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l. INTRODUCTION

v universy 15 an educational instiution which also fanctions a: work cganizaon,
ano comains a number or workers as its human resources, Therefore, are a urtiversiy must
implerment work divisions, by Duilding several otk urits. The division = implametiied by
classifying Uhe sume wpe of wark in 2 work unin and thereby crealing several wark units. Eveny
wers urils has their oam fipe of work, whieh dillers from cne another, accarding te the worklnad
and responsibilily, This clessification of werk will crea’e an organizational strucnrs contalning
Wi snits with ditterent steta [vartizall, Jue to their &:farent tezensbilitias and worlload,
will alse contain severs woirlt units at the same leve!, because they havaessame work laad and
responsibi ity but Siterent kind of wark. o

All the work units must cooperane in deing teir job as part of the arganizaionel warl,
anc in creating effzctive anc efficlent elluel in atizining their gual. The coopetalon cen take
place vertically between urils in different level or horzontally beaween unils in the same level.

Universities have fw maln wors woils i ils erganization struciore, the Acade-nic Secson
and the Adminisirative Section, The academic section i responsible i conducting teaching-
learning process that i dore oy several lectirers. also known as academic warkers. The
acministraZue section is manned by several emplovees whose job = to supnom the academis
section so Meirwork will be done in elfectve and efficiant matner. The nvincipal administelive
zarhion works arg mainly inance, edmiristra” on, invenmony, and stedens’ servwee. Both sactiaps
et irnpostant for the university as worli and educational instiution, Therelure thew muss coosenals
wilth each other.

The bwoe seotons are essendially diferent eiher from the tyse of work or from he
respursibililies they carny, They are also dilerent i many other aspects suck asthe edicational
background recuirements lor (e emplovees, he wiarking hours, the salan; ard allowance,
promction recuirerments. and career devalopment. As we can see that the admiristrative staff's
wiork are maostly routine activities which will cause boredom, doesti s need creatving and indiarve,
£ not ehallenging ete, Therefore to do such work the sla’f must have high mofivaion so fiey
car do thel: job as effective and s ellicient rs possible,

Evidence from prioy studies suggests that measares usad by supenos ‘o evalizate Tiei
suborcinates’ netformance can atfect the subordinates atiludes and behavior sioch as work
rotivelion (Cutlay, et al, 20000

Heauvever, 23 far back es the 19705, there is evidence to suggests e effect ot petlormance
evaluation on suzordinates” hehavior may be indivect through some intervening variah g, Bota
Hopwood (1972] and Otley (2000} suggested and found that evaluative stilo and the lype of
petonmance evaluatinns used can affect the subordinales' percepdon of intzmpersonal tuss
anr justness in ovaluation process. Procedural [eimess is impostant becaass of its lilgzly ellecls
o the crganizational members benavior [Milani, 1975 ; Keniz, 1979 ¢ Linguist, 1995 ; Likby,
1999 amd Law, 20020 Interpersonal tust is alss important because successtul performance
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evaluation s lkels o occur orlyin an envinonement where st among organizaconal mernbhers
e develop (Howwnnd, 19920 Trust 5 an important feature of the performance evalsation
nrocess becauss increased interpersonal tust between e subordinates and their superiors i
lizaly to lead to improved communicacon (Medinger, 19596 and Rend, 1952 In & tusting
environmen:, people leel fres o relate ro one anather and S can leed to openness antonm
arganizalion members (Beina and Beina, 1999, Tust is the glue ol ellzciive, hamane, and
ellicien! vruanizelion. ,

. STATE AND PRIVATE UNIVERSITIES IN INDONESIA

As explalned 0 Srevicus section that cniversites are educatonal institulion as well as ok
arganizithion, and therz zre essential similanty betaeen the state ownad universilies anc he
nrivate-nuwmad unriversities. The similerity lizs n the goals of universities in Indoresia o
implemnaent Tl Dharma Perocruan Tingei [ Three Goels of Univessilies) ko create guality graduates,
The veniral component of the goal is to do teacning-Leaming actvities with warious methods,
knowm as educational component in T Dharma Perauraan Tinggd

Thiz component dominztes the activities in a university and Llekes the whole academic
vear to mplement and firish usualhy with the Gnel test ot rhe erd of an academic year. Although
theaecomd and thivd component, sezeareh and public sernce, ase impotant. the implemantation
5 highly inflaenced by the kead of university, The policy to condact the ather twe comporents
15 inluenced by the availabiling of human rescarces, the lecturars as resermchars, and fund. This
can be in form of waining lor voung lecturers or techinology sesearch and davelopment for
senicr 2ndl expernenced lecturers. The Sird Tii Dharmea s Public Service, which is uscally done
by lec lurers with or without halp from the students,

To apply the tri dharma and other supparling activities, the universities need tw employ
& nuinber ol administrative staff

The univarsities alse reed money o buy and maintain facilities, ar o fund the cost of
Auman resources wilch constitutes the lectrers ard the employess, |7 i3 in this field that the
difference hetween state-owned and orivate-owned universities lies. This in tur will aftect the
guality of the graduates. Slale-awned universities that are funded and subsidized by the
gevemment in aeneral can carny our their main duties effectively ard afffvienly, Howevet, ere
are also some srake-owned wniversilies whose oredusles aee of low qualiyy due to lack of sufficient
lusiding from the government, In contrasr, the privae-owned universilies must solely rely from
the students tuition to furd s activides. This oreates a causative reladon betwaen the cniversifes
anilly Lo hund its activities and its ability %o attracs sadents, If the undversities are able to 2 ract
sufficient number of students, it will enable them o conduct Righ-guality progreams which in
nrn will improsse e quali of theie griaduntes. In weer, the higher the gqualing of the gradusaies of
i uriversiny will pHect the romber of (e studaents its can attraci.

The ability to pay [or lhe programs and human resources wil have a great influence in
the lectunes and administrative staff's motivation in doing their job in privale-owned universitios,
The next section wil. ciscuss aboul serlornance evaluation, Procedural faimess, Interpersonal
trasl, T wors motivation in general and specitic ferms in De wors enviranment of private-
owred universities,

I11.  PROCEDURAL FAIRNESS

Frocedural fairness (ustice) is the serceived faimass of the menns used lo detenmine
the amount of reward the employess receive. 1 releles 1o the employeas’ percention of the
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~airness of all aspeets of the organization's process used aw thelr superior ko evalaate their
performance, communicats perdormance faedback and cetermine thair rersiard such o
promaotions and pay increases (Folger, 1989),

Samiv shadies of procediral justice were aesosiated witk the work of Thibaut ard Walker
\Thibaws, 1975, They found that (a) perception of mimess Wi positively associated with
procadural prelerence, and (o) perception of fairmess in procedures was positively associated
with incrzased sulisfaction. The work of Thibaut and Walker (Thibaut, 14978 was bazed mainly
on research fndings in legal seding,

Consequently, i had relatively restricted standard of faimess. Suhsequen: studies by
Leventhial (1980] and Leventhal et al, (1WS00 argued that procedural justice was an mipartant
determinant of perceived fairnass In the condex: of almest oy allaeation declsion. ! leace, thay
exlended procedural justice researeh from l=gal sellings to cuganiza-ional setting found (hat
procedural faimess ndoments plaved a mavor wole i atfecting ereanizatonzl mensbers amitudes
and behavior (Lind 2nd Tyler, 19881, For eamrnnle, & sludy by Lissuk et ), 119531 found el
srocedural justice shewed a larges urigue contribution 5o work motvadon tan die dist, b ive
justice, The study by Alexandsr and Budsmar (1987] also fourd tha! procedusal justice
significantly afected work inotivation, evaluation af superiisors, reports of harmom and confics,
and trast in jupper-level) management. Additonal support for the eftect of procedural justice on
evaluatione ol supendsors wes also found in Greenberg's (1987] and Kemfer ot 2l s (1997,
shudies, With respacts to the perceived falmess of outcomes (distributive faimgsz), Folger and
Pagge [1985] fourd that procedural justice enhanced the petception of dissibutive justee,
Early and Ling (19871 found thal procadural justics coused higher performance in the laboraror
study), bul natin the field study. Corneliug (1985 slso found in lahora torw study that high fainmess
ol rrocedures was mere lisaly could improve perfornance thar were low [tirmass procedures,
dazed an the findings above, Lind and Tole: concladed that procedural faimess has posinve
corsequances for organtzations and thal pracecural lairmess Judgments affect a variety of veny
nporart belels and atfitudes among organizational members.

IV INTERPERSONAL TRUST

The: rriteria of trustwarthy behavior are: (11 consistency across fime and sinaations
which veflzcrs the relabilite and prediclebility of actione; (2 integrily, refers 1o the consislency,
beteeen what he managets says and what he o she daes; §3) sharing and delegation ol contal,
suci s paricination in decision. making; (4] com municalion, that is the infamation shayld be
accurate and tortheoming, adeguately axplained, arnd oner cormmunicacon lexchange Gioughts
and icea Feely’: and (5] benavolence or demanstration of concer, that is showing corsideratiar
and sensitivity for subordinates” reads ard interests, aefing b a way tiat prolects subordinaes'
irteress, refraining fom exploiting others lor herefic of ane's s Mierests W hitener, Kosgaard
and Werner, 1998) Read (1962) notad that Tusting subordinates expect lheir interesls to be
protecied anc promeled by swseriors, lesl confident about diselosing negalive paraonal
imformation, feel assurad of full ard lrank rformation sharing. and ave mrepared o oveiook
appatent sreaches of Yusl welakionship

[rrempersenal rust has also attracted the attandion of managemsnt accounting schalars
(Ross, 199493, They have stucied intermesorz! trust i1 the contaxt of nertormence eval:ative
sidle. Hopwood [[572) conceptualized interpersenal tris® 2 “bmsr i supervisor’ which
regatded as ome of the subdimensiors of "elatian wi-h supetyisars”, Odey (1978 conceplualinad
Irceperscnal trist as “tust in superiors” and “the tus & manager” Teit he had in his o

In
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VI. PERFORMANCE EVALUATION, PROCEDURAL FAIRNESS,

INTERPERSONAL TRUST AND WORK MOTIVATION

Procedural faimess is the perceived fairness of the menns used fo determina the amounl
of resward or cormpensation the Employees recelve. [ perdfomance evaluaton CONEEXE procecural
taeness is likely to e impertant to the subordinales., subardinates usually conside: perfvmance
evaluafion o be impotsn: because it is olien linked to the rewsrd siestem tial will determine
Swir rarLneEraions and promolions They theveiore axpect the procadiies se to evaliate their
performarce to be lair

Land ADET) avgued that a company’s reward system could promote interpersonal frust
a5 lomg as the revard systeon is collah srative, integraitve and “win-win”. Win-win raward systemn
Tedns Une Terson’s gain s a gain tor othar frerson aswell, and one persor’s Inss s also loss for
e other”, Whitener e al (1998) contended tha: perinrmangce evalumtion and tewsad systam
can facilitate or innibit maragerial tustworthy behavier, which i ne can affec: the trust of
subardinates fo their supetloes. 1t s *herefore necestary [ov organizations to design Cieir
merfortnance evaluation susten in such a Wil thal may enkance the rust of subordinates toward
thelr superior.

s posstble thal whilst sume aspeus of the suborinetes perform ance ie.g, finansial
2NECtE) may be unsaistactioneny, I perdormance evaluation 5 enly based on limired rumber
of messeras (eq. linancial measures alone), subordinates may receive poor evaluations, Ir
contrast, if multizle messures-based evalization is used. the subasdirate ray be eveluated a5 2
goad overall performer. In such situations, the subcrdicates are likels to view that their superior
has acted zenevolently which ray lead to higher infemersaral trosl of subordinates iowsrnd
feir superors. It s therafore lkely that thers is a positive relaticnship belween the use of
perarmance evaluation ard intersersonal trasl,

Extent literzbure in legel, political ard organizational context suggests fhat procedura
fairrees is lizely to affecl behavior e, Tardy and Lind; Cornelivs; Alexander ard Rudermean;
Falger and Konovsky), Tang and Sarfield -Beldwin [1996G] argued that” if managers can apaly
les Lairly and consisterndy to all Emp.oliges ans rewarc them based on performance and meri:

vithout persana. bias, tien emplovees will have a Zcsitive percepton of procedural [ustice,
whizh may leed to a higker safistaction, commitment and ivolvement”. [driguist ;1995) found
tha the interactionteovesn process conmesl [vote or voice] and the fitress of budset fmltafnahle
or unattainable) effecred tack and budgel safisfaction. [t is erefara Ll thit thers is & posilive
relationship betwesn procedural faimess z2id work motivation,

Zand delines trusting bakavior as a willingress (o increasa velnerability fo anoter person
whose behavior cannot be controlled, in situation in which a solentizl benafit is much less than
polenial loss i the other person abuses e vulnesaility, Farther, be suggested “hat two people
who Lehave in lrusting marner will greathy increase their problem salving effectivengss.
Addifionally, peonle wha tust eack other can sunchronize, help each ether and wark ogethar
constructively ‘|sting hehaviar san irprove dagision quallty and is ralantation. [tk {1000
atgues “hat the exisence of tust between orgarizational members can incrense Soth problaer
sahving and performance. Simitany, Beina and reina noted thal “dirgctly o ndirecthy trust s
related io indiidual, aroup, and orgenizntional perlormance”. This is lkely o Tnerease Lheir
comminnent lo eacn clber and henee expeiience greater work motivation, It is ‘herefore likzly
hat tilel is ositively associaled with the subordinates” work mativetion, Mahled and Chong
(2003) found that there is a signilcant relaticnshiz between multiple measured-bassd
performance evaluaion and Iob satisfacion. Further analysls suggests that such rela~onship
are [ully medieted by procedural falimess ard wust, They suggest that fair procedures ard rust
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miariger. Ross (19900 b & similar concept of inleparsonal russ and regarded it 25 “tust
belwean coleagues™ and “inust thet (subordinates) have in their superiors. Lau and Bacxland
(2001 comcepiualized interparsonal rust as “the trust subordinates have in ther slpenors”
and is defined as "the fime belief or conlidence the subordiaates have in the justice of their
SUPETDES,

V. WORK MOTIVATION

Toe exalanstion in pravious section show that %o be able to ellevtively and eliciently
i crganzation: fundtions, we need homan resourees, A arganization will not funclhon without
haman resources, which will do an activing called warking. In other words, an arganization
need tohave human resouarce, as well 38 0mer resources, |The snoney, facililies ete. According 1o
Halz and Khan quoted by sleers, an ovgatization require three requiremeancs b fancfing etfectuehy:
Prople wha belong o the organization nol Jor the salke of mermberskip alone, hur are also hapmy
lo belong to it, (¥ The members must be abla to do dueir dufy ard responsibiliog, :3) The
mamhears must be
able to zerlorm in a creativa, spontansous, an invcvative manner [Cascio. 1995). THs oplnicn
aewdarcentally w=afects the rale of work motivalion's aerlance i rinking a0 snganizaton,
including universities. Withoul work mctivation, all finctions organizEttn will be poraluzed,
this menns an ciganization must be able w motivate it employess, h

Belore going fusther to the laval of universily, we will fizs g to Celine wark moljvetion
Fenersl. Motivation i derived from a latin word “movere™ which means to move, in oter
words, things lhat make people de something. There are ala many synonyms o describe
mativation, such as incentive, wmesiration, drive, slirmuius, impulse and needs, Tn accosdance to
these meanings. Jokn and Davis define motivetion as “somethirg that crive sameone fa o an
activity Decause he / she s willing to do so. Paople act becavse they want to do s dJohn and
Kaith, 1968,

The definition shows $ar someone s mofivated 1o do something which pleises hingy
hes Meotivation s a need o drive inside an individual which dnze Dimvher o act to atain
certnn goals (Terry and Mranloing 2003 Mafvacon s o dvve in human being which activate,
ey, and divecr a behav or W schiaue goals, theretore the key o undersiand motivation is ‘o
urndersland <he relation betweer needs, drive, zrd aoals (Luthans, 1985), In nther words.
“reolivetion is somelhing inside whaich give us energy, activate and disect f1e hehavior 4 ackiava
tha goals (Harool ¥oontz, & O'donnel and H. Welsich, 1982),

Gomer [1996) alio defines motivation as “the willleness o make a sericus effod o
achieve organization’s goal whics is conditioned by tae effor to fulfill individual needs. Thasefone
if comenne s motvatad, hedshe wil tn a5 hard as he'she can b de accuibies to fulfill bas'her
own needs, “The dandar? measuretnent of humran behiovior s activily™ | ilittal: Taha (2003
which mean that behavior w2 o set of activities. Among the acliviies of life, #t one time or
arather human will chonse to work, This choise is direcied a0d Gmiled o one work and net
otners I doing the waork hedshie chooses, work mativation is resded for *he be haviorin achizving
the work’s goaligoals. The motivaZon is called incentives in torns of materialfinencial and ron
rmaterial’non linancizl gairs whick will satishy the person.

“he explanation ebove shows that wnivesities, especlaly nrivate owned universities,
raust be able o racklo the problems ralated to work metivation, ko simulate their srplovess o
participate astively in doing thelr dury and resaonsibiltyy and achieve samething Fr thea
nraanizazon. atd satisfy the amaloyees involved,
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