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Abstract. This study explores the factors influencing work motivation among 
civil servants (PNS) in Makassar, specifically focusing on job satisfaction, 

recognition and reward, career development, and work environment. The 
research findings show that all four factors significantly contribute to enhancing 
work motivation. Statistical analysis revealed that job satisfaction had a positive 
effect on work motivation (β = 0.556, p = 0.000), recognition and reward also 
showed a significant effect (β = 0.264, p = 0.000), career development had a 
strong positive impact (β = 0.443, p = 0.000), and work environment similarly 
had a positive effect on work motivation (β = 0.424, p = 0.000). These results 
emphasize the critical role of fostering a supportive work environment and 

providing career development opportunities to enhance the motivation of civil 
servants. This study contributes to the existing literature by offering valuable 
insights into the factors that drive work motivation in the public sector and 
provides practical recommendations for improving public service delivery. 
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1 Introduction 

The performance of civil servants (CS) is a crucial factor in achieving government 

objectives and ensuring efficient public service delivery [1, 2, 3]. As an integral part of 
the government structure, civil servants are not only responsible for administrative tasks 

but also for implementing policies designed to improve societal welfare. [1, 2, 4]Given 

their substantial role in maintaining national stability and providing services in a timely 

and high-quality manner, the performance of civil servants serves as a key indicator of 

government success. Therefore, it is essential to explore the factors that influence 

motivation because improving motivation directly enhances public service quality and 

overall government performance. 

Despite their relatively higher job stability compared to the private sector, civil 

servants face significant challenges related to work motivation [2, 3, 6]. Low 

motivation can have a direct negative impact on productivity, service quality, and 

organizational achievement. Consequently, understanding the factors that influence 

civil servants’ motivation is vital, particularly at the local government level. This 
understanding can help to develop strategies to improve public service delivery and  
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requires serious attention to enhance civil servants’ motivation.

civil servants’ sense of value and drive them to achieve better results 
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Herzberg’s Two
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significantly impacts an individual’s job performance and productivity 

servants’ morale and motivating them to continue performing at high levels. In the 

provided based on civil servants’ contributions, fall under extrinsic motivators. While 
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Career development is a crucial factor that influences civil servants’ motivation and job 

According to Herzberg’s Two

otivated to perform well and contribute more effectively to the organization’s 

their work performance. Herzberg’s theory suggests that while hygiene factors 

for addressing employees’ aspirations for growth and self
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According to Herzberg’s Two
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factors that significantly influence employees’ motivation to work. In the context of 

d contribute to the organization’s goals. Without career 
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According to Herzberg’s Two
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’s alpha to ensure data consistency and dependability. The collected data will 
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and Employee Performance (EP). The Cronbach’s alpha values for all constructs 
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showing the largest effect (β = 0.556), followed by CD (β = 0.443), WE (β = 0.424), 
and RR (β = 0.264), all at p = 0.000. 

“day day experience” factors (satisfaction and environment) and “development and 
recognition” factors (career growth and rewards), consistent with prior arguments that
civil servants’ motivation is central to service quality and government performance [1–

convergent validity, with Cronbach’s alpha and composite reliability above the 0.70 

Theoretical interpretation using Herzberg’s Two

The findings provide supportive evidence for applying Herzberg’s Two
sector setting, aligning with work that questions and tests the theory’s 

applicability among public managers [9]. In Herzberg’s framing, “hygiene” factors 
dissatisfaction (for example, work conditions and policies), while “motivators” 

review also highlights Herzberg’s proposition that motivators and hygiene factors can 

an “additive” view: improving basic work conditions can stabilise motivation while 

Job satisfaction shows the strongest direct effect on work motivation (β = 0.556; p = 

This result is consistent with the paper’s premise that satisfied civil servants are more 

–
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In the Makassar context, job satisfaction likely functions as a “proximal” 

Recognition and reward positively affect work motivation (β = 0.264; p = 0.000). 

employees’ sense of being valued and strengthen commitment [3, 4, 8], and is 

Career development has a strong positive effect on work motivation (β = 0.443; p = 

This finding directly supports the manuscript’s position that training, education, and 

the view that career development is a key intrinsic motivator in Herzberg’s model [8,

Work environment also shows a strong positive effect on work motivation (β = 0.424; 
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related contexts [8]. The manuscript’s hypothesis logic also 

In practical terms, WE appears to operate as a “hygiene plus” factor in this setting: 

reform within Makassar’s government agencies. First, interventions that directly raise 

norms [2, 16]. Collectively, these steps are aligned with the paper’s broader premise 
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Open Access This chapter is licensed under the terms of the Creative Commons Attribution-
NonCommercial 4.0 International License (http://creativecommons.org/licenses/by-nc/4.0/),
which permits any noncommercial use, sharing, adaptation, distribution and reproduction in any
medium or format, as long as you give appropriate credit to the original author(s) and the
source, provide a link to the Creative Commons license and indicate if changes were made.
        The images or other third party material in this chapter are included in the chapter's
Creative Commons license, unless indicated otherwise in a credit line to the material. If material
is not included in the chapter's Creative Commons license and your intended use is not
permitted by statutory regulation or exceeds the permitted use, you will need to obtain
permission directly from the copyright holder.
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