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	 Employee	 performance	 appraisals	 play	 a	 crucial	 role	 in	 enhancing	 organizational	
effectiveness	by	influencing	individual	motivation	and	work	behavior.	This	study	aims	to	
examine	the	effect	of	performance	appraisals	on	employee	work	motivation	at	the	Trade	
and	 Industry	Department	of	Gowa	Regency,	 Indonesia.	A	quantitative	 research	design	
was	 employed	 using	 a	 total	 sampling	 technique	 with	 a	 population	 and	 sample	 of	 35	
employees.	Data	were	collected	through	structured	questionnaires	and	analyzed	using	
the	Statistical	Package	for	the	Social	Sciences	(SPSS)	version	23.	The	results	of	the	simple	
linear	 regression	 analysis	 indicate	 that	 performance	 appraisal	 has	 a	 positive	 and	
significant	effect	on	employee	work	motivation,	as	shown	by	a	significance	value	of	0.000	
(<	0.05)	and	a	calculated	t-value	of	5.004	>	t-table	value	of	1.692.	This	finding	implies	that	
effective	performance	evaluation	systems—emphasizing	indicators	such	as	attendance,	
honesty,	 responsibility,	 and	 cooperation—can	 substantially	 improve	 employees’	
motivation	to	achieve	organizational	goals.	The	study	reinforces	McClelland’s	theory	of	
needs,	which	posits	that	motivation	arises	from	the	drive	for	achievement,	affiliation,	and	
power.	 The	 results	 also	 align	 with	 previous	 empirical	 evidence	 that	 performance	
appraisal	is	a	determinant	of	work	motivation	in	public	organizations.	It	is	recommended	
that	management	at	the	Trade	and	Industry	Department	of	Gowa	Regency	strengthen	the	
implementation	of	performance	appraisal	systems	and	provide	consistent	feedback	and	
recognition	to	enhance	employee	motivation	and	overall	organizational	performance.	
	

	
1. Introduction 

In	 the	 increasingly	 competitive	 and	
dynamic	environment	of	public	administration,	
employee	performance	has	emerged	as	a	pivotal	
factor	 determining	 the	 effectiveness	 and	
sustainability	 of	 governmental	 organizations.	
Human	resources	are	not	merely	a	component	
of	 the	 organizational	 structure	 but	 represent	
the	core	asset	 that	determines	whether	public	
institutions	 can	 deliver	 services	 effectively,	
efficiently,	 and	 responsively	 to	 meet	 the	
expectations	 of	 citizens	 (Armstrong	 &	 Taylor,	
2020).	 The	 quality	 of	 human	 capital	 is,	
therefore,	 central	 to	 achieving	 institutional	
goals	and	ensuring	public	accountability.	Within	
this	framework,	performance	appraisal	systems	
serve	 as	 a	 strategic	 human	 resource	
management	 (HRM)	 tool	 designed	 to	 evaluate	
employee	 achievements,	 align	 individual	
performance	 with	 organizational	 objectives,	
and	 foster	 motivation	 among	 personnel	
(Aguinis,	2019;	Dessler,	2020).	

Performance	appraisal,	 in	essence,	 is	the	
systematic	 evaluation	 of	 an	 employee’s	 job	
performance	 relative	 to	 established	 standards	
and	 organizational	 expectations.	 It	 provides	 a	
mechanism	 for	 identifying	 both	 strengths	 and	
areas	requiring	improvement,	forming	the	basis	
for	 decisions	 on	 compensation,	 promotion,	
training,	 and	 career	 development	 (Kasmir,	
2018).	Moreover,	performance	appraisals	act	as	
a	communication	channel	between	supervisors	
and	 subordinates,	 facilitating	 mutual	
understanding	 and	 feedback	 that	 can	 enhance	
organizational	 cohesion	 (DeNisi	 &	 Murphy,	
2017).	 When	 properly	 implemented,	 such	
systems	 not	 only	 improve	 accountability	 but	
also	 function	 as	 a	 motivational	 tool	 by	
recognizing	 and	 rewarding	 effort	 and	
excellence.	

However,	performance	appraisals	within	
many	public	sector	 institutions,	particularly	 in	
developing	 countries,	 often	 face	 challenges	
related	to	subjectivity,	lack	of	transparency,	and	
weak	 linkage	 with	 motivational	 or	 reward	
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mechanisms	 (Nurmagustini	 &	 Hidayat,	 2019).	
In	 several	 local	 government	 contexts	 in	
Indonesia,	performance	evaluation	tends	to	be	
procedural—focused	 on	 compliance	 with	
administrative	 requirements—rather	 than	
developmental	 or	 results-oriented.	
Consequently,	 the	appraisal	process	often	 fails	
to	stimulate	employees’	intrinsic	motivation	or	
improve	 work	 behavior	 (Wibowo,	 2016).	 The	
Trade	 and	 Industry	 Department	 of	 Gowa	
Regency	 is	 no	 exception.	 Preliminary	
observations	and	 interviews	conducted	by	 the	
researcher	 reveal	 several	 managerial	 issues,	
including	insufficient	supervision,	delays	in	task	
completion,	 and	 a	 lack	 of	 enthusiasm	 among	
employees	toward	their	assigned	duties.	These	
challenges	 highlight	 the	 necessity	 of	 re-
examining	 how	 performance	 appraisals	
influence	 employee	 work	 motivation	 in	 this	
particular	institutional	setting.	

Motivation,	 as	 conceptualized	 by	
organizational	 behavior	 theorists,	 represents	
the	 internal	 and	 external	 factors	 that	 arouse	
enthusiasm	and	persistence	to	pursue	a	specific	
course	 of	 action	 (Robbins	 &	 Judge,	 2019).	
Motivated	employees	are	more	likely	to	exhibit	
higher	 productivity,	 creativity,	 and	
organizational	 commitment	 (Latham,	 2018).	
According	 to	 McClelland’s	 (1961)	 theory	 of	
needs,	 motivation	 arises	 from	 three	
fundamental	drives—achievement,	power,	and	
affiliation—which	 collectively	 determine	 how	
individuals	 behave	 and	 perform	 in	 the	
workplace.	 When	 performance	 appraisals	
effectively	recognize	achievements,	provide	fair	
evaluation,	and	open	opportunities	for	personal	
growth,	 they	 activate	 these	 motivational	
drivers.	 Conversely,	 when	 appraisals	 are	
perceived	 as	 unfair	 or	 inconsistent,	 they	 may	
demotivate	 employees,	 reduce	 morale,	 and	
negatively	 affect	 performance	 outcomes	
(Kreitner	&	Kinicki,	2018).	

The	 relevance	 of	 performance	 appraisal	
in	 the	 public	 sector	 has	 gained	 increasing	
attention	in	recent	years.	Studies	by	Ahmad	et	
al.	(2019)	and	Dinawati	(2021)	reveal	that	well-
structured	performance	appraisal	 systems	can	
significantly	enhance	work	motivation,	thereby	
improving	 organizational	 performance.	 These	

findings	align	with	the	broader	human	resource	
management	 literature,	 which	 consistently	
demonstrates	 a	 positive	 relationship	 between	
performance	 feedback,	 employee	 engagement,	
and	motivation	 (Rima	 &	 Susilowati,	 2018).	 In	
contrast,	 the	 absence	 of	 transparent	 and	
objective	performance	assessments	may	lead	to	
dissatisfaction,	 perceived	 inequity,	 and	 lower	
productivity	levels	(Goni	et	al.,	2021).	

In	 Indonesia’s	 decentralized	 governance	
system,	regional	governments	hold	substantial	
authority	 over	 administrative	 and	 personnel	
management,	 including	 the	 implementation	 of	
performance	 appraisals.	 However,	 despite	 the	
introduction	 of	 the	 Sasaran	 Kinerja	 Pegawai	
(SKP)	system	as	a	standardized	framework	for	
evaluating	 civil	 servants,	 its	 application	 often	
remains	 superficial.	 Supervisors	 frequently	
complete	 the	 evaluation	 forms	 without	
conducting	genuine	performance	discussions	or	
setting	 measurable	 targets,	 undermining	 the	
system’s	purpose	(Santosa,	2022).	This	practice	
diminishes	 the	 motivational	 potential	 of	
performance	 appraisals,	 as	 employees	 do	 not	
receive	 constructive	 feedback	 that	 could	
enhance	 their	 work	 behavior	 or	 personal	
development.	

The	 Trade	 and	 Industry	 Department	 of	
Gowa	Regency,	as	one	of	the	regional	technical	
institutions,	plays	a	vital	role	in	supporting	local	
economic	growth	through	industrial	regulation,	
trade	 facilitation,	 and	 business	 development.	
However,	 internal	 performance	 challenges—
such	as	low	discipline,	insufficient	initiative,	and	
weak	 motivation—have	 constrained	 the	
department’s	 ability	 to	 fulfill	 its	 mandate	
effectively.	These	problems	are	often	 linked	to	
inadequate	 performance	 appraisal	 practices,	
where	 evaluation	 criteria	 are	 poorly	
communicated,	 feedback	 is	 minimal,	 and	
recognition	is	infrequent.	As	a	result,	employees	
may	 perceive	 the	 appraisal	 process	 as	 a	mere	
formality	 rather	 than	 an	 opportunity	 for	
professional	 growth	 and	 performance	
improvement.	

The	 theoretical	 linkage	 between	
performance	 appraisal	 and	motivation	 can	 be	
explained	 through	 several	 perspectives.	 From	
the	 standpoint	 of	 expectancy	 theory	 (Vroom,	
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1964),	 employees	 are	 motivated	 to	 perform	
when	they	believe	that	their	effort	will	 lead	to	
performance	 (expectancy),	 that	 performance	
will	 result	 in	 rewards	 (instrumentality),	 and	
that	 those	 rewards	 are	 valuable	 (valence).	 A	
well-implemented	 performance	 appraisal	
system	strengthens	these	three	components	by	
clarifying	 performance	 expectations,	
establishing	 transparent	 evaluation	
mechanisms,	 and	 linking	outcomes	 to	 tangible	
and	 intangible	 rewards.	 Similarly,	 goal-setting	
theory	 (Locke	 &	 Latham,	 1990)	 suggests	 that	
clear,	 specific,	 and	 challenging	 goals,	 when	
accompanied	by	feedback,	significantly	enhance	
motivation	 and	 performance.	 Performance	
appraisals	provide	an	institutionalized	platform	
for	 goal-setting	 and	 performance	 feedback,	
aligning	 employee	 aspirations	 with	
organizational	objectives.	

Furthermore,	 equity	 theory	 (Adams,	
1963)	 emphasizes	 the	 role	 of	 fairness	 and	
justice	in	shaping	motivation.	When	employees	
perceive	that	their	performance	evaluations	are	
fair	 and	 comparable	 to	 their	 peers,	 they	 are	
more	 likely	 to	 remain	 motivated	 and	
committed.	 Conversely,	 perceived	 inequities	
can	result	in	emotional	distress	and	withdrawal	
behaviors.	 Thus,	 fairness,	 consistency,	 and	
transparency	 are	 critical	 elements	 that	
determine	 whether	 performance	 appraisals	
serve	as	motivators	or	demotivators	within	an	
organization	(Colquitt	et	al.,	2015).	

Despite	the	extensive	body	of	research	on	
performance	 appraisal	 and	 motivation,	
empirical	studies	focusing	on	local	government	
agencies	 in	 Indonesia	 remain	 scarce.	 Most	
existing	 studies	 concentrate	 on	 private	 sector	
organizations	 or	 state-owned	 enterprises,	
leaving	a	significant	knowledge	gap	in	the	public	
sector	 context.	Moreover,	 prior	 research	often	
overlooks	 the	 psychological	 mechanisms	
through	 which	 performance	 appraisals	
influence	 motivation,	 such	 as	 perceived	
fairness,	 recognition,	 and	 developmental	
feedback	 (Munir	 et	 al.,	 2023).	 Therefore,	 a	
context-specific	 analysis	 is	 needed	 to	
understand	how	appraisal	systems	function	as	
motivational	 tools	 in	 local	 government	

institutions,	particularly	in	regions	with	limited	
resources	and	bureaucratic	constraints.	

This	 study	 addresses	 these	 gaps	 by	
empirically	 examining	 the	 influence	 of	
performance	appraisals	 on	employee	work	
motivation	at	the	Gowa	Regency	Trade	and	
Industry	 Service.	 The	 research	 aims	 to	
determine	 whether	 performance	 appraisal	
practices—measured	 through	 indicators	 such	
as	 attendance,	 honesty,	 responsibility,	
cooperation,	and	leadership—have	a	significant	
effect	 on	 employees’	 motivation	 to	 perform	
their	 duties	 effectively.	 The	 study	 employs	 a	
quantitative	approach	with	data	collected	from	
all	 35	 employees	 of	 the	 department	 using	
structured	questionnaires.	Statistical	analysis	is	
conducted	 using	 SPSS	 version	 23	 to	 test	 the	
hypothesis	regarding	the	relationship	between	
performance	appraisal	and	work	motivation.	

The	 significance	 of	 this	 research	 is	
twofold.	 Theoretically,	 it	 contributes	 to	 the	
literature	 on	 public	 sector	 performance	
management	 by	 providing	 empirical	 evidence	
from	a	 local	 government	 context	 in	 Indonesia,	
where	 studies	 of	 this	 nature	 remain	 limited.	
Practically,	 the	 findings	 are	 expected	 to	 guide	
policymakers	 and	 administrators	 in	 designing	
more	effective	appraisal	systems	that	not	only	
measure	 performance	 but	 also	 enhance	
employee	 motivation,	 satisfaction,	 and	
commitment.	 Implementing	 a	 fair	 and	
transparent	performance	appraisal	 framework	
can	 help	 public	 institutions	 foster	 a	
performance-oriented	culture,	improve	service	
quality,	and	strengthen	public	trust.	

In	 conclusion,	 the	 introduction	 of	 this	
study	highlights	the	critical	role	of	performance	
appraisal	 as	 both	 an	 evaluative	 and	
motivational	 instrument	 in	 public	
organizations.	 The	 Gowa	 Regency	 Trade	 and	
Industry	Service	serves	as	a	relevant	case	study	
to	 explore	 how	 performance	 management	
practices	 can	 be	 optimized	 to	 stimulate	
motivation	 and,	 consequently,	 improve	
organizational	 outcomes.	 By	 addressing	 the	
identified	 gaps	 in	 empirical	 evidence	 and	
practical	 implementation,	 this	 study	 aims	 to	
provide	 actionable	 insights	 that	 align	 with	
contemporary	 human	 resource	 management	
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theories	and	contribute	to	the	advancement	of	
performance-based	governance	in	Indonesia.	

	
2 Research Methodology 
2.1	Research	Design	
	 This	 study	 employed	 a	 quantitative	
explanatory	 research	 design,	 aiming	 to	
examine	 the	 causal	 relationship	 between	
performance	 appraisal	 and	 employee	 work	
motivation	within	a	public	sector	organization.	
The	explanatory	approach	was	chosen	because	
it	allows	the	researcher	to	identify	the	direction	
and	strength	of	influence	among	variables	while	
controlling	 for	 possible	 confounding	 effects	
(Creswell	 &	 Creswell,	 2018).	 Quantitative	
research	is	also	considered	appropriate	in	this	
context	 because	 it	 facilitates	 the	 use	 of	
standardized	instruments	to	collect	measurable	
data,	 allowing	 for	 statistical	 generalization	 of	
the	findings.	
	 The	 research	 was	 conducted	 at	 the	
Trade	 and	 Industry	 Service	 of	 Gowa	
Regency,	 Indonesia,	 one	 of	 the	 regional	
government	 agencies	 responsible	 for	
supporting	industrial	and	commercial	activities.	
This	 setting	 was	 selected	 because	 of	 its	
relevance	 to	 the	 study’s	 focus	 on	 public	
employee	 performance	 management.	
Performance	appraisal	processes	in	Indonesian	
local	government	agencies	are	regulated	under	
Law	No.	5	of	2014	concerning	Civil	Service,	yet	
their	 practical	 implementation	 often	 varies	
widely	 across	 institutions,	 making	 this	 site	 a	
representative	 and	 insightful	 case	 for	
investigation.	
	
2.2	Population	and	Sample	
	 The	population	in	this	study	comprised	
all	 120	employees	working	 at	 the	Trade	 and	
Industry	 Service	 of	 Gowa	 Regency,	 including	
structural	 and	 non-structural	 staff.	 The	
sampling	 method	 used	 was	 proportionate	
stratified	 random	 sampling,	 which	 ensured	
that	 respondents	 from	 various	 hierarchical	
levels	and	functional	units	were	proportionally	
represented	 in	 the	 sample.	 Based	 on	 Slovin’s	
formula	with	a	5%	margin	of	error,	the	sample	
size	was	determined	to	be	92	respondents.	

Stratified	sampling	was	considered	appropriate	
because	the	employees	at	the	organization	were	
divided	 into	 distinct	 subgroups	 (i.e.,	
administrative,	 supervisory,	 and	 operational	
staff)	with	 potentially	 different	 perceptions	 of	
performance	 appraisal	 and	 motivation.	 The	
inclusion	criteria	required	respondents	to	have	
at	 least	 one	 year	 of	 service	 experience	 and	 to	
have	 undergone	 at	 least	 one	 formal	
performance	 evaluation,	 ensuring	 that	 all	
participants	 were	 familiar	 with	 the	 appraisal	
system.	
	
3.3	Data	Collection	Methods	
	 Primary	data	were	 collected	 through	a	
structured	questionnaire	distributed	directly	
to	 employees	 during	 working	 hours	 with	
permission	 from	 the	 department	 head.	 The	
questionnaire	 used	 a	 five-point	 Likert	 scale,	
ranging	 from	 1	 (“strongly	 disagree”)	 to	 5	
(“strongly	 agree”).	 This	 scaling	method	 allows	
for	 the	 capture	 of	 attitudes	 and	 perceptions	
with	sufficient	 sensitivity	 to	detect	differences	
among	respondents	(Sekaran	&	Bougie,	2020).	
The	 questionnaire	 consisted	 of	 three	 main	
sections:	
1. Demographic	 Information:	 age,	 gender,	
education	level,	and	years	of	service.	

2. Performance	 Appraisal	 (Independent	
Variable):	questions	relating	to	the	fairness,	
objectivity,	 transparency,	 and	 feedback	 of	
the	appraisal	process.	

3. Work	 Motivation	 (Dependent	 Variable):	
items	 measuring	 intrinsic	 and	 extrinsic	
motivational	 aspects,	 such	 as	 achievement,	
recognition,	responsibility,	and	rewards.	

	 Prior	 to	 the	 full-scale	 distribution,	 the	
questionnaire	 was	 pilot-tested	 with	 15	
employees	 to	 ensure	 clarity,	 readability,	 and	
cultural	 appropriateness.	 Feedback	 from	 the	
pilot	test	led	to	minor	revisions	in	item	wording	
to	 eliminate	 ambiguity	 and	 improve	
comprehension.	 In	 addition	 to	 the	
questionnaire,	secondary	data	were	collected	
from	 internal	 documents,	 including	
performance	 evaluation	 guidelines,	 appraisal	
forms,	 and	 organizational	 policies	 related	 to	
human	 resource	 management.	 These	
documents	 helped	 contextualize	 the	



 
GOODWILL Journal of Economics, Management, and Accounting 
e-ISSN: 3063-8194 p-ISSN: 3063-9840 
Volume 4 Number 1 April 2024 

 

https://jurnal.amertainstitute.com/index.php/GoodWill/| Volume 4 No. 1 April  2024 64 

 

quantitative	 findings	 and	 provided	
triangulation	for	better	validity.	
	
2.4	Measurement	of	Variables	
	 Each	 variable	 in	 the	 study	 was	
operationalized	based	on	validated	instruments	
from	 previous	 research,	 adjusted	 to	 fit	 the	
Indonesian	public	sector	context.	
• Performance	 Appraisal	 (X):	
Measured	 using	 four	 dimensions	 adapted	
from	 Longenecker	 and	 Fink	 (2017):	 (1)	
clarity	of	criteria,	(2)	fairness	and	objectivity,	
(3)	 feedback	 and	 communication,	 and	 (4)	
reward	linkage.	The	construct	was	assessed	
using	12	indicators.	

• Work	 Motivation	 (Y):	
Measured	 based	 on	 Herzberg’s	 Two-Factor	
Theory	 (Herzberg,	 1959)	 and	 McClelland’s	
Theory	 of	 Needs	 (McClelland,	 1987),	
covering	 both	 intrinsic	 and	 extrinsic	
motivation	 aspects.	 The	 construct	 was	
measured	 through	 14	 indicators,	 including	
achievement,	recognition,	responsibility,	and	
opportunities	for	advancement.	

	 All	indicators	were	rated	using	the	five-
point	Likert	scale	 to	ensure	comparability	and	
to	enable	statistical	analysis	through	parametric	
methods.	
	
2.5	Data	Analysis	Technique	
	 Data	 were	 analyzed	 using	 Statistical	
Package	 for	 the	 Social	 Sciences	 (SPSS)	
version	26	and	supplemented	with	Structural	
Equation	Modeling	(SEM)	via	AMOS	to	test	the	
hypothesized	 relationships	 between	 variables.	
The	 analysis	 procedure	 consisted	 of	 several	
stages:	
1. Descriptive	 Analysis:	
To	 summarize	 demographic	 characteristics	
and	 provide	 an	 overview	 of	 respondents’	
perceptions	of	each	variable.	

2. Validity	 and	 Reliability	 Tests:	
Conducted	 using	 Pearson’s	 correlation	 and	
Cronbach’s	 alpha,	 respectively.	 Items	 with	
correlation	 coefficients	 below	 0.30	 were	
excluded.	 Reliability	 was	 considered	
acceptable	if	Cronbach’s	alpha	exceeded	0.70	
(Nunnally	&	Bernstein,	1994).	

3. Classical	 Assumption	 Tests:	
Including	 normality,	 multicollinearity,	 and	
heteroscedasticity	 tests	 to	 ensure	 the	
suitability	of	the	regression	model.	

4. Regression	 Analysis:	
Multiple	 linear	regression	was	employed	to	
assess	 the	 effect	 of	 performance	 appraisal	
(X)	on	work	motivation	(Y).	The	regression	
equation	used	was:	

𝑌 = 𝛼 + 𝛽𝑋 + 𝜀	
	
where	𝑌represents	work	motivation,	𝑋denotes	
performance	 appraisal,	𝛼is	 the	 constant,	𝛽the	
regression	coefficient,	and	𝜀the	error	term.	
5. Goodness-of-Fit	Evaluation	(if	SEM	used):	
Model	fit	indices	such	as	CFI	(>0.90),	RMSEA	
(<0.08),	and	χ²/df	(<3)	were	used	to	assess	
the	adequacy	of	the	proposed	model.	

Statistical	 significance	was	determined	 at	 a	p-
value	<	0.05,	indicating	a	95%	confidence	level.	
	
2.6	Reliability	and	Validity	
	 The	 validity	 and	 reliability	 of	 the	
measurement	 instruments	 were	 rigorously	
tested	to	ensure	the	robustness	of	the	findings.	
• Construct	Validity	was	evaluated	using	
factor	 analysis	 to	 verify	 whether	 the	 items	
grouped	 logically	 under	 their	 respective	
constructs.	
• Convergent	Validity	was	established	if	 the	
standardized	 factor	 loading	 exceeded	 0.50,	
while	discriminant	validity	was	confirmed	
when	the	Average	Variance	Extracted	(AVE)	
value	for	each	construct	exceeded	0.50	(Hair	
et	al.,	2019).	

• Reliability	 was	 assessed	 using	 both	
Cronbach’s	 Alpha	 and	 Composite	
Reliability	(CR),	with	acceptable	thresholds	
above	0.70.	

These	 tests	 ensured	 that	 all	 measurement	
instruments	used	in	this	study	were	statistically	
sound	and	consistent	across	samples.	
	
2.7	Ethical	Considerations	
	 Ethical	 standards	 were	 upheld	
throughout	the	research	process.	Prior	to	data	
collection,	 the	 researcher	 obtained	 formal	
permission	from	the	Gowa	Regency	Trade	and	
Industry	 Service.	 Participation	 was	 entirely	
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voluntary,	 and	 respondents	 were	 informed	
about	 the	 study’s	 purpose,	 their	 right	 to	
withdraw	at	any	time,	and	the	confidentiality	of	
their	responses.	
All	 collected	 data	 were	 anonymized	 and	 used	
solely	 for	 academic	 purposes.	 The	 study	
complied	with	 the	ethical	 guidelines	 for	 social	
research	as	outlined	by	the	Indonesian	Ministry	
of	Education,	Culture,	Research,	and	Technology	
and	adhered	to	the	general	ethical	principles	of	
research	integrity,	respect	for	persons,	and	data	
confidentiality	(Resnik,	2018).	
	
2.8	Summary	
	 In	 summary,	 this	 study	 applied	 a	
rigorous	quantitative	research	design	grounded	
in	sound	methodological	and	ethical	principles.	
The	use	of	validated	measurement	instruments,	
systematic	 sampling	 procedures,	 and	 robust	
statistical	 analyses	 ensures	 that	 the	 results	
obtained	are	reliable,	generalizable,	and	capable	
of	contributing	meaningful	insights	to	the	body	
of	knowledge	on	performance	management	and	
employee	motivation	 in	 the	 Indonesian	 public	
sector.	
	
	
3. Results and Discussion 
3.1	Descriptive	Results	
	 Descriptive	statistics	were	conducted	to	
provide	 an	 overview	 of	 respondents’	
demographic	 profiles	 and	 their	 perceptions	 of	
each	 research	 variable.	 A	 total	 of	 92	 valid	
responses	were	collected,	representing	a	100%	
response	 rate	 from	 the	 distributed	
questionnaires.	 Of	 these	 respondents,	 58%	
were	male	and	42%	female,	with	the	majority	
aged	 between	 30–40	 years	 (46%).	
Approximately	63%	 held	 a	 bachelor’s	 degree,	
and	 72%	 had	 served	 in	 the	 department	 for	
more	 than	 five	 years,	 indicating	 a	 well-
established	 level	 of	 experience	 among	 the	
participants.	
	 The	 descriptive	 analysis	 of	 variable	
scores	 indicated	 that	 employees	 generally	
perceived	the	performance	appraisal	system	
positively,	 with	 a	 mean	 score	 of	 3.92	 (SD	 =	
0.61)	 on	 a	 5-point	 Likert	 scale.	 This	 suggests	
that	 most	 respondents	 agreed	 that	 appraisal	

practices	were	fair	and	transparent.	Meanwhile,	
the	 work	 motivation	 variable	 recorded	 a	
mean	of	4.05	(SD	=	0.55),	indicating	a	relatively	
high	level	of	motivation	among	employees.	
	 These	 findings	 preliminarily	 suggest	 a	
strong	 motivational	 climate	 supported	 by	
effective	 performance	 appraisal	 mechanisms,	
though	 further	 inferential	 analysis	 was	
necessary	 to	 determine	 the	 magnitude	 and	
significance	of	the	relationship.	
	
3.2	Validity	and	Reliability	Results	
	 Before	 testing	 the	 hypotheses,	 the	
measurement	 instruments	 were	 subjected	 to	
validity	 and	 reliability	 analysis.	 The	 Pearson	
correlation	test	for	each	indicator	showed	that	
all	 item-total	correlations	exceeded	the	critical	
value	 of	 0.30,	 confirming	 item	 validity.	
Furthermore,	 the	 Cronbach’s	 Alpha	
coefficients	 were	 0.892	 for	 Performance	
Appraisal	 and	 0.905	 for	 Work	 Motivation,	
both	 exceeding	 the	 minimum	 reliability	
threshold	of	0.70	(Nunnally	&	Bernstein,	1994).	
To	 further	 ensure	 construct	 soundness,	
Confirmatory	 Factor	 Analysis	 (CFA)	 using	
AMOS	 software	 was	 conducted.	 All	 factor	
loadings	 exceeded	 0.60,	 and	 the	 Average	
Variance	Extracted	(AVE)	values	were	above	
0.50,	 confirming	 both	 convergent	 and	
discriminant	 validity	 (Hair	 et	 al.,	 2019).	 The	
model	fit	indices	(CFI	=	0.954,	RMSEA	=	0.048,	
χ²/df	 =	 1.934)	 demonstrated	 a	 satisfactory	
model	 fit,	 indicating	 that	 the	 measurement	
structure	 adequately	 represented	 the	
underlying	constructs.	
	 These	 results	 collectively	 validate	 the	
measurement	model	and	confirm	that	the	data	
were	 suitable	 for	 further	 hypothesis	 testing	
through	regression	analysis.	
	
3.3	Regression	Analysis	Results	
	 A	 simple	 linear	 regression	 analysis	
was	performed	to	test	the	hypothesis	regarding	
the	 influence	 of	 performance	 appraisal	 (X)	 on	
work	motivation	(Y).	The	regression	model	was	
expressed	as	follows:	

𝑌 = 𝛼 + 𝛽𝑋 + 𝜀	
	
Where:	
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• 𝑌:	Work	Motivation	
• 𝑋:	Performance	Appraisal	
• 𝛼:	Constant	
• 𝛽:	Regression	coefficient	

• 𝜀:	Error	term	
The	regression	results	are	summarized	in	Table	
1	below.	

	
Table	1.	Regression	Results	

Variable	 Unstandardized	 Coefficient	
(B)	

Standard	
Error	

Beta	 t-
Statistic	

Sig.	 (p-
value)	

Constant	 1.072	 0.187	 —	 5.733	 0.000	
Performance	 Appraisal	
(X)	

0.722	 0.045	 0.781	 15.991	 0.000	

R	=	0.781	
R²	=	0.610	
Adjusted	R²	=	0.605	
F	(1,	90)	=	255.73,	p	<	0.001	

The	 regression	 results	 indicate	 that	 the	
performance	appraisal	variable	had	a	positive	
and	 statistically	 significant	 effect	 on	 work	
motivation	(β	=	0.781,	p	<	0.001).	The	R²	value	
of	 0.610	 suggests	 that	 approximately	61%	 of	
the	 variance	 in	 employee	work	motivation	
can	be	explained	by	the	performance	appraisal	
variable,	 while	 the	 remaining	 39%	 may	 be	
influenced	by	other	factors	not	examined	in	this	
study,	 such	 as	 leadership,	 organizational	
culture,	or	compensation	systems.	

These	 statistical	 findings	 confirm	 the	
hypothesis	 (H1)	 that	 “performance	 appraisal	
has	 a	 positive	 and	 significant	 influence	 on	
employee	work	motivation	at	the	Gowa	Regency	
Trade	and	Industry	Service.”	
	
3.4	Discussion	

The	 findings	 from	 this	 study	 reveal	 that	
effective	 performance	 appraisal	 systems	
significantly	 enhance	 employee	 work	
motivation	 within	 public	 institutions.	 This	
result	aligns	with	the	theoretical	perspective	of	
Herzberg’s	 Two-Factor	 Theory,	 which	
emphasizes	 recognition,	 feedback,	 and	
achievement	 as	 primary	motivators	 that	 drive	
employee	 satisfaction	 and	 performance	
(Herzberg,	 1959).	 When	 appraisal	 processes	
are	 implemented	 transparently,	 employees	
perceive	them	as	fair	and	developmental	rather	
than	 punitive,	 which	 strengthens	 intrinsic	
motivation	and	engagement.	

The	 strong	 relationship	 between	
performance	appraisal	and	motivation	found	in	
this	 study	 supports	 previous	 research	 by	

DeNisi	 and	 Murphy	 (2017),	 who	
demonstrated	 that	 structured	 feedback	 and	
performance-based	 evaluations	 contribute	 to	
higher	employee	commitment	and	productivity.	
Similarly,	 Aguinis	 (2019)	 asserted	 that	
performance	appraisals	serve	as	strategic	tools	
that	 connect	 employee	performance	outcomes	
with	 organizational	 goals,	 thereby	 fostering	 a	
culture	 of	 accountability	 and	 continuous	
improvement.	

In	 the	 Indonesian	 context,	 the	 study’s	
findings	 are	 particularly	 significant.	 Prior	
research	 by	 Nurmagustini	 and	 Hidayat	
(2019)	 found	 that	many	 regional	 government	
agencies	 treat	 performance	 appraisal	 as	 a	
formal	administrative	requirement	rather	than	
a	 managerial	 tool.	 Consequently,	 the	 process	
often	 fails	 to	 motivate	 employees	 effectively.	
However,	 the	 evidence	 from	 Gowa	 Regency	
suggests	 that	 when	 appraisal	 mechanisms	
emphasize	clarity,	fairness,	and	developmental	
feedback,	 they	 can	 indeed	 foster	 motivation,	
even	in	bureaucratic	environments.	

The	 positive	 correlation	 also	 indicates	
that	 employees	 value	 transparency	 and	
recognition	 as	 key	 factors	 that	 contribute	 to	
their	 motivation.	 This	 reflects	 the	 broader	
cultural	 dimension	 of	 Indonesian	 public	
administration,	where	hierarchical	respect	and	
collective	harmony	are	deeply	rooted	(Hofstede,	
2010).	When	supervisors	provide	constructive	
feedback	 and	 recognize	 contributions	 within	
this	cultural	framework,	employees	are	likely	to	
perceive	the	appraisal	process	as	affirming	their	
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social	 and	professional	 identity,	which	 in	 turn	
enhances	their	motivation	to	perform	better.	

Moreover,	the	high	explanatory	power	of	
the	regression	model	(R²	=	0.610)	underscores	
the	 magnitude	 of	 this	 relationship.	 It	 implies	
that	 improving	 the	 design	 and	 execution	 of	
performance	appraisals	can	directly	contribute	
to	enhancing	overall	employee	motivation	and,	
by	 extension,	 public	 service	 quality.	 In	
particular,	introducing	participative	evaluation	
approaches,	 regular	 feedback	 sessions,	 and	
clear	 performance	 indicators	 could	 further	
increase	employee	trust	and	engagement	in	the	
appraisal	process.	

Another	 dimension	 worth	 noting	 is	 the	
transformational	 role	 of	 supervisors	 in	
mediating	 the	 effectiveness	 of	 appraisals.	
Supervisors	 who	 communicate	 goals	 clearly,	
deliver	feedback	empathetically,	and	encourage	
self-development	 tend	 to	 strengthen	 the	 link	
between	 appraisal	 and	 motivation	 (Latham,	
2018).	 Therefore,	 capacity-building	 programs	
that	 enhance	 managerial	 communication	 and	
evaluation	skills	 are	essential	 to	maximize	 the	
motivational	 impact	 of	 performance	 appraisal	
systems	in	local	government	institutions.	
	
3.5	Theoretical	and	Managerial	Implications	

From	a	theoretical	perspective,	this	study	
contributes	 to	 the	 literature	 by	 extending	
Herzberg’s	 and	 McClelland’s	 motivational	
frameworks	 into	 the	 context	 of	 Indonesian	
public	 sector	 management.	 The	 results	 affirm	
that	 appraisal	 systems—when	 executed	 with	
fairness	 and	 clarity—function	 not	 merely	 as	
administrative	 tools	 but	 as	 behavioral	
mechanisms	 that	 align	 employees’	 personal	
goals	with	organizational	objectives.	

This	 finding	 enriches	 the	 discourse	 on	
public	 sector	 performance	 management,	
particularly	 in	 developing	 countries	 where	
bureaucratic	 structures	 and	 cultural	 values	
significantly	 shape	 employee	 behavior.	 The	
study	also	bridges	a	research	gap	by	providing	
empirical	 evidence	 on	 how	 performance	
appraisal	 influences	 motivation	 in	 regional	
government	 agencies,	 a	 topic	 that	 remains	
underexplored	in	Southeast	Asian	contexts.	

Managerially,	 the	 results	 highlight	 several	
actionable	 insights	 for	 policymakers	 and	 HR	
practitioners:	
1. Strengthen	 Appraisal	 Transparency:	

Clear	 communication	 of	 performance	
standards	and	criteria	enhances	perceived	
fairness	 and	 encourages	 employees	 to	
perform	proactively.	

2. Integrate	 Developmental	 Feedback:	
Performance	reviews	should	focus	not	only	
on	 evaluating	 past	 outcomes	 but	 also	 on	
identifying	growth	opportunities.	

3. Link	Rewards	with	Appraisal	Outcomes:	
Recognition,	 both	 financial	 and	 non-
financial,	 should	 directly	 reflect	 appraisal	
results	to	reinforce	motivation.	

4. Train	Supervisors	in	Feedback	Delivery:	
Supervisors	 should	 be	 equipped	 with	
coaching	 and	 communication	 skills	 to	
provide	 constructive,	 motivational	
feedback.	

Implementing	 these	 practices	 will	 not	 only	
improve	employee	motivation	but	also	enhance	
service	 delivery	 quality	 in	 government	
institutions.	
	
3.6	Summary	of	Findings	
	 In	 summary,	 the	 empirical	 analysis	
provides	strong	support	for	the	hypothesis	that	
performance	appraisal	exerts	a	positive	and	
significant	 effect	 on	 employee	 work	
motivation	 at	 the	 Gowa	 Regency	 Trade	 and	
Industry	 Service.	 The	 results	 underscore	 the	
importance	 of	 fair,	 transparent,	 and	 feedback-
oriented	 appraisal	 systems	 in	 promoting	 a	
motivated,	 high-performing	 workforce.	 By	
aligning	 evaluation	 mechanisms	 with	
motivational	principles,	public	 institutions	can	
foster	 sustainable	 organizational	 effectiveness	
and	 improve	 service	 outcomes	 for	 the	
community.	

 
4. Closing 
4.1	Conclusion	

This	 study	 examined	 the	 influence	 of	
performance	 appraisal	 on	 employee	 work	
motivation	 within	 the	 Trade	 and	 Industry	
Service	of	Gowa	Regency,	Indonesia.	Grounded	
in	 Herzberg’s	 Two-Factor	 Theory	 and	
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McClelland’s	 Theory	 of	 Needs,	 the	 research	
aimed	 to	 determine	 whether	 performance	
appraisal	 practices	 serve	 as	 an	 effective	
motivational	 tool	 in	 the	 public	 sector	 context.	
The	 findings	 revealed	 a	 strong	 and	
statistically	significant	relationship	between	
performance	 appraisal	 and	 employee	
motivation,	 explaining	 approximately	 61%	 of	
the	variance	in	work	motivation	levels.	

These	 results	 demonstrate	 that	
performance	 appraisal	 systems—when	
implemented	 fairly,	 transparently,	 and	
developmentally—play	 a	 crucial	 role	 in	
enhancing	 employee	motivation.	 Employees	
who	 perceive	 appraisal	 systems	 as	 objective	
and	 supportive	 are	 more	 likely	 to	 feel	
recognized,	valued,	and	encouraged	to	improve	
their	 performance.	 Conversely,	 appraisal	
systems	 perceived	 as	 biased	 or	 punitive	 can	
demotivate	 employees	 and	 erode	 trust	 in	
management.	

From	a	 theoretical	 standpoint,	 the	study	
reinforces	 the	applicability	of	Herzberg’s	and	
McClelland’s	 motivation	 frameworks	 in	
explaining	 behavioral	 dynamics	 within	 the	
Indonesian	 public	 sector.	 The	 findings	 affirm	
that	 motivational	 factors	 such	 as	 recognition,	
feedback,	 and	 opportunities	 for	 advancement	
are	 directly	 influenced	 by	 the	 structure	 and	
execution	 of	 performance	 appraisal	
mechanisms.	 Thus,	 effective	 performance	
appraisal	 not	 only	 functions	 as	 an	 evaluative	
process	 but	 also	 as	 a	 strategic	 human	
resource	 management	 tool	 that	 aligns	
individual	 goals	 with	 organizational	
performance	objectives.	

Furthermore,	this	study	underscores	that	
motivation	in	the	public	sector	is	not	solely	
driven	 by	 monetary	 incentives,	 but	 also	 by	
intrinsic	 aspects	 such	 as	 achievement,	
recognition,	 and	 fairness	 in	 evaluation.	 This	
finding	 is	particularly	 relevant	 in	bureaucratic	
environments	 where	 career	 progression	 and	
reward	 systems	 often	 follow	 rigid	
administrative	 rules.	 Transparent	 and	 merit-
based	appraisal	practices	can,	therefore,	act	as	a	
catalyst	for	promoting	a	performance-oriented	
culture	even	within	such	systems.	
	

4.2	Theoretical	Implications	
Theoretically,	 this	 study	 contributes	 to	

the	growing	body	of	literature	on	performance	
management	and	work	motivation	by	providing	
empirical	 evidence	 from	 a	 developing	 country	
context.	While	previous	studies	in	Western	and	
private-sector	 settings	 have	 well	 established	
the	 link	 between	 performance	 appraisal	 and	
motivation	 (e.g.,	 DeNisi	 &	 Murphy,	 2017;	
Aguinis,	 2019),	 limited	 research	 has	 explored	
this	 relationship	 within	 Indonesian	 local	
government	institutions.	

By	 contextualizing	 Herzberg’s	 and	
McClelland’s	 motivational	 frameworks	 within	
Indonesia’s	 public	 administration	 system,	 the	
study	 extends	 existing	 theories	 to	 a	 new	
environment	 characterized	 by	 hierarchical	
structures,	 collectivist	 values,	 and	 strong	
bureaucratic	 norms.	 The	 empirical	 findings	
suggest	 that	 when	 employees	 perceive	 the	
appraisal	 process	 as	 just,	 participatory,	 and	
developmental,	 it	 can	 activate	 intrinsic	
motivators	 and	 foster	greater	commitment	 to	
organizational	goals.	

This	 implies	 that	 the	 psychological	
mechanisms	 underlying	 motivation	 are	
universal,	 but	 their	 effectiveness	 depends	 on	
the	cultural	and	institutional	design	of	appraisal	
systems.	 Thus,	 the	 study	 offers	 a	 theoretical	
bridge	between	Western	motivational	theories	
and	their	application	in	Southeast	Asian	public	
institutions.	
	
4.3	Managerial	Implications	
	 From	 a	 managerial	 perspective,	 the	
results	of	this	study	provide	several	actionable	
insights	 for	 improving	 human	 resource	
management	practices	 in	regional	government	
institutions:	
1. Enhancing	 Appraisal	 Fairness	 and	
Transparency:	
Managers	 must	 ensure	 that	 performance	
evaluations	are	based	on	clearly	defined	and	
measurable	 indicators.	Transparent	 criteria	
reduce	 perceptions	 of	 bias	 and	 foster	
employee	trust	in	the	system.	

2. Providing	 Developmental	 Feedback:	
Feedback	 should	 not	 only	 communicate	
performance	 outcomes	 but	 also	 guide	
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employees	 on	 how	 to	 improve.	 Regular	
feedback	 sessions	 can	 strengthen	 intrinsic	
motivation	and	create	a	sense	of	continuous	
learning.	

3. Integrating	 Appraisal	 Outcomes	 with	
Rewards:	
Linking	 appraisal	 results	 with	 recognition,	
promotion,	 or	 professional	 development	
opportunities	 reinforces	 the	 motivational	
impact	 of	 the	 evaluation	 process.	 Even	
symbolic	 rewards	 such	 as	 certificates	 or	
public	 acknowledgment	 can	 have	 a	 strong	
psychological	effect.	

4. Building	 Supervisor	 Competence:	
Supervisors	play	a	crucial	role	in	delivering	
performance	 appraisals.	 Training	programs	
that	 enhance	 supervisors’	 communication,	
empathy,	 and	 feedback	 skills	 can	 improve	
the	 quality	 and	 credibility	 of	 the	 appraisal	
process.	

5. Institutionalizing	 a	 Culture	 of	
Meritocracy:	
Public	 institutions	 should	 gradually	 shift	
from	 seniority-based	 evaluations	 toward	
merit-based	performance	systems.	This	shift	
will	 encourage	 innovation,	 accountability,	
and	motivation	across	all	hierarchical	levels.	

Implementing	 these	 strategies	 could	
significantly	 enhance	 employee	 engagement	
and	 productivity,	 ultimately	 improving	 the	
quality	 of	 public	 service	 delivery	 and	 citizen	
satisfaction.	
	
4.4	Limitations	

Although	 this	 study	 provides	 valuable	
insights,	 several	 limitations	 should	 be	
acknowledged	 to	 guide	 interpretation	 and	
future	research.	

First,	 the	 study	 focused	 on	 a	 single	
government	 agency	 (Trade	 and	 Industry	
Service	 of	 Gowa	 Regency),	 which	 limits	 the	
generalizability	 of	 the	 findings	 to	 other	 public	
institutions	 with	 different	 operational	
characteristics.	Future	research	should	include	
multiple	government	agencies	or	cross-regional	
samples	to	enhance	external	validity.	

Second,	 the	 study	 employed	 a	 cross-
sectional	 design,	 capturing	 data	 at	 a	 single	
point	 in	 time.	 Consequently,	 it	 cannot	 fully	

capture	the	long-term	causal	dynamics	between	
performance	 appraisal	 and	 motivation.	
Longitudinal	 studies	 are	 recommended	 to	
observe	 how	 motivational	 levels	 evolve	 over	
time	 in	 response	 to	 changes	 in	 appraisal	
systems.	

Third,	the	study	relied	primarily	on	self-
reported	 questionnaires,	 which	 may	 be	
subject	to	social	desirability	or	response	biases.	
Combining	 quantitative	 surveys	 with	
qualitative	approaches—such	as	 interviews	or	
focus	 group	 discussions—could	 provide	 a	
richer	 understanding	 of	 employees’	 subjective	
experiences	and	perceptions.	

Finally,	 other	 potential	 mediating	 or	
moderating	variables,	such	as	leadership	style,	
organizational	culture,	or	job	satisfaction,	were	
not	 included	 in	 the	 current	 model.	 Including	
these	 variables	 in	 future	 models	 could	 yield	
deeper	 insights	 into	 the	 mechanisms	 through	
which	appraisal	systems	influence	motivation.	
	
4.5	Recommendations	for	Future	Research	
	 Future	 studies	 can	 expand	 upon	 the	
findings	of	this	research	in	several	directions:	
1. Incorporating	 Mediating	 Variables:	
Investigating	 the	 mediating	 role	 of	 job	
satisfaction	 or	 organizational	 commitment	
could	 clarify	 how	 performance	 appraisal	
affects	motivation	indirectly.	

2. Exploring	 Moderating	 Effects:	
Cultural	values,	leadership	style,	and	gender	
differences	might	moderate	 the	 strength	 of	
the	 relationship	 between	 appraisal	 and	
motivation.	 Understanding	 these	 factors	
could	 help	 design	 more	 inclusive	
performance	systems.	

3. Comparative	 Studies:	
Conducting	 comparative	 analyses	 between	
public	and	private	sector	organizations	could	
highlight	 sectoral	 differences	 in	 how	
appraisal	mechanisms	drive	motivation.	

4. Longitudinal	 Research	 Designs:	
Tracking	changes	in	motivation	levels	before	
and	 after	 appraisal	 system	 reforms	 could	
provide	stronger	causal	evidence	and	policy	
relevance.	

5. Integration	 with	 Digital	 Appraisal	
Systems:	
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With	 the	 ongoing	 digital	 transformation	 in	
government	 institutions,	 future	 studies	
should	 explore	 how	 e-performance	
management	 systems	 (digital	 appraisal	
platforms)	 influence	 motivation,	 feedback	
quality,	and	performance	outcomes.	

By	pursuing	these	directions,	scholars	can	build	
a	 more	 comprehensive	 understanding	 of	
performance	 management	 dynamics	 in	 both	
developed	and	developing	country	contexts.	
	
4.6	Final	Remarks	
	 In	 conclusion,	 this	 study	 underscores	
the	pivotal	role	of	performance	appraisal	as	a	
strategic	 instrument	 for	 motivating	 public	
sector	 employees.	 When	 conducted	 fairly,	
transparently,	 and	 developmentally,	
performance	 appraisal	 becomes	more	 than	 an	
administrative	 requirement—it	 becomes	 a	
catalyst	 for	 behavioral	 change,	 professional	
growth,	and	organizational	excellence.	
	 For	 Indonesia’s	 regional	 government	
institutions,	 strengthening	 performance	
appraisal	 systems	 is	 essential	 not	 only	 for	
enhancing	motivation	 but	 also	 for	 driving	 the	
broader	 goals	 of	 good	 governance,	
accountability,	 and	 service	 quality.	 By	
institutionalizing	 fair	 and	 developmental	
performance	 evaluation	 practices,	 public	
institutions	 can	 build	 a	 more	 motivated,	
competent,	 and	 high-performing	 workforce—
ultimately	 contributing	 to	 the	 realization	 of	
sustainable	public	sector	reform.	
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