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Abstract 

 
In companies engaged in hospitality services, where contact between employees and guests is relatively 
intensive, employee motivation will be a determining factor for the success of the company. Unsatisfied 
employees cause the quality of work to decrease and things can be felt directly by guests. 
Compensation is one of important variables that can affect employees’ working motivation. Good 
compensation for employees will encourage them to work well and more productive. Working motivation 
is closely related to employees’ perceptions of compensation and their proactive behavior. This study 
aims to determine the relationship between employee perceptions of compensation and working 
motivation controlling for proactive behavior in hotel companies with a research hypothesis: "There a 
significant relationship between perceptions of compensation and employees’ working motivation 
controlling for proactive behavior.” A total of 700 employees working in 37 stars and non-star hotels 
throughout Indonesia were sampled in this study. Statistical calculations showed that the partial 
correlation of compensation variables and working motivation controlling proactive behavior is 
significantly correlated r(698) = .617, p<.01, significant 2-tailed. The coefficient is reduced or slightly 
weakened whilst taking away the effects of proactive variable comparing to .814 with the proactive 
influence. However, the correlation of compensation and working motivation remains strong even 
without proactive attitude variable. 
 

Keyword: compensation, motivation, proactive behavior, hotel, Indonesia 
 

 
 Introduction 1.

 
Managing human resources in the workplace is an important component in the management 
process. Employees have a very important role in the organization, and human elements and 
organizations must walk together to achieve organizational goals. It is important for companies to 
motivate their employees. In their work, Minner, Ebrahimi, and Watchel (1995) describe that, 
motivation consists of three interacting and interdependent elements, namely needs, 
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encouragement, and incentives. Compensation has been recognized as a key motivator for 
employees and an important instrument and expenditure for the organization.  

In companies engaged in hospitality services, where contact between employees and guests 
is relatively intensive, employee motivation will be a determining factor for the success of the 
company. Unsatisfied employees cause the quality of work to decrease and things can be felt 
directly by guests. Disappointed guests are a threat to the hotel because they will move to 
competitors. For this reason, employee motivation must always be maintained so that the 
company's success in achieving its objectives can be achieved.  

Today the growth of hotels in Indonesia is so fast, it is proven by the large number of hotel 
rooms. The current number of star hotels reaches 2,300 with 290,000 rooms (PHRI, 2017). While 
for non-stars the number reaches 16,000 with around 285,000 rooms throughout Indonesia. The 
development of the hotel industry is predicted to continue. Moreover, there were around 55,000 
additional new rooms in 2018 (Soekamdani, 2017). However, the rapid development of the 
hospitality industry is not matched by adequate human resources. The lack of professional human 
resources in this sector is a problem.  

The current labor absorption in the hotel and restaurant sector is considered good. However, it 
is not easy to find experts in this field. Rapid industrial growth is not offset by the readiness of 
human resources quality. According to the Jakarta Hotel Association (2017), HR quality contributes 
significantly in determining hotel rates and the amount of hotel guests' expenses. The better the 
HR, the better the prestige of the hotel. For this reason, HR quality and certification are important 
(Nayoan, 2017). However, the lack of required knowledge and skills can still be balanced with 
positive personalities and employees’ right attitude so that they keep trying to do their best in 
carrying out their work and pursuing a career positively (Ling, 2017). The main factor in achieving 
career success is that employees must have positive qualities, such as proactive career behavior. 
In other words, the low quality of human resources, of course, can still be overcame if HR has high 
working motivation. For this reason, maintaining the motivation of hotel employees is an important 
factor for hotel managers and owners. 

According to Kertonegoro (1997) motivation is the willingness to do a high level of effort 
towards organizational goals that are influenced by the ability to do and meet individual needs. The 
elements of effort include intensity (people try hard) and quality (efforts that are consistent with 
organizational goals). In addition to motivation from employees, attention from management is also 
needed to be able to maintain, grow, and direct the work motivation in order to achieve company 
goals.  

Employees are called to have good work motivation if they have the enthusiasm and desire to 
complete their work well, have the will to succeed in the task and have the desire to progress and 
develop. Conversely, employees who are not motivated are those who are lazy, finish work at will, 
do not have the ambition to go forward and always blame the conditions and environment in the 
place where they work.  

According to Gibson (1997) compensation is one of important variables that can affect 
employees’ working motivation so it is important for a company to implement a satisfactory 
compensation system considering organization viability. The term compensation itself can be 
interpreted as all forms of financial returns, tangible services, and benefits that employees receive 
as part of the relationship between employees and the company. In this case compensation is an 
extrinsic reward in the form of monetary rewards such as salary, status, promotion, profit sharing, 
and bonuses. While an intrinsic reward has a form of recognition, interesting work, participation in 
decision making, and more challenging job opportunities. 

Currently many hotel companies were proactive in approaching their prospective guests. Of 
course not only the management who is proactive but also the employees. Proactive attitude is 
strongly suspected as a factor that influences employees to be motivated to work. In this case, the 
extent to which the employee feels he has the freedom to do the tasks and responsibilities for the 
task. Employee work effectiveness is closely related to work motivation, and working motivation is 
closely related to employee perceptions of compensation and proactive attitudes. This study aims 
to determine the relationship between employee perceptions of compensation and working 
motivation controlling for proactive behavior in companies engaged in hospitality services with 
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research questions: "Is there a relationship between perceptions of compensation and employees’ 
working motivation controlling proactive behavior.” 
 
1.1 Working motivation 
 
Gibson (1997) suggests that working motivation is an impulse that arises from within that drives and 
directs behavior. So motivation is someone's attitude towards their tasks that leads to job 
satisfaction. The process of the emergence of motivation generally begins with the emergence of a 
need that has not been fulfilled, and this causes an imbalance between physical and psychological 
dimensions. For this reason, motivation is also referred to as need, urge, desire, and drive. Skinner 
put forward a reinforcement theory which states that behavior is determined by (or is a function of) 
the consequences. If the consequences are fun, like getting praise, promotion, rewards, then a 
behavior will be repeated or strengthened. If the consequences are unpleasant, such as getting 
reproach, warning, punishment, then a behavior will not be repeated. If managers want to motivate 
their employees, they must strengthen the desired behavior through the consequences of rewards, 
and weaken unwanted behavior through punishment. 

In addition, working motivation is also determined by the motivator which is the driving force of 
labor motivation that affects the behavior of the individual workforce concerned. Herzberg (1966, 
1964) proposed motivational driving elements, namely: achievement, recognition, work itself and 
development. Those who has a desire for achievements as a "need" can utilize the desire to 
encourage themselves to achieve the goal. Mc Clelland stated that the level of "needs of 
achievement" which is the second nature (second nature), is the key to one's success. Recognition 
of employees’ achievements will be a strong motivator to work. Recognition of an achievement will 
provide higher inner satisfaction than rewards in the form of material or gifts. Awards for recognition 
in the form of a charter or medal can be a stronger motivator compared to gifts in the form of goods 
or bonuses/money. 

Every job has its own challenges which are often a powerful motivator for employees to 
overcome obstacles. A goal that is not challenging or easily achievable is usually unable to be a 
motivator, even tends to be a routine activity. Challenge after challenge will usually foster 
excitement to overcome it. Finally, the development of one's ability from work experience or 
opportunity to progress can be a powerful motivator for the workforce to work harder or more 
passionately. Especially if the development of a company is always associated with achievement or 
labor productivity. 
 
1.2 Compensation 
 
According to Martoyo (1994) compensation can be defined as the overall arrangement of 
remuneration for both the employer and employes either directly in the form of money or indirectly 
which is not in the form of money. According to Hasibuan (1990) compensation is all income in the 
form of money or goods, both directly and indirectly received by employees in return for services 
provided to the company. Whereas Saydam (1996) said compensation is a reward from the 
company for the sacrifice of time, energy and thought that have been given by the employees to the 
company. Based on some of these definitions it can be concluded that compensation includes the 
following elements: (1) The remuneration provided by employees and tends to be paid regularly; (2) 
The main impetus for a person to become an employee and it influences enthusiasm of work; (3) 
Compensation has a positive effect, so the minimum amount needed must be able to meet the 
minimum requirements; (4) Compensation must be able to increase working enthusiasm so that the 
effectiveness and efficiency of employees can be maintained and improved. The management must 
always be dynamic in determining the amount of compensation to be able to generate employees 
morale. 

Compensation has the function to allocate human resources productively. Good 
compensation for outstanding employees will encourage them to work well and towards more 
productive work (Martoyo, 1994). High compensation to employees implies that the organization will 
use the employee's power as efficiently and effectively as possible, this is where employee 



ISSN 2039-2117 (online) 
ISSN 2039-9340 (print) 

Mediterranean Journal of  
Social Sciences 

Vol 10 No 3 
May 2019 

          

 73 

productivity is crucial. As a result of the efficient and effective allocation and use of human 
resources, it is hoped that it will assist organization stability and promote overall economic growth.  

Factors that affect compensation include truth and justice. This means that giving 
compensation to each employee must be in accordance with the capabilities, skills, education and 
services that have been shown to the organization. The ability of the organization to carry out 
compensation both financially and non-financially is very dependent on the funds collected for these 
purposes. Trade unions also affect the implementation or determination of compensation in the 
organization and are a "symbol of strength" of employees in demanding a rise. Other factors 
include the following: Work productivity; Productivity factors affect the assessment of employee 
performance; Cost of living. Adjustment of the amount of compensation is a must, especially in the 
form of salary or wages, with the cost of living of employees and their families; Government. The 
government also contributes in determining the minimum wage or the number of employees 
working hours (Martoyo, 1994). 
 
1.3 ProActive Behavior 
 
Bateman and Crant (1993) describe proactive behavior as individuals who show a stable tendency 
to take their own initiatives that seek to influence and change their work environment. Proactive 
individuals begin to change rather than passively accept and adapt to changes made. They 
challenge the difficulties faced and find ways to turn these barriers into useful opportunities that can 
prepare them to become more successful in their careers. Previous research conducted by Barnett 
and Bradley (2007) shows that proactive behavior mediates the relationship between organizational 
support and career success. Thus, proactive behavior can contribute significantly in mediating the 
relationship between the quality of work life and career success.  

According to Pedler (1997), being proactive is the tendency to respond to events with a 
specific purpose. Proactive employees have several goals and objectives to be achieved, not just 
responding to goals. They can't plan everything carefully from the start, but when making some sort 
of response, proactive employees can consider it in the long run. Successful employees are able to 
provide immediate responses associated with overall and long-term goals or objectives, while 
employees who are less successful respond to sudden pressure in a relatively uncritical or under-
considered manner. This category of abilities encompasses qualities such as seeing work in more 
depth, being dedicated and responsible, having a "sense" of mission, and taking responsibility for 
something that happens rather than avoid giving up responsibility to others. 

According to Covey (1998), proactive humans mean being responsible for themselves 
because individual behavior is a function of individual decisions. Individuals have the responsibility 
to make things happen. Humans as proactive individuals always try hard precisely and the direction 
of the goal is the conception that unites the lives of individuals. The main requirement is that 
individuals must have a goal set that must be fought for. The basic proactive assumption lies in the 
nature of humanity which moves towards the union of relative life. Humans live in the world for 
future purposes, ambitions of life, and hard work produced from within themselves.  

Victor Frankl is one of the many people who are able to develop personal freedom in difficult 
circumstances to lift and inspire others. In discovering the basic principles of human nature, Frankl 
(in Covey, 1998) describes an accurate self-map and from which he begins to develop the most 
basic first habits of humans that are most effective in any environment. Although the word proactive 
is commonly found in the management literature, the meaning of this word is more than just taking 
the initiative. This word means that employees are responsible for their own lives. Employee 
behavior is a function of its decision, and not an existing condition. Individuals can subordinate 
feelings and have initiatives and responsibilities. Thus it can be concluded that proactive employees 
are still influenced by external stimuli, whether physically, socially or psychologically. However, their 
response to the stimulus, consciously or unconsciously, based on choices or responses based on 
certain values adopted such as dedication and responsibility, initiative - creative, principles that are 
believed, having long-term goals and quality of work. 

Proactive behavior is a type of work behavior that is motivated by open thinking (Bateman & 
Crant, 1993). Although the concept of proactive behavior is defined differently, a general consensus 
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arises among researchers on proactive behavior such as open mindedness and initiative to solve 
problems (Crant, 2000; Grant & Ashford, 2008). People with proactive behavior are more likely to 
seek information and bring ideas spontaneously toward the big changes around them (Crant, 
2000). Furthermore, with their own initiative, proactive employees come forward to propose ideas 
for organizational problem solving and make efforts to prevent the re-emergence of similar 
problems (Parker et al., 2006).  

Grant & Ashford (2008) describe the difference between proactive behavior and motivated 
behavior and reactive behavior in two aspects, such as acting first and being able to estimate the 
consequences. Being a proactive employee means acting first with more anticipation and attention. 
On the other hand, by maintaining a strong intention to change the environment, employees want to 
bring more tangible results. Proactive behavior is needed to change themselves, their peers, or the 
environment (Grant & Ashford, 2008). In addition, proactive behavior includes anticipatory behavior, 
full planning, problem solving and finding ways to change the current situation (Parker & Collins, 
2010; Parker et al., 2006). 
 
1.4 Previous Studies 
 
In the study of the relationship between job satisfaction and compensation and work motivation, 
Ghazanfar et.al. (2011) found that satisfaction with compensation can be a work motivation factor, 
while flexible pay is not a motivating factor in work and benefits do not have a significant impact on 
work motivation. Mensah and Tawiah (2016) in their study of employee motivation and work 
performance by conducting comparative studies of several mining companies in Ghana found that 
management must ensure that employees are well motivated so they do not organize a strike and 
industrial unrest that affects their performance. In addition, employees must comply with health and 
safety regulations because the mining industry contributes greatly to the country's Gross Domestic 
Product (GDP). 

Study by Ghafari et. al. (2017) shows that the most significant motivation factor to support 
employee job performance is responsibility, while income allowance is the second significant factor. 
Jehanzeb et.al (2012) found that employees’ levels of reward, motivation and job satisfaction have 
a strong relationship in Saudi Arabia's banking sector. The findings show that employees in the 
banking sector are more concerned with economic or financial rewards. So, if the rewards are 
increased, then the work motivation of employees working in public and private banks also 
increases. Peretomode (1991) recommends that the greater the prestige of a job, the higher the job 
satisfaction. Bakan & Buyukbese (2013) shows a significant relationship between employee income 
levels and employee job satisfaction. However, the data obtained does not provide any description 
of the direction of causality that occurs. Arefin et.al. (2015) found that organizations that implement 
high-performance work systems can stimulate employee motivation by empowering them. Their 
study revealed that psychological empowerment mediates the relationship between employee 
perceptions of high-performance work systems and employee proactive behavior. 

Ling et.al. (2017) shows the partial mediation effect on proactive behavior in the relationship 
between quality of work life and career success. Ling found that the quality of work can positively 
influence career success in academia. If they have proactive behavior, they will be eager to achieve 
a higher level of career success. 
 

 Methods 2.
 
In this study, the sampling method used was purposive sampling with the criteria of permanent 
employees with a minimum work period of one year and a minimum educational background of high 
school. A total of 700 employees working in 37 stars and non-star hotels throughout Indonesia were 
sampled in this study. They come from all departments such as: front office, housekeeping, man 
power, food & beverage, accounting, and marketing. In this study primary data was obtained by 
distributing questionnaires via e-mail to employees based on the assumption that the respondent is 
the person who knows best about his situation, what is stated by the respondent is true and 
trustworthy and the respondent's interpretation of the question or statement submitted is the same 
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as what meant by the researcher. Secondary data is obtained from data about the history of the 
company, its objectives, geographical location, human resources, organizational structure, duties 
and authority, compensation system, available facilities, and a strategic description of the company. 

In this study there are three kinds of data collected: data about perceptions of compensation, 
data on proactive attitudes and data on work motivation. The measurement used is a simple 
ranking scale of 1 - 10 on the grounds that the scale has more points so it has better ability to show 
the degree of difference. In general, people used to understand the value of 10 indicates the best or 
perfect value (Strongly agree) while value 1 shows the worst value (Strongly disagree). Perceptions 
of compensation scores, proactive attitudes, and work motivation are sought by calculating the 
mean value after summing up the total answers of each question item in each variable. In this 
study, the perception of compensation variables is measured based on the respondents' 
assessment of the nine statements on the questionnaire regarding basic salary, benefits, 
guarantees, promotions and facilities provided by the company. Examples of these statements 
include: "The compensation I received (money, promotions, bonuses, leave etc.) was in 
accordance with my work" and "The company provides opportunities for employees to develop 
careers." 

Proactive attitude variables are measured based on personal dedication, responsibility, 
creative initiatives, self-owned principles, quality of work and knowledge of the tasks carried out 
through nine statements in the questionnaire which are: "I know what I do to improve my abilities 
and knowledge" and "I have never hesitated to make a decision correctly." While the variables of 
work motivation are measured based on the employee's assessment of security and safety, good 
leadership, suitable colleagues and working conditions, decent wages, appreciation for work 
performance and the opportunity to progress through 10 statements, among others, as follows: 
"The company provides security guarantees and work safety" and "My leader has appreciated 
subordinates as human beings ". 

There are three variables in this study namely perception of compensation (X), working 
motivation (Y), and proactive attitude (Z). This study has a general hypothesis that there is a 
relationship between perception of compensation and work motivation. The more positive employee 
perceptions of compensation, the higher the work motivation, but this study also wants to check 
whether this relationship is controlled by a proactive attitude. In this case, if two variables, X & Y, 
correlate with the third variable, Z, then the variables X and Y are likely to correlate with each other 
just because they are related to the third variable. It is interesting to know whether there is a 
correlation between X and Y which is not because both are correlated with Z. Partial correlation 
statistics are needed to do this. This study assumes that the relationship between perception of 
compensation and work motivation will become stronger when employees have a proactive attitude 
that is also strong. Working motivation based only on  compensation tends to not last long, 
especially if there is a better offer, while proactive attitudes tend to be more permanent. For this 
reason, the statistics of this study use partial correlation to check whether there is a linear 
relationship between perceptions of compensation and working motivation controlling proactive 
attitudes. This study has one dependent variable of 'working motivation' and one independent 
variable 'perception of compensation' while 'proactive attitude' functions as a control variable. The 
partial correlation coefficient can be written in the form of a simple correlation coefficient as follows 𝑟௑௒.௓ =  ௥೉ೊି ௥೉ೋ௥ೊೋට(ଵି ௥೉ೋమ )(ଵି ௥ೊೋమ )  In this study, the correlation coefficient between variables X and Y and also 

the correlation coefficient between X or Y with Z is calculated with Pearson product moment 
formula rxy  = ே∑௑௒ ି ∑௑∑௒ඥ[ே∑௑మି(∑௑)మ] [ே∑௒మି (∑௒)మ].  

Both formulas are used because the data is continuous. Pearson's correlation assumes that 
the variables used to calculate the correlation coefficient must come from the normal population 
while the normal distribution is continuous data. The following is the null and alternative hypothesis:  

Nul hypothesis: There is no significant correlation between perceptions of compensation and 
work motivation controlling employees' proactive attitude Ho: ρ = 0  

Alternative hypothesis: There is a significant correlation between perceptions of compensation 
and work motivation controlling employees proactive attitude  H1: ρ ≠ 0 
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 Research Findings 3.
 
This study investigates whether there is a significant correlation between the independent variables, 
the perception of compensation and the proactive attitude of employees, with the dependent 
variable, working motivation. The results of descriptive data collection on 700 employees working in 
37 hotels throughout Indonesia which were sampled in this study are presented in a frequency 
distribution table consisting of three variables: perceptions of compensation, proactive attitudes and 
working motivation (See Table 1). Based on the data in Table 1 it is known that as many as 70.7% 
of respondents stated that they have very good (very positive) to good (positive) views towards the 
compensation they received from the company (Scale 7-10); some 7% have a very negative to 
negative views of the compensation they receive (Scale 1-4) and; as many as 22.3% expressed 
doubt (Scale 3 - 3.9).  

As many as 85.6% of respondents showed a very proactive to proactive attitude when they 
work (Scale 7-10); As many as 5% showed a very non-proactive attitude to not being proactive 
(Scale 1-4) and; as much as 9.3% showed doubt (Scale 5-6). In the working motivation variable, as 
many as 70.6% of respondents stated that they have very strong to strong motivation (Scale 7-10) 
in doing their work; 6.7% said they did not have or were highly unmotivated (Scale 1 - 4) and; as 
many as 22.7% expressed doubt (Scale 5-6). Cronbach's alphas value for the nine statements 
regarding perception for compensation, nine statements for proactive attitudes and 10 statements 
on working motivation are respectively .80, .78, and .72. 
 
Table 1: Percentage and scale of respondents' answers to compensation, proactive attitudes and 
work motivation (%) 
 

Scale Compensation Proactive attitude Working 
perception motivation 

9 – 10 12 37,3 19,3 
7 – 8 58,7 48,3 51,3 
5 – 6 22,3 9,3 22,7 
3 – 4 3,3 0,7 4 
1 – 2 3,7 4,3 2,7 
Total 100 100 100 

 
The mean value of respondents' responses to nine items of compensation variable using a simple 
rating scale (1-10) is 7.2 with a standard deviation of 2.33 and as many as 700 respondents (N = 
700) responded to the statements; The mean value of respondents' responses to 10 items of 
working motivation variable using simple rating scale (1-10) is 7.19 with standard deviation 2.2 and 
as many as 700 respondents (N = 700) responded; The mean value of respondents' responses to 
the nine items of proactive variable using a simple rating scale is 6.75 with a standard deviation of 
2.39 and as many as 700 respondents responded (See Table 2: Descriptive Statistics).  
 
Table 2:  Descriptive Statistics 
 

Mean Std. Deviation N 
Compensation 72.043 233.460 700 
Motivation 71.986 221.756 700 
Proactive 67.557 239.851 700 

 
Calculation using Pearson correlation show a significant relationship between variables of 
compensation perception and proactive attitude with working motivation (Table 3). Perception of 
compensation shows a significant relationship with working motivation r(698) = .814, p<.01, 
significant 2-tailed; Perception of compensation shows a significant relationship with the proactive 
attitude variable r(698) = .718, p<.01, significant 2-tailed; Proactive attitude variable show a 
significant relationship with working motivation r(699) = .715, p<.01, significant 2-tailed;  

The next step is to do a partial correlation between variables X, Y and Z. In this case, when 
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the control variable Z has a significant relationship with Y (dependent variable) and X (independent 
variable), the use of partial correlation becomes more appropriate. Under these conditions, the 
relative pure correlation between X and Y can be obtained, but with the Z effect was controlled 
(fixed). However, even if Z does not have a significant correlation with X and Y, the partial 
correlation coefficient will also change but the change in value is small and meaningless 
(Researchgate, 2014). 

In this study, statistical calculations showed that the partial correlation of compensation 
variables and working motivation controlling proactive behavior r(698) = .617, p<.01, significant 2-
tailed. This shows that there is a slightly weakened relationship between variables of compensation 
and working motivation controlling proactive attitudes. While the direction of the relationship is 
positive because the value of r is positive, meaning that the higher the value of compensation, the 
more working motivation. This also means that the correlation between compensation and working 
motivation is reduced or slightly weakened if it is not accompanied by the influence of proactive 
attitude variable. However, the correlation of compensation and working motivation remains strong 
even without proactive attitude variable.  

Based on the calculation, it can be said that there is a significant correlation between 
perceptions of compensation and working motivation if the value of the employee's proactive 
attitude is controlled so that H1: ρ ≠ 0. Then based on this data the null hypothesis (Ho) states that 
there is no significant relationship between perceptions of compensation and working motivation 
with control of proactive attitudes can be rejected. Likewise the hypothesis which states that there is 
no significant relationship between proactive attitudes and working motivation can be rejected 
because in fact there is a significant relationship between proactive attitudes and working 
motivation. 
 
Table 3: Correlation 
 

Control Variables Compensation Motivation Proactive 
Correlation 1.000 .814 .718 

Compensation Significance (2-tailed) . .000 .000 
df 0 698 698 
Correlation .814 1.000 .715 

-none- Motivation Significance (2-tailed) .000 . .000 
df 698 0 698 
Correlation .718 .715 1.000 

Proactive Significance (2-tailed) .000 .000 . 
df 698 698 0 
Correlation 1.000 .617 

Compensation Significance (2-tailed) . .000 
df 0 697 

Proactive Correlation .617 1.000 
Motivation Significance (2-tailed) .000 

df 697 0 
 
Image 1 shows a graph of the scatter plot of direct correlation between independent variable 
perception on compensation (the X variable) and the dependent variable of working motivation (the 
Y variable ) controlling proactive attitude (the Z variable) and producing a linear R2  value of 0.662 
or 66.2%. This means that 66.2% of the variation in the dependent Y variable  is explained by the 
independent X variable  in this model. The linear regression equation shown in this model is Y = 
1.63 + 0.77x. This means that the level of employee motivation is determined by the amount of 
compensation received multiplied by 0.77 plus the constant value of 1.63. Image 2 shows a scatter 
plot graph of the correlation between the two estimated values of the independent variable 
(unstandardized predicted value), perception of compensation (X1) and proactive attitude variable 
(X2) with the dependent variable of working motivation (the Y variable) which produces R2 linear is 
0.698 or 69.8%. This means that 69.8% of the variation in the dependent Y variable is explained by 
the independent X variable in this model. This shows that the relationship between perception 
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variables on compensation and proactive attitudes together give a greater influence on work 
motivation variables. Again, the strength of compensation correlation and working motivation is 
reduced or slightly weakened if it is not accompanied by the influence of proactive attitude variable. 
However, the correlation of compensation and work motivation remains strong even without 
proactive attitude variables. 

 

 
Image 1: The scatter plot of direct correlation 
 

 
Image 2: The scatter plot graph of the correlation between the two estimated values of the 
independent variable 
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 Discussions and Conclusions 4.
 
The purpose of this study is to improve understanding of perceptions of compensation for working 
motivation controlling proactive behavior. More specifically, to test whether a positive relationship 
between perceptions of compensation still plays an important role in employee motivation in terms 
of the absence of proactive working behavior. The results of the study show that this is indeed the 
case, that compensation still plays an important role in encouraging working motivation. 
Compensation has a positive effect on motivation. Humans work to be able to meet their daily 
needs. If the company wants its employees to be motivated in carrying out their work, then the 
company must strive to meet the needs of its employees. Compensation given to employees 
greatly influences work motivation because various forms of compensation function to motivate 
employees to have higher productivity. Compensation also has a positive influence on 
performance, and with the implementation of a good and fair compensation system, it is expected 
to encourage employees to improve their performance. Thus employees will try to improve their 
performance because the better the performance, the employee will get better compensation. 

The results of this study generally show results that are more or less the same as previous 
studies. For example, a study by Ghazanfar et.al. (2011) who found that satisfaction with 
compensation could be a work motivation factor. Likewise, the study conducted by Mensah and 
Tawiah (2016) on employee motivation and work performance found that management must ensure 
that employees are well motivated so that they do not strike and commit industry riots that affect 
their performance. Another study by Ghafari et. Al. (2017) shows that the most significant proactive 
attitude to support employee job performance is a sense of responsibility. Jehanzeb et.al (2012) 
found that employees in the banking sector were more concerned with economic or financial 
rewards. So, if the rewards are increased, then the work motivation of employees working in public 
and private banks also increases. The results of this study are also in line with the study conducted 
by Bakan & Buyukbese (2013) which shows a significant relationship between employee income 
levels and employee job satisfaction. Ling et.al. (2017) also shows the partial mediation effect on 
proactive behavior in the relationship between quality of work life and career success. Ling found 
that the quality of work can positively influence career success (motivation) among academics if 
they have proactive and passionate behavior to achieve a higher level of career success. 

Compensation has a close relationship with human needs which is one of the reasons for 
individuals to be more active in working, and to achieve this requires motivation in doing work. In 
addition, motivation has a positive influence on performance. Motivation can encourage someone to 
work harder and always want to continue their business. Therefore, employees who have high work 
motivation usually have high performance. Proactive individuals involve behaviors that are self-
initiated, future-oriented, and change-oriented (Frese & Fay, 2001; Parker et al., 2006). Proactive 
individuals are able to design and implement new work methods or actively seek feedback from 
supervisors. The results of this study confirm that proactive behavior is a positive behavior that can 
lead to an increase in the performance and effectiveness of individuals and organizations, 
especially when employees are asked to respond to changes in working conditions and demands 
(Griffin et al., 2007). 

In this study it is also necessary to put forward some limitations and also recommendations for 
further research. The main limitation of this research is the use of self-assessment or self-report 
(self-rating measures) to measure the three research variables. This technique could be the best 
way to measure perceptual variables for compensation but it could be less reliable for work 
motivation, moreover proactive behavior. This raises the potential for overestimating the 
relationship between variables because of the bias that comes from the respondents in measuring 
themselves (Podsakoff et al., 2003). If self-measurement seems to be the best way to measure 
perceptions of compensation, future studies may need to include other measurement techniques to 
assess the variables of proactive attitudes and work motivation using more objective data, such as 
measurements by coworkers. However, as recommended by Podsakoff et al. (2003), the answers 
given by the respondents in this study are anonymous so that employees feel free to express their 
judgments without the burden of knowing their superiors and also this research uses statement 
items that describe proactive attitudes and motivation to work in a very concrete way. Therefore, 
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bias is expected to be minimized. 
The conceptual model used in this study implicitly holds that compensation functions as a 

predictor of work motivation mediated by proactive behavior. This assumption is built on a previous 
proactive behavior model based on longitudinal data (Parker et al., 2006; Grant & Ashford, 2008). 
In addition, the literature on job characteristics models also supports several other variables, such 
as the work environment, as predictors for work-related behavior (Humphrey et al., 2007). However, 
we can also imagine an inverse causal path: Employees become proactive, take on more tasks and 
create more pressure for themselves, which is influenced by their work motivation and high income. 
Fay et al. (1998) have examined the interrelationships between time pressure and proactive 
behavior and found a positive effect of time pressure on proactive behavior but no effect of 
proactive behavior on time pressure. Subsequent research should also consider longitudinal 
research designs (for example, for several days, weeks, or years) that focus on intra-individual 
processes between work motivation and proactive behavior. 

The results of this study also support previous research that shows the importance of goals 
and emotions to improve employees’ function and performance (Ashforth, et al., 2007; Ryan & 
Deci, 2000). From this perspective, it is recommended to strengthen research on the relationship 
between personality and proactive behavior because studies in the past have almost exclusively 
focused on proactive personality (Bateman & Crant, 1993; Fuller & Marler, 2009). Recent studies, 
for example by (Wu & Parker, 2012a) highlight that proactive personality is no longer sufficient to 
explain why some people, but not others, are involved in proactive behavior. This also does not 
explain why someone is involved in proactive behavior on one occasion but not another. Thus, it is 
also recommended to encourage future studies that focus on dispositional factors outside of 
proactive personality, including studies that describe the mechanism by which personality has an 
impact, and also studies that consider the effects of interaction with situational factors. It is also 
recommended to bring a multilevel perspective to study how dispositional factors will influence 
proactive behavior in inter and intra-individual contexts. 
 
Reference 
 
Arefin, Md. Shamsul., Ishtiaque Arif & Muhammad Raquib (2015). High-Performance Work Systems and 

Proactive Behavior: The Mediating Role of Psychological Empowerment. International Journal of Business 
and Management; Vol. 10, No. 3. pp 132 – 140. 

Ashforth, Blake E. Ashforth, David M. Sluss, Alan M. Saks (2007). Socialization tactics, proactive behavior, and 
newcomer learning: Integrating socialization models. Journal of Vocational Behavior 70 (2007) 447–462  

Azwar, Saifudin (2000). Sikap Manusia ; Teori dan Pengukurannya, edisi ke-2, Pustaka Pelajar, Yogyakarta. 
Bakan, Ismail & Buyukbese, Tuba (2013). The Relationship between Employees’ Income Level and Employee 

Job Satisfaction: An Empirical Study. International Journal of Business and Social Science Vol. 4 No. 7; 
pp 18-25. 

Barnes, M.C; A.H. Fogg; C.N. Stephens; dan L.G. Titman (1988). Organisasi Perusahaan : Teori dan Praktek, 
alih bahasa oleh Bambang Kussriyanto, LPPM, Jakarta. 

Barnett, B. R., & Bradley, L. (2007). The impact of organizational support for career development on career 
satisfaction. Career Development International, 12(7), 617-636.  

Bateman, T. S., & Crant, J. M. (1993). The proactive component of organizational behavior: A measure and 
correlates. Journal of Organizational Behavior, 14(2), 103-118. http://dx.doi.org/10.1002/job.4030140202 

Bateman, T. S., & Crant, J. M. (1993). The proactive component of organizational behavior: A measure and 
correlates. Journal of Organizational Behavior, 14(2), 103–118. 

Besser, Terry L (1995) Reward and Organizational Goal Achievement : A Case Study of Toyota Motor 
Manufacturing in Kentucky, Journal of Management. 

Bremer, S.N. (1993) 366 Esai untuk Memotivasi Diri, alih bahasa Frans Kowa, Pustaka Binaman Pressindo, 
Jakarta. 

Covey, Stephen R. (1998). The seven habits of highly effective people, alih bahasa oleh Budijanto, proofreader 
Lyndon Saputra, Binarupa aksara, Jakarta. 

Crant, J. M. (2000). Proactive behavior in organizations. Journal of Management, 26(3), 435-462. 
http://dx.doi.org/10.1177/014920630002600304 

Dessler, Gary (1995). Personnel Management 3rd Edition, alih bahasa oleh Agus Darma, Erlangga, Jakarta. 
Dwiatmika (1996) Faktor Kepercayaan Diri dan Proaktif dalam pengaruhnya Terhadap Kinerja Karyawan di PT 

United Traktor, Skripsi (tidak diterbitkan), Fakultas Psikologi UGM, Yogyakarta. 



ISSN 2039-2117 (online) 
ISSN 2039-9340 (print) 

Mediterranean Journal of  
Social Sciences 

Vol 10 No 3 
May 2019 

          

 81 

Emory, William C.; and Donald R. Cooper (1991). Business Research Methods, fourth edition, Boston Richard 
D. Irwin, INC. 

Fay, Scott; Hurst, Erik and White, Michelle J (1998).  “The Bankruptcy Decision: The Roles of Financial Benefit 
and Stigma.” Working paper, University of Michigan.  

Flippo, Edwin B (1993). Personnel Management ; Sixth Edition, alih bahasa Moh. Masud, Erlangga, Jakarta. 
Frese, M., & Fay, D. (2001). Personal initiative (PI): An active performance concept for work in the 21st century. 

In B. M. Staw & R. M. Sutton (Eds.), Research in Organizational Behavior (Vol. 23, pp. 133–187). 
Amsterdam: Elsevier Science. 

Fuller, B., JR., & Marler, L. E. (2009). Change driven by nature: A meta-analytic review of the proactive 
personality literature. Journal of Vocational Behavior, 75, 329–345.  

Ghaffari, Sara., Ishak Mad Shah., John Burgoyne., Mohammad Nazri., Jalal Rezk Salleh (2017) The Influence 
of Motivation on Job Performance: A Case Study at Universiti Teknologi Malaysia. Australian Journal of 
Basic and Applied Sciences, 11(4) March 2017, Pages: 92-99. 
Https://www.researchgate.net/profile/Sara_Ghaffari2/publication/315116839_The_Influence_of_Motivation
_on_Job_Performance_A_Case_Study_at_Universiti_Teknologi_Malaysia/links/5915864c0f7e9b70f49cf7
71/The-Influence-of-Motivation-on-Job-Performance-A-Case-Study-at-Universiti-Teknologi-Malaysia.pdf 

Ghazanfar, Faheem., Shuai Chuanmin, Muhammad Mahroof Khan & 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 
Https://pdfs.semanticscholar.org/9b66/5e99595bd24b53b7b391dc27fbe9b45ca7b2.pdf 

Gibson, E. J. (1997). An ecological psychologist’s prolegomena for perceptual development: A functional 
approach. In C. Dent-Read & P. Zukow-Goldring (Eds.), Evolving explanations of development: Ecological 
approaches to organism-environment systems (pp. 23-45). Washington, DC: American Psychological 
Association. 

Gibson, James L; John M. Ivancevich; dan James H. Donnelly, Jr (1997) Organizations; behavior, structure and 
processes, ninth edition, Irwin. 

Grant, A. M., & Ashford, S. J. (2008). The dynamics of proactivity at work. In L. L. Cummings & B. M. Staw 
(Eds.), Research in Organizational Behavior (Vol. 28, pp. 3–34). Greenwich, CT: JAI. 

Greenberg, Jerald; dan Robert A. Baron (1997). Behavior in Organizations; understanding and managing the 
human side of work, sixth edition, Prentice-hall international, INC. 

Griffin, M. A., Neal, A., & Parker, S. K. (2007). A new model of work role performance: Positive behavior in 
uncertain and interdependent contexts. Academy of Management Journal, 50(2), 327–347. 
Http://ijbssnet.com/journals/Vol_4_No_7_July_2013/3.pdf. 
Https://pdfs.semanticscholar.org/18b8/eb1b94af18401e4610673e3f8bd6120f38fc.pdf 

Hasibuan, Malayu (1990). Manajemen Sumber Daya Manusia, Mas Agung, Jakarta. 
Herzberg, Frederick (1966). Work and the Nature of Man. Cleveland: World Publishing. OCLC 243610. 
Herzberg, Frederick (January–February 1964). "The Motivation-Hygiene Concept and Problems of 

Manpower". Personnel Administrator (27): 3–7. 
Jakarta Hotel Association (2017). Aneka Tantangan di Industri Perhotelan Zaman Now. DetikTravel. 

Https://travel.detik.com/travel-news/d-3725365/aneka-tantangan-di-industri-perhotelan-zaman-now 
Jehanzeb, Khawaja., Mazen F. Rasheed., Anwar Rasheed., Alamzeb Aamir (2012). Impact of Rewards and 

Motivation on Job Satisfaction in Banking Sector of Saudi Arabia. International Journal of Business and 
Social Science Vol. 3 No. 21; November 2012 
Http://www.ijbssnet.com/journals/Vol_3_No_21_November_2012/29.pdf 

Kertonegoro, Sentanoe (1997). Perilaku di tempat kerja,YTKI, Jakarta. 
Ling, Nyuk-Ping., Nur Fatihah Abdullah Bandar., Farida Abdul Halim., Agatha Lamentan Muda (2017). Proactive 

behaviour as a mediator in the relationship between quality of work life and career success. International 
Journal of Business and Society, Vol. 18 S4, 2017, 701-709 

Luthans, Fred (1998) Organizational Behavior, eight edition, McGraw-Hill. 
Martoyo, Susilo (1994) Manajemen Sumber Daya Manusia, Edisi 3, BPFE, Yogyakarta. 
Mensah, Elizabeth Boye  & Tawiah, Kwesi Amponsah (2016). Employee Motivation and Work Performance: A 

Comparative Study of Mining Companies in Ghana. Journal of Industrial Engineering and Management 
Vol 9 No 2. 

Miner, J.B., Ebrahimi, B., & Wachtel, J.M. (1995). How deficiency in management contributes to the United 
States' competiveness problem and what can be done about it? Human Resource Management. Fall, p. 
363.  

Nayoan, Alexander (November 13, 2017). Aneka Tantangan di Industri Perhotelan Zaman Now. DetikTravel. 
Jakarta Hotel Association. Https://travel.detik.com/travel-news/d-3725366/aneka-tantangan-di-industri-
perhotelan-zaman-now 

Parker, S. K., & Collins, C. G. (2010). Taking stock: Integrating and differentiating multiple proactive behaviors. 
Journal of Management, 36(3), 633-662. Http://dx.doi.org/10.1177/0149206308321554 



ISSN 2039-2117 (online) 
ISSN 2039-9340 (print) 

Mediterranean Journal of  
Social Sciences 

Vol 10 No 3 
May 2019 

          

 82 

Parker, S. K., Williams, H. M., & Turner, N. (2006). Modeling the antecedents of proactive behavior at work. 
Journal of Applied Psychology, 91(3), 636-652. Http://dx.doi.org/10.1037/0021-9010.91.3.636 

Pedler, Mike; John Burgoyne; dan Tom Boydell (1997). Kiat Mengembangkan Diri: Pedoman Praktis Menuju 
Sukses, alih bahasa oleh Faisal Mustafa, LPPM, Jakarta. Revisi, LP3S, Jakarta. 

Peretomode, V. F. (1991). Educational Administration: Applied Concepts and Theoretical Perspective. Lagos: 
Joja Educational Research and Publishers. 

PHRI (Indonesian Hotel and Restaurant Association) (2017). Aneka Tantangan di Industri Perhotelan Zaman 
Now. DetikTravel. Https://travel.detik.com/travel-news/d-3725365/aneka-tantangan-di-industri-perhotelan-
zaman-now 

Podsakoff, P. M., MacKenzie, S. B., Lee, J. Y., & Podsakoff, N. P. (2003). Common method biases in behavioral 
research: A critical review of the literature and recommended remedies. Journal of Applied Psychology, 
88, 879-903.  

Researchgate (2014). How to choose control variables in partial correlation analysis? 
Https://www.researchgate.net/post/How_to_choose_control_variables_in_partial_correlation_analysis 

Ryan, R. M. and Deci, E. L. (2000). Intrinsic and extrin- sic motivations: Classic definitions and new directions. 
Contemporary Educational Psychology, 25:54–67.  

Sagir, Soeharsono (1985). Motivasi dan Disiplin Kerja karyawan untuk meningkatkan produktivitas dan 
produksi, Seri Produktivitas II, LSIUP. 

Skinner, B.F. (1953). Science and human nature. NewYork: Macmillan. In O. Austin Omomia & T. A. Omomia 
(2014). Relevance of Skinner’s Theory of Reinforcement on Effective School Evaluaution and 
Management. European Journal of Psychological Studies, 2014, Vol.(4), No 4 pp 174-180 

Soekamdani, Hariyadi (November 13, 2017). Aneka Tantangan di Industri Perhotelan Zaman Now. DetikTravel. 
Perhimpunan Hotel & Restoran Indonesia (PHRI). Https://travel.detik.com/travel-news/d-3725365/aneka-
tantangan-di-industri-perhotelan-zaman-now 

Wu, C. H., & Parker, S. K. (2012a). The role of attachment styles in shaping proactive behaviour: An intra-
individual analysis. Journal of Occupational and Organizational Psychology, 85, 523–530. 

 


