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ABSTRACT : This study purposes are to test and demonstrate empirically effect of compensation on
motivation, organizational commitment on employee performance, motivation on organizational commitment
and employee performance, organizational commitment on employee performance. Study population is
employees who work at Local Apparatus Work Unit (LAWU) at Local Revenue Management in Kendari as
many as 1,394 employees. Study samples are 126 employees that selected by random sampling method with
proportional area. Data analysis used is SEM (Structural Equation Model). This study results indicate that
compensation has significant effect on motivation and organizational commitment, but does not have significant
effect on employee performance. Organizational commitment and motivation have significant effect on
employee's performance, as well as a significant effect of organizational commitment on employee performance.
In addition, this study found that compensation can not directly improve employee performance, but able to
increase motivation and strengthen organizational commitment. Motivation gives a strong effect on relationship
between compensation and employee performance than between motivation and organizational commitment or
through organizational commitment only.

KEYWORDS: Compensation, Motivation, Organizational Commitment, Employee Performance.
I.

INTRODUCTION

Indonesia Republic Constitution Year 1945 has mandated autonomy within Indonesia Republic. We
need a fair and consistent regulation for financial relations pattern, public services, utilization of natural
resources and other resources between central and local governments. Central and local financial relations in
line with the principles of financial balance between central and local government as outlined in Act No. 33 year
2004. Financial balance between central and local government is a system of fair financial sharing,
proportionate, democratic, transparent, and efficient in funding of decentralization, taking into account potential,
condition, and local needs, as well as amount of decentralization funding and assistance task. Provision of State
financial resources to local governments is carried out in decentralization framework. It based on transfer task
from central government to local governments to pay attention to stability of national economy and fiscal
balance between central government and local governments. Development of Fiscal Balance Act between
Central and Local Government funding is intended to support transfer to local governments as stipulated in Law
No. 32 Year 2004 on Local Government. This adheres principle of money follows functions. It implies that
funding follows government function with duty and responsibility of each government level. In order to ensure
an efficient and effective governance and to avoid overlap or lack of government funding in field of regulated
financial governance, governance that become local authority areas is funded from Local Expenditure and
Revenue Budget (APBD)
Local Revenue is one form income in implementation decentralization and local autonomy. It is local income
and is collected by local regulations in accordance with laws and regulations that consist of:
[1] Local Tax
[2] Retribution
[3] Results of separated Regional Wealth Management
[4] Other legitimate revenue source.
Results of separated Regional Wealth Management are income from wealth management that separated from
APBD. If this wealth management creates earning, this earning can be included as a source of Local Revenue.
Other legitimate revenue source is local income were not included in local taxes, levies, and results from
separated local wealth management and is also one of Local Revenue. Local Revenue Management role in
government organization currently is considered very important. Local government progress indicator can be
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measured from ratio of Local Revenue from local budget as a whole and this will have an affect on amount of
public expenditure.
Various tips and strategies must be prepared to increase capacity and quality of human resources.
Organization that developed naturally is produced by employees who can manage organization's progress to
become desired organization. Adversely, many organizations fail because of failures to manage human
resources. Staff performance of Local Revenue management is very importance and strategic. If they had been
carrying out duties and responsibilities properly, it will have an affect on performance of local government
organizations. High employee performance means an increase in efficiency, effectiveness or higher quality to
complete a series tasks assigned to employee in organization. Staff performance of Local Revenue management
is believed affected by compensation, motivation and organizational commitment that ultimately will affect on
organization performance as a whole. One company goal to give employees welfare is by providing
compensation to retain employees to work (Gibson, 1996). Employee’s compensation affects their productivity
and their tendency to seek employment to other organization. If employees see that hard work and superior
performance is recognized and rewarded by organization, they will increase higher performance with a hope to
obtain a higher compensation level (Simamora, 1997). Dissatisfaction to compensation may lead to performance
degradation, increasing degree of absenteeism, and employee turnover (Mangkuprawira, 2003). Furthermore,
Werther and Davis (1996) in Wibowo (2010) states that there is compensation in incentive system that links
compensation to performance. Compensation is granted to employees based on performance and not on
seniority or number of work hours.
Research result of by Ghazanfar et al. (2011) showed that satisfaction with compensation has strong
and significant effect on work motivation. Flexible pay (incentives, overtime, bonuses) and benefits has positive
effect but insignificant on workers motivation. Research by Vecchio et al. (2010) found that pay variable
significantly affects on motivation instrinsic of salesperson in California. Khan and Mufti (2012) show
relationship between Effort, Performance and Motivation is very weak, negative and insignificant. Relationship
between Performance Outcome and Motivation is in significant. Relationship between Outcome Valence (fixed
pay, flexible pay, benefits) and Motivation is a powerful, positive and significant. Igalens and Rousell (1999)
examine relationship between work motivation and compensation for working comfort. Results show: 1) under
uncertainty conditions, individual compensation can become a factor to increases work motivation. 2) Flexible
pay of specific workers can not motivate and increase job satisfaction. 3) Benefits from specific workers can not
motivate and increase job satisfaction.
One aspect of employee is motivation giving (power stimulant) to employees, with popular as giving
employees spirit to work. Every employee who gave useful possibilities into organization is arranged by
leadership to realize that. Effort to realize these possibilities is using motivation. Motivation is intended to give
power to employee in order work with his own efforts (Manulang, 2002). According to Liang Gie et al. (in
Matutina et al, 1993), work that performed by one manager in providing inspiration, enthusiasm, and
encouragement to others (employees) will take such measures. Giving encouragement is intended to remind
people or employees so they are excited and can achieve desired result. Therefore, a manager is demanded to
know or understanding the nature and characteristics of employees. It requirement is based on mastery motive
manager on behavior and actions are limited the motive, then manager can affect subordinates to act in
accordance with organization wishes. Motivation basically is a process to try to affect someone to do what we
want to do (Martoyo, 2000). In other words, it is beyond encouragement of someone to carry out something.
Encouragement (driving force) meant a natural urge to satisfy life need, and a tendency to sustain life. Most
important key is a deep understanding of human beings. As said by Liang Gie in Martoyo (2000), motive or
impulse is an impulse that became base for a person to do something or working, highly motivated, namely
those who carry out substantial efforts in order to support the objectives of production work unit, and
organization where he works. A person without motivation only gives minimum effort to work. Research results
of Choong, Y et al. (2011) showed that an instrinsic motivation affect significantly on organizational
commitment. Nawab and Bhatti, (2011) found that employee compensation positively and significantly affect on
organizational commitment.
Research of Paik, Y. S. et al (2007) found positive and significant relationship between compensation
received by Korean workers expatriate and Mexico local workers on affective commitment, where for
continuance commitment was not significant. Organizational commitment has positive effect on worker
performance. Anvari et al. (2011) indicate that there is a positive and significant relationship between practical
compensation strategies with organizational affective commitment. Research of Gungor (2011) examines
relationship between application of rewards management system and worker performance with motivation as
intervening variable in Istanbul bank. Research results found that Financial Reward has a positive and
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significant effect on employee performance, motivation has a positive effect on employee’s performance, and
reward management system relatively does not positive effect on motivation.
Javed et al. (2010) examined relationship between compensation and performance. This study results
show that compensation has significant effect on organization performance. Research by Siswanto (2001)
examines effect of compensation on motivation and lecturer performance at Economics Faculty at some private
colleges in Kediri. Study results show: 1) financial and non-financial compensation significantly affect on work
motivation of lecturers. 2) Financial and non-financial compensation and intrinsic motivation have a significant
effect on lecturer performance. Commited employees are more ready to achieve organizational goals than non
commited employees. It is effect of commitment on performance (Tubbs and Dahl, 1991). Robbins and Judge
(2007) defines commitment as a situation where an individual consistent with organization as well as the goals
and wishes to maintain his membership within organization. Psychological approach was first conceptualized by
Smith (1993) which states that commitment is an active and positive orientation to organization. Tubbs &
Forehead, (1991) describes commitment affect on performance, with assumption that committed workers are
more readily to achieve organizational goals than non commit workers.
Furthermore, Richard M. Steers in Sri Kuntjoro (2002) defines organizational commitment as a sense
of identification (confidence in organization values), involvement (willingness to try my best in interests of
organization) and loyalty (desire to remain a membership of organization) that expressed by employees. Steers
believes that organizational commitment is a condition where employees are very interested in goals, values,
and goals of organization. Commitment to organization means more than just a formal membership, because it
includes attitude and willingness to seek a high level of effort for organization to achieve organizations goals.
Research of Feng (2010) analyze lecturers performance, and identified four variables: organizational
commitment, job stress, mental health, motivation to achieve performance. Research results found that
organizational commitment has positive and significant effect on lecturer performance. Job stress does not affect
on lecturer performance, mental health does not affect on lecturer performance. Motivation affect on lecturer
performance.
Research of Samad (2011) found that there is a positive and significant relationship between
organizational commitment and job performance. Hierarchy analysis found that job satisfaction (hygiene and
motivational factors) have moderation effect in relationship between organizational commitment and job
performance. Khan et al (2011) sought to examine effect of organizational commitment on employee job
performance. Study found that there is a positive and significant relationship between organizational
commitment and workers job performance. Rod et al. (2010) found that commitment has significant effect on
employee performance.
Research of Chong. K et al (2007) tried to assess effects of information asymmetry on Organizational
commitment in relation to confidence level of incentive - based compensation schemes and managerial
performance. Research results showed that manager’s performance level with high organizational commitment
does not affected by information asymmetry level in relation with confidence level incentive-based
compensation schemes. Employee performance is a result of one's work in carrying out tasks assigned to him
based on skills, experience, and determination as well as the (Hasibuan, 2000). Mangkunagara (2000) stated that
performance is result of work quantity and quality work achieved by an employee in carrying out their duties
according to responsibility given to him. Briefly, performance was a combination of three important factors:
ability and interest of a worker, ability and acceptance to task delegation explanation and worker role.
Motivation relationship with performance by Keith Davis in Mangkunegara (2004) describes equation
formulation of how relationship between performance with motivation and ability. Gibson et al. (1994) argued
that employee's performance is result of work achieved by the individual in relation to his position in
organization. Previous research results on motivation and employee performance as performed by Nawab et al.
(2011), Javed et al. (2011), and Kaymaz et al. (2011) where motivation significantly affect on employee
performance . Adversely, Remi at al. (2008) show that motivation has no significant effect on employee
performance. Mensah et al (2011) examined relationship of performance-based pay as a tool for employee
performance motivation. This study results indicate that relationship between the two variables above are small.
Other studies related to motivation were conducted by the Forest (2008). This study explains that in
French civil service, public officials pay is based on their performance, and show how these individual payroll
practices can take place in long term and reduce motivation to services of civil servants. This study also
examines performance as process used by organizations to evaluate working implementation of individual
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employee. Performance feedback lets employees to know how well they work compared to standards
organizations. If performance appraisal is done properly, employees, their personnel, human resources
department, and eventually organization will get benefit by ensuring that individual efforts contribute to
strategic focus of organization. In modern organizations, the performance is an important mechanism
for management to explain objectives and performance standards, to motivate individual performance in next
time. Assessment of performance becomes decisions basis to affect salary, promotion, dismissal, training,
transfers and other employment conditions, (Simamora, 2004). Several previous studies on compensation,
motivation, organizational commitment, and employee performance do not yet linking the variables in an
integrated and comprehensive research; and there are differences measurement and analysis methods and
findings. This study purpose is to analyze with integrated and comprehensive manner the usage of motivation
and organizational commitment to mediating compensation and employee performance of Local Revenue
Management in Kendari City.
Conceptual Framework and Hypotheses
One company goal to welfare employees is providing compensation to make employees constantly
work (Gibson, 1996). Employee’s compensation affects their productivity and their turnover tendency. If
employees see that hard work and superior performance is recognized and rewarded by organization, they will
increase performance with hope to obtain a higher level of compensation (Simamora, 1997). . Liang Gie in
Martoyo (2000) said that motive is an impulse that became the reason for someone to do something or work.
Highly motivated employee is those who carry out substantial efforts in order to achieve objectives of
production work unit, and organization where he works. Non motivated employee only gives minimum effort to
work. Every employee who gave useful possibilities into organization is arranged by leadership to realize that.
Effort to realize these possibilities is using motivation. Motivation is intended to give power to employee in
order work with his own efforts (Manulang, 2002).
Committed employees are more ready to achieve organizational goals than non commit employees. It is
effect of commitment on performance (Tubbs and Dahl, 1991). Robbins and Judge (2007) defines commitment
as a situation where an individual consistent with organization as well as the goals and wishes to maintain his
membership within organization. Psychological approach was first conceptualized by Smith (1993) which states
that commitment is an active and positive orientation to organization. Tubbs & Forehead, (1991) describes
commitment affect on performance, with assumption that committed workers are more readily to achieve
organizational goals than non commit workers.
Employee performance is a result of one's work in carrying out tasks assigned to him based on skills,
experience, and determination as well as the (Hasibuan, 2000). Mangkunagara (2000) stated that performance is
result of work quantity and quality work achieved by an employee in carrying out their duties according to
responsibility given to him. Based on problem formulation and research objectives, this dissertation is directed
to examine and analyze Effect of Compensation on Motivation, Commitment Organizational, and Employee
Performance. This concept development is based on relevant theories and previous studies. Framework of this
study is shown in Figure 1 below.
Compensation
(X1)

3
2
6
Organizational
Commitment (Y2)

1

Employee
Performance
(Y3)

4
5
Motivation
(Y1)

Figure 1. Research conceptual framework
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Based on background and literature review that has been described, the next step is hypothesis preparation. This
study uses 6 direct effect hypotheses and 4 indirect effect hypothesis as described below.
One person need is to get proper compensation. Anthony et al. , (2000) defines compensation as mechanism that
encourages and motivates managers to achieve organizational goals. Motivation is high willingness to make
efforts for organizational goals, conditioned by ability to satisfy individual needs. Robbins (1991) suggested that
motivation is: “…. The willingness to exert high levels effort toward organizational goals, conditioner by the
effort’s ability to satisfy some individual need”. Expectancy theory of Vroom (1964) says that employees will
be motivated to make high level of effort when they are confident that these efforts will result in a good
performance appraisal, good judgment will result organizational rewards such as bonuses, and increase in
employee benefits, or promotion and these awards will satisfy personal goals of employees. Results of research
on compensation and motivation by Ghazanfar et al. (2011), Khan and Mufti (2012), Ingalens and Rousell
(1999), and Rasheet (2010) show that compensation has significant effect on motivation. This study results are
based on expectancy theory of Vroom (1964). Therefore, hypothesis can be stated as follows:
H1: Compensation increase can strengthen motivation
Organizational commitment implies a sense of identification, engagement, and loyalty / fidelity. Nature of one's
relationship to organization is indicated by consistence with an organization's goals, keen to maintain
membership in organization, willingness to try your best in organization interest, trust and strong acceptance to
values and goals of organization (Gibson, Ivancevich, and Donnelly, 1982). Previous studies result on effect of
organizational commitment on compensation that proposed by Anvari et al. (2011), Nawab and Bhatti. (2011),
Paik, Y. S. et al (2007), Rashid et al. (2003); Susanto (1997), Steers (1998) show that compensation has a
significant effect on organizational commitment. The results of this study are based on equity theory of Adams
(1965), two - factor theory of Herzberg (1959). Therefore, hypothesis can be stated as follows:
H2: Compensation increase can strengthen Organizational Commitment.
Robbins (1996) says that people do what they do to achieve goal. Before they work, they look for
salary and benefits. There are many types of rewards, for example: increase of salary, employee benefits or
preferred job assignments. All types of rewards are controlled by organization. Lawler III. et al. in Dunette and
Hough (1992) says that important role of organizational control (discretion under control) is through rewards
control to influence employee behavior. Robbins (1996) consistent with Gibson (1996) to divides two types of
benefits in form of extrinsic and intrinsic rewards. Robbin further divide extrinsic rewards as follows: a. Direct
Compensation, b. indirect compensation, c. non money reward. Compensation as bonuses based solely on total
company profit or business unit profit, or some mixture of two bonuses to connect the unit to performance of
manager 's decision and actions are more have direct effect of his own unit to work on other business units
(Anthony et al. , 2000) Javed et al. (2010) stated relationship of employee performance to compensation is
positive. Collins et al. (2005) also found that HR effective practices affect on employee performance.
Teclemichael and Soeters (2006) has found that compensation significantly affect on employee performance.
Description from Javed (2010), Gungor, et al. (2011), Gibson (1996), Marwat et al. (2009) show a positive
effect between compensation and employee performance. This is supported study of Collins et al (2005) ;
Teclemichael and Soeters (2006) ; Ines et al. (2010), John et al. (2003) ; Shon et al. (2009) ; Javed et al. (2010),
Gungor, et al. (2011), Marwat et al. (2009), Soeters et al. (2006) which states that compensation has a positive
effect on employee performance. The results of this study are based on Vroom’s expectancy theory, path - goal
model and social cognitive theory. Therefore, hypothesis can be stated as follows:
H3: Compensation increase can improve employee performance.
Herzberg et al. (1959) in Tietjen and Myers (1998) has argued that employee work motivation can be
understood as employee’s attitude. That is, internal concept of attitude is derived from state of mind, if state of
mind is concerned, manager will get information about pragmatic motivation of workers. Motivated workers
will give a boost involvement in various activities to achieve organizational commitment. Mowdey, Porter &
Steers (1982) imposes organizational commitment limits as relative strength of an individual to identify himself
into part of organization's involvement. It can be characterized: acceptance of organization values and goals,
readiness and willingness to strive on behalf of organization, and desire to maintain membership in organization
(being part of organization). Previous research result on motivation and organizational commitment was
proposed by Kanchana et al. (2011), Daif and Yusop (2011). These study tries to apply a model of Commitment
to Change (C2C) from Herscovitch and Meyer (2002) and Raza et al. (2011), Choong Y. et al. (2011) that
motivation significantly affect on organizational commitment. Therefore, hypothesis can be stated as follows:
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H4: Stronger motivation can strengthen Organizational Commitment.
Keith Davis in Mangkunegara (2004) describes an equation relationship between performance and motivation
and ability. Gibson et al. (1994) argued that employee’s performance is work result that achieved by individual
in relation to his position in organization. Meanwhile, Kast et al. (2002) explain entire performance of business
organization objectives. For lower level managers, performance is helping to achieve overall target mission.
Organizational task of each management unit is to achieve measurable performance with criteria relevant.
Previous research on motivation and employees performance was done by Nawab et al. (2011), Akuoko and
Donkor (2012), Sofat (2012), Kaymaz et al (2011), Menshah et al. (2011) that motivation significantly effect
performance. This study results are based on Vroom’s expectancy theory, equity theory (Adams, 1965), Need Hierarchy Theory (Maslow, 1943). Therefore, hypothesis can be stated as follows:
H5: Stronger motivation can improve employee performance.
Organizational commitment is related to one total involvement to organization, both cognitive and
affective. Cognitive engagement includes views or one perception to organization which then guides relevant
interested and accept values, goals and objectives of organization, and from here then continues to affective
involvement that manifests itself in form of a desire and willingness to do best for organization, including
together with organization. Worley (2005) said that within organization's life, commitments can obtained from
several levels of organization, including employees who directly involved and upper or middle level managers.
Involvement in work will improve performance. Research results show organizational commitment affect on
employee performance. It is supported by findings of Samad (2011). This study adopts Hertzberg’s duality
theory, Khan et al (2011), Rod et al. (2010), Park et al. (2006), which concluded that there is significant
relationship between organizational commitment and employee performance. Based on study, theory and
empirical description above, high commitment organizational affect to increase employee performance.
Therefore, hypothesis can be stated as follows:
H6: Stronger organizational commitment can improve employee performance.
Direct effect hypothesis can be used as a basis to determine indirect effect. This study proposed five indirect
effect hypotheses as follows.
H7.
Compensation affect on Organizational Commitment through Motivation
H8.
Compensation affect on Employee Performance through Motivation
H9.
Compensation affect on Employee Performance through Organizational Commitment
H10.
Compensation affect on Employee Performance through Motivation and Organizational Commitment
H11.
Motivation affect on Employee Performance through Organizational Commitment

II.

RESEARCH METHODS

This research is research explanatory type. An explanatory study generally aims to explain position of
variables studied and effect of one variable to another variable (Sugiyono, 2002). The research location is
Kendari in Southeast Sulawesi Province with research object is Local Revenue (LR) in Kendari. Research
period is 3 months. This study population are Local Revenue management in Kendari as many as 1,394 people
that scattered in several LAWU. Samples selection for each LAWU/ Local Agencies are conducted by
proportional random sampling technique. That is LAWU/Local Agencies be numbered based on samples
number proportion of each LAWU/Agencies. Total respondents are 126. This study used Likert scale
measurement. Primary data is obtained directly from respondents those employees in Local Revenue (PAD)
Kendari through questionnaires that distributed and completed by respondent. Addition of secondary data also
obtained from Local Revenue Management in Kendari or related institutions and relevant to research needs.
Data is analyzed by Structural Equation Model (SEM) using AMOS 16 software.

III.

ANALYSIS AND RESULTS

SEM Assumptions Test
Data outliers test was done by Mahalanobis method and if distance is significant (p < 0. 05), then data
is outliers. The analysis showed that all indicators have a range values that within reasonable limits, because
data used in this study is ordinal data, which has a range of values 1 to 5. That is, all the data is still in range of
Likert value or range of reasonable values. Normality multivariate distribution test was done by looking at value
of Critical Ratio (CR). If the value of Critical Ratio (CR) is no greater than zcritical = ± 1. 96, it can be said that
data is not normal distribution with an error rate of 5 %. Analysis shows value of CR = 2. 381, thus CR > zcritical.
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So data is not multivariate normal distribution. However, if taken 1 % error rate (zcritical = 2. 58), it can be said
that data are multivariate normal distribution. Thus it can be used to perform SEM multivariate analysis.
Linearity assumption was tested by Curve Fit method using SPSS 20. 0 software. Analysis showed that all
relationships among variables in structural model is linear, so linearity assumption in SEM analysis is fulfilled
[1]

[2]
[3]
[4]
[5]
[6]
[7]
[8]

SEM results can be said as fit if they are supported by empirical data, where only fit model that can explain results. Determining
weather a model is fit or not will require various models test with a typical test criteria. SEM model test criteria used were Chi Square, CMIN / DF, GFI, AGFI, TLI, CFI and RMSEA, with following decisions:
Chi- Square Statistic (X2) is 84. 258 (p = 0. 000). That is, the model SEM is good, because level of probability is less than 0,050.
Value cmin / df was 1. 819 where less than 2,000. This means that criteria cmin / df is good, because there are indications that model
and data was fit.
Goodness of Fit Index (GFI) both figures above show good model requirements (0,900). GFI calculation result is equal to 0. 906. This
means that model is good (better fit) because of its GFI values greater than 0. 900 (0. 906 ≥ 0. 90).
Adjusted Goodness of Fit Index (AGFI) shows the results of above conditions are not good models for AGFI 0. 847 < 0. 900.
Tucker Lewis Index (TLI) is 0. 948 which is close to value of requirements model (0. 950). Thus by TLI indicators show the model
approach is good.
Comparative Fit Index (CFI) is 0. 962 or above the model requirements of 0. 950. Thus indicators is a good model.
Root Mean Square Error of Approximation (RMSEA) is 0. 081 which is close to 0. 080. Therefore, based on indicators RMSEA, the
model was good.

Factor loading value indicates the weight of each indicator as a measure of each variable. Indicator with a large
factor loading indicates that indicator is strongest (dominant). Goodness of fit test for overall model of three
indicators of compensation is significant to measure compensation (X1) with (X1. 2) is dominant. Three
indicator of motivation is significant to measure motivation achievement variable with Disabilities (Y1. 1) is
dominant indicator. Three indicator of Organizational Commitment is significant to measure Organizational
Commitment (Y2) and Affective (Y2. 1) is dominant indicator. All three indicators of employee performance is
a significant to measure employee performance (Y3) and Time (Y3. 3) is dominant indicator.
Results of Hypothesis Testing
Hypothesis testing result using Structural Equation Modeling (SEM) revealed that five hypotheses is
significant and one hypothesis is insignificant. Hypothesis testing is done by looking at standard coefficient
values of t test and significance relationship of independent variables and dependent variable partially.
Hypothesis testing results are shown in Table 1 below.
Table 1 Hypothesis Testing Results
Independent Variable

Dependent Variable

Path
Coefficient

P- Value

Description

0,832

<0,001

Significant

0,477

0,004

Significant

Compensation (X1)

Motivation (Y1)

Compensation (X1)

Organizational
(Y2)

Compensation (X1))

Kinerja Pegawai (Y3)

0,162

0,294

Insignificant

Motivation (Y1)

Organizational
(Y2)

0,407

0,012

Significant

Motivation (Y1)

Employee Performance (Y3)

0,457

0,002

Significant

Employee Performance (Y3)

0,367

0,001

Significant

Organizational
(Y2)

Commitment

Commitment

Commitment

Sources: Primary data (processed) 2012 (Appendix 6)

www. ijbmi. org

70 | Page

Effect of Compensation on Motivation, Organizational…
Model relationship between independent and dependent variable are presented in Figure 2.
Figure 2. Diagram of Path Hypothesis Test

Description: s = Path significant, ns = non- significant path
Path coefficient the direct effect of Compensation on Motivation is 0. 832 with p-value = 0. 001. Because p value < 0. 05, then hypothesis H1 is accepted. Positive and significant coefficient means that relationship
between the two variables is unidirectional and meaningful. This means higher compensation will significantly
increase employee motivation of Local Revenue Management in Kendari. Path coefficient the direct effect of
compensation on organizational commitment is 0. 407 with p - value = 0. 004. Because p - value < 0. 05, then
hypothesis H2 is accepted. Positive and significant coefficient means that relationship between the two variables
is unidirectional and meaningful. This means that higher compensation will increase organizational commitment
Local Revenue Management in Kendari. Path coefficient the direct effect of employee compensation on
performance is 0. 162 with p - value = 0. 294. Because p - value> 0. 05, then hypothesis H3 is rejected.
Coefficient is positive but insignificant means that relationship between the two variables in same direction but
not significant. This means higher compensation will improve employee’s performance of Local Revenue
Management in Kendari, but the increase is insignificant.
Path coefficient the direct effect of Motivation on Organizational Commitment is 0. 407 with p - value = 0. 012.
Because p - value < 0. 05, then hypothesis H4 is accepted. Positive and significant coefficient means that
relationship between the two variables is unidirectional and meaningful. This means motivation increase will
increase Organizational Commitment of Local Revenue Management in Kendari. Path coefficient the direct
effect of employee performance is 0. 457 with p - value = 0. 002. Because p - value < 0. 05, then hypothesis H5
is accepted. Positive and significant coefficient means that relationship between the two variables is
unidirectional and meaningful. This mean higher motivation will significantly improve employee performance
of Local Revenue Management in Kendari. Path coefficient the direct effect of Organizational Commitment on
employee performance is 0. 367 with p - value = 0. 011. Because p - value < 0. 05 then hypothesis H6 is
accepted. significantly. This means higher Organizational Commitment will significantly increase employee
performance of Local Revenue Management significantly.
Table 1 below will show indirect effect between variables study.
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Table 1. Indirect effect between Research Variables

Independent
Variable

Dependent Variable

Intervening Variable

Path
Coefficient

Description

Compensation
(X1)

Organizational
Commitment (Y2)

Motivation (Y1)

0,338

Significant

Motivation (Y1)

0,380

Compensation
(X1)

Employee performance
(Y3)

Significant

Organizational
Commitment (Y2)

0,175

0,124

Compensation
(X1)

Employee performance
(Y3)

Motivation (Y1) And
Organizational
Commitment (Y2)

Motivation (Y1)

Employee performance
(Y3)

Organizational
Commitment (Y2)

Significant

0,149
Significant

Source: Primary Data Processed, 2012 (Appendix 6)
Table 1 show indirect effect between variables in this study, namely:
[1] Indirect effect of Compensation (X1) on Organizational Commitment (Y2) through Motivation (Y1) is
equal to 0. 338 and significant. This means that motivation increase can significantly strengthen
organizational Commitment that triggered by high compensation at Local Revenue Management in
Kendari.
[2] Indirect effect of compensation (X1) on employee performance (Y3) through Motivation (Y1) is equal to 0.
380 and significant. This means employee motivation increase can significantly improve employee
performance that triggered by presence of high compensation at Local Revenue Management in Kendari.
[3] Indirect effect of compensation (X1) on employee performance (Y3) through Organizational Commitment
(Y2) is equal to 0. 175 and significant. This means higher Organizational Commitment can significantly
improve employee performance that triggered compensation at Local Revenue Management in Kendari.
[4] Indirect effect of Compensation (X1) on employee performance (Y3) through Motivation (Y1) and
Organizational Commitment (Y2) is equal 0. 124 and significant. This suggests that higher motivation and
Organizational Commitment can significantly improve employee performance triggered high compensation
at Local Revenue Management in Kendari.
[5] Indirect effect of motivation (X1) on employee performance (Y3) through Organizational Commitment
(Y2) is equal to 0. 149 and significant. This indicates higher Organizational Commitment can significantly
improve employee performance that triggered motivation increase at Local Revenue Management in
Kendari.

IV. DISCUSSION OF RESULTS
Effect of Compensation on Motivation
Analysis results the direct effect of compensation on Motivation show positive and significant path
coefficient. This suggests that compensation affect on motivation. Positive path coefficient means that there is
unidirectional relationship between compensation and motivation. Compensation with indicators of salary,
incentives and benefits will increase motivation at Local Revenue Management in Kendari. This study finding
reinforces expectancy theory of Vroom (1964) which says that employees will be motivated to expend high
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levels effort when they are confident that these efforts will result good performance appraisal. These results are
consistent with previous studies of Ghazanfar et al. (2011), Vecchio et al. (2010), Khan and Mufti (2012).
Adversely, of this study are inconsistent with Igalens and Rousell (1999) that flexible pay and benefits can not
motivate employees.
Effect of Organizational Commitment Against Compensation
Analysis results the direct effect of Compensation on Organizational Commitment show significant and
positive path coefficient. This suggests compensation affect on Organizational Commitment. Positive path
coefficient means that there is a relationship between the directions of Compensation with Organizational
Commitment. Compensation with indicator of salaries, incentives, and benefits will have strong effect on
Organizational Commitment at Local Revenue Management in Kendari. This study finding reinforce equity
theory (Adam, 1965) that if employee receive same compensation as others for similar contributions, employees
will believe that they are treated fairly and deserve. This study finding reinforce two - factor theory (Hertzberg,
1959) that job satisfaction as a function of motivators that provide job satisfaction and hygiene. These results are
consistent with results of by Anvari et al. (2011), Nawab and Bhatti. (2011), Armstrong and Murlis (1994).
Adversely, Paik, Y. S. et al (2007) found a gap compensation received by Korean workers expatriate and local
workers of Mexico increase affective commitment, and but for continuance commitment was not significant.
Employee Compensation Effect on Performance
Analysis results the direct effect of compensation on employee performance show positive but
insignificant path coefficient. This suggests that relationship between compensation and employees performance
in same direction but insignificant. Higher compensation makes employee’s performance of Local Revenue
Management in Kendari will increase but the increase is not real. Interviews result with some respondents who
became Local Revenue Management show they felt less meet expectations, does not correspond to work hard
that has been done in order to increase Local Revenue. Basis of calculation of employee compensation was
complained in this case because of perceived unfair compensation calculation system based on job title or job.
This study finding do not support expectancy theory (Vroom, 1964) which says that employees will be
motivated to expend high levels of effort when they are confident that these efforts will result a good
performance appraisal, good judgment will resulted in organizational reward. This study result support research
of Ryan et al (2003). Instead, this results are inconsistent with results study of Javed et al. (2010), Gungor, et al.
(2011) Marwat et al. (2009), Soeters et al. (2006), Ines et al. (2010), John et al. (2003), Rashid et al, (2003) that
there is a positive and significant relationship between compensation and employee performance.
Effect of Motivation on Organizational Commitment
Analysis results the direct effect of Motivation on Organizational Commitment show significant and
positive path coefficient. This suggests that motivation affect on Organizational Commitment. Positive path
coefficient means that there is a relationship between directions of Motivation with Organizational
Commitment. Motivational with indicators of Achievement Requirements, Needs and Requirements Power
Affiliated will strengthen Organizational Commitment at Local Revenue Management in Kendari. This study
finding reinforce theory of Luthans (1996) that individual commitment is demonstrated by her involvement in
organization, particularly believe or trust to organization goals and values, helping businesses to achieve
organizational goals. This study support previous research of Daif and Yusop. (2011), Kanchana et al. (2011),
and Choong Y et al. (2011).
Effect of Employee Motivation on Employee Performance
Analysis results the direct effect of motivation on employee performance values show significant and
positive path coefficient. This suggests motivation affect on employee performance. Positive path coefficient
means that there is a unidirectional relationship between motivation and employee performance. Motivation
with indicator of achievement need, affiliation need and power needs have high effect on employee’s
performance of Local Revenue Management in Kendari. This study finding reinforce earlier theories as equity
theory (Adam, 1965) that if employees feel they receive same compensation as others for similar contributions,
they will believe that they are treated fairly and deserve. Two - factor theory (Hertzberg, 1959) show that job
satisfaction as a function of motivators that provide job satisfaction and hygiene. Need - Hierarchy Theory
(Maslow, 1943) suggests that a person is motivated by several levels of needs that are arranged in a hierarchy
arrangement. The results of this study support previous research by Nawab et al. (2011), Akuoko and Donkor
(2012), Sofat (2012), Menshah et al. (2011).
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Effect of Organizational Commitment on Employee Performance
Analysis results the direct effect of Organizational Commitment on employee performance show
significant and positive path coefficient. This suggests that Organizational Commitment affect on employee
performance. Positive path coefficient means that there is unidirectional relationship between organizational
commitment and employee performance. Stronger organizational Commitment will improve employee’s
performance of Local Revenue Management in Kendari. This study finding reinforce the earlier theories as two
- factor theory (Hertzberg, 1959) that job satisfaction as a function of motivators that provide job satisfaction
and hygiene. The results are consistent with results of previous studies conducted by Samad (2011), Khan et al
(2011), Rod et al. (2010), Park et al. (2006).
Effect of Compensation on Organizational Commitment through Motivation
Analysis results the indirect effect of compensation on organizational commitment through motivation
show significant and positive path coefficient value of 0. 338. This means compensation increase can
significantly strengthen organizational commitment that triggered by motivation of Local Revenue Management
in Kendari. Path coefficient the effect of compensation on organizational commitment is 0. 477, compensation
on motivation is 0. 832, and motivation on organizational commitment is 0,407. Descriptive analysis of
motivation show employees good perception highest average scores for achievement need is 3. 95. It means that
employees perceive that they should confidence to organization's goals, belief to organization value, loyal to
organization, obey the work rules to prioritize work, prioritize superior and compete to reach that. Employees
perceive themselves already work hard through accomplishments in achieving organizational goals.
Effect of Compensation on Employee Performance through Motivation
Analysis results the indirect effect of compensation on employee performance through motivation
obtained significant and positive path coefficient value of 0. 380. This means compensation increase can
significantly improve employee performance that triggered by employee motivation of Local Revenue
Management in Kendari. Path coefficient the effect of employee performance compensation is 0,162,
compensation on motivation is 0. 832 and motivation on employee performance is 0. 457. Descriptive analysis
of motivation perceived by both employees with the highest average scores on achievement motivation of 3. 95.
It means that employees perceive their work to be in presence of confidence in organization's goals, the belief in
value of organization, loyalty to organization, obey the rules work ability to prioritize work, prioritize achieving
results stand out and compete in achieving results.
Effect of Compensation to Performance through Organizational Commitment
Analysis results the indirect effect of compensation on employee performance through organizational
commitment gained significant path coefficient value of 0. 175, this means increasing the compensation can
significantly improve employee performance with organizational commitment triggered by strong management
staff local revenue (PAD). Path coefficient the effect of compensation on employee performance is 0. 162,
compensation on organizational commitment is 0. 477 path coefficients effect of organizational commitment on
employee performance is 0,367. Descriptive analysis of organizational commitment was well perceived by
employees with highest mean score for normative of 4. 03. It means that employees perceive that strengthening
of organizational commitment is manifested by belief to organization goals, belief to organization value, loyal to
organization, obey to work rules.
Effect of Compensation on Employee Performance through Motivation and organizational commitment
Analysis results the indirect effect of compensation on employee performance through motivation and
organizational commitment show significant and positive path coefficient of 0. 124. This means that
compensation increase can significantly improve employees performance that jointly triggered by increasing
motivation and strong organizational commitment of Local Revenue Management in Kendari. Path coefficient
the effect of compensation on employee performance compensation is 0,162, compensation on motivation and
organizational commitment respectively 0. 832 and 0. 477, organizational commitment on employee
performance is 0. 367. Descriptive analysis of motivation and organizational commitment is perceived good
employee with the highest average scores on achievement motivation of 3. 95 and 4. 03 for normative. It means
that employees perceive their work to be in presence of confidence in organization's goals, the belief in value of
organization, loyalty to organization, obey the rules work ability to prioritize work, prioritize achieving results
stand out and compete in achieving results.
Effect of Motivation on Employee Performance through Organizational Commitment
Analysis results the indirect effect of motivation on employee performance through organizational
commitment show significant and positive path coefficient value of 0. 149. This means that increased
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motivation can significantly improve employee performance that triggered by organizational commitment of
Local Revenue Management in Kendari.

Path coefficient the effect of motivation on employee performance is 0. 457, motivation on organizational
commitment is 0. 407 and organizational commitment on employee performance is 0,367. Descriptive analysis
of organizational commitment is well perceived by employees with the highest mean score of 4. 03 on
normative. It means that employees perceive that strengthening of organizational commitment is manifested by
belief to organization goals, belief to organization value, loyal to organization, obey to work rules.

V. RESEARCH IMPLICATIONS
Theoretical Implications
Research findings of integrative models development create theory implication as follow:
[1] This study was able to build a theoretical model the effect of compensation, on Motivation, Organizational
Commitment, and employee performance. This model is also able to explain that compensation directly or
indirectly affect on employees performance through motivation and Organizational Commitment.
[2] This study results demonstrate that compensation plays an important role to improve employee performance
through motivation increase and Organizational Commitment reinforcement.
[3] This study results also proves that although direct effect of compensation on employee performance is not
significant, but indirect effect that mediated by motivation and organizational commitment show significant
results
[4] Compensation is a predictor in improving employee performance. It does not mean that leader can directly
affect employee’s performance but require Compensation that reasonable and fair so trigger employee
performance improvement.
Practical Implications
This study results can be used as useful information for managers to provide an understanding for
Local Revenue Management about important effect of compensation, which implementing holistically with
Motivation and Organizational Commitment in effort to improve employee performance at Local Revenue
Management in Kendari. Aspects of adequate compensation, reasonable and fair incentives in particular, should
be concerned in order to improve employee performance. In addition, key determinants of any other variable
should be concerned by Local Revenue Management in Kendari to make appropriate policies in managing Local
Revenue.
Research limitations
[1] Researchers are civil servants (PNS) in Kendari City. Therefore, it possible the respondents fill out
questionnaire by looking at background of researcher to provide a subjective answer.
[2] Research object is limited to civil servants at Kendari local government, so this study results can not
generalize to other areas.
[3] This research was conducted in a local that has a different culture to other regions. Further research should
be done on areas that have different cultures to improve validity and generalizability of this study.
[4] Variables affecting compensation in this study is limited to motivation, organizational commitment and
employee performance variables. Future researches still have opportunities to add relevant variables.

CONCLUSION
Based on research results, discussion, and interpretations that have been described above, it can be concluded as
follows:
[1]
[2]
[3]

[4]

Compensation with indicators of salaries, incentives and benefits will play important role to increase
employee motivation in Local Revenue Management. It reflected by achievement and affiliation need.
Compensation capable to strengthen organizational commitment of employees at Local Revenue
Management that realized by affective, normative and continuation commitment.
Compensation less contribute to improve employee performance that realized by quantity, quality, and
time. It means that high compensation that inconsistent with conditions employee salaries, incentives and
benefits are not always able to boost employee performance.
Motivation with indicators of achievement need, affiliation need and power need were able to strengthen
organizational commitment.
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[5]
[6]
[7]

Motivation play important role to improve employee performance. This means that high motivation will
provide a very significant meaning to improve employee performance.
Organizational commitment capable to improve employee performance that seen from quality, quantity
and employee time.
Direct effect relationship between compensation and employee performance at Local Revenue
Management in Kendari is positive but not significant. This contrasts with effect of indirect relationships
that mediated by motivation and organizational commitment. Employee performance will increase when
mediated by motivation and organizational commitment, either partially or jointly.

SUGGESTION
Based on study results, researchers gave some suggestion that need to be enhanced both by theoretical and
practitioners, among others are:
[1] Government, especially LAWU of Local Revenue Management in Kendari need to formulate a model that
involving relevant components to provide an understanding of fair compensation, deserve and fair as a basis
for employee performance improvement with regard to motivation and organizational commitment.
[2] Performance-based compensation system should applied at LAWU of Local Revenue Management in
Kendari. This system can: 1) Enforcing organization norms, 2) Motivating employee performance at Local
Revenue Management in Kendari, 3) Recognizing the differences in contributions. In order for this system
can be implemented effectively, then three things must be considered: 1) Determination and measurement
of performance, 2) Determination of benefits, 3) Gaining acceptance from employees.

REFERENCES
[1]
[2]
[3]
[4]
[5]
[6]
[7]
[8]
[9]

[10]
[11]
[12]
[13]
[14]
[15]
[16]
[17]
[18]
[19]
[20]
[21]
[22]
[23]
[24]
[25]

Asnawi, Sahlan. 1999. Aplikasi Psikologi Dalam Manajemen Sumber Daya Manusia Perusahaan. Pusgrafin Jakarta.
Allen, N. J. and Mayer, J. P. 1991. Athree-component conceptualization of organizational commitment. Human Resource
Management Review. 1: 6186.
1996. Affective, continuance, and normative commitment to the organization: an examination of construct validity. Journal of
Vocational Behavior. 49 : 252-276.
1990. The measurement and antecedents of affective and normative commitment to the organization. Journal of Occupational
Psychology. 63 :1-18.
Alatrista,J and Arrowsmith, J. 2004. Managing employee commitment in the not-for-profitsector. Persumed Review Vol. 33
No. 5. 2004 pp. 536-548. Emerald Group Publishing Limited.
Akuoko, K. O and Dounkor, Doris. 2012. Motivation and Performance of Teachers in Slected Second Cycle Institutions in the
Ejitsu-Juaben Municipality, Ashanti Region, Ghana. International Journal of Business and Management tomorrow.VOL. 2 No. 9.
Al-Meer,
A.
A.
1989.
Organizational
commitment:
a
comparison
of
Westerners, Asians and Saudis. International Studies of Management and Organization. 19 (2) : 74-84.
Armstrong, Michael, & Helen Murlis. 1994, Reward Management; A Hand book of Remuneration Strategy & Practice, 3 rd ed.
London, Kogan Fage Limited, 1994.
Anvari R. , Amin. S. M, Ahmad U. N. U. ,Seliman S. , Garmsari. 2011. The relationship between strategic compensation
practices and affective organizational commitment” Interdisciplinary Journal of Research in Business. Vol. 1, Issue. 2, Pebruary
2011 (pp. 44-55).
Anderson, E. and Oliver, R. L. 1987. Perspectives on behavior-based versus outcome-based salesforce control systems. Journal
of Marketing. 51. October : 76-88.
Appelbaum,S. ,. 2004. Organizational citizenship behavior: a case study of culture, leadership and trust, Management Decision
42 (1): 13-40.
Arikunto, Suharsimi, 2000. Prosedur Penelitian, Suatu Pendekatan Praktek, PT. Bhineka Cipta, Jakarta.
Avantini, A. V, 2001. Pengaruh Gaya Kepemimpinan dan Tingkatan
Budaya Terhadap Prestasi Keda Karyawan. Tesis tidak diterbitkan
Program Studi Ilmu Administrasi Niaga, Program Pascasarjana
Universitas Brawijaya, Malang.
Barringer, Melliso W. , Sturman, Michael C. 1998. The effects of variable work arrangements on the organizational commitment
of contingent workers, Working Paper Series No. 98-02, Cornell University.
Bernandin, H. John & Russel. Joyce E. A. 1993. Human Resources Management. McGraw Hill Inc. Singapore.
Becker, T. E. , Bilings, R. S. Eveleth, D. M. & Gilbert, N. L. 1996. Foci and bases of employee commitment implications for job
performance. Academi of Management Journal. 39 (2) : 464-482.
Behrman, D. N. and Perreault, W. D Jr. 1984. A role stress model of the performance and satisfaction of industrial salespersonns
Journal of Marketing. 48:9-21.
Benkhoff, B. 1997. Disentangling organizational commitment: the dengers of the OCQ for research and policy. Personnel
Review. 26. 1/2 : 114-131.
1997. Ignoring commitment is costly: new approaches established the missing link between commitment and performance.
Human Relations. 5 (6) 701-726.
Boyle, B. A. 1997. A multi-dimensional perspective on salesperson commitment", Journal of Business & Industrial Marketing.
12. (6): 354-367.
Brett, J. F. , Cron, W. L. . & Slocum, J. W. Jr. 1995. Economic dependency on work: a moderator of the relationship between
organizational commitment and performance. Academi of Management Journal. 38 (1) : 261-271.
Cable,
D.
M.
and
Judge,
T.
A.
(1997).
Interviewers'
perceptions
of
person-organization fit and organizational selection decisions.
Journal of Applied Psychology. 82 (4) : 546-561.
Chatman, J. A. 1989. Improving interactional organizational reseach: a model of person-organization fit. Academy of
Management Review. 14 (3) : 333-349.

www. ijbmi. org

76 | Page

Effect of Compensation on Motivation, Organizational…
[26]
[27]
[28]
[29]
[30]
[31]
[32]
[33]
[34]
[35]
[36]
[37]

[38]
[39]
[40]
[41]

[42]
[43]

[44]

[45]
[46]
[47]
[48]
[49]
[50]
[51]

[52]

[53]
[54]
[55]

[56]
[57]
[58]
[59]

[60]

1991. Matching people and organizations: selection andsacialization in public accounting firms. Administrative Science
Quarterly. 36 (3) : 459-485
Chen, Z. 2001. Further investigation of the outcomes of loyalty to supervisor: job satisfaction and intention to stay. Journal of
Managerial Psychology 16 (6): 650-660.
Cheng, Y. and Kalleberg, A. 1996. Employee job performance in Britain and the United States. Sociology. 30 (1) : 115-129.
Choong, Y dan Wong, K. 2011. Intrinsic Motivation and Organizational Commitment in the Malaysia Private Higher Education
Institutions: An Empirical Study. International Refereed Journal. Vol. -II, Issue-4 Oct. 2011(91).
Chia, R. K; Mei L. uk, V. W;Tang, T. L. P. 2002. Retaining and motivating employess Compensation preferences in Hongkong
and China. Personnel Review 31 (4): 402-431.
ChLang, Y. T. , R. 0 Church. , J. Zikic. 2004. Organizational culture, groupdiversity and intra-group conflict. Team Performance
Management 10 (1/2): 26-34.
Churchill, G. A. Jr. , Ford, N. M. , Hartley, S. W. and Walker, O. C. Jr. 1985. The determinants of sales person performance- a
meta-analysis. Journal of Marketing Research. 22 : 103-118.
Cole, N. D. , D. H. Flint. 2004. Perceptions of distributive and procedural justice in employee benefits: flexible versus traditional
benefit plans, Journal of Managerial Psychology 19 (1): 19-40
Connell, J. , N. Ferres. , T. Travaglione. 2004. Engendering trust in manager-subordinate relationships: predictors andoutcomes.
Personnel Review 32 (5): 569-587.
Cravens, D. W. , Ingram, T. M. , LaVorge, R. W. and Young, C. E. 1993. Behavior-based versus outcome-based salesforce
control systems. Journal of Marketing. 57 : 47-59.
Crewson, P. 1997. Publik service motivation : Building empirical evidence of incidence and effect. Journal of Public
Administration Research and Theory. 7 : 499-518.
Cropanzano, R. and Greenberg, J. 1997. Progress in organizational justice: tunneling through in maze, in Cooper, C. L. and
Robertson, I. T (Eds). International Review of Industrial and Organizational Psychology, John Wiley, New York, NY. p. 317372.
Daif, Khalid and Norhafezah Yusof, 2011. Change Higher Learning Institutions: Lecturers’ Commitment to Organizational
Change (C2C); International Journal of Business and Social Science
Vol. 2 No. 21 [Special Issue – November 2011]
Daniel, W. W. , Terrell, J. C. 1989. Business statistics for management and economics, Boston: Hougton Miff 'in Company.
DeConinck J. B. ,Stilwell C. D. ,Broc A. B. 1996. A construct validity analysis of scores on measures of distributive justice and
pay satisfaction. Educational and Psychological Measurement 56 (6):1026-1036.
Deshpande, R. and Farley, J. 1999. Executive insights; corporateculture and market orientation; comparing Indian and Japanese
firm. Journal of International Marketing, 4 (71). 111-127. and Webster, F. E. Jr. 1989. Organizational cultureand marketing:
defining the research agenda. Journal of Marketing. 53 : 3-15.
Dessler, G . 1997. Manajemen sumber daya manusia, Jilid 1 dan 2. Jakarta: PT Prenhallindo.
DuffyR.
,A.
Feame
and
S.
Homibrook.
2003.
Measuring
distributive
and
procedural
justice:
An
exploratory
investigation
of
the
fairness
of
retailer-supplier
relationships in the UK food industry. British Food Journal 105, (10): 682-694.
Faulk III, Lary H 2002, Pay satisfaction Consequences: Development and test of a theoritical model Ph. D dissertation of the
Graduate Faculty of Lousiana State University and Agricultural and Mechanical College in the interdepartmental program of
Business Administration.
Ferdinand, A. 2002. Structural equation modelling dalam penelitian manajemen, Semarang: Badan Penerbit Universitas
Diponegoro.
Flippo, Edwin B. Personnal Management: 6 th Edisi Singapore: Mc Graw-Hill, Inc. ,1984.
Ferris, K. 1981. Organizational commitment and performance in professional accounting firms Accounting, Organisations and
Society. 3 (4) ; 317-325.
Folger, R. and Konovsky, M. A. 1989. Effects of procedural and distributive justice and reactions to pay raise decisions.
Academy of Management Journal. 32 (1) : 115-130.
Forest, Virginie . 2008. Performance-Related Pay and Work Motivation:Theoretical and Empirical perspective for the French
Civil Service. International Review of Administrative Science. Vol. 74: 325-339.
Friday
S.
S
&
Friday
E.
2003.
Racioethnic
perceptions
of
job
characteristics
and
job satisfaction. Journal of Management Development 22 (5): 426-442.
Gardner, Timothy M. , Moyinihan, Lisa M. , Park, Hyeon Jeong. Wright, Patrick M. 2001. Beginning to unlock the black box in
the HR firm performance relationships: The impact of HR practices on employee attitudes and employee outcomes. Working
Paper Series 01 -12, Cornell University.
Ghazanfar, Faheem; Shuai Chuanmin; Muhammad Mahroof Khan and Mohsin Bashir, 2011, A Study of Relationship between
Satisfaction with Compensation and Work Motivation, International Journal of Business and Social Science Vol. 2 No. 1;
January 2011.
Gibson, Ivancevich & Donnely. 1997. Organisasi, Jilid 1 dan 2, Edisi kedelapan, Jakarta: Bina. rupa Aksara.
Gilliland, S. W. 1994. Effects of procedural and distributive justice on reactions to a selection system. Journal of applied
Psychology. 79 : 691-701.
Greenberg, J. 1986. Determinants of perceived fairness of performance evaluation. Journal of Applied Psychology. 71: 340-342.
M37. Reactions to procedural injustice in payment distnoui;oos: do the end justify the means. Journal of Applied Psychology. 72 :
55-61.
1990. Organisational justice: yesterday, today and tomaorrow. Journal of Management 16 : 399-432.
Gungor, Pinar. 2011. The Relationship between Reward Management System and Employee Performance with the Mediating
Role of Motivation: A Quantitative Study on Global Bank. Procedia Social and Behavioral Sciences 24 (2011) 1510-1520.
Grover, S. L. and Crooker, K. J. 1995. Who appreciates family-responsive human resource policies : The impact of famlyfriendly policies on the organizational attachment of parent and non- parent. Personnel Psychology. 48 : 271-288.
Heneman, H. G. , and Judge, T. A. 2000. Compensation attitudes. Rynes, S. L. Gerhart, B. (Eds. ), Compensation ang
organizations: Current Research and Practice. Jossey-Bass. San Francisco. CA. 61-103. and Schwab, D. P. 1979. Work and
rewards theory. In D. Yoder & H. G. Heneman Ji-. (Eds). ASPA handbook of personnel industrial relation. 1-22. Washington,
DC. Bureau of National Affairs.
Heneman, H. G. III and Schwab, D. 1985. Pay satisfaction: its multidimensional nature and measurement. International Journal
of Psychology. 20: 129-141.

www. ijbmi. org

77 | Page

Effect of Compensation on Motivation, Organizational…
[61]
[62]
[63]
[64]
[65]
[66]
[67]
[68]
[69]
[70]
[71]
[72]
[73]

[74]
[75]
[76]

[77]
[78]
[79]
[80]
[81]
[82]
[83]
[84]
[85]
[86]
[87]
[88]
[89]
[90]
[91]
[92]
[93]
[94]
[95]
[96]
[97]

[98]
[99]

Hofstede, G. 1998. Attitude, values and organizational culture: disentangling the concepts. Organization Studies. 19 : 477-492.
House, R. J. , Shane, S. A. and Herold, D. M. 1996. Rumors of the death of
dispositional research are vastly exaggerated. Academy of Management Review. 21 (i) –
Igalens,
J.
,
Rousell
P.
1999.
A
study
of
the
relationships
between
compensation
package, work motivation and job satisfaction", Journal of Organizational Behavior 20 : 1003-1025.
Iverson, R. D. 1996. Employee acceptance of organizational change: the role of organizational commitment. The International
Joumal of Human Resource Management 7 (1): 122-149.
Javed, Sarah; Miqdad Ali Khan; Kamran Azam and Sohail Iqbal, 2010 Employees Compensation and Organizations Financial
Performance, Interdisciplinary Journal Of Contemporary Research In Business January, 2010 VOL 1, N O 9
Jehn, K. A. , Northcraft, G. B. & Neale, M. A. 1999. Why differences make a field study of diversity conflict, and performance in
work groups Administrative Science Quarterly. 44. 741-763.
Jernigan, I. E. , Beggs, Joice M. , Kohut, Gary F. 2002. Dimensions of work satisfaction as predictors of commitment type.
Joumal of Managerial
Psychology 17 (7): 564 -579.
Jewell, L. N & Siegall, M. 1990. Psikologi IndustrilOrganisasi Modem, Jakarta: Penerbit Arcan.
Jong, A. D. , Ruyter, K. D. , and Wetzels Martin. 2006. Linking employee confidence to performance: a study of self-managing
service teams. Journal of the Academy of Marketing Science. Vol. XX, No. X, Pages 1-12.
Johlke, M. C. , Dale F. Duhan, Roy D. Howell, Robert W. Wilkes. 2000. An integrated model of sales managers'communication
practices. Joumal of the Academy of Marketing Science 2C (2): 263-277.
Judge, T. A. 1993. Validity of the dimensions of the pay satisfaction questionnaire: Evidence of differential prediction. Personnel
psychology. 46. 331-355.
Junita, A, 2000. Analisis kausal keadilan prosedural, keadilan distributif, kepuasan kerja dan komitmen organisasi terhadap
kuantitas dan kualitas tenaga penjual (Studi pads Pedagang Besar Farmasi PT NVPD Soedarpo Corporation Wilayah Jakarta dan
Bekasi). Tesis tidak diterbitkan Program Studi Ilmu Administrasi Niaga, Program Pascasarjana Universitas, Universitas
Brawijaya, Malang.
Kalleberg, A. L. & Marsden, P. V. 1995. Organizational commitment and job performance in the US labor force. Research in the
Sociology of Work. 5 235-257,
Kamarzaman, 2000. Pengaruh budaya organisasi terhadap kinerja karyawan. Tesis tidak diterbitkan Program Studi Manajemen,
Program Pascasarjana Universitas Brawijaya, Malang.
Kanchana and Panchanatham, 2011, An Empirical study on factors influences the employees towards organizational commitment
in a private sector organization in India, COPY RIGHT © 2011 Institute of Interdisciplinary Business Research MAY 2011 VOL
3, N O 1
Khan dan Mufti . 2012. Effect of Compensation on Motivating Employees in Public and Private Bank of Peshawar. Journal of
Basic and Applied Scientific Research. , 2(5)4616-4623,2012.
Khan, M. R. , Ziauddin. , Jam,F. A. , Ramay. M. I. 2011. The Impact of Organizational Commitment on Employee job
Performance. European Journal of Social Science. Vol. 15, Number 3 (2010).
Kaymaz, Kurtuluş, 2011, Performance Feedback: Individual Based Reflections and the Effect on Motivation; Business and
Economics Research Journal Volume 2 Number 4 2011 pp. 115-134 ISSN: 1309-2448 www. berjournal. com
Keillor, B. B. , R Stephen Parker. , Charles E Petti ' John. 2000. Relationship- oriented characteristics and individual salesperson
performance, The Joumal of Business and Industrial Marketing 15 (1): 7-22.
Kerlinger, Fred N. 2002. Asas — asas penelitian behavioral, Landung R. Simatupang (penterjemah). H. J. Koesuemanto (editor)
Edisi ketiga, cetakan kedelapan, Gajah Mada University Press. Yogyakarta.
Kilmann, R. H. , Saxton, M. J. and Serpa, R. 1985. Gaining control of the corporate culture. Jossey-Bass, San Fransisco, CA.
Kirkman, Bradley L. , Shapiro, Debra L. 2001. The impact of cultural values on job satisfaction and organizational commitment
in self-managing work teams: The mediating role of employee resistance. Academy of Management Journal 44 (3): 557-569
Kistyanto, A, 2000. Pengaruh Persepsi Keadilan Kompensasi dan Kepuasan Kompensasi Terhadap Kineja Karyawan. Tesis tidak
diterbitkan Program Studi Ilmu Administrasi Niaga, Program Pascasarjana Universitas Brawijaya, Malang.
Kolberg, C. S. ,& Chusmir, L. H. 1997. Organizational culture relationships whith creativity and other job-related variables.
Journal of Business Reserch, 15, 397-409.
Konovsky, M. A. and Cropanzano, R. 1991. Perceived fairnes of imployee drug testing as a predictor of employee attitudes and
job performance. Journal of applied Psychology. 76 : 698-707.
Kristof, A. L. 1996. Person-organization fit: an integrative review of its conceptualizations, measurement and implications.
Personnel Psychology. 49 : 1-49
Lam, Terry. , Baum, Tom. , Pine, Ray. 2001. Study of managerial job satisfaction in Hongkong's Chinese restaurants.
International Journal of Contemporary Hospitality Management 13 (1): 35-42.
Lawler,E. E. III. 1971. Pay and organizational effectiveness. A psychological view. New York. McGrraw-Hill.
Lee, R. T. and Martin, J. E. 1996. When a gain comes at a price: pay attitudes after Changing tier status. Industrial Relations. 35
(2) : 218-226.
Lemons, Mary A. , Jones, Coy A. 2001. Procedural justice in promotions decisions: using perceptions of fairness to build
employee commitment. Journal of Managerial Psychology 16 (4): 268-280.
Leong, S. M. , Randoll, D. N. & Cote, J. A. 1994. Exploring the organizational commitment — performance. Journal of Business
Research. 29 (1) : 57-63.
Lin, Shao-Lung. , Hsieh, An-Tien. 2002. Constraints of task identity on organizational commitment. International Journal of
Manpower 23 (2): 151165.
Locke, E. A. 1969. What is job satisfaction?. Organizational Behavior and Human Performance. 4. 309-336.
Lok, P. , John Crawford. 2004. The effect of organisational culture and leadership style on job satisfaction and organisational
commitment: A cross- national comparison. Journal of Management Development 23, (4): 321-338.
Low, George S. , Cravens, David, W. , Grant, Ken, Moncrief, William C. 2001. Antecedents and consequences of salesperson
burnout. European Journal of Marketing 35 (5/6): 587 -611.
Lum,
Lillie,
Kervin,
John,
Clark,
Kathleen,
Reid,
Frank.
Simla,
Wendy.
1998. Explaining nursing tumcver intent: job satisfaction, pay
satisfaction, or organizational commitment?. Journal of
Organizational Behavior 19: 305320.
Lund, D. B. 2003. Organizational culture and job satisfaction. Journal of Business & lnd:istrial Marketing 18 (3): 219-236.
Mangkunegara, A. P. 2002. Manajemen Sumber Daya Allan Asia Perusahaan, Bandung: penerbit PT Rosda Karya.

www. ijbmi. org

78 | Page

Effect of Compensation on Motivation, Organizational…
[100]
[101]
[102]
[103]
[104]
[105]
[106]
[107]
[108]
[109]
[110]
[111]
[112]
[113]
[114]
[115]
[116]
[117]

[118]
[119]

[120]
[121]

[122]
[123]
[124]
[125]
[126]
[127]
[128]
[129]
[130]
[131]

[132]
[133]
[134]
[135]
[136]
[137]
[138]
[139]
[140]
[141]

Mangkuprawira, Syafri Tb. 2003. Manjemen Sumber Daya Manusia. Ghalia Jakarta.
Marihot, Hariandja TE. 2005. Manajemen Sumber Daya Manusia, Pengadaan, Pengembangan, Pengkompensasian dan
Peningkatan Produktifitas Pegawai. Gramedia Widiasarana Jakarta Indonesia.
Mathieu, J. E. & Zajac, D. M. 1990. A review and meta-analysis of the antecedents, correlates, and cosequences of organizational
commitment. Psychological Bulletin. 108 (2);171-194.
Manolopoulos, Dimitris. 2008. An evaluation of employee motivation in the extended public sector in Greece, Employee
Relations Vol. 30 No. 1, 2008. Pp. 63-85. Emerald Group Publishing Limited.
Mrayyan, M. T and AL-Faouri, I. 2008. Nurses’ career commitment and job performance: differences between intensive care
units and ward. Journal of Research in Nursing, January 2008 Vol. 13 No. 1 38-51.
Mathis, R. L. & Jackson, J. H . 2002. Manajemen Sumber Daya Manusia, Buku 1 dan 2, Jakarta: Penerbit Salemba Empat (PT
Salemba Emban Patric).
Martoyo, 2000. Manajemen Sumber Daya Manusia. BPFE Yogyakarta.
Manulang. M. 2002. Manajemen Sumber Daya Manusia Perusahaan. PT Remaja Rosda Bandung.
Mayer, R. C. , & Schoorman, D. F. 1992. Predicting participation and production outcomes though a two-dimensional model of
oeganizational commitment. Academy of Management Journal, 35. 671-684.
Marthin, I. B. , Puig, V. R. , Tena, A. E. , and Llusar,J. C. B. 2008. Human Resource flexibility as a mediating variabble between
high performance work systems and performance. Journal of Management, Oktober 2008 Vol. 34 No. 5 1009-1044
McFarlin. D. B. and Sweeney, P. D. 1992. Distributive and procedural justice as predictors of satisfaction with personal and
organizational outcomes. Academy of Management Juomal. 35 (3) : 626-637.
Meglino, B. M. , Ravlin, E. C. and Adkins, C. L. 1989. A work values approach to comparate culture: a field test of the vaiue
congruence process and its relationship to individual outcomes. Journal of Applied Psychology. 7 (3) 424-432.
1992. The measurement of work value congruence: a field study comparison. Journal of Management. 18 (1) : 33-43.
Mengdc, B. 1996. Evidence for Turkish industrial salespeople: Testing the applicability of a conceptual model for the effect of
effort on sales performance and job satisfaction. European Journal of marketing 30 (1): 33-51.
Meyer, J. P. 1997. Organisational Commitment, in Cooper, C. L. and Robertson, I. T. (Eds). International Review of Industrial
and Organizational Psychology. 12: 175-227.
Murty, W. A dan Hudiwinarsih G. 2012. Pengaruh Kompensasi, Motivasi dan Komitmen Organisasional terhadap Kinerja
Karyawan Bagian Akuntansi. The Indonesian Accounting Review. Vol. 2, No. 2, July 2012, pages 215-228.
Nawab, Samina; Komal Khalid Bhatti and Khuram Shafi, 2011, Effect of Motivation on Employees Performance;
Interdisciplinary Journal Of Contemporary Research In Business July 2011 Vol 3, NO 3.
Nawab, Samina & Bhatti, Komal. K. 2011. Influence of Employee Compensation on Organizational Commitment and Job
Satisfaction: A Case Study of Educational Sector of Pakistan. International Journal of Business and Social Science. Vol. 2.
8;May 2011.
Parker, Sharon K. 2007. That is my job’: How employees’ role orientation affects their job performance. Journal of Human
Relation, Maret 2007 Vol. 60 No. 3 403-434.
Paik, Yongsun, Parboteeah K. Praveen, Sim Wonshul. 2007. The relationship between perceived compensation, organizational
commitment and job satisfaction: the case of Mexican workers in the Korean Maquiladoras. The International Journal of Human
Resource Mangement 18: 10 Oktober 2007 1768-1781.
Rashid MZA, Sambasivan M, Rahman AA. 2003. The influence of Organizational Culture on Attitudes to ward Organizational
Change. Leadership and Organizational Development Journal Vol. 2. pp22-35
Raza, Mohsin Ali and Muhammad Musarrat Nawaz, 2011, Impact of Job Enlargement on Employees’ Job Satisfaction,
Motivation and Organizational Commitment: Evidence from Public Sector of Pakistan, International Journal of Business and
Social Science
Vol. 2 No. 18; October 2011
Robbins, Stephen P. 1991. Organizational Behaviour: Consept, Controversies and Applications. London: Prentice – Hall, Inc.
Robbins, Stephen P. 2002. Prinsip-Prinsip Perilaku Organisasi. Edisi Kelima, Jakarta; Erlangga, 2002.
Robbins Stephen P & Judge, Timothy A. 2007. Essentials of Organizational Behavior. Prentice- Hall PTR.
Sarwoto. 1991. Dasar-Dasar Organisasi dan Manajemen. Ghalia Jakarta.
Siswanto. 2001 Pengaruh Kompensasi terhadap Motivasi dan Dampaknya terhadap Kinerja Dosen. FE-UB 2001.
Siagian, Sondang, 1995. Manajemen Sumber Daya Manusia, Cetakan Keempat, Bumi Aksara, Jakarta. 1995.
Simamora, Hendry, 1995. Manajemen Sumber Daya Manusia. Edisi 1 Cetakan 1. Yogyakarta YKPN.
Sofat, Surbhi. 2012. Effect of Motivation on Employee Performance and Organizational Productivity. BIZ n BYTES- a quarterly
published Journal of Applied Management & Computer Science-ISSN No. (0976-0458).
Samad, Saminah. 2011. The Effects of job Satisfaction on Organizational Commitment and Job Perfomance Relationship: A
Case of Mangers in Malaysia’s Manufacturing Companies. European Journal of Social Science. Vol. 18, Number 4 (2011).
Steyrer, J. , Schiffinger, M. A. and Lang, Reinhart. 2008. Organizational commitment-A missing link between leadership
behaviuor and Organizational Performence . Scandinavian Journal of Mangement Vol. 24, issue 4, Desember 2008, pages 364374.
Tietjen, Mark A and Myers, Rober M. 1998. Motivation and Job Satisfaction. Management Decision, Vol. 36 155:4, 226-231.
Tubbs, M. E. & Dahl,J. G. 1991. On Empirical Comparison of Self-Report and Discrepancy Measures of Goal Commitment.
Journal of Applied Psychology. 76. 708-716.
Tulus, Muh. Agus. 1996. Manajemen Sumber Daya Manusia: Buku Panduan Mahasiswa. PT. Gramedia Pustaka Utama, Jakarta.
Vecchio, Susan Del and Judy Wagner, 2010. Motivation and monetary incentives: A closer look. Journal of Management and
Marketing Research.
Wibowo, 2010. Manajemen Kinerja; Edisi Ketiga Rajawali-Pres Jakarta
Yaqin, N, 2003. Pengaruh Beberapa Variabel Budaya Organisasi Terhadap Kinerja Karyawan PT. Petinkimia Gresik. Tesis tidak
Diterbitkan Program Studi Manajemen, Program Pascasarjana Universitas Brawijaya, Malang.
Yousef, Darwin A. 1998. Satisfaction with job security as a predictor of organizational commitment and job performance in, a
multicuitural environment. International Joumal af Manpower 19 (3): 164-194.
2000. Organizational commitment: a mediator of the relationships of leadership behavior with job satisfaction and performance
in a non-western country. Journal of Managerial Psychology 15 (4): 6-28.
2002. Job satisfaction as a mediator of the relationship between role stressor and organizational commitment : A study from an
Arabic cultural perspective. Journal of Managerial Psychology 17 (4): 250-266.
Undang-Undang Republik Indonesia Nomor 28 Tahun 2009 Tentang Pajak Daerah dan Retribusi Daerah, Penerbit Harvarindo
2009.

www. ijbmi. org

79 | Page

