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The purpose of this study to analyze the influence of empowerment and
compensation on employee performance is mediated by organizational
commitment. The study was conducted by distributing questionnaires to a
sample of 100 honorary employees in regional organizations in Denpasar using
the proportionate random sampling method. The analytical method used is
Partial Least Square (PLS) analysis. The results of PLS analysis show that
empowerment, compensation, and organizational commitment have a positive
and significant direct effect on employee performance. Finally, organizational
commitment has a positive and significant effect on mediating empowerment
and compensation for employee performance. The results of this study imply
that empowerment and compensation are important factors in improving
employee performance. In addition, the mediating role of organizational

performance; commitment can also contribute to improving performance. The management
of each regional apparatus organization in Denpasar City needs to pay attention
to these matters so that organizational goals can be achieved.
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1. Introduction

In improving the performance of employees, the organization will do several ways that can encourage employees
to work optimally. Based on research conducted if Ibrahin & Haim (2016), organizational commitment factors,
empowerment, and compensation have a positive influence in improving performance. The study explains that there
are direct and indirect effects between variables on performance where empowerment and compensation factors have
a direct influence on performance and there are indirect effects of organizational commitment as mediation.
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Organizational commitment is one factor in improving employee performance. Employees who have a high
commitment to the organization will be loyal to the goals of the organization through good performance (Indayanti,
2012). Adnan (2015), in his research, mentions organizational commitment as a measure of the strength of identity and
employee involvement in organizational goals and values.

Organizational commitment shows the psychological attachment of an individual to an organization and is also
considered as an individual's attitudes and behavior towards the goals of an organization. Organizational commitment
is not only related to the level of entry and exit of employees but also related to the willingness of employees to sacrifice
for the organization, (Vivienne et al., 2012).

Some research shows that there is a positive and significant influence between organizational commitment on
employee performance. Research conducted by Ali (2010), and Indayanti (2012), states that organizational
commitment has a positive and significant effect on performance. Employees who have a high commitment to the
organization will be loyal to the goals of the organization through good performance. Adnan (2015) in his research
mentions organizational commitment as a measure of the strength of identity and employee involvement in
organizational goals and values. Organizational commitment shows the psychological attachment of an individual to
an organization and is also considered as an individual's attitudes and behavior towards the goals of an organization.

Organizational commitment will show the efforts of an employee in carrying out his work, loyal to his institution
by exerting extra effort to achieve goals and identify employees in meeting organizational goals (Haq et al., 2014).
Low commitment can be caused by many things, but often it is potentially because people in the organization do not
know what they can get with the job, people become unhappy with their work, they become bored, apathetic and
ultimately unproductive (Wijoyo, 2016).

In the world of work, the stipulation of employee empowerment is the center of a strategy that influences the
success of employees to achieve goals, in the sense that employee empowerment is broader than the term participating.
According to Astuti et al., (2013), employee empowerment is a form of employee engagement planned by management
that aims to generate organizational commitment and increase contributions to the organization. Organizations that do
not develop and empower employees and close themselves from change, then they will only be spectators and not
players (Yulianti, 2011).

Past studies on empowerment show a close relationship between empowerment of workgroup performance and
innovative behavior (Fernandez & Moldogaziev, 2011; Fernandez & Moldogaziev, 2013). The study of previous
empowerment mostly has a focus on learning the relationship between empowerment and direct performance (Maynard
et al., 2014), wherein the study stated that there is a positive and significant influence of empowerment on employee
performance.

Empowerment of employees carried out by the organization can spur an increase in creativity, motivation and
innovative power possessed by each employee in carrying out their duties and responsibilities (Kazlauskaite et al.,
2012). The existence of an employee empowerment program is expected to increase employee performance. So that
the company's goals will be achieved well, fast and flexible.

Another factor that can affect performance is compensation. Compensation is a form of remuneration received by
employees in the form of financial and non-financial. In general, compensation relates to the suitability of the amount
received associated with performance achievement, as well as remuneration in the form of career benefits namely
security, self-development, career system clarity and social rewards (praise and appreciation) (Rustini, 2015).
Compensation is one of the factors that motivate employees to commit to the organization. Besides that, good
compensation will foster a sense of belonging to the organization, which has an impact on an increasing commitment
to the organization (Endriani, 2016).

Research conducted by Kasenda (2013), shows that compensation has a significant effect on employee performance
with a coefficient value that is positive. In addition, compensation and rewards also have a major impact on the
performance of employees of oil and gas companies (Khan, 2010). In essence, existing studies have acknowledged
compensation as a motivational tool used by organizations as an increase in employee performance (Harris &
McMahan, 2015). More precisely, these studies show a significant positive relationship between the factors that
influence employee performance where compensation is a series of methods used (Shin & Konrad, 2014).

Article 93 - Article 107 of the ASN Law states that honorary workers have the right to receive compensation in the
form of salaries and benefits, leave, protection and competence development. However, in the reality that occurs in the
field itself, compensation is only around salary and protection in the form of providing health benefits. As mentioned
above, the utilization of temporary employees is carried out to the maximum even more than civil servants, of course,
it can be seen that it is not worth the compensation was given. Moreover, temporary staff lacked opportunities in
competency development such as following technical guidance and training related to the tasks assigned. If this
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continues then over time it can affect the honor of honorary employees of the organization and have an impact on the
commitment and performance of honorary employees themselves (Delgado et al., 2018; Nasution, 2016).

Literature Review & Hypothesis Development
The Effect of Empowerment on Employee Performance

Research on empowerment through additional policies submitted to employees enables them to demonstrate
flexibility, improve service quality, facilitate adaptation to unexpected circumstances, and use time more productively,
which ultimately affects performance significantly (Fernandez & Moldogaziev, 2013; Ibrahin & Haim, 2016). Even
though employee empowerment is an important means that enables employees to carry out their duties more effectively
through increasing capabilities, competencies and technical knowledge (Fernandez & Moldogaziev, 2011), their
effectiveness is measured by how it affects employee efforts which will ultimately result in organizational performance
(Fernandez & Moldogaziev, 2013). Previous studies on empowerment showed a close relationship between
empowerment and organizational commitment, workgroup performance and innovative behavior (Fernandez &
Moldogaziev, 2011; Fernandez & Moldogaziev, 2013). The study of previous empowerment mostly has a focus on
learning the relationship between empowerment and direct performance (Maynard et al., 2014), wherein the study
stated that there is a positive and significant influence of empowerment on employee performance. Based on the
discussion above, this study has the following hypothesis (Hidayat & Budiatma, 2018).

H1: Empowerment has a positive and significant effect on employee performance.

The Effect of Compensation on Employee Performance

Compensation can be interpreted as financial or non-financial rewards received by employees as wages for their
efforts and talents devoted to the production of goods and services for an organization. Effective compensation
management means the act of implementing and designing a payment system that guarantees the ability of an
organization to attract, maintain, and maintain a group of capable employees, willing and able to work well as needed
so that the organization can achieve its objectives (Lo et al., 2011). However, an effective organizational compensation
system must be able to channel individuals according to the organization's strategic goals (Fisher et al., 2007). In
addition, apart from the relationship of compensation strategies with awards that are effective in influencing employee
motivation which ultimately surpasses overall organizational results, this is an aspect that still needs to be further
investigated (Gupta & Shaw, 2013). Among studies limited in this field, there is empirical evidence supporting that
compensation that is large and in line with the quality of service orientation affects the profitability of the organization
(Georgiadis & Pitelis, 2012). This is supported by research conducted by Kasenda (2013), which shows that
compensation has a significant effect on employee performance with a coefficient value that is positive. In addition,
compensation and rewards also have a major impact on the performance of employees of oil and gas companies (Khan,
2010). In essence, existing studies have acknowledged compensation as a motivational tool used by organizations as
an increase in employee performance (Harris & McMahan, 2015). More precisely, the research shows a fairly positive
relationship between performance factors on employee performance where compensation is one of a series of methods
used (Shin & Konrad, 2014). Based on the above, this study has the following hypothesis.

H2: Compensation has a positive and significant effect on employee performance.

The Effect of Empowerment on Organizational Commitments

Pratiwi (2012), in his research, stated that there is a direct influence between empowerment and organizational
commitment, thus it can be said that through empowerment will have personal control about how to do work and have
confidence in the ability possessed with results in the form of organizational commitment. Similar research was also
conducted by Fitriah (2015), which identified that employee empowerment had a positive and significant influence on
organizational commitment. The implication that is obtained is that the higher the empowerment given by the company
to the employee, the more commitment that the employee has, such as the sense of loyalty that the employee has
towards the company. Based on the results of the above studies, the hypothesis is made as follows (Sudharma et al.,
2018; Yunita et al., 2019).

H3: Empowerment has a positive and significant effect on organizational commitment

Widyastuti, N. P. A., & Riana, I. G. (2019). Effect of empowerment and compensation on performance of honorary
employees mediated by organizational commitments. International Research Journal of Management, IT and Social
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The Effects of Compensation on Organizational Commitments

Nawab & Bhatti (2011), examined the effect of compensation and job satisfaction on organizational commitment.
The results show that compensation and job satisfaction have a positive effect on organizational commitment. Anvari
et al., (2011), suggested that compensation is closely related to organizational commitment, the results of his research
indicate that compensation has a positive effect on organizational commitment. Other studies such as by Alamelu et
al., (2015), in the manufacturing industry in India, shows that employee compensation for commitment has a
significant and positive influence. Then, Kee et al., (2016), in the banking industry in Malaysia showed a significant
influence between the relationship of compensation and commitment. In the food industry in Kenya carried out by
Milgo et al., (2014), showed a significant influence between compensation and commitment. Endriani (2016), in his
research also shows that compensation variables have a significant positive effect on organizational commitment.
Based on the results of the above studies, the hypothesis is made as follows.

H4: Compensation has a positive and significant effect on organizational commitment

The Effect of Organizational Commitment on Employee Performance

Employee attitudes and attitudes are assessed based on the direct and indirect impacts they have and how
significantly they contribute to overall organizational performance (Jung & Yoon, 2014). In essence, human resources
are very important in business organizations due to their direct influence on organizational performance through their
relationships with clients in the service industry (Wallace et al., 2011). The need to get a commitment from employees,
in particular, upholding the strategic role of human resources is very important for the organization and this situation
requires companies to build an organizational system that is appropriately oriented towards employee commitment
(Kim & Sung-Choon, 2013). In addition, organizational commitment also influences the efforts of more employees
(Kim & Brymer, 2011), so organizations need to continually strive to increase employee commitment (Khanin, 2013)
because this aspect can help reduce the tendency of employees to leave the organization (Nouri & Parker, 2013; Tse
et al., 2013) and positively affect overall performance (Ali et al., 2010). In addition to organizational commitment it
is known to be closely related to the quality of performance (Fu & Deshpande, 2014), empowerment of organizational
membership behavior (Huang et al., 2012; Oh & Chung, 2011), quality of performance (Imran et al., 2014) and
employee performance (Ali et al., 2010). This also leads to the organizational commitment that leads to the extra effort
which ultimately affects competitive performance (Kim & Brymer, 2011). Based on the results of the above studies,
the hypothesis is made as follows.

H5: Organizational commitment has a positive and significant effect on organizational performance.

The Effect of Relationship between Organizational Commitment as Mediation between Empowerment, Compensation,
and Organizational Performance

Basically, when employees see their relationship with the organization as a social relationship, they tend to feel
more satisfied with their work, focus more on the organization, have a feeling of personal achievement in the work,
and can help other employees in carrying out their tasks (Venkataramani et al., 2010). Social relationships themselves
depend on positive reactions from others. This aspect is a two-way relationship involving mutually beneficial
procedures and a unity involving an exchange in social relations (Blau, 1964). Organizational commitment according
to Meyer et al., (2002), can be interpreted as emotional attachment, identification, and involvement of individuals with
organizations and the desire to remain a member of the organization. The response system provided by the organization
sometimes gets less attention from employees to foster a more loyal attitude, this is due to the concern that employees
will get sanctions if they submit their complaints. Therefore it is necessary to have high trust and organizational support
for employees as an important thing for each member of the organization, in this case, an increase in compensation
(Windy & Gunasi, 2012). Karavardar (2014), conducted a study stating that there was a mediating role of
organizational commitment in the relationship between empowerment and organizational performance.

Irvan et al., (2013), in his research, proved that organizational commitment was able to mediate the positive impact of
compensation on employee performance. Adnan (2015), proves that the same organizational commitment can mediate
the positive effects of compensation in improving employee performance in the company. Hueryren & Dachuan
(2012), positively the effect of compensation on improving employee performance is mediated by organizational
commitment. Based on the results of the above studies, the hypothesis is made as follows.

H6a: Organizational commitment mediates the effect of empowerment on employee performance.
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H6b: Organizational commitment mediates the effect of compensation on employee performance.

2. Materials and Methods

The population in this study were all honorary employees who worked on OPD in the City of Denpasar as many
as 1,083 people by calculating the sample size using Slovin techniques. The Slovin formula for determining samples
is as follows.

n= N
1+N(e)?

The population in this study is 1,083 employees, so the percentage of allowance used is 10 percent and the calculation
results can be rounded up to achieve conformity. So to find out the research sample, with the calculation as follows:
N

1+ N(e)?

B 1083

~ 1+ 1083(0,1)2
= 91,54

=92 (ruled)

n

The calculation results show the number of samples taken is a minimum of 92 units with fault tolerance (o = 10%).
To test the hypothesis and produce a feasible model, this study uses the Structural Equation Model (SEM) with variance
based or component-based approach with Partial Least Square (PLS).

3. Results and Discussions

Table 1
R? Testing Result

Variable R-square
Organizational Commitment 0.368
Employee Performance 0.466

Primary Data, 2019

Predictive-relevance Q2 value is obtained by the formula:
Q*=1-(1-R?) (1-R)

Q*=1-(1-0,368) (1 - 0,466)

Q?=1-(0,632) (0,534) =Q2=1-0,3375=Q?=0,6625

The calculation results show a predictive-relevance value of 0.6625 (> 0). That means that 66.25 percent variation in
employee performance variables (dependent variables) can be explained by the variables used in the research model,
namely empowerment, compensation, and organizational commitment. While the remaining 33.75 percent is explained
by other variables that are outside the research model.

Direct Effect Testing

The basis used in testing the hypothesis is the value found in the output path coefficients presented in Table 2.

Widyastuti, N. P. A., & Riana, I. G. (2019). Effect of empowerment and compensation on performance of honorary
employees mediated by organizational commitments. International Research Journal of Management, IT and Social
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Table 2
Direct Effect

Original Sample Mean of Standard t-Statistic Information

Estimate Subsamples  Deviation
Empowerment -> Employee 0.335 0.332 0.112 3.004 Significant
Performance
Compensation -> Employee 0.230 0.224 0.091 2.529 Significant
Performance
Empowerment-> Organizational 0.318 0.331 0.091 3.495 Significant
Commitment
Compensation -> Organizational 0.405 0.397 0.102 3.987 Significant

Commitments
Primary Data, 2019

Hypothesis testing is done using t-statistics. If the value of t-statistics > t-table value (1.96), then Ho is rejected and
the research hypothesis is accepted. Table 2 shows that the hypothesis of direct influence in this study was entirely
accepted.

Mediation Effect Testing
The test of the mediating role of organizational commitment on the influence of empowerment and compensation

on employee performance by examining the coefficient of direct-indirect influence of empowerment variables and
compensation for employee performance variables through organizational commitment can be shown through table 3.

Table 3
Indirect Effect

Original Sample  Mean of Standard t-Statistic Information

Estimate Subsamples  Deviation
Empowerment -> Organizational 0.114 0.118 0.053 2.177 Significant
Commitment -> Employee
Performance.
Compensation -> Organizational 0.090 0.098 0.043 2.066 Significant
Commitment -> Employee
Performance.

Primary Data, 2019

Table 3 has shown that the effect of empowerment and compensation variables on performance variables through
organizational commitment variables (Effect D) is significant. The total results of the hypothesis test influence of
variables in this study are shown in Table 4 as follows:

Table 4
Hypothesis Testing Result

Original Sample Mean of Standard t-Statistic Information

Estimate Subsamples Deviation
Empowerment -> Employee 0.335 0.332 0.112 3.004 Significant
Performance
Compensation -> Employee 0.230 0.224 0.091 2.529 Significant
Performance
Empowerment-> Organizational 0.318 0.331 0.091 3.495 Significant
Commitment
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Compensation -> Organizational 0.405 0.397 0.102 3.987 Significant
Commitment

Organizational Commitment -> 0.282 0.297 0.100 2.826 Significant
Employee Performance

Empowerment -> Organizational 0.114 0.118 0.053 2.177 Significant
Commitment -> Employee

Performance.

Compensation -> Organizational 0.090 0.098 0.043 2.066 Significant
Commitment -> Employee

Performance.

Primary Data, 2019

Table 4 shows that the influence of empowerment and compensation variables on organizational commitment variables
(Effect B) is significant, the effect of organizational commitment variables on employee performance variables (Effect
C) is significant, the direct effect of empowerment variables and compensation on employee performance variables
(Effect A) is significant, it is said to be partial mediation. Thus, organizational commitment as a partial mediation
between the influence of empowerment and compensation for employee performance. This can be interpreted as
empowerment variable and compensation as exogenous variables can influence employee performance as endogenous
variables directly without going through / involving organizational commitment variables which act as mediating
variables.

The Effect of Empowerment on Employee Performance

The results of the analysis using PLS produce path coefficients a direct influence of empowerment on employee
performance with § values of 0.425 and t-statistics 4.319. The value of t-statistics 4.319 is greater than 1.96 (critical
point), thus, the effect of empowerment on employee performance is positive and significant. Therefore, hypothesis 1
(H1) can be accepted. This means that the better empowerment that is applied can improve employee performance.
Empowerment is a means by which organizations provide the opportunities and resources needed for employees that
enable them to contribute positively and encourage the changes they want to achieve in an organization (Delaney et
al., 2014). Batliwala (2007), argues that in employee empowerment includes two very important issues in improving
company performance, namely the concept of empowerment which has a rooted commitment and employee trust as a
strategy in running the company.

The results of this study are in line with the research conducted by Maynard et al., (2014), that there is a positive
relationship between empowerment and direct performance. Previous research by Laschinger et al., (2004), has shown
that employees of an organization that values empowerment motivate them so they can think of better ways to carry
out tasks, which also have an impact on increasing employee competency and performance, and foster a sense of duty
is an important task. The research conducted by Fernandez & Moldogaziev (2013), shows that empowerment through
additional policies handed over to employees enables them to demonstrate flexibility, improve service quality, facilitate
adaptation to unexpected situations, and use time more productively, which ultimately affects performance
significantly. In line with previous research by Yulianti (2011), shows that empowerment has a positive and significant
effect on performance so that the more empowerment given to crew members, the performance of the crew will
increase.

The Effect of Compensation on Employee Performance

The results of the analysis using PLS produce path coefficients a direct effect of compensation on employee
performance with B value of 0.344 and t-statistics 4,093. The value of t-statistics 4,093 is greater than 1.96 (critical
point), thus, the effect of compensation on employee performance is positive and significant. Therefore, hypothesis 2
(H2) can be accepted. This means that the higher compensation provided can improve employee performance.

Effective compensation management means the act of implementing and designing a payment system that
guarantees the ability of the organization to attract, maintain, and maintain a group of capable employees, willing and
able to work well as needed so that the organization can achieve its objectives (Lo et al., 2011). Kadarisman (2012),
giving compensation is one of the functions of Human Resource Management (HRM) which deals with all types of
individual awards in exchange for carrying out organizational tasks. Compensation is the main cost of expertise or

Widyastuti, N. P. A., & Riana, I. G. (2019). Effect of empowerment and compensation on performance of honorary
employees mediated by organizational commitments. International Research Journal of Management, IT and Social
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employment and loyalty in organizational activities. Providing appropriate compensation can provide benefits to
employees because it can produce high performance. With the compensation program being felt fair, employees can
improve their performance.

Based on the perceptions of respondents it is known that the compensation for honorary employees in the OPD of
Denpasar City is still insufficient category, where for the indicator of benefits has the lowest value. This shows that if
there is an increase in compensation, especially on benefits, it can improve the performance of temporary employees.

This study has results that are similar to the research conducted by Wijoyo (2016), which states compensation has
a positive and significant effect on the performance of PT. Indonesian Sport Glove. In addition, research was conducted
by (Khan, 2010); Georgiadis & Pitelis, (2012); Kasenda (2013); Harris & McMahan (2015); also have similar results.

The Effect of Empowerment on Organizational Commitment

The results of the analysis using PLS produce path coefficients the direct influence of empowerment on
organizational commitment with the value of B of 0.318 and t-statistics 3.495. The value of t-statistics 3.495 is greater
than 1.96 (critical point), thus, the effect of empowerment on organizational commitment is positive and significant.
Therefore, hypothesis 3 (H3) can be accepted. This implies that the better empowerment that is applied can increase
organizational commitment.

This result is in line with the research conducted by Suhermin (2012), stating that empowerment has a direct
influence on organizational commitment. This means that the better the level of empowerment carried out by the
organization of employees will provide an increase in organizational commitment and vice versa. Pratiwi (2012), in
his research, stated that there is a direct influence between empowerment and organizational commitment, thus it can
be said that through empowerment will have personal control about how to do work and have confidence in the ability
possessed with results in the form of organizational commitment. Similar research was also conducted by Fitriah (2015)
& Mahiri (2017), which identified that employee empowerment had a positive and significant influence on
organizational commitment. The implication that is obtained is that the higher the empowerment given by the company
to the employee, the more commitment that the employee has, such as the sense of loyalty that employees have towards
the organization.

The Effects of Compensation on Organizational Commitments

The results of the analysis using PLS produce path coefficients the direct effect of compensation on organizational
commitment with  value of 0.405 and t-statistics 3.987. The value of t-statistics 3.987 is greater than 1.96 (critical
point), thus, the effect of compensation on organizational commitment is positive and significant. Therefore,
hypothesis 4 (H4) is acceptable. This means that the higher compensation received can increase employee commitment
to the organization.

Compensation is a form of financial and non-financial rewards given to employees as remuneration for the
contributions they make to their organizations. Adequate compensation can be a motivation for employees to stay in
the organization and unwittingly grow a sense of belonging to the organization they work for.

Based on the results of these studies, it can be understood that one of the efforts to grow and maintain employee
commitment can be through compensation. The elements of compensation consisting of salaries, benefits, and facilities
must receive more attention from the organization so that compensation can foster employee commitment to the
organization. The results of this study are in line with the results of the study found by Handaru et al., (2013); Nawab
& Bhatti (2011).

The results of this study are also in line with the research conducted by Anvari et al., (2011), which suggests that
compensation is closely related to organizational commitment, the results of his research indicate that compensation
has a positive effect on organizational commitment. Other studies such as by Alamelu et al., (2015); Kee et al., (2016)
and Milgo et al., (2014); showed a significant influence between compensation and commitment. Endriani (2016), in
his research also shows that compensation variables have a significant positive effect on organizational commitment.

The Effect of Organizational Commitment on Employee Performance
The results of the analysis using PLS produce path coefficients a direct effect of organizational commitment on

employee performance with B value of 0.282 and t-statistics 2,286. The value of t-statistics is 2,286 greater than 1.96
(critical point), thus, the influence of organizational commitment on employee performance is positive and significant.
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Therefore, hypothesis 5 (H5) is acceptable. This means that the higher the commitment of employees can improve
performance.

Employee commitment to the organization will make employees loyal to the organization and work well for the

benefit of the organization. This situation is very good for achieving organizational goals because the organization gets
full support from its members so that it can concentrate fully on priority goals. To create an organizational commitment,
the organization really needs to pay attention to aspects that affect organizational commitment.
The results of this study are consistent with the results of previous studies conducted by Ali (2010) and Indayanti
(2012) where organizational commitment has a positive and significant effect on performance. Employees who have
a high commitment to the organization will be loyal to the goals of the organization through good performance. Adnan
(2015), in his research, mentions organizational commitment as a measure of the strength of identity and employee
involvement in organizational goals and values. Organizational commitment shows the psychological attachment of
an individual to an organization and is also considered as an individual's attitudes and behavior towards the goals of
an organization. Haq et al., (2014), also mention that organizational commitment will show the effort of an employee
to carry out his work, be loyal to his institution by exerting extra effort to achieve goals and identify employees in
meeting organizational goals.

The Effect of Empowerment, Compensation on Employee Performance is mediated by Organizational Commitment
Empowerment variables on employee performance are mediated by commitment

The results of the analysis in Table 2 show the effect of empowerment variables on employee performance through
organizational commitment 3 value of 0.090 and t-statistics of 2.066. The value of t-statistics is 2.066 greater than 1.96
(critical point). Therefore, hypothesis 6a (H6a) is acceptable. So there is a positive and significant indirect effect
between the empowerment variables on employee performance through organizational commitment. For the indirect
influence of the empowerment variable on employee performance through organizational commitment, it can be
explained that the better the empowerment carried out by the organization towards employees, there is an increase in
commitment and ultimately can improve employee performance. The value of indirect effect empowerment on
employee performance through commitment shows a strong and significant influence. Empowered employees have a
sense of self-determination which is free to make choices about how to do their own work. Through organizational
commitment, an employee will feel the alignment between personal goals and organization that lead to increased
employee performance.

The compensation variable for employee performance is mediated by organizational commitment

The results of the analysis in Table 2 show the effect of compensation variables on employee performance through
organizational commitment 3 values of 0.114 and t-statistics 2.177. The value t-statistics 2.177 is greater than 1.96
(critical point). Therefore, hypothesis 6b (H6b) is acceptable. So there is a positive and significant indirect effect
between compensation variables on employee performance through organizational commitment. For the indirect effect
of compensation variables on employee performance through the organizational commitment, it can be explained that
the higher compensation received by employees there is an increase in commitment and ultimately can improve
employee performance. The indirect effect of compensation on employee performance through commitment shows a
strong and significant influence. Giving compensation in accordance with the needs and the burden of the given task
will foster the motivation of employees to survive in the organization which results in increased employee performance.

The results of the elaboration above can be concluded that organizational commitment variables have a positive
and significant influence as mediating between empowerment variables and compensation for employee performance
variables. The results of this study also have results similar to some of the studies conducted by Jaiswal et al., (2015);
Wang et al., (2014); Irvan et al., (2013); Adnan (2015); Hueryren & Dachuan (2012) and, Ibrahim & Haim (2016).

4. Conclusion

The results of the study show that there is still a low aspect of freedom (autonomy) in work carried out by honorary
employees. In the future, employers are expected to be more honorary employees to give jobs because employees who
have freedom in their jobs can be motivated to create a better way of performing their duties, which results in increased
competence and performance. Compensation given to temporary employees is still quite low, especially in the aspect

Widyastuti, N. P. A., & Riana, I. G. (2019). Effect of empowerment and compensation on performance of honorary
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of benefits. Allowances given to honorary employees are still quite minimal so that they are considered inadequate to
fulfill their needs and not in accordance with the workload given. Denpasar City OPD should pay more attention to
this because giving compensation that is in accordance with the needs and tasks assigned will foster the motivation of
employees to survive in the organization which results in increased employee performance.
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