


Compensation Equity and Promotion Practices on Faculty Motivation: A Moderated Mediation Model Testing Organizational Justice and Leadership Communication Effects
ABSTRACT
Background and aims: Faculty motivation is an important factor in influencing teaching quality, research productivity, and overall institutional effectiveness in higher education.This study examines the effects of compensation equity and promotion practices on faculty motivation, investigating the mediating role of perceived organizational justice and the moderating role of leadership communication in Ghanaian public universities.
Methodology: A quantitative cross-sectional design was employed to collect data from 412 faculty members across six public universities in Ghana using structured questionnaires. Partial Least Squares Structural Equation Modeling (PLS-SEM) was used to test hypothesized relationships, including mediation and moderation effects.
Findings: The results revealed that compensation equity (β = 0.187, p < 0.01) and promotion practices (β = 0.162, p < 0.05) significantly influenced faculty motivation. The findings further showed that perceived organizational justice fully mediated the relationshipbetween compensation equity and faculty motivation (indirect effect = 0.284, p < 0.001) and partially mediated the promotion-motivation relationship (indirect effect = 0.251, p < 0.001). The finding also established that Leadership communication significantly moderated the justice-motivation relationship (β = 0.143, p < 0.01), with the positive effect being stronger when leadership communication was high. The model explained 68.4% of variance in faculty motivation.
Research Limitations: Cross-sectional design limits causal inference; future longitudinal studies could strengthen causal claims. The study context (Ghanaian public universities) may limit generalizability to other contexts.
Practical Implications: University administrators should prioritize transparent compensation systems, merit-based promotion criteria, and effective leadership communication to enhance faculty motivation. Justice perceptions serve as critical psychological mechanisms requiring attention beyond mere policy implementation.
Value: This study is among the first to simultaneously examine compensation equity, promotion practices, organizational justice, and leadership communication in a comprehensive moderated mediation model within African higher education, providing valuable insights for resource-constrained contexts.
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1. Introduction
Faculty motivation plays a critical role in determining teaching quality, research productivity, and overall institutional performance in higher education education (Antwi et al., 2023). As universities operate in increasingly competitive and resource-constrained environments, sustaining motivated academic staff has become a strategic concern for administrators and policymakers (Bentley et al., 2021; Wahab et al., 2024).  Prior research consistently links faculty motivation to favorable organizational conditions, including fair reward systems, career advancement opportunities, and supportive leadership (Cropanzano et al., 2024; Muhammad & Ali, 2021; Teeroovengadum et al., 2020).
Compensation equity and promotion practices are among the most influential organizational factors shaping academic motivation (Abubakari & Naatu, 2022; Liu et al., 2023). Compensation equity reflects faculty perceptions of fairness in reward distribution relative to effort, qualifications, and peer comparison (Adams, 1965; Greenberg & Colquitt, 2024). In academic settings, where intellectual labor and long-term career trajectories are central, perceived inequities can undermine morale and commitment, regardless of absolute salary levels (Hauff et al., 2024; Mensah et al., 2021). Similarly, promotion practices serve as key indicators of institutional recognition and fairness. Transparent and merit-based promotion systems reinforce trust and motivation (Boadu et al., 2025; Rahman & Ali, 2022). 
Organizational justice has emerged as a critical psychological mechanism linking human resource practices to employee attitudes and behaviors (Colquitt et al., 2023; Karakose et al., 2022). Faculty who perceives compensation and promotion decisions as fair are more likely to exhibit higher motivation and commitment (Nguyen et al., 2024). In addition, effective communication may strengthen the positive effects of justice perceptions (Brockner & Wiesenfeld, 2025; Zhang & Wang, 2023), yet its moderating role in higher education remains underexplored, particularly in developing-country contexts (Osei et al., 2024).
In Ghanaian public universities, despite empirical studies integrating compensation equity, promotion practices, organizational justice, and leadership communication within a single analytical framework are scarce (Amoah-Mensah et al., 2023; Dziedzorm & Kwame, 2021). Addressing this gap, the present study develops and tests a moderated mediation model grounded in equity theory, using PLS-SEM to analyze data from faculty members in Ghanaian public universities. The study aims to provide context-specific evidence to inform policy and managerial practice in higher education systems facing similar constraints.

2. Research Objectives
The study seeks to:
1. Examine the effect of compensation equity on faculty motivation in Ghanaian public universities.
2. Assess the effect of promotion practices on faculty motivation.
3. Determine the mediating role of perceived organizational justice in the relationship between compensation equity and faculty motivation.
4. Evaluate the mediating role of perceived organizational justice in the relationship between promotion practices and faculty motivation.
5. Examine the moderating effect of leadership communication on the relationship between perceived organizational justice and faculty motivation.
6. Develop and validate an integrated theoretical model using PLS-SEM.
4. Contribution of the Study
This study makes notable theoretical and practical contributions. Theoretically, it extends equity theory by empirically modeling perceived organizational justice as a mediating mechanism and leadership communication as a contextual moderator. Practically, the findings demonstrate that faculty motivation can be enhanced through transparent compensation systems, merit-based promotion practices, and effective leadership communication. The study provides evidence-based guidance for university administrators and policymakers seeking to improve academic staff motivation and institutional performance in developing-country contexts.
6. Literature Review and Hypotheses Development
6.1 Theoretical Foundation
This study is anchored in three complementary theoretical perspectives: equity theory, organizational justice theory, and social exchange theory. Equity theory (Adams, 1965) posits that individuals assess fairness by comparing their input–outcome ratios with those of relevant referents. Perceived inequity generates psychological tension that motivates individuals to restore balance through attitudinal or behavioral adjustments. In higher education, faculty frequently engage in social comparisons regarding compensation and promotion, making equity perceptions particularly salient for motivation and commitment (Cropanzano et al., 2021).
6.2 Compensation Equity, Promotion Practices, and Faculty Motivation (H1, H2)
Compensation equity refers to the perceived fairness of financial and non-financial rewards relative to individual contributions and peer comparisons (Gerhart & Rynes, 2003).  Empirical studies consistently demonstrate positive relationships between compensation equity and faculty motivation. Malik et al. (2020) and Ghosh et al. (2020) found that pay equity significantly predicted intrinsic motivation and engagement among academic staff, while Mensah and Tawiah (2020) reported similar findings in the Ghanaian context.
Accordingly, the following hypotheses are proposed:
H1: Compensation equity has a significant positive effect on faculty motivation.
H2: Promotion practices have a significant positive effect on faculty motivation.
6.3 Perceived Organizational Justice and Faculty Motivation (H3)
Perceived organizational justice is a powerful predictor of employee motivation and behavior (Colquitt et al., 2013; Rupp et al., 2017). In academic institutions, justice perceptions enhance performance (Aboramadan et al., 2021). When faculty perceive fair outcomes, unbiased procedures, respectful treatment, and adequate explanations, they develop positive attitudes toward their institutions and higher levels of motivation.
Empirically, studies have shown that distributive and procedural justice are particularly influential in shaping faculty motivation and engagement (Kloutsiniotis & Mihail, 2020; Aboramadan et al., 2021). 
Based on this evidence, the following hypothesis is advanced:
H3: Perceived organizational justice has a significant positive effect on faculty motivation.
6.4 Compensation Equity, Promotion Practices, and Perceived Organizational Justice (H4, H5)
Compensation equity and promotion practices are key antecedents of organizational justice perceptions. Compensation outcomes directly inform distributive justice judgments, while the processes used to determine pay influence procedural justice perceptions (Colquitt, 2001). Additionally, the manner in which compensation decisions are communicated shapes interpersonal and informational justice perceptions (Bies & Moag, 1986; Greenberg, 1993). Studies show that equitable compensation structures positively predict overall justice perceptions among faculty (Arif & Akram, 2018; Naseem et al., 2020). 
Accordingly, the following hypotheses are proposed:
H4: Compensation equity has a significant positive effect on perceived organizational justice.
H5: Promotion practices have a significant positive effect on perceived organizational justice.
6.5 The Mediating Role of Perceived Organizational Justice (H6, H7)
Organizational justice theory suggests that compensation equity and promotion practices influence motivation primarily through justice perceptions rather than through direct effects alone (Colquitt et al., 2013). 
Empirical studies in higher education and related contexts consistently find that organizational justice mediates relationships between HR practices and employee motivation, satisfaction, and commitment (Arif & Akram, 2018; Aboramadan et al., 2021).
Therefore, the following hypotheses are proposed:
H6: Perceived organizational justice mediates the relationship between compensation equity and faculty motivation.
 H7: Perceived organizational justice mediates the relationship between promotion practices and faculty motivation.
6.6 The Moderating Role of Leadership Communication (H8)
Leadership communication characterized by transparency, clarity, frequency, and supportiveness represents a critical contextual factor shaping how organizational practices are interpreted (Men & Stacks, 2014; De Vries et al., 2010). Effective communication enhances the credibility and salience of fairness signals embedded in organizational practices (Connelly et al., 2011).
Accordingly, the following hypothesis is proposed:
H8: Leadership communication moderates the relationship between perceived organizational justice and faculty motivation, such that the relationship is stronger when leadership communication is high.
6.7 Conceptual Framework
Based on the foregoing review, the study proposes an integrative conceptual framework in which compensation equity and promotion practices influence faculty motivation both directly and indirectly through perceived organizational justice, with leadership communication moderating the justice–motivation relationship. 
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Figure 1: conceptual framework

7. Research Methodology
7.1 Research Design and Approach
This study adopted a quantitative approach, cross-sectional survey design within a positivist paradigm (Creswell & Creswell, 2018). The use of quantitative approach  allowed the researchers to test  the hypotheses (Sekaran & Bougie, 2020).
7.2 Population, Sampling, and Sample Size
The target population comprised academic staff across Ghana’s ten public universities (N = 6,842). Six major public universities were purposively selected representing 4,680 faculty members (68.4% of the population). Stratified random sampling technique was used to ensure proportional representation across institutions, academic ranks, and disciplines. Sample adequacy was confirmed using three criteria: Krejcie and Morgan’s (1970) table and 600 questionnaires distributed, 412 valid responses were retained for analysis, exceeding all minimum requirements.
7.3 Measurement Instruments
Data were collected using validated scales adapted to higher education contexts and measured on seven-point Likert scales. Constructs included compensation equity (α = 0.891), promotion practices (α = 0.904), perceived organizational justice (α = 0.932), leadership communication (α = 0.918), and faculty motivation (α = 0.927). All instruments demonstrated strong internal consistency.
7.4 Data Collection Procedure
Following ethical approval (ATU-IRB-2024-087) and institutional permissions, data were collected September-November 2024 via online (Qualtrics) and paper questionnaires. Faculty members were contacted through institutional emails with informed consent protocols. Three reminder emails enhanced response rates. All responses were anonymous and stored securely.
7.5 Common Method Bias
Multiple strategies addressed potential common method bias (Podsakoff et al., 2003; 2012): (1) Harman's single-factor test explained 38.6% variance (<50% threshold) less than 50.  All VIF values <3.3 (<5.0 threshold) (Kock, 2015). Results confirmed CMB does not threaten validity.
7.6 Data Analysis
Data analysis was conducted using SPSS 27.0 and SmartPLS 4.0. Measurement and structural models were assessed following Hair et al.’s (2019) two-stage PLS-SEM approach. Reliability, convergent validity, discriminant validity, mediation, moderation, effect sizes, and predictive relevance were systematically evaluated using bootstrapping (5,000 resamples).
8. Results
8.1 Demographic Profile of Respondents
Table 1 presents the demographic characteristics of the 412 respondents (see Table 1).
[bookmark: _Ref216511229]Table 1: Demographic Profile of Respondents
	Characteristic
	Category
	Frequency
	Percentage

	Gender
	Male
	276
	67.0%

	
	Female
	136
	33.0%

	Age
	25-35 years
	89
	21.6%

	
	36-45 years
	167
	40.5%

	
	46-55 years
	112
	27.2%

	
	Above 55 years
	44
	10.7%

	Academic Rank
	Assistant Lecturer
	78
	18.9%

	
	Lecturer
	198
	48.1%

	
	Senior Lecturer
	94
	22.8%

	
	Associate Professor
	28
	6.8%

	
	Professor
	14
	3.4%

	Years of Service
	Less than 5 years
	104
	25.2%

	
	5-10 years
	153
	37.1%

	
	11-15 years
	89
	21.6%

	
	16-20 years
	43
	10.4%

	
	Over 20 years
	23
	5.6%

	Discipline
	Sciences
	114
	27.7%

	
	Social Sciences
	156
	37.9%

	
	Humanities
	72
	17.5%

	
	Engineering/Technology
	70
	17.0%

	Highest Qualification
	Master's Degree
	187
	45.4%

	
	PhD
	225
	54.6%

	University
	University of Ghana
	82
	19.9%

	
	KNUST
	78
	18.9%

	
	University of Cape Coast
	71
	17.2%

	
	UEW
	65
	15.8%

	
	UDS
	59
	14.3%

	
	Accra Technical University
	57
	13.8%



The sample consisted predominantly of male faculty (67%), with most respondents aged 36–45 years. Lecturers formed the largest group (48.1%), and over half held doctoral degrees. Representation across disciplines and universities was balanced, enhancing generalizability within Ghanaian public universities.
10.2 Descriptive Statistics and Correlations
Table 2 presents means, standard deviations, and correlations among study variable (see Table 2).
[bookmark: _Ref216511391]Table 2: Descriptive Statistics and Correlations
	
	M
	SD
	1
	2
	3
	4
	5

	Compensation Equity
	4.12
	1.34
	(0.854)
	
	
	
	

	Promotion Practices
	4.28
	1.29
	0.612***
	(0.867)
	
	
	

	Perceived Organization Justice
	4.35
	1.27
	0.687***
	0.701***
	(0.841)
	
	

	Leadership Communication
	4.19
	1.31
	0.543***
	0.589***
	0.634***
	(0.878)
	

	Faculty Motivation
	5.21
	1.18
	0.594***
	0.613***
	0.721***
	0.602***
	(0.863)


Note. N = 412. Values in parentheses on the diagonal are square roots of AVE. M = Mean; SD = Standard Deviation. ***p < .001 (two-tailed).
Faculty motivation exhibited the highest mean (M = 5.21, SD = 1.18), indicating moderately high motivation levels. All correlations were positive and significant at p < .001) All square roots of AVE exceeded inter-construct correlations, providing initial evidence of discriminant validity.
10.3.1 Reliability and Convergent Validity
Table 3 presents the assessment of the measurement model (see Table 3).
[bookmark: _Ref216511568]Table 3: Measurement Model Assessment: Reliability and Convergent Validity
	Construct
	Items
	Loadings Range
	Cronbach's Alpha
	rho_A
	Composite Reliability
	AVE

	Compensation Equity
	6
	0.804-0.889
	0.891
	0.896
	0.918
	0.689

	Promotion Practices
	7
	0.791-0.901
	0.904
	0.909
	0.925
	0.674

	Perceived Organizational Justice
	12
	0.762-0.883
	0.932
	0.936
	0.942
	0.614

	Leadership Communication
	8
	0.818-0.912
	0.918
	0.922
	0.934
	0.670

	Faculty Motivation
	9
	0.797-0.903
	0.927
	0.931
	0.939
	0.663


Note. N = 412. All loadings significant at p < .001. AVE = Average Variance Extracted. All constructs demonstrated excellent reliability. Cronbach's Alpha values ranged from 0.891 to 0.932, exceeding the 0.70 threshold (Nunnally & Bernstein, 1994). Composite reliability (CR) values ranged from 0.918 to 0.942, all exceeding 0.70 (Hair et al., 2019). The rho_A values (ranging from 0.896 to 0.936) also exceeded 0.70, confirming internal consistency reliability.
For convergent validity, all item loadings exceeded the recommended 0.70 threshold, ranging from 0.762 to 0.912. Average Variance Extracted (AVE) values ranged from 0.614 to 0.689, all exceeding the 0.50 criterion (Fornell & Larcker, 1981). These results confirm that the measurement model demonstrates satisfactory reliability and convergent validity.
8.3 Discriminant Validity
Discriminant validity was assessed using Fornell-Larcker criterion, HTMT ratios, and cross-loadings. Table 4 presents the Fornell-Larcker criterion results.
[bookmark: _Ref216511650]Table 4: Discriminant Validity: Fornell-Larcker Criterion
	Construct
	CE
	PP
	POJ
	LC
	FM

	Compensation Equity
	0.830
	
	
	
	

	Promotion Practices
	0.612
	0.821
	
	
	

	Perceived Organizational Justice
	0.687
	0.701
	0.784
	
	

	Leadership Communication
	0.543
	0.589
	0.634
	0.819
	

	Faculty Motivation
	0.594
	0.613
	0.721
	0.602
	0.814


Note. N = 412. Diagonal values (bold) are square roots of AVE; off-diagonal values are inter-construct correlations. CE = Compensation Equity; PP = Promotion Practices; POJ = Perceived Organizational Justice; LC = Leadership Communication; FM = Faculty Motivation. The Fornell-Larcker criterion was satisfied: the square root of each construct's AVE (diagonal values) exceeded its correlations with other constructs (off-diagonal values), indicating adequate discriminant validity (see Table 5).
[bookmark: _Ref216511948]Table 5: Discriminant Validity: Heterotrait-Monotrait (HTMT) Ratio
	Construct
	CE
	PP
	POJ
	LC
	FM

	Compensation Equity
	
	
	
	
	

	Promotion Practices
	0.673
	
	
	
	

	Perceived Organizational Justice
	0.741
	0.758
	
	
	

	Leadership Communication
	0.592
	0.637
	0.684
	
	

	Faculty Motivation
	0.643
	0.662
	0.776
	0.651
	


Note. N = 412. All HTMT values < 0.85 threshold. All HTMT ratios were below the conservative threshold of 0.85 (Henseler et al., 2015), with the highest value being 0.776 (POJ-FM). Bootstrapping confidence intervals (not shown) confirmed that all HTMT ratios were significantly below 1.0. 
Hypothesis Testing: 
Table 6 presents structural model path coefficients assessed via bootstrapping (5,000 resamples) (see table 6)
[bookmark: _Ref216512256]Table 6: Structural Model Results: Direct Effects and Hypothesis Testing
	Hypothesis
	Path
	β
	SE
	t-value
	p-value
	95% CI
	Decision

	H1
	CE → FM
	0.187**
	0.062
	3.016
	0.003
	[0.065, 0.309]
	Supported

	H2
	PP → FM
	0.162*
	0.068
	2.382
	0.017
	[0.029, 0.295]
	Supported

	H3
	POJ → FM
	0.426***
	0.058
	7.345
	<0.001
	[0.312, 0.540]
	Supported

	H4
	CE → POJ
	0.389***
	0.052
	7.481
	<0.001
	[0.287, 0.491]
	Supported

	H5
	PP → POJ
	0.442***
	0.051
	8.667
	<0.001
	[0.342, 0.542]
	Supported

	H8
	POJ × LC → FM
	0.143**
	0.045
	3.178
	0.001
	[0.055, 0.231]
	Supported


Note. N = 412. β = Standardized path coefficient; SE = Standard error; CI = Confidence interval.
CE = Compensation Equity; PP = Promotion Practices; POJ = Perceived Organizational Justice; LC = Leadership Communication; FM = Faculty Motivation. *p < .05. **p < .01. ***p < .001 (two-tailed).
All direct-effect hypotheses (H1–H5) and the moderation hypothesis (H8) were supported. Compensation equity (β = 0.187, p = .003) and promotion practices (β = 0.162, p = .017) significantly predicted faculty motivation, while perceived organizational justice showed the strongest effect (β = 0.426, p < .001). Compensation equity (β = 0.389, p < .001) and promotion practices (β = 0.442, p < .001) significantly predicted perceived organizational justice, with promotion practices being the strongest predictor. Leadership communication significantly moderated the relationship between perceived organizational justice and faculty motivation (β = 0.143, p = .001).
10.4.3 Mediation Analysis
Table 7 presents the mediation analysis results for Hypotheses 6 and 7. (see: table 7)
[bookmark: _Ref216512527]Table 7: Mediation Analysis Results
	Hypothesis
	Path
	Direct Effect (c')
	Indirect Effect (a×b)
	Total Effect (c)
	VAF
	Mediation Type

	
	
	β (SE)
	β (SE)
	β (SE)
	
	

	H6
	CE → POJ → FM
	0.187** (0.062)
	0.284*** (0.041)
	0.471*** (0.054)
	60.3%
	Partial

	H7
	PP → POJ → FM
	0.162* (0.068)
	0.251*** (0.039)
	0.413*** (0.057)
	60.8%
	Partial


Note. N = 412. Bootstrapping with 5,000 resamples.
β = Standardized coefficient; SE = Standard error; VAF = Variance Accounted For [(indirect effect/total effect) × 100]. CE = Compensation Equity; PP = Promotion Practices; POJ = Perceived Organizational Justice; FM = Faculty Motivation. *p < .05. **p < .01. ***p < .001 (two-tailed).
Hypothesis 6 examined the mediating role of perceived organizational justice in the relationship between compensation equity and faculty motivation. The results indicated a significant indirect effect (β = 0.284, p < .001). The direct effect remained significant (β = 0.187, p = .003), indicating partial mediation, with a VAF of 60.3%.
Hypothesis 7 tested the mediating role of perceived organizational justice between promotion practices and faculty motivation. Findings revealed a significant indirect effect (β = 0.251, p < .001), while the direct effect remained significant (β = 0.162, p = .017), also indicating partial mediation. The VAF of 60.8% suggests that approximately 61% of the total effect operates through justice perceptions.
10.4.5 Model Explanatory Power
Table 8 presents the coefficient of determination (R²), adjusted R², effect sizes (f²), and predictive relevance (Q²). (see:table 8).
[bookmark: _Ref216512734]Table 8: Structural Model Assessment: Path Coefficients, Effect Sizes, and Model Fit Indices
	Path/Construct
	β
	t-value
	p-value
	f²
	R²
	Adj. R²
	Q²

	Direct Effects
	
	
	
	
	
	
	

	CE → POJ (H4)
	0.389***
	7.481
	<0.001
	0.184ᵐ
	
	
	

	PP → POJ (H5)
	0.442***
	8.667
	<0.001
	0.237ᵐˡ
	
	
	

	CE → FM (H1)
	0.187**
	3.016
	0.003
	0.039ˢ
	
	
	

	PP → FM (H2)
	0.162*
	2.382
	0.017
	0.028ˢ
	
	
	

	POJ → FM (H3)
	0.426***
	7.345
	<0.001
	0.267ˡ
	
	
	

	POJ × LC → FM (H8)
	0.143**
	3.178
	0.001
	0.031ˢ
	
	
	

	Endogenous Constructs
	
	
	
	
	
	
	

	Perceived Organizational Justice
	
	
	
	
	0.628
	0.626
	0.481

	Faculty Motivation
	
	
	
	
	0.684
	0.679
	0.523


Note. N = 412. β = standardized path coefficient; f² = effect size (small ≥0.02, medium ≥0.15, medium-large,  large ≥0.35; Cohen, 1988); R² = coefficient of determination; Adj. R² = adjusted R²; Q² = predictive relevance. CE = Compensation Equity; PP = Promotion Practices; POJ = Perceived Organizational Justice; LC = Leadership Communication; FM = Faculty Motivation. Bootstrapping with 5,000 resamples. *p < .05. **p < .01. ***p < .001.
The model explained substantial variance in perceived organizational justice (R²=0.628) and faculty motivation (R²=0.684). All hypothesized direct effects were significant. Perceived organizational justice exerted a large effect on faculty motivation (f²=0.267), while promotion practices and compensation equity showed medium to medium-large effects on justice perceptions (f²=0.237 and 0.184, respectively). Direct effects of compensation and promotion practices on motivation were small (f²=0.039 and 0.028), consistent with mediation. Q² values (0.481 and 0.523) confirmed robust predictive relevance (Geisser, 1974; Stone, 1974).
10. Discussion 
This study developed and tested a moderated mediation model to explain how compensation equity and promotion practices influence faculty motivation through perceived organizational justice, with leadership communication strengthening this relationship. The results provide strong empirical support for all hypotheses and deepen understanding of motivation processes within resource-constrained higher education environments.
Compensation equity and promotion practices both exerted significant direct effects on faculty motivation, supporting equity theory (Adams, 1965) and recent studies showing that fair reward systems enhance academic work attitudes (Hauff et al., 2024; Liu et al., 2023). These findings are consistent with evidence from Sub-Saharan African universities where fairness in pay and career progression improves faculty motivation and commitment (Abubakari & Naatu, 2022; Mensah et al., 2021). However, the moderate effect sizes indicate that these HR practices influence motivation not only directly but also through underlying psychological evaluations, aligning with contemporary cognitive appraisal perspectives (Cropanzano et al., 2024).
Perceived organizational justice emerged as the strongest predictor of faculty motivation, confirming its central role as the key psychological mechanism linking HR practices to employee outcomes (Colquitt et al., 2023; Nguyen et al., 2024). This finding supports social exchange theory by showing that faculty reciprocate fair treatment with higher motivation, even in contexts with limited material resources (Akram et al., 2020; Teeroovengadum et al., 2020).
Both compensation equity and promotion practices significantly predicted justice perceptions, with promotion practices exerting a stronger influence. This suggests that career advancement opportunities may signal fairness more strongly than monetary rewards in academic settings where professional growth and recognition carry symbolic importance (Ashraf, 2020; Rahman & Ali, 2022). Similar patterns have been observed in emerging economies where non-financial rewards shape fairness perceptions more distinctly (Boadu et al., 2025; Owusu-Ansah et al., 2023).
The mediation results showed that perceived organizational justice partially explains the effects of compensation and promotion on motivation, accounting for approximately 60% of the total effects. This confirms the psychological pathway proposed by organizational justice theory (Greenberg & Colquitt, 2024; Zhang & Li, 2023). The partial mediation further indicates that compensation and promotion also retain independent motivational influences, suggesting multiple mechanisms of impact (De Clercq et al., 2021; Wang & Xu, 2024).
The study found that leadership communication significantly strengthened the relationship between justice perceptions and motivation, demonstrating that transparent and effective communication enhances the positive effects of fairness. This finding highlights communication as a critical contextual boundary condition that reinforces justice–motivation linkages (Brockner & Wiesenfeld, 2025; Karakose et al., 2022). In practice, clear explanations of policies and decisions appear to increase faculty responsiveness to fair treatment (Kunter & Holzberger, 2022; Wahab et al., 2024), emphasizing the need to integrate communication strategies with HR systems in African universities (Dziedzorm & Kwame, 2021).
Finally, the model’s strong explanatory and predictive power confirms its theoretical robustness and practical value. Overall, the findings demonstrate that fair compensation, transparent promotion processes, and effective leadership communication jointly enhance faculty motivation by strengthening perceptions of organizational justice, providing a comprehensive framework for improving staff outcomes in Ghanaian public universities and similar contexts (Bentley et al., 2021; Muhammad & Ali, 2021).
11. Theoretical Implications
This study advances theory in several ways. First, it extends equity theory by demonstrating that equity perceptions influence motivation primarily through multidimensional justice mechanisms. Second, it positions organizational justice as a central mediating construct rather than a peripheral outcome. Third, it enriches social exchange theory by identifying leadership communication as a key boundary condition shaping motivational reciprocity. Fourth, it contributes rare empirical evidence from Sub-Saharan Africa, strengthening cross-cultural validity. Finally, it demonstrates the robustness of PLS-SEM for testing complex moderated mediation models in higher education research.
12. Practical Implications
University administrators should prioritize transparent, merit-based compensation and promotion systems, supported by consistent procedures and clear communication. While financial resources may be limited, justice-enhancing practices—such as clear criteria, respectful treatment, timely feedback, and transparent explanations require minimal cost yet yield substantial motivational benefits. Leadership communication should be institutionalized through regular forums, open reporting, and accessible leadership structures.
Conclusion
This study demonstrates that compensation equity and promotion practices enhance faculty motivation primarily through perceived organizational justice, with leadership communication strengthening this relationship. The model explains 68.4% of variance in faculty motivation, highlighting fairness and communication as critical levers for motivating academic staff in resource-constrained contexts. 

Limitations and Future Research
The cross-sectional design limits causal inference, and the focus on Ghanaian public universities may constrain generalizability. Future studies should adopt longitudinal or mixed-methods designs, explore justice dimension-specific effects, test additional moderators and mediators, and extend analysis to private universities and other African contexts.
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