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Abstract: This study aims to analyze the influence of employee involvement, top
management commitment, training and development, and compensation on
employee performance at the Southeast Sulawesi Regional Development Bank, and
to examine the mediating role of top management commitment, training and
development, and compensation in this relationship. The population in this study
was all 538 employees of Bank BPD Sultra, with a sample of 148 respondents
determined using the Slovin formula at a precision level of 7 percent. The data
analysis method used Partial Least Square Structural Equation Modeling (PLS-SEM)
to test the direct and indirect relationships between variables. The results showed
that employee involvement had a positive and significant effect on top management
commitment, training and development, compensation, and employee performance.
In addition, top management commitment, training and development, and
compensation were also proven to have a positive and significant effect on employee
performance. Furthermore, these three variables act as partial mediators in the
relationship between employee involvement and employee performance, meaning
that both direct and indirect influences contribute to improving performance. The
findings of this study emphasize the importance of increasing active employee
participation, top management support, continuous competency development, and
fair compensation as strategies to drive optimal performance in banking
organizations. These results are expected to serve as a basis for formulating human
resource management policies to sustainably strengthen Bank BPD Sultra's
competitiveness and service quality.
Keywords: Employee involvement, top management commitment, training and
development, compensation, and employee performance

Introduction: Human Resource Management (HRM) now plays a strategic role
because it links recruitment, competency development, compensation, and
employee engagement with organizational performance (Armstrong & Taylor, 2020;
Robbins & Judge, 2019). At the Southeast Sulawesi Regional Development Bank,
challenges persist, including low employee engagement, inconsistent top
management commitment, training that is not relevant to digitalization, and
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perceptions of compensation that do not reflect contributions. This situation
results in inconsistent employee performance, with some achieving targets while
others experience decreased productivity due to weak motivation and
organizational support.

Employee engagement is participation in decision-making and work processes
that enhances ownership, motivation, and commitment (Saks, 2006; Robbins &
Judge, 2019). Lawler (1986) emphasizes the importance of providing authority,
information, and input, while Frega (2021) highlights its relevance for workplace
democracy. Wren (2020), using the economics of participation, demonstrates that
profit-sharing or employee stock ownership improves performance. Participation in
decision-making (PDM) has been shown to improve positive attitudes and
performance, but its effectiveness is context-dependent (Miller & Monge, 1986;
Cotton et al., 1988). Engagement is also understood as a psychological state that
encourages self-expression at work (Agyemang &Ofei, 2013) and is an antidote to
burnout (Riyanto et al., 2021). In regional banking, involvement in digital service
innovation and KUB strategies strengthens creativity, decision-making, and
organizational commitment.

Empirically, employee involvement contributes to strengthening HR
mechanisms and improving performance. Bashar et al. (2024) found a positive
effect on top management commitment and training and development, while Aziez
(2022) demonstrated its impact on compensation. Other studies (Wijaya et al.,
2021; Afriyie et al., 2024; Liu & Huang, 2024; Qureshi et al., 2025) consistently
found that involvement strengthens a sense of ownership, intrinsic motivation, and
commitment. Top management commitment is a key element because it provides
policies, support, and resources (Armstrong & Taylor, 2020; Demirbag et al., 20006)
and influences relationships with key clients (Tzempelikos, 2015) and the impact
of mission statements (Mullane, 2002). Further empirical evidence (Uddin &
Akhter, 2022; Memon et al., 2022; Haldorai et al., 2025) confirms the positive
influence of leadership commitment on performance, including its role as a
mediator in the relationship between engagement and performance (Bashar et al.,
2024).

Training and development are tools for improving technical and social
competencies, enabling employee engagement to translate into productive work
practices (Noe, 2017). Organizations that consistently invest in training tend to
retain stakeholders because they are perceived as professional (Noe, 2001),
followed by increased motivation through performance rewards. The difference in
focus between training and development (Noe, 2020) and Ivancevich's (2010)
emphasis on capability development explain its role in supporting organizational
goals. Empirically, training has been shown to improve performance through
competency, adaptation, and motivation (Afroz, 2018; Ahmed et al., 2024; Gautam,
2025). In relation to employee involvement, training and development also act as
mediators that transform active participation into technical skills and higher

productivity (Bashar et al., 2024).
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Compensation, both financial and non-financial rewards, serves to strengthen
motivation and improve performance when designed fairly and based on
performance (Milkovich & Newman, 2017). The resource-based perspective
(Barney, 1991) positions compensation as a strategic tool for building competitive
advantage, supported by motivational theories such as Equity Theory (Adams,
1965), Expectancy Theory (Vroom, 1964), Reinforcement Theory (Skinner, 1953),
Agency Theory (Jensen & Meckling, 1976), and Tournament Theory (Lazear &
Rosen, 1981). A proportional (Hewitt, 2009; Pearce, 2010) and systematic (Bob,
2011) compensation structure strengthens retention and productivity. Empirical
findings demonstrate a significant influence of compensation on performance
(Afriyie et al., 2020; Aziez, 2022; Zhang et al., 2025), although some studies, such
as Liman & Yoyo (2025), differ, opening up further research opportunities.
Furthermore, compensation mediates the relationship between engagement and
performance (Aziez, 2022), making it important to analyze it alongside top
management commitment and training and development in the context of
challenges faced by BPDs in Southeast Sulawesi, as directed by Bashar et al.
(2024).

Literature review
Employee Involvement

Employee involvement is a strategic concept that emphasizes the active
participation of employees in decision-making, planning, and organizational
processes, so that they have influence and a sense of responsibility for the
direction of the company (Randolph, 2000; Vroom & Jago, 1988). This concept
differs from work engagement, which focuses on an individual's psychological
relationship with their daily work and is characterized by vigor, dedication, and
absorption (Schaufeli & Bakker, 2010; Maslach et al., 2001). Various experts have
expanded the meaning of engagement, ranging from aspects of affective
satisfaction and work energy (Maslach et al., 2001), enthusiasm and satisfaction
with work (Harter et al., 2002), to physical, emotional, and cognitive involvement
as a form of channeling energy, attention, and feelings towards the task role (May
et al., 2004; Saks, 2006). Engagement also reflects empowerment, commitment,
and full responsibility for achieving organizational goals (Denison, 2007), and is
evident in behaviors of initiative, adaptability, and perseverance directed toward
company goals (Schneider et al., 2009). Various other definitions emphasize that
engagement encompasses full self-expression in work—physical, cognitive, and
emotional—that strengthens connections with work and coworkers (Slatten
&Mehmetoglu, 2011), the level of participation in decision-making (Amah
&Ahiauzu, 2013), and psychological and affective investment in role performance
(Agyemang &Ofei, 2013). These overall perspectives demonstrate that employee
engagement is not only about structural participation, but also a deep
psychological attachment that drives dedication, enthusiasm, and optimal

performance.
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Top Management Commitment

Top management commitment is the active involvement of senior leaders in
strategic decision-making, long-term relationship management, and support for
the organization's operational processes, as defined by Homburg et al. (2002)
through direct participation in key account management. This commitment is
reflected in the concrete implementation of the mission statement into
organizational strategies and decisions (Mullane, 2002), and influences employee
behavior through the appraisal-emotional-behavioral response mechanism as
described by Bagozzi (1992). Williams, Morrell, & Mullane (2014) showed that
when employees perceive leadership support and commitment, they respond with
higher trust, motivation, and organizational commitment, which impacts positive
performance; similar findings are reinforced by Babakus&Yavas (2003) in the
context of banking service recovery. Leadership commitment also helps build trust
and implement quality concepts (Caroline et al., 2016), serves as the foundation
for an organization's compliance culture (Sugiyama, 2017), and plays a key role in
the effectiveness of CSR and Green HRM through its significant influence on green
recruitment, ongoing training, and environmentally friendly performance systems
(Yusliza et al., 2019). In the manufacturing context, top management commitment
has been shown to enhance competitive advantage through successful ERP
implementation and more effective purchasing strategies (Tarigan, Siagian, & Jie,
2020). Overall, these studies indicate that top management commitment not only
provides legitimacy, strategic direction, and resources, but also acts as a catalyst
that strengthens organizational culture, employee behavior, service performance,
sustainability, and company competitiveness.

Training and Development

Training and development is a systematic and planned learning process to
change behavior, improve skills, and strengthen employee capabilities so they can
perform their jobs effectively (Armstrong, 2009; Kundu, 2000; Bashar et al., 2024).
As a crucial function in human resource management, training aims to equip
employees with relevant knowledge, technical skills, and behaviors to meet current
job demands, while development focuses on long-term development to prepare
individuals for future challenges, new roles, and responsibilities, including
leadership competencies, innovation, and adaptability (Ivancevich, 2010). Werner
& DeSimone (2012) emphasize that training and development not only increase
individual productivity but also strengthen the organization's capacity to adapt to
change, encourage innovation, and strengthen commitment to the company's
vision and mission. Blanchard & Thacker (2013) add that training is oriented
towards immediate technical needs, while development broadens overall personal
and professional development, making both strategic investments that ensure
optimal current performance and the organization's future sustainability and

competitiveness.
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Compensation

Compensation encompasses all forms of direct and indirect payments such as
salaries, bonuses, stocks, and benefits provided by organizations to employees in
exchange for their contributions (Gerhart & Milkovich, 1992; Hafiza et al., 2011;
Harvey, 2013). Theoretically, compensation functions not only to meet economic
needs, but also as a strategic instrument to increase employee motivation,
satisfaction, engagement, and retention, in line with Equity Theory and Motivation
Theory which emphasize the importance of perceived fairness and the
proportionality of rewards to individual contributions. Hewitt (2009) and Pearce
(2010) emphasize the need for a performance-based compensation structure,
where high-performing employees receive greater rewards to encourage
productivity and desired work behaviors. Bob (2011) adds that compensation must
be managed through a systematic philosophy, strategy, policies, and procedures to
align with organizational goals and be able to attract, retain, and motivate the
workforce. This concept is reinforced by El-Brolosy&Stainier (2017), who view
compensation as a combination of financial and non-financial rewards, including
recognition, development opportunities, and work flexibility. Rahman & Singh
(2019) emphasize the role of salary and benefits in improving employee well-being,
retention, and commitment. Thus, fair, competitive, and strategic compensation is
a key element in creating optimal motivation, engagement, and performance within
an organization.

Employee Performance

Employee performance encompasses quantity, quality, punctuality,
attendance, efficiency, and effectiveness of work completion, so it is not only
assessed by the final result but also the process and consistency in meeting
organizational standards (Mathis & Jackson, 2009). Performance is closely related
to job satisfaction, because satisfied individuals tend to be more motivated,
committed, and able to complete tasks well (Al-Ahmadi, 2009), and must comply
with the norms, SOPs, and criteria set by the organization (Torang, 2014).
Organizational commitment is also an important driver, where emotionally
engaged employees demonstrate higher responsibility, productivity, and work
quality (Murale et al., 2015). From a behavioral perspective, performance reflects
concrete actions in carrying out roles and responsibilities, not just output (Bin
&Shmailan, 2015), and is measured based on the effectiveness of achieving agreed
targets and standards (Al Mehrzi & Singh, 2016). Besides encompassing individual
results, performance is a reflection of organizational achievement within a specific
period (Edison, 2016) and must be achieved through legal, ethical, and normative
processes (Muis et al., 2018), thus becoming evidence of individual tangible
accomplishments in carrying out tasks (Hermina & Yosepha, 2019). Overall,
individual performance is the foundation of organizational performance, as
personal success in productivity and work quality will flow and determine the
effectiveness of achieving organizational goals (Bashar et al., 2024).
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Figure 1 Conceptual Framework
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Research Hypothesis

H1. Employee involvement has a positive and significant effect on top
management commitment.

H2. Employee involvement has a positive and significant effect on training and
development.

H3. Employee involvement has a positive and significant effect on compensation.

H4. Employee involvement has a positive and significant effect on employee
performance.

HS. Top management commitment has a positive and significant effect on
employee performance.

H6. Training and developmenthasa positive and significant effect on employee
performance.

H7. Compensation has a positive and significant effect on performance.

H8. Top management commitment plays a role in mediating the effect of employee
involvement on employee performance.

H9. Training and development plays a role in mediating the effect of employee
involvement on employee performance.

H10.Compensation plays a role in mediating the effect of employee involvement on
employee performance.

Research Methods

This research design is explanatory research that will prove the causal
relationship between the independent variable, namely employee involvement, and
the mediating variables, namely top management commitment, training and
development, and compensation, and the dependent variable, namely employee
performance at the Southeast Sulawesi Regional Development Bank. Thus, this
study uses a quantitative, causal associative approach with a survey method. The
population in this study were all permanent employees of the Southeast Sulawesi
Regional Development Bank, totaling 538 people spread across the Main Branch
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Office, Branch Offices, and Branch Offices. The research sample was 158. The
author's data analysis used Smart PLS.

Operational Definition of Variables

Employee Involvement is the level of involvement of Bank BPD Sultra
employees in providing innovative suggestions and ideas, and actively participating
in Total Quality Management (TQM) practices.

Top Management Commitment is the active involvement of Bank BPD Sultra's
top management in supporting quality improvement by establishing and
communicating the organization's vision, mission, and goals.

Training and Development is Bank BPD Sultra's structured efforts to improve
employee skills through organizationally designed training programs.

Compensation is the overall rewards received by Bank BPD Sultra employees,
including compensation structure/administration, pay level, organizational justice,
pay raises, and benefits and pay equity.

Employee Performance is the level of work achievement of Bank BPD Sultra
employees, reflected in high organizational commitment, work quality, and work
morale.

Research Result
Evaluation of Goodness (R Square)

The structural model is evaluated by looking at the Q2 predictive relevance
model value which measures how well the observation value generated by the Q2
model is based on the coefficient of determination of all endogenous variables of
the magnitude of Q2 with a range of 0<Q2<1, the closer to 1 the better the model.

Table 1 R-Square

Structural Model Research Variables R-square
Y1 Top manggement 0.470
commitment
Y2 Training and development 0,637
Y3 Compensation 0,575
Y4 Employee performance 0,800

Source: Processed Primary Data, 2025
Q2 1-(1-R21) 1-(1-R2%g), 1-(1-R23) 1-(1-R2y)
1{(1-0,470) (1- 0,637) 1 {(1-0,575) (1- 0,800)
0,53 X 0,363 X 0,425 X 0,2
1-0,00163
0,998

Based on the Q-square calculation results in this study, a value of 0.998 was
obtained, equivalent to 99.8 percent. This value indicates that the structural model
used has very high predictive relevance and is able to explain the endogenous
variables in the model very well, making it suitable for further hypothesis testing.
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The remaining 0.2 percent is explained by other factors outside the model that
were not examined in this study. The variables in the model include employee
involvement, top management commitment, training and development,
compensation, and employee performance at the Southeast Sulawesi Regional
Development Bank.

Hypothesis Testing
The hypothesis testing and coefficients of the direct and mediation influence
paths in this study consist of ten hypotheses, as presented in table 2 below:
Table 2 Hypothesis Testing

Path
Direct influence between research variables Coefficien|P Value Ri:ul
t
H1 |[Employee involvement in top management commitment 0,686 0,000 Accgpte
H2| Employee involvement in training and development 0,798 0,000 Accgpte
H3 Employee involvement in compensation 0,758 0,000 Accgpte
H4 Employee involvement in employee performance 0,378 0,000 Accgpte
H5 Top management commitment in employee 0,140 0,038 Accepte
performance d
.. . Accepte
H6| Training and development in employee performance 0,305 0,000 d
H7 Compensation in employee performance 0,156 0,017 Accgpte
The role of top management commitment in mediating Accepte
H8| the influence of employee involvement on employee 0,096 0,046 dp
performance
The role of training and development in mediating the Accente
H9 influence of employee involvement on employee 0,243 0,000 dp
performance
10 The role of Co.mpensatlon in mediating the influence of 0,118 0,018 Accepte
employee involvement on employee performance d

Source: Processed Primary Data, 2025
Discussion

The Influence of Employee Involvement on Top Management Commitment
The results of the study indicate that employee involvement has a positive and
significant effect on top management commitment at the Southeast Sulawesi
Regional Development Bank, which confirms that the higher employee involvement
in work processes, open communication, and participation in decision-making, the
greater the support and commitment shown by top management in improving
work quality and organizational performance. The most dominant indicator of
employee involvement is open cross-directional communication, while for top
management commitment is employee empowerment in problem-solving, which
reflects a strategic partnership between employees and management. This finding
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is in line with Lawler (1986), Green (2012), and Robbins & Judge (2019) who
emphasize that involvement strengthens authority, ownership, creativity, decision
quality, and organizational commitment; and is reinforced by the views of Amah
&Ahiauzu (2013), Schaufeli & Bakker (2010), Maslach et al. (2001), Harter et al.
(2002), and May et al. (2004) who view involvement as a behavioral, psychological,
and emotional condition that drives work energy and motivation. At the same time,
these findings support the literature on the importance of top management
commitment, as explained by Demirbag et al. (2006) and the Upper Echelons
theory (Hambrick & Mason, 1984), that the characteristics and tangible support of
senior leaders greatly determine the strategic direction, trust, loyalty, and success
of implementing organizational improvements.

The Influence of Employee Involvement on Training and Development

The results of the study indicate that employee involvement has a positive and
significant effect on training and development at the Southeast Sulawesi Regional
Development Bank, indicating that the higher employee involvement in work,
decision-making, and organizational improvement efforts, the greater the internal
drive to improve competency and the stronger the need for the organization to
provide relevant training. This finding aligns with Green's (2012) view that modern
organizations strengthen the active role of employees through strategic
discussions, collaboration, and training to increase job autonomy; and is in line
with Amah &Ahiauzu (2013) and Robbins & Judge (2019) who emphasize that
engagement drives creativity, commitment, and decision quality, thus requiring
reinforcement through competency development. The theoretical contributions of
Frega (2021), Schaufeli & Bakker (2010), Randolph (2000), Vroom & Jago (1988),
and Harter et al. (2002) indicate that engagement encompasses behavioral,
participatory, psychological, and emotional aspects—making training an important
means of maintaining work energy, enthusiasm, and adaptability. The perspectives
of Noe (2001), Rhebergen&Wognum (2002), Nakato (2019), and Armstrong &
Taylor (2020) emphasize that training and development are strategic investments
to enhance long-term capabilities, strengthen a learning culture, and prepare
organizations for change. Furthermore, Ivancevich (2010), Werner & DeSimone
(2012), Blanchard & Thacker (2013), and Mondy & Martocchio (2016) emphasize
the role of training in improving knowledge, skills, and work abilities, reinforced by
Hameed & Anwar (2018) and Burhan et al. (2021) who demonstrated its impact on
interaction quality, productivity, and loyalty. The consistency of these findings
with Bashar et al. (2024) strengthens empirical evidence that employee
engagement and training and development are two mutually reinforcing elements
in building human resource quality and the competitiveness of banking
organizations.

The Influence of Employee Involvement on Compensation
The results of the study indicate that employee involvement has a positive and
significant effect on compensation at the Southeast Sulawesi Regional
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Development Bank, meaning that the higher employee participation in innovative
ideas, TQM implementation, open communication, and contributions to improving
service quality, the greater their chances of obtaining better compensation. The
most dominant indicator of employee involvement is three-way open
communication, while in compensation the strongest indicator is organizational
justice, emphasizing the importance of fairness in reward distribution (Greenberg,
1990) and the role of communication in strengthening engagement (Robbins &
Judge, 2019). This finding is in line with the participatory theory of Randolph
(2000) and Vroom & Jago (1988), and is supported by Amah &Ahiauzu (2013),
Robbins & Judge (2019), Frega (2021), Schaufeli & Bakker (2010), Maslach et al.
(2001), Harter et al. (2002), and May et al. (2004) who emphasize that engagement
encompasses behavioral, motivational, cognitive, and emotional aspects that can
encourage higher contributions. In the context of the Southeast Sulawesi Regional
Development Bank (BPD), this involvement is reflected in innovation forums, inter-
unit collaboration, readiness to learn new systems, and a spirit of public service.
The organization then responds through performance-based compensation in the
form of pay equity, benefits, bonuses, and career opportunities (Milkovich &
Newman, 2017; Afriyie et al., 2020; Fulmer et al., 2023). The consistency of these
findings with research by Aziez (2022) strengthens empirical evidence that
organizations tend to provide better compensation to employees who have a strong
sense of ownership, actively participate, maintain service quality, and demonstrate
initiative in continuous improvement.

The Influence of Employee Involvement on Employee Performance

The results of the study indicate that employee involvement has a positive and
significant effect on employee performance at the Southeast Sulawesi Regional
Development Bank, where active participation in innovative ideas, TQM
implementation, and open communication increase a sense of ownership,
responsibility, and work motivation so that employees are encouraged to provide
the best performance. This finding is in line with Green (2012), Amah &Ahiauzu
(2013), and Robbins &Judge (2019) who emphasize that involvement strengthens
creativity, decision quality, and organizational commitment, and is supported by
Frega (2021), Schaufeli & Bakker (2010), Maslach et al. (2001), Harter et al.
(2002), May et al. (2004), and Wren (2020) who view engagement as a positive
psychological, emotional, cognitive, and behavioral condition that increases
employee work energy, enthusiasm, and contribution. At BPD Sultra, this is
reflected in employee participation in service strategies, digital innovation, cross-
unit coordination, a culture of open communication, and readiness to face the
end-of-month service surge. Organizational support through training, coaching,
and career opportunities (Argyris, 1998; Hickey & Casner-Lotto, 1998; Purcell,
1999; Miller & Prichard, 1992) also strengthens the effect of engagement on
performance. Theoretically, this relationship is consistent with Goal-Setting Theory
(Locke & Latham, 1990), Expectancy Theory (Vroom, 1964), and Reinforcement
Theory (Skinner, 1953), which explain that performance increases when employees
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have clear goals, believe that effort leads to rewards, and receive positive
reinforcement. Definitions of performance according to Gibson et al. (1995), Mathis
& Jackson (2009), Torang (2014), Edison (2016), Muis et al. (2018), and Hermina
& Yosepha (2019) emphasize the importance of quality, timeliness, efficiency, work
behavior, and contribution to the organization's strategic goals. In practice at the
Southeast Sulawesi Regional Development Bank (BPD), performance is reflected in
service speed, complaint resolution efficiency, improved service interactions, and
the growing digital transformation. The consistency of this study's findings with
those of Wijaya et al. (2021), Bashar et al. (2024), Afriyie et al. (2024), Liu & Huang
(2024), and Qureshi et al. (2025) strengthens the evidence that employee
involvement increases sense of belonging, motivation, and service quality, thus
contributing directly to strengthening the competitiveness and performance of
regional banking organizations.

The Influence of Top Management Commitment on Performance

The results of the study indicate that top management commitment has a
positive and significant effect on employee performance at the Southeast Sulawesi
Regional Development Bank, meaning that the stronger the top management
commitment—through involvement in conveying the vision and mission,
supporting TQM, providing resources, and empowering employees in problem
solving—the greater its contribution to improving work quality. This concept is in
line with the views of Ahmad et al. (2014) and Demirbag et al. (2006) that
leadership commitment must be realized through consistent concrete actions,
because this increases employee trust, loyalty, and motivation. From the
perspective of Upper Echelons Theory (Hambrick & Mason, 1984), the quality of
decisions, culture, and organizational direction are greatly influenced by the
characteristics and values of top managers; this condition is reflected in BPD
Sultra, where quality-focused leaders direct systems and resources to support the
achievement of high performance. This finding is also consistent with Perceived
Organizational Support Theory (Eisenberger et al., 1986; Shore & Shore, 1995),
which explains that leadership commitment is perceived as organizational support,
thus eliciting emotional responses in the form of trust and attachment that then
encourage positive work behaviors as described in the Bagozzi (1992) model.
Empirical evidence from Williams et al. (2014) confirms that top management
commitment increases affective commitment and service recovery behavior of bank
employees. Within the Total Quality Management framework, Mustafa & Bon's
(2012) view emphasizes that leadership commitment is a key requirement for the
success of sustainable quality; this is evident in BPD Sultra through the formation
of a quality team, service evaluation, and facilitation of process improvements.
Overall, top management commitment not only provides strategic direction but
also creates a supportive work environment that encourages employees to
demonstrate optimal performance and is consistent with the organization's quality

values.
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The Influence of Training and Development on Employee Performance

The results of the study indicate that training and development have a
positive and significant impact on employee performance at the Southeast
Sulawesi Regional Development Bank, indicating that the better the structured
training provided—supported by adequate budget allocation, coverage at all levels
of management, and a focus on improving technical and behavioral
competencies—the higher the work quality, professionalism, service efficiency, and
employee commitment. This is in line with Noe's (2001, 2017, 2020) view that
organizations that consistently develop human resources are perceived as
professional and trustworthy, so that employees respond with improved
performance, and is in line with Myles (2002) who emphasized that training
followed by rewards strengthens motivation, loyalty, and engagement. The
perspectives of Rhebergen&Wognum (2002) and Nakato (2019) position employee
development as a long-term investment to address future challenges, which in the
context of BPD Sultra is reflected in employee readiness to face service
digitalization and increased operational demands. From an HR management
perspective, Armstrong & Taylor (2020), Ivancevich (2010), Werner & DeSimone
(2012), Blanchard & Thacker (2013), Mondy & Martocchio (2016), and Gomez-
Mejia et al. (2016) emphasize that systematic training builds employees' technical
and social capabilities, leading to more productive, adaptive, and quality-oriented
work behavior. The finding that training and development improves performance at
BPD Sultra is also reflected in service efficiency, low absenteeism, increased
customer interaction, and readiness for change. Thus, training and development
are not merely administrative activities but strategic instruments that ensure
employees are able to support organizational transformation and achieve
increasingly competitive performance standards.

The Effect of Compensation on Employee Performance

The results of the study indicate that compensation has a positive and
significant effect on employee performance at the Southeast Sulawesi Regional
Development Bank, meaning that the better the quality of compensation, including
salary, allowances, bonuses, reward fairness, and contribution-based salary
increases, the higher the motivation, discipline, loyalty, and quality of employee
work. In the banking industry, competitive compensation is an important
instrument for attracting, motivating, and retaining talent, encompassing both
financial and non-financial rewards such as career opportunities, achievement
recognition, and a conducive work environment. This finding is consistent with the
view of Milkovich & Newman (2017) who emphasized that performance-based
compensation strengthens motivation, and is in line with Equity Theory (Adams,
1965) which explains that perceptions of pay fairness encourage increased
performance, Expectancy Theory (Vroom, 1964) which emphasizes the relationship
between effort-performance-rewards, Reinforcement Theory (Skinner, 1953) which
views compensation as a reinforcer of productive behavior, and Agency Theory and
Tournament Theory which emphasize that performance-based compensation
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structures and career paths encourage positive competition. Definitions of
compensation according to Gerhart & Milkovich (1992), Hewitt (2009), Pearce
(2010), Bob (2011), Hafiza et al. (2011), Harvey (2013), El-Brolosy&Stainier (2017),
Rahman & Singh (2019), and Afriyie et al. (2020) clarify that compensation is a
package of financial and non-financial rewards that influence motivation,
satisfaction, retention, and loyalty. In the context of BPD Sultra, a fair and
performance-based compensation structure has boosted productivity, reduced
absenteeism and turnover, and strengthened service consistency. Thus,
compensation has proven to be a strategic factor in improving the performance of
regional banking employees.

The Role of Top Management Commitment in Mediating the Effect of
Employee Involvement on Employee Performance

The analysis results show that top management commitment acts as a partial
mediator in the relationship between employee involvement and employee
performance at the Southeast Sulawesi Regional Development Bank, meaning that
employee involvement—through innovative ideas, TQM participation, and
commitment to service standards—not only directly improves performance but also
strengthens top management support, which then magnifies the positive effect on
work performance. This finding is in line with Social Exchange Theory (Blau,
1964), which explains that employee involvement creates reciprocal expectations in
the form of leadership support in the form of vision communication, resource
provision, and empowerment, resulting in a sense of fairness, appreciation, and
trust that increase work motivation. Through the perspective of strategic
leadership (Bass & Avolio, 1994) and the concept of psychological safety
(Edmondson, 1999), top management commitment plays a role in providing a safe
environment that encourages initiative, creativity, and the courage to take positive
risks. This strengthens the Employee Engagement theory (Saks, 2006), which
emphasizes that employee energy and participation will produce optimal
performance when supported by a managerial structure. The mediation
mechanism is also supported by Goal Setting theory (Locke & Latham, 1990) and
Expectancy Theory (Vroom, 1964), where leadership commitment clarifies goals,
provides work tools, and guarantees rewards for efforts, thereby increasing the
influence of employee involvement on performance. From a TQM perspective,
Deming's (1986) view emphasizes that top management commitment is the main
foundation for quality success, which is reflected in policy support and resource
provision. In line with research by Bashar et al. (2024), these results indicate that
employee involvement will be more effective in improving performance if top
management strengthens it through strategic policies, structural support, and
employee empowerment, thereby creating a mutualistic and sustainable social
exchange system within the organization.
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The Role of Training and Development in Mediating the Effect of Employee
Involvement on Employee Performance

The results of the study indicate that training and development act as partial
mediators in the relationship between employee involvement and employee
performance at the Southeast Sulawesi Regional Development Bank. This means
that although employee involvement can directly improve performance, the effect is
stronger when supported by increased competence through training. This partial
mediation explains that the greater employee involvement in decision-making,
problem-solving, and work innovation, the greater the need for organizations to
ensure they have relevant knowledge and skills through training programs. The
High-Involvement Work Systems perspective (Guthrie, 2001; Boxall & Macky,
2009) emphasizes that engagement is effective when Power, Information, Rewards,
and Knowledge are met, and training and development are the primary
mechanisms for fulfilling the knowledge element. This is also in line with Human
Capital Theory (Becker, 1993), which states that skills development is a strategic
investment that increases employee productivity and contribution. Training and
development not only closes competency gaps but also increases motivation and
psychological empowerment (Spreitzer, 1995) through increased competence, while
employee involvement strengthens meaning, impact, and self-determination, thus
encouraging proactive and productive work behavior. Noe's (2020) perspective
asserts that ongoing training creates a belief that the organization is investing in
employees' futures, thus increasing morale and commitment. This finding,
consistent with Bashar et al.'s (2024) research, reinforces the evidence that
training and development are important mechanisms that maximize the impact of
employee involvement on performance, as engaged and trained employees not only
actively participate but are also competent in delivering top-notch performance as
demanded by the regional banking industry.

The Role of Compensation in Mediating the Effect of Employee Involvement
on Employee Performance

The results of the study indicate that compensation acts as a partial mediator
in the relationship between employee involvement and employee performance at
the Southeast Sulawesi Regional Development Bank, meaning that employee
involvement not only directly improves performance but also strengthens it
through a fair, proportional, and contribution-based compensation system. When
employees actively contribute ideas, are involved in decision-making, and
participate in developing work quality, they build a sense of ownership and
responsibility for work results as explained by Lawler (1986) and Amah &Ahiauzu
(2013), thereby encouraging motivation, creativity, and commitment (Robbins &
Judge, 2019). This involvement also creates positive psychological conditions—
vigor, dedication, absorption—that strengthen productive behavior (Schaufeli &
Bakker, 2010; Maslach et al.,, 2001; Saks, 2006). From a participatory
management perspective (Randolph, 2000; Vroom & Jago, 1988), engagement
increases a sense of responsibility (Denison, 2007) and the expression of physical,
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emotional, and cognitive work (Slatten &Mehmetoglu, 2011; Agyemang &Ofei,
2013). At the same time, the reward system in the form of compensation—which
includes salary, benefits, bonuses, and non-financial rewards (Gerhart &
Milkovich, 1992; El-Brolosy&Stainier, 2017; Hafiza et al., 2011)—becomes a
mechanism that strengthens this relationship, because perceived fair
compensation can motivate and retain quality employees, and improve well-being
and productivity (Hewitt, 2009; Pearce, 2010; Afriyie et al., 2020; Rahman &
Singh, 2019; Ampong, 2024). Thus, employee involvement can improve
performance directly or through increased compensation, and because the direct
effect is still greater than the indirect effect, the mediation nature of compensation
is stated to be partial.

Conclusion and suggestions

The results of the study indicate that employee involvement has a positive and
significant effect on top management commitment, training and development,
compensation, and employee performance, which confirms that active employee
involvement can increase management support, encourage the provision of
training, increase financial and non-financial rewards, and directly spur
performance. In addition, top management commitment, training and
development, and compensation are also proven to have a positive effect on
performance while partially mediating the relationship between employee
involvement and performance, so that employee involvement has a stronger impact
when accompanied by leadership support, increased competence, and a fair
compensation system, although the direct effect remains dominant. This study has
limitations in the scope of variables that only include employee involvement, top
management commitment, training and development, and compensation, while
other variables such as work environment and feedback have not been included,
so that further research is recommended to add these variables so that the model
of influence on employee performance becomes more comprehensive.
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