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Abstract:   
Research aims: This study aims to examine the influence of budgetary 

participation and compensation influence toward local government performance 

with organizational commitment as an intervening. 

Design/Methodology/Approach: The sample used was government officials in 

Magelang City, Indonesia. The respondents involved in this study were head of 

the division, head of the sector, head of sub-division, head of sub-sector, and 

staff. This research used a purposive sampling method. The type of data is 

primary data that were collected by distributing the questionnaires. 116 

respondents were involved as the sample. Partial Leas Square (PLS) was 

employed to test the hypotheses. 

Research findings: This study revealed that budgetary participation and 

compensation influenced organizational commitment. Also, it showed that 

budgetary participation and compensation indirectly influenced on local 

government performance through organizational commitment. 

Theoretical contribution/Originality: This study gives evidence that 

organizational commitment has a role as a full intervening variable on the 

relationship between budgetary participation and compensation toward 

performance. 

Practitioner/Policy implication: This study gives beneficial information to the 

regulator and local government management to enhance agencies’ performance. 

Research limitation/Implication: This study only conducted in Magelang City. 

Arguably, the reader needs to be carry full in reading this study result, mainly to 

generalize the study results. 

Keywords: Budgetary Participation; Compensation; Organizational Commitment; 

Performance; Local Government 

 

 

 

Introduction 
 

Bureaucracy reformation of local government in Indonesia has lasted for 

more than 20 years. Nevertheless, the performance still becomes an issue 

to face. It is reported that most of the regional government performance 

throughout Indonesia in 2018 on average is still in the C status (Sofyani, 

Akbar, & Ferrer, 2018). One of the local governments that deals with the 

performance problem is Magelang city. According to the examination 

results of the Local Government Financial Report/ Laporan Keuangan 

Pemerintah Daerah (LKPD) Magelang City in 2012-2015, the amount of  
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realized revenue budget in the Budget Realization Report/ Laporan Realisasi Anggaran 

(LRA) is very volatile (Maizunati, 2017). In 2015, the remaining budget of the Budget 

Financing/ Sisa Anggaran Lebih Pembiayaan Anggaran (SILPA) of the Magelang city, 

which was previously only budgeted at 16 billion IDR reached 201 billion IDR. It indicates 

that the performance of the Government of Magelang City, as measured by the budget 

implementation, is still not optimal. 

 

Some researchers found out that the determinants of performance factors were the 

implementation of performance-based budgeting (Sofyani & Prayudi, 2018), clarity of 

budget objectives, organizational commitment of local working unites (Kusuma & 

Budiartha, 2013), bureaucracy environment (Juliani & Sholihin, 2014), relevant job 

information (Nugraheni & Murtini, 2015), motivation of local working unit, commitment 

to goals, budgetary participation practices, and remuneration systems (Widianto & 

Haryanto, 2018). This research itself only opposes the evaluation of participation, 

budgeting, and organizational commitment to the performance of Local Working Unit / 

Organisasi Perangkat Daerah (OPD) of the local government of Magelang.  

 

Besides, this study also studies organizational commitment as an intervening variable. It 

is in line with the argument of Sofyani et al. (2018), which found that policy in a 

government organization would run well and achieve the expected target if the 

implementation of the policy was normatively oriented. For this purpose, the local 

working unit must have strong organizational commitment.  The empirical testing is an 

essential aspect of this research to find evidence that can support or refute this opinion. 

Based on the discussion elaborated in the previous paragraph, the Magelang City 

government was chosen as the research location due to its low performance.  

 

This research contributes to the development of knowledge related to empirical 

evidence about the performance determinant of the Local Working Unit and the role of 

intervening from organizational commitment. Practically, this research provides input 

for regulators, and local working unites regarding important factors to be considered to 

improve Local Working Unit performance. 

 

 

Literature Review and Hypotheses Development 
 

This study used the theory of goal setting in explaining the relationship between 

budgetary participation variables and the performance of government agencies. Locke 

(1975) goals that are clearly defined and realized by individuals or groups within the 

entity will produce a higher level of achievement if accompanied by the acceptance of 

the stated purposes (Basri, 2013; Locke, 1975). Locke and Latham (2013) explained that 

the absence of specific goals and objectives could be a source of ambiguity, confusion, 

and lack of direction for subordinates. Therefore, the presence of a clear goal-setting 

concept in the formulation of performance measurement systems for subordinates 

could lead to the growth of work motivation and commitment to goals, which in turn 

has an impact on improving performance (Locke & Latham, 2013). 
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Besides the goal-setting theory, this study also used the expectancy theory to explain 

the correlation between compensation and government performance. Expectancy 

theory, which was promoted by Vroom (1964), believed that an individual behavior that 

is related to the performance depends on the individual expectancy. Vroom (1964) 

stated that someone works to realize the expectations offered by the job. In the actual 

practice, motivational theories are recognized in the form of incentive mechanisms and 

remuneration systems that are discussed with managerial performance targets. Thus, a 

manager will spend a certain level of effort if he feels there is a strong relationship 

between the effort with the award received. It will motivate the managers in doing their 

work and responsibilities. This idea, as explained by Lunenburg (2011), states that 

expectancy theory is based on the idealism that there is a correlation between the 

effort, achieved performance, and accepted reward.  

 

According to Allen and Meyer (1993), there are three dimensions of organizational 

commitments: (1) Affective; it takes place when an employee wants to be part of an 

organization because of emotional or psychological bond towards the organization; (2) 

Continuance is an employee willingness to survive in an organization because he needs 

the salary and other benefits, or he cannot find another job; and (3) Normative, which 

results from an employee’s internal personal values. In other words, the employee 

perseveres in the organization because he feels that he has an obligation for it. 

 

Robbins, Judge, and Langton (2013) believe that when employees have a low level of 

commitment towards an organization, they tend to have low productivity and affect the 

organization's performance. Mowday, Porter, and Steers (1982) define an organizational 

commitment as the employees’ compliance to strain for the sake of their company. This 

idea is similar to continuance commitment elaborated by Meyer and Allen (1993). 

Therefore, the organization's performance will improve along with the reinforcement of 

individuals’ effort within the organization to achieve its goals (Tobing, 2009).  Previous 

studies conducted by B Niode (2012), Rustini, Suardikha, and Astika (2015), and Sofyani 

et al. (2018) found that the performance of both the apparatus and organization were 

affected by the organizational commitment from local working unit.  

 

H1: Organizational commitment has a positive effect on the performance of Local 

Working Unit 

 

 

The participation in the budgeting process and the role of the budget as the 

performance indicator correlates one another (Indarto & Ayu, 2011). The budgeting 

process includes three stages: (1) goal setting; (2) implementation; and (3) control and 

evaluation (Puspaningsih, 2002). Several organizations use a budget to determine the 

target of various programs arranged both in the short-term and long-term planning 

process (Horngren, Datar, & Foster, 2018). According to Mowen and Hansen (2006), an 

organization needs a budget to interpret the strategies to run in short-term and long-

term planning. One of the essential aspects of arranging the budget is the participation 

of the organization’s members. 
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Siegel and Ramanauskas-Marconi (1989) explained that participation in budgeting could 

become an instrument to harmonize the organization's goal and the individual in the 

organization. Devis and Newstorm (1985) stated that participation as parts of an 

organization’s involvement had mental and emotional effects on the group situation for 

the achievement of shared goals by sharing mutual responsibilities. Baiman (1982) 

stated that subordinates involved in participation in organizational decision making 

would be encouraged to help their superiors by providing the information they have so 

that the budget prepared is more accurate. It can be concluded that the practice of 

participation can trigger robust internal coordination and mutual support and will 

further improve organizational performance. Allen and Meyer (1993) elaborated that 

employee's affective commitment was related to the employee's emotional bond with 

the organization. Involvement in the organization's managerial process, which is 

budgeting, is a form of appreciation for the existence of employees to grow emotional 

ties within the employees to the organization. Furthermore, Locke and Latham (2013) 

explained that budgetary participation becomes a tool that could define organizational 

goals in more detail and subsequently made it easier for employees to achieve 

organizational goals. It is in line with the view of the goal-setting theory. 
 

Several research results have found that participation has a positive correlations with 

the employees commitment as reported by Indarto and Ayu (2011), Wiratno, Ningsih, 

and Putri (2016), Sofyani, Suryanto, Wibowo, and Widiastuti (2018), Candra and Gowon 

(2019), dan De Romario, Dwija, Badera, and Putra (2019). Sofyani et al. (2018) found 

that one of the determinants of the high commitment of village government officials 

(pemdes) in the village development process was due to the involvement of all village 

officials in the process of village budget planning and preparation.  

 
H2: Budget planning participation has a positive impact on the organizational 

commitment. 

 

 

Compensation mechanism is one of the crucial factors in increasing employee 

commitment to align goals with the organization (Carrigan, 2011). Compensation is a 

form of remuneration received by employees for their work performance (Rustini et al., 

2015). Referring to Allen and Meyer (1993), continuance commitment occurs when 

employees in the organization get the desired benefits in the organization, such as 

salaries and bonuses. According to Retnaningsih (2007), the existence of compensation 

would foster a sense of belonging to the organization and subsequently had an impact 

on improving employee performance in the organization. Compensation in local 

government can be done by associating it with the performance evaluation of local 

government employees. The performance aspects measured can be in the form of 

discipline, compliance with regulations, responsibilities, cooperation, productivity, 

effectiveness, efficiency, innovation, and work benefits (Niode, 2012). Based on 

expectancy theory, the expectation of compensation from the achievement of 

performance indicators will increase the commitment of employees in the organization 

to perform (Vroom, 1964). Empirically, Niode (2012) found that compensation 

mechanisms in the form of remuneration could increase employee commitment in 

carrying out particular policies in government organizations, whereas Rustini et al. 
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(2015) found that compensation could increase the commitment of local government 

officials which in turn influenced performance. 

 

H3: Compensation has a positive effect on organizational commitment.  

 

 

Based on the division of dimensions of organizational commitment by Allen and Meyer 

(1993), budgetary participation is related to affective commitment. The practice of 

budgetary participation is expected to trigger the growth of the affective commitment 

of employees because the existence of employees is genuinely valued. Therefore, 

employees will feel an emotional bond with the organization and will then be motivated 

to achieve the performance targets expected by the organization. Still referring to Allen 

and Meyer (1993), compensation related to the dimensions of continuance commitment 

where employees continually organized for reasons of advantages such as salaries and 

other allowances. The existence of this benefit is also associated with the performance 

that will be generated by the employees. 

 

Sofyani et al. (2018) revealed that the implementation of a policy in the government 

organization would achieve its target when it was accompanied by normative 

orientation or the content of the policy itself. Hence, organizational commitment 

becomes a crucial aspect of reaching its objective. It is believed that the organization 

that has employees who have high commitment will attain optimum performance 

(Fitriastuti, 2013). Organizational commitment does not merely mean having a passive 

allegiance but also involving effective action from the employees to make a significant 

contribution to their organization. The higher the commitment, the higher the individual 

tendency to be directed on the work which is based on the standard of employee 

performance (Wahyudi, 2015). It eventually affects the organization's performance. 

Jannah and Rahayu (2015) found that budgetary participation did not affect managerial 

performance directly unless it was through budget-goal commitment as the intervening 

variable. Niode (2012) revealed that compensation became a determinant from the 

employee performance and organization because the compensation was considered 

able to motivate and increase employee commitment in an organization to achieve the 

performance target.  

 

H4a: Budgetary participation has a positive effect on the Local Working Unit through 

organizational commitment.  

 

H4b: Commitment has a positive effect on Local Working Unit through organizational 

commitment.   

 

 

Based on the proposed hypotheses, the research model is presented in figure 1. 
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Figure 1 Research Model 

 

 

Research Method 
 

This study used a positivist paradigm, and which was conducted using a survey method 

to test the hypotheses. The approach used was an explanatory research model to 

investigate the relationship between one variable to another (Cooper & Schindler, 2001; 

Creswell, 2012; Hartono, 2013). Based on the formulation of the hypothesis, the 

research model was formulated as presented in Figure 1. This research took place in 

Magelang City, and the population of this study was its work unit, which is called the 

Regional Government Organization (Local Working Unit). Hence, the level of analysis of 

this study was the Regional Government Organization. The number of respondents in 

this study was 1116 people consisting of various positions, namely: head of the division, 

subdivision, sector, sub-sector, and staff involved in the preparation of the Local 

Working Unit budget. 

 

The dependent variable of this study was the performance of the government regional 

institution. This variable was measured using nine-item statements adopted from the 

study of Mahoney, Jerdee, and Carroll (1965). This variable was measured using eight 

indicators; those are planning, investigation, coordination, evaluation, monitoring, staff 

selection, delegation, and negotiation  (Wibowo, 2012). Next, there were four statement 

items to measure the budgetary participation variable adopted from the study of 

Jermias and Setiawan (2008). There were five choices for each option that could be 

chosen by the respondent. The budgetary participation variable in this study was 

measured using four indicators, namely (1) The ability to provide opinions in preparing 

the budget, (2) The frequency of giving ideas or proposals about the budget to superiors, 

(3) The frequency of superiors asking for opinions when the budget is prepared, and (4) 

Contribution in making the budget (Maramis, Saerang, & Warongan, 2016). Measuring 

the compensation variable adopted from Paramitadewi (2017), there were five answer 

options for each statement that can be chosen by each respondent. The compensation 

variable used in this study was measured using four indicators, namely (1) Wages and 
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salaries, (2) Incentives, (3) Allowances, and (4) Facilities. Finally, the measurement for 

the organizational commitment variable is the nine statement items adopted from the 

study of  Silaban (2009). There are five-answer options for each statement that can be 

chosen by each respondent. The organizational commitment variable used in this study 

was measured using three dimensions (Allen & Meyer, 1993) such as (1) Affective 

Commitment, (2) Continuance Commitment dan (3) Normative Commitment.  

 

The variable measurement used a Likert scale 1 to 5, from 1= strongly disagree and 5= 

strongly disagree. The data obtained from this study are primary data, or data gained 

directly from the field. The data source was the respondents involved in the practice of 

regional financial management in the government of Magelang City. The data collection 

technique was carried out by distributing questionnaires directly by visiting them at 

work. This method was conducted to make a high return rate of the questionnaire 

compared to when it is sent by post (Hartono, 2013).  

 

The method of analysis of this research used a Partial Least Square-Structural Equation 

Modeling (PLS-SEM) approach based on variant which can simultaneously test 

measurement model as well as structural model (Chin, Marcolin, & Newsted, 2003; Hair 

Jr, Sarstedt, Hopkins, & Kuppelwieser, 2014; Hartono & Abdillah, 2011). According to 

Cook and Campbell (1979), PLS can be used for statistical conclusion validity testing. This 

analysis is intended to answer a set of interrelated research questions in a single, 

systematic and comprehensive analysis by modeling the relationship between several 

independent and dependent constructs simultaneously (Gefen, Straub, & Boudreau, 

2000). PLS is also considered to have advantages in dealing with multicollinearity and 

data distribution problems (Gustafsson & Johnson, 2004). In this study, PLS was adopted 

on the grounds of the non-parametric nature of the Likert scale and the high possibility 

of multicollinearity elements, and the relatively small number of research samples 

(Hartono & Abdillah, 2011). Specifically, we use SmartPLS, which is one of the software 

commonly used with beneficial requirements, methodological choices, and ease of use 

available (Ringle, Wende, & Will, 2005). The measurement criteria using PLS is presented 

on table 1. 

 

Tabel 1 Criteria for Assessment of Measurement and Structural Model of PLS 
Test Parameter Rule of tumbs Source 

Convergent 

Validity 

Outer Loading ≥ 0.4 (J. F. Hair, Black, Babin, 

Anderson, & Tatham, 2006) 

 Average Variance Extracted 

(AVE) 

≥ 0.5 (Fornell & Larcker, 1981) 

 Communality ≥ 0.5 (Chin et al., 2003) 

Discriminant 

Validity 

Cross Loading  

(Discriminant Validity) 

Item loads on its own 

construct ≥ to other 
constructs 

(Gefen & Straub, 2005) 

Realiability Cronbach Alpha ≥ 0.6 (Chin et al., 2003) 

 Composite Reliability ≥ 0.5 (Fornell & Larcker, 1981) 

Structural 

Model 

Path coefficient 

SignTttificance of Path 

Coefficient (t-value) 

≥ 1.96 (0.05); ≥ 2.58 
(0.001) 

(J. Hair, Anderson, Tatham, & 

Black, 1995) 
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Result and Discussion 
 

Table 2 Questionnaire Return Rate 

Information Number Percentage (%) 

Distributed questionnaires 120 100.00 

Unreturned questionnaires 4 3.33 

Returned questionnaires 116 96.67 

Questionnaires that cannot be processed 0 0.00 

Questionnaires processed  116 96.67 

 

The distribution and submission of questionnaires were conducted from July 26, 2019, 

to August 13, 2019. The researchers took 24 Regional Government Organization (OPD) 

samples. Table 2 presents the rate of the questionnaire returned. Table 3 shows the 

detailed questionnaire returned rate for each Local Working Unit.  

 

Table 3  Returned Questionnaires per Regional Government Organization (OPD) 

No Name of Regional Government Organization 
Distributed 

Questionnaire 

Returned 

questionnaire 
% 

1 Regional Secretariat 5 5 100 

2 Regional People's Representative Assembly 

(DPRD) Secretariat 

5 5 100 

3 Inspectorate 5 5 100 

4 Public Health Office 5 5 100 

5 Communication, Information and Statistics 

Service 

5 5 100 

6 Department of Transportation 5 5 100 

7 Youth, Sports and Tourism Office 5 5 100 

8 Department of Community Empowerment, 

Women, Child Protection, Population Control, 

and Family Planning 

5 5 100 

9 Department of Industry and Commerce 5 5 100 

10 Social Services 5 4 80 

11 Department of Population and Civil 

Registration 

5 4 80 

12 Library and Archives Service 5 5 100 

13 Labor Offices 5 5 100 

14 Department of Education and Culture 5 5 100 

15 Department of Agriculture and Food 5 5 100 

16 Environmental Services 5 5 100 

17 Investment and One Stop Integrated Services 

Office 

5 4 80 

18 Department of Housing and Settlement Areas 5 5 100 

19 Department of Public Works and Spatial 

Planning 

5 5 100 

20 National Unity, Politics and Community 

Protection Agency 

5 5 100 

21 Development Planning Board (BAPPEDA) 5 4 80 

22 Regional Financial and Asset Management 

Agency 

5 5 100 

23 Personnel, Education and Training Agency 5 5 100 

24 Civil service police Unit 5 5 100 

Total 120 116 96.67 
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Table 4  Statistical Data of the Respondents’ Characteristics 

Information Description Number Percentage (%) 

Latest Education The number of respondents: 

 Diploma Three (D3) 

 Diploma Four (D4) 

 Bachelor (S1) 

 Master (S2) 

 Doctor (S3) 

116 

10 

15 

50 

 

41 

0 

100.00 

8.62 

12.93 

43.10 

 

35.35 

0.00 

Incumbency or position The number of respondents: 

 Head of Sector 

 Head of Division 

 Head of Subsector 

 Head of Subdivision 

 Staff 

116 

20 

22 

24 

20 

30 

100.00 

17.24 

18.97 

20.69 

17.24 

25.86 

Rank or position The number of respondents: 

 Echelon I 

 Echelon II 

 Echelon III 

 EchelonIV 

116 

44 

30 

20 

22 

100.00 

37.93 

25.86 

17.24 

18.97 

Length of duty The number of respondents: 

 < 1 year 

 2-5 years 

 6-10 years 

 > 10 years 

116 

45 

36 

30 

5 

100.00 

38.79 

31.03 

25.87 

4.31 

Length of work The number of respondents: 

 < 1 year 

 2-5 years 

 6-10 years 

 > 10 years 

116 

14 

45 

40 

17 

100.00 

12.07 

38.79 

34.48 

14.66 

 

Next, Table 4 presents the profile of respondents in this study, which focuses on the 

respondents’ information, including the latest education, incumbency and position, rank 

or class, length of duty, and length of work. 

 

Before conducting the hypotheses test, the validity and reliability of the constructs were 

assessed first. The validity test included the tests of convergent and discriminant. The 

measurement of convergent validity refers to outer loading and AVE score. Based on the 

PLS analysis, it was found out that the outer loading indicators of all constructs were 

more than 0.4 (see Table 6) . Referring to J. F. Hair et al. (2006), it can be concluded that 

the convergent validity has been fulfilled. It is supported by the AVE score presented in 

Table 5, which score is above 0.5 (Fornell & Larcker, 1981).  

 

Table 5 Results of Convergent Reliability and Validity Tests 

 Variable Code Cronbach's 

Alpha 

Composite 

Reliability 

Average Variance 

Extracted (AVE) 

Commitment KIP 0.923 0.936 0.619 

Organizational Commitment KO 0.776 0.846 0.524 

Compensation KOM 0.796 0.865 0.615 

Budgetary participation PPA 0.810 0.874 0.635 
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Furthermore, for the discriminant validity shown from the results of the cross-loading 

analysis presented in Table 7. From the PLS analysis, it was found that the value of Item 

loads on its own construct is higher than other construct (Gefen & Straub, 2005), which 

means that this assumption of discriminant validity is also fulfilled. Next is the reliability 

test, which refers to Cronbach Alpha and Composite Reliability (see Table 5). 

 

The results of PLS showed that the Cronbach Alpha of all constructs were more than 0.6, 

and the Composite Reliability was higher than 0.5. From the analysis of this construct 

quality, it can be concluded that all of the construct variables in this study have fulfilled 

all the validity criteria for convergent, discriminant, and reliability. Therefore, the 

hypotheses test can be continued to the next level. 

 

 

Table 6 The Results of Convergent Validity Test with Outer Loading 

Variable Code KIN KO KOM PPA 

Performance  KIN1 0.804    

KIN2 0.770    

KIN3 0.776    

KIN4 0.808    

KIN5 0.847    

KIN6 0.752    

KIN7 0.791    

KIN8 0.833    

KIN9 0.689    

Organizational Commitment KO1  0.802   

KO2  0.681   

KO4  0.683   

KO5  0.740   

KO9  0.709   

Compensation KOM1   0.745  

KOM2   0.790  

KOM3   0.846  

KOM4   0.752  

Budgetary participation PPA1    0.808 

PPA2    0.845 

PPA3    0.839 

PPA4    0.687 

Note: KO3, KO6, KO7, and KO8 were excluded because they do not have the required outer loading score 

 

 

Table 7 Results of Discriminant Validity Test 

 Variable KIN KO KOM PPA 

Performance 0.787    

Organizational Commitment 0.411 0.724   

Compensation 0.298 0.417 0.784  

Budgetary participation 0.259 0.382 0.243 0.797 
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Table 8 Results of Hypotheses Test 

Correlation Hypo. Original Sample T Statistics P Values Conclusion 

KO -> KIN H1 0.319 3.112 0.002* Supported 

PPA->KO H2 0.298 3.704 0.000* Supported 

KOM->KO H3 0.345 3.284 0.001* Supported 

PPA->KIN 

H4a 

0.102 0.979 0.328 Not Supported 

PPA->KO->KIN 0.095 2.314 0.021* 
Supported  

(Full Intervening) 

KOM -> KIN 

H4b 

0.136 0.936 0.350 Not Supported 

KOM->KO->KIN 0.110 2.247 0.025* 
Supported  

(Full Intervening) 

* significant on alpha 0,01 ** significant on alpha 0,05 

 

Hypothesis test results are presented in Table 8. The hypothesis is supported when the 

direction of the original sample is the same as the prediction direction of the hypothesis, 

and the statistical T value is more than 1.96 (alpha 0.05) or 2.58 (alpha 0.001). From 

Table 8 it can be seen that budgetary participation and compensation had a significant 

positive effect on organizational commitment. Furthermore, the direct impact of 

budgetary participation and compensation has a significant positive effect on 

performance found to be insignificant. Meanwhile, the direct effect was found to be 

significant. This indicates that organizational commitment has a full intervening role 

(Cooper & Schindler, 2014). 

 

This study found out that the organizational commitment affected the performance. It is 

in line with Rustamadji and Omar (2019), Sofyani et al. (2018),  Rustini et al., (2015), 

Niode (2012), as well as Chong and Eggleton (2007) who suggested that the regional 

government organization should always develop and preserve the organizational 

commitment because it is related to the performance. Besides that, this study also 

discovered that it is crucial to perform the practice of budgetary participation in Local 

Working Unit to enhance the organizational apparatus commitment, which eventually 

will drive to better performance achievement. The results of this study are in line with 

the findings of Indarto and Ayu (2011), Wiratno et al. (2016), Sofyani et al. (2018), 

Candra and Gowon (2019), and De Romario et al. (2019). Theoretically, the results 

supported the idea of Allen and Meyer (1993), which elaborated that one of the 

commitment dimensions is affective commitment. This study supports the allegation 

that participation policies in budgeting encourage employees to perform. It is in 

accordance with the goal-setting theory (Locke & Latham, 2013) that that the practice of 

budgetary participation will make organizational goals clearer and further increase 

employee commitment to achieve organizational goals. 

 

In addition to the aspect of budgetary participation, compensation also plays a vital role 

in increasing employee commitment. As the findings of this study, the compensation 

mechanism can increase the organizational commitment of regional government 

employees. It is in line with Niode (2012), who found that the compensation mechanism 

in the form of regional performance allowance (TKD), promotion, self-development, 

recognition, and operational service vehicles significantly influenced the implementation 

of entrepreneurial government. It indicates that the implementation or application of 
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entrepreneurial spirit within the local government body can be carried out well if a well-

established compensation system accompanies it. He also found that compensation had 

a significant effect on employee commitment. When the compensation received by 

employees is as expected and has the element of fairness, then the commitment of each 

apparatus will increase. Rustini et al. (2015) also revealed that there was a positive 

effect of compensation towards the commitment of budgeting management in the 

government of Tabanan District.  

 

This result also confirms expectations theory, which explains that the expectation of 

compensation offered by the organization for attainable performance indicators will 

increase the commitment of employees in the organization to perform (Vroom, 1964). 

This result also confirms expectations theory, which elaborates that the expectation of 

compensation offered by the organization for attainable performance indicators will 

increase the commitment of employees in the organization to perform (Sofyani, Akbar, 

et al., 2018). It found that the absence of a compensation mechanism makes the local 

working unit has a weak commitment. It is because local government officials assume 

that the strength and weakness of commitment to work will not affect the amount of 

their income because they have a fixed monthly salary. This has an impact on the 

number of the local working unit having less optimal performance (Sofyani, Akbar, et al., 

2018).  

 

This study becomes a foundation that the compensation mechanism in the local 

government is essential so that the local apparatus's commitment to performing will 

increase more. The results also confirm the expectancy theory of Vroom (1964) that an 

individual will work to realize his expectations offered by a job, including the local 

apparatus who work in the public area. Therefore, it can be interpreted that when there 

is no expectation in a job, then commitment motivation from an individual to achieve 

the targeted performance will not emerge. 

 

Different from the previous studies, the novelty of this study is on the organizational 

commitment assessment as the intervening variable. The results of this study showed 

that organizational commitment works as a full intervening variable. The results indicate 

that budgetary participation and compensation can enhance the local government 

performance if accompanied by the organizational commitment from the local 

government. 

 

Allen and Meyer (1993) explain that the practice of budgetary participation will foster 

the affective commitment of employees because the existence of employees is 

genuinely valued. Employees will feel an emotional bond with the organization if their 

presence is appreciated,  and then they will be motivated to achieve the performance 

targets expected by the organization. On the other hand, compensation is related to the 

continuance commitment dimension in which the employee stays in the organization for 

reasons of advantages such as salaries and other benefits (Allen & Meyer, 1993). It is in 

line with the expectancy theory that the expectation, such as the compensation of the 

achievement of the targeted performance, will improve the employees’ performance 

(Vroom, 1964). The compensation and the performance relationship takes place 

because there is an employee commitment that is influenced by the compensation 
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mechanism. It elaborates that the commitment becomes the intervening on the 

correlation between the compensation and the local working unit performance.   

 

Based on these findings, the suggested important implication is that policies that should 

be implemented to improve performance, in this case, budgetary participation and 

compensation mechanisms, must be implemented in earnest accompanied by an 

organizational commitment of employees. Hence, it is expected to be able to improve 

the performance of the Local Working Unit in particular and regional governments in 

general. In contrast, budgetary participation policies and compensation mechanisms 

that are implemented without organizational commitment will not have an impact on 

the excellent performance of the organization if the organizational commitment of the 

local government department is weak. It is in line with the study by Jannah and Rahayu 

(2015), which found out that the budgetary participation did not affect directly on the 

managerial performance, but it affected indirectly through the goal budgeting 

commitment as the mediator. 

 

 

Conclusion 
 

This study intends to examine the effect of budgetary participation practices and 

compensation mechanisms on performance through organizational commitment as an 

intervening. This research was conducted in the city of Magelang by involving the local 

working unit as a sample. The results of this study, in summary, find that organizational 

commitment mediates the relationship of budgetary participation and compensation to 

the performance of local government agencies in Magelang. In other words, the two 

budgeting and compensation participation policies will only have a significant impact on 

performance if accompanied by an organizational commitment by local government 

employees. This research contributes to the development of science, specifically related 

to empirical testing of the role of organizational commitment as an intervening variable. 

This study has several significant limitations to note. First, this research does not have a 

strong generalization force considering that it is only carried out in the Government of 

Magelang City. It is recommended that future research is carried out in other local 

governments. Besides, assessing at the provincial, district, and village levels of local 

government are also highly recommended to find more insight into the phenomena that 

occur in the field. Further research is also recommended to use other approaches such 

as qualitative so that the investigation of phenomena can be done in more detail and 

deeper meaning. 

 

 

References 
 

Allen, N. J., & Meyer, J. P. (1993). Organizational commitment: evidence of career stage 
effects? Journal of Business Research, 26(1), 49-61. https://doi.org/10.1016/0148-
2963(93)90042-n  

Baiman, S. (1982). Agency research in management accounting: a survey. Journal of 
Accounting Literature, 1(1), 154-210.  

https://doi.org/10.1016/0148-2963(93)90042-n
https://doi.org/10.1016/0148-2963(93)90042-n


Tahar & Sofyani 

Budgetary Participation, Compensation, and Performance of Local Working Unit: … 

 

Journal of Accounting and Investment, 2020 | 158 

Basri, Y. M. (2013). Mediasi Konflik Peran dan Keadilan Prosedural dalam Hubungan 
Pengukuran Kinerja Dengan Kinerja Manajerial. Jurnal Akuntansi dan Keuangan 
Indonesia, 10(2), 225-242. https://doi.org/10.21002/jaki.2013.12  

Candra, D., & Gowon, M. (2019). Pengaruh Partisipasi Penyusunan Anggaran Berbasis 
Kinerja (ABK Terhadap Kinerja Kepala SKPD Pemerintah Daerah: Komitmen 
Organisasi dan Gaya Kepemimpinan Sebagai Variabel Moderating. Jurnal Akuntansi & 
Keuangan Unja, 4(4), 33-43. Received from https://online-
journal.unja.ac.id/jaku/article/view/8446  

Carrigan, M. D. (2011). Motivation in public sector unionized organizations. Journal of Business 
& Economics Research (JBER), 9(1), 55-62. https://doi.org/10.19030/jber.v9i1.940  

Chin, W. W., Marcolin, B. L., & Newsted, P. R. (2003). A partial least squares latent variable 
modeling approach for measuring interaction effects: Results from a Monte Carlo 
simulation study and an electronic-mail emotion/adoption study. Information systems 
research, 14(2), 189-217. https://doi.org/10.1287/isre.14.2.189.16018  

Chong, V. K., & Eggleton, I. R. (2007). The impact of reliance on incentive-based 
compensation schemes, information asymmetry and organisational commitment on 
managerial performance. Management accounting research, 18(3), 312-342. 
https://doi.org/10.1016/j.mar.2007.04.002  

Cook, T. D., & Campbell, D. T. (1979). Quasi-experimentation: Design and analysis for field settings 
(Vol. 3): Rand McNally Chicago. 

Cooper, D., & Schindler, P. (2001). Business Research Method. Ner York: McGraw Hill 
International Edition. 

Creswell, J. W. (2012). Research Design: Qualitative, Quantitative and Mixed Methods Approaches. 
California: Sage Publication. 

De Romario, F., Dwija, I. G. A. M. A., Badera, I. D. N., & Putra, I. N. W. A. (2019). Effect 
of budget participation towards regional government managerial performance. 
International research journal of management, IT and social sciences, 6(3), 101-107.  
https://doi.org/10.21744/irjmis.v6n3.638  

Devis, K., & Newstorm, J. W. (1985). Human Behaviour at Work: Organizational Behaviour: 
Singapore: Mc. Graw Hill Book, Co. 

Fitriastuti, T. (2013). Pengaruh Kecerdasan Emosional, Komitmen Organisasional dan 
Organizational Citizenship Behavior terhadap Kinerja Karyawan. Jurnal Dinamika 
Manajemen, 4(2), 103-114. Received from 
https://journal.unnes.ac.id/nju/index.php/jdm/article/view/2753  

Fornell, C., & Larcker, D. F. (1981). Evaluating structural equation models with 
unobservable variables and measurement error. Journal of marketing research, 18(1), 39-
50. https://doi.org/10.1177/002224378101800104  

Gefen, D., & Straub, D. (2005). A practical guide to factorial validity using PLS-Graph: 
Tutorial and annotated example. Communications of the Association for Information Systems, 
16(1), 90-140. https://doi.org/10.17705/1cais.01605  

Gefen, D., Straub, D., & Boudreau, M.-C. (2000). Structural equation modeling and 
regression: Guidelines for research practice. Communications of the Association for 
Information Systems, 4(1), 1-77. https://doi.org/10.17705/1cais.00407  

Gustafsson, A., & Johnson, M. D. (2004). Determining attribute importance in a service 
satisfaction model. Journal of Service Research, 7(2), 124-141. 
https://doi.org/10.1177/1094670504268453  

Hair Jr, J. F., Sarstedt, M., Hopkins, L., & Kuppelwieser, V. G. (2014). Partial least squares 
structural equation modeling (PLS-SEM) An emerging tool in business research. 
European Business Review, 26(2), 106-121. https://doi.org/10.1108/ebr-10-2013-0128  

Hair, J. F., Black, W. C., Babin, B. J., Anderson, R. E., & Tatham, R. L. (2006). Multivariate 
data analysis (Vol. 6): Upper Saddle River, NJ: Pearson Prentice Hall. 

https://doi.org/10.21002/jaki.2013.12
https://online-journal.unja.ac.id/jaku/article/view/8446
https://online-journal.unja.ac.id/jaku/article/view/8446
https://doi.org/10.19030/jber.v9i1.940
https://doi.org/10.1287/isre.14.2.189.16018
https://doi.org/10.1016/j.mar.2007.04.002
https://doi.org/10.21744/irjmis.v6n3.638
https://journal.unnes.ac.id/nju/index.php/jdm/article/view/2753
https://doi.org/10.1177/002224378101800104
https://doi.org/10.17705/1cais.01605
https://doi.org/10.17705/1cais.00407
https://doi.org/10.1177/1094670504268453
https://doi.org/10.1108/ebr-10-2013-0128


Tahar & Sofyani 

Budgetary Participation, Compensation, and Performance of Local Working Unit: … 

 

 

Journal of Accounting and Investment, 2020 | 159 

Hair, J., Anderson, R. E., Tatham, R., & Black, W. (1995). Multivariate data analysis . Saddle 
River: NJ: Prentice Hall. 

Hartono, J. (2013). Guidance for Survey Study with Questionnaire. Yogyakarta: BPFE Yogyakarta. 
Hartono, J., & Abdillah, W. (2011). Concept and Application of PLS (Partial Least Square) for 

Empirical Research. Yogyakarta: BPFE Yogyakarta. 
Horngren, C. T., Datar, S., & Foster, G. (2018). Management Accounting. Jakarta: Salemba 

Empat. 
Indarto, S. L., & Ayu, S. D. (2011). Pengaruh Partisipasi dalam Penyusunan Anggaran 

terhadap Kinerja Manajerial Perusahaan melalui Kecukupan Anggaran, Komitmen 
Organisasi, Komitmen Tujuan Anggaran, dan Job Relevant Information (JRI). Seri 
Kajian Ilmiah, 14(1), 1-22. Received from 
https://www.academia.edu/9912307/PENGARUH_PARTISIPASI_DALAM_PEN
YUSUNAN_ANGGARAN_TERHADAP_KINERJA_MANAJERIAL_PERUSAH
AAN_MELALUI_KECUKUPAN_ANGGARAN_KOMITMEN_ORGANISASI_
KOMITMEN_TUJUAN_ANGGARAN_DAN_JOB_RELEVANT_INFORMATI
ON_JRI  

Jannah, M., & Rahayu, S. (2015). Pengaruh Partisipasi Penganggaran terhadap Kinerja 
Manajerial SKPD dengan Kejelasan Sasaran Anggaran, Komitmen Tujuan Anggaran, 
Keadilan Distributif dan Pengawasan Internal sebagai Variabel Intervening. Jurnal 
Perspektif Pembiayaan dan Pembangunan Daerah, 3(2), 69-90. Received from 
https://online-journal.unja.ac.id/index.php/JES/article/view/3501  

Jermias, J., & Setiawan, T. (2008). The moderating effects of hierarchy and control systems 
on the relationship between budgetary participation and performance. The International 
Journal of Accounting, 43(3), 268-292. https://doi.org/10.1016/j.intacc.2008.06.009  

Juliani, D., & Sholihin, M. (2014). Pengaruh faktor-faktor kontekstual terhadap Persepsian 
penyerapan anggaran terkait pengadaan Barang/jasa. Jurnal Akuntansi dan Keuangan 
Indonesia, 11(2), 177-199. https://doi.org/10.21002/jaki.2014.10  

Kusuma, E. A., & Budiartha, I. K. (2013). Pengaruh Kejelasan Sasaran Anggaran, Komitmen 
Organisasi dan Ketidakpastian Lingkungan pada Ketepatan Anggaran (Studi Empiris 
di SKPD Pemerintah Provinsi Bali). E-Jurnal Ekonomi dan Bisnis Universitas Udayana, 
3(03). Received from https://ojs.unud.ac.id/index.php/EEB/article/view/7622  

Locke, E. A. (1975). Personnel attitudes and motivation. Annual review of psychology, 26(1), 457-
480. https://doi.org/10.1146/annurev.ps.26.020175.002325  

Locke, E. A., & Latham, G. P. (2013). New developments in goal setting and task performance: 
Routledge. 

Lunenburg, F. C. (2011). Expectancy theory of motivation. International Journal of MBA, 15(1), 
43-48. Received from 
http://www.nationalforum.com/Electronic%20Journal%20Volumes/Luneneburg,%2
0Fred%20C%20Expectancy%20Theory%20%20Altering%20Expectations%20IJMB
A%20V15%20N1%202011.pdf  

Mahoney, T. A., Jerdee, T. H., & Carroll, S. J. (1965). The job (s) of management. Industrial 
Relations: A Journal of Economy and Society, 4(2), 97-110. https://doi.org/10.1111/j.1468-
232x.1965.tb00922.x  

Maizunati, N. A. (2017). Analisis Kondisi Keuangan Pemerintah Daerah Kota Magelang 
Dalam Klaster Kota Di Jawa-Bali. Jurnal RAK (Riset Akuntansi Keuangan), 2(1), 139-
162. http://dx.doi.org/10.31002/rak.v2i2.222  

Maramis, L. A., Saerang, D. P., & Warongan, J. D. (2016). Pengaruh Partisipasi Pejabat 
Struktural Dalam Penyusunan Anggaran, Komitmen Organisasi, Profesionalisme Dan 
Struktur Organisasi Terhadap Kinerja Manajerial Kabupaten Minahasa Utara. Jurnal 

https://www.academia.edu/9912307/PENGARUH_PARTISIPASI_DALAM_PENYUSUNAN_ANGGARAN_TERHADAP_KINERJA_MANAJERIAL_PERUSAHAAN_MELALUI_KECUKUPAN_ANGGARAN_KOMITMEN_ORGANISASI_KOMITMEN_TUJUAN_ANGGARAN_DAN_JOB_RELEVANT_INFORMATION_JRI
https://www.academia.edu/9912307/PENGARUH_PARTISIPASI_DALAM_PENYUSUNAN_ANGGARAN_TERHADAP_KINERJA_MANAJERIAL_PERUSAHAAN_MELALUI_KECUKUPAN_ANGGARAN_KOMITMEN_ORGANISASI_KOMITMEN_TUJUAN_ANGGARAN_DAN_JOB_RELEVANT_INFORMATION_JRI
https://www.academia.edu/9912307/PENGARUH_PARTISIPASI_DALAM_PENYUSUNAN_ANGGARAN_TERHADAP_KINERJA_MANAJERIAL_PERUSAHAAN_MELALUI_KECUKUPAN_ANGGARAN_KOMITMEN_ORGANISASI_KOMITMEN_TUJUAN_ANGGARAN_DAN_JOB_RELEVANT_INFORMATION_JRI
https://www.academia.edu/9912307/PENGARUH_PARTISIPASI_DALAM_PENYUSUNAN_ANGGARAN_TERHADAP_KINERJA_MANAJERIAL_PERUSAHAAN_MELALUI_KECUKUPAN_ANGGARAN_KOMITMEN_ORGANISASI_KOMITMEN_TUJUAN_ANGGARAN_DAN_JOB_RELEVANT_INFORMATION_JRI
https://www.academia.edu/9912307/PENGARUH_PARTISIPASI_DALAM_PENYUSUNAN_ANGGARAN_TERHADAP_KINERJA_MANAJERIAL_PERUSAHAAN_MELALUI_KECUKUPAN_ANGGARAN_KOMITMEN_ORGANISASI_KOMITMEN_TUJUAN_ANGGARAN_DAN_JOB_RELEVANT_INFORMATION_JRI
https://online-journal.unja.ac.id/index.php/JES/article/view/3501
https://doi.org/10.1016/j.intacc.2008.06.009
https://doi.org/10.21002/jaki.2014.10
https://ojs.unud.ac.id/index.php/EEB/article/view/7622
https://doi.org/10.1146/annurev.ps.26.020175.002325
http://www.nationalforum.com/Electronic%20Journal%20Volumes/Luneneburg,%20Fred%20C%20Expectancy%20Theory%20%20Altering%20Expectations%20IJMBA%20V15%20N1%202011.pdf
http://www.nationalforum.com/Electronic%20Journal%20Volumes/Luneneburg,%20Fred%20C%20Expectancy%20Theory%20%20Altering%20Expectations%20IJMBA%20V15%20N1%202011.pdf
http://www.nationalforum.com/Electronic%20Journal%20Volumes/Luneneburg,%20Fred%20C%20Expectancy%20Theory%20%20Altering%20Expectations%20IJMBA%20V15%20N1%202011.pdf
https://doi.org/10.1111/j.1468-232x.1965.tb00922.x
https://doi.org/10.1111/j.1468-232x.1965.tb00922.x
http://dx.doi.org/10.31002/rak.v2i2.222


Tahar & Sofyani 

Budgetary Participation, Compensation, and Performance of Local Working Unit: … 

 

Journal of Accounting and Investment, 2020 | 160 

Riset Akuntansi dan Auditing "Goodwill, 7(1), 15-23. 
https://doi.org/10.35800/jjs.v7i1.12737  

Mowday, R. T., Porter, L. W., & Steers, R. (1982). Organizational linkages: The psychology of 
commitment, absenteeism, and turnover: San Diego, CA: Academic Press. 

Mowen, M. M., & Hansen, D. R. (2006). Management accounting: the cornerstone for business 
decisions: Thomson South-Western. 

Niode, I. Y. (2012). Pengaruh Kompensasi terhadap Implementasi Entrepreneurial 
Government dan Kinerja Aparatur Pemerintah Daerah (Studi pada Pemerintah 
Daerah Provinsi Gorontalo). Jurnal Aplikasi Manajemen, 10(4), 832-841. 
https://jurnaljam.ub.ac.id/index.php/jam/article/view/470  

Nugraheni, A. C., & Murtini, H. (2015). Determinan Kinerja Manajerial Satuan Kerja 
Perangkat Daerah Kabupaten Banjarnegara. Jurnal Dinamika Akuntansi, 7(2), 129-138. 
https://doi.org/10.15294/jda.v7i2.4123  

Paramitadewi, K. F. (2017). Pengaruh Beban Kerja Dan Kompensasi Terhadap Kinerja 
Pegawai Sekretariat Pemerintah Daerah Kabupaten Tabanan. E-Jurnal Manajemen, 6(6), 
3370-3397. Received from 
https://ojs.unud.ac.id/index.php/Manajemen/article/view/29949/18950  

Puspaningsih, A. (2002). Pengaruh Partisipasi Dalam Penyusunan Anggaran Terhadap 
Kepuasan Kerja dan Kinerja Manajer. Jurnal Akuntansi dan Auditing Indonesia, 6(2), 65-
79. https://journal.uii.ac.id/JAAI/article/view/855/783  

Retnaningsih, S. (2007). Analisis pengaruh keadilan kompensasi, peran kepemimpinan, dan 
kepuasan kerja terhadap komitmen organisasi dalam meningkatkan kinerja karyawan 
studi kasus: pada sentral pengolahan pos semarang. Thesis. Diponegoro University. 
Received from https://core.ac.uk/download/pdf/11717646.pdf  

Ringle, C. M., Wende, S., & Will, A. (2005). SmartPLS 2.0 M3 (beta). Hamburg: University of 
Hamburg. 

Robbins, S. P., Judge, T., & Langton, N. (2013). Fundamentals of organizational behaviour: W. 
Ross MacDonald School Resource Services Library. 

Rustamadji, R., & Omar, C. (2019). The effect of strategic management and organizational 
commitment on employees’ work achievement. Management Science Letters, 9(3), 399-
412. https://doi.org/10.5267/j.msl.2018.12.009  

Rustini, N. K. A., Suardikha, I. M. S., & Astika, I. B. P. (2015). Pengaruh kompensasi dan 
lingkungan kerja pada komitmen organisasi dan implikasinya pada kinerja pengelola 
anggaran (studi empiris pada satuan kerja perangkat daerah Pemerintah kabupaten 
tabanan). Buletin Studi Ekonomi. 20(2), 83-176. 
https://ojs.unud.ac.id/index.php/bse/article/view/18831  

Siegel, G., & Ramanauskas-Marconi, H. (1989). Behavioral accounting: Thomson South-
Western. 

Silaban, A. (2009). Perilaku disfungsional auditor dalam pelaksanaan program audit (Studi 
Empiris di Kantor Akuntan Publik). Masters thesis. Universitas Diponegoro. Received 
from http://eprints.undip.ac.id/16112/  

Sofyani, H., & Prayudi, M. A. (2018). Implementasi Anggaran Berbasis Kinerja Di 
Pemerintah Daerah Dengan Akuntabilitas Kinerja “A”. Jurnal Ilmiah Akuntansi dan 
Bisnis, 13(1), 54-64.  

Sofyani, H., Akbar, R., & Ferrer, R. C. (2018). 20 Years of Performance Measurement 
System (PMS) Implementation in Indonesian Local Governments: Why is Their 
Performance Still Poor? Asian Journal of Business and Accounting, 11(1), 151-227. 
https://doi.org/10.22452/ajba.vol11no1.6  

Sofyani, H., Suryanto, R., Wibowo, S. A., & Widiastuti, H. (2018). Praktik Pengelolaan dan 
Tata Kelola Pemerintahan Desa Dlingo di Kabupaten Bantul: Pembelajaran dari Desa 

https://doi.org/10.35800/jjs.v7i1.12737
https://jurnaljam.ub.ac.id/index.php/jam/article/view/470
https://doi.org/10.15294/jda.v7i2.4123
https://ojs.unud.ac.id/index.php/Manajemen/article/view/29949/18950
https://journal.uii.ac.id/JAAI/article/view/855/783
https://core.ac.uk/download/pdf/11717646.pdf
https://doi.org/10.5267/j.msl.2018.12.009
https://ojs.unud.ac.id/index.php/bse/article/view/18831
http://eprints.undip.ac.id/16112/
https://doi.org/10.22452/ajba.vol11no1.6


Tahar & Sofyani 

Budgetary Participation, Compensation, and Performance of Local Working Unit: … 

 

 

Journal of Accounting and Investment, 2020 | 161 

Percontohan. Jati: Jurnal Akuntansi Terapan Indonesia, 1(1), 1-16. 
https://doi.org/10.18196/jati.010101  

Tobing, D. S. K. (2009). Pengaruh komitmen organisasional dan kepuasan kerja terhadap 
kinerja karyawan PT. Perkebunan Nusantara III di Sumatera Utara. Jurnal Manajemen 
dan kewirausahaan, 11(1), 31-37. https://doi.org/10.9744/jmk.11.1.pp.%2031-37  

Vroom, V. H. (1964). Work and motivation. New York: Wiley. 
Wahyudi, H. D. K. A. (2015). Pengaruh Kepuasan Kerja Dan Komitmen Organisasional 

Terhadap Kinerja Dengan Organizational Citizenship Behavior Sebagai Variabel 
Moderasi. Jurnal Manajemen Sumber Daya Manusia, 9(1), 1-10. Received from 
http://ejurnal.unisri.ac.id/index.php/Manajemen/article/view/998  

Wibowo, E. (2012). Ketidakpastian Lingkungan Sebagai Variabel Pemoderasi Hubungan 
Antara Penyusunan Anggaran Partisipatif Dengan Kinerja Manajerial (Study Pada 
Universitas Slamet Riyadi Surakarta). Jurnal Akuntansi dan Sistem Teknologi Informasi, 
5(1), 39-51. http://ejurnal.unisri.ac.id/index.php/Akuntansi/article/view/118  

Widianto, T., & Haryanto, A. T. (2018). Pengaruh Partisipasi Penyusunan Anggaran Dan 
Sistem Remunerasi Terhadap Kinerja Manajerial Melalui Komitmen Tujuan Anggaran 
Dan Motivasi Sebagai Variabel Intervening (Studi Pada Satuan Kerja Perangkat 
Daerah Kabupaten Karanganyar). Buletin Ekonomi Manajemen, Ekonomi Pembangunan, 
Akuntansi, 16(1), 109-120. 
http://jurnal.upnyk.ac.id/index.php/bulletin/article/view/2501  

Wiratno, A., Ningsih, W., & Putri, N. K. (2016). Partisipasi Anggaran Terhadap Kinerja 
Manajerial Dengan Komitmen Organisasi, Motivasi Dan Struktur Desentralisasi 
Sebagai Variabel Pemoderasi. Jurnal Akuntansi, 20(1), 150-166. 
https://doi.org/10.24912/ja.v20i1.81  

 

https://doi.org/10.18196/jati.010101
https://doi.org/10.9744/jmk.11.1.pp.%2031-37
http://ejurnal.unisri.ac.id/index.php/Manajemen/article/view/998
http://ejurnal.unisri.ac.id/index.php/Akuntansi/article/view/118
http://jurnal.upnyk.ac.id/index.php/bulletin/article/view/2501
https://doi.org/10.24912/ja.v20i1.81

