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Abstract: The purpose of this study is to investigate and analyze the significance of the effect of compensation and organizational culture on work 

motivation and commitment to the Organization of Coal Mining Companies in East Kalimantan Province. The populations of this study were all 
employees at PT Kaltim Prima Coal (KPC) and PT Berau Coal (BC). The sampling technique used in this study was purposive sampling. The sample 
size plays an important role in the estimation and interpretation of the results of the analysis of Structural Equation Modeling (SEM), sample size 
between 100-200 samples can be recommended for maximum likelihood estimation (ML). In this study population included all employees of PT. Kaltim 
Prima Coal (KPC) and PT Sangatta. Berau Coal (BC) Bontang, with details of the total population of 4576. The number of respondents who were taken 
in this study is based on Slovin. Using the 370, then the number of respondents in proportion to each company is PT. Kaltim Prima Coal (KPC) Sangatta, 
316 samples and PT. Berau Coal (BC) Bontang, 54 samples. The method of analysis used in this study is Structural Equation Modeling (SEM). The 
results of this study found that, compensation and organizational culture have a positive and significant impact on work motivation (1) and the 
Compensation and organizational culture have a positive and significant impact on organizational commitment (2). 
 
Index Terms: Compensation, Organizational culture, motivation and commitment Organization.   

———————————————————— 

 

1 INTRODUCTION 
Human resources is one of the elements that determine the 
success of an organization, on the other hand they are also  
as creatures that have thoughts, feelings and expectations 
need and certain expectations. It is in need of special attention 
because these factors will affect the performance, dedication 
and loyalty and love for the job and the organization [10]. This 
situation makes the human resource as an asset that must be 
improved efficiency and productivity. To achieve this, the 
company should be able to create the conditions that 
encourage and enable employees to develop and enhance the 
capabilities and skills optimally. One effort that can be taken by 
firms to create those conditions is to provide a satisfactory 
compensation. One way to improve job performance, 
motivation and job satisfaction of employees is by providing 
compensation [9]. Compensation is a form of awards or 
rewards [2]. With the reward outcomes, policies and practices 
of the organization in terms of compensation also as 
reinforcement behavior of workers who have contributed 
positively to the organization.  
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

In addition to performance, compensation or remuneration 
aspect has become a central issue in human resource 
management. Appropriate Compensation system is believed 
to increase motivation, commitment and involvement of 
employees in the organization. One great way for companies 
to meet these needs is by providing adequate and fair 
compensation as an award given to the company's 
employees. Then with the compensation the company expects 
a reciprocal sense of officials to work with good performance. 
[10], states that: "The compensation is applied properly will 
provide motivation for employees. Compensation known to 
consist of direct and indirect compensation. If the comparison 
of the two compensation set so that the motivation of the 
employees will be better ". Based on research Frey [11], when 
the economic actors have ignored the psychological, the 
psychological organization has analyzed the concept of 
motivation over the past few years. They have studied the 
relationships with external and internal conditions, both 
theoretically and empirically. The results showed that there 
was a difference in the work motivation; theory has a great 
understanding of the impact of the compensation system in 
the business at doing. Research [3] proved that compensation 
will eventually lead to the emergence of satisfaction. It is 
possible, because the compensation would lead to the 
emergence of self-motivation in employees. In addition to 
compensation affects organizational commitment, 
organizational culture also helped influence on organizational 
commitment. Organizational culture is a system of values 
obtained and developed by the organization and patterns and 
basic philosophy of its founder, who established a rule that is 
used as a guide in thinking and acting in achieving 
organizational goals. Strong culture is a culture in which the 
organization's core values are deeply held and widely shared 
with [17]. Organizational culture is a system of values obtained 
and developed by the organization and patterns and basic 
philosophy of its founder, who established a rule that is used 
as a guide in thinking and acting in achieving organizational 
goals. According Horrison in [16] culture in relation to the 
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design of the organization consists of four types, namely: (1) 
culture of power (power culture). A small portion of the senior 
executive uses more power in the ruling. There is a belief in a 
strong mental attitude and firm to advance the organization's 
attention. (2) Culture's role (role culture). There a relation with 
bureaucratic procedures, such as government regulations and 
the role specific clear, as it is believed that this will stabilize the 
system. (3) Cultural support (support culture). There is a group 
or community that supports those who seek integration and a 
set of shared values. (4) Cultural achievement (achievement 
culture). There is an atmosphere that encourages the 
exception yourself and endeavors for the independence, and 
the emphasis is on success and achievement. This means that 
the culture of achievement will motivate someone to do the 
job. Additionally [17] found organizational culture is a system 
of shared meaning held by members that distinguishes the 
organization and other organizations. Related issues of 
organizational commitment, the number of companies in 
Indonesia are often problems occur with the employees where 
very high employee turnover rate of both management and 
employees. Among the companies that have problems of 
employee turnover is PT Kaltim Prima Coal (KPC) and PT 
Berau Coal (BC). The company has a barrier entry and exit 
barriers are high. One reason is the labor force in this industry 
is expected to have high competence so that the actions of 
recruiting the engage employees occur amongst mining 
companies. [7] stated that organizational commitment of 
employees to continue to work to be part of an organization 
increases when supported by the high motivation of the 
employees associated with the job. Employee motivation is 
very effective to improve organizational commitment and 
employee performance in which motivational factors are 
measured by intrinsic factors (need for achievement and 
interest) and extrinsic factors (job security, pay, and 
promotion). The study was supported by [6] which states that 
motivation significantly positive effect on commitment as 
measured by three dimensions of commitment, namely 
affective commitment, normative commitment, and 
continuance commitment. [18] in [16] divides variable of 
organizational commitment in three categories, namely: (1) the 
characteristics of each member organization personnel that 
included age, education, sex, and the need for achievement, 
(2) the characteristics associated with the work consists of 
several variables such as the emphasis of the role (role 
conflict and ambiguity) and (task characteristics and work 
experience that includes variables such as the attitude of the 
leadership (and organizational initiatives and consideration of 
leadership) and organizational structure (formalization and 
participation in decision-making). Given the focus of research 
this is the organizational factors, this study is limited to the 
characteristics associated with the jobs and work experience. 
His relationship with the leadership, the general manager of 
the two companies would also not be separated from 
leadership turnover. Any new manager positions are always 
bringing the culture of different organizations, so as to create 
an organizational culture that also change causing major 
confusion often experienced employees on the rules change 
often anyway. This situation is very disturbing motivated 
employees who work at these companies. Disruption of 
employee motivation is very visible on the activities of 
employees; it is seen in the number of employees who are 
often late reporting weekly worksheet numbers growing every 
month. From the results of the initial interviews with the 

management of PT. BC the number of supervisors who report 
weekly worksheet late from the scheduled increases each 
month on average to reach 10 percent by the second quarter 
of 2012. Based on the above phenomenon so interesting to 
study more in depth the factors of leadership style, 
compensation, organizational culture and its impact on 
employee motivation and organizational commitment in the 
coal mining company. The reason researchers use the mining 
company is due to the characteristics at a mining company 
requires competence and experience, while employees with a 
character like this is very limited so frequent transfer of 
employees from one company to another company. Such high 
mobility is closely associated with organizational commitment 
of employees. 
 

2 RESEARCH METHODS 
Based on the type of research, this research is explanatory 
research (explanatory research). In addition, the study 
included a descriptive study. The study site was at PT. Kaltim 
Prima Coal (KPC) and PT Sangata. Berau Coal (BC) Bontang. 
The sampling technique used in this study was purposive 
sampling. In this study population included all employees of 
PT. Kaltim Prima Coal (KPC) and PT Sangata. Berau Coal 
(BC) Bontang, with details of the total population of 4576, the 
number of respondents who were taken in this study is based 
on Slovin. So the number of samples used as many as 370 
respondents, where PT. Kaltim Prima Coal (KPC) Sangata is 
316 samples and PT. Berau Coal (BC) Bontang  is 54 
samples. In this study, the type of data is qualitative and 
quantitative. Sources of data used in this study are primary 
data. The method of analysis used in this study is a structural 
equation modeling or Structural Equation Modeling (SEM) to 
determine the causal relationship between latent variables 
contained in the structural equation. The analysis tools are 
reduced with the help of statistical application form and 
program AMOS. 
 
2.1 Data Analysis 
Y1 = F (X1, X2) 
Y2 = F (X1, X2, Y1) 
Reduce calculation process form: 
Y1 = α0 + α1X1 + α2X2+ ε1  
Y2 = β0 + β1X1 + β2X2+ β3Y1 + ε2 
Y2 = (β0 + α0) + (β1 + α1 β3) X1 + (β2 + α2 β3) X2 + (ε2 + ε1 β3) 
Where: α1 = direct effect of compensation on motivation; 
α2 = direct influence of organizational culture on motivation;  
β1 = direct effect of compensation on organizational 
commitment;  
β2 = the direct influence of organizational culture on 
organizational commitment; α1 β3 = direct effect of 
compensation on organizational commitment through 
motivation;  
α2 β3 = direct influence of organizational culture on 
organizational commitment through motivation 
 

3 RESULT  
To make it easier to analyze the functional relationships 
between the variables then the value of the coefficients are 
arranged figure below:  
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Figure 1. Coefficient of Variables 
 
The coefficient of the effect of variable compensation (X1) on 
Motivation (Y1) of 0268 with a value of t for 3182 at a 
significance level of 0.001. Coefficient indicates that the 
variable compensation (X1) have positive and significant 
impact on motivation (Y1). This means that an increase in 
compensation (X1), will be followed by an increase in 
motivation (Y1), assuming other factors that affect the size of 
Motivation (Y1) was constant. The effect of variable coefficient 
cultural organization (X2) on Motivation (Y1) of 0642 with a 
value of t for 6441 at a significance level of 0.000. Coefficient 
indicates that the variable Organizational Culture (X2) have a 
positive and significant impact on motivation (Y1). This means 
that the increase in organizational culture (X2), will be followed 
by an increase in motivation (Y1) assuming other factors that 
affect the size of motivation (Y1) was constant. The coefficient 
of the effect of variable compensation (X1) on organizational 
commitment (Y2) of 0184 with a value of t for 2006 at a 
significance level of 0.045. Coefficient indicates that the 
variable compensation (X1) have positive and significant 
impact on organizational commitment (Y2). This means that an 
increase in compensation (X1), will be followed by an increase 
in organizational commitment (Y2), contrary to the assumption 
of other factors that affect the size of Organizational 
Commitment (Y2) was constant. The effect of variable 
coefficient cultural organization (X2) on organizational 
commitment (Y2) of 0556 with a value of t for 4019 at a 
significance level of 0.000. Coefficient indicates that the 
variable organizational culture (X2) have a positive and 
significant impact on organizational commitment (Y2). This 
means that the increase in organizational culture (X2), will be 
followed by an increase in Organizational Commitment (Y2) 
assuming other factors that affect the size of organizational 
commitment (Y2) was constant. Motivational variables 
influence coefficient (Y1) of the organizational commitment (Y2) 
of 0295 with a value of t for 2204 at a significance level of 
0.000. Coefficient indicates that the variable motivation (Y1) 
have positive and significant impact on organizational 
commitment (Y2). This means that an increase in motivation 
(Y1), will be followed by an increase in organizational 
commitment (Y2) assuming other factors that affect the size of 
organizational commitment (Y2) was constant. 
 

4 DISCUSSION 
It indicates that the variable compensation has positive and 
significant effect on motivation. This indicates that the increase 
in compensation will be followed by an increase in motivation. 
Based on the answers of respondents to compensation 
indicator, it seems clear that in general, respondents gave 
more attention to the indicators corresponding salary then the 
next indicator that desire to develop themselves. These results 

give an interpretation that employees in both coal mining 
company assesses that the salary should be comparable with 
the work carried. For career development remains an 
important issue but it is still at number-emphasized. In theory, 
compensation is the most powerful motivational tool for the 
company to give encouragement to the employees to work 
well. According to [14], tangible rewards received by 
employees because the work is in the form of salaries, 
incentives, and benefits. One thing that is important to the 
retention of employees is to have "competitive compensation" 
means to be close to what is provided by other companies, 
and what is believed by the employee in accordance with the 
capabilities, experience and performance, if not close to the 
velocity will be higher. It indicates that culture variables have a 
positive and significant effect on motivation. This means that 
improvements Cultural organization will be followed by an 
increase in motivation. Based on the answers of respondents 
to the organizational culture variables above, it seems clear 
that in general the respondents to give more attention to 
indicators of management support following a consecutive 
indicator is a standard procedure-oriented, innovation-oriented 
firms, results-oriented company (output), the company 
oriented cooperation, and tolerance in the sharing of mistakes 
as opportunities for learning. [12]; Organizational culture is the 
interaction of the various features of habits that affect groups 
of people in their environment. According to [4]; culture is at 
the core of what is important in organizations that used the 
guidelines to carry out the activity. It indicates that the variable 
compensation has positive and significant impact on 
Organizational Commitment. This means that an increase in 
compensation will be followed by an increase in organizational 
commitment, on the contrary, assuming other factors that 
affect the size of the compensation is considered constant. 
These results are in line with [5] that the compensation is 
important because the amount of compensation for employees 
can increase employee motivation itself. Compensation has 
great influence in the withdrawal of employees, motivation, 
productivity, and employee turnover. It is also in line with [15] 
which specifically states that intrinsic rewards as a form of 
intangible benefits that influence motivation, job satisfaction 
and organizational commitment. It shows that the variables 
have a positive and significant impact on Organizational 
Commitment. This means that improvements cultural 
organization will be followed by an increase in Organizational 
Commitment assuming other factors that affect the size of the 
Organizational Culture is considered constant. 
This is also consistent with the theory advanced by Professor 
University of Colorado at Denver, M. Jae Moon in [20], 
examined the relationship between organizational 
commitment, organizational culture and a variable number of 
other woods. Other research suggests that the goal of the 
organization leads to performance and organizational 
commitment is high. When a member receives and assesses 
organizational goals, organizational commitment is also 
increasing. These findings correspond [18], a form of work 
commitment arises not merely a passive loyalty, but it also 
involves an active relationship with the labor organization 
which has the goal of all efforts for the success of the 
organization. The coefficient of the variable effect of motivation 
on organizational commitment indicates that the motivation 
variable has positive and significant impact on Organizational 
Commitment. This means that an increase in motivation will be 
followed by an increase in Organizational Commitment. Based 
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on the respondent's answer above, it seems clear that in 
general the respondents to pay more attention to improving 
the skills of the indicator then the next indicator is the reward 
in line with expectations, work environment, provide an 
opportunity to do better, and the last one is enjoying the job. A 
good organization will always pay attention to the wants, 
needs and expectations of its employees. Because each 
individual has unique expectations in the way to work, this 
distinguishes between individuals with one another. However, 
after a series of compositions employee needs or expectations 
must be met in order to be motivated and adjusted 
proportionally corporate purpose. This is essential if the 
company expects its employees remain a member of the 
organization. 
 

5 SUGESTIONS 
To get continuous improvement of organizational commitment, 
the management company needs to increase compensation 
with respect to year-end benefits and make an organizational 
culture by creating a management support to subordinates 
that allows creating a conducive and comfortable work 
condition. 
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