf€-owned universiiies whose graduates arc of low quality due to lack of sufficieni
funding from the government. In contrast, the private-owned universities must solely rely from
the studenh tuition to fund its activities. This creates a causative relaiion bet"veen the univercities
abiLity to fund its activities and its ability io aitract students. lf ihe universities are able to attraci
sufficient number of students, ii will enable ihem io conduct high-qualiiy programs which in
turn will improve the quality oftheir graduates. In turn, ihe higher the quality of the graduaies of
a universi\, will affect ihe number of new shrdents its can atiraci.

The ability to pay for the programs and human resources will have a great influence in
the lecfures and administrative staff's moiivation in doing theirjob in private-owned universities.
The next section will discuss abolrt performance evaluation, Procedural fairness, lnterpersonal
hust, the work motivation in general and specific tems in the work envircnment of private-
owned universities,

III. PROCEDURALFAIRNESS

Procedural fairness Uusiice) is the perceived fairness of ihe means used to determine

the amount of reward the emplogees receive. Jt relates to the employees' perception of the
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iairness of all aspects of ihe organization,s process Lrsed by their superior io evaluate theirperformance, communicate performance feedback and determin; their reward such as
promotions and pay increases (Folgeq 1989).

Early sfudies of procedural .iustice were associated wiih the work ofThibaut and Walker
(Thibaut, 1975). They found ihat (a) perception of laim€ss was posiiivelg a:sociaied with
proceduralpreference, and (b) perception of fairness in procedures was positively associated
with increased satisfaction. The work of Thibaut and Walfer (Thibaut. 197'g) was based matniyor- e.p.,.h t:no . g, in leg@l -e-i g

. ConseqLr€nily, it had relatively resincted standard ol tairness. Subsequent studies by
Leventhal {1980) and Leventhal et al. (19801 argued thai procedura lustice was an rmporiant
determinant ol perceived fairness in the context of almost any allocation decision Hence, ih€y
€xtended procedural jusiice research from Iegal s€ttings to organizatjonal setiing found ihat
procedural lairn ess judgments plaged a mayor role in affecting orlanizaiional members, atiifudes
and behavior (Linci and'lyler, 1988). For example, a sLrdy byLissak et al. (19g3) found that
proced ural jusiice showed a larger unique contribution to work motiv.tion drun aia aoi,ruut,unjustice. The study by Alexander and Ruderman (19g7) also found thai procedural justice
significantlg affected work motivation, evaruation oIsuperuisors, reports or harmony and conirict,
and kusi in (upper level) managemeni. Addrhonal support tor the effect ol proc ed;ral j ustice on
evaluations ol supervisors was also found in Greenberg.s (19g7) and lGnfer et al.,s (1997)
studies. With respecis to the perceived fairness of outcomes (distribuiive fairnass), Folger ani
lae.se {1985).fo11{ that procedurai justice enhanced ihe perception of distributive justice.
Early and Lind (1987) found ihat proceduraljustice caused hilher per{ormance in the laboraiory
study, but noi in the field study. Cornelius (1985) also lound i;laboratory strrdy that high fairness
of procedures lvas more likely could improve p€dormance than were tw fairness procedures.
Based on the lindings above, Lind and Tyler concluded that procedural fairness 6as positive
consequences lor organizations and that procedural faimess judgmenh affect a variety of vely
impodant beliels and attirudes among organizational members.

IV. INTERPERSONALTRUST

The criteria of trusfirorihy behavior are: (1) consistency across time and situations,
which reflects ihe reliability and predictabiliiy of aciions: (2) integrity, refers to ihe consist€ncy
betrveen whatihe managerssays andwhai he orshe does: (3) sharinj and delegaiion oi control,
such as pafticipation in decision making; (4) communicaiion, that i;the info;afion should be
accurate and fofthcoming, adequately explained, and open communication (exchange ihoughis
and idea freeiy); and (5) benevolence or demonstration of concern. ihat is showinq consid€ration
and sensitiviiy for subordinaies' needs and interesis, aciing in a way thai protecti subordin aies,
inierests, refraining from exploiting others for benefit or one's own interests (whitener, Kosgaard
and Werner. 1998) Read (1962) noted that hlsting sLrbordinates expect their interests to beprotected and promoted by superiors, teel confldent about disclosrng negative personal
information, feel assured of full and frank rnformahon shaltng, ancl are prepafed to overlook
apparent breaches ol trust relationship.

inteqrersonal trusi has also attracted the attentjon of management accounting scholars
(Ross, 1994). They have siudied inieqrersonar trust in the coniexiof pedormance evaruative
style Hopwood (1972) conceptualized inter?ersonal trust as .,trusj in sr.rpervisor,, which
regarded as one of the subdimensions of ,telation wiih supervisors,,. Otley (197d) conceptualized
interpersonal irust as "trust in supedors, and .,the trust a manager', felt he had in his group
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VI. PERFORMANCE EVALUATION. PROCEDURAL
INTERPERSONAL TRUST AND WORK MOTIVATION

FAIRNESS,

. Proceduralfaimess i9 the perceived faimess ofthe means used to detemine the amount
.ot,l!*ut! 91.31p1*ation the employees leceive. in performance evaluaiion context, procedural
Ialmess rs llkely to be important io the subordinates. Subordinates usually considerperformance
evaluation to be important because it is often linked to the reward sy.inm thul *itt a"tn..tne
their remunehtions and promotions. They therefore expectthe proceiures use to evaluate theirperformance to be fair

Zand (7997) argued that a company's reward system could promote intemersonal trust
as long as the reward system is coliaboraiive, integrative and ,,win_win',. Win_win reward system
means 'bne percon's gain is a gain for otherperc; as well, and one pe,sont loss is also loss for
the other' whitener et ar. (1998) coniended that per{ormun.n 

"uuluufion 
uni ,eward svsten

can lacrlitale or inhrbrr marager'al lrusn onhy beravror, whtch ln ru..t car aftecl the trusL of
subordinates to their superiors. It is therefore necessary for orguntruiion. to destgn theirperformance €valuaiion system in such away that may enhance thelust of subordjnates toward
theil superior.

It is possible ihat whilst some aspects of the subordinates, per-formance (e.g, financial
aspects) may be unsaiisfactionary. If per{ormance evaluation is onty basea on iimited number
or rneasures (e.9. tinancial measures alone), subordinates may receive poor evaluations. In
conh'ast' if muliiple measures-based evaruation is used, the subordinate may be evaluaied as agood overallpedormer In such situations, ihe subordinates are likely to view tl,ui thei. .uperior
has acted benevolently which may lead to higher interper.onut t.u.t ot.uUo.Jinates toward
lnerr superiors. lt is therefore likely thai there is a positive relationship behreen the use ofpenorrtance evaluation and inlerpersonal n-]lsl.

. Extant hie.ature in legal, political and organizational context suggesis that procedural
larrness is lkely io alfect behavior (e.g. Early and Lind; Cornelius; Alexiider and Ruderman;
Forger ano nonovsky). Jang and Sar{reld_Baldwin (1996) argued that,, if managers can apply
rules fairly and consistenily to allemployees and reward them'based on perfomJnce and merii
wjthout personal bras, then employees will have a positive perception of procedural justice,
whrch may lead to a higher satisfaciion, commitrnent and involvement,,. Linquisi (1995) found
that ihe interactiorrFehreen procegs control (vote orvoice) and the faimess of tudget (attainable
or unattainable) affected task and budget satisfaciion. lt is therefore likely that iheie is a posiiive
relationship bet\reen procedural fairness and work motivatjon.

. .Zand d€fines trusting behavior as a willingness to increase vulnerability to another person
whose b€haviorcannoi be confrolled, in situation in which a poiential benefit is much less than
potentiai loss ifihe othet person abuses the vulnerability. Furiher, he suggested that tao people

Yl? !"h?."" in trusting manner will greatly increase their piobleniialving effectiv"ness.
r\ooltonally, peopje who trust each other can synchronize, help each oiher and work together
conshuc tively Trusting behavior can improve decision quality and its implantation. Libby [999)arglres ihat the existence of trust bebween organizational members can increase both problem
solving and performance. Sjmilary. Reina aid reina noied thai ,'directly or lndirecfly trust is
relaied to individual. group. and organizational pedormance". This is likely to increase their
commitment to each other and hence expeience greater work motivation. lt is therefore likely
that trust is posiiively associated with the subordin-ates' work motivafion. MahfuJ and chong(2003) found that there is a significant relationship bet'een muttipie measured_based
peffomance evaluation and job satisfaction. Further inalysis suggests ihat such relaiionship
are fuily mediated by procedural faimess and trust. They suggest ['at fair procedures and trusi
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rnanager. Ross (1994) had a sirnilar concept ol inr€qrersonal h1lst and regarded it as ..trust

b€1*-een colleagues and trust that (subordinatest have in th€ir superiors aau and Buckland
(2001t conceptualized interpersonal irust as 'the h.,sr sLrbordinates have in their suDerrors"
and is dellned as 'the firm belief or confidence the subordinates have in the iushce oi thelr

V. WORK MOTIVATION

Th€ explanation in previous section show that to b€ able io effectivelg and efficiently
run organizations lunctions. we need human resources. An organization vJill noi fLlnction withoui
human resources. which will do an activity called working. In other words. an organizaiion
need io have human resource, as well as oiher resources. like money, lacilitjes etc. According to
Kat and Khan quoied by steers, an organizalion require ihree requirementsto fLrnciion effeciiv;ry:
People who belong to ihe organization notfor the sake of membership alone. but are also happy
to belong to ii. 12) The members musi be able to do iheir duiy ind responsibility, (3) iile
members mLlst be
able io perform in a creative, spontaneous. an innovative manner (Cascio, 1995). This opinion
fundamentally reflects the rore of work motivation's imporiance in running an organlzation,
inciuding univelsities. Without work moiivation. all funciions organizatbn-will be paralyzed,
ihis means an organization must be able to motivate its employeei.

Before going further to the level of university, we will firci try to define work motivation
general. Motlvation is derived from a latin word ',movere', which means to move. in other
words, ihings that make people do something. There are also many synonyms t. J"..,,g|
motivaiion, such as incentive. inspiration, drive, siimulus, impulse and needs. in accordance io
ihese meanings, John and Davis deline motivation as ,,somelhing 

that drive someone to do an
activity because he / she is willing to do so. people act because they want to do so Uohn and
Keiih, 1998).

The delinition shows that som€one is motivated to do something which pleases him/
her: Moiivation is a need or drive inside an indiviclual which urge him:,/her to act to atiain
certain goals (Terry and Franklin, 2003). Motivation is a drive in human being which activaie,
move, and direct a behavior to achieve goals, iherefore the key to understanJmotivation is to
undersiand the relation beitveen needs, drive. and goals (Luthans, 19g5) In other ,,,.,ords.
"motivation is something inside which give us enelgy. achvate ancl direLi the beha! lor to achieve
the goals (Harool Koontz. C. O donnel and H. Weirich, 1982).

Gomez ,1996)also 
defin€s motivation as ,the 

willingness io make a serious etfort to
achieve organization's goalu,hich is conditioned by the effortio fulfill individ'al needs. Therefore
il someone isnotivated, heishe will t4, as hard as he/she can to do activities io tullill his/her
own needs. "The standard measurement of human behavior is activity.,, Mifiah Toha (2003)
which mean ihat behavior is a set of aciivities. Among the activities of life, at one time or
anoiher human will choose to work This choise is direcied and limited to one work and not
others. In doingthe work he/she chooses. workmoiivaiion is needed forthe behaviorin achieving
the work's goal/goals. The moiivation is called incentives in forms of materiar/Tinancial and non
material/non financial gains which will satisfy ihe person.

The explanation above shows thai universjties, especially private owned univerujties,
must be able io iackle the problems related to work motivation, to siimulaie their employees to
paficipate actively in doing their du\r and responsibility and achieve sonething for the
organlzation, and satisryr the employees jnvolved.
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