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Abstract The purpose of this research is to explore the cultural influences of Tri Hita Karana to organizational commitment and
the performance of the company. More specific aims are testing and analyzing the cultural influences of Tri Hita Karana on
performance of company and organizational commitment role as mediation of the relationship between Tri Hita Karana to the
performance of company. The data were collected by cross-section through questionnaires, the unit of analysis is the Regional
Water Company of Tabanan Regency. Respondents are all leaders belonging to the management of as many as 42 people. The
data analysis method used to test the hypothesis is Path Analysis. The results of this study indicate that a good implementation of
Tri Hita Karana culture can improve the performance of the company. Good implementation of Tri Hita Karana culture can
increase organizational commitment and at the same time improve the performance of the company Further organizational
commitment proved to be mediating the cultural influence of Tri Hita Karana to company performance.It is recommended that
the board of directors and management further promote the culture that is embraced to even be used as guidelines for PDAM of
Tabanan regency.
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Based on the data obtained from PDAM of

L. INTRODUCTION Tabanan during the period of 3 years (Year 2013 to

1.1 Background

Tabanan regency is one of regencies in Bali which
for the needs of water supply for the community is
very dependent on PDAM of Tabanan regency. Based
on Tabanan Regency Regulation No. 14 Year 2006 on
PDAM of Tabanan, the purpose of PDAM is
generally: (1) to participate in implementing regional
development, (2) in an effort to increase revenue, (3)
to provide public services to meet the needs of clean
water, sanitation and the applicable requirements, (4)
to regulate the use of water evenly and efficiently and
prevent illegal extraction of water.

the Year 2015) customer complaints are said to be
quite high (still above 5%). In the Year 2013 customer
complaints as much as 6.32%, in 2014 rose to 7.16%,
and in the year 2015 to 5.02%. In addition to customer
complaints, the leakage rate for the last three years
(Year 2013 to 2015) is said to be high. In 2013 a leak
rate reached 26.51%, Year 2014 became 25.11% and
2015 amounted to 22.39%. Based on the Decree of
Ministry of Home Affair No. 47 of 1999 on
Guidelines for Drinking Water Company Performance
Assessment, the maximum limit leakage that can be
tolerated by 20%.

The data presented regarding customer complaints
and a high leakage rate indicate that the performance
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of Tabanan regency PDAM is not in line with the
expectation. In order to increase organizational
performance and to achieve the organizational goals
then a strong organizational culture is needed, culture
in this regard includes values, norms and attitudes
(Riva, et al., 2011). Davidson et al. (2007) states that
the organizational culture affects the performance of
the company, as well as Kotter and Heskett (1997)
suggests organizational culture has significant
influence on a long-term economic performance, as
well as able to determine the success and failure of the
company in the future. Denison (1991) develops the
linkages between the organizational culture and
management activities business performance, by
developing four key nature of culture of the
organization including: involment, consistency,
adaptability and mission. The influence of
organizational culture with local wisdom (the culture
of Tri Hita Karana) conducted by Riana (2010);
Astawa et al. (2012); and Surya et al. (2014) found
that the results of Tri Hita Karana culture was positive
and significant effect on the performance of the
organization or company. Different conditions were
found by Denison et al. (2004); Raka Suardana
(2003); Lim (1995); Subroto (2009); Yuan and Lee
(2011); Ferbruanto (2011); and Dharmanegara et al
(2013). And said that organizational culture does not
affect the company's performance.

Other factors that affect the company's
performance is the organizational commitment,
because of the commitment showed confidence and
strong support on the values and goals to be achieved
by the organization (Mowday et al. 1982).
Organizational commitment can be generated by
individuals who have an emotional attachment to the
organization that includes moral support and accept
the existing value as well as self determination to
serve the organization (Porter et al. 1974), while
according to  Wiener (1982) organizational
commitment is an encouragement of the individual to
do something in order to support the success of
organization in accordance with the objectives that
prioritize the interests than the interests of the
organization itself.

Various previous studies that look at the
relationship between organizational commitment to
performance such as research by Rashid et al. (2006)
that there is a positive influence of organizational
commitment on organizational performance. So is the
case with the research conducted by Somers, (1998);
Kamaliah, (2012); Koesmono (2011); Syauta (2012)
indicating that the organizational commitment affects
organizational performance. While Randall et al.

70

(1990) states that organizational commitment does not
affect the organization's performance. In contrast to
the results of research by Shaw et al. (2003) on the
influence  of  organizational commitment to
organizational performance between immigrant
workers with native workers indicating that migrant
workers organizational commitment does not affect
the organization's performance, while the native
workers organizational commitment had significant
positive effect on organizational performance.

Based on studies that have been conducted this
study was motivated by:

1) To test the results of some previous studies as
presented  previously that there are
contradictory about the relationship between
variables, in addition to the results of previous
research still leave a phenomenon that local
content in respect of the local organization's
culture will greatly affect the relationship
between variables that have been built have
not been widely studied.

2) Filling the research gap using harmonic values
contained in the local culture of Tri Hita
Karana in organizational practices, especially
public service organizations

1.2 Problem Formulation

Based on empirical studies that have been
presented among researchers have found different
results about the relationship and influence of each
variable, so that the problem of this research: " The
effect of Tri Hita Karana Culture on
Organizational Commitment and on the
Company's Performance in the Regional Water
Company of Tabanan Regency"'.

To answer the problems of the above study, the

problems are formulated as follows:

1) How does the influence of Tri Hita Karana
culture on corporate performance in the
Regional Water Company of Tabanan
Regency?

2) How does the influence of Tri Hita Karana
culture on organizational commitment to the
Regional Water Company of Tabanan
Regency?

3) 3) What is the impact of organizational
commitment to the company's performance in
the Regional Water Company of Tabanan
Regency?

1.3 Research Objectives
This study aims to examine and analyze the
relationship between research variables operationally
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that can be done through empirical testing against

several variables as follows:

1) The effect of Tri Hita Karana culture on the
corporate performance in the Regional Water
Company of Tabanan Regency

2) The effect of Tri Hita Karana culture on
organizational commitment to the Regional Water
Company of Tabanan regency.

3) The influence of organizational commitment to
the company's performance in the Regional Water
Company of Tabanan.

II. LITERATURE REVIEW

2.1 Organizational Culture and 7Tri Hita
KaranaCulture

Robbins (2009) said that the organizational
culture as a common perception is held by members of
the organization and becomes a system of shared
meaning. Schein (2004) choses a definition that can
explain how culture develops, how the culture became
what it is today, or how culture can be changed if the
organization's survival is at stake. Furthermore,
Hofstede (2001) identified four basic problem areas
that can be considered as the cultural dimensions,
namely (1) social inequality, including relations with
the authorities; (2) the relationship between
individuals and groups; (3) the concept of masculinity
and femininity, is a social implications as gender
distinctions; and (4) attitudes toward uncertainty,

Tri Hita Karana (THK)is a product of human
behavior that are more subjective and interpretative.
Therefore, the symbols will be established by a
subjective understanding associated with phenomena
that have objective consequences. In connection with
THK, parahyangan is analogousto the subsystem of
value, pawonganis analogous to the social subsystem
and palemahan is analogous to subsystem of artifacts
(Windia 2011). pawongan, dan palemahan. Dengan
demikian, nilai-nilai yang terkandung di dalam budaya
THK telah digunakan sebagai suatu tata nilai yang
digunakan sebagai pegangan anggota organisasi dalam
melaksanakan kewajiban dan berperilaku. Apabila
dibuatkan dalam bentuk matriks perbandingan antara
teori budaya Hofstede, Schein, Koentjaraninggrat, dan
budaya 77i Hita Karana (THK) dapat dilihat pada
Tabell berikut. Cultural elements; artifacts, espouse
values, and basic assumptions (Schein, 2004) and
subsystems of mindset, social subsystems, artifacts
(Koentjaraninggrat, 2005) are reflected in the cultural
elements of THK, namely parahyangan, pawongan,
and palemahan. Thus, the value contained in THK
culture has been used as a value system that is used as
a handle for the member of organization in
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implementing the obligations and behave. If it is
converted into the form of a comparison matrix
between culture theory of Hofstede, Schein,
Koentjaraninggrat, and culture of Tri Hita Karana
(THK) can be seen in Table 1 below.

Table 1
The Comparation of Hofstede's Cultural Theory,
Schein, Koentjaraninggrat, and THK

THK Koentjara- | Schein Hofstede
ningrat
Parahyangan | Value Basic Uncertainty
systems Assump | Avoidance
-tion
Pawongan Social Value PowerDistan
System System | ce,
Individualis
m&
Collectivism,
Masku-linity
&Feminity
Palemahan Material Artifact | Short Term
system & Long
Term

Source: Riana (2010)

Table 1 shows that the characteristics and cultural
dimensions of THK has been reflected in the
dimensions of some concepts of culture
(Koentjaraninggrat, Schein and Hofstede). Thus, the
concept of THK is a cultural concept in which the
values contained in it have colored a variety of
community life, especially in Bali, including in
conducting business activities that can be categorized
as a cultural organization.

2.2 Organizational Commitment

Mowday et al. (1982) suggested that organizational
commitment consists of three components, namely
acceptance and strong beliefs to the values and goals
of the organization, the individual's willingness to
strive earnestly for the sake of the organization as well
as a strong desire to maintain membership in the
organization.

According to Meyer and Allen (1991) there are
three components of organizational commitment are:
1) “Affective commitment refers to the employee's

emotional attachment to, identification with, and

involvement in the organization. Employees with a

strong affective commitment continue employment

with the organization because they want to do

»

SO .
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2) “Continuance commitment refers to an
awareness of the costs associated with leaving the
organization. Employees whose primary link to
the organization is based on continuance
commitment remain because they need to do so”.

3)  “Normative commitment reflects a feeling of
obligation to continue employment Employees
with a high level of normative commitment feel
that they ought to remain with the organization”.
The common thing of these three approaches is the

idea that organizational commitment is a
psychological condition that characterizes the
relationship between employees and the organization
and has implications for an individual's decision to
remain or leave the organization, however, the nature
and psychological conditions for forms of
commitment are very different.

2.3 Corporate Performance
2.3.1 Definition of Corporate Performance
Hasibuan (2013) defines performance as a record
of gains resulting from a particular job functions and
activities during a specific time period. If the job
performance or productivity of employees after
following the development of both quality and
quantity of work increases, it means the development
method set is pretty good. While Bernadin (2003)
defines performance as” The record of outcomes
produced on a specified job function, activity, or
behavior during a specified time period.” It can be
concluded that the performance of the organization is
the final achievement of an organization and contains
a few things, such as their specific targets to be
achieved, has a period in the attainment and
achievement of efficiency and effectiveness.

2.3.2 The Measurement of Public Organization
Performance and PDAM

Mardiasmo (2002), suggests the performance
benchmarks of public organizations are related to the
size of the success that can be achieved by the
organization, the relevant unit of measure used is the
efficiency of fund management and the quality level
of service that can be provided to the public. Thus, it
can be stated that the performance of public
organizations is the work to ensure the achievement
of organizational goals in accordance with the vision,
mission and goals of the organization. So to assess the
performance of public organizations, several
indicators are needed namely; effectiveness,
efficiency, economy and equity.

In order to improve water service to the
community in terms of quantity, quality, and
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continuity, the Ministry of Home Affair has issued
Regulation No. 47 Year 1999 on Guidelines for
Assessment of  Regional Water Company
Performance. These guidelines should be used to
determine the success of directors in managing the
PDAM as well as a basis in determining the
classification level of PDAM success. Chapter II,
Article 2 and Article 3, mention the Supervisory
Board at the end of the year assess the performance of
PDAM covering the financial, operational, and
administrative aspects.

2.4 Preliminary Study and Hypotheses

This study is more socio-economic research; the
preliminary study has been done and had recognized
facts and data on the issues raised. The achievement
obtained is able to reveal the phenomenon of the
connection or the effect of each variable based on data
empirical results of previous studies.

2.4.1 The influence of organizational culture on
company performance

Researches on the linkage between organizational
culture and corporate performance were conducted by
Davidson et al. (2007); Kotter and Heskett (1997).
The research states that the organizational culture
affect the performance of the company, as well as able
to determine the success and failure of the company in
the future. Another study carried out by: (Onken,
1998; Denison and Mishra, 1995; Davidson et al.,
2007; Gani, 2006; Supartha, 2006; Gunawan, 2009;
Riana, 2010; Kamaliah, 2011; Astawa et al., 2012
Surya et al., 2014). The result indicated that
organizational culture had positive and significant
effect on company performance. The same was done
by Chouke and Armstrong (2000); Marcoulides and
Heck (1993); Michie and A. West; Lee and Yu
(2004); Koesmono (2011); Astawa et al. (2013);
Rashid et al (2003); and Moeljono (2008) showing
that the organizational culture had positive and
significant effect on the performance of the company.
From various studies conducted it could be concluded
that organizational culture had positive effect on
improving corporate performance. This means that the
creation of a positive organizational culture within the
organization would be a positive influence on
organizational performance improvement. Based on
previous research results it can be put forward the
following hypothesis:

H;: Tri Hita Karana Culture has positive and
significant impacts on company performance
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2.5.2 Thelnfluence of Organizational Culture on
Organizational Commitment.

Studies on the linkage between organizational
culture with organizational commitment were done by
Rashid et al. (2003) and Chen (2004); the results of
research: there is a significant positive effect between
organizational culture with organizational
commitment. The influence of organizational culture
on organizational commitment was also reviewed by
Ojo (2011); Koesmono (2011); Nongo and Ikyanyon
(2012); and Surya et al. (2014). Research results have
empirically proven that there is a significant positive
effect between  organizational culture  with
organizational commitment in achieving the
company's goals. Based on previous research results it
can be put forward the following hypothesis:

H,: Tri Hita Karana Culture has positive and
significant effect on organizational commitment

2.5.3 The influence of organizational commitment
on company performance.

The  relation  between  organizational
commitment and company performance conducted
by:Shaw et al. (2003); Koesmono (2011); Syauta
(2012); and Surya et al. (2014). The result of the
research state that there are positive and significant
impacts between organizational commitment toward
company performance. Based on the previous result,
the following hypothesis can be determined: Studies
on the linkage between organizational commitment to
corporate performance were done by: Shaw et al.
(2003); Koesmono (2011); Syauta (2012); and Surya
et al. (2014). The results state that there is a positive
and significant influence between organizational
commitment to company performance. Based on
previous research results it can be put forward the
following hypothesis:

H;: Organizational commitment has positive and
significant effect on company performance

III. RESEARCH METHODS

3.1 Research Location

This research is located at the Regional Water
Company in Tabanan regency. The choice of location
is based on the following considerations: (1) The
leakage rate is high during the last 3 years on average
24.67 percent exceeding the tolerance level of the
national or established by the central government
amounted to 20.00 percent. (2) the high customer
complaints over the last 3 years an average of 6.17
percent (still above 5 percent).

3.2 ResearchRespondents
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Respondents of this research are all PDAM
Management of Tabanan regency from Directors until
the Section Head and Head of Service Unit located in
the district as many as 42 people. As for
consideration: (1) The management has a detailed
knowledge about the cultural practices of companies
with the values of local wisdom (Tri Hita Karana),
organizational commitment and condition of the
company in relation to the performance of the
company; (2) The management certainly have the
ability to respond accurately to instrument of this
research study.

3.3 Data Analysis Technique

Data analysis used the descriptive statistical
analysis and inferential statistical analysis. Descriptive
statistics were used to determine the characteristics of
the respondent and the respondent's description of the
indicators of each variable of the study. Inferential
statistical analysis was used to test the influence
between variables of Tri Hita Karana, organizational
commitment and corporate performance using path
analysis. Path analysis is used to analyze the
relationship between variables in order to determine
the directly or indirectly effects of independent
variables (exogenous) to the dependent variable
(endogenous). (Riduwan and Achmad 2012).

IV. RESULTS AND DISCUSSION

The results of hypothesis testing data analysis on
the cultural influence of Tri Hita Karana,
organizational commitment, and the company's
performance can be seen from the path coefficients
and critical point (CR *) that was significant at a =
0.05, presented in the path diagram Figure 1

Figure 1

Diagram of Path Coefficient and Hypothesis Testing
Ket.: s = Significant (CR*) at a =0,05
Source: Result of data analysis, Year 2016

Budaya Tri
Hita Karana

0.447

Y.

Kinerja

Komitmen
Organisasional
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The test results in Figure 1 show that all the
variables tested have significant effect, namely: (1)
the cultural variables of Tri Hita Karana have
significant effect on the performance of the company,
(2) culture of Tri Hita Karana has significant effect on
organizational commitment (3) organizational
commitment has significantly influence on the
company performance.

4.1 The effect ofTri Hita Karana Culture on
Corporate Performance

The result of variable analysis of Tri Hita Karana
culture on the performance of the company showed a
positive and significant impact. These results indicate
that the culture of Tri Hita Karana is able to explain
the variation of changes in the performance of PDAM
in Tabanan regency. These conditions meant that to
improve company performance the Tabanan PDAM is
required to apply the cultural values that promote
harmony with God among humans and the
environment. Human relations can be reflected
through the fulfillment and respect for the rights and
obligations of employees by management. Good
relations with customers or the public and the
environment will bring good name of PDAM in the
eyes of customers, so as to encourage the achievement
of optimal performance. The good relationship that
was built by the management with the employees and
the environment are also believed to come from the
power of the Creator, so the application of the belief
in God in each of the employee is an activity that is
absolutely done in a planned program of corporate
performance. Tri Hita Karana culture as the culture of
the organization can steer PDAM towards the
expected performance.

4.2 The Effect of Tri Hita Karana Culture on
organisaional commitment

The results of the analysis of cultural variable of
Tri Hita Karana on organizational commitment
showed a positive and significant impact. These
results indicate that the culture of Tri Hita Karana is
able to explain the variation of changes in PDAM
organizational commitment of Tabanan regency.
These results can be explained that the culture of Tri
Hita Karana implemented by PDAM direct
organizational commitment to portray the affective
behavior, sustainability and normative.

This shows that the adoption of Tri Hita Karana
culture reflected in parahyangan, pawongan and
palemahan could develop good behavior. Changes in
work behavior has aroused a good behavior in the
form of organizational commitment in the PDAM.
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The strong cultural value of Tri Hita Karana has been
able to establish good organizational commitment to
the management of the PDAM. That is to say the
strength of the organizational culture (Tri Hita Karana
culture) of PDAM has an effect on organizational
commitment of PDAM. Therefore, it should be
formally recognized as a work culture for PDAM in
Tabanan regency.

4.3 The Influence of Organizational Commitment
on the Company Performance.

The results of the analysis of organizational
commitment variables on the company performance
showed a positive and significant impact. The results
could prove empirically that the better implementation
of organizational commitment, the better the
performance of the company. These results indicate
that organizational commitment is able to explain the
variation of changes in the company's performance of
PDAM in Tabanan regency. Organizational
commitment in this study used three indicators,
namely: affective, sustainability, and normative. The
results of this research associated with PDAM
operational showed that organizational commitment
including affective, sustainability, and normative have
an influence on the company performance that
includes finance, operations and administration.

V. CONCLUSION AND RECOMMENDATION

5.1 Conclusion

Based on the hypothesis testing, the results and
findings of the research, some conclusions can be
stated as follows:

The culture of Tri Hita Karana has positive effect
on organizational commitment and performance of
PDAM in Tabanan regency. The good implementation
of parahyangan, pawongan, and palemahan and has
an important role in supporting the achievement of the
implementation of the Tri Hita Karana culture, so it
can make a real contribution to the performance of the
company and organizational commitment.
Implementation of Tri Hita Karana culture can
directly affect performance and can also through
organizational commitment

5.2 Recomendation

Based on the discussion and conclusion, it can be
put forward some suggestions could be the
recommendedfrom this study as follows: "Since the
Tri Hita Karana culture can increase organizational
commitment and able to enhance the performance of
PDAM it is recommended that it should be adopted as
the organization's culture of PDAM. Likewise, the
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directors and management should further promote the
culture of Tri Hita Karana and even to be used as
guidelines for PDAM organ of Tabanan Regency "
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