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Abstract. This study aims to analyze the influence of the dimensions of orga-
nizational culture, namely visible culture, espouse values and core values in the
work environment. The research was conducted at two Regional Drinking Water
Companies located in the Bogor area. The number of respondents was 96 employ-
ees from the two companies who were analyzed using the SEM-PLSmodel. In the
outer model analysis stage, the Visible Culture variable does not meet the AVE cri-
teria, so this variable is not used. Composite reliability Core value reaches 0.769,
espouse values 0.775 andwork environment 0.906. So that the three variablesmeet
the criteria for use. The AVE Core value reaches 0.516, espouse values 0.666 and
work environment 0.510, greater than 0.5 so that these three variables are used for
inner model analysis. The results of the inner model analysis on the three variables
show that the Core value is influenced by the Espouse value by 58.2% and the
work environment is influenced by the Core value and Espouse value by 68%.
Espouse values affect core values significantly in the 0.763 category in the strong
correlation category. Core values significantly affect the work environment 0.447
in the medium category. Espouse values correlate with the work environment sig-
nificantly by 0.432 which is in the medium category. The indirect effect shows
that the original sample value of 0.341 has a significant effect.

Keywords: Core values · Espouse values · Organization culture · Visible
culture ·Work environment

1 Introduction

Regional Owned Enterprises entered a new phase with the signing of Government Reg-
ulation Number 54 of 2017 concerning Regional Owned Enterprises on December 27,
2017. This Government Regulation is part of the implementation of Law number 23 of
2014 concerning Regional Government (Unity Indonesian Drinking Water Company,
n.d.). Unfulfilled expectations from BUMD do not mean making it unnecessary. Local
government activities currently show very high intensity, so that the services of public
facilities need to be managed specifically, namely in the form of BUMD. Wasistiono, in
the preface to the book Reengineering BUMD, said that BUMD, including PDAM, is
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the cash cow for political parties that are currently holding the reins of leadership in the
area concerned [1].

The problems faced by BUMDs in several regions such as in Bekasi, Bandung and
Makasar illustrate that there are indications that BUMDs are in unhealthy condition, it is
even said that 40% of 1,113 BUMDs throughout Indonesia have poor performance [2].
In Riau Province there are indications that out of four BUMDs only two BUMDs have
audit commissions. This shows that the supervisory mechanism in BUMD is weak [3].
Siswadi [1] stated that the carrying capacity of asset ownership and large business scales
owned by BUMD such as Regional Water Supply Companies (PDAM) and Regional
Development Banks (BPD) have not been able to fully contribute to PAD significantly.
This can be caused by an erroneous perspective on bureaucratization within BUMD, so
that BUMD operations become less professional.

To be able to improve service to customers and contribute to local government rev-
enue, conditions that support the achievement of high performance are needed. Among
these conditions are organizational culture and work environment. The work environ-
ment is currently a theme that continues to develop following efforts to meet employee
needs and continues to develop dynamically including a comfortable, safe and humane
physical environment. However, it is not only the physical environment that employees
demand to fulfill to support work, but also the non-physical environment that is able to
support the creation of a more harmonious atmosphere so as to create synergy between
employees and employees and leaders. According to Markey et al. [4] when the work
environment as a moderator variable is in good condition, this can affect job satisfaction.
The results of this study also show that a good work environment is indicated by a low
level of stress. Likewise, when the working environment is good, with high levels of
stress and there is limited information on important decisions, it can affect the decrease
in the level of satisfaction and then increase the desire to leave the company.

Adjustment of the work environment requires an organizational culture that can
accommodate employee expectations of the conditions of the work environment. Orga-
nizational culture is awork of human thought that is in it, so that it can reflect the situation
and relationships between people in the organization. For this reason, organizational cul-
ture needs to be built to get habits that support increasing employee engagement. The
habits carried out by employees, the shape of the building, the layout of the office, the
relationship between employees will reflect an organizational culture / corporate cul-
ture that they adhere to. Organizational culture or corporate culture is the result of a
thought, observation, and experience of members of the organization/employees which
then becomes a set of shared values. Several studies have shown the influence of organi-
zational culture on employee engagement variables [5], also on organizational commit-
ment [6], and on organizational performance [7]. Based on the results of some of these
studies and other research results can still be found, describing organizational culture
is a variable that can affect many aspects of the organization. Organizations/companies,
including BUMD companies, are aware of this, of course they need to invest to build a
better organizational culture.
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2 Literature

Organizational culture in various views includes Schein [8], Robbin [9], Gibson [10],
Kinicki [11], Luthan [12] explains that organizational culture is not only related to
the values espoused, but also how members of the organization act or behave within
the organization. Thus that organizational culture will also influence the behavior of
members of the organization related to the delivery of opinions or ideas, creativity,
attachment to the organization and others. Mejia and Balkin [13], stated that there are
three aspects of organizational culture, namely: Visible culture, Espoused Values, and
Core Values. Thus it can be synthesized that organizational culture is a value that is
understood and embraced together which is the result of interaction between members
of the organization and with that the members of the organization run their organization
and solve the problems they face.

The development of the concept of human relations that developed from 1924 to
1932 was marked by a Hawthorne survey result where the survey showed that the work
environment can affect productivity through better lighting [14]. Odedina et al. [15]
states that the work environment involves many variables that can significantly affect
the organization including: 1) The immediate task environment, 2) The national environ-
ment scene. 3) The international environment. Likewise Ruche and Surinder quoted by
Odedina, who said that the work environment includes the physical environment, men-
tal environment and social environment. Physical environment consisting of air ducts,
room temperature, infrastructure and interior and other facilities. The mental environ-
ment concerns matters related to the behavior of supervisors and co-workers. The social
environment refers to the group to which employees belong.

Opinions of Olukunle S. Oludeyi [16], Jain and Kaur [17], Noah and Steve [18],
explain the work environment as the relationships that exist between employees and
employers and the environment in which employees work including technical, human
and organizational environment. The work environment concerns matters related to indi-
vidual employees and their work, in the workplace. This definition can be interpreted
that the work environment is the environment in which people work. Jain and Kaur cat-
egorize the work environment into three parts, namely the physical work environment,
the mental work environment and the social work environment. Kafui [19], Jan Dul &
Canan Ceylan [20], Razak et al. [21] the environment is divided into various forms,
including the physical environment (Physical work environment), Psychological work
environment (psychological work environment) and Social Environment (social work).
Environment). The physical environment includesmachines, office layout, room temper-
ature, ventilation, lighting, space, and noise. In the psychological environment, there are
three aspects that need to be considered, namely regarding affective (emotions, mood,
symptoms), disorder, cognitive (attitude, perception and decision-making) and behavior
(effectiveness, attendance, and motivation). The social environment concerns various
matters regarding communication styles, superior-subordinate relationships, and peer-
to-peer relationships. Idaya Husna Mohd [22] states that working environment condi-
tions will be able to attract prospective employees to apply for certain work environment
conditions. Associated with a positive work environment, a positive work environment
such as a healthy workplace, a safe workplace, access to the information needed to
complete work can increase employee productivity and commitment to the company.
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Foldspang, et al. [23] The physical work environment of employees includes the overall
health and safety of employees including workplaces that can be identified as a cause
of accidents and illnesses. Meanwhile, the psychosocial environment can be interpreted
as the psychosocial work environment of employees, including work factors related to
interactions between people, people with their jobs and organizations. Another opinion
was conveyed by Abdul Raziq [24] who stated that the work environment consists of two
dimensions, namely work and context. The condition of a good working environment
will not only be felt by the employees at that time, but will also become one of the bases
for prospective employees to apply to the organization/company.

Another influence from certain environmental conditions is employee engagement
[22, 25, 26]. The influence of the work environment also has the potential to affect
employee job satisfaction [27–29].

3 Method

The data used to analyze the relationship between employee engagement, job satis-
faction, work environment and organizational culture variables were collected using a
questionnaire instrument. The indicators for each variable are expressed in the form of
statements presented in the questionnaire. The indicators used refer to indicators that have
been used in previous studies, taking into account theoretical studies and frameworks.

Data analysis will be carried out using several analytical tools, namely descriptive
analysis and inferential analysis. Descriptive analysis displays the data obtained which is
then given a descriptive conclusion. In the descriptive analysis the analytical tools used
are average, minimum value, maximum value. Inferential analysis of research data uses
variant-based Structural Equation Modeling (SEMPLS), where measurements are made
using a first order approach and the relationship between latent variables and indicators
is reflective. The stages in research analysis using SEMwere carried out through several
stages, namely: 1) creating an SEM model, 2) preparing research designs and data, 3)
model identification, and 4) testing the model [30].

4 Result and Discussion

Testing is carried out through two stages, namely the outer model and structural equation
testing (Inner Model). The outer model includes testing outer loading, Average Variance
Extracted (AVE), and Composite Reliability. Inner Model testing is done by looking at
the value of R square (goodness fit model), Path Coefficient, and the significance of the
two tails.

Outerloading analysis uses a limit of >0.6, so indicators can be used. The calcu-
lation results show that there are several indicators whose loading value is <0.6. On
the visible culture dimension there is 1 indicator dropped (OC_8) and Espouse values 1
indicator dropped (OC_12). In the Work Environment variable there are indicators that
are dropped, namelyWE_1,WE_18,WE_2,WE_3,WE_4,WE_5. In the second round,
there is still an indicator whose value is <0.6, namely WE_6, so it must be dropped. In
the third calculation stage, the result is that all indicators have a loading value of >0.6,
so the conclusion is that all indicators can be used for subsequent analysis.
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Table 1. Reliability and AVE

Variable Cronbach alpha Composite reliability AVE

Core Value 0.764 0.770 0.515

Espouse Value 0.750 0.775 0.686

Visible Culture 0.839 0.844 0.470

Work Environment 0.903 0.906 0.510

Indicator reliability is measured using Composite reliability, where the instrument
is reliable if it has a value of >0.6. The next outer model analysis is Average Variance
Extracted (AVE) with the criterion of AVE >0.5, so the instrument is reliable.

Based on the validity and reliability in Table 1, theVisible Culture variable is dropped
because the AVE value <0.5. Thus the variables to be used in the model analysis are
Core Value, Espouse Value and Work Environment.

By removing the Visible Culture variable from the model, the reliability and AVE
values are obtained which meet the validity and reliability criteria in Table 2.

Analysis of the Inner Model on structural equations using the parameters of the
coefficient of determination, path coefficient, hypothesis test, p value. The results of the
inner model analysis show that the Core value is influenced by an exposure value of
0.582 or 58.2%, which is included in the moderate category. The work environment is
influenced by the Core value and Espouse value of 0.680 or 68% which are in the strong
category. The Espouse Value path coefficient to the Core value shows that the original
sample value of 0.763 is in the strong and significant correlation category. The effect of
Core value on the work environment shows that the original sample value of 0.447 is
included in the moderate and significant correlation category. The relationship between
Espouse value and work environment shows that the original sample value of 0.432 is
in the moderate and significant correlation category. The original sample value of the
influence of Espouse value on the work environment through the Core value shows a
value of 0.341 in the moderate and significant correlation category with a statistical t
value of 3.372 and a P value of 0.001.

The value of the confidence interval path coefficients in the structural equation shows
that at a 2.5% confidence interval the effect of the core value on the work environment
is 0.242 in the weak correlation category, and at 97.5% it shows a strong category with
a value of 0.686. The effect of Espouse value on core value shows a value of 0.643

Table 2. Reliability and AVE without Visible Culture

Variable Cronbach alpha Composite reliability AVE

Core Value 0.764 0.769 0.516

Espouse Value 0.750 0.775 0.666

Work Environment 0.903 0.906 0.510



220 M. A. Firdaus et al.

included in the strong category at 2.5% intervals and 0.863 in the very strong category at
97.5% intervals. The effect of Espouse value on Work Environment shows the number
0.175 at 2.5% interval, it is included in the very weak correlation category and at 97.5%
interval it shows a strong influence with a value of 0.632. The indirect effect has a value
of 0.176 at 2.5% intervals and 0.564 at 97.5% intervals.

Visible culture consists of four forms, namely physical forms, clothing, interpersonal
and spatial [31], cultural aspects that can be seen and heard such as how people dress,
how fast people talk and walk, room layout, parking facility layout, furniture and others
[13]. The results of the analysis show that visible culture cannot be used to explain the
work environment. Respondents considered that there are things that are more important
and contribute significantly, namely espouse values and core values. These two things
form the basis for establishing a work environment. The values shared and recognized
jointly by employees become dominant in thinking and acting.

5 Conclusion

Visible culture is a variable that cannot explain the work environment based on Average
Variance Extracted, so it is not used in the structural equation model analysis.

The dimensions of organizational culture, namely Espouse values and Core Values,
are two variables that significantly influence the formation of work environments, both
physical and non-physical environments. The indirect effect of espouse values on the
work environment through Core values shows a significant effect.

References

1. Siswadi, E. (2012). ReengineeringBUMD,mengoptimalkanKualitas Pelayanan yangUnggul
(Vol. 1). Mutiara Press.

2. Sukmana, W., & Firmansyah, I. (2014). Analisis Problematika Kinerja Bumd Non-Keuangan
Di Jawa Barat: Aplikasi Metode Analytic Network Process. Sustainable Competitive
Advantage (SCA), 4(1).

3. Darsa, T., Andreas, A., & Arifin, K. (2015). Pengaruh Tata Kelola Internal Terhadap Kinerja
BUMD Provinsi Riau. Jurnal Akuntansi Keuangan dan Bisnis, 8(0), 1–9.

4. Markey, R., Ravenswood, K., & Webber, D. J. (2012). The impact of the quality of the work
environment on employees’ intention to quit. Economics Working Paper Series, 1220.

5. Kaliannan, M., & Adjovu, S. N. (2015). Effective Employee Engagement and Organizational
Success: A Case Study. Procedia - Social and Behavioral Sciences, 172, 161–168. https://
doi.org/10.1016/j.sbspro.2015.01.350

6. Silverthorne, C. (2004). The impact of organizational culture and person-organization fit
on organizational commitment and job satisfaction in Taiwan. Leadership & Organization
Development Journal, 25(7), 592–599. https://doi.org/10.1108/01437730410561477

7. Nikpour, A. (2017). The impact of organizational culture on organizational performance:
The mediating role of employee’s organizational commitment. International Journal of
Organizational Leadership, 6(1), 65.

8. Schein, E. H. (2010). Organizational culture and leadership (4th ed). Jossey-Bass.
9. Robbins, S. P., & Coulter, M. K. (2012). Management (11th ed). Prentice Hall.
10. Gibson, J. L. (Ed.). (2011).Organizations: Behavior, structure, processes (14th ed).McGraw-

Hill.

https://doi.org/10.1016/j.sbspro.2015.01.350
https://doi.org/10.1108/01437730410561477


Organization Culture and Its Effect to Work Environment 221

11. Kinicki, A., & Fugate, M. (2016). Organizational behavior: A practical, problem-solving
approach (First edition). McGraw-Hill Education.

12. Luthans, F. (2011).Organizational behavior:Anevidence-based approach (12th ed).McGraw-
Hill Irwin.

13. Luis R. Gomez-Mejia, & Balkin B., D. (2012). Management, People Performance Change
(12th ed). Pearson Prentice Hall.

14. Entrekin, L., & Scott-Ladd, B. D. (2014). Human resouce management and change: A
practising manager’s guide. Routledge, Taylor & Francis Group.

15. Odedina, S. A., Asuntade, O. B., Adebayo, A., Awudum, M., & Fapohunda, O. O. (2011).
Policy and Agricultural Development in Nigeria: Challenges and Prospects.

16. Oludeyi, O. S. (2015). A Review of Literature onWork Environment andWork Commitment:
Implication for Future Research in Citadels of Learning.University of Education, Ogun State,
Nigeria, 2, 32–46.

17. Jain, D. R., &Kaur, S. (2014). Impact ofWork Environment on Job Satisfaction. International
Journal of Scientific and Research Publications, 4(1), 8.

18. Noah, Y., & Steve, M. (2012). Work Environment and Job Attitude among Employees in a
Nigerian Work Organization. Journal of Sustainable Society, 1(2), 36–43.

19. Kafui Agbozo, G. (2017). The Effect of Work Environment on Job Satisfaction: Evidence
from the Banking Sector in Ghana. Journal of Human Resource Management, 5(1), 12–18.
https://doi.org/10.11648/j.jhrm.20170501.12

20. Dul, J., & Ceylan, C. (2011). Work environments for employee creativity. Ergonomics, 54(1),
12–20. https://doi.org/10.1080/00140139.2010.542833

21. Razak, N. A., Ma’amor, H., & Hassan, N. (2016). Measuring Reliability and Validity Instru-
ments of Work Environment Towards Quality Work Life. Procedia Economics and Finance,
37, 520–528. https://doi.org/10.1016/S2212-5671(16)30160-5

22. Mohd, I. H., Mohd Shah, M., & Zailan, N. S. Z. (2016). How Work Environment affects
the Employee Engagement in a Telecommunication Company. 418–426. https://doi.org/10.
15405/epsbs.2016.11.02.37

23. Foldspang,L.,Mark,M.,Rants, L. L.,Hjorth, L.R.,&Langholz-Carstensen,C. (Eds.). (2014).
Working environment and productivity: A register-based analysis of Nordic enterprises.
Nordic Council of Ministers.

24. Raziq, A., & Maulabakhsh, R. (2015). Impact of Working Environment on Job Satisfaction.
Procedia Economics and Finance, 23, 717–725. https://doi.org/10.1016/S2212-5671(15)005
24-9

25. Chaudhry, N. I., Jariko, M. A., Mushtaque, T., Mahesar, H. A., & Ghani, Z. (2017). Impact of
Working Environment and Training & Development on Organization Performance Through
Mediating Role of Employee Engagement and Job Satisfaction.European Journal of Training
and Development Studies, 4(2), 33–48.

26. Aliyah, H. (2017). Pengaruh Lingkungan Kerja, Status Kerja Dan Beban Kerja Terhadap
Keterikatan Kerja Dosen Perguruan Tinggi Swasta Di Kecamatan Way Jepara Lampung
Timur. Jurnal Dinamika, 3(1), 81–103.

27. AbuAlRub, R., El-Jardali, F., Jamal, D., & Abu Al-Rub, N. (2016). Exploring the relation-
ship between work environment, job satisfaction, and intent to stay of Jordanian nurses in
underserved areas.Applied Nursing Research, 31, 19–23. https://doi.org/10.1016/j.apnr.2015.
11.014

28. Pitaloka, E., & Sofia, I. P. (2014). The affect of work environment, job satisfaction, organiza-
tion commitment on OCB of internal auditors. International Journal of Business, Economics
and Law, 5(2), 10–18.

29. Tio, E. (2014). The impact of working environment towards employee job satisfaction: A
case study In PT. X. IBuss Management, 2(1).

https://doi.org/10.11648/j.jhrm.20170501.12
https://doi.org/10.1080/00140139.2010.542833
https://doi.org/10.1016/S2212-5671(16)30160-5
https://doi.org/10.15405/epsbs.2016.11.02.37
https://doi.org/10.1016/S2212-5671(15)00524-9
https://doi.org/10.1016/j.apnr.2015.11.014


222 M. A. Firdaus et al.

30. Santoso, S. (2011). Structural Equation Modeling (SEM) Konsep dan Aplikasi. PT. Elex
Media Komputindo.

31. Davison, J. (2010). [In]visible [in]tangibles: Visual portraits of the business élite. Accounting,
Organizations and Society, 35(2), 165–183. https://doi.org/10.1016/j.aos.2009.03.003

Open Access This chapter is licensed under the terms of the Creative Commons Attribution-
NonCommercial 4.0 International License (http://creativecommons.org/licenses/by-nc/4.0/),
which permits any noncommercial use, sharing, adaptation, distribution and reproduction in any
medium or format, as long as you give appropriate credit to the original author(s) and the source,
provide a link to the Creative Commons license and indicate if changes were made.

The images or other third party material in this chapter are included in the chapter’s Creative
Commons license, unless indicated otherwise in a credit line to the material. If material is not
included in the chapter’s Creative Commons license and your intended use is not permitted by
statutory regulation or exceeds the permitted use, you will need to obtain permission directly from
the copyright holder.

https://doi.org/10.1016/j.aos.2009.03.003
http://creativecommons.org/licenses/by-nc/4.0/

	Organization Culture and Its Effect to Work Environment in Regional Water Supply Corporation
	1 Introduction
	2 Literature
	3 Method
	4 Result and Discussion
	5 Conclusion
	References




