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ABSTRACT

This study aims to analyze and determine the effect of empowerment, training,
compensation through organizational commitment to the financial management performance of
the North Sulawesi Provincial Government. The methodology used in this research is a
quantitative approach with a descriptive survey method. Research respondents numbered 267
financial management employees.

The results of this study indicate that 1) Empowerment has a direct and positive effect on
the performance of financial management employees. 2) Training has a direct and positive effect
on the performance of financial management employees. 3) Compensation has a direct and
positive effect on the performance of financial management employees. 4) Organizational
commitment has a direct and positive effect on the performance of financial management
employees. 5) Empowerment of employees has a direct and positive effect on organizational
commitment of financial management employees. 6) Employee training has a direct and positive
effect on organizational commitment of financial management employees. 7) Compensation has
a direct and positive effect on organizational commitment of financial management employees.
8) Empowerment of employees has an indirect and positive effect on employee performance
through organizational commitment. 9) Employee Training has an indirect and positive effect on
employee performance through organizational commitment. 10) Employee compensation has an
indirect and positive effect on employee performance through organizational commitment.

Based on the results of this study it can be concluded that there is an influence of
empowerment, training and compensation through organizational commitment to the financial
management performance of the North Sulawesi Provincial Government, for this reason the
results of this study can be used as reference material for the Leaders of Regional Apparatuses
in the North Sulawesi Provincial Government in making policies concerning performance
improvement in the area of financial management.
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INTRODUCTION

The North Sulawesi Provincial Government is always on time in determining the regional
income and expenditure budget (APBD) every year, where the APBD is always set 1 (one)
month before the fiscal year is implemented. However, the implementation of the APBD always
faces constraints, resulting in the end of each year there is always a More Over Budget
Calculation (SiLPA) that is quite material. The implementation of programs and activities
contained in the APBD is also influenced by the performance of regional financial management.
The number of programs and activities carried out, as well as the many procedures and
regulations that must be obeyed in financial management, require financial managers to be able
to provide services with adequate performance.

Preliminary observations made on the employees of the regional financial management in
the North Sulawesi Province government, especially regarding performance, were found that the
performance of the employees could not be said to be maximal because it was indicated: 1)
employees were still unable to work quickly in completing work, especially in the field of
financial management, 2) financial management employees tend to wait for superiors' orders in
completing work, 3) the lack of ability of some employees in mastering and understanding and
carrying out financial management tasks 4) the quality of work produced by employees is not all
optimal as expected, 5) not yet all employees are able to utilize working hours effectively, 6)
Training that is attended by financial management employees is not all really related to the duties
and functions as financial managers so that even though employees attend the training not all
material is really obtained can be applied when carrying out tasks, 7) Provision of additional
income tends not to affect the work of employees, 8) Financial management employees are less
responsible for their main tasks such as undisciplined entry and return from work, and
undisciplined in completing work that is their job whereas the characteristics- Characteristics of
employees who have organizational commitment are having loyalty and responsibility, carrying
out the vision, mission and goals of the organization. 9) Lack of employee's "sense of belonging"
to the organization. These conditions, tend to result in less effective services or even less reflect
the service joints as regulated in Kepmenpan No. 63 of 2003 concerning Guidelines for Public
Services. Service joints which are simplicity, clear and certain, openness, timely, efficient,
economical, safe and comfortable.

Based on the facts above, the researcher is interested in conducting research on: "the
effect of empowerment, training, compensation, through organizational commitment to the
financial management performance of the North Sulawesi Provincial Government". This
research was conducted to analyze and determine the effect of empowerment, training,
compensation, through organizational commitment to the financial management performance of
the North Sulawesi Province government. This research is important because as far as the
knowledge of researchers, there is no similar topic about "the effect of empowerment, training,
compensation through organizational commitment to the financial management performance of
the North Sulawesi Province government so that the results of this study are expected to be a
reference material for policy makers in improving performance in financial management.
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LITERATURE REVIEW

Job Performance

According to Gibson, et al (2003: 355), job performance is the result of work related to
organizational goals, efficiency and effectiveness of other performance effectiveness. Mathis and
Jackson (2004: 378) defines performance (basically) is what is done or not done by employees.
Employee performance that is common to most jobs includes the following elements. (1)
Quantity of results, (2) quality of results, (3) timeliness of results, (4) attendance, and (5) ability
to work together.

Organizational Commitment

Mathis and Jackson in Sopiah (2008: 155) state that organizational commitment is the
degree to which employees believe and accept organizational goals and will remain or will not
leave the organization. Another definition was also put forward by Porter in Sopiah, (2008: 156)
which explains that a form of commitment that appears not only is passive loyalty, but also
involves an active relationship with work organizations that have the goal of giving all the effort
for the success of the organization concerned.

Empowerment

Wibowo (2016: 138) states empowerment as placing workers accountable for what they
do. Empowerment allows people to make bigger and more decisions without having to refer to
someone more senior. Empowerment provides an opportunity for each individual or employee to
participate in expressing ideas and input with efforts to provide improved performance for the
organization.

Training

According to Widodo (2015: 82), training is a series of individual activities in
systematically increasing expertise and knowledge so as to be able to have professional
performance in their fields. Training is a learning process that allows employees to carry out
work that is now in accordance with standards.

Compensation

Compensation is something that is received by employees as a reward for their
achievements in carrying out their duties (Nurjaman, 2014: 179). Hasibuan (2014: 118),
compensation is all income in the form of money, direct or indirect goods received by employees
in return for services provided to the organization.

RESEARCH METHOD
This research uses a quantitative approach with a descriptive survey method. The
population in this study are employees of financial managers in the government of North

Sulawesi Province. Research respondents numbered 267 employees. Data analysis uses
descriptive and verification approaches. The research model is as shown below.
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Picture. Research Conceptual Model

RESULT AND DISCUSSION

Analysis Results
Structural model: testing hypotheses

The structural model contains the path analysis which is the basis for proving hypotheses
that have been prepared previously.

Table 1. Regression coefficient

Estimate Label

X4 <--- X3 275 par_36
X4 <--- X2 226 par_42
X4 <-- x1 .364 par_36
Y <- X4 390 par_38
Y <- x3 219 par_40
Y <- x2 173 par_41
Y <-- «x1 264  par_39

For the regression coefficient:

1. Empowerment (X1) has a regression coefficient of 0.264 on performance (Y), meaning
that the higher or better the employee empowerment, the higher or better employee
performance and vice versa.

2. Training (X2) has a regression coefficient of 0.173 on performance (Y), meaning that the
higher or better the training received by employees, the higher or better employee
performance and vice versa.

3. Compensation (X3) has a regression coefficient of 0.219 on performance (Y), meaning that
the higher or better the compensation received by employees, the higher or better the
performance of employees and vice versa.

4. Organizational Commitment (X4) has a regression coefficient of 0.390 on performance
(YY), meaning that the higher or better the organizational commitment, the higher or better
employee performance and vice versa.
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5. Empowerment (X1) has a regression coefficient of 0.364 to organizational commitment
(X4), meaning that the higher or better the empowerment (X1), the higher or better
organizational commitment (X4) and vice versa.

6. Training (X2) has a regression coefficient of 0.226 to organizational commitment (X4),
meaning that the higher or better the training (X2), the higher or better organizational
commitment (X4) and vice versa.

7. Compensation (X3) has a regression coefficient of 0.275 to organizational commitment
(X4), meaning that the higher or better the compensation (X3), the higher or better the
organizational commitment (X4) and vice versa.

Table 2. Structural Model or path analysis (hypothesis testing)

Estimate S.E. C.R. P Label
x4 <--- x1 364 .075 4842 ***  par_36
x4 <--- X3 275 .083 3302 *** par_37
X4 <--- X2 226 .068 3.330 *** par 42
Y <-- x4 390 .064 6.071 *** par 38
Y <- x1 264 .061  4.343 *** par_ 39
Y <-- x3 219 066 3.296 *** par 40
Y <-- X2 173 .052 3.320 *** par 41

Source: Processed Data

For hypothesis testing:

1. Hypothesis 1. Empowerment (X1) has a direct and positive effect on performance (Y), as
evidenced by having a probability level below 5% (0,000) and a positive direction.

2. Hypothesis 2. Training (X2) has a direct and positive effect on performance (Y). Proven
because it has a probability level under 5% (0,000) and a positive direction

3. Hypothesis 3. Compensation (X3) has a direct and positive effect on performance ().
Proven because it has a probability level under 5% (0,000) and a positive direction

4. Hypothesis 4. Organizational Commitment (X4) has a direct and positive effect on
performance (). Proven because it has a probability level under 5% (0,000) and a positive
direction.

5. Hypothesis 5. Empowerment (X1) has a direct and positive effect on organizational
commitment (X4). Proven because it has a probability level under 5% (0.00) and positive
direction

6. Hypothesis 6. Training (X2) has a direct and positive effect on organizational commitment
(X4). Proven because it has a probability level under 5% (0.00) and positive direction.

7. Hypothesis 7. Compensation (X3) has a direct and positive effect on organizational
commitment (X4). Proven because it has a probability level under 5% (0.00) and positive
direction.

Table 3. Indirect Effect

x3 X2 x1 x4 Y

x4 .000 .000 .000 .000 .000

Y .107 .088 .142 .000 .000
Source: Processed Data

Indirect the biggest effect in this research model was contributed by employee
empowerment (X1) on performance (Y) of 0.142.

For hypotheses involving indirect elements, they use several stages of analysis because
there must be significant requirements on each direct path to be tested for their indirect
relationships. And for the arguments summarized in the table below:
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Table 4. Relationship Test

Hypothesis tested The value and direction of Conclusion
the indirect relationship

Hypothesis 8. 0.142 and positive be accepted

Employee Empowerment has an
indirect and positive effect on
employee performance through
organizational commitment.

Hypothesis 9. 0.088 and positive be accepted

Employee Training has an indirect and
positive effect on employee
performance through organizational
commitment.

Hypothesis 10. 0.107 and positive be accepted

Employee Compensation has an
indirect and positive effect on
employee performance through
organizational commitment.

Discussion

Based on the results of testing statistical research hypotheses. The research findings are
explained descriptively and verification, which are then compared with the theories and results
of previous studies.

Hypothesis 1 Empowerment of employees has a direct and positive effect on employee
performance.

The results showed that the first hypothesis was accepted. Employee empowerment (X;)
has a direct and positive effect on employee performance (Y), as evidenced by having a
probability level below 5% (0,000) and a positive direction.

The results of the study prove empirically the empowerment of employees influences
employee performance. The results of research that prove that Fadzilah (2006: 13) that one of the
factors that can affect employee performance is employee empowerment. Employee performance
will increase if the empowerment of employees in the organization also increases. According to
Fadzilah (2006: 13) that empowerment in addition to influencing performance improvement, can
also cause employees to have the desire to end a task or leave the organization. Individuals who
feel satisfied with their work tend to survive in the organization, while individuals who feel less
satisfied with their work will choose to leave the organization. Thus it is evident that employee
empowerment affects the performance of employees.

Hypothesis 2 Employee training has a direct and positive effect on employee performance.
The results showed that the second hypothesis was accepted. Employee training (X) has
a direct and positive effect on employee performance (Y), as evidenced by having a probability
level below 5% (0,000) and a positive direction.
The results of the study prove empirically employee training has an effect on employee
performance. Triasmoko, et al (2014: 1) research results prove that the test results partially
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variable training methods significantly influence employee performance variables. This means
that if employees are included in the training will have an impact on the better performance of
the employee, and vice versa if the employee lacks training will have an impact on employee
performance that will not be maximized. Employee training is very important in an organization.
An effective organization must be able to find, utilize, maintain, and develop humans to achieve
the desired results (Marwansyah, 2012: 3).

Hypothesis 3 Employee compensation has a direct and positive effect on employee
performance.

The results showed that the third hypothesis was accepted. Employee compensation (X3)
has a direct and positive effect on employee performance (Y), as evidenced by having a
probability level below 5% (0,000) and a positive direction.

The results of the study prove empirically employee compensation affect employee
performance. Mundakir and Zainuri's research results (2018: 43) prove that compensation
influences employee performance. From the results of this study it appears that the better the
compensation provided by the organization to employees, the better and more positive the
performance of employees. Conversely the weaker the compensation or compensation that is not
in line with the expectations of the employee, the employee's performance will also weaken. The
purpose of providing compensation, among others, is for employee performance which will later
maintain the stability of the employee itself so that later it will be able to reduce turnover rates.
Providing appropriate compensation and in accordance with the energy and capabilities
expended is expected to make employees more satisfied with their work so they can be
professional.

Hypothesis 4 Organizational commitment directly and positively influences employee
performance.

The results showed that the first hypothesis was accepted. Organizational commitment
(X4) has a direct and positive effect on employee performance (Y), as evidenced by having a
probability level below 5% (0,000) and a positive direction.

The results of the study prove empirically organizational commitment effect on employee
performance. Nurandini and Lataruva's research results, (2014: 89) prove that organizational
commitment is proven to affect an employee's performance. If the organizational commitment is
good then the employee's performance will be good, but conversely if the organizational
commitment is not good it will have an impact on the decline in the performance of the
employee. The results of this study are in line with research conducted by Pane and Fatmawati
(2017:) that organizational commitment influences employee performance. Attachment between
independent variables, namely commitment consisting of affective commitment, normative
commitment, and continuous commitment together with Employee Performance is very strong.

Hypothesis 5 Empowering employees directly and positively influences organizational
commitment.

The results showed that the first hypothesis was accepted. Employee Empowerment (X3)
has a direct and positive effect on organizational commitment (X,), as evidenced by having a
probability level below 5% (0,000) and a positive direction.

The results of the study prove empirically the empowerment of employees influences
organizational commitment. The results of the research of Setiawan and Piartrini (2018: 187)
show that employee empowerment has a positive and significant effect on organizational
commitment. The higher the employee empowerment policy that is provided, the higher the
organizational commitment. Wibowo (2012: 409) explained empowerment as a process to make
people become more empowered or more capable of solving their own problems by giving them
trust and authority, so as to foster a sense of responsibility. Empowerment is one of the most
effective techniques for increasing employee productivity and optimal use of the capacity and
abilities of individuals or groups in accordance with organizational goals.
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Hypothesis 6 Employee training has a direct and positive effect on organizational
commitment.

The results showed that the first hypothesis was accepted. Employee Training (X1) has a
direct and positive effect on organizational commitment (X,), as evidenced by having a
probability level below 5% (0,000) and a positive direction.

The results of the study prove empirically employee training influences the organizational
commitment of employees. The research results of Nugraha et al (2017: 61) show that there is a
direct positive effect of training on organizational commitment. The better the training that
employees attend, the better the organizational commitment. Luthans (2006: 249) defines
organizational commitment as an attitude that reflects employee loyalty to the organization and is
an ongoing process where every member of the organization devotes their attention to the
organization, organizational success and organizational progress.

Hypothesis 7 Employee compensation has a direct and positive effect on organizational
commitment.

The results showed that the first hypothesis was accepted. Employee Compensation (X3)
has a direct and positive effect on organizational commitment (X,), as evidenced by having a
probability level below 5% (0,000) and a positive direction.

The results of the study prove empirically the compensation received by employee
employees affect the organizational commitment of the employee. Pratama et al's research results
(2016: 1) prove that employee compensation has a significant partial effect on employee
organizational commitment. This means that the better the compensation received by the
employee, the better the organizational commitment of the employee. Compensation is anything
that the employee receives as a remuneration that is able to provide satisfaction to the employee
for the work that has been completed. Compensation received by employees is divided into two
types of financial compensation and non-financial compensation. Inadequate compensation
received by employees will reduce the sense of organizational commitment of employees, job
satisfaction and work motivation (Fatimah, 2013 in Pratama et al, 2016: 2).

Hypothesis 8 Empowerment of employees (X;) has an indirect and positive effect on
employee performance (Y) through organizational commitment (X,).

The results showed that the seventh hypothesis was accepted. Employee empowerment
(X1) has an indirect and positive effect on employee performance (Y) through proven
organizational commitment (X,). The results of the study prove empirically through Setyawan's
research (2017: 105) that there is an influence of empowerment, Self Efficacy, Organizational
commitment to employee performance.

Hypothesis 9 Employee training (X;) has an indirect and positive effect on employee
performance () through organizational commitment (X,).

The results showed that the seventh hypothesis was accepted. Employee training (X;) has
an indirect and positive effect on employee performance (Y) through proven organizational
commitment (X4). The results of the study prove empirically through Anisah's research results
(2017: 40) that the effectiveness of training and work environment through commitment
simultaneously has a positive and significant effect on employee performance.

Hypothesis 10 Employee compensation (X3) has an indirect and positive effect on employee
performance () through organizational commitment (X,).

The results showed that the seventh hypothesis was accepted. Employee compensation
(X3) has an indirect and positive effect on employee performance (Y) through organizational
commitment (X,) proven. The results of the study prove empirically through the results of
Indriyanto's research, (2013: 83) that organizational commitment and compensation affect
employee performance. This means that if organizational commitment is higher than employee
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performance will also increase and if compensation is higher than employee performance will
also increase. The results of this study are reinforced by previous research conducted by Triyono
(2008: 52) which states that organizational commitment and compensation together have a
positive and significant effect on employee performance.

CONCLUSION AND RECOMMENDATION

The results of this study indicate that 1) Empowerment has a direct and positive effect on
the performance of financial management employees. The better employee empowerment will
improve the performance of financial management employees. 2) Training has a direct and
positive effect on the performance of financial management employees. The better the employee
training system will improve the performance of financial management employees. 3)
Compensation has a direct and positive effect on the performance of financial management
employees. The better the system of giving compensation to employees will improve the
performance of financial management employees. 4) Organizational commitment has a direct
and positive effect on the performance of financial management employees. The higher
organizational commitment of employees will improve the performance of financial management
employees. 5) Empowerment of employees has a direct and positive effect on organizational
commitment of financial management employees. The better employee empowerment will
increase the organizational commitment of financial management employees. 6) Employee
training has a direct and positive effect on organizational commitment of financial management
employees. The better the employee training system will increase the organizational commitment
of financial management employees. 7) Compensation has a direct and positive effect on
organizational commitment of financial management employees. The better the system of giving
compensation to employees will increase the organizational commitment of financial
management employees. 8) Empowerment of employees has an indirect and positive effect on
employee performance through organizational commitment. 9) Employee Training has an
indirect and positive effect on employee performance through organizational commitment. 10)
Employee compensation has an indirect and positive effect on employee performance through
organizational commitment.
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