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 Employee performance in public sector organizations, particularly 

within the Central Statistics Agency (Badan Pusat Statistik [BPS]), 

is critical to institutional effectiveness in providing accurate 

statistical data for national development planning. Although 

employee performance at BPS across West Sulawesi Province is 

generally satisfactory, variations in performance scores among work 

units indicate the need to examine organizational and psychological 

factors, particularly compensation procedural justice and extrinsic 

work motivation. This study examined the effect of compensation 

procedural justice on employee performance, with extrinsic work 

motivation as a mediating variable among BPS employees in the 

province. The research employed a quantitative survey approach, 

with data collected through questionnaires distributed to 147 BPS 

employees throughout the province. Data analysis was conducted 

using Structural Equation Modeling–Partial Least Squares (SEM-

PLS) to examine the hypothesized relationships, including direct and 

indirect effects. The findings revealed that compensation procedural 

justice had no significant direct effect on employee performance. 

However, it had a significant positive effect on extrinsic work 

motivation, which significantly influenced employee performance. 

Extrinsic work motivation fully mediated the relationship between 

compensation procedural justice and employee performance. These 

findings indicate that compensation procedural justice should be 

viewed not merely as an administrative mechanism but also as a 

motivational instrument. Fair compensation procedures improved 

employee performance when they enhanced employees’ extrinsic 

work motivation. Theoretically, this study contributed to a deeper 

understanding of Equity Theory and Self-Determination Theory 

within the public sector context. Practically, the findings provided 

evidence-based recommendations for BPS and other government 

institutions in designing compensation and reward systems that are 

procedurally fair and effective in strengthening employee motivation 

and performance. 

 

 

 

 

INTRODUCTION   

Employee performance is one of the fundamental factors determining the success of 

public sector organizations. Within government bureaucracies, performance is not only 

reflected in employees’ ability to complete administrative tasks but also in their contribution to 

public service quality, institutional accountability, program implementation accuracy, and the 

achievement of organizational objectives. Public organizations require employees who are able 
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to work effectively, efficiently, and with strong discipline and result orientation because 

employee performance reflects the overall quality of governance. In the context of the Central 

Statistics Agency (Badan Pusat Statistik [BPS]), employee performance plays a strategic role 

because the institution is responsible for providing accurate, relevant, timely, and reliable 

statistical data as a foundation for national and regional development policy formulation. 

Therefore, the quality of BPS employees’ work directly influences the quality of statistical 

outputs and public trust in government statistical institutions (Abbas et al., 2022; Adibrata & 

Maani, 2025; Ahmaddien et al., 2024; Putri, 2025; Rangkuti et al., 2024). 

As a nonministerial government institution, BPS has work characteristics that require 

high levels of accuracy, procedural discipline, integrity, and timeliness. BPS employees are not 

only responsible for routine administrative activities but also participate in technical processes, 

including data collection, data processing, validation, analysis, publication, and statistical 

services for the community. These responsibilities require consistent work capabilities and 

strong motivation. Without adequate work motivation, task completion quality may decline in 

terms of timeliness, accuracy, and accountability. Therefore, employee performance remains 

an important issue to examine, particularly in BPS work units across regions with different 

workload characteristics, geographical conditions, and service demands. 

In human resource management research, employee performance is influenced not only 

by technical competencies but also by psychological and organizational factors. One 

organizational factor frequently examined in relation to performance is compensation fairness. 

Compensation fairness refers to employees’ perceptions regarding the extent to which the 

compensation they receive is fair, appropriate, transparent, consistent, and proportional to their 

contributions. In this context, compensation includes not only salaries and benefits but also 

incentives, recognition, career opportunities, and other forms of organizational appreciation. 

Armstrong and Taylor (2023) explained that compensation fairness is achieved when 

employees perceive that financial and nonfinancial rewards correspond with their efforts, 

performance, responsibilities, and qualifications. 

Theoretically, the relationship between compensation fairness and employee behavior 

can be explained through Equity Theory. This theory suggests that individuals evaluate the 

balance between their inputs, such as effort, time, experience, skills, and responsibilities, and 

the outcomes they receive, such as salary, benefits, recognition, and promotion opportunities. 

Robbins and Judge (2026) stated that when employees perceive a fair relationship between their 

contributions and rewards, they tend to experience higher satisfaction, motivation, and 

willingness to demonstrate better performance. Conversely, perceived imbalance between 

contributions and rewards may lead to dissatisfaction, reduced motivation, and decreased 

productivity. This perspective aligns with the concept of organizational justice, which includes 

distributive justice, procedural justice, and interactional justice, all of which influence employee 

attitudes and workplace behavior (Colquitt et al., 2019). 

Within government organizations, compensation fairness becomes a complex issue 

because salary and benefit systems are generally regulated through formal national policies. On 

the one hand, standardized compensation systems aim to establish fairness and certainty among 

government employees. On the other hand, standardized compensation does not always produce 

identical perceptions of fairness among employees. Differences in workload, task complexity, 

responsibilities, work intensity, and performance expectations may lead employees to evaluate 
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compensation fairness differently. Pertiwi and Fitrie (2019) explained that public sector 

remuneration systems are designed to ensure that salaries and benefits correspond with 

employees’ workloads and responsibilities. However, employees with higher workloads may 

still perceive that the compensation received does not fully reflect their contributions. 

This phenomenon is also relevant within BPS offices throughout West Sulawesi 

Province. Based on employee performance data from 2024, all BPS work units in the region 

demonstrated relatively strong performance achievements; however, variations remained 

among work units. BPS West Sulawesi Province recorded an average performance score of 

94.50, followed by BPS Mamasa Regency with 94.45, BPS Polewali Mandar Regency and BPS 

Mamuju Regency with 94.24 each, BPS Majene Regency with 94.03, BPS Central Mamuju 

Regency with 93.66, and BPS Pasangkayu Regency with the lowest score of 91.77. These 

differences indicate that although employee performance was generally categorized as very 

good, performance achievements were not completely uniform across work units. This variation 

suggests the presence of organizational and psychological factors requiring further 

examination, including perceptions of compensation procedural fairness and extrinsic work 

motivation. 

Performance data should not only be interpreted as administrative achievement 

indicators but also as an initial representation of organizational performance variation. High 

performance scores demonstrate that employees are generally capable of performing their 

duties effectively; however, these figures do not explain why differences exist between work 

units. Such differences may arise from variations in working conditions, workload distribution, 

organizational support, and employees’ perceptions of compensation system fairness. 

Therefore, examining the relationship between compensation procedural fairness, extrinsic 

work motivation, and employee performance is important to understand the factors underlying 

performance variations. 

Previous studies have demonstrated that compensation fairness is associated with 

employee performance, although the relationship is not always direct. Arimbawa et al. (2025) 

found that compensation was a relevant factor in explaining employee performance in 

government institutions; however, its effect did not always occur directly. Similarly, Dwi 

Ardian et al. (2023) found that among BPS employees in West Sulawesi Province, 

compensation procedural fairness did not have a significant direct effect on employee 

performance but remained important through mediating variables. These findings suggest that 

compensation fairness may not automatically improve performance but may operate through 

specific psychological mechanisms. 

One relevant psychological mechanism explaining this relationship is extrinsic work 

motivation. Extrinsic motivation refers to work motivation derived from external factors, 

including salary, benefits, incentives, recognition, promotion opportunities, job security, and 

career development. Robbins and Judge (2026) explained that extrinsic motivation is associated 

with external stimuli provided by organizations to encourage employee behavior. Ryan and 

Deci (2000) further emphasized that extrinsic motivation is not limited to material rewards but 

also involves employees’ perceptions that external rewards support the achievement of personal 

and professional goals. 

Within BPS, extrinsic motivation is particularly important because employee 

responsibilities are closely associated with performance targets, data accuracy, timeliness, and 
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public service obligations. Employees with strong extrinsic motivation are more likely to 

demonstrate discipline, complete tasks on time, maintain work quality, and pursue 

organizational objectives. Amindrawati et al. (2025) found that employees with higher levels 

of extrinsic motivation tended to demonstrate stronger work discipline and responsibility. 

Moreen et al. (2025) also explained that clear and fair reward systems could strengthen 

employees’ attachment to organizations. Therefore, extrinsic motivation may serve as a 

mechanism linking compensation procedural fairness with improved employee performance. 

Previous research further supports this relationship. Saldiansyah Sabara et al. (2025) 

found that organizational justice had a positive and significant effect on extrinsic motivation 

and employee performance. Hwang (2024) also demonstrated that extrinsic motivation could 

mediate the relationship between organizational justice and organizational performance in 

public organizations. These findings indicate that perceptions of fairness may not always 

translate directly into improved performance but may first influence employees’ motivation. 

When employees perceive compensation procedures as fair, transparent, and proportional, they 

are more likely to feel valued by the organization, which subsequently strengthens extrinsic 

motivation and encourages improved performance. 

The research gap emerges because previous studies have often positioned compensation 

fairness as a direct predictor of employee performance, while empirical findings remain 

inconsistent. Some studies have identified significant direct effects, whereas others have shown 

that the relationship becomes stronger when mediated by variables such as work motivation, 

job satisfaction, or employee engagement. Arimbawa et al. (2025) demonstrated that 

compensation in the public sector became more meaningful for performance when mediated by 

job satisfaction. Meanwhile, Dwi Ardian et al. (2023) showed that compensation procedural 

fairness among BPS employees in West Sulawesi did not directly improve performance but 

operated through intermediary mechanisms. These findings highlight the need to further 

examine the role of extrinsic work motivation as a mediating variable in the relationship 

between compensation procedural fairness and employee performance. 

The novelty of this research lies in positioning extrinsic work motivation as a mediating 

mechanism that explains how compensation procedural fairness influences employee 

performance in public sector organizations, particularly BPS offices throughout West Sulawesi 

Province. This study not only examines whether compensation fairness affects performance but 

also explains the process through which external work motivation facilitates this relationship. 

This approach provides a more comprehensive understanding that improving employee 

performance requires not only a compensation system that complies with regulations but also a 

system capable of fostering perceptions of fairness and strengthening employee motivation. 

Based on this background, this research provides both theoretical and practical 

contributions. Theoretically, this study enriches public sector human resource management 

literature by integrating Equity Theory and extrinsic motivation perspectives to explain 

employee performance. Practically, the findings provide input for BPS in designing 

compensation and reward systems that are not only administratively fair but also effective in 

strengthening employee motivation and performance. Therefore, this study aimed to examine 

the effect of compensation procedural fairness on employee performance, with extrinsic work 

motivation as a mediating variable among BPS employees throughout West Sulawesi Province. 

 



 

860 

METHOD 

This study employed a quantitative approach with an explanatory research design. This 

approach was selected to examine the causal relationships among the variables formulated in 

the research model. The independent variable was compensation procedural fairness, the 

mediating variable was extrinsic work motivation, and the dependent variable was employee 

performance. The research model was tested using Partial Least Squares Structural Equation 

Modeling (PLS-SEM), which was appropriate for examining predictive models involving 

latent constructs and mediated relationships (Hair et al., 2019; Sarstedt et al., 2022). 

The research was conducted at BPS offices throughout West Sulawesi Province, 

including BPS West Sulawesi Province and district-level BPS offices. The study population 

consisted of BPS employees within these work units. Primary data were collected through 

questionnaires distributed to 147 respondents. The research instrument used a five-point Likert 

scale ranging from strongly disagree to strongly agree. Compensation procedural fairness was 

measured using indicators of procedural consistency, equal treatment, absence of personal bias, 

bias prevention, fact-based evaluation, and involvement of relevant parties. Extrinsic work 

motivation was measured using indicators of financial rewards, nonfinancial rewards, 

promotion opportunities, recognition, and job security. Employee performance was assessed 

through indicators of job knowledge, accuracy, productivity, independence, procedural 

compliance, initiative, and cooperation. 

Data analysis was conducted in two stages. The first stage involved evaluating the 

measurement model, including convergent validity, discriminant validity, Cronbach’s alpha, 

and composite reliability. The second stage involved evaluating the structural model through 

multicollinearity testing using the Variance Inflation Factor (VIF), assessment of the 

coefficient of determination (R²), and hypothesis testing through bootstrapping procedures. A 

hypothesis was considered supported when the p-value was below 0.05. The mediation analysis 

was conducted by examining the significance of the indirect effect of compensation procedural 

fairness on employee performance through extrinsic work motivation. 

 

RESULTS AND DISCUSSION  

Respondent Characteristics 

This study involved 147 BPS employees throughout West Sulawesi Province. The 

characteristics of the respondents showed that the majority of respondents were men as many 

as 85 people or 57.82%, while women as many as 62 people or 42.18%. Based on age, the 

largest group was in the range of 25-34 years with 51 respondents or 34.69%. Based on the 

working period, the majority of respondents had a working period of more than 6 years, as 

many as 96 respondents or 65.31%. In terms of education, most of the respondents were 

educated in Diploma IV/S1 as many as 109 respondents or 74.15%. These characteristics 

indicate that respondents have sufficient work experience and educational background to 

provide an assessment of compensation, motivation, and performance practices in the BPS 

environment. 
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Table 1. Characteristics of Respondents 

Features Category Dominance Frequency Percentage 

Gender Male 85 57,82% 

Age 25-34 years old 51 34,69% 

Working period > 6 years old 96 65,31% 

Final education Diploma IV/S1 109 74,15% 

Departments Functional office 98 66,67% 

Source: Processed Researcher (2026) 

 

Descriptive Statistics of Variables 

The results of descriptive statistics show that all variables are in the good category. 

Procedural fairness of compensation obtained an average of 3.61. This value shows that 

employees generally consider compensation procedures to be quite consistent, fair, and rules-

based, although there is still room for improvement in the aspects of communication and 

employee involvement. Extrinsic work motivation obtained an average of 3.84, indicating that 

financial rewards, recognition, promotional opportunities, and a sense of security are enough 

to motivate employees to work better. Employee performance obtained an average of 4.02, so 

it can be said that BPS employees throughout West Sulawesi Province have good work 

achievements in terms of knowledge, accuracy, productivity, procedural compliance, and 

cooperation. 

Table 2. Summary of Descriptive Statistics of Variables 

Variabel Average Criteria Interpretasi 

Procedural Justice 

Compensation 
3,61 Good 

The compensation procedure is perceived to be 

fairly fair and consistent. 

Extrinsic Work 

Motivation 
3,84 Good 

External incentives such as rewards and 

recognition are relatively strong. 

Employee Performance 4,02 Good 
Employees show good performance in the 

implementation of duties. 

Source: Processed Researcher (2026) 

 

Evaluation of Measurement Models 

Evaluation of the measurement model is carried out to ensure that the indicator is able 

to represent the measured construct. The results of outer loading show that most of the 

indicators have values that meet the validity criteria. In the compensation fairness variable, 

indicators X01 to X06 have a loading between 0.726 to 0.820 so that they are entirely valid. In 

the variables of extrinsic work motivation and employee performance, some indicators have 

loading values below 0.70, but are still used considering theoretical contribution and construct 

reliability values. Cronbach's alpha value of all variables was above 0.70, which was 0.862 for 

compensation fairness, 0.803 for extrinsic work motivation, and 0.909 for employee 

performance. Composite reliability was also above 0.70. Thus, the research instrument can be 

declared reliable (Hair et al., 2021). 
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Table 3. Construct Reliability and Validity Results 

Variabel AVE 
Cronbach’s 

Alpha 

Composite 

Reliability 
Remarks 

Procedural Justice 

Compensation 
0,593 0,862 0,884 

Reliable; AVE meets the 

criteria 

Extrinsic Work 

Motivation 
0,423 0,803 0,811 

Reliable; AVE needs to 

be looked at 

Employee Performance 0,484 0,909 0,918 
Reliable; AVE 

approaches criteria 

Source: Processed Researcher (2026) 

 

The AVE value on extrinsic work motivation and employee performance has not fully 

reached the ideal limit of 0.50. This is an important note that some indicators still need to be 

improved in further research. However, adequate reliability values indicate that the construct 

still has good internal consistency. In addition, the results of discriminant validity through the 

square root of AVE show that the construct has an acceptable difference compared to other 

constructs. The VIF value of the relationship between variables is below 5, namely 1.246 and 

1.000, so there is no problem of multicollinearity in the structural model. 

Structural Model Evaluation 

Evaluation of the structural model shows that the R-square value for employee 

performance is 0.231. This means that procedural fairness of compensation and extrinsic work 

motivation can explain 23.1% of the variation in employee performance. The R-square value 

for extrinsic work motivation is 0.198, which means that the procedural fairness of 

compensation is able to explain 19.8% of the variation in extrinsic work motivation. This value 

shows that the model has relatively limited clear power, so there are other factors outside the 

model that also affect employee performance, such as leadership, organizational culture, 

workload, job satisfaction, work environment, and organizational commitment. 

Table 4. R-square values 

Variable endogenous R-square Interpretasi 

Employee Performance 0,231 
The model explains 23.1% variation in 

employee performance. 

Extrinsic Work Motivation 0,198 
The model explains 19.8% variation in 

extrinsic work motivation. 

Source: Processed Researcher (2026) 

 

Hypothesis Testing 

The results of the hypothesis testing showed that of the four hypotheses proposed, three 

hypotheses were supported and one hypothesis was not supported. Procedural fairness of 

compensation had a positive but insignificant effect on employee performance with a 

coefficient of 0.123, t-statistics 0.901, and p-value of 0.368. Procedural fairness of 

compensation had a positive and significant effect on extrinsic work motivation with a 

coefficient of 0.444, t-statistics of 4.885, and p-value of 0.000. Extrinsic work motivation had 

a positive and significant effect on employee performance with a coefficient of 0.418, t-

statistics of 4.492, and p-value of 0.000. Furthermore, the indirect effect of procedural justice 

compensation on employee performance through extrinsic work motivation was also 

significant with a coefficient of 0.186, t-statistics 3.770, and p-value of 0.000. 
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Table 5. Hypothesis Test Results 

Intervariable Relationships 
Original 

Sample 

T-

statistics 

P-

value 
Verdict 

Compensation fairness -> Employee 

performance 
0,123 0,901 0,368 

Not 

supported 

Compensatory justice -> Extrinsic motivation 0,444 4,885 0,000 Supported 

Extrinsic motivation -> Employee 

performance 
0,418 4,492 0,000 Supported 

Compensation fairness -> Extrinsic 

motivation -> Employee performance 
0,186 3,770 0,000 Supported 

Source: Processed Researcher (2026) 

 

The Effect of Compensation Procedural Justice on Employee Performance 

The results of the study showed that the procedural fairness of compensation had a 

positive but not significant effect on employee performance. This means that the higher the 

employee's perception of compensation fairness, the more employee performance tends to 

increase, but the increase is not statistically strong enough. Thus, the hypothesis that the 

procedural fairness of compensation affects employee performance is unacceptable. This 

finding provides an understanding that in the context of BPS throughout West Sulawesi 

Province, compensation fairness has not yet become the main factor that directly determines 

employee performance. 

Theoretically, this result is interesting because Equity Theory explains that employees 

will compare the inputs given, such as time, effort, competence, experience, and 

responsibilities, with the outputs received, such as salaries, benefits, awards, and promotions. 

If employees feel that the ratio of input and output is fair, then employees should be encouraged 

to provide better performance. However, the results of this study show that the perception of 

compensation fairness does not automatically result in improved performance. This means that 

even if employees consider that compensation procedures are relatively fair, they are not 

necessarily directly reflected in more productive work behavior or higher performance 

achievements.   (Robbins & Judge, 2026)  

This condition can be explained through the characteristics of public organizations, 

especially BPS. In government bureaucracy, the compensation system has generally been 

nationally regulated and relatively standardized. Salary, allowances, and reward systems are 

not fully determined by the local work unit, but follow the provisions of applicable regulations. 

Therefore, employees may view compensation as an administrative right inherent in 

employment status, rather than as a direct incentive that encourages improvement in daily 

performance. As a result, although compensation procedures are perceived to be fair, their 

effect on performance does not appear directly. 

This finding can also be understood from the nature of the work of BPS employees who 

are closely tied to standard procedures, institutional targets, bureaucratic discipline, and 

statistical service responsibilities. The performance of BPS employees is not only determined 

by the perception of compensation, but also by other factors such as technical competence, 

workload, leadership, organizational culture, coordination between units, quality of evaluation 

systems, and organizational support. Thus, compensation fairness is only one factor that affects 

performance, but not the only determining factor. This is in line with the thesis conclusion 
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which states that employee performance can also be influenced by work motivation, leadership, 

organizational culture, competence, workload, work environment, and performance evaluation 

system.  

The results of this study support the findings that also examined the context of BPS in 

West Sulawesi Province and found that compensation procedural fairness did not have a 

significant direct effect on employee performance. These findings are also in line with those 

that show that compensation in government agencies does not always have a direct effect on 

employee performance, but can be more meaningful when it comes to other psychological 

variables such as job satisfaction. Thus, the results of this study reinforce the view that the 

relationship between compensation justice and the performance of public sector employees is 

complex and not always linear.   (Dwi Ardian et al., 2023)    (Arimbawa et al., 2025)  

In other words, the procedural fairness of compensation remains important, but its role 

is more in shaping employees' positive perceptions of the organization. Employees who feel 

that compensation is given fairly will feel valued, treated appropriately, and see that the 

organization has a commitment to the principles of fairness. However, these feelings need to 

first be translated into work drive, commitment, satisfaction, or motivation before they can 

ultimately have an impact on performance improvement. Therefore, the insignificance of the 

direct influence in this study does not mean that compensation fairness is not important, but 

rather shows that its effect on performance requires an intermediary mechanism. 

The Effect of Compensation Procedural Justice on Extrinsic Work Motivation 

The results of the study showed that the procedural fairness of compensation had a 

positive and significant effect on extrinsic work motivation. A p-value of 0.000 indicates that 

the relationship is significant at the level of 5%. This means that the higher the employee's 

perception of procedural justice of compensation, the higher the extrinsic work motivation felt 

by employees. These findings show that fairness in the compensation process can be a source 

of external work encouragement for BPS employees throughout West Sulawesi Province.  

Conceptually, these results are in line with the concept of organizational justice. 

Procedural fairness relates to the extent to which the compensation determination process is 

carried out in a transparent, consistent, objective, bias-free, and accountable manner. When 

employees feel that compensation procedures are being done fairly, they will judge that the 

organization values their contributions. This feeling of being valued then forms an extrinsic 

work drive, such as the desire to obtain awards, recognition, promotions, a sense of security, 

and rewards that are commensurate with work contributions. 

This finding can also be explained through Self-Determination Theory which states that 

extrinsic motivation arises due to the presence of external factors that motivate individuals to 

act, such as salary, benefits, bonuses, promotions, recognition, and job security. In the context 

of this study, compensation perceived to be fair led employees to see a clearer relationship 

between work contributions and organizational rewards. The clearer the connection between 

effort and reward, the greater the employee's motivation to work better.   (Ryan)     & Deci, 

2000)  

In the context of BPS, procedural fairness of compensation is important because the work 

of employees demands precision, discipline, timeliness, and high responsibility for the quality 

of statistical data. Employees who feel that compensation procedures are done fairly will be 

more motivated to maintain the quality of work, follow procedures, complete targets, and 
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demonstrate job responsibility. This happens because employees feel that the organization 

cares about their contributions and rewards them based on clear principles. 

The results of this study are in line with explaining that compensation plays an important 

role in increasing employee work motivation because compensation is perceived as a form of 

appreciation for work contributions.  It was also found that organizational justice had a positive 

and significant effect on extrinsic motivation. In addition, it emphasized that compensation 

fairness and work motivation are closely related in encouraging employee work behavior. 

Thus, the results of this study reinforce empirical evidence that fairness in the compensation 

system can be a source of extrinsic motivation for employees.    (Rismawati et al., 2021)    

(Saldiansyah Sabara et al., 2025)    (Nugraha et al., 2024)  

The implication is that BPS needs to ensure that the compensation system is not only in 

accordance with formal rules, but also understood fairly by employees. Transparency in 

explaining the basis for providing benefits, objectivity of performance assessments, 

consistency in the application of rules, and good communication from leaders are important 

factors in strengthening extrinsic work motivation. If employees understand that compensation 

is given based on clear and accountable procedures, then employees will be more motivated to 

work in a disciplined manner and oriented towards achieving organizational targets. 

The Effect of Extrinsic Work Motivation on Employee Performance 

The results of the study show that extrinsic work motivation has a positive and significant 

effect on employee performance. These findings mean that the higher the extrinsic work 

motivation of employees, the higher the performance displayed. Thus, the hypothesis that 

extrinsic work motivation affects employee performance is acceptable. These results show that 

external incentives such as rewards, recognition, a sense of security, promotion opportunities, 

and decent compensation have an important role in encouraging BPS employees to improve 

their performance. 

Theoretically, extrinsic work motivation is a person's motivation to work because of 

external results or consequences that are to be achieved. Robbins and Judge (2026) explain that 

extrinsic motivation is related to impulses that come from outside the individual, such as salary, 

bonuses, awards, promotions, and recognition. In the context of public organizations, extrinsic 

motivation can be an important factor because employees work in a formal system that is 

heavily influenced by rules, awards, performance appraisals, and career paths. 

This result is also in line with Expectancy Theory, which explains that employees will 

work better if they believe that the effort given will result in good performance and that 

performance will result in valuable rewards. In the context of BPS, employees who have high 

extrinsic motivation will be more motivated to complete work on time, maintain data accuracy, 

follow standard procedures, and achieve organizational targets. They see that good work efforts 

can have positive consequences, both in the form of recognition, good performance evaluation, 

career opportunities, and a sense of security at work. 

These findings are also supported by the finding that employees with high levels of 

extrinsic motivation tend to show greater discipline and job responsibility.  also explains that 

a clear and fair reward system can increase employees' attachment to the organization. Thus, 

extrinsic motivation not only encourages employees to work for material rewards, but also 

strengthens employees' sense of value, security, and attachment to the organization.    

(Amindrawati et al., 2025)    (Moreen et al., 2025)  
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In the context of BPS in West Sulawesi Province, extrinsic motivation is very relevant 

because employee work is related to high public responsibility. The quality of statistical data 

produced by BPS is highly dependent on the discipline, accuracy, and commitment of 

employees in carrying out their duties. Employees who have high extrinsic motivation tend to 

be more serious about their work because they have the drive to get work results that are 

recognized by the organization. This drive can be reflected in discipline, punctuality, 

responsibility for tasks, and willingness to achieve work targets. 

The results of this study reinforce the findings, as well as , which show that extrinsic 

motivation has a positive effect on employee performance, especially in public sector 

organizations. This means that public sector employees still need clear external encouragement 

to be able to work optimally. Although civil servants have formal responsibilities, extrinsic 

motivation still plays an important role in maintaining morale, discipline, and results-

orientedness.   (Elamalki et al., 2024)    (Rachman & Hapzi Ali, 2025)  

Thus, BPS needs to strengthen aspects that can increase employee extrinsic work 

motivation. Rewards for work achievements, objective promotions, leadership recognition, 

career development opportunities, and a transparent evaluation system can be important 

instruments to improve employee performance. If the organization only relies on the formal 

obligations of employees without providing motivational reinforcement, then employee 

performance has the potential to be stagnant. On the other hand, when the organization is able 

to provide fair and meaningful external stimulus, employees will be more motivated to work 

optimally. 

The Role of Extrinsic Work Motivation Mediation 

The results of the study showed that extrinsic work motivation mediated the influence of 

compensation procedural justice on employee performance. These findings are the most 

important outcome of the study because they explain why the direct influence of procedural 

justice compensation on performance is not significant, but the indirect influence through 

extrinsic work motivation is significant. In other words, compensation fairness does not 

directly improve employee performance, but first increases extrinsic work motivation, then this 

motivation encourages improvement in employee performance.  

These findings suggest that extrinsic work motivation acts as a psychological bridge 

between procedural fairness, compensation, and employee performance. Employees who feel 

that compensation is given fairly will feel valued by the organization. That feeling of being 

valued then increases external work motivation, such as the desire to gain recognition, maintain 

good performance appraisals, get career opportunities, and demonstrate work responsibility. 

This encouragement ultimately encourages employees to work more disciplined, focus more 

on targets, and be more responsible for work results. 

Theoretically, these results strengthen Equity Theory and Self-Determination Theory. 

From the perspective of Equity Theory, compensation fairness shapes the perception that 

organizations treat employees proportionately based on the contributions made. From the 

perspective of Self-Determination Theory, the perception of justice becomes an external 

stimulus that can increase extrinsic motivation. When extrinsic motivation increases, 

employees have a stronger drive to perform well. Thus, the relationship between compensation 

justice and performance does not stand alone, but works through psychological processes in 

the form of work motivation. 
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These results are in line with Sabara et al. (2025) who found that extrinsic motivation is 

able to explain the mechanism of the influence of organizational fairness on employee 

performance. Research by Хван (2024) also shows that in public organizations, the influence 

of organizational justice on organizational performance becomes stronger when mediated by 

motivation. In addition, Arimbawa et al. (2025) found that compensation does not always have 

a direct effect on employee performance, but can be significant through mediation variables. 

Thus, the results of this study support the previous finding that the relationship between 

compensation fairness and the performance of public sector employees is more accurately 

understood as an indirect relationship through psychological factors.  

In the context of BPS in West Sulawesi Province, the findings of this mediation have an 

important practical meaning. BPS as a public organization not only needs a compensation 

system that complies with the rules, but also a compensation system that is able to build a 

perception of justice and generate work motivation. Employees may understand that salaries 

and benefits are determined by government regulations, but they still need transparency, 

consistency, and good communication regarding compensation and award procedures. If the 

procedure is perceived as fair, employees will be more motivated to give the best performance. 

These findings also explain why compensation fairness has no direct effect on 

performance. In public organizations, employees often remain employed based on formal 

obligations, standard procedures, and institutional targets, although perceptions of 

compensation vary. Therefore, compensation fairness does not always appear to be a direct 

driver of performance. However, when compensation fairness succeeds in fostering extrinsic 

work motivation, its effect on performance becomes more real. This shows that compensation 

needs to be managed not only as an administrative instrument, but also as a motivational 

instrument. 

Thus, the role of extrinsic work motivation mediation shows that it is not enough to 

improve employee performance just by ensuring that compensation is provided according to 

the rules. Organizations also need to ensure that employees understand the basis for 

compensation, feel that the procedure is fair, and see a relationship between work contributions 

and awards received. When these three aspects are met, compensation fairness will be more 

effective in improving employee motivation and performance. 

General Discussion 

Overall, the results of this study show that extrinsic work motivation is a key variable in 

explaining the performance of BPS employees throughout West Sulawesi Province. Procedural 

fairness of compensation is important, but its effect on performance does not appear directly. 

Compensation fairness only becomes meaningful when it is able to increase the extrinsic work 

motivation of employees. This means that employees not only need a formally fair 

compensation system, but also need an external push that makes them feel valued, recognized, 

and have opportunities to grow. 

These findings make an important contribution to the study of public sector human 

resource management. So far, many studies have placed compensation as a direct factor that 

affects performance. However, this study shows that in the context of public organizations, 

compensation needs to be understood as a factor that works through psychological 

mechanisms. Public sector employees do not always improve performance simply because 
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compensation is considered fair, but because that fairness shapes motivation, a sense of value, 

and the drive to contribute better. 

For BPS, the results of this study imply that employee performance improvement policies 

need to be directed at two main aspects. First, strengthen the procedural fairness of 

compensation through transparency, consistency, objectivity, and clear communication. 

Second, strengthening extrinsic work motivation through non-financial awards, recognition of 

achievements, promotional opportunities, career development, and an objective performance 

evaluation system. These two aspects need to go together so that compensation is not only 

understood as an administrative right, but also as a form of organizational appreciation for 

employee contributions. 

In addition, BPS also needs to pay attention to that employee performance is influenced 

by many other factors beyond compensation fairness and extrinsic motivation. Work culture, 

work environment, employee relationships, leadership, competencies, workload, and 

organizational support remain important factors in creating optimal performance. Therefore, 

improving employee performance needs to be carried out comprehensively through fair, 

transparent, and oriented human resource management that is oriented towards strengthening 

employee motivation. This is in line with the thesis that the management of compensation 

justice needs to be complemented by a supportive work culture and a positive work 

environment.  

Thus, the results of this study confirm that extrinsic work motivation is an important 

mediator in the relationship between procedural justice of compensation and employee 

performance. Perceived fairness of compensation can be a trigger for work motivation, while 

extrinsic work motivation is a factor that encourages employees to show better performance. 

Therefore, the strategy to improve the performance of BPS employees throughout West 

Sulawesi Province needs to be directed at strengthening a fair compensation system while 

strengthening extrinsic work motivation in a sustainable manner. 

 

CONCLUSION 

This study concluded that compensation procedural fairness had a positive but 

nonsignificant effect on the performance of BPS employees throughout West Sulawesi 

Province. This finding indicated that perceptions of compensation fairness had not directly 

become the primary factor influencing employee performance. However, compensation 

procedural fairness had a positive and significant effect on extrinsic work motivation, and 

extrinsic work motivation had a positive and significant effect on employee performance. 

The main finding of this study was that extrinsic work motivation mediated the 

relationship between compensation procedural fairness and employee performance. Thus, 

compensation fairness was more effective in improving employee performance when it first 

strengthened employees’ external motivation through factors such as financial rewards, 

recognition, promotion opportunities, job security, and appreciation of work contributions. 

Theoretically, this study strengthened Equity Theory within the public sector context by 

demonstrating that perceptions of fairness needed to be translated through motivational 

mechanisms to influence performance outcomes. 

Practically, BPS offices throughout West Sulawesi Province are encouraged to 

strengthen the transparency of compensation procedures, clarify the basis of performance 
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evaluations, improve communication regarding reward systems, and provide more targeted 

forms of recognition. Future research should expand the research scope by examining BPS 

offices in other provinces and incorporating additional variables, such as job satisfaction, 

organizational culture, leadership, workload, and organizational commitment, to improve the 

explanatory power of the model in predicting employee performance. 
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