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Abstract 

Digital transformation has become one of the government programs. In an organization 

full of diversity, leaders need to carry out good governance. Proper diversity 

management is needed for organizations with diverse employees. Diversity 

management can be felt by employees from two perspectives, namely how employees 

see the existing diversity and how employees see the organization's efforts to maintain 

diversity. Apart from being applied to managing organizations, diversity management 

is directly proportional to organizational justice. This research aims to determine the 

effect of perceptions of sex diversity and perceptions of retaining sex diversity on 

employee work efforts in the public sector mediated by interactional justice, 

distributive justice, and procedural justice in organizations. Research data was 

collected using a questionnaire and obtained 148 respondents. The collected data was 

analyzed using the Partial Least Square (PLS-SEM) based Structural Equation 

Modeling method with the SmartPLS application. The results showed that there was a 

positive effect on perceptions of employee diversity and perceptions of retaining 

employee diversity on work effort mediated by procedural justice. However, the results 

showed that other variables had a different effect. This research contributes to 

providing an overview regarding how to improve the work efforts of employees in the 

public sector, especially those with a high level of diversity. 
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Introduction 

Indonesia is a large country that has a lot of diversity. The condition of diversity in 

Indonesia will certainly have an impact on workplace. Harrison and Klein (2007) state that 

diversity refers to the depiction of the distribution of differences among member units with 

respect to common attributes such as tenure, ethnicity, awareness, task attitudes, or salary. 

Harison, Price, and Bell (1998) classify the diversity into surface-level diversity and deep-

level diversity. According to Harrison et al., (1998) surface-level diversity can be interpreted 

as differences among group members that are as obvious as biological characteristics that are 

usually manifested in physical features such as age or sex. In social science literature these 

features are often tested for their impact on performance. 

In this modern era, a very important issue for public sector organizations in Indonesia 

is digital transformation. In order to realize digital transformation, it is known that only 7 

performance indicators have reached 100% in 2021 while 6 other performance indicators 

have not reached the target. Therefore, managerial evaluation is needed to improve 

organizational performance. 

With the existence of a diverse workforce composition, the perception of diversity 

has become a strategic priority. In addition, Yang and Konrad (2011) state that diversity 

management is a very important matter for aligning social norms to achieve justice. 

Organizational justice is a concept that states the perceptions of employees or member 

organizations regarding the extent to which they are treated fairly and equally in accordance 

with the expected moral and ethical standards in the workplace and how these perceptions 

affect organizational outcomes such as performance and satisfaction. 

On the other hand, organizational justice is also very important to improve 

organizational performance. According to Balogun (2014), the perception of organizational 

justice is a subjective situation in which an individual compares themselves with other 

individuals around them. Yang and Konrad (2011) said that diversity management is the best 

way to achieve organizational justice. 

Walker, Chirchill and Ford (1977) define motivation as a number of work efforts that 

are expected to have by a person to carry out activities or tasks related to his work. In addition, 

Bass (1985) said that organizations will work optimally when their human resources increase 

their work effort more than they should. This is also supported by the opinion of McAllister 

(1995) which emphasizes that employees need to make work efforts if they want to achieve 

better performance. 

Seeing the importance of digital transformation issues and the not yet optimal 

performance shown by the implementing organization. Therefore, this research intends to 

examine the effect of employee perceptions of sex diversity and employee perceptions of 

retaining sex diversity on work efforts mediated by interactional justice, procedural justice 

and distributive justice in public sector organizations with diversity restrictions at the level 

surface, namely sex as previously described. 
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In the context of sex diversity among employees in the public sector, this research 

will compare groups that have high sex diversity with a composition of 57% male and 43% 

female. And the group that has low sex diversity with a composition of 73% male and 27% 

female. 

 

Literature Review 

Work Effort 

Bandura and Cervone (1986) stated that the main thing that defines motivation is the 

level of work effort that has done and maintained. Furthermore, Williams and Seiler (1973) 

argued that work effort can be understood as a measure of work motivation. And Walker, 

Chirchill and Ford (1977) define motivation as a number of work efforts that are expected to 

have a person to carry out activities or tasks related to his work. 

Yeo and Neal (2004) stated that work effort refers to a series of attentional resources 

spent by someone to do their job. The resources of this attention described by Kanfer (1990) 

include direction, intensity, and persistence. Direction refers to what a person is doing with 

what frequency. The intensity in question is how hard a person does his job. 

 

Employee Perception of Sex Diversity 

Burr (2003) explains that diversity is a discourse that refers to socially constructed 

ideas about differences between people that may combine to produce certain versions of 

events that vary in social contexts. Diversity management in public organizations can be 

aimed at making the organizational climate more inclusive to obtain the possible positive 

effects of diversity and reduce the negative effects of diversity itself (Nishii, 2013). Harrison, 

Price, and Bell (1998) classify diversity into surface-level diversity and deep-level diversity. 

According to Harrison et al., (1998) surface level diversity can be interpreted as differences 

among group members that are clearly visible as biological characteristics which are usually 

manifested in physical features such as age or sex. In the social science literature these 

characteristics are often tested to see their impact on performance. 

In the context of this research, it will use diversity at the surface level in a limited way. 

The difference that underlies the diversity studied is sex. Employees are distinguished by sex. 

Therefore, it is limited to how employees perceive sex diversity in filling positions in their 

organization. 

H1: Employee Perception of Sex Diversity has a significant positive effect on Interactional 

Justice. 

H2: Employee Perception of Sex Diversity has a significant positive effect on Distributive 

Justice 

H3: Employee Perception of Sex Diversity has a significant positive effect on Procedural 

Justice. 

H4: Employee Perception of Sex Diversity has a significant positive effect on Work Effort. 
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Employee Perception of Retaining Sex Diversity 

Larger organizational studies provide useful context regarding leadership management 

styles (Vermeeren, 2014). But analysis of the role played by management still rare. This gap 

inspires researchers to conduct further research on this issue. Bleijenbergh (2010) concluded 

while reviewing the literature on diversity management that research is needed on how to 

increase managers awareness of the diversity that exists in the workplace and support their 

involvement in the implementation process. 

The tendency to maintain diversity within an organization is a form of diversity 

management applied by managers or leaders to achieve organizational interests. However, 

diversity management concerns organizational and management practices that are assumed 

to be used to increase the value of the organization and for the benefit of all employees 

(Kirton & Greene, 2010). 

This research will use diversity at the surface level in a limited way. The difference that 

underlies the diversity studied is sex. Employees are distinguished by sex. Therefore, it is 

limited to employee perceptions of how leaders or organizations treat and maintain sex 

diversity in filling positions in their organizations. 

H5: Employee Perception of Retaining Sex Diversity has a significant positive effect on 

Interactional Justice. 

H6: Employee Perception of Retaining Sex Diversity has a significant positive effect on 

Distributive Justice. 

H7: Employee Perception of Retaining Sex Diversity has a significant positive effect on 

Procedural Justice. 

H8: Employee Perception of Retaining Sex Diversity has a significant positive effect on Work 

Effort. 

 

Interactional Justice 

Interactional justice is the perception of justice felt by employees from their 

interactions with other employees when a procedure is implemented. Miao (2020) explains 

that interactional justice is a form of organizational justice that is most vulnerable to being 

controlled or manipulated by managers. However, interactional justice is also the most 

complex because it can be triggered by many events and phenomenas, while other forms of 

justice can only be perceived based on one or a few phenomenas. 

Interactional justice focuses on the fairness of behavior that employees receive from their 

organizations. Leaders are often unable to directly affect distributive justice and procedural 

justice, they are usually free to determine to what extent and how they treat their employees 

with more dignity, respect and honesty (Scott et al., 2009) Although interactional fairness has 

many positive effects, leaders must spend sufficient time and effort to ensure that their 

employees are treated with dignity, respect, and honesty. 
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H9: Interactional Justice has a significant positive effect on Work Effort. 

 

Distributive Justice 

Distributive justice is the perception of fairness towards the treatment received 

compared to the treatment received by other members of the organization. Distributive justice 

is also defined as the perception of fairness resulting from the awarding or remuneration 

received between individuals or employees of their organizations (Robbins, 2015). 

Distributive justice refers to employees perceptions of the results they receive given by the 

organization or in certain cases it can also be interpreted as a manager. The results or 

compensation for services provided can be based on employee contributions, employee 

needs, or on an equal basis, which is then compared to other employees. 

Robbins (2015) explains that distributive justice relates to conditions where not all 

employees are treated the same but on the basis of; equality, namely equality of business and 

compensation for services; eligibility, namely the feasibility of compensation for services 

based on the services provided; contribution, namely based on the amount of effort that has 

been made; and performance, namely the suitability of performance with compensation. 

H10:  Distributive Justice has a significant positive effect on Work Effort. 

 

Procedural Justice 

Procedural justice is the perception of fairness towards the procedures used to make 

decisions so that every member of the organization feels involved in it. This is closely related 

to the perception of the rules and procedures governing the running of a business process. 

The values attached to this variable are impartiality, the opportunity to be heard, and the basis 

for decisions. Robbins (2015) explains that procedural justice can also be based on views on 

the fairness of the reward process and punishment decisions. 

Robbins (2015) states that the perception of procedural justice is obtained from a 

comparison of a process with the regulations that underlie it. Indicators of organizational 

justice are as follows: process control reflects the opportunity to have opinions as long as 

regulations are applied; decision control represents the opportunity to oversee the application 

of regulations; consistency reflects the similarity of regulations applied; information 

accuracy reflects the accuracy of the information used to make decisions; capable of 

correction reflects the ability to repair errors mechanism; ethics and morals reflect an 

assessment of the guidelines for implementing regulations. 

Organizational justice can be divided into interactional justice, distributive justice and 

procedural justice. Different criteria for organizational fairness will be very important in 

different circumstances. Under certain structural conditions, procedural justice may be the 

most prominent for individuals. Meanwhile, in other structural conditions, employees will 

focus on other forms of justice (Tyler, 1990). 

H11:  Procedural Justice has a significant positive effect on Work Effort. 
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H12:  Employee Perception of Sex Diversity has a significant positive effect on Work Effort 

mediated by Interactional Justice. 

H13:  Employee Perception of Sex Diversity has a significant positive effect on Work Effort 

mediated by Distributive Justice. 

H14:  Employee Perception of Sex Diversity has a significant positive effect on Work Effort 

mediated by Procedural Justice. 

H15:  Employee Perception of Retaining Sex Diversity has a significant positive effect on 

Work Effort mediated by Interactional Justice. 

H16:  Employee Perception of Retaining Sex Diversity has a significant positive effect on 

Work Effort mediated by Distributive Justice. 

H17:  Employee Perception of Retaining Sex Diversity has a significant positive effect on 

Work Effort mediated by Procedural Justice. 

 

After constructing the hypothesis based on the variables of this research, the research 

model of this research is presented as in Figure 1. 

 

 
Figure 1. Research Model 

 

Research Methods 

This research uses quantitative research methods. The sample chosen is employees in 

public sector organizations in Indonesia who are tasked with carrying out digital 

transformation. The sample was divided into two groups, group A which had high sex 

diversity and group B which had low sex diversity. 

This research uses a Structural Equation Modeling (SEM). Structural Equation 

Modeling (SEM) is a technique used to test a number of temporary conjectures about the 

impact of latent variables, observed variables, with the ability to take into account 
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measurement errors (Lee, 2007). Structural Equation Modeling (SEM) is also called 

multivariate analysis because it can be used simultaneously to analyze several research 

variables (Hair et al., 2017). The application used in this research to carry out SEM is 

SmartPLS 3. 

Questionnaires are distributed online using Google Forms. There are 41 question 

items adapted from previous research that discuss relevant variables. The variables Employee 

Perception of Sex Diversity (EPD), Employee Perception of Retaining Sex Diversity 

(EPRD), Interactional Justice (IJ), Distributive Justice (DJ) and Procedural Justice (PJ) were 

adapted from Blouch and Azeem (2019). Meanwhile, the Work Effort (WE) variable was 

adapted from Gould-Williams (2003). All the scales were measured using a five-point Likert 

scale (1 = "strongly disagree"; 5 = "strongly agree"). 

 

Results and Discussion 

In this research there are 6 variables, namely Employee Perception of Sex Diversity 

(EPD), Employee Perception of Retaining Sex Diversity (EPRD), Interactional Justice (IJ), 

Distributive Justice (DJ), Procedural Justice (PJ) and Work Effort (WE) which measured by 

41 indicators. There are 148 data collected. After conducting the T-test it is known that all 

variables have Sig values. (2-tailed) <0.05, the two groups have significant differences in 

each variable. Then it will be analyzed separately. Group A has 68 respondents and group B 

has 80 respondents. 

 

Table 1 

Measurement Analysis 

Variable Indicator Group A Group B 

EPD 9 items Valid and Reliable Valid and Reliable 

EPRD 4 items Valid and Reliable Valid and Reliable 

IJ 9 items Valid and Reliable Valid and Reliable 

DJ 4 items Valid and Reliable Valid and Reliable 

PJ 7 items Valid and Reliable Valid and Reliable 

WE 8 items Valid and Reliable Valid and Reliable 

 

Based on the test results, it was found that all variables from group A and group B 

were declared reliable based on Cronbach's Alpha and Composite Reliability ≥ 0.70. All 

variables from group A and group B are declared valid based on Outer loading values ≥ 0.70, 

and Average Variance Extracted (AVE) values ≥ 0.50. 

Next test in this research, the significance level used was 0.05 with the one tailed type 

because the hypotheses that were prepared had a direction of effect. Therefore, if the t value 

≥ 1.645 for the hypothesis is said to be a positive effect and the value ≤ -1.645 for the 

hypothesis is said to be a negative effect. The next significant indicator is that the p-value 
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must be less than 0.05. Following are the results of the analysis of the significance of path 

coefficients in this research. Table 2 and Table 3 show the result of indirect effect analysis. 

 

Table 2 

Indirect Effect Analysis of Group A 

 Path 

coefficients 

Sample 

Mean 

Standard 

Deviation 

T-Values P values 

PD → PDJ 0,456 0,417 0,232 1,964 0,025 

PD → PIJ 0,488 0,448 0,251 1,948 0,026 

PD → PPJ 0,400 0,379 0,210 1,903 0,029 

PD → WE -0,009 -0,005 0,104 0,083 0,467 

PDJ → WE 0,056 0,053 0,121 0,462 0,322 

PIJ → WE 0,033 0,045 0,100 0,327 0,372 

PPJ → WE 0,729 0,726 0,110 6,628 0,000 

RD → PDJ 0,419 0,461 0,240 1,742 0,041 

RD → PIJ 0,336 0,386 0,242 1,389 0,083 

RD → PPJ 0,477 0,502 0,211 2,261 0,012 

RD → WE 0,170 0,161 0,136 1,251 0,106 

 

Table 3 

Indirect Effect Analysis of Group B 

 Path 

coefficients 

Sample 

Mean 

Standard 

Deviation 

T-Values P values 

PD → PDJ 0,222 0,192 0,191 1,161 0,123 

PD → PIJ 0,197 0,189 0,144 1,375 0,085 

PD → PPJ 0,366 0,339 0,197 1,853 0,032 

PD → WE -0,237 -0,218 0,139 1,712 0,044 

PDJ → WE -0,331 -0,225 0,290 1,142 0,127 

PIJ → WE 0,291 0,296 0,212 1,374 0,085 

PPJ → WE 0,700 0,665 0,202 3,471 0,000 

RD → PDJ 0,715 0,748 0,206 3,470 0,000 

RD → PIJ 0,767 0,777 0,137 5,589 0,000 

RD → PPJ 0,553 0,585 0,214 2,585 0,005 

RD → WE 0,536 0,442 0,306 1,754 0,040 

 

After measuring the direct effects, the testers conducted a mediation test (indirect 

effects) to prove whether there was an indirect relationship in the constructed research model. 

This criterion includes the t value must be ≥ 1.645 for the positive effect hypothesis and ≤ -

1.645 for the negative effect hypothesis. The next significant indicator is that the p-value 
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must be less than 0.05. The following are the results of the analysis of the mediation effect 

test in this research. 

 

Tabel 4 

Indirect Effect Analysis of Group A 

 Original 

Sample 

Sample 

Mean 

Standard 

Deviation 

T-Values P values 

PD → PDJ→ WE 0,025 0,015 0,053 0,482 0,315 

RD → PDJ→ WE 0,023 0,031 0,073 0,322 0,374 

PD → PIJ→ WE 0,016 0,024 0,058 0,273 0,393 

RD → PIJ→ WE 0,011 0,015 0,045 0,244 0,404 

PD → PPJ→ WE 0,292 0,275 0,157 1,862 0,032 

RD → PPJ→ WE 0,348 0,364 0,161 2,157 0,016 

 

Tabel 5 

Indirect Effect Analysis of Group B 

 Original 

Sample 

Sample 

Mean 

Standard 

Deviation 

T-Values P values 

PD → PDJ→ WE -0,074 -0,066 0,091 0,812 0,209 

RD → PDJ→ WE -0,237 -0,143 0,229 1,033 0,151 

PD → PIJ→ WE 0,058 0,048 0,061 0,946 0,172 

RD → PIJ→ WE 0,224 0,237 0,181 1,238 0,108 

PD → PPJ→ WE 0,256 0,225 0,155 1,653 0,050 

RD → PPJ→ WE 0,387 0,390 0,197 1,967 0,025 

 

Results of testing this hypothesis is carried out by looking at the results of the 

structural model that has been obtained. The significance value of the relationship between 

variables determines whether the hypothesis is accepted or rejected. Because it leads to the 

one-tailed type, significance can be achieved if the t-values ≥ 1.645 for the positive effect 

hypothesis and ≤-1.645 for the negative effect hypothesis. The p-values need to be below 

0.05 to reach significance. As a result, the following model is obtained: 
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Figure 2. Path coefficients dan T-value of Group A 

 

 

 
Figure 3. Path coefficients dan T-value of Group B 

 

The research model in Figure 2 and Figure 3 describes the relationship formed from 

each variable after it is known with the following information: 

1. Black color means positive effect. 

2. The red color means a negative effect. 

3. Solid line means significant effect. 

4. The dotted line means that the effect is not significant. 
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Conclusion 

Different organizational characteristics it is expected to produce different findings. 

However, from the table above it is known that there are 6 hypotheses which are equally 

accepted because it shows the results in the form of a positive and significant effect from 

both group. The six hypotheses which are both accepted with the results of a positive and 

significant effect are in line with the previous research by Blouch and Azeem (2019) which 

states that the perception of diversity applied in diversity management has a positive effect 

on organizational justice. In the context of this research, it turns out that there are findings 

that perceptions of sex diversity in the two units can have a significant positive effect on 

procedural justice. This is thought to occur because the better the employee's perception of 

sex diversity, the better their tendency to feel justice that comes from implementing work 

procedures in their organization. 

Similar to the previous relationship, a positive and significant effect also occurs from 

the variable perception of retaining sex diversity on procedural justice. In addition, the 

variable perception of retaining sex diversity also has a positive and significant effect on 

distributive justice. Distributive justice accommodates more about salaries, facilities, and 

rewards obtained from organizations, which in the implementation of distributive justice in 

the public sector have been determined and regulated through laws and regulations, and 

policies of organizational leaders. Therefore, it is very possible how leaders treat diversity 

will effect how leaders determine policies related to distributive justice. 

The last finding which shows a significant positive effect is from the procedural 

justice variable on employee work effort. This finding is also in line with Blouch and Azeem 

(2019) which state that organizational justice is directly proportional to employee 

performance. The results of the research show that when justice is examined, it is only 

procedural justice that can positively and significantly affect work effort. This is because in 

public sector organizations, the implementation of procedures according to applicable 

regulations is something that absolutely applies to any activity and to anyone. Therefore, 

equality in the implementation of procedures can be felt by every employee whether from a 

work environment that has sex diversity or not and has a significant positive effect on 

employee work efforts. 

The results of calculations from other variables for the two groups of data from the 

inspectorate and test center obtained varied results. After conducting literacy studies on 

several sources, Spicermann et al. (2013) mentioned the effect of surface level variations on 

performance resulting in inconsistent results. 
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