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ABSTRACT 

 

The aims of this research are to describe Maslow's eight motivational models in hospitality company in 

Surabaya, to analyze the validity and reliability of Maslow's instrument of measuring motivation in eight 

hierarchies, to find indicators that can form the motivation variable, to find out whether there are differences 

in Maslow's motivational model based on gender, employee status, and employee marital status, and to know 

the correlation between physiological needs, safety needs, love and belonging needs, esteem needs, cognitive 

needs, aesthetic needs, self-actualization and self-transcendence needs. Explanatory with descriptive and 

quantitative analysis were used. Quantitative analysis was performed using Structural Equation Modeling 

(SEM) AMOS and SPSS program version 19. Respondents from this research were all employees who work 

in 61 hospitality companies where NSC Polytechnic students are employed. The sampling technique used was 

simple random sampling, with a total sample of 160 respondents. Data were collected using questionnaires. 

The returned questionnaires were 100% but only 85% (136 respondents) could be further analyzed. The result 

of the research shows that employee motivation in hospitality company in Surabaya is high, where the mean 

of motivation for aesthetic needs is the highest; Maslow's motivational measurement instrument of eight needs 

hierarchies using 38 statement items satisfies the validity and reliability of the perfect constructs and met the 

unidimensional criteria; Maslow's motivational model meets the requirements of goodness of fit, where 

physiological needs, safety needs, love and belonging needs, esteem needs, cognitive needs, aesthetic needs, 

self-actualization, and self-transcendence needs are able to form Maslow’s motivational model; There is no 

difference in Maslow's motivational model based on gender and employee marriage status, but there is a 

difference in Maslow's motivational model based on employee status, where permanent employees have higher 

motivation than contract employees; There is correlation between physiological needs, safety needs, love and 

belonging needs, esteem needs, cognitive needs, aesthetic needs, self-actualization and self-transcendence 

needs. 
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1. Introduction 

The development of business in the millenium 

era today is more expanding. Especially in East Java 

territory with Surabaya as the Capital City of this 

province. As the second biggest city in Indonesia, 

Surabaya offers many opportunities to open and run 

some various business. Consequently, this condition 

enhances the level of higher competition in business. 

For example in Hotel accomodation and hospitality 

business in East Java, especially in Surabaya is 

expanding more significantly. Many new business 

hotels are turning up with occupancy level up to more 

50 percent in 2017 ( Rozack, 2017 ). Because of this 

condition, giving and offering excellent services to 

customers and guests is so important to win this 

business competition that can be able to make good 

and continuing relation with the customers in the 

future (Rangkuti, 2017). 

Extraordinary services is a must and all 

personals in management have good commitment in 

their jobs (from the top to the bottom) and becomes 

corporate culture in the internal management. So 

every personal is motivated to give the maximum 

services to all customers. (Rangkuti, 2017: 15) 

explains that excellent service and caring to the 

customers has five skill sectors : 1) Service Standard, 

is for every employee who deals with customers, in 

the back office or front office has to know about the 

standard of the customer service which is given by the 

company management; 2) Technical skill, is for every 

job unit has to know about Standard Operational 

Procedure (SOP) and system which is applied in the 

company, the goals of every job, data transfers, letters 

and forms, and procedures also. 3) Interpersonal 

Skill, is for every staff and employee has to own good 

communication skills, good at listening and giving 

solution for every customer’s problem. 4) Service 

Skill, is for every employee has to prepare and learn 

some tehniques in solving customer’s problems or 

replying customer’s answers, and able to determine 

who is responsible for every problem. 5) Customer 

characters Knowledge, is for every employee has to 
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know and learn about customer’s various characters. 

So it’s very important for the company making the 

Database of Customers. For gaining and obtaining the 

Five Skills, every personal staff in company must 

have good and high motivation in doing the job and 

responsibility. The company must be challenged to 

motivate all its employees in doing their jobs well, 

because motivation is not only about hard-working 

but reflection of employee’s opinion about their 

compentency also (Robbins and Judge,2015) 

Motivation is an important topic to discuss and 

research in organisation management, because 

motivation always has various level for every 

individual person in company. Emphiric evidence 

showed that motivation can increase the performance 

(Ackah, 2014; Tambunan et al, 2016), Work 

Satisfaction (Tan and Waheed, 2011; Nwagwu, 2015) 

Commitment (Chuang, 2011; Tambunan et al., 2016) 

and Decrease employee turover (Mak and Sockel, 

2001; Vnouckova and Klupakova, 2013). 

Nevertheless, some researches proved that motivation 

is not signicant in increasing job satisfaction (Danapal 

et al., 2014) and decreasing employee turnover 

(Pradifa and Welley, 2014). Because of the different 

research results, so it needs more next studies and 

researches. 

According to the explanation above, the problem 

questions of this research are : 1) What Maslow’s 

motivation model in eight hierarchy in hospitality 

company in Surabaya is ? 2) Is the measurement 

instrument of motivation valid and reliable ? 3) Are 

the indicators of motivation variable can fulfill the 

criteria of validity and reliability construction ? 4) Is 

there any difference of Maslow’s motivation model in 

gender, employee status, and employee marital status 

? and 5) is there any correlation among physiological 

needs, safety needs, love and belonging needs, esteem 

needs, cognitive needs, aesthetic needs, self-

actualization and self-transcendence needs ? 

The goal of this research are for : 1) Illustrating 

Maslow’s eight hierarchy motivation model in 

hospitality company in Surabaya, 2) Knowing 

validity and reliability of motivation measurement 

instrument, 3)  Finding factors or indicators which 

can make motivation variable, 4) Knowing the 

possibilty of  Maslow motivation model differences 

in gender, employee status and employee marital 

status. 5) Knowing correlation among physiological 

needs, safety needs, love and belonging needs, esteem 

needs, cognitive needs, aesthetic needs, self-

actualization and self-transcendence needs. The result 

of this research hopefully will give theoritical 

contribution in developing organisation management 

and Human Resources management, especially in 

development of Motivation theory. Beside that, the 

result of this research will be able give practical 

contribution for hospitality company in Surabaya as 

the reference / model for developing policy in 

motivating emloyees. So it can increase job 

satisfaction and organisational commitment which 

finally will affect to service quality increasement and 

customer satisfaction. 

 

2. Literature Review 

2.1. Motivation 

Motivation is a process which describes about 

someone’s strenght, aim, and consistency (Robbins 

and Judge, 2015: 127). Next,  Robbins and Judge 

(2015: 128) explains that the strenght means how 

hard ,someone to do the best, yet the big strenght 

won’t affect satisfied work performance 

automatically if it doesn’t give the direction to gain 

good profit for company. Therefore, the effort must 

aim to the company goal. Beside strenght and 

direction, persistence dimension in motivation can 

show how long a person can retain his effort. The 

motivated individual person can be retained long 

enough to do his task for gaining company goal. 

Herbert (1981: 222) explained that employee’s 

work behaviour will be boosted to get good 

achievement as long as it has direct connection 

between company goal and task goal with material 

and nonmaterial reward system which can boost  

employee work behaviour for higher achievement 

that can bring employee’s satisfaction. Achieiving 

individual employee’s goal (satisfaction) and task 

goals also and organisation purpose will be reached. 

Some factors which can boost employee’s work 

motivation for achievement are showed on Picture 1. 

Picture 1. Work Motivation 

 
Source : Herbert (1981 : 222) 

 

Picture 1 above shows that every individu in 

working always be influenced by some factors that 

creat some boosting for achievement (work 

motivation) : 1) Relation between work behaviour 

and task goal shows that doing certain work for 

resulting production level as we planned, Good work 

accomplishment can be excepted by organisation, 

fulfilling work standard in formal and informal; 2) 

Relation between task goals and reward shows that 
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the work must reach the target  and get the reward. 

From employee’s need, achieving work target beside 

getting wages and salaries, offering good position and 

proper responsibility from the company is needed too. 

3) Relation between work behaviour and reward 

shows the effort to do the certain work because of the 

reward, If the reward is fair enough, the emloyees will 

be tend to give production level with low cost, 

finishing the work in high productivity for getting the 

higher wages, getting promotion, status and reward 

and higher career opportunity also. 4) Relation 

between work behaviour and satisfaction. 

Eventhough, In gaining task goals for having some 

rewards, but the relation between work behaviour and 

satisfaction can directly influence work satisfaction. 

For example, the employees are more interested and 

challenged to finish and handle the non-routine or 

monotonous work. 5) Relation between reward and 

satisfaction shows that accepted reward for emloyees 

can guarantee work process is suitable with task goal, 

hence it results personal satisfaction for employees. It 

will increase employees’ prestige for getting 

satisfying  thegoals, shows personal worker 

satisfaction toward the job, with majoring job 

characteristics and accepted reward that it can 

enhance the commitment for gaining task goal as the 

organisation has planned before. 7) Relation between 

task goals and organisation purpose. It is a capability 

to reach taks goals suitable with organisation purpose 

which is followed by high productivity level and 

initiative, depend on how big the work motivation 

system can support satiscation and personel employee 

reward and organisation purpose also. The conclusion 

of work motivation process is the person is oriented 

to succeed the task, always be ready to take the risk, 

and use the initiative to solve the problem in doing the 

job. Or the individu will be motivated to reach task 

goal, willing to reach tasks goals and organisation 

purpose as long as the compensation they get is equal 

with individual emloyee motive. 

Equal with that opinion is motivation model 

which is illustrated by Porter and Lawler (Certo, 

2003: 356; Luthans, 2011: 168). Porter and Lawler 

Model illustrated that  motivation does not equal with 

satisfaction and or work achievement. Motivation, 

satisfaction and work achievement  are separated 

variables and having connection in different ways., as 

in picture 2. 

 

 

 

 

 

 

 

 

Picture 2. Porter - Lawler Motivation Model 

 
 

2.2 Motivation Theory 

There are many kinds of Motivation Theory that 

explain natural character of motivation and all of 

them are definitely right , because they all partially or 

wholly can explain about individual behaviour in 

periodical time  in a company (Venugopalan, 2007). 

Motivation theory was formulated in the 50’, 

although it was hesitating about it’s validity at that 

time, that theory represented a basic model is being 

applied in many companies until now (Robbins and 

Judge, 2015). The theories are : 

1. Maslow’s Need Hierarchy 

Maslow has identified 5 level (Picture 3) about 

Motivation need in Need Hierarchy (Maslow, 

1943; Luthans, 2006: 281; Luthans, 2011) that 

is: 

a. Physiological Needs. 

The most basic level of the hierarchy that is 

commonly connected to prime need. 

According to this theory, once prime need 

satifying , so worker / employee won’t be 

motivied.  

b. Safety Needs. 

This second level is more or less equivalent  

with Safety Needs. Maslow stresses in 

Emotional and Physical Safety. 

c. Love Needs 

This third level is connected to affection 

and affiliation. 

d. Esteem Needs 

This level represents higher human needs. 

The needs of power, achievement, status are 

involved in this level. Maslow accurately 

shows that the esteem for self-esteem and 

other person esteem. 

e. Self-Actualization 

This level is the top of all human needs, 

low, medium, and high. The person with 

self-actualization is complete and recognize 

all their self-porential. Self-Actualization is 

personal motivation to change self-

perception into reality. 
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Picture 3. Maslow’s Need hierarchy 

 

Furthermore, Maslow stated that he didn’t 

suppose to apply his Need hierarchy to work 

motivation. Actually, he hadn’t search human 

motivation aspect in organisation for almost 20 years 

after stating his theory (Luthans, 2006: 282). With the 

simple way, Maslow’s Need hierarchy can be 

changed into model of work motivation which is 

shown in Picture 4.  

According to the five Need Hierarchy, it 

theoretically can be explained that the five Need 

Hierarchy are connected to each other or not. Maslow 

(1943) said, “ If someone feels satisfied, so others will 

follow”. This statement will give false impression 

that a need must be satisfied 100% before other needs 

follow. The fact shows that most society feel satisfied 

in their all basic needs but part of them don’t at the 

same time. The more realistics hierarchy explanation 

is about decreasing satisfaction precentage when it 

reaches higher hierarchy. For example, If Maslow’s 

opinion is applied in certain organisation that gives 

arbitrary illustration, so someone can be satisfied 

85% in his physiology needs, 70% in safety needs, 

50% in love need, 40% in esteem needs, 10% in self-

actualization (Maslow, 1943: 389; Luthans, 2001: 

164). For whole work motivation model shown in 

Picture 4 and precentage which are estimated by 

Maslow makes sense and can be still applied  for 

motivating employee in company today. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Picture 4. A Hierarchy of Work Motivation 

 

 
Source : Luthans (2001: 164)  

 

Five Need Hierarchy Model ( Maslow, 1943 ) 

expanded into 7 hierarchies ( Maslow, 1970a ) for 

covering Cognitive Needs and Aesthetic Needs and 

expanded become  8 hierarchies ( Maslow, 1970b; 

Koltko-Rivera, 2006 ) for covering Self-

transcendence needs, shown in Picture 5. Cognitive 

needs is a personal need to increase his intelligence 

and get much more knowledge. Cognitive need is a 

personal natural expression need to learn, explore, 

search and creat for gaining better comprehension 

about the world he lives. Beside that, this need 

directly connects with the need for exploring or 

receiving new experiences.  Aesthetic Needs is a 

hierarchy need which describes someone  need good 

image or something new and aesthetic for continuing 

self-Actualization (http://themouse-trap.com) 

 

Picture 5. A Hierarchy Needs of Maslow’s Theory 

Motivation 

 
Source : Maslow (1970a,b), McLeod (2017) 

 

Maslow describes Self-transcendence is 

personal capacity to have self-aware with other 

people (1970b). Transcendent people is able to see the 

http://themouse-trap.com/
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world and their goals in connection with other people 

in global scale and realize the impact, not only in their 

geographical limits, but the whole world also. 

Maslow (Venter, 2016) stated that one of principal 

characters of transcendent people is autonomous and 

independent from culture and environment, and 

doesn’t need agreement from other people also. 

Maslow (1970b) thought that Self-transcendence can 

be realized  when someone has some effort further 

over himself and experiences for federating out of his 

limits. Some individual person who can reach the top 

of hierarchy as this Maslow revision, normally 

identifies the bigger thing than only personal need 

and it frequently involves in service sincerely to other 

people ( Koltko – Rivera, 2006; Venter, 2012 ) 

Hierarchy Needs of Maslow is often rejected 

critically by some textual management book writer 

and practitioner (Luthans, 2011; Kaur, 2013), but 

Maslow tried to clarify his position with telling that 

satisfy Self-Actualization need will increase 

individual motivation and actually enhance 

satisfaction of this need, not otherwise. Maslow has 

value protection toward some other original ideas, 

such as the higher need may comes up after the lower 

one unfulfilled or it will be fulfilled in the long period. 

Maslow stressed that human behaviour is 

multideterminant and multimotivation. The research 

showed that Maslow’s Need hierarchy is not the last 

solution in work motivation. Eventhough, Maslow’s 

Theory Motivation gives some contribution 

significantly, so company management  can realize 

that employee’s need in the work place is very 

various. Finally, this theory is developed into two 

factors theory by Herzberg and ERG theory 

(Existence, Relatedness, and Growth) by Alderfer. 

 

2. Two Factors Theory 

This theory is developed by Herzberg in the 60’ 

(Baron and Greenberg, 1990:162-163; Gibson et al., 

2006 : 138; Nickels et al., 2009: 343-344) which 

found that satisfaction and unsatisfaction come from 

two different sources. Factors that boost the work 

satisfaction  are called motivator, while factors that 

impact work motivation deal with work environment 

condition are called hygene factors or maintenance 

factors (Picture 6). 

 

 

 

 

 

 

 

 

 

 

Picture 6. Herzberg’s Two-Factors Theory. 

 
Source : Baron and Greenberg (1990: 163) 

 

Commonly, individual person feels satisfied 

when he gets the result as the effort he has done. Some 

of them are chances for promotion, opportunity for 

developing, acknowledgement, responsibility and 

achievement. These are known as motivator. 

Otherwise, unsatisfaction is connected with condition 

in work environtment, like work situation, safety, and 

individual relation. The conclusion of Herzberg 

theory is certain factors are called motivator that 

make employees become more productive and give 

them a lot of satisfaction. These factors commonly 

deal with the work. Herzberg calls other elements of 

the work as hygiene factors or maintenance factors, 

this connects with work environment and it can make 

the unsatisfaction if it is not existed, but it doesn’t 

always motivate the employees it it increases. 

One of the interesting aspect of Herzberg’s 

explanation about motivation is that terminology is 

oriented to the work, so Herzberg’s work had been 

criticized for some reasons. For example, some 

reseachers believed that Helzberg’s work 

underestimate characteristic of work satisfaction. 

Other critiques paid attention to the Helzberg’s 

methodology that asked person to focus on himself, 

and for most cases, some respondents described work 

activities that existed in a long period, Eventhough, 

there are series of long critiques toward Herzberg’s 

model, the impact of this theory for the manager can’t 

be underestimated.  

onedefined as a process of personal achievement 

building, acknowledgment, challenge, resposibility, 

and opportunity to increase for someone’s job. It has 

the impact for enhancing individual motivation with 

providing more responsibilities in doing challenging 

job. For the next period, Herzberg cared about 

Maslow’s theory  that offered Statis Hierarchy 

System, but Helzberg talk about intrinsic and 

ekstrinsic work factor or two factors theory that can 

be seen in picture 7 ( Ivancevich dkk., 

2007:156;Nickels dkk.,2009:346 ) 

This theory has important implication in managing 

organisation. Therefore, the managers is adviced to 

focus on factors which is able to boost work 
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satisfaction. The best way to motivate employees is 

making their work so interesting, helping them to 

reach their goals and accepting their achievement 

through increasing progress and responsibilty. 

 

Picture 7. Comparison between Maslow’s Need 

Hierarchy and Herzberg’s Two Factors Theory. 

 
Source : Ivancevich and friends (2007: 156) 

 

3. ERG Theory (Existence, Relatedness, and 

Growth) 

Further expansion of Herzberg theory ( Two 

Factors Theory ) was applied by Clayton Alderfer 

(Luthans, 2006: 285; Gibson et al., 2006: 137). 

Maslow and Herzberg thought that there is a score in 

categorizing  need and even it’s found basical 

differences between need with low score and high 

score. 

Alderfer formulated need category model that 

equal with existed empiric proof. Alderfer 

categorized 3 Need groups : 1) Existence, which deals 

with physiological wealthy. 2) Relatedness, which 

stresses on social and interpersonal relationship and 

3)  Growth, which deals with individual intrinsic will 

or productive contribution. This model is known as 

ERG. 

Arderfer stressed on continuing Need more than 

main Need with hierarchy level or two factors. 

Maslow’ hierarchy stated a process is called 

progressive satisfaction where someone can go up to 

the higher hierarchy after lower Need is fulfilled 

continuosly. 

Alderfer’s approach gives the term regressive 

frustation. When the development Need in higher 

level, it is pressed or unfulfilled because of various 

situation, low ability or other factors, so the 

individual tends to going back to the lower level need 

and comfortable with that level. 

According to this ERG Theory, the individu will 

stress on social relationship on work or out of work 

and become more interested  in salary and benefit. 

 

 

2.3. Empiric Study, Measurement and Hipotesis. 

Empiric study which researched about “ 

Maslow’s Need Hierarchy “ had been applied  by 

some researchers : Barling (1977), Ifedili and Ifedili 

(2012), Taormina and Gao (2013) and Nwagwu 

(2015). This study tested  Maslow’s Five Hierarchy 

motivation model that is physiological needs, safety 

needs, love and belongingness needs, esteem needs 

and self-actualization. Barling study (1977) for Africa 

people (n=192) and England people (n=96) who 

worked in industries explained that Five Motivation 

Hierarchy has good reliability for both African people 

and England people. Reliability score KR 20 from 

each hierarchy in a row for Africa people is up to 0,8 

(physiological 0,867; safety and security 0,881, love 

and belongingness 0,915; esteem 0,909; self-

actualization 0,898) and for England people 

(physiological 0,858; safety and security 0,861, love 

and belongingness 0,900; esteem 0,893; self-

actualization 0,921). Beside that, from the five need 

hierarchies have correlation significantly (score r 

between 0,74 – 0,90). In parallel with that research, 

Ifedili and Ifedili (2012) explained that instrument of 

reliability from all Maslow’s need hierarchy is 0,82. 

The result of research study was supported by 

Taormina and Gao’s research (2013) and Nwagwu 

(2015). Taormina and Gao (2013) told that the 

Maslow’s five need hierarchies have positive 

correlation significantly  (sig. < 0,001) and have good 

reliability because all Cronbach’s alpha score up to 

0,7 (physiological needs 0,87;safety and security 

0,90, love and belongingness 0,91; esteem 0,90 for 8 

items measurement, and 0,89 for 7 items 

measurement; self-actualization 0,86). While 

Nwagwu’s research (2015) proved that the five need 

hierarchies have sufficient reliability with Cronbach’s 

alpha score 0,595 – 0,699 (physiological needs 0,623; 

safety needs 0,614, belongingness 0,699; self esteem 

0,671; self-actualization 0,595), which is from that 

five needs, safety needs is the highest (mean 3,341) 

and other needs (basic needs with mean 2,56; 

belongingness 3,071; self-esteem 3,032; and self-

actualization 2,781). 

The research which measures Maslow 

motivation model with expanding cognitive needs, 

aesthetic needs and self-transcendence needs  still 

need more examination. Examination about self-

transcendence needs is still in theoritical examination 

(Koltko-Rivera, 2006; Venter, 2012, 2016). Empiric 

study deals with self-transcendence had been applied 

by Runquist and Reed (2007) and Haugan et 

al,.(2012). The Runquist and Reed’s study result 

(2007) proved that self-transcendence scale (STS) has 

good reliability (Cronbach’s alpha 0,83), while 

Haugan study research et al. (2012) proved that self-

transcendence (ST) has good composite reliability 
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(CR) (ST Model 1: One Factor with CR=0,791; ST 

Model 2: Two Factors with CR1=0,729, CR2=0,610; 

ST Model 3: Four factors with CR1=0,799, 

CR2=0,822; CR3=0,772; CR4= - ).  

According to theoritical and empiric study which 

had been explained before, so Maslow motivation 

model in this study is referenced to Maslow theory 

(1943, 1970b), Koltko-Rivera (2006), Venter (2012, 

2016). The instrument that is used to measure five 

needs motivation model (physiological needs, safety 

needs, love and belongingness needs, self-esteem 

needs and self-actualization) Twenty items of 

statement was adopted from John and William (Eds.) 

in Luthans (2006, 2011); Cognitive needs 

measurement instrument is 4 items statement, 

Aesthetic needs is 4 item statement, that statement 

was adopted from Maslow (1970b), while self-

transcendence needs measurement instrument is 10 

items statement that is referenced to the scale which 

is developed by Runquist and Reed (2007) and 

Haugan et al ,.(2012). Thus, the hypothesis of this 

research is : 

H1 : Indicator of physiological needs (Psycho), safety 

needs (safety), love and belonging needs (be-loved), 

self-esteem needs(esteem), cognitive needs 

(cognitive), aesthetic needs (aesthetic), self-

actualization needs (self Act) and self-transcendence 

needs (Self Trans) can make model / motivation 

construction. 

H2 : There is the difference of Maslow motivation 

model based on Gender, employee status and 

employee’s marital status. 

H3 : There is a correlation among each hierarchy 

need. 

 

3. Research Method 

The data in this research are analyzed using 

descriptive and quantitative analysis. Descriptive 

analysis is used  to describe respondent characteristic 

and Maslow motivation model in hospitality 

company in Surabaya, while quantitative analysis is 

used  to test validity and reliability instrument, test 

validity and reliability construction and test 

hypothesis. Analysis instrument which is used is 

SPPS version 19, and Confirmatory Factor Analysis 

with SEM (AMOS 19). The model is worth to be 

accepted  if it fulfill Goodness of fit criteria is Chi-

square, probability, RMSEA, GFI, CFI, and TLI. 

Interpretation of result measurement for latent 

variabel based on significant level of loading factor 

or lamda coefficient which is referenced to 

probability score (p) that is significant if the score p 

< 0,05. 

The population in this research is whole 

employees who work in the hospitality companies, 

the places where Politeknik NSC Surabaya students 

are working there. Sampling is taken using  Simple 

Random Sampling technique. This technique is 

applied with taking sampling in random, so it can 

fulfill the sampling amount for SEM analysis, 5 to 10 

times from amount of indicator (Jogiyanto, 2004; 

Sugiyono, 2010; Hair et al,.  2010), It can be 8 

indicators X 10 = 80 respondent. However, 

Anticipating for fulfilled analysis, the sampling 

which are taken about 160 respondents become the 

beginning study. The obtained data using survey 

method or sampling survey (Singarimbun and Effendi 

(Ed.) 1989) with questioners. Returned questioners 

are 160 respondents (100%), Yet the amount of 

respondents are worth to be analyzed further is 136 

respondents (Respons Rate is 85%) because of 

incomplete data filling. 

 

4.  Result and Discussion  

4.1 Descriptive Analysis 

According to the research result shows that 136 

respondents come from 61 hospitality company in 

Surabaya. Respondent characteristic based on gender, 

age, education, marital status, employee status, length 

of work, and salary / wages shows that woman 

employees with 63,2% (86 persons) while man 

employees with 36,8% (50 persons), the youngest 

employee is 17 years old, the oldest employee is 45 

years old, the age range 17 – 25 years old employees 

are 82% (111 persons), 26 – 35 years employees  are 

14% (19 persons) and 36 – 45 years are 4% (6 

persons) with Junior High School education are 0,7% 

(1 person), Senior High School are 83,1% (113 

persons), Diploma 1 are 3,7% (5 persons), Diploma 3 

are 3,7% (5 persons) and S1 degree are 8,8% (12 

persons). Married employees are 19,1% (26 persons), 

Unmarried employees are 78,7% (107 persons), and 

widows are 2,2% (3 persons), with permanent 

employees are 39% (53 persons) and contract 

employees are 61% (83 persons). 

Based on the lenght of work shows that 

employee majorities who work under 2 years (71,3% 

/ 97 persons), while work in 2 – 4 years are 20,6% (28 

persons), work in 4 – 6 years are 5,1% (7 persons), 

work in 6 – 8 years are 1,5% (2 persons), and work 

up 8 years 1,5% (2 persons). Based on employee 

status and lenght of work definitely  affect to salary / 

wages accepted, which is majority of the respondents 

(57% / 78 persons) accept under Rp. 3.250.000,00 

(under UMK Surabaya 2017 that is Rp. 3.296.220,00) 

while accept salary/ wages up Rp. 3.250.000,00 are 

43% (58 persons) as we can see in Picture 6. 
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Picture 6. Respondents ‘ Salary / Wages  

 
Source : Data Primer (2018) 

 

This theory has important implication in 

managing organisation. Therefore, managers are 

advised to focus on the factors which can boost work 

satisfaction. The best way to motivate the employees 

is making their job interesting, helping them to 

achieve their goals, and acknowledging their 

achievement  with increasing progress and 

responsibility. 

Based on descriptive measurement, mean score 

of respondents’ replies for each indicator can be seen 

on Table 1. Thus, it can be said that employee 

motivation in hospitality companies in Surabaya is 

high (mean score is 4,03), and motivation for 

aesthetic needs is hierarchy needs is very high. 

 

Table 1. Mean of indicator and Motivation Variable. 

 
Source : Data Primer (2018) 

 

4.2 Validity and Reliability Testing 

Instrument of validity testing with Product 

Pearson Correlation explains that 38 items statement 

of motivation variable ( Table 2 ) is Valid with score 

r > 0,3 (Sugiyono, 2010: 126). While Construct 

Validity in SEM (Confirmatory Factor Analysis) 

shows that 8 indicators are valid (Tabel 3) with 

loading factor score (^) > 0,5 (Hair et al., 2010: 665) 

using internal consistency (SPSS version 19), shows 

that construct variable of motivation have fulfilled 

reliability variable with Cronbach’s alpha score 0,905 

(Ghozali, 2011: 48; Hair et al., 2010: 665), while 

Cronbach’s alpha score for each variable indicator up 

0,6 (Table 3). Based on that result, it can be concluded 

that motivation variable  has perfect reliability 

(Cronbach Alpha > 0,90) while each indicator has 

Cronbach Alpha score 0,50 – 0,70 (Hilton and 

Brownlow, 2004: 364). 

Furthermore, construct reliabilty testing with 

Confirmatory Factor Analysis on Table 4 describes 

that construct has good and useful reliability which 

each indicator measuring construct / variable laten 

motivation has fulfilled unidimensional condition 

(Hair et al., 2010: 679). It is proved by Construct 

Reliability (CR) score up 0,7 (0,847) and Average 

Variance Extracted (AVE) up 0,5 (0,639). Thus, it 

can be concluded that this research study supports 

previous research results ( Barling, 1977; Ifedili and 

Ifedili, 2012; Taormina and Gao, 2013; Nwagwu, 

2015) that proved each hierarchy need has good 

reliability. 

 

Tabel 2. Validity Testing of Instrument Items Result 

 
Source : Data Primer (2018) 

 

Adopted by John and William (Eds.) (Luthans, 

2006), Maslow (1970b), Koltko – Rivera (2006), 

Venter (2012, 2016) Runquist and Reed (2007), 

Haugan et al. (2012) 
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Table 3. Reliability Test Results 

 
Source : Data Primer (2018) 

 

Table 4. Validity and reliability construct Result 

 
Source : Data Primer (2018)  

 

4.3 Hypothesis and Interpretation Testing 

4.3.1 Hypothesis 1 

Hypothesis 1 stated that indicator of 

Physiological needs (Psycho), safety needs (safety), 

love and belonging needs (be-loved), self-esteem 

needs(esteem), cognitive needs (cognitive), aesthetic 

needs (aesthetic), self-actualization needs (self Act) 

and self-transcendence needs (Self Trans) can make 

motivation construct / model. Data analysis Result  of 

dimension or indicator from variable/construct that is 

formed  using Confirmatory Factor Analysis, shows 

that Maslow motivation model as hypothesized on 

accepted hyphotesis 1 (Tabel 5) because all indicators 

have influences significantly toward variable / 

construct which is formed (Tabel 6). This research 

supports Maslow's eight hierarchies motivation 

theory (1943, 1970b), concept which was developed 

by Koltko-Rivera (2006) and Venter (2012, 2016). 

Beside that, this research supports  some previous 

research results (Runquist and Reed, 2007; Haugan et 

al., 2012; Ifedili and Ifedili, 2012; Taormina and Gao, 

2013; Nwagwu, 2015; Tambunan et al., 2016). Thus, 

it can be said that the extension of Maslow’s 

hierarchy needs from 5 hirarchies to 8 hierarchies still 

become fitted motivation model. Therefore, making 

this research study firm, the next research for Maslow 

8 hierarchies motivation is still needed until this 

model will be robust. 

 

 

 

Tabel 5. Evaluation of Goodness of Fit Indices 

criteria 

 
Source : Hair et al., (1992, 2010), Wijanto (2008) 

 

Tabel 6. Loading Factor (^) construct motivation 

measurement 

 
Source : Data Primer (2018)  

 

But Structural Equation Modeling measurement 

result with AMOS 19 can be seen on Picture 7. 
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Picture 7. Construct Motivation measurement result 

with Confirmatory Factor Analysis 

 
Source : Data Primer (2018) 

 

4.3.2 Hyphotesis 2 

Hyphotesis 2 stated that there is the different of 

Maslow motivation model based on gender, 

employee status, and marital status. According to 

SPPs analysis result using Independent Sample T test 

one and Way Anova (enclosed) shows that hyphotesis 

2 partially accepted and rejected. It means there is no 

differences  of Maslow motivation based on gender 

and employee marital status (It is proved by 

significant score  up 0,05 that is 0,332 and 0,331); 

However, there is the difference of Maslow 

motivation based on employee status (It is proved by 

significant score under 0,05, that is 0,028), that 

employees in permanent status have higher 

motivation comparing with employees in contract 

status. Therefore, there must be some efforts can be 

done by management  in increasing employee 

motivation in hospitality company in Surabaya. As 

expressed by Robbins and Judge (2015) that is : 1) 

Motivate employees through designing work with 

organizing elements in a work focusing on various 

skills, job identity, significant task, autonomous and 

feed back which can be applied  with job rotating, job 

enrichment, flexible work schedule, work distribution 

or long-distance work . 2) Increase employees’ 

commitment for achieving the success of organisation 

with work involving, such as mutual making decision 

program, distribute the power representatively from 

each element in organisation ( stakeholder, 

management, and employees representative); 3)  Give 

some rewards in work motivation, like variabel salary 

payment program, salary payment based on work 

performance, based on work achievement, based on 

skill, distribute compensation based on company 

profitability, incentive distributing based on the 

increasing of productivity from each period. 

Employee stock ownership plan and salary variability 

evaluation. 

 

4.3.2 Hyphotesis 3 

Hyphotesis 3 stated that there is correlation 

between physiological needs, safety needs, love and 

belongingness needs, self esteem needs, cognitive 

needs, aesthetic needs, self-actualization and self-

trancendence needs. Multihierarchy correlation 

testing result shows that Pearson Correlation 0,252 – 

0,672 with significancy under 0,05 (Tabel 8). Thus, 

Hyphotesis 3 is accepted. 

Tabel 8 describes the result of this study supports 

Maslow’s motivation theory (1943, 1970b) that 

explained the correlation among the needs of each 

hierarchy, the higher need comes up, though the 

lower needs are not fulfilled. The result of this study 

supports Taormina and Gao (2013) emphiric study 

that proved Maslow’s 5 hierarchy needs has 

correlation significantly positive (under 0,001). It is 

supported by mean scores from whole hierarchies is 

high (Tabel 1). 

 

Tabel 8. Correlations 

 
Source : Data Primer (2018) 

 

5. Conclusion and Advice  

According to analysis result and discussion can 

be concluded that : 1) Employees motivation in 

Hospitality company in Surabaya is high, which is 

motivation for aesthetic needs is very high. 2) 

Instrument of measurement Maslow motivation 8 

hierarchy needs using 38 items of statement fulfill 

validity  and construct reliability perfecly and fulfill 

unidimensional  criteria, 3) Maslow motivation model 

fulfill the condition of goodness of fit which is 
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physiological needs, safety needs, love and belonging 

needs, self esteem needs, cognitive needs, aesthetic 

need, self-actualization and self-transcendence needs 

can make motivation model / construct. 4) There is no 

difference of Maslow motivation model based on 

gender and employee marital status. However, there 

is the difference based on the employee status, the 

permanent employees have higher motivation than 

contract employees. 5) There is correlation among 

physiological needs, safety needs, love and belonging 

needs, self esteem needs, cognitive needs, aesthetic 

need, self-actualization and self-transcendence needs. 

Based on the result of this research, some 

implications can be applied in hospitality company 

management in Surabaya : 1) Esteem individual 

differences, by giving sufficient time for each 

individual employee to maximize potential 

motivation. 2) Use goals and feedback, by giving 

information to employees deals with company’s 

specific goals and employees get feedback to gain 

that specific goals. 3) Give opportunities to the 

employees to participate in conclusion making as 

contribution of deciding work goal, solve 

productivity and quality problems. 4) Connect the 

reward and work performance and 5) Check fairness 

system with noticing that experience, skill, ability, 

effort, and other real inputs give the differences in 

work performance and salary payment, work 

distribution, and reward accepted by employees. 

While, for the next researchers should make Maslow 

8 hierarchy  motivation testing for wider context with 

other variables, so the instrument of motivation 

measurement in this context become robust and able 

to explore motivation theory and knowledge, 

especially about organisation behaviour and human 

resource management. 
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