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Abstract: Organizational culture is important for comestible manufacture company in Indonesia to establish employees 

compliance, so that this study to find how the level of organizational culture in comestible manufacture company in 

Indonesia by employee compliance level to regulation. This Studied  conducted in September-December 2018 by 

distributed questionnaires to 370 respondents who permanent employees of comestible manufacture company in 

Jakarta, Bogor, Depok, Tangerang, Bekasi (Indonesia)  and  surroundings. The research method used validity tested, 

reliability tested, categorization on organizational culture and employee compliance variables. Researcher also 

conducted comparative analysis at the level of employee’s compliance in organizational culture to see the difference 

between the employee’s compliance level and employee’s compliance aspects. The results showed organizational 

culture in comestible manufacture company in Indonesia is in medium category. The level of compliance on comestible 

manufacture company employees in Indonesia also in medium category. 
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I. INTRODUCTION 

 

Organization's culture form is the desired environment of the company, and become a control system in the social 

environment that can affect employees to show work attitudes that are in accordance to the company's values. So if you 

want to form an organization that leads to profitable company values and goals, you can build a positive and strong 

organizational culture. According to Schein (2010) the impact from individuals organizational culture are behavior and 

attitudes, so it will always be related to company performance. Organizational culture controls the behavior and 

attitudes of employees. Organizational culture increase a sense of commitment to the organization, so it will improve 

compliance, performance, creativity. Employee can also be used as a benchmark for the health or failure of a company. 

According to Robbins and Judge (2015) organizational culture as a mechanism for making a meaning and control that 

forms attitudes and behavior of employees. So that by showing a positive organizational culture it can provides positive 

perceptions for employees so it will encourage employees to make deeper contributions while working. Mesako (2017) 

explained there are two types of organizational culture in the company, they are, strong and weak organizational 

culture. Strong culture is more profitable company, which playing the role in development of the company in terms of 

financial strength, and the level of productivity. Research by Pribadi and Herlena (2016) on employees of the 

Production Directorate on Steel manufacture in Cilegon, Indonesia has an organizational culture on medium category 

of  innovative aspects and discipline. In McKinsey report by Sull (2015) it was stated that many had begun to 

strengthen their organizational culture by increasing innovation and compliance, such as Lego companies, Zumba 

Fitness and Zatini Catering Group. So that, strong  organizational culture is very important for a company. 

Chen (2008) studied revealed that there are still many companies in China that place organizational culture as a 

formality without meaning when compared to other countries and are strongly influenced by the culture of the country 

itself. One of them in terms of culture manages the risk of failure, and its not norm in China so lacks tolerance. On 

McKinsey report (2016) also shows that companies in Korea also diagnosed as having a weak work culture. Reaching 

25% of companies in Korea has serious organizational culture issues, and more than 60% of companies are indicated 

problems related to organizational culture characterized by injustice for female workers, authoritarian leadership, 

partiality in a group, injustice evaluation and reward systems, weak rewards remuneration, and operational discipline. 

Research conducted by Damayanti and Fakhri (2013) on weak organizational culture also has a problem in discipline 

employees. In a studied by Irawati and Silalahi (2015) manufacturers also have a discipline problem and not obey to the 

company rules. Based on observation and interview, PT. GMK is one of the comestible manufacture company in 

Indonesia also face its problems too. So that the organizational culture and employee compliance still become 

a problem in Indonesia. Therefore, researcher is interested in examining how organizational culture in comestible 

manufacture company viewed from employee compliance level. 
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The purpose of this study is to find how the level of organizational culture in comestible manufacture company and 

also knowing how organizational culture level in terms of aspects of innovation and risk taking, attention to detail, 

orientation towards results, orientation to the team, orientation towards individuals, aggressiveness, and 

stability.  Furthermore, the purpose of this study isto find how the level of employees compliance with comestible 

manufacture company regulations in  Indonesia and how levels of employee compliance in terms of environmental 

conformity in comestible manufacture company in Indonesia. 

 

II. LITERATURE REVIEW 

 

Organizational culture according to Robbins and Judge (2015) is a value system held by members of the organization 

that differentiates from one organization to another. From some of the above meanings it can be concluded that 

organizational culture is defined as trust and hope along with all members of the organization that distinguish one 

organization from another. Whereas according to Kreitner and Kinichi (2014) the function of organizational culture can 

provide organizational identity to employees, and also facilitate collective commitment. 

According to Robbins and Judge (2015), there are seven indicators of Organizational culture indicators. First, 

innovation and risk taking is the extent to which organizations encourage employees to be innovative and take 

risks. Second, Attention to detail is the extent to which the organization expects employees to show accuracy, analysis 

and attention to details. Third, the result orientation is the extent to which management focuses on results rather than 

attention to the techniques and processes used to achieve this. Fourth, Orientation to individuals is the extent to which 

management decisions take into account the effects of results on people in the organization. Fifth,The orientation of 

the team is the extent to which work activities are organized around teams, not individuals. Sixth, Aggressiveness is the 

extent to which people in the organization are aggressive and competitive to carry out the best organizational culture. 

Seventh, stability is the extent to which organizational activities emphasize the status quo rather than growth. 

Brown (2009) said there are nine ways that workers can do to study organizational culture. They are, by looking at the 

artifacts, that, patterns of behavior, norms of behavior, heroism, symbols and symbolic actions, values and ways of 

thinking, asusmsi base, and history. According to Robbins and Judge (2015) the values contained in organizational 

culture are leadership, attitudes, rules. So that rules and norms of behavior such as compliance are related to 

organizational culture 

Franklin and Pagan (2016) also explained that work discipline is a compliance in carrying out work with company rules 

and standards.  According to Milgram (1963) compliance is related to obedience to the authority of the 

rules. Compliance is defined by Kelman (1958) as behaviors following the authority's request even though individuals 

individually don't agree with the request. Blass (1999) dimensions of compliance are belief, accept and act. Frederich 

(2012) said in compliance there are three forms of behavior. They are conformity, compliance, and obedience. 

Indonesian industrial constitution on 5 number, 1984 explain industry is economic activity that processes raw materials, 

finished goods, and/or finished goods into goods of higher value for their use, including industrial design and 

engineering activities. In this study carried out on the food raw material industry. According Salamadian (2017) 

industry universal category based on the International Standard of Industrial Classification (ISIC) approach of 

commodity groups, so in this research conducted on comestible manufacture company. 

 

III. HYPOTHESIS AND FRAMEWORK DEVELOPMENT  

 

Results of McKinsey report in Xiaoming et al. (2012) companies in China don’t have the difference in organizational 

identity from other organizations. In the McKinsey report (2016), found that, Korea is having a weak work and 

operational discipline less implemented. Jaghargh et al. (2012) explained that organizational culture can shape the 

desired environment of the company and become a control system in the social environment that can affect employees 

to show work attitudes that in the line with the value of the company. In the McKinsey report carried out by Sull (2015) 

which resulted that there are several companies abroad have now begun to strengthen their organizational culture by 

increasing innovation, such as applying simple rules to be obeyed. This leads to innovation and holding back the 

bureaucracy to complicate regulations that trigger chaos. 

In the research conducted by Noonan (2017) the United State (US) tends to apply culture more on time, and adhere to 

regulations when working compared to the United Kingdom (UK). Franklin and Pagan (2016) explains that work 

discipline is a form of compliance in carrying out work in accordance with company rules and standards. Other 

research was conducted by Damayanti and Fakhri (2013) at PT AngkasaPura II (Persero) culture organization has a 

positive and significant influence on work discipline. According to the research conducted by Pribadi and Herlena 

(2016) the type of  organizational culture that employees  influences the increasing attitudes and behavior of work 

discipline which is marked by obedient compliance with the applied regulations. Pribadi and Herlena (2016) shows 

organizational culture gives effect to employee discipline, such as compliance on work regulations. This is a figure of 

the framework in this study, as follow : 
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Figure 1.1 Framework 

  
Based on framework, hypothesis of this research is in comestible manufacture company have a strong organizational 

culture, the  level of employee compliance will be higher. 

 

IV. RESEARCH METHOD 

 

This Study is a descriptive quantitative to explained and answered the hypothesis. Study instruments were used to 

measure the value of variables to describe the aspects studied. The types and sources of data used are primary data such 

as interview and organizational culture and employee compliance questionnaires, and secondary data such as employee 

attendance. The method of measurement is used a Likert scale, by given a score of 4 on the SS choice, score 3 to S 

choice, score 2 on TS choice, and score 1 to STS choice in the organizational culture and employee compliance 

questionnaire. 

The population in this study were 126 comestible manufacture company in Indonesia which was included on 

Indonesian Food and Beverage Association Members 2018 (GAPPMI). Based on Krejcie and Morgan (1970) table has 

10,000 employee arrounded on comestible manufacture company, so in this studied was taken by 370 respondents on 

comestible manufacture company in Jabodetabek such as PT. Gandum Mas Kencana, PT. Zeelandia Indonesia, 

PT. Seelindo Sejahteratama, PT. Olinda Boga Buana, PT. INCA, PT. Bumitangerang Mesindotama (BT Cocoa), 

PT. NIPPN Foods Indonesia, PT. Antaka Rasa, and PT. Kobe Boga Utama with Non-Probability 

Sampling technique requirements are permanent employees of comestible manufacture and knowing how the company 

organizational culture related to employee compliance. 

To validity and relability questionnaire tested, researcher used a statistics tools, and methods processed a categorisation 

of organizational culture, employee compliance variable and also aspects of conformity. This study also discussesed 

the profile of research objects based on age, gender, education, work periode, work position to support the 

demographics in this studied. Its also conducted comparative analysis the level of employees compliance in 

organizational culture to see how different of compliance employees level and employee compliance aspects with the 

organization's culture by divided into two groups is high and low, so that the high and low to see more clearly. 

  

V. RESULTS AND DISCUSSION 

 

Organizational culture. To make it easier results discuss, researcher grouping the categories very strongly and 

strongly into strong categories, and weak and very weak become weak categories in each discussion. To determine the 

category limits, the standard deviation and average values are used. The organizational culture variable has a minimum 

theoretical value for organizational culture is 49, while the maximum value is 108. The mean (µ) is 84.38 and the 

standard deviation value (σ) is 9.46. Following table 1. Organizational Culture Categorization, as follows: 

 

Table 1 Organizational Culture Categorization 

Score Limit Score Categorization Total 

X> (μ + 1.5 σ) X> 98.57 Very strong 34 (9.19 %) 

(μ + 0.5 σ) <X ≤ (μ + 1.5 σ) 89.11 <X <98.57 Strong 55 (14.87%) 

(μ - 0.5 σ) <X ≤ (μ + 0.5 σ) 79.65 <X <89.11 Medium 189 (51.08%) 

(μ - 1.5 σ) <X ≤ (μ - 0.5 σ) 70.19 <X ≤79.65 Weak 74 (20%) 

X ≤ (μ - 1.5 σ) ≤ 70.19 Very weak 18 (4.86%) 

TOTAL 370 (100%) 

  

Organizational Culture and Employees Compliance in 

Comestible Manufacture Company 

Organizational Culture  
Risk taking,  

Attention to detail,  
Orientation towards results, 

 Orientation to the team,  
Orientation towards individuals,  

Aggressiveness, 
 Stability 

Compliance  
Belief 
Accept 

Act 
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Organizational culture in comestible manufacture company on medium category with the most respondents 

are 189 respondents (51.08%). Whereas 89 respondents (24.06 %) considered having a strong organizational culture 

and 92 respondents (24.86%) considered their organizational culture to be weak. According to Schein (2010) 

organizational culture group in medium category is a cultural segment which shows there are still differences in 

the norms, values, beliefs and behavior of a person in the goals of his organization.  

For example, companies active do the aspects of innovation and risk-taking, aggressiveness, stability but lack priority 

on orientation to team because the work culture in the company gives more jobs in individual targets. Winter (1984) 

said that applying a consistent and strong organizational culture is not easier. So that in this study alsoin medium 

category. The other hands, respondents factors of who have a 1-3 working period that they understand the 

organizational culture that is applied, but are not optimal in carrying out it. 

For weak organizational culture according to Deal and Kennedy (1982) it is explained that the weakness of 

organizational culture is looseness, or looseness that no one can follow strict rules and a gap that separates one's 

objectivity from organizational goals. So that companies are still not found in forming a rigorous work environment, or 

oriented towards work results. 

On strong organizational culture, Sterwart (2010) explains that a strong organizational culture is a part of strengthening 

employees because it has equated and grasped the beliefs and values from the focus of the organization. And provide 

strong affection and attachment to the organization. So that, companies reflect how oriented they are to building 

innovation and being responsible for risk, maintaining work quality to minimize failed products. In addition, the 

company continues to be oriented towards each employee in determining a decision, maintaining maximum work 

results and also maintaining team collaboration to remain solid in comestible manufacture company that meet the 

production target. The Following Table 2. Organizational Culture Categorization on Aspects of Innovation and Risk 

Taking: 

 

Table 2.Organizational Culture Categorization on Aspects of Innovation and Risk Taking 

Score Limit Score Categorization Total 

X> (μ + 1.5 σ) > 15.40 Very strong 39 (10.54%) 

(μ + 0.5 σ) <X ≤ (μ + 1.5 σ) 13.61 <X ≤ 15.40 Strong 72 (19.46%) 

(μ - 0.5 σ) <X ≤ (μ + 0.5 σ) 11.83 <X ≤ 13.61 Medium 194 (52.43%) 

(μ - 1.5 σ) <X ≤ (μ - 0.5 σ) 10.04 <X ≤ 11.83 Weak 35 (9.46%) 

X ≤ (μ - 1.5 σ) X ≤ 10.04 Very weak 30 (8.11%) 

TOTAL 370 (100%) 

  

Organizational culture in comestible manufacture company on innovation and risk taking aspects are greater in the 

medium category with 194 respondents (52.43 %). Whereas 111 (30%) are in strong category, and 65 (17.57%) are in 

weak category. That company has freed employees to innovate, appreciate employee innovation but the other hands 

company not train employees to be responsible for their mistakes. In McKinsey's research by Sull (2015), employee 

innovation was not optimal because many work regulations and standards applied.  

This is also in line with Pribadi and Herlena (2016) research showing Steel Manufacture in Cilegon, Indonesia has 

applied organizational culture in the medium category on innovative aspects. So if the manufacturing companies have 

an organizational culture on innovation and risk taking aspects, they will tend to be moderate. Following Table 

3.Organizational Culture Categorization on Aspects of Attention to Detail:  

 

Table 3. Organizational Culture Categorization on Aspects of Attention to Detail 

Score limit Score Categorization Total 

X> (μ + 1.5 σ) X> 11.70 Very strong 51 (13.79%) 

(μ + 0.5 σ) <X ≤ (μ + 1.5 σ) 10.33 <X ≤ 11.70 Strong 46 (12.43%) 

(μ - 0.5 σ) <X ≤ (μ + 0.5 σ) 8.94 <X ≤ 10.33 Medium 220 (59.46%) 

(μ - 1.5 σ) <X ≤ (μ - 0.5 σ) 7.56 <X ≤ 8.94 Weak 41 (11.08%) 

X ≤ (μ - 1.5 σ) X ≤ 7.56 Very weak 12 (3.24%) 

TOTAL 370 (100%) 

  

Organizational culture in comestible manufacture company on the aspect of attention to detail is greater in percentage 

in the medium category, with 220 respondents (59.46 %). Whereas 97 respondents (26.22 %) considered that the 

company was solid in terms of strength. And 53 respondents (14.32 %) considered on weak category. This shows the 

company has enough attention to the accuracy of the details of the work, the environment requires employees to work 

according to the procedure. However  on other indicators considered less supportive behaviors are not careful as boss 

pointed to work carefully and superiors didn’t work honestly and accurately because its not supervised by the manager.  
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According to Robbins and Judge (2015) at the dominant values in a manufacturing company is to produce a quality 

product so that it will require workers to pay attention to work details to maintain product quality. So that the company 

should apply the values of accuracy to working. Following Table 4. Organizational Culture Categorizationon Aspects 

of Orientation Towards Results: 
 

Table 4. Organizational Culture Categorization on Aspects of Orientation Towards Results 

Score limit Score Categorization Total 

X> (μ + 1.5 σ) X> 15.99 Very strong 72 (19.46%) 

(μ + 0.5 σ) <X ≤ (μ + 1.5 σ) 14.32 <X ≤ 15.99 Strong 43 (11.62%) 

(μ - 0.5 σ) <X ≤ (μ + 0.5 σ) 12.66 <X ≤ 14.32 Medium 118 (31.89%) 

(μ - 1.5 σ) <X ≤ (μ - 0.5 σ) 10.99 <X ≤ 12.66 Weak 133 (35.95%) 

X ≤ (μ - 1.5 σ) X ≤ 10.99 Very weak 4 (1.08%) 

TOTAL 370 (100%) 
 

Organizational culture in comestible manufacture company of orientation towards the results aspect is greater 

percentage in the weak category as many 137 respondents (37.03%). Whereas 115 respondents (31.08%) their 

companies as being of moderate quality. And 118 respondents (31.89%) considered being in the strong  category. The 

factor of this problem, are management and superiors have not provided clear about work targets and not directed 

conditions to focus on targets and conducive to maximizing work outcomes. Besides it, employee have not focus to 

achieve employment targets, because compensation or job title is does not fit. It can be seen that more respondents are 

in the 1-3 year work period which tends short, so is not easy to produce satisfactory performance. Winter (1984) 

revealed, not achieve maximum work becaused by a new member on organization. This line with Wulan et al. 

(2015) research shows PT . PLN (Persero) Area X still has a less work environment towards work results  oriented. 

Following Table 5. Organizational Culture Categorization on Aspects of Orientation Towards Individuals: 
 

Table 5. Organizational Culture Categorization on Aspects of Orientation Towards Individuals 

Score limit Score Categorization Total 

X> (μ + 1.5 σ) X> 14.75 Very strong 27 (7.30%) 

(μ + 0.5 σ) <X ≤ (μ + 1.5 σ) 12.70 <X 14.75 Strong 74 (20%) 

(μ - 0.5 σ) <X ≤ (μ + 0.5 σ) 10.66 <X 12.70 Medium 188 (50.81%) 

(μ - 1.5 σ) <X ≤ (μ - 0.5 σ) 8.61 <X ≤ 10.66 Weak 53 (14.32%) 

X ≤ (μ - 1.5 σ) X ≤ 8.61 Very weak 28 (7.57%) 

TOTAL 370 (100%) 
 

Organizational culture in comestible manufacture company on orientation toward individual greater percentage in 

the medium category  as many 188 respondents (50.81%). While 101 respondents (27.30%) assume the company 

has strong category. And 81 respondents (21.89%) considered being in the weak category. Management of companies 

consider the capabilities and capacities of workers, adjusted the regulations taken to the needs of employees, set 

regulations without burdening employees. On the other hand, manufacturing management start abolished overtime to 

narrow the opportunities for employees overtime. The orientation aspect towards individuals has not been fully done by 

considering employees. According to Supriyanto (2016) organizations that provide opportunities to interact to produce 

decisions that pay attention to employees will strengthen organizational culture, so it is important to do. Following 

Table 6. Organizational Culture Categorization on Aspects of Orientation to the Team: 
 

Table 6. Organizational Culture Categorization on Aspect of Orientation on the Team 

Score limit Score Categorization Total 

X> (μ + 1.5 σ) X> 11.70 Very strong 35 (9.46%) 

(μ + 0.5 σ) <X ≤ (μ + 1.5 σ) 10.33 <X ≤ 11.70 Strong 65 (17.57%) 

(μ - 0.5 σ) <X ≤ (μ + 0.5 σ) 8.94 <X ≤ 10.33 Medium 185 (50%) 

(μ - 1.5 σ) <X ≤ (μ - 0.5 σ) 7.56 <X ≤ 8.94 Weak 65 (17.57%) 

X ≤ (μ - 1.5 σ) X ≤ 7.56 Very weak 20 (5.40%) 

TOTAL 370 (100%) 

  

Organizational culture incomestible manufacture company on orientation aspect of the team has a greater percentage 

which in the medium category, which is 185 respondents (50%). While 100 (27.03 %) assessed that the company was 

in a strong category. And 85 respondents (22.97 %) considered being in the weak category. Employees assess the 

company has emphasized the achievement of the division in addition to personal achievement, and attitude of mutual 

cooperation to produce maximum team achievement. However, its still not optimal, for example, boss who’s passive in 

managing to solid team and optimistic, and perhaps there is no appreciation for the results of teamwork if get 
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satisfactory results. According to Mary and Robbins (2010) ways of working groups held by the members of the 

organization will be of value and greatly affect how an organization run. So that on medium category in team 

orientation will form organizational culture in the medium category. Following Table 7. Organizational Culture 

Categorization on Aspects of  Aggressiveness: 
 

Table 7. Organizational Culture Categorization on Aspects of Aggressiveness 

Score limit Score Categorization Total 

X> (μ + 1.5 σ) X> 14.95 Very strong 39 (10.54%) 

(μ + 0.5 σ) <X ≤ (μ + 1.5 σ) 12.93 <X ≤ 14.95 Strong 80 (21.62%) 

(μ - 0.5 σ) <X ≤ (μ + 0.5 σ) 10.91 <X ≤ 12.93 Medium 183 (49.46%) 

(μ - 1.5 σ) <X ≤ (μ - 0.5 σ) 8.95 <X ≤ 10.91 Weak 49 (13.24%) 

X ≤ (μ - 1.5 σ) X ≤ 8.95 Very weak 19 (5.14%) 

TOTAL 370 (100%) 

  

The organizational culture in comestible manufacture company on aggressiveness aspect in middle category as many 

183 respondents (49.46%). While 119 respondents (32.16%) rated the company has strong culture. And 68 respondents 

(18.38%) rated their company having a weak organizational culture on aggressiveness aspect. The company is 

considered to have encouraged in conducive environment  to compete, employees try to arrive on time to immediately 

start work, create a conducive working atmosphere between departments and individuals. On the other hand there is 

still no maximum support from the company such as the absence of reward for employees who can show maximum 

performance so that management support is considered not optimal. This is also caused by the demographic factors of 

respondents who tend to be more in the age group of 20-30 years. In Goran's (2017) study, organizational culture that 

can compete in the digital age requires an aggressive work culture to compete and more easily build younger workers. 

So that youth workers compete to be the best worker will strengthen an aggressive organizational culture, even though 

it is still weak in other indicators of behavior. Following Table 8. Organizational Culture Categorization on Aspects 

of Stability  
 

Table 8. Organizational Culture Categorization on Aspects of  Stability  

Score limit Score Categorization Total 

X > (μ + 1,5 σ) X >15.09 Very Strong 33 (8.92%) 

(μ + 0,5 σ) < X ≤ (μ + 1,5  σ) 13.26 < X ≤ 15.09 Strong 51 (13.78%) 

(μ - 0,5 σ) < X ≤ (μ +0,5 σ) 11.44 < X ≤ 13.26 Medium 199 (53.78%) 

(μ - 1,5 σ) < X ≤ (μ – 0,5 σ) 9.61 < X ≤ 11.44 Weak 68 (18.38%) 

X ≤(μ - 1,5 σ) X ≤9.61 Very Weak 19 (5.14%) 

TOTAL 370 (100%) 

  

Organizational culture in comestible manufacture company on the aspect of stability to maintain the status quo has a 

greater percentage in the medium category as many 199 respondents (53.38%). Whereas 84 respondents (22.70%) 

assessing the company has strong culture. And 87 respondents (23.52 %) considered in the weak category. Employees 

assess the company where they work can maintain orderliness in the work environment, and leaders provide awareness 

for employees to always show maximum performance to maintain company profits. On the other hand there are still 

weaknesses such as not inspiring employees to maintain cooperation so that they always competition and trigger job 

stress. This in line with the research conducted by Damayanti and Fakhri (2013) which shows that employees are still 

disobedient in working and tendency to have a weak organizational culture in terms of maintain stability. 
 

Employee Compliance. To make it easier to discuss the results, researcher grouping the categories very high and high 

into high categories, and low and very low become low categories in each discussion. To determine the category limits, 

standard deviation and average values are used. As for the of compliance, the researcher divides it into a whole to see 

overall categorization and also to categorize each indicator to see trends in the indicator. The minimum theoretical 

value for employee compliance is 21, while the maximum value is 48. The mean (µ) is 37.82 and the standard deviation 

value (σ) is 4.61. The following table 9. Employee Compliance Categorization: 
 

Table 9. Employee Compliance Categorization 

Score Limit Score Categorization Total 

X> (μ + 1.5 σ) X> 44.72 Very high 42 (11.35%) 

(μ + 0.5 σ) <X ≤ (μ + 1.5 σ) 40.12 <X <44.72 High 49 (13.24%) 

(μ - 0.5 σ) <X ≤ (μ + 0.5 σ) 35.52 <X <40.12 Medium 201 (54.32%) 

(μ - 1.5 σ) <X ≤ (μ - 0.5 σ) 30.91 <X ≤ 35.52 Low 66 (17.84%) 

X ≤ (μ - 1.5 σ) ≤ 30.91 Very low 12 (3.25%) 

TOTAL 370 (100%) 
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Employee compliance in comestible manufacture company is in medium category with 201 respondents 

(54.32%). While 91 respondents (24.59%) considered to having high compliance. And 78 respondents (21,08 %) 

considered had low compliance employees. Employees feel that they have a moderate level of expertise, that is feeling 

confident and accepting well that compliance will provide positive things and prevent workplace accidents, 

however who employees still have not been sincere in doing. In the research conducted by Irawati and Silalahi (2015), 

it was also explained that discipline problems and disobeying regulations were still found in manufacturing employees.  

On the other hand, in McKinsey report by Sull (2015) shows that there are several companies abroad have now begun 

to strengthen it to improve compliance by innovation, so that it always spurs workers to obediently innovate. In 

addition, of younger workers, they tend to be more obedient when compared to senior workers. Respondents likely to 

have 20-30 years old also shows that their tendency is to being quite obedient. Aisyah (2016) revealed that senior 

employees not to obey and endanger. And respondents more woman employee rather man and Hibau (2018) said that 

women employees are to be superior in terms of compliance. 

 

In  low categories, it shows there are still found in respondents who have not adhered to the SOP in the company, less 

appreciative of the form of norms that are enforced, do not carry out orders from superiors in the context of work, and 

even lack sample figures to strengthen them in adhering to company regulations and standard work procedures. In the 

McKinsey report conducted by Alberthet al. (2012) showed that in the ten years there were still phenomena of non-

compliance of employees towards regulations and work instructions in banking companies. 

 

All aspects of compliance. Aspect on compliance are belief, accept, and act. In all aspects of employees compliance in 

comestible manufacture company are in the medium category. Employees complying with belief aspect is greater 

percentage in 220 respondents (59.46 %), on the accept aspect greater percentage in 230 respondents (62.16%). And on 

act aspects are greater percentage as many 208 respondents (56.22 %).  Employees has shown behavior that is directed 

at compliance, such as believing that compliance with regulations and work procedures will security provide for 

workers, except that employees have not fully complied. Employees accept company rules without confrontation and 

receive penalties if they do mistakes or missions, but have not been able to invite the environment to voluntarily 

comply with the rules. As for employees, they have made compliance, such as arriving on time and always following 

procedures, but in doing so employees have not done it consistently, so that they are in the medium category. 

 

This influenced by many factors, one of which is the demographics of the respondents. Respondents are more likely to 

1-3 years work period of are considered more compliant compared to senior workers and this in line with the research 

conducted by Aisyah (2016) at chemical company in Java, Indonesia. On the age factor, employee with age 20-30 are 

classified as late adolescents will tend to react more easily if there are very strict regulations. In addition to gender, 

women are perceived to be more obedient in using uniforms, but on the other hand more often come late when 

compared to men because they have to settle their family affairs before go to work. This in line with the research 

conducted by Hibau (2018) which shows that women are said to be superior in terms of compliance. The Following 

Table 10. Employee Compliance on Conformity Aspect: 

 

Table 10. Employee Compliance on Conformity Aspect 

Score Limit Score Categorization Total 

X > (μ + 1,5 σ) >11.58 Very High 45 (12.16%) 

(μ + 0,5 σ) < X ≤ (μ + 1,5σ) 10.22<X ≤ 11.58 High 38 (10.27%) 

(μ - 0,5 σ) < X ≤ (μ +0,5σ) 8.86<X ≤ 10.22 Medium 250 (67.57%) 

(μ - 1,5 σ) < X ≤ (μ – 0,5σ) 7.50<X ≤ 8.86 Low 25 (6.76%) 

X ≤(μ - 1,5 σ) X ≤7.50 Very Low 12 (3.24%) 

TOTAL 370 (100%) 

 

Employee compliance in terms of conformity is in medium category, with the most respondents are 250 respondents 

(67.57 %). While 83 respondents (22.43 %) considered having high compliance. And 37 respondents (10%) considered 

having a level of employee compliance that was in the low category. This shows that the level of conformity influences 

employees compliance enough by influencing the environment to comply with regulations, reminding friends to 

obedient, but not modeling behavior that adheres to the environment to achieve uniformity. This also possible because 

of the greater factor of respondents working as staff, so that it seems that the level of conformity can be done easily on 

staff because staff have more opportunities to group with friends whom they consider the same and will try to equalize 

their environment. According to Federich (2012) social  conformity provides a social influence that aims for 

individuals to change their attitudes and behavior in accordance with existing social norms. So that management can 

improve the form of conformity to make it easier to achieve company goals, namely an environment that is obedient 

and obedient in comparative analysis. In comparative analyzes were conducted to prove whether the stronger the 

culture of the organization it will be the higher the level of compliance of its employees. The results show there are 
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differences between the height and low compliance of employees with strong and weak organizational culture. On the 

other hand, there is also a difference between the high and the low compliance of employees on belief, accept and act 

aspects with strong and weak organizational culture. This also shows there is a connection between the two. So that by 

strengthening the organizational culture will improve employee compliance. This in line with Fakhri (2013) research 

shows that there are still employees who arrive late at work lacking an indecisive organizational culture to maintain 

employee compliance. 

  

VI. RESEARCH FINDINGS 

 

In comestible manufacture company ideally have work result oriented employee in organizational culture.  

Productivities are important for the company's profits. However, this study shows different results. The organizational 

cultureon orientation towards results aspects in comestible manufacture company in Indonesia is in the weak 

category. This is contrary to the main purpose and obligation of employees to improve work outcomes. So that this 

becomes a new finding that the organizational culture of comestible manufacture company in Indonesia has not led 

employees to be oriented towards maximal work results. 

  

VII. CONCLUSION 

 

Profile of the object of the research  that the respondents have a greater percentage in the age range of 20-30 years. For 

respondents of female percentage is greater than men. For respondents who have a final education S1/D4 the 

percentage is greater when compared to other education levels. for respondents who have a tenure of 1-3 years, the 

percentage is greater when compared to other years of working periode. And more respondents in this study are 

currently working on staff positions. Organizational culture categorization of respondents representing employees 

in comestible manufacture company in Indonesia tends to be larger in the medium category and on aspects 

of innovation and risk taking, attention to detail, orientation to individuals, orientation to the team, aggressiveness 

and stability percentage is greater in the medium category. While the orientation of the results in the low category. 

Employees compliance are in the medium category and on aspects of belief, accepting  and act percentage is greater in 

the medium category. The categorization of employee compliance on aspects of conformity is greater in the medium 

category. In comparative analyzes, there is a difference between the high and the low compliance of employees 

with strong and its weak organizational culture. And there are also differences between the high and low compliance of 

employees on the aspect of belief, accept and act with strong and weak organizational culture. So, as to  stronger the 

organizational culture will be the higher the level of compliance of employees and also that the stronger the 

organizational culture will be the higher the level of compliance of employees in the aspect of belief, accept and act. 

 

VIII. RESEARCH LIMITATIONS 
 

The research still had limitations in taking research samples that were not too broad. On the results of data processing 

that tends to be making high and low the culture of employee organization and compliance is not very visible. In profile 

of the research object, the population tends to be more than 1-3 years working period, so it tends to be new in assessing 

the organizational culture in the company. In addition, respondents who tended to work more as staff made their 

judgments tend to follow as far as their role as staff who obeyed the rules in the company. 

 

IX. SUGGESTIONS FOR FUTURE RESEARCH 

 

Suggestions for future research are expected to be able to conduct research with different samples, such as company 

employees with other business fields according to the phenomena in the field. In addition, research can be done by 

linking organizational culture or employee compliance with other variables or with other factors that can influence such 

as employee satisfaction, work motivation, self-efficacy, work management. Researchers can also conduct research on 

employees who have a working period of more than 5 years in the company so they can be with strongly assess the 

company more objectively. For the categorization range, it can also give variation by eliminating the medium category, 

so that it does not look biased and can see the high and low results of the data distribution more clearly. 
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