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Abstract 
Core organizational values or corporate values are values that are owned and 

implemented by any individual in any activity in the company where those values are believed 

can support the vision and mission of the company and also direct the organization towards its 

goal. Along with the development in the increasingly advanced business world, the company 

must also maintain its values so that they remain appropriate in maintaining the company's 

performance in achieving those vision, mission and goals. The purpose of this study is to 

evaluate the corporate values of one of the private company in Indonesia that has not yet have 

a specific way in evaluating them and prepare a system of evaluating model in the form of 

Standard Operating Procedure (SOP). This study uses Schwartz theory of basic individual 

values approach and importance-performance analysis. As a pilot project, the data were 

collected through questionnaires to 32 staff of the human resources development division. The 

results shows that the distribution of the data on each dimension of values spreads across all 

quadrants. Which means that every individual in the population has a tendency to perceive 

different levels of importance and performance of the value and has diverse understandings 

towards the values of the company.  
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I. Introduction 

 

The rapid development of a company is certainly cannot be separated from the hard 

work of the company's management that always directs its organization to the goals to be 

achieved in accordance with the vision and mission it has. In doing so, the management of the 

company needs to be supported by core organizational values so that the effort and the 

performance of the management to achieve the vision and mission of the organization are 

always in the direction that is expected. For the company, organizational values are values that 

are owned and implemented by any individual in any activity in the company where those 

values are believed can support the vision and mission of the company.   

According to Schwartz and Bilsky (1994), values are cognitive representations of 

important human goals or motivations that must be communicated to coordinate their behavior. 

Therefore, values become encouragement and motivations of people to behave including when 

they work.  The values applied by the organization certainly aim to motivate its employees to 

behave in accordance with what is expected to achieve organizational goals. Ferguson and 

Milliman (2008) said that a value explains what is important to the organization and can be 

used to direct the behavior of its employee. They also stated that the core values of the 

organization can take the form of formal or informal but whatever their values they are at the 

core of organizational culture and represent the philosophical views, priorities, and goals of the 

organization. In one sense, value represents the "soul" of an organization and reflects its sense 

of spirituality. Therefore, the goals and values of an organization provide a basis for 

organizational practice and the context in which employees think, act and make decisions.  

Based on the description above, the company's values must be measurable so that the 

company can find out its performance and evaluate it periodically. This study aims to evaluate 

the core organizational values of a corporate organizations with Schwartz theory of basic 

individual values approach and importance-performance analysis. This study has been 

conducted by PT X, one of the largest private companies in Indonesia. As the first pilot project, 

the research sample data has been taken from employees in the HR division. This is done 

because the HR division is the party that socialized the company's values to other divisions and 

departments in the company. Therefore, the evaluation of the performance of corporate values 

must start from this division. This study can help the management of PT X in evaluating their 

core organizational values so that they can align and direct the performance of its employees 

and make them right on target in achieving the vision, mission, and goals of the organization.  
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II. Literature Review  
 

Values  

Value are a belief that can influence and refer to the desired goals. It can be a standard 

criteria which has a sequence of levels of interest in a person so it becomes guidance and 

motivation for the person to behave and act. According to Schwartz (2012), each person hold 

some values with different levels of importance. Some values can be very important for 

someone but cannot be for others. His theory adopting the concept of value which has six main 

features where values are a belief, refer to desired goals, go beyond certain actions and 

situations, become standard or criteria, sorted based on relative importance between each other, 

and some of them which have a relative level of importance become guidelines for action.  

However, the six formal features that define the above values have not identified 

important features of the value content that distinguish from one another.  The distinguishing 

feature is the motivational content of these values. It is because values are cognitive 

representations of human important goals or motivations that must be communicated by 

humans in order to coordinate their behavior.  Content that distinguishes one value significantly 

from another is the type of motivation or purpose which represents it (Schwartz and Bilsky, 

1994).  

In his journal of “Refining the Theory of Basic Individual Values” in year 2012, 

Schwartz has developed his value theory model, which previously consisted of 10 types of 

values, into 19 types of motivational values. Those values are self-direction-thought, Self-

direction-action, Stimulation, Hedonism, Achievement, Power-dominance, Power-resources, 

Face, Security-personal, Security-societal, Tradition, Conformity-rules, Conformity-

interpersonal, Humility, Benevolence-dependability, Benevolence-caring, Universalism-

concern, Universalism-nature, and Universalism-tolerance. This values theory is the one that 

will be used as the basis and reference for evaluating the company's core values.  

 

Core Organizational Values  

According to Ferguson & Milliman (2008), value explains what is important from an 

organization and can be used to direct employee behavior. Value provide a basis for 

organizational practice and context for employees to think, act and make decisions. The 

effective core organizational values is defined as a broad unique belief and idea of an 

organization that intrinsically influences employee attitudes and behavior to achieve broader 
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institutional and community goals and also promotes the achievement of employees' personal 

aspirations (Harmon, 1996 & Lewis, 1997). Harmon (1996) suggest that there are multiple 

types of core values and that organizations need to have different values for balance and to 

accomplish specific different purposes. In the other hand, Ferguson & Milliman (2008) said 

that it is important for organizations not to adopt too much value. It is also important to note 

that the core values of an organization are usually expressed in more general terms and some 

statements as guidelines are often needed to help employees to have better understanding so 

that they able to apply value in their daily work and in decision making.  

For PT X, the company values are values that are owned and implemented in each 

activity by all individuals at PT X, where these values are believed to support the company's 

vision and mission. The PT X core organizational values or corporate values consists of 

Accountabilty, Strive for Excellence, Integrity, Service-mindedness, and Team Work.  

 

Importance-Performance Analysis  

Importance-Performance Analysis is a descriptive statistical method that was first 

introduced by John A. Martilla and John C. James in 1977. Importance Performance Analysis 

is the result of research delivered in the form of 2-dimensional quadrants that are graphical and 

easy to interpret. The following are the quadrant exemplified by Martilla and James.  

 

 

 

 

 

 

 

 

 

 

 

 

Figure 1. Importance Performance Analysis Grid 

Source: Martilla & James (1977)  
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According to Martilla and James (1977), Importance Performance Analysis is divided 

into four quadrants and any factor that lies in each quadrant has its own interpretation. By 

looking at figure 1 above, any factors that lies in A quadrant or Concentrate Here are 

considered as important and expected factors, but have low or unsatisfactory performance. 

Therefore, the management of the company is obliged to allocate adequate resources to 

improve the performance of these various factors. The factors that lie in this quadrant are 

priorities for improvement. Meanwhile, any factors that lies in B quadrant or Keep Up The 

Good Work are considered important or expected and also have satisfying and good 

performance. Hence, the management of the company is obliged to ensure that the performance 

of the institution through those factors are always continue to be maintained. Different from 

the two previous ones, any factors that lies in C quadrant or Low Priority have a low level of   

performance as well as being considered not important  or not to be expected. That is why the 

management does not need to prioritize or give too much attention to those factors in this 

quadrant. Another case with D quadrant or Possibly Overkill, any factors that lies in it are 

considered unimportant but have good performance so that the management needs to allocate 

resources related to these factors to any other factors that have higher priority handling which 

still require improvement.  

 

III. Methodology  

   

Data used in this study are obtained from literature study of the theory, company 

archive, and field research such as interview and questionnaire. The literature study is 

conducted after gathering data of the company archive about corporate values. This is done 

with the aim of adjusting the corporate values of the company with Schwartz's value theory so 

that it can be measured using Portraits Values Questionnaire (PVQ). The questionnaire itself 

has undergone an adaptation process and with the help of expert judgement it has been revised 

and refined to establish the basic validity content of the instrument. All items in the 

questionnaire are loaded on a 6-point Likert scale and using two scale model to measure the 

respondent’s level of importance and perception of the performance. The greater the scale score 

chosen by the respondent the more important and perceptively have higher level of compliance 

or performance in their workplace. The data collection is conducted by distributing the adapted 

questionnaire and must be answered by 32 respondents of Human Resources division staff.  
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The validity and the reliability test that is used in this study are convergent validity and 

construct reliability. The convergent validity and construct reliability are calculated using the 

formula that are mentioned by Fornell and Larcker (1981) in their journal.  The criteria for 

convergent validity is as follows: If the value of convergent validity ≤ 0.5 then declared invalid 

and if the value convergent validity > 0.5, then declared valid. Meanwhile, the criteria for 

construct reliability is as follows: If the value of construct reliability ≤ 0.7 then declared 

unreliable and if the value of construct reliability > 0.7 then declared reliable. In this study, the 

testing of validity and reliability is carried out on each dimension and its item group. As a 

result, each dimension and its item group are declared valid and reliable.  

  Data processing is done by changing the raw score into a standardized weight score 

using z scores. Then the score weight is processed by calculating the mean score and the results 

are presented with the Importance-Performance Analysis method with scatter dot graphs 

display.      
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IV. Result and Discussion  

 

This section presents the result from the data analysis and the interpretations. The five 

core organizational values of PT X has been calculated for each value using mean score and 

the Statistical Package for Social Science (SPSS) version 25.0 was employed to make the 

importance-performance analysis graph. The following is the result of the data processing:  

 

  

 

 

 

 

 

 

 

 

Figure 2. Importance-performance Analysis Graph – Each Dimension of Values  

 

The expected result of the assessment is that the distribution of the respondents’ sample 

data in the graph of each value above gathered or concentrated on quadrant B, which means 

that the population measured through the sample has a high perception of the importance of 
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value and also has a satisfactory or good performance of value. However, based on the results 

of the above data (Figure 2), it can be seen that the distribution of respondents' sample data on 

each dimension of values spreads across all quadrants. This means that every individual in the 

population has a tendency to perceive different levels of importance and performance of the 

value. This also means that the employees' understanding, particularly HR staff, towards the 

value of PT X varies so that their application to the work is still diverse. In other words, PT X's 

corporate value has not been internalized and well understood by all staff in the HR division.  

 The r square score are also low (<0.5) in each graph of PT X value. It shows that the 

level of importance and performance of the values has a very weak relationship. Meaning, even 

though these values are considered important to a person, but not necessarily that person will 

apply or perform according to these values and even if a person performs well and applies these 

values in his performance, but not necessarily the person considers that value important to him. 

 

Table 1. Mean Score of PT X’s Values  

No. VALUES M.P. M.I. 
GAP 

(M.P. -M.I.) 

1 ACCOUNTABILITY 3.20 3.19 0.02 

2 STRIVE FOR EXCELLENCE 2.93 3.15 -0.23 

3 INTEGRITY 2.79 3.27 -0.48 

4 SERVICE MINDEDNESS 3.15 3.16 -0.01 

5 TEAM WORK 3.09 3.11 -0.02 

 

 

 

 

 

 

 

 

 

 

 

Figure 3. Importance-Performance Analysis Graph – Comparison between PT X’s 

Values  
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By looking at the result of the overall score and the comparison of each value of PT X 

(Table 1 and Figure 3), It shows that Accountability, Service-mindedness, and Team Work have 

low gap score (<0.1) and are located in B quadrant. It means that these 3 values already have 

high level of importance and good or satisfying performance in the HR division, so that the 

management of PT X only needs to maintain this conditions. However, the other two 

dimensions of value, Strive for Excellence and Integrity, have high gap score (> 0.1) and are 

located in A quadrant. It means that the two dimensions of value are considered important but 

their application in the performance is not good enough and satisfying, so that the management 

of PT X is obliged to allocate its resources to improve the performance of the two values in the 

HR division. 

It is suggested that PT X can provide its staff, especially the staff of the HR division, 

an internalization program or activity that can gives the employees a deeper understanding of 

the corporate values so that they are able to apply the values of the company in their work and 

improve their performance.  

 

V. Conclusion and Recommendation  
 

The theoretical approach of Schwartz Individual Basic Value that has been used as a 

basis for assessing the core organizational values of PT X can provide a basic foundation for 

management in evaluating the values of the company. The importance-performance analysis 

method used is also able to map the level of importance and performance of the company 

corporate values from its employees so that the management can identify the corporate values 

that require improvement, maintenance, and allocation in terms of efforts and resources so that 

their performance can be better and more balanced to its employees. The evaluation of the 

corporate values of the PT X that has been carried out also contributes to the preparation of a 

system model or evaluation procedure in the form of a Standard Operating Procedure (SOP) 

that can be used by the management whenever they wants to do an evaluation in the future. 

However, it is important to realize that this evaluation is a pilot project and the first trial using 

a limited number of samples, so the results cannot be said to be final or perfect. Therefore, 

further efforts with further observation and evaluation of this process still need to be done for 

its development. 

In order to be able to improve and get a better picture of the results in evaluating the 

company's values, the company is advised to collect data with a larger sample size and a more 
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diverse employee population. The evaluation also needs to be repeated so that the effectiveness 

of the procedures can be evaluated and also developed. In addition, the management can also 

try to use other theoretical approaches or other analytical methods so that the results can be 

compared or combined. 
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