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Abstract: Motivation has always been argued to be the essential factor in the management of personnel. It is also known as a crucial variable in 
producing a high performance of an organization. The relationship between motivation and performance has been widely examined in previous studies. 
However, it seems that motivation has become one of the big questions in government organization, in particular among developing countries. Thus, 
understanding how employees in the public sector assess the motivation and performance is interesting. This study aims to examine the influence of two 
employees’ characteristics on their perception of motivation and performance. It examines a sample of 96 employees assigned specifically to deal with 
the prevention of Dengue Fever in Jember District Health Office, East Java Province, Indonesia. A univariate test is performed to test the hypotheses. 
Results show that age and gender are not related to both the work motivation and performance of employees. 
 
Index Terms: age, gender, motivation, performance, public sector organization.   
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1 INTRODUCTION 
Dengue Hemorrhagic Fever (DHF) is one of the endemic 
diseases in Jember District. From year to year, the number of 
patients tends to increase. Data from the Health Office of 
Jember District show that by the end of 2015, there were 905 
people with DHF. Efforts to overcome DHF in Jember District 
have been cariied out through the formal regulation, namely 
Jember District Regulation no. 188.45/222/012/2015. The 
regulation is mandated to tackle for DHF endemic. However, it 
seemed that the disease is still not anticipated well. One of the 
causes could be because of inadequate human resources 
(Health Office of Jember District). Efforts to prevent and 
overcome DHF often experience obstacles, both internal 
(employees) and external obstacles (social environment). The 
number of field officers assigned specifically to the prevention 
of DHF is not proportional to the size of the area. This is very 
influential on the performance of overall employees. As a 
result, the number of DHF patients reaches nearly 1,000 
people by the end of 2016. DHF oversight officers should take 
serious care of employees primarily in densely populated 
areas. Employees are components of human resources that 
play an important role in improving the implementation of tasks 
within the framework of achieving goals. Employees have a 
share in the organizational success. Employees should 
possess building and active attitudes such as high 
responsiveness, initiative and creativity, and adaptable 
sensitivity that can all be used as a means to increase 
employee productivity. One of the success factors of 
government programs is the quality of employees. In this 
respect, the level of employee involvement in the program is 
playing a crucial role [1]. This means that factors inherent in 
the employees greatly affect their motivation and performance.  
One factor of the employees that affects her performance is 

age. Age is the length of one’s life in the year counted from 
birth. Age is also a determinant of individual performance. 
Individual performance will gradually increase or decrease 
with age depending on their work [2]. In addition to age, 
another factor of employees that is important in organizational 
success is gender. Gender may affect the performance of 
employees. It has been observed with respect to physical and 
psychological differences among them. However, sex 
differences do not matter regarding performance 
measurement of employees [3]. Nowadays, men and women 
have been treated equally almost in all areas of life [4]. They 
are competing for the same job positions. In the current era, all 
individuals are having and given equal opportunity to work in 
any type of organization. It is therefore, necessary to examine 
whether all sexes can work and compete equally, regardless of 
age or gender differences. Some studies have found that age 
affects the learning process because early revelation to 
language instruction remains to produce better performance 
and results show that learning English at an early age is 
important [5]. The sales performance is not determined by the 
age of business actors [6]. One study shows that sales 
person, either young or old, can play a significant role in 
defining the success of a business. For example, [7] report 
that the higher the business owner, the better is the 
performance. Business owners aged over 40 years had the 
opportunity to produce more than those aged less than 40 
years [8]. Given the importance role of gender and age in the 
performance of the organization, this study aims to examine 
the influence of age and gender on employee motivation and 
on employee performance. The focus of examination if on the 
perception of field work officers of the local government of 
Jember District assigned specifically for prevention of DHF. 
Many previous studies are focused on employees of a private 
entity (organization), very few are directed to the public 
servants. So, this study fills the gap of examining the issue of 
possible differential perception on performance and motivation 
among government employees. Using a sample of 96 field 
officers assigned specifically for DHF prevention, the study 
finds that the employees’ perception of motivation and 
performance are not affected by their gender and age. This 
means that the perception of employees on motivation and 
performance is independent of their sex type and age. The 
remainder of the paper is organized as follows. Next section 
presents the literature review and the development of 
hypotheses. Section three provides the research method 
followed by the presentation of results and discussion. The 
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final section concludes the paper.  
 

2 LITERATURE REVIEW AND HYPOTHESES 
 
2.1 Literature Review  
Generally, older people are believed to have lower power than 
younger people in performing certain tasks. Age is among the 
factor that affects decreasing performance [9]. To a certain 
extent, physically the elderly is not as strong as the younger. 
Some important differences between old and young people 
are psychological aspects. On certain assignments, old people 
may perform better than younger ones because of experience 
factors, such as they can give better advice than younger 
ones. The pattern of age change in work performance varies 
according to the job characteristics. If the job demands the 
employees for rapid reaction or weighty physical work, then 
age could be a disadvantage even in their thirties. However, if 
employees’ performance could be improved by experience or 
expertise of work-related tasks, then age could become an 
advantage over an extended period of work [2]. Several 
studies have shown that performance decline begins earlier in 
heavy physical work than in mental jobs [10] and [11]. Men 
and women today are much more alike than many decades 
ago [3]. This is because men and women are hard to be 
treated equally in all life aspects and society does not 
differentiate between the two sexes. Modern people have 
removed the frontiers between the lifestyle of both. In this 
respect, [4] differentiates between traditions (i.e., women with 
traditional values, adhering to the role of stereotypical 
women’s work) and modern people (i.e., later generations of 
women who are more similar to, rather than different from their 
male counterparts). There are striking differences in both 
physically and psychologically between men and women. This 
difference can lead to a different way for men and women in 
gathering on their jobs such as the average women cannot 
work at a similar level of efficiency as men. Research shows 
that psychologically men and women are different [12]. The 
performance of employee organizations depends on their 
emotional intelligence [12]. There were prominent differences 
between male and female workers [13]. There is no difference 
between male and female productivity [14]. Other studies have 
found that sex differences (masculinity or femininity of a 
person) are due to differences in social experience [15] and 
gender also does not fully determine one’s role [16]. The 
motivation of work occurs in the situation and work 
environment that exist in an organization. Success and failure 
are often associated with employee work motivation. Humans 
always want things that are okay, so the driving force or 
motivator that motivates morale depends on the hope that will 
be obtained when the hope comes true then someone will tend 
to increase their motivation. According to [17], motivation is a 
process influencing individual choices on the various forms of 
desired activity. Performance means something that is the 
result of concrete, observable, and measurable work. 
Performance as the achievement of objectives that have been 
set is one of the benchmarks of individual performance [18]. 
There are three criteria in performing an individual’s 
performance assessment, namely individual tasks, behavior, 
and characteristics. Organizational performance can be 
measured using the time dimension approach, i.e., short, 
medium, and long-term stage [19]. The whole process of that 
stage is an indivisible system, even a short period is a 
prerequisite for entering a medium-term period, and thus the 

medium-term period is a prerequisite for entering the long-
term phase. Ultimately organizations that do not perform well 
in short-term periods cannot survive for the future.  Several 
studies of employee performance have been conducted, 
previous studies have shown different results and are still a 
debate among academic practitioners. The factors that affect 
employee performance could be in terms of  education and 
training, discipline, attitudes and work activities, and morale 
[20]. Job satisfaction also affects performance [21]. Other 
studies have found that commitment is a factor that can affect 
employee performance [22] and [23]. 
 

2.2 Hypotheses 
Age is closely related to the level of maturity of employees. 
Maturity is the level of technical ability in performing tasks and 
psychological maturity. A more advanced one’s age also 
increases one’s maturity, as well as psychological, will show 
the maturity of the soul. If research separates professionals 
and nonprofessionals, it will be found that performance levels 
tend to increase in professionals with age, whereas in 
nonprofessional performance declines with age [18]. Age is 
also a determinant of individual performance, i.e., individual 
performance will gradually increase or decrease with age 
depending on their work [2]. Business owners over 40 years 
old had an opportunity to earn more than those who were less 
than 40 years old [8]. There is no significant difference 
between sales performance and demographic characteristics 
of business actors such as age [6]. Based on the above 
description, the proposed hypotheses are: 
H1: There are differences in employee work motivation based 
on their age 
H2: There are differences in employee work performance 
based on their age  

 
Gender is commonly used to distinguish one’s sex, i.e., male 
or female. Psychological studies have found that men are 
more aggressive and more likely to have hope for success, so 
men perform better than women [18]. Most of the stereotyped 
differences that are often used to describe men and women in 
organizations are invalid [24]. Some studies have found no 
difference regarding the performance between men and 
women in the medical student exam [25]. Meanwhile, another 
study documents that female students outperformed male 
ones in both clinical evaluation and written examination [26]. 
There are differences in performance between male and 
female in managing companies [27]. There is no significant 
difference between sales and sex performance of business 
actors [6]. Based on the above description, the proposed 
hypotheses are: 
H3: There are differences in employee work motivation based 
on their gender 
H4: There are differences in employee work performance 
based on their gender. 

 

3 RESEARCH METHODS 

The focus of this research is to examine whether the 
perception of employees on motivation and performance is 
different when viewed from their characteristics (age and sex). 
The populations of this research are all field officers in the 
prevention of Dengue fever in Jember District Health Office of 
which there are 110 officers. They are all given the 
questionnaires to fill in. A total of 96 usable questionnaires are 
examined. A 5 point Likert scale adapted from the literature 
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associated with the study is used to gain the responses from 
the respondents. The age is distinguished in two groups, 
below 40 and above 40. The respondent’s gender is based on 
their sexes, i.e., male and female. The measurement of work 
motivation variables adopts the questionnaire developed by 
[28], [18], and [29]. There are 25 indicators for the motivation 
variable. Measurement of performance variables follows [30], 
[31], and [32]. There are 15 indicators for the performance 
variable. 
 

4 RESEARCH AND DISCUSSION 
The respondents’ data include gender, age, latest education 
and years of service. The description of each characteristic 
shows that most of the respondents are male (66.7%) or 64 
people, most of the respondents are aged below 40 years old 
(73.95%). Mos of the respondent have last education of high 
school (78.1%) and have a working period of 19 to 24 years 
(62.5%). To test the hypotheses, the study uses the t-test for 
mean difference. The results of independent sample t-tests 
based on the age of respondents are presented in Table 1. As 
can be seen in Table 1, there is no difference in the perception 
of employees when they are divided into their age difference 
either based on the motivation or performance. This means 
that the age of the employees does not make them view that 
motivation and performance is different. In other words, there 
is no different regarding employees’ perception in either their 
motivation to work or the performance of their work. They 
share the common values on motivation and performance. On 
average, older employees value motivation (Columns 2 and 3) 
and performance (Columns 4 and 5) slightly higher than their 
younger counterparts. Thus, we fail to accept the first and third 
hypotheses that the gender of employees as the factor that 
determines the perception of employees on motivation and 
performance.  

 
TABLE 1. 

RESULTS OF T-TEST INDEPENDENT SAMPLES BASED ON 
AGE OF RESPONDENTS 

 

Description 
Motivation Performance 

Younger 
(71) 

Older 
(25) 

Younger 
(71) 

Older 
(25) 

Mean 3.611 3.630 3.618 3.632 

Mean Difference -0.019 -0.014 

t -stat -0.263 -0.133 

p-value (two-tail) 0.793 0.895 

 
Similar findings are reported when the test is performed using 
gender as the variable that determines whether there is a 
difference of employees’ perception in terms of motivation and 
performance. Female employees value motivation and 
performance higher than their male counterparts. Yet, given 
there is no statistically significant finding, we are unable to 
conclude that gender of employees as the determinant for the 
extent of work motivation as well as work performance. The 
finding reported here is qualitatively similar to [6] who find that 
there is no significant difference between gender and sales 
performance of business actors. In conclusion, we are unable 
to accept the second and fourth hypotheses that the age of 
employees is as the determinant for the motivation and 
perception of employees. 

 

TABLE 2. 
RESULTS OF T-TEST INDEPENDENT SAMPLES BASED ON 

GENDER OF RESPONDENTS 
 

Description 
Motivation Performance  

Male 
(64) 

Female 
(32) 

Male 
(64) 

Female 
(32) 

Mean 3.567 3.733 3.578 3.694 

Mean Difference -0.166 -0.116 

t -stat -1.535 -1.205 

p-value (two-tail) 0.130 0.234 

 
The findings reported here is worth noted given that previous 
studies have also documented no significant differences 
regarding the employees’ performance values. For example, 
there is no difference between men and women in 
performance in the medical student exam [25]. Interestingly, 
another study documents that female students outperformed 
men in both clinical evaluation and written examination [26]. 
Inmyxai and Takahashi [27] examine and compare the 
performance of companies led by men or women and find that 
the performance of male leaders is different compared to 
female leaders. 
 

5 CONCLUSION 
This study examines whether gender and age of employees 
as the factors that determine their perception of work 
motivation and work performance. The study examines 96 
employees of local government in Jember district assigned 
specifically for preventing Dengue Hemorrhagic Fever (DHF). 
The results suggest that the perception of employees both on 
motivation and performance is not determined by their age 
and gender. In other words, age and gender are not the 
determinants for differentiating the employees in valuing work 
motivation and work performance. We note that our findings 
may be affected by the characteristics inherent on the public 
sector employees, i.e., government officers, that they are less 
motivated to expand their performance as they have been in a 
comfort zone. So, when we refer to the motivation and 
performance evaluation, they seem to be less attracted. We 
suggest that future study may be directed to examine the 
same issue by using employees in the private sectors. Future 
study may look at more specific differentiation of age group, as 
the current study only divide the age on to two groups. We 
suspect that our finding is should be more sensitive when the 
group is not two, but three or four, or even we might use above 
50 and below 30 group. 
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