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Abstract: The purpose of this study was to examine the perception of civil servants within the University of Lampung's state universities on the 

remuneration system seen from the aspects of transparency, fairness, control, and proportionality that tested its effect on motivation, and performance. 
This research uses SEM-PLS data analysis method, convenient sampling method,  and 153 lecturers and 146 employees as the respondents. The 
results of the study show that transparency influences the work motivation, but for employees the transparency does not affect their motivation. Other 
results of proportionality for employees affect motivation, but for lecturers the proportionality does not affect their motivation. While fairness and control 
affect motivation, and motivation affects performance.  
 
Index Terms: transparency, fairness, control, proportionality, remuneration system, motivation, performance 

———————————————————— 

 

1. INTRODUCTION 
The remuneration system policy is being widely discussed 
among employees both government and private institutions. In 
the government institution, the remuneration policy is given as 
reward to Civil Servants (PNS) for professional performance in 
order to realize clean and authoritative governance (Suparlan 
et al, 2016). Provision of remuneration to employees is based 
on grading or position and performance. University of 
Lampung as a Public Service Agency has the obligation to 
implement a remuneration system for civil servants and BLU 
employees. This is based on the Minister of Finance 
Regulation number 10 / PMK.02 / 2006 and the Minister of 
Finance Regulation number 73 / PMK.05 / 2007 and in the 
Minister of Finance Regulation No. 1262 of 2015 which 
requires the University of Lampung as a public service agency 
to implement the remuneration system since 2016, which was 
stated in the regulation of the Chancellor of the University of 
Lampung No. 01 of 2017. Azeez Rasheed, et al (2016) stated 
that employee salary satisfaction must be the most absolute 
concern for University management to increase employee 
performance motivation. Saad Ghafoor, et al (2017) in his 
research also stated that there is a relationship between 
financial compensation and employee career development. As 
well as according to Suparlan Al Hakim, et al (2016) the 
remuneration policy at the Faculty of Social Sciences of the 
State University of Malang in implementing the remuneration 
policy uses the principles i.e proportionality, equality, propriety 
and good performance. That is proven to be able to improve 
the performance of civil servants in the Faculty of Social 
Sciences, Malang State University. But in the research of Raja 
Nabeel-Ud-Din Jalal, et al (2017), stated that the reward and 
remuneration had a positive and significant psychological 
influence on job satisfaction, but it had no significant effect on 
the performance of employees in private institutions.  
 
 
 
 
 
 
 
 
 

This research was supported by Rokhimakhumullah's 
research (2016) which explained that the remuneration 
incentive system policy had a negative and insignificant effect 
on the performance of employees at Malang Madrasah KPP 
and Batu Pratama KPP. This study aims to examine how the 
Perceptions of Civil Servants (lecturers and employees) of 
Higher Education to the Remuneration System, and its Effects 
on Motivation and Performance 
 

2. LITERATURE OF REVIEW AND 
DEVELOPMENT OF HYPOTHESES 
 

2.1. Contingency theory 
Contingency theory according to Otley (1995), and Mia and 
Clarke (1999) states that contingency theory can be used to 
analyze management accounting systems and design and 
provide information that can be used by companies for various 
purposes and to face company competition. According to 
Otley (1995) there is a premise of contingency theory where 
there is no control system that is universally always 
appropriate to be applied to all organizations in any situation. 
A control system will be different in each organization based 
on organizational factors and situational factors. Kenis (1979), 
in examining the relationship between the control system and 
work outcomes, it is suggested to involve situational variables 
such as personality, appropriate targets, reward expectancy, 
organizational and environmental variables as mediating 
variables that influence the relationship between management 
control systems and work outcomes. According to Chenhall 
(2003) a contingency theory in management control is 
between two extremes. The first extreme, based on a situation 
specific model or an appropriate control model that will be 
strongly influenced by the situation at hand. The second 
extreme is the fact that a management control system can still 
be generalized to be applied to several different companies. 
 
2.2. Hierarchy Theory 
Maslow's theory (in Sutrisno, 2009: 122) suggests that human 
needs can be classified into five hierarchies of needs, namely: 
• Physiological Needs or Psychological Needs is the need to 

sustain life from death. This need encourages people to do 
a job, because by working people get rewards (money) that 
will be used to fulfill their needs. 

_______________________ 
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• Safety Needs is the needs obtained after fulfilling the first 
needs, such as a safe workplace, life insurance protection, 
especially for employees, and a guarantee of employment 
certainty, that as long as they work well, they will not be laid 
off, and a guarantee of certainty career coaching. 

• Social Relations Needs is the need to live together with 
others. This need can only be fulfilled with the community, 
because other people can fulfill it. For example, people 
need love, are loved, respected, recognized by others. 

• Recognition Needs, Everyone needs self-esteem and self-
prestige from his environment. The higher the status and 
position in the company, the higher the need for self-
prestige. 

• Self Actualization Needs. The highest need to act, not for 
encouraging others, but for self-awareness and desire. In 
this condition someone wants to show their abilities 
optimally in their respective places. 
 

2.3. Theory of Hope 
According to Vroom (in Sutrisno, 2009: 141) Theory of Hope, 
states that the power that motivates someone to work hard in 
carrying out their work depends on the reciprocal relationship 
between what he wants and the needs of the work. The theory 
of hope is based on expectations, values and relationships. 
This theory has three variables; attractiveness, relationship 
between work performance and reward, and the relationship 
between business and work performance. 
 
2.4. Perception of Remuneration System 
Suparlan, et al (2016) explained the meaningful remuneration 
system in total compensation received by management 
officials, supervisory boards, and BLU PTN employees based 
on the responsibilities and demands of professionalism 
needed. With remuneration system, civil servants will be 
required to optimize their performance because the amount of 
remuneration received will be proportional to the performance 
carried out, or in other words must meet certain targets. Legal 
protection in relation to the provision of remuneration systems 
at BLU University of Lampung is KMK Number 1262 / KMK.05 
/ 2015 concerning the determination of remuneration for 
management officials, supervisory boards, and employees of 
BLU Lampung University at the Ministry of Research, 
Technology and Higher Education, BLU Unila can pay extra 
salaries and performance incentives by paying attention to the 
revenue ability of BLU Unila. Then based on the legal 
protection through the Lampung University Chancellor 
Regulation number 01 of 2017 concerning guidelines for 
implementing the University of Lampung Public Service 
Agency remuneration, so the remuneration system i.e 
transparency, fairness and control and proportionality can be 
applied in accordance with the performance appraisal of civil 
servants at the University Lampung which is based on the 
regulation of the Republic of Indonesia Government Number 
46 of 2011 concerning the work performance appraisal of civil 
servants. Explanation by Byares and Rue in Fitria, et al. (2014) 
was previously presented by Thierry (1987) in the Lampung 
University grant research report (Susi, 2017) how the 
effectiveness of a compensation system or incentive (in this 
case performance evaluation and financial rewards) depends 
on three characteristics perceived by employees: (1) 
transparency, (2) fairness and (3) control. These three 
characteristics are close to each other. Indonesia also has a 
basic principle in establishing remuneration systems for state 

public service agencies. In the regulation of the finance 
minister of the Republic of Indonesia number 176 / PMK.05 / 
2017 concerning the remuneration guidelines for public 
service agencies, chapter II on principles, article 3 describes 
that remuneration is given based on the level of responsibility 
and demands of professionalism by considering the principles: 
proportionality, equality, propriety and performance. 
 
2.4. Motivation 
According to Trisnaningsih (2011), motivation is born from 
various theoretical concepts, i.e need theory, equity theory 
and expectancy theory. How to analyze motivation requires 
attention to the conditions that drive and direct one's activities. 
In work motivation of employee according to Nurhayati (2015), 
it is very important to be cared, because by having high work 
motivation, employees can show good their performance. In 
the explanation of Sardiman (2014: 89) motivation is divided 
into several kinds of motivation, i.e intrinsic motivation and 
extrinsic motivation. Intrinsic motivation is the motives that 
become active or function without stimulated from the outside, 
because in each individual there is an urge to do something. 
While extrinsic motivation is active and functioning motives 
because of external stimuli. 
 
2.5. Performance 
Definition of performance according to the guidelines for 
implementing the remuneration of BLU Universitas Lampung 
(2017) in the context of work are the same as work 
performance, while indicators measure the level of outcome of 
an activity and / or achievement on the implementation of 
activities. Individual performance indicators are the 
parameters of process and work outcome that can be 
measured, observed and recorded. Kusuma (2013) said that 
the notion of performance here is not aimed to assess 
individual characteristics but to obtain the outcome in the 
certain period. Presidential regulation number 81 of 2010 
concerning the grand design of bureaucratic reform 2010-2025 
explicitly the government realizes that employee performance 
will increase if there is a strong motivation, both at the center 
and in the regions. This performance relationship affects 
motivation as in the explanation of Kurniawan, et al (2016), 
that motivation will encourage employee performance to 
produce output, value added, outcomes and benefits better 
from year to year, also by a system of reward and punishment 
in consistently and continuously. In the regulation of the 
Republic of Indonesia Government number 46 of 2011 
concerning work performance appraisal of civil servants, it is 
also stated that Job performance appraisal is carried out with 
a systematic assessment process carried out by the appraisal 
officer to Employee Work Targets (SKP) and civil servant work 
behavior. SKP assessment includes at least aspects of 
quantity, quality, and time, in accordance with the 
characteristics and types of activities in each work unit. Each 
agency prepares and establishes technical standards of 
activities in accordance with the characteristics, types of 
activities, and job requirements of each position based on the 
guidelines set by the head of the state employment agency. 
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2.6. Hypothesis Development 
 
2.6.1. Perception of Civil Servants to the Remuneration 
system for its influence on motivation 
In Susi's (2017) research, Thierry (1987) states the 
effectiveness of a compensation or incentive system (in this 
case performance evaluation and financial rewards) depends 
on three characteristics perceived by employees: (1) 
transparency, (2) fairness and ( 3) control. Besides that, based 
on PMK 176 / PMK.05 / 2017 principle, it was also explained 
how the remuneration system was formed. A transparent 
system will inform employees about the rules and objectives of 
the organization. Clear communication of these rules will 
increase employee understanding of performance methods, 
measures and performance targets and will support the 
existing compensation system. Thus Employees' 
understanding of transparency will have a relationship with 
motivation. For this explanation, the author proposes the 
following hypothesis formulation: 
 
H1a: Employee perceptions of transparency affect employee 
motivation 

 
Related to the concept of fairness in various perspectives, 
agency theory in the explanation of Jensen and Meckling 
(1976), reciprocity theory emphasizes that the need for agents 
to receive a fair amount of compensation compared to the 
principal. The excess of the activities carried out by the agent 
must be fairly divided between the principal and the agent to 
prevent decreasing motivation of the agent in carrying out 
these activities. Janssen (2001) in Susi's (2017) study 
provides empirical evidence that managers who perceive 
performance rules and fair rewards have better performance. 
Therefore, the authors formulate a hypothesis: 
 
H1b: Employee perceptions of justice affect employee 
motivation 

 
The third criterion for the effectiveness of understanding the 
compensation system for employees is control, defined by 
Baker (2002) in the Susi research (2017) is the level of 
individual ability to control or influence the outcome of the 
effort undertaken. An employee who can control how much 
performance will be achieved will have a clear and measurable 
plan in achieving its performance and it can motivate 
employee to improve performance. So that the more controlled 
the employee's performance on the remuneration system, the 
higher the motivation of employees. Based on the explanation, 
the authors formulated the following hypotheses: 
 
H1c: Employee perceptions of control affect employee 
motivation 

 
In the regulation of the finance minister of the Republic of 
Indonesia number 176 / PMK.05 / 2017 concerning the 
remuneration guidelines for public service agencies, chapter II 
on principles, article 3 describes that remuneration is given 
based on the level of responsibility and demands of 
professionalism by considering the principles: proportionality, 
equality, propriety and performance. This makes the writer 
formulate the following hypotheses: 
 

H1d: Employee perceptions of proportionality affect employee 
motivation 
 
2.6.2. Effect of Employee Motivation on Performance 
Performance 
According Rivai (2005: 309), in Kusuma (2013) one way that 
can be used to see the development of a company or 
organization is by looking at the results of the performance 
assessment. The object of performance appraisal are skills, 
the ability of employees to carry out a job or task that is 
evaluated by using certain benchmarks objectively and 
periodically. According to Irawan, et al (2015) Good employee 
performance will have an influence on the success of the 
organization. The main factor to realize the works of 
government and growth is the availability of professional, 
responsible, honest and fair employees (Law No. 43 of 1999). 
In order for policies in the development of human resources 
based on the system of work performance can be aligned with 
the needs of employees, motivation is needed to improve the 
performance of these employees. For these explanations, the 
authors propose the following hypothesis: 

 
H2: Motivation of employees has a positive effect on 
employee performance. 

 
Figure 2.1 Framework 

 

3. RESEARCH METHOD 

The population of this study were all civil servants at the 
University of Lampung, the Faculty of Economics and 
Business, Faculty of Social and Political Sciences, Faculty of 
Law, Faculty of Teacher Training and Education, Mathematics 
and Natural Sciences Faculty, Medical Faculty, Faculty of 
Agriculture and Faculty of Engineering consisting of lecturers 
and employees. The sample selection is done by using the 
convenient sampling method, which is the sample available at 
the time of data collection. Data retrieval is done using a 
questionnaire to all employees who are successfully met and 
returned. Data returned from the respondent, then processed 
using Structural Equation Model (SEM). This study uses path 
analysis Structural Equation Model (SEM), partial least 
squares (PLS) with SmartPLS 3.2 software which is used to 
assess the measurement model and structural model of 
research. 
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4. RESEARCH RESULTS 
 
4.1. Deskriptive Statistics 
 

 
 

 
 
Table 4.1, shows that for 153 lecturers (N), the smallest value 
(minimum) is 1 and the maximum is 5. The data obtained in 
total is 4 with a median 4, which means that the respondent 
agrees, the remuneration system can increase the motivation 
of respondents and affect the performance of respondents. 
This can be seen from the remuneration system whose 
dimensions of transparency, fairness, fairness and 
proportionality influence employee motivation and performance. 
Table. 4.2 shows that for 146 (N) number of employees, the 

smallest value (minimum) is 1 and maximum is 5. The data 
mode obtained is all in number 4, but with a median value of 3, 
which means that the respondent is neutral, that the 
remuneration system increases motivation and affect 
performance. This can be seen from the distribution of the 
Likert 3 value to the employee respondents for the perception 
of the remuneration system which is defined as transparency, 
fairness, control, and proportionality which has not described its 
influence on motivation and performance. 
 
4.2. Composite Reliability Dan Convergent Validity 
(AVE) 

 
Table 4.3 Value of Composite Reliability and AVE Model of 

Lecturer Respondents Measurement 
 

 
Composite 
Reliability 

Average Variance 
Extracted (AVE) 

Transparency 
(X1) 

0,914132 0,781128 

Equity 
(X2) 

0,899045 0,690867 

Controlling 
(X3) 

0,912436 0,838984 

Proportionality 
(X4) 

0,865742 0,763276 

Motivation 
(Y1) 

0,852219 0,590800 

Performance 
(Y2) 

0,862675 0,679848 

 
Source: Questionnaire data, processed (2018) 

 
Table 4.4 Value of Composite Reliability and AVE Model of 

Employee Respondent Measurement 
 

 
Composite 
Reliability 

Average 
Variance 
Extracted 

(AVE) 

Transparency 
(X1) 

0,935857 0,829542 

Equity 
(X2) 

0,918048 0,737666 

Controlling 
(X3) 

0,918798 0,849878 

Proportionality 
(X4) 

0,940076 0,886932 

Motivation 
(Y1) 

0,914266 0,640934 

Performance 
(Y2) 

0,872731 0,696631 

 
Source: Questionnaire data, processed (2018) 

 
The value of composite reliability presented in the table. 4.3 
and tables. 4.4 shows that the six variables have composite 
reliability values above 0.60 which means that the indicators 
that have been determined have been able to measure each 
latent variable (construct) well or it can be said that the six 
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measurement models have been reliable. The better 
convergent validity value is indicated by the higher correlation 
between the indicators that make up a construct. The AVE 
value shown in the table. 4.3 and table 4.4 show that the six 
latent variables have ave value above the minimum criteria of 
0.5 so that the convergent validity size is good or can be said if 
it meets the convergent validity criteria. 
 
4.3. Cronbach’s Alpha 
 

Table. 4.5. Cronbach's Alpha Lecturer Respondents 
 

Construct Cronbachs Alpha 

Transparency 
(X1) 

0,858515 

Equity 
(X2) 

0,849570 

Controlling 
(X3) 

0,808525 

Proportionality 
(X4) 

0,690010 

Motivation 
(Y1) 

0,768433 

Performance 
(Y2) 

0,776105 

 
Source: Questionnaire data, processed (2018) 

 
Table. 4.6. Cronbach's Alpha Employee Respondents 

 

Construct Cronbachs Alpha 

Transparency 
(X1) 

0,896981 

Equity 
(X2) 

0,879729 

Controlling 
(X3) 

0,827131 

Proportionality 
(X4) 

0,872798 

Motivation 
(Y1) 

0,887502 

Performance 
(Y2) 

0,798921 

 
Source: Questionnaire data, processed (2018) 
 

The construct is reliable if it has cronbach's alpha above 0.60, 
and the results of the SmartPls output in the table. 4.5. and 
table, 4.6, above all constructs have a value of cronbach's 
alpha above 0.60 so it can be concluded that the remuneration 
system variable that is defined by transparency, fairness, 
control, and proposinality, then motivation variables, and 
performance variables have good reliability. 
 

 
 
 
 
 
 

4.4. Structural Model Testing (Inner Model) 
 

Table. 4.7. R-Square (R2) Lecturer Respondents 
 

  R Square 

Motivation 
(Y1) 

0,420383 

Performance 
(Y2) 

0,169527 

 
Source: Questionnaire data, processed (2018) 

 
Table. 4.8. R-Square (R2) Employee Respondents 

 

  R Square 

Motivation 
(Y1) 

0,950601 

Performance 
(Y2) 

0,038285 

 
Source: Questionnaire data, processed (2018) 
 

The R-Square test aims to determine how well the inner model 
is formed. These results can be seen from the table 4.7 
Lecturer Respondents for Motivation as 42% can be explained 
from the indicators studied, while the remaining number of 
other indicators have not been studied, and Performance as 
16.9% can be explained from the indicators studied, while the 
remaining is from other indicators that has not been studied. 
Table 4.8 Employee Respondents for Motivation as 95% can 
be explained from the indicators studied, while the remaining 
is from other indicators that have not been studied, and 
Performance as 3.8% can be explained from the indicators 
studied, while the remaining is from other indicators that have 
not been studied. The results of the path coefficients and t-
statistics values obtained through the bootstrapping process 
by using the number of samples for resampling is 153 for the 
lecturer respondents and 146 for the employee respondents, 
provided that t-statistics must be greater than the critical value 
t of 1.96 at the significance level 5%. 

 
Table. 4.9. Results Of T-Statistics Value Of Loading 

Measurement Models Of Lecturer Respondents 
 

 
 

Source: Questionnaire data, processed (2018) 
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Tabel. 4.10. Results Of T-Statistics Value Of Loading 
Measurement Models Of Employee Respondents 

 

 
 
Source: Questionnaire data, processed (2018) 

 
The t test is aimed to test whether the independent variable 
partially has a significant effect on the dependent variable. 
From the results of coefficient path in table 4.9, it can be seen 
that the proportionality dimension of the remuneration system 
variable with a T-statistic value of 0.891173 <1.96 is not 
significant. This shows that proportionality does not affect 
motivation among lecturer respondents. Table 4.10. 
Transparency dimensions in the remuneration system variable 
with a T-statistic value of 0.07872 <1.96 were not significant. 
This shows that transparency has no effect on motivation 
among employee respondents. This is based on decision 
making if the probability (prob value)> 0.05 or - t table <t count 
<t table then H0 is not rejected. If the Probalance (prob value) 
<0.05 or t count <- t table or t count> t table then H0 is rejected 
(t table for alfa = 0.05 is 1.96 and t table for alfa = 0.10 is 1 , 
65). 
 

5. DISCUSSION 
 
5.1. Perception of Civil Servants to the Remuneration 
system for its influence on Motivation is as follows: 
 
H1a: Employee perceptions of transparency affect employee 
motivation 
 
Lecturer respondents t-statistic value = 2.690308> 1.96 so that 
for H1a is accepted which means that the lecturer's perception 
of the transparency dimension of the remuneration system 
affects the motivation of the lecturer. Employee respondents t-
statistic value = 0.078725 <1.96 so that for H1a is not 
accepted, which means that employee perceptions of the 
transparency dimension of the remuneration system do not 
affect employee motivation. 

 
H1b: Employee perceptions of fairness affect employee 
motivation 
 
Lecturer respondents t-statistic value = 2.214327> 1.96 so that 
for H1b is accepted which means that the lecturer's perception 
of the fairness dimension of the remuneration system has an 
influence on the motivation of the lecturer. Employee 
respondents t-statistic value = 25,333464 <1,96 so that for 
H1b is accepted which means that employee perceptions of 
the fairness dimension of the remuneration system have an 
influence on employee motivation. 

 
 

H1c: Employee perceptions about influencing employee 
motivation 
 
Lecturer respondents t-statistic value = 3.360474> 1.96 so that 
for H1c it is accepted which means that the lecturer's 
perception of the control dimension of the remuneration 
system has an influence on the motivation of the lecturer. 
Employee respondents t-statistic value = 3.679165 <1.96 so 
that for H1c it is accepted which means that employees' 
perceptions of the control dimension of the remuneration 
system have an influence on employee motivation. 
 
H1d: Employee perceptions of proportionality affect employee 
motivation 
 
Lecturer respondents t-statistic value = 0.891173> 1.96 so that 
for H1d is not accepted which means that the lecturers' 
perception of the proportionality dimension of the 
remuneration system does not affect the motivation of the 
lecturer. Employee respondents t-statistic value = 3.107381 
<1.96 so that for H1d is accepted which means that employee 
perceptions of the proportionality dimension of the 
remuneration system have an influence on employee 
motivation. The results of this study support previous 
research, such as Palagia et al (2010), Widyastuti (2010), 
Murwati (2013) Fitria et al (2014), Olawale (2016), and Hakim 
et al (2016) how the remuneration system has an influence on 
employee work motivation. But this research also supports the 
research, Suci (2014), Rokhimakhumullah (2016), and Riyadi 
(2011) which states that the remuneration system does not 
have an influence on employee work motivation. Both results 
of the study were found in this study. This is for the writer 
influenced by the respondent's motivation on the expectation 
of this remuneration system. Maslow's Motivation Theory (in 
Sutrisno, 2009: 125) previously stated that every human being 
is inseparable from the needs that must be fulfilled; how 
humans as social beings who desire more, and continuously, 
needs that become a tool of satisfaction for human motivation, 
and humans as social beings who need to be accepted, 
respected, successful and participate in the social 
environment. As well as the theory of hope by Vrom (in 
Sutrisno, 2009: 141) that the power that motivates someone to 
work hard in carrying out their work depends on the reciprocal 
relationship between what he wants and the needs of the 
work. The theory of hope is based on expectations, values and 
relationships The results of this study were also supported by 
the statements of respondents that the author met to discuss 
the remuneration system at Lampung State University. 
Lecturer respondents that the author met, stated that the 
proportionality in the remuneration system for lecturers 
needed to be improved so that it was in line with the 
expectations of the lecturers to increase the motivation of 
lecturers. Then related to the socialization of the remuneration 
system for senior lecturers, the information is still not evenly 
distributed. For employee respondents, they argue that 
transparency in the remuneration system is still not in line with 
employee expectations. Employees feel that they are still not 
noticed and protected. Likewise for information dissemination, 
the remuneration system for employees is still limited, so 
employees keep a sense of suspicion that affects their 
motivation. 
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5.2. The influence of motivation on performance 
achievement is as follows: 
 
H2: Motivation of employees has a positive effect on employee 
performance 
 
Lecturer respondents t-statistic value = 4.972895> 1.96 which 
means H2 is accepted, i.e the motivation of the lecturer has an 
influence on the achievement of lecturer performance. For 
employee respondents the value of t-statistic = 2.009911 
<1.96 means that H2 is accepted, i.e the motivation of 
employee has an influence to employee performance that 
related to the achievement of SKP in the principles of Republic 
of Indonesia government regulation number 46 of 2011 
concerning civil servant performance appraisal. This 
hypothesis testing shows that motivation variables have a 
positive and significant effect on performance performance. 
This study supports the research of Trisnaningsih (2011), 
Riyadi (2011), Latif (2014), Nurhayati (2015), Kurniawan et al 
(2016), and Teja (2017) which state the importance and 
influence of employee motivation on employee performance. 
The results of this study are in line with the theory of 
expectations for respondents in motivating work that depends 
on the reciprocal relationship between what he wants with the 
needs of the results of his work. According to Sutrisno (2009: 
141) Expectacy Theory has three things: rewards given by the 
organization in accordance with expectations desired by 
employees, leaders convince employees that what is expected 
by employees related to rewards are given based on 
employee performance that is assessed on a rational and 
objective basis, and regarding the theory of expectations 
employees in a realistic and rational in expecting rewards to 
increase work performance in satisfying their goals. This result 
is also in line with the theory of needs (Maslow's motivation), 
how the needs of individuals greatly affect one’s motivation in 
relation to the fulfillment of employee performance. 
 

6. CONCLUTION 
This study shows that not all respondents have the same 
opinion about their expectations. E.g in the dimension of 
proportionality, the previous rewards that they accepted are 
still not agree with their expectations and it makes them 
unmotivated. As well as employees, the transparency 
dimension of the remuneration system still does not meet their 
expectations in the disclosure of information The results of this 
study are supported by the statements of respondents that the 
authors met. The lecturers that the authors met said that the 
proportionality in the remuneration system still does not meet 
their expectations. Likewise with the information dissemination 
of the remuneration system for senior lecturers is still lacking 
in information to them. The same thing that the authors found 
for employees; Employees believe that this remuneration 
system still does not meet their expectations, especially in 
transparency that is still not addressed and protected by 
employees. Employees also argue that the lack of 
transparency in the information makes them feel suspicious 
which affects their motivation. Despite all the shortcomings, 
this remuneration system has increased the motivation of civil 
servants in the public service institutions of Lampung 
University. It is positive thing even though improvements are 
still needed in order to create a sense of safe, comfortable and 
guaranteed for employees at work. 
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