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Abstract—Managers as the key employees have a very importantBeing just like everybody else in the organizatitvey will

role in maintaining the workforce performance whisleritical to the
construction companies’ success in the future. [btivated
employees start with motivated managers probablyoitld seem
plausible if the de-motivated ones start with deimaded managers.
This study aims to analyze the importance of mé¢itananagers to
their successes and construction companies’ sieselssthis study,
a quantitative method was used and the study aesainvMedan,
North Sumatera. Questionnaire survey was distribudectly to
construction companies in Medan which are listed time
Construction Services Development Board. A totab6fmanagers
responded and the completed questionnaires wetgzadausing the
descriptive analysis. The results indicated tha tespondents
acknowledge the importance of motivation among #wues to the
projects and construction companies’ success, imphpat it is vital
to maintain the motivation and good performancthefworkforce
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|. INTRODUCTION

UCCESSFUL managers require

organizational skills, as well as the effectivertessianage
the multidisciplinary activities that approve ofetability to
understand the organizational and behavioral ei&sne
order to create the work environment that suits tdeam’s
motivational needs and leads a project throughctifely its
multifunctional phases [1].

In the construction industries which often havetuwgured
work environments, managers are faced with maniesiges
internally and externally. Internally, managers trius able to
deal with a variety of interfaces and provide suppo their
workforce. Externally, they must be kept up to datth the
changes regarding markets, regulations, technodmgly other
socioeconomic factors.

Whether working as the project manager,
managers, the technical managers, and as the dlire€t
marketing, these positions are no less than thbdeavorkers
and administration staff or those who work on thastruction
site.
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sophisticated and

perform their best when they are motivated to githeir best
[2].

As all the projects are commonly run by peoplés itisky
for the construction companies to have de-motivated
employees, but it will be more risky to have de-naied
managers because of their role in the company aopkqh
success; in practice, they are key employees who ar
responsible for maintaining the project team’s perfance as
well as controlling the project itself, both of whi are very
critical to the construction company.

This paper is focused on the idea of “the important
motivation among managers in the construction cayip@he
respondents that were surveyed were the managersvark
in 29 established large construction companies hvtace
located in Medan, Indonesia that are registeredewuritle
Construction Services Development Board.

Il. MANAGERS ANDMOTIVATION

The term of motivation is derived from the Latimd¢mage
‘movere’, and in the present context motivatioernisbodied in
the psychological processes to ask for directiorg direction,
and enhance the behavior to do something in omlachieve
goals [3].

Motivation is concerned with why people act or dngs
they do or why they refrain from doing things thdgy not want
to do. In other words, motivation can be definedadsthe
factors that cause people’s behavior [4]. Motivatzan also
be influenced by other people who know how to cantine
attempts to satisfy the needs and how to direatisiee wants
[5].

According to Whiteley (2002) motivation is havinet

the glener5‘41couragement to do something and it determines, why

whether, and how we work. Being able to motivateert is
the most important of management tasks, becausmtivate
others requires the abilities that the managersildhpossess
such as performing good communication, being alde t
encourage others, obtaining feedback, being ableiolve
and to delegate the tasks, developing and traimirayiding a
reward, and being able to brief and inform [6].

According to Williams (1995) motivation can be defil as
what causes people to act, the willingness of metplvork in
order to attain goals, the reason to do things antirected
behavior used to satisfy the needs [7]. AccordimgHarris
(1994) there are three determinants in terms ob#dwc goals
that drive behavior such as rewards, negative cpesees,
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and the
employees who are willing to work to achieve thenpany’s
goals, the commitment to do that is very much ddpehon
their own wishes [9]. The employees’ wishes canéfned as
the self motivation that they possess to do thkstabhis self
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impression management [8].In order to hawentrolled are sometimes not true. Sometimes, iddals’

potentials are not realized. Therefore, to tappbeential and
to ensure high work performance, managers shoslahas the
role of Theory Y managers and try to improve their
employees’ and groups’ performance by providinglimate

motivation can only happen when their needs and thiat will give the people opportunities to devetbpmselves.

requirement of the organisation are converged [9].

Therefore in an organization, motivation can bensas
related to two different, but related ideas: thdividual's
point of view and the organization’s or managet&nd point.
Individuals see motivation as an internal statdroring forces
within a person, due to the unfulfilled needs thilt make the
person choose between alternative forms of actioosder to
achieve desired goals.

Goals may be tangible, such as higher pay, bonuas
benefits or intangible rewards such as reputati@spect,
recognition or achievement [2]—[4].

Mathis (2001) reveals the motivational process taurs
in our everyday lives. Needs, especially those Ifida ones
are drives or forces that will initiate certain belor in
individuals. The unfulfiled needs can often cretgasion in
individuals [10].

On the other hand, a manager views motivation has
expenditure of effort to accomplish results [2].eTéfforts are
forces to perform. In a company or organizatiogpines from
three groups of people: the individual, the manamet the
group of people or the employees. Therefore, iddiais and
managers view motivation differently.

One of the motivation models under the need oresant
theory is Theory X and Theory Y which have beeneligved
by Douglas McGregor [11]. This theory describeswiasvs or
perception of managers with regards to their emgdgy

The Theory X manager has a traditional or a pessini
view of motivation with regards to employees. Thtlsgse
managers, in order to make sure that their emptogeetheir
work, have to apply the autocratic style of leabigrsvhere
the employees have to be constantly directed antraited.
Managers of Theory X view the employees in termshef
following characteristics: inherently disliking wqrpreferring
to avoid work and to be pushed to work, having mbiéion,
being irresponsible, being unable to cope with geanfeeling
that work is of secondary importance, and having
leadership [12].

This is because both people and task should ben take
consideration simultaneously in order to achievieeredy and
effectiveness.

A successful manager more or less is related tsudsess
to run his team to accomplish the organizationalg{]. As
an example, a successful project manager is relatekis
success in running a project exactly to cost, tiame quality
and able to perform well as a leader who is abladtivate his

aream.

To understand that motivation is important to thecgess of
a manager in leading his or her team, the nextgoaph
provides a brief explanation or general informat@nhow a
motivated manager as a leader to his team will rearéain
influence to the followers’ performance.

The Leader Environment-Follower Interaction (LEFI)
theory sees the performance of the follower mowady. In
tthis theory, the follower’s performance is seeradsnction of
the individual's motivation, ability, role percepti, and
environmental constraints [14]. In this theory thetivational
force is determined by the task goal whether ihéslevel, the
specificity, and the commitment of the task goahergy
potential, and perceived effort requirement.

House in 1971 analyzed the effects of leadershimtier
dimensions on the follower motivation using the extancy
model as a foundation. The Path-Goal theory of Haan be
seen as the most appropriate perspective to agsedsader
effectiveness in terms of the leader's influence tte
follower's performance [14].

Both of the LEFI theory and the Path Goal theorg ar
related to the leader’'s impact upon the followertiwation.
The LEFI theory uses an expansion of the goal thexr
motivation, and the Path Goal theory uses the dapeg
theory of motivation.

Wofford (1979) proposes a Model of Leadership whbee
manager or leader motivation is one of the manager

nbehaviors that will influence the follower perforntz. This
means that the follower motivation depends on tbé&vation

On the other hand, Theory Y manager views thenf the manager himself. That is why it is very impat to

employees in terms of the following characteristiggling to

work; work is regarded to be as natural as plagest, willing

to accept responsibilities since work brings satisbn,

capable of directing themselves (self-directiording capable
of self-control, frequently using imagination, imggty and
creativity in accomplishing tasks [13].

have a motivated manager who is able to createriplece
that suits the follower motivation so that they daa self-
motivated.

Therefore, the manager must look at the envirotraed
make sure that it is one in which the manager Hinmse
herself can be motivated. And as a leader for antea

It can be concluded that managers in theory X af@anager should consider the right environment fsron her

pessimistic, while managers in theory Y are optiimis
Therefore, managers must try to shift their attentfrom
adopting theory X to theory Y. This is because aggtions
that people are lazy, dislike work and need to é®reed and

people to be motivated [7].

The managers must be proactive in order to betafeeand
efficient leaders in responding to competitive #tseas well as
opportunities in the uncertain changes taking placehe
environment of the industry [15]-[16].
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Nevertheless motivation, whether seen from théviddal's  financial managers. Since construction companieghwhre
or the organization’s point of view addresses thees issue: located in Medan mostly are branch offices, usutigre are
that is, achieving goals held by the individualooganization. only two to three managers for each of the comgaana the
These goals can only be achieved through the catiper project managers usually will be appointed or getbdrom
between people and organization. People need @a@m to  the main offices in Jakarta if there are projestsNorth
achieve their goals and organization needs peapbhieve Sumatera, Aceh or Nias.
its goals. An organization through its managersukhdake Mostly of the respondents have 6-10 years of egpes in
care of its employees by practicing good motivatiand ne  construction industry (21 respondents, 35%), 18
leadership styles. respondents (30%) of them have 11-15 years of expee, 14

Good motivation practices will lead to effective dan respondents (23.3%) have 16-20 years of experi .3

;ehmment orgamze;ltlorll dagd some_tgoo? nt]k? tlv(?;:‘ompms a:je: respondents (5%) out of them have more than 20sye&r
€ managers shou € sensilive 1o the dilierenteweds experience in the construction industry.

and lv alues’ among ttk;_e people ttk? att ?r:e.SUpf? rvtlselc\;ll:;:s tthe Most of the respondents are of the age betweerd3@ars
employees  expectations so that their efiorts ©  old 31 (51.7%), 19 respondents (31.7%) are betwEA9

effefctlve perform;em::r:a,tand enco_:‘J_rag(; tlrlle sgbogh;anm EFI years old, 5 respondents (8.3%) are between 5@&&&yld, 4
performance goals that are specific, challengirg inable respondents (6.7%) are between 25-29 years old Jand

Eg]' These are all very |mporta2t t?( deterhmlnetmeceis of trespondent (1.7%) is more than 60 years old. Frdin 6
€ company, as managers who know how to moti respondents, 55 respondents (91.7%) had BacheBrs,

employees will give good contribution to the comypan respondents (5%) had Masters, and 2 respondes)had

Therefo_re, a successful manager in the Cons_truc“%]ploma degrees as their academic qualifications.
company is more or less related to his successna project Mostly the age of the construction companies whbee

exactly to cost, time,.with a good .quality.and alalgperform respondents worked are more than 10 years (25 acoempa
well as a leader who is able to motivate his team. 89%), and 3 construction companies (10.7%) arebksied
between 5-10 years. This shows that mostly the eomes
classified in B (Big) classification are establightor more

The research is conducted by using a quantitatethoal by than five years. 22 construction companies (78.6%)local
means of questionnaire survey as the main sour@eting private companies and 6 (21.4%) are BUMN (Badanhdlsa
the primary data. The questionnaire was developed four \jlik Negara) or construction companies owned bye th
major parts, the first part consists of nine questiwhich government.The companies’ average project valuesygar
highlight the respondent's background, the secort p are mostly between 10-50 billion rupiah (13 compani
consists of five questions aiming to find out tfeekground of  46.4%), 10 (35.7%) of them have the average projgice per
the company, the third part of questionnaire aimgjét the year of more than 50 billion rupiah, and 5 compsufler.9%)
information on how important is the motivated maevafgr the  have less than 10 billion rupiah.The questionsnthird part
construction company’s success and to get the ne&sagdare related to motivated managers and their regpibtysto
perception on mOtiVation, where this third partuﬁng the create a happy Workp|ace in which the emp|0yeessa|‘b
Likert Scale to test how strong is the agreementti® motivated so that the construction companies witeg work
respondents to each of the statements giVen. Eéadheo to achieve the goa|s and to succeed, which statth @i
phases in the Likert scale is: 1 (Strongly disagr@e(Not motivated manager. This part also aims to get supgo
agree), 3 (Neutral), 4 (Agree), 5 (Strongly agrée)d the last agreement from the respondents on how importaris ito
part is the comments of respondents for the purpb$ieding  jdentify what motivational factors have driven thanagers in
out more opinion from the managers on motivation. the construction companies to work.

The questionnaires were distributed to the constmic Most of the respondents agreed that motivation had
companies in Medan under B classification. Con$iiac jnfluenced their works' performances (44 responslent
companies under B classification were chosen bec#esy 73.39) and 16 respondents (26.7%) strongly agabedt the

can be categorized as stable companies which hamy mstatement. This shows that there are positive feidbfrom
experiences in the construction industry, as well their || of the respondents, as can be seen in Fig. 1.

managers as their key employees who are succésséalding
to the success of the company and the goals o&esment
that lead to the performance of the company itself.

I1l.  METHODOLOGY

Q1. Number of Responder
26.7%

H agree

IV. DATA ANALYSIS AND RESULTS

strongly agree

From 60 respondents, 21 respondents (35%) are aener
managers, 16 respondents or 26.7% of them are gproje
managers, 12 respondents or 20% of them are tedhnic

managers, and 11 respondents (18.3%) are markatidg Fig. 1 Motivation mﬂu;nncsetrsugﬁ)ﬁecrg?;rg::;e of thanagers in the

73.3%
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agreed to the statement, and only 1 respondentsflhad
been neutral as can be seen in Fig. 5.

Q2. Number of Responder

36.7%
H agree

v Qeér\été/mber of Respondents
strongly agree =7
63.3% ’
= agree

Fig. 2 A highly motivated employee will influendeet strongly agree
construction company’s success v
96.7%
From Fig. 2, it can be seen that 33 respondent3%63 Fig. 6 It is very important for the constructiomgpany to have
were agreed to the statement that highly motivategloyees motivated managers in order to remain competitixer the long run
will influence the construction company’'s succeasd 22

respondents (36.7%) had strongly agreed to therseatt. In Fig. 6, the statement ‘it is very important tave a

motivated manager in the construction company’ baén
strongly agreed by 58 respondents (96.7%) and ailyil 2
@3: Number of Respondents respondents (3.3%) had agreed to the statement.

40%
| agree Q7. Number of Respondents

50%‘ strongly agree .,1.7%
Fig. 3 A highly motivated employee will work harderorder to v
68.3%

achieve goals rather than a lowly motivated empoye

H agree

strongly agree

Fig. 7 Managers are the key employees in deterigithia

The statement of a highly motivated employee widirkv ) )
construction company’s success

harder in order to achieve goals rather than thenwtivated

one had received strong agreement from the resp¢@6 The statement that managers are the key employees i

respondents, 60%), and 24 respondents (40%) h@t@d0 etermining the construction company’s success i F

the statement. received feedback from 60 respondents, as 41 respts
(68.3%) had strongly agreed to the statement, &nolt of 60

Q4. Number of Respondents respondents (31.7%) agreed to the statement.
15%

’ Q8. Number of Respondents
W agree 20%

strongly agree
m agree

strongly agree

85%

Fig. 4 Managers have an important role in motivgtime employees 4%

Fig. 8 It is important to identify motivational faxs that serve as

From the statement that managers have an impaudbmnin ‘ - ’ '
drivers for the managers in construction compatuegork

motivating the employees in Fig. 4, 51 respondever 60
(85%) strongly agreed and the rest 9 responderfi8o)l

The statement that it is important to identify maational
agreed to the statement.

factors that serve as drivers for the managers thm

Q5: Number of Respondents construction companies to work was strongly agrbgd48
365.7% respondents (80%) and 12 respondents (20%) outOof 6
' ® neutral respondents agreed to the statement (Fig. 8).
J _:fr;e:l e From this study, the managers mostly strongly afjteehe
61.7% e statements that motivation influences their workfgrenance

] ) ) ] ) and their successes, highly motivated employeéseinfed the
Fig. 5 Creating a condL.che workplace in which .en.y.pbs are self- company’s success, a motivated employee works hanae
motivated is the manager's responsibility the de-motivated one, and it is thought to be irtgrdrto have

From the statement ‘creating a conducive workplate a mot|(\j/atetd rlnanatger Im the :j:ot?]sttructlon corrxng;e Th
which employees are self-motivated is the managerr splon ents adS(: S r(_)n_gyt';lgree ) a t_managers ts;: y
responsibility’, from 60 respondents, 37 responslé6tl.7%) employees In determining the construction CoMmpasyLess

agreed to the statement, 22 out of them (36.7%)n and had an important role in motivating the workaus when
g ( ansly it came to the responsibility of the managers, najsthem
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agreed to the statement that creating a conduciviplace in Lumpur, 1995.

. 3 . : M. M. Harris, Ratemotivation in the performance appraisal context: a
which employees are self-motivated IS manager theoritical frameworkJournal of Managementol. 20, no.4, p 737-

responsibility and only 22 respondents out of 66.730) 756, 1994,
strongly agreed to the statement, and only 1 reggran(1.7%) [9] H. Levinson, Management by Whose Objectivédarvard Business

had been neutral to the statement. School Press, Boston, 2003, N
[10] R. L. Mathis & J. H. JacksoManajemen Sumber Daya Manusilid

Satu, Salemba Empat, Jakarta, 2001.

V.CONCLUSION [11] D. M. McGregor,The Human Side of EnterprisMcGraw Hill, New
- . . York, 1960.
The flnd_mgs on this research explain th_at the 38@_” [12] V. H. Vroom & E. L. Deci,Management and Motivation: Selected
managers in Medan’s construction companies seevatian Readings Penguin Education, Penguin Books Ltd., Harmondgwo

as a very important thing that influences their kvor UK, 1977.

. . [13] C.C. PinderWork Motivation Harper Collins Publishers, United States
performance. When the managers are motivated teacthe of America, 1984.

organization’s goals, they will influence and leate [14] J. C. wofford, An Integrative Theory of Leadkip, Journal of
construction company to success. There are certain Managementvol. 8, no. 1, p. 27-47, 1982.

qualifications in which a manager should be wedjareled as [15] A. Rusetski, Getting proactive: cultural andogedural drivers of
managerial motivation to actJournal of Business & Economic

successful and one of them is the ability to madvehe Researchvol.9, p. 111, 2011.
workforces. Managers need to make an effort to rgtdied [16] A. Wziatek-Stasko, Manager's motivation as aywto motivate
more on this psychological process if they wantbto the employeesQrganizacijg Vadyba: Sisteminiai Tyrimai. 109, 2010

successful persons to guide their workers in admievthe
organizations’ goals or targets. Therefore, to fiectéve in
handling their project team or their subordinatemnagers
should have an understanding of motivational foaesvell as
taking seriously the responsibility to create a pgyapvork
environment for the employees. More importantly, the
construction industry, the ability to build the mat team,
motivate others, create organizational structures @ happy
workplace environment to the workers’ motivationakds are
required to make successful project management.eiMeny it
can be concluded that there were positive respdnsesthe
managers in Medan’s construction companies on the
importance of motivation in their work performan&ut, we
should not forget that the managers in the conttmc
companies are also employees that need to be tnoérand
whose motivation is of equal importance so thats¢h&ey
employees can perform their best in fulfilling thédsks as
well as leading their workers. Therefore, for fertistudies it
will be interesting to conduct a study on factdiattserve as
the drivers for the managers in construction corngsrand to
see the comparison between the managers who wottkein
construction industry and the managers in otheustries if
they are given the same list of motivational fastéo be
contemplated.
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