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•• MOTIVASI DI DALAM ORGANISASIMOTIVASI DI DALAM ORGANISASI

mendefinisikan motivasi dan menjelaskan pentingnya motivasi di dmendefinisikan motivasi dan menjelaskan pentingnya motivasi di dalam alam 
perilaku organisasionalperilaku organisasional
mendeskripsikan teori hirarki kebutuhan dan rekomendasinya untukmendeskripsikan teori hirarki kebutuhan dan rekomendasinya untuk
memperbaiki motivasi di dalam organisasimemperbaiki motivasi di dalam organisasi
mengidentifikasi dan menjelaskan kondisi dimana penyusunan tujuamengidentifikasi dan menjelaskan kondisi dimana penyusunan tujuan dapat n dapat 
digunakan untuk memperbaiki kinerja (preatsi kerja)digunakan untuk memperbaiki kinerja (preatsi kerja)
mendeskripsikan keadilan distributif, keadilan prosedural, dan kmendeskripsikan keadilan distributif, keadilan prosedural, dan keadilan eadilan 
interaksional, dan menjelaskan bagaimana keadilan tersebut dapatinteraksional, dan menjelaskan bagaimana keadilan tersebut dapat
diterapkan untuk memotivasi orang di dalam organisasiditerapkan untuk memotivasi orang di dalam organisasi
mendeskripsikan teori ekspektasi dan bagaimana  menerapkannya dimendeskripsikan teori ekspektasi dan bagaimana  menerapkannya di dalam dalam 
organisasiorganisasi
membedakan antara perluasan pekerjaan (membedakan antara perluasan pekerjaan (job enlargementjob enlargement), pengayaan ), pengayaan 
pekerjaan (pekerjaan (job enrichmentjob enrichment) dan model karakteristik pekerjaan sebagai ) dan model karakteristik pekerjaan sebagai 
teknik untuk memotivasi karyawanteknik untuk memotivasi karyawan

INDIVIDU DI DALAM ORGANISASI
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MOTIVASI DI DALAM ORGANISASI: MOTIVASI DI DALAM ORGANISASI: 
SIFAT DASARSIFAT DASAR

MotivasiMotivasi berasalberasal daridari bahasabahasa
latinlatin -- moveremovere artinyaartinya to to 
movemove

MOTIVASIMOTIVASI
prosesproses yang yang membangkitkanmembangkitkan, , 
mengarahkanmengarahkan, , dandan
mempertahankanmempertahankan perilakuperilaku
manusiamanusia untukuntuk mencapaimencapai
beberapabeberapa tujuantujuan

ReniReni RosariRosari –– FE UGMFE UGM 33

TitikTitik awalawal motivasimotivasi
MotivasiMotivasi diperkirakandiperkirakan berkaitanberkaitan dengandengan kebutuhankebutuhan
dandan tujuantujuan

KebutuhanKebutuhan
KekuranganKekurangan yang yang dirasakandirasakan seseorangseseorang padapada saatsaat
tertentutertentu, , baikbaik berupaberupa fisiologisfisiologis, , sosialsosial, , maupunmaupun
psikologispsikologis

TujuanTujuan
Hasil/kondisiHasil/kondisi yang yang diinginkandiinginkan oleholeh seseorangseseorang
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The Motivational Process: An Initial ModelThe Motivational Process: An Initial Model
I.Need deficiencies

“I want to perform 
well to earn the 
promotion”

The employee

II. Search for ways to 
satisfy needs

“I need to show the 
manager that I want the 
promotion – work on 
tough assignments, work 
extra hours, help co-
workers”

III. Goal-directed

behavior

“The promotion”

IV. Performance 
(evaluation of goal 
accomplished)

“Highest ratings on 
quantity, quality, & 
cost containment”

V. Reward or 
punishment

“Receives 
recognition award; 
granted the 
opportunity to attend 
training program”

VI. Need deficiencies 
reassessed by the 
employee

“I still want the 
promotion. I’ve got to 
try another approach”
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ARTI PENTING MOTIVASIARTI PENTING MOTIVASI
MotivasiMotivasi merupakanmerupakan faktorfaktor pentingpenting yang yang 
mempengaruhimempengaruhi prestasiprestasi. . NamunNamun motivasimotivasi bukanbukan
merupakanmerupakan satusatu--satunyasatunya faktorfaktor, , faktorfaktor lain lain misalnyamisalnya
kemampuankemampuan, , usahausaha, , dandan pengalamanpengalaman

MotivasiMotivasi berkaitanberkaitan dengandengan::
1.1. ArahArah perilakuperilaku
2.2. KekuatanKekuatan responrespon
3.3. PersistensiPersistensi perilakuperilaku
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KOMPONEN DASAR MOTIVASI

Saya ingin mencapai
target penjualan

Arousal Direction
Kerja lembur

Membuat penawaran
lebih banyak

Mempelajari lini produk

Maintenance
Persist

Persist

Persist

Goal

Target 
penjualan
tercapai

NEEDS D  R  I  V  E  S INCENTIVES
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TIGA HAL PENTING TIGA HAL PENTING 
TENTANG MOTIVASITENTANG MOTIVASI

MotivasiMotivasi dandan kinerjakinerja tidaktidak
sinonimsinonim
MotivasiMotivasi beranekaberaneka segisegi
((multifacetedmultifaceted))
OrangOrang dimotivasidimotivasi lebihlebih daridari
hanyahanya sekedarsekedar uanguang

ReniReni RosariRosari –– FE UGMFE UGM 88

MEMOTIVASI DENGAN MEMENUHI MEMOTIVASI DENGAN MEMENUHI 
KEBUTUHANKEBUTUHAN

TEORI HIRARKI KEBUTUHAN MASLOWTEORI HIRARKI KEBUTUHAN MASLOW

Self-
Actualization

Needs

Esteem Needs

Social Needs 

Security Needs

Physiological Needs

General 
Examples

Organizational 
Examples

Self-Fulfillment Challenging Job

SelfSelf--
ActualizationActualization

NeedsNeeds
Status Job TitleEsteem NeedsEsteem Needs
Friendship Friends at WorkSocial Needs Social Needs 
Stability Pension PlanSecurity NeedsSecurity Needs
Shelter SalaryPhysiological NeedsPhysiological Needs
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TEORI ERG ALDERFERTEORI ERG ALDERFER

Existence Needs

Relatedness Needs

Growth Needs

1. Physiological  Needs

2. Safety  Needs

3. Social  Needs

Deficiency needs
4. Esteem  Needs

5. Self-actualization  Needs

Growth needs

Maslow’s Need Hierarchy Theory Alderfer’s ERG Theory
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Promote a healthy workforcePromote a healthy workforce
Provide financial securityProvide financial security
Promote opportunities to Promote opportunities to 
socializesocialize
Recognize employeeRecognize employee’’s s 
accomplishmentsaccomplishments

APLIKASI MANAJERIAL TEORI KEBUTUHANAPLIKASI MANAJERIAL TEORI KEBUTUHAN
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MEMOTIVASI DENGAN MEMOTIVASI DENGAN 
PENETAPAN TUJUANPENETAPAN TUJUAN

TEORI PENETAPAN TUJUANTEORI PENETAPAN TUJUAN

Recognize 
challenge of higher 

goal level

Goal Commitment 
(accept goal as own)

Self Efficacy beliefs

Perceived chance of 
attaining goalDesire to attain goal

Desire to feel competent

Performance 
of   goal 

level
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Assign specific goalsAssign specific goals
Assign difficult, but Assign difficult, but 
acceptable performance acceptable performance 
goalsgoals
Provide feedback Provide feedback 
concerning goal attainmentconcerning goal attainment

PEDOMAN MANAJER UNTUK PEDOMAN MANAJER UNTUK 
MENETAPKAN PENCAPAIAN TUJUAN MENETAPKAN PENCAPAIAN TUJUAN 
YANG EFEKTIFYANG EFEKTIF
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Encouraging the
development of goal-
attainment strategies

or action plans

Increasing
one’s persistence

Regulating
one’s effort

Directing
one’s attention

Goals
motivate the
individual

by...

Task
performance

BAGAIMANA TUJUAN MEMOTIVASI INDIVIDU? BAGAIMANA TUJUAN MEMOTIVASI INDIVIDU? 
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MEMOTIVASI DENGAN BERLAKU MEMOTIVASI DENGAN BERLAKU 
ADIL: ORGANIZATIONAL JUSTICEADIL: ORGANIZATIONAL JUSTICE
Distributive JusticeDistributive Justice : : 

the perceived fairness of outcomes receivedthe perceived fairness of outcomes received
the perceived fairness of how resources and the perceived fairness of how resources and 
rewards are distributedrewards are distributed

Procedural JusticeProcedural Justice : : 
the perceived fairness of the procedures used to the perceived fairness of the procedures used to 
determine outcomedetermine outcome
the perceived fairness of the process and procedure the perceived fairness of the process and procedure 
used to make allocation decisionsused to make allocation decisions

InteractionalInteractional JusticeJustice : : 
the perceived fairness of the interpersonal the perceived fairness of the interpersonal 
treatment received from otherstreatment received from others
extent to which people feel fairly treated when extent to which people feel fairly treated when 
procedures are implementedprocedures are implemented
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Organizational Justice: Organizational Justice: BeberapaBeberapa tips tips 
motivasionalmotivasional bagibagi parapara manajermanajer

Avoid underpaymentAvoid underpayment
Avoid overpaymentAvoid overpayment
Give people a voice in decisions affecting Give people a voice in decisions affecting 
themthem
Explain outcomes thoroughly using a socially Explain outcomes thoroughly using a socially 
sensitive mannersensitive manner
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MEMOTIVASI DENGAN MEMOTIVASI DENGAN 
MENGUBAH HARAPANMENGUBAH HARAPAN--HARAPANHARAPAN

ELEMENELEMEN--ELEMEN DASAR TEORI HARAPANELEMEN DASAR TEORI HARAPAN
EXPECTANCYEXPECTANCY: the belief that effort leads to performance: the belief that effort leads to performance
INSTRUMENTALITYINSTRUMENTALITY: the belief that performance is related to rewards : the belief that performance is related to rewards 
VALENCEVALENCE: the value or importance one places on a particular reward: the value or importance one places on a particular reward
Effort

Performance

Rewards

Expectancy

Instrumentality

Valence of 
Rewards

Motivation

Role Perception 
& Opportunities

Skills and Abilities

Job 
performance
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EffortEffort--
Performance Performance 

IssueIssue

PerformancePerformance--
RewardReward
IssueIssue

RewardsRewards--
Personal Personal 

Goals IssueGoals Issue

Expectancy Theory ModelExpectancy Theory Model

Individual Individual 
EffortEffort

Individual Individual 
PerformancePerformance

Organizational Organizational 
RewardsRewards

Personal Personal 
GoalsGoals
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APLIKASI MANAJERIAL DARI TEORI APLIKASI MANAJERIAL DARI TEORI 
HARAPANHARAPAN

Clarify peopleClarify people’’s expectancies that their effort will s expectancies that their effort will 
lead to performancelead to performance
Administer rewards that are positively Administer rewards that are positively valentvalent to to 
employeesemployees
Clearly link valued rewards and performanceClearly link valued rewards and performance

PayPay--forfor--performance planperformance plan
Incentive stock option (ISO) plansIncentive stock option (ISO) plans
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DesainDesain pekerjaanpekerjaan: : pendekatanpendekatan untukuntuk motivasimotivasi yang yang menyarankanmenyarankan bahwabahwa
pekerjaanpekerjaan dapatdapat dibuatdibuat sedemikiansedemikian ruparupa sehinggasehingga orangorang lebihlebih tertariktertarik untukuntuk
melakukannyamelakukannya

JOB ENLARGEMENT DAN JOB ENRICHMENTJOB ENLARGEMENT DAN JOB ENRICHMENT
Job enlargementJob enlargement
the practice of expanding the content of a job to include more the practice of expanding the content of a job to include more 
variety and a greater number of tasks at the same levelvariety and a greater number of tasks at the same level

Job enrichmentJob enrichment
the practice of giving employees a  high degree of control over the practice of giving employees a  high degree of control over 
their work, from planning and organization, through their work, from planning and organization, through 
implementing the jobs and evaluating the resultsimplementing the jobs and evaluating the results

MEMOTIVASI DENGAN MEBUAT MEMOTIVASI DENGAN MEBUAT 
PEKERJAAN MENJADI MENARIKPEKERJAAN MENJADI MENARIK
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PerbandinganPerbandingan Job Enlargement Job Enlargement dandan Job EnrichmentJob Enrichment

Standard Job
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Enlarged Job
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Enrich Job

Number of tasks
(horizontal job loading)
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(high)(low)

Task 
1

Task 
2

Task 
3

Task 
4



Reni Rosari – FE UGM

5

ReniReni RosariRosari –– FE UGMFE UGM 2525

THE JOB CHARACTERISTICS MODELTHE JOB CHARACTERISTICS MODEL
Components of the modelComponents of the model: : 

skill varietyskill variety
task identitytask identity
task significancetask significance
AutonomyAutonomy
FeedbackFeedback

Does the model apply to everyone?Does the model apply to everyone?
Growth need strengthGrowth need strength

The job characteristic model best describes people high in growtThe job characteristic model best describes people high in growth need strengthh need strength

Putting it all togetherPutting it all together
Motivating Potential Score (MPS)Motivating Potential Score (MPS)

MPS =MPS = Skill variety + Task identity + Task significance x Autonomy x FSkill variety + Task identity + Task significance x Autonomy x Feedbackeedback
33

Evidence for the modelEvidence for the model
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The Job Characteristics Model: Basic ComponentsThe Job Characteristics Model: Basic Components

CORE JOB 
DIMENSIONS

CRITICAL 
PSYCHOLOGICAL 

STATES

PERSONAL 
AND WORK 
OUTCOMES

Skill variety

Task identity

Task significance

Autonomy

Feedback

Employee growth 
need strength

Experienced 
meaningfulness of 

the work

Experienced 
responsibility for 

outcomes of the work

Knowledge of the 
actual results of the 

work activities

High internal work 
motivation

High-quality work 
performance

High satisfaction 
with the work

Low absenteeism and 
turnover

ReniReni RosariRosari –– FE UGMFE UGM 2727

Combine tasksCombine tasks
Open feedback channelsOpen feedback channels
Establish client relationshipsEstablish client relationships
Load jobs verticallyLoad jobs vertically

TEKNIK UNTUK MENDESAIN PEKERJAAN TEKNIK UNTUK MENDESAIN PEKERJAAN 
YANG MEMOTIVASI: YANG MEMOTIVASI: BEBERAPA PEDOMAN BEBERAPA PEDOMAN 
MANAJERIALMANAJERIAL
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Enriching Jobs: Enriching Jobs: Some suggestions from the job characteristics modelSome suggestions from the job characteristics model

Skill varietySkill variety
Task identityTask identity

Skill varietySkill variety
AutonomyAutonomy
FeedbackFeedback

AutonomyAutonomy

FeedbackFeedback

1.1. Combine tasks, enabling workers to Combine tasks, enabling workers to 
perform the entire jobperform the entire job

2.2. Establish client relationships, allowing Establish client relationships, allowing 
providers of a service to meet the providers of a service to meet the 
recipientsrecipients

3.3. Load jobs vertically, allowing greater Load jobs vertically, allowing greater 
responsibility and control over workresponsibility and control over work

4.4. Open feedback channels, giving workers Open feedback channels, giving workers 
knowledge of the results of their workknowledge of the results of their work

CORE JOB DIMENSIONS CORE JOB DIMENSIONS 
INCORPORATEDINCORPORATED

PRINCIPLE OF JOB DESIGNPRINCIPLE OF JOB DESIGN


