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Abstract—This research is conducted to see the direct and 

indirect relationship among organizational culture, 

organizational learning and creativity as well as employee's 

performance. With the assumption is that employee’s 

performance can be affected by a conducive organizational 

culture, a sustainable learning process, and creativity awareness 

of the employees. This study applied the quantitative method 

with the total samples are 96 employees consisting of BNI’s 

employees in 14 branch offices, East Java, Indonesia. The data 

was analyzed by using PLS method in order to measure both the 

indirect and direct relationship between organizational culture, 

learning organization, creativity, and the employee’s 

performance. The result shows that there is relationships 

between the organizational culture, organizational learning, and 

creativity with the employee’s performance. The relationship 

among the tested variables shows that the indirect relationship 

between organizational cultures with the employee’s 

performance through organizational learning and creativity is 

stronger than the direct relationship among them. It is important 

to measure employee’s performance in order to know the 

organizational performance. Organizational culture, 

organizational learning and creativity are some variables among 

other variables that affect the employee’s performance. 

Employee’s performance itself is important in order to anticipate 

the fast changing of the society both related to the habit and 

technology. The further study is needed to know that other 

variables affect the employee’s performance in relation with the 
changing demand. 

Keywords: organizational culture, organizational learning, 

creativity, employee’s  performance 

I. INTRODUCTION  

Based on the previous study that examine the relationship 
between organizational culture, organizational learning, 
creativity and employees performance [1-10]. Organizational 
culture defines as a group’s pattern of values and belief that 
help the individual understands the function of the organization 
and guide them about how to behave in it [11]. Organizational 
culture is directly connected with individuals’ behaviour and 
their interaction in the organization [12]. Research on 
organizational culture explains that organizational culture 
influences posture strategically related to innovation and this 
relationship not the same according to each national cultural 
background [13]. Organizational culture are seen as the 
positive impact for the future organization growth [1-3].  

Employee’s performance is influenced by organizational 
learning that is strenghtened by the organizational culture. 
Based on Argote, organizational learning has three sub-
process: creating, maintaining and knowledge transferring [14]. 
It gives opportunity for the employees to learn about 
organization and how to show a good performance [4-6] and 
during the learning process they can stimulate the creativity 
[15].  Creativity is transformation new knowledge on products, 
processes, services and actions using something new [16].  
Creativity can be reached if the atmosphere is conducive [17]. 
What is meant by conducive is the atmosphere provides a 
freedom, autonomy, clear rules and also free access to 
information resources [18]. Besides, creativity is an important 
role to encourage competitiveness in increasing performance 
[7,19] and the contribution has been proved [8-10]. 

The researcher conducted this research in banking business 
area, namely Bank Negara Indonesia (BNI) with some reasons, 
first,  bank is a company that directly involves the people’s 
activities both in formal or informal and at all levels that occur 
in the community use this service. Second, BNI applies some 
elements related to the human resources management including 
organizational culture, organizational learning and creativity. 
Culture phenomenon, BNI applies the 46 principals in the 
working culture (professionalism, integrity, orientation and 
continuous improvement). Organizational learning 
phenomenon where it is hoped that by the implementation  of 
organizational culture, it can help the learning process that is 
done by creating and holding some trainings such as: 1) 
creating modules for the training related to credit area and the 
banking operational in BNI Corporate University, 2) designing 
a training development program using competency based 
approach and managing the training based on the suggestions 
of all units in the company in order to support the target 
achievement. Creativity phenomenon means that the 
employees are given a change to freely and healthy compete 
with each other based on their given job division. Moreover, 
with the status of most of the employees are temporary worker, 
it gives broader authority for the company to make the policy 
in human resource management and in evaluating the 
performance. Those above factors are the main reason for the 
researcher to conduct a study to see what efforts are done by 
each employee in maintaining his/her good  performance.  

The sample of this study is the representative of employees, 
96 employees which consist of BNI’s employees, East Java, 
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Indonesia. The expected result from this study is that there is a 
significant role of the implementation of organizational culture, 
organizational learning, and creativity toward the employees’ 
working performance.  

This research consists of three main parts; the first is an 
explanation of the literature review and the hypothesis 
development, the second is about the methodology, and the 
third is the finding and discussion. 

II. LITERATURE REVIEW AND HYPOTHESES DEVELOPMENT 

A. Organizational Culture, Organizational Learning, 

Employee’s Performance 

Kotter and Heskett mentioned in their research that 
organizational culture has a significant long term effects 
toward employee’s performance [20]. Another study by Riani 
stated that the existing of organizational culture eases the 
employees to adapt with the working environment, helps them 
knowing how they should behave related to the values applied 
in the office, and the employees will highly respect the culture 
and make it as the behavioural basis in performing their job 
[21]. Saeed et al stated that if there is a decrease in the 
organizational culture, the working performance of the 
employees will also decline since the culture is a root that 
attached in the employee’s mindset as their value and their 
model in doing the correct and proper job, to support the good 
performance [3]. Another result that support the importance of 
organizational culture was done by Nikpour in which he 
emphasized that if the organizational culture is not in line with 
the employers’- the ones who had the internal/ external 
authority- dynamic concern, the organization will decrease the 
succeed in the performance, like what happened in some 
organizations [1]. Similar result is also found in Syafii et al 
about the relationship between organizational culture an 
employee’s performance [2]. Referring to the above literature 
studies, the hypothesis that is proposed is: 

H1= Organizational culture has significant effect on the 
employee’s performance. 

Researches done by Abdi [22] and Alsabbagh [23] 
mentioned that there is a relationship between organizational 
culture and organizational learning in creating the good 
working performance of the employee. Organizational learning 
is assumed as the dynamic process based on the knowledge that 
forces the all level of employees to keep on moving, started 
with the personal level, then group level until the 
organizational level. By having the above fact, the proposed 
hypothesis is: 

H2= Organizational culture has significant effect toward 
organizational learning. 

Flowers in Ariani described that organizational culture has 
a role in the learning process, in which it is used as one of the 
ways to develop [24]. It is comprehended as a process instead 
of aim, so it needs to change and have a continuous 
improvement, not simply a quick jump or a quantum. 
Organizational learning requires culture to support and 

facilitate the learning process [12]. It can grows properly in the 
atmosphere where communication is done openly and highly 
supported [25]. Sathe in Azadi et al mentioned that culture in 
an organization influences all aspect of the life and behaviour 
in the organization in five basic process: communication, 
teamwork, commitment, decision making and implementation 
[26]. Based on those experts opinion, organizational learning 
can run effectively if the organizational culture is exist, 
properly applied and it effectively supports the learning 
process, thus, the proposed hypothesis is: 

H3= Organizational culture significantly affects the 
working performance through organizational learning. 

B. Organziational Culture, Creativity and Employee’s 

Performance   

Taha and Sirkova mentioned in their study that some 
organizational cultures have: high standards for their new 
employee recruitment, high demands on creating new ideas, 
and force the their management to create a good atmosphere to 
encourage and stimulate the employees in creating new ideas, 
and also facilitate an accessible communication in the ideas 
creation, where all those things are able to create a great 
creative atmosphere [27]. Creativity is defined as somebody’s 
ability to think, make and develop ideas and new ways that can 
be used to see both the problems and opportunities that leads to 
creative solutions [28], thus the proposed hypothesis is: 

H4= Organizational culture significantly affect creativity.  

Organizational culture that can generate employee’s 
creativity is a working atmosphere which contains: freedom, 
autonomous, clear rules and also the availability of accessible 
resources [18]. The supportive organizational culture will 
encourage the employee’s intrinsic motivation that improve 
their creativity so that the employees are able to face the 
complex working condition independently. The relation 
between organizational culture and employee’s creativity lies 
in how far the company will let their employees to improve 
themselves [29], thus, the proposed hypothesis is:  

H5= Organizational culture have a significant effect on the 
employees’ working performance through creativity  

Based on the above empirical study, the hypothesis 
framework of this study is shown in figure 1. 

 

Fig. 1. Research’s hypothesis framework. 
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III. RESEARCH METHOD 

The population was all of BNI’s employees, East Java, 
Indonesia. The research was started in July up to September 
2019 and the total of questionnaires that were approved to be 
analysed were 96. 

The questionnaire applied the Likert Scale with the respond 
range was 1-5 and the indicator which was used were 
theoretical and empirical based. The analysis on organizational 
culture is based on Nikpour’s [1] opinion, while the indicator 
used to measure the organizational learning was based on and 
Abdi’s [22] research result. The analysis instrument applied 
Partial Least Square (PLS) to measure: validity and reliability, 
the relationship between variables both directly and indirectly. 

IV. RESULTS  

A. Descriptions of Respondents 

This research analysed the data taken from 96 respondents 
who answered the questionnaire. Most of the respondents are 
woman (72%) with the range age is 36-46 year-old (63%) and 
60% of their education backgrounds are Bachelor and Master 
Degree. The approximate working length is 10-15 years (64%). 

B. Analysis 

1) Validity and reliability analysis: The PLS outer analysis 

was used to test the validity and reliability to make sure the 

reflective model applied has already fulfilled the requirements. 

The test applied the correlation among the indicators with the 

construct score which was shown by the leading factor. 

Indicator with high construct score means that it has higher 

contribution to explain the latent construct. The indicators 

which reflected the consistent and stable construct have 

requirements of the loading factor > 0,7 with the Cronbach’s 

Alpha is more than 0,7. The validity test was seen by the 

number of AVE which is more than 0,5 that means the cross 

loading value or the construct latent indicator correlation is 

higher, compared to the value of the correlation among other 

construct indicators. This condition means the validity model 

measurement was fulfilled.  

Based on the output, the following table displayed the result 
of the validity and reliability test in the study: 

TABLE I.  VALIDITY AND RELIABILITY RESULTS 

No Criteria Standard 
Results of the Research 

OC OL Cre EP 

1 Cronbach’s 

Alpha 

>0,7 0,93 0,95 0,93 0,93 

2 Composite 
Reliability  

>0,7 0,94 0,96 0,94 0,94 

3 AVE >0,5 0,62 0,69 0,66 0,58 

Note: OC (Organizational Culture); OL (Organizational Learning); Cre (Creativity); EP 
(Employee’s   Performance)  

 
Table 1 showed that all variables tested in the study are 

already accomplished all the requirements, so they are all valid 
and reliable. 

2) Path analysis: This research applied inner model in PLS 

analysis to test the relationship between the exogenous and 

endogenous constructs that were hypothesized previously. The 

result was: 

TABLE II.  DIRECT AND INDIRECT RESULTS 

No Relationship  
R2  

(>0,67) 

tstat 

(>1,96) 

1 OCEP 0,82 2,006 

2 OCOL 0,75 2,861 

3 OCEP through OL 0,87 3,274 

4 OCCre 0,69 10,147 

5 OCEP through Cre 0,85 3,274 

Note: OC (Organizational Culture); OL (Organizational Learning); Cre (Creativity); EP 
(Employee   Performance)  

 
The result in Table 2 showed the value of R2 in all 

relationship that both the direct and the indirect have completed 
the requirements and stated as having significant influence. The 
result was strengthened with the result of the tstatistic that had 
higher value than the ttable, so it can be stated that the coefficient 
estimation value of the track is significant. 

In brief, the results of path analysis are shown in figure 2. 
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Fig. 2. Results of path analysis. 

V. DISCUSSION 

This research found that the organizational culture have 
significant positive effects toward the employee’s performance. 
It means that if the conducive organizational culture can be 
created, then the good employee’s performance will follow. 
This result supports the result of the previous research done by 
Nikpour [1], Syafii et al [2], and Saeed et al [3]. Thus, 
employee’s performance can be improved through well-created 
organizational culture. 

Based on the result that organizational culture positively 
affects the organizational learning, it can be said that there are 
many aspects which are in line in the organizational culture 
such as involvement, consistency, adaptability, and mission 
[1]. Another finding form the recent collaborative studies done 
by Abdi [22] and Alsabbagh [23] mentioned that organizational 
culture has a positive and significant relationship with the 
organizational learning.  

The role of organizational learning is to put a bridge 
between the organizational culture and the employee’s 
performance in which the organizational culture indicators are 
able to encourage the existence of employee’s performance 
created by the organizational learning. With result of 28% 
indirect effect of organizational culture toward employee’s 
performance through organizational learning and 26% of the 
direct effect. The result means that the indirect effect of 
organizational culture plays more on the employee’s 
performance than the direct one. The argumentation about the 
above fact is that employees supported with opportunity in 
learning can create better conducive organizational culture and 
automatically increase the performance. The same opinion 
stated by Schein [12], where it is mentioned that organizational 
learning needs culture both to support and to facilitate learning. 
Another similar opinion mentioned by Singh that learning 

process easily grow in the culture in which there is the 
existence of open communication and motivated [25].  

This research has found that organizational culture 
positively and significantly affects creativity. It means that 
when the good organizational culture is well built, the 
employees will have greater awareness and better motivation to 
create creativity.  Similar finding was found by Taha and 
Sirkova [27], Zhang [28]. Thus, we might suggest that good 
organizational culture would improve the employee’s 
performance. 

Based on the data analysis, the researcher finds that 
creativity statistically associates the relationship between 
organizational culture and employee’s performance. The 
percentage of the direct effect of organizational culture toward 
employee’s performance reaches 20%, while the indirect 
effect- though creativity- reaches up to 22%. Those fact shows 
that the indirect effect of organizational culture has bigger 
effect than the indirect one with the unavailability of creativity. 
In contrary, it can be said that creativity has creativity has the 
capability in connecting organizational culture with employee’s 
performance. Similarly, Runco [18] and Tika [29] also found 
that the interconnection between organizational culture and 
creativity, in which the creativity here give greater space for 
the employees to develop and finally improve their 
performance.  

VI. CONCLUSION 

The purpose of this study is examining the influential 
factors that affect the employee’s performance. The study had 
96 respondents who are the employees of bank that represented 
by the employees of the BNI Branch offices in East Java 
Region - to answer the questionnaire. The path analysis found 
that organizational learning and creativity are important in the 
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relationship between organizational culture and employee’s 
performance. Independently, organizational culture positively 
affects employee’s performance. 

It should be noted that the limitation of this study is 
particularly focus on the banking field which makes the result 
is specific and unable to be generalized for all business. 
Accordingly, future study may be carried out by making 
comparison between the other field such as governmental 
institution or other public business. 

 

REFERENCES 

 
[1] A. Nikpour, “The Impact of Organizational Culture on Organizational 

Performance: The Mediating Role of Employee’s Organizational 
Commitment,” International Journal of Organizational Leadership, vol. 
6, no. (2017), pp. 65-72, 2017.  

[2] L.I. Syafii, A. Thoyib, and U. Nimran, “The Role of Corporate Culture 
and Employee Motivation as a Mediating Variable of Leadership Style 
Related with the Employee Performance (Studies in Perum Perhutani),” 
Procedia Social and Behavioral Sciences, vol. 211, pp. 1142-1147, 2015. 

[3] R. Saeed, S. Mussawar, R.N. Lodhi, A. Iqbal, H.H. Nayab, and S. 
Yaseen, “Factors Affecting the Performance of Employees at Work 
Place in the Banking Sector of Pakistan,” Middle-East Journal of 
Scientific Research, vol. 17, no. (9), pp. 1200-1208, 2013. 

[4] W.A. Nafei, “Organizational Learning and Organizational Performance: 
A Correlation Study in the Kingdom of Saudi Arabia,” American 
Journal of Social Science, vol. 4, no. (2), April 2015.  

[5] G. Gomes and R.M. Wojahn, “Organizational Learning Capability, 
Innovation and Performance: Study in Small and Medium-Sized 
Enterprises (SMES),” Manajemen Journal, vol. 52, no. (2), pp. 163-175, 
2017. 

[6] T.-J. Sirait, Manajemen Sumber Daya Manusia dalam Organisasi 
Internasional. Jakarta: Mitra Wacana Media, 2007. 

[7] J. Shinhe, “The Moderating Role of Non-Controlling Supervision and 
Organizational Learning Culture on Employee Creativity,” European 
Journal of Training and Development, vol. 41, no. (7), pp. 647-666, 
2017. 

[8] G. Tang, B. Yu, F.L. Cooke, and Y. Chen, “High-Performance Work 
System and Employee Creativity: The Roles of Perceived Organisational 
Support and Devolved Management,” Personnel Review, vol. 46, no. 
(7), pp. 1318-1334, 2017.  

[9] M. Jafari and H.R. Zarghami, “Effect of TRIZ on Enhancing 
Employees’ Creativity and Innovation,” Aircraft Engineering  and 
Aerospace Tehnology Journal, vol. 89, no. (6), pp. 853-861, 2016.  

[10] I. Shin, W.M. Hur, and H. Oh, “Essential Precursors and Effect of 
Employee Creativity in a Service Context: Emotional Labor Strategies 
and Official Job Performance,” Journal of Career Development 
International, vol. 20, no. (7), pp. 733-752, 2015. 

[11] R. Deshpande and F.E. Webster, “Organizational Culture and Marketing 
Defining the Research Agenda,” Journal of Marketing, vol. 53, no. (1), 
pp. 3-15, 1989.  

[12] E.H. Schein, Organizational Culture and Leadership. Fourth Edition. San 
Fransisco CA: Jossey-Bass. A Wiley Imprint, Market Street., 1991. 

[13] A. Engelen,  S. Schmidt,  L. Strenger, and M.  Brettel,  “Top 
Management’s Transformational Leader Behaviours and Innovation 
Orientation: A Cross-Cultural   Perspective   in    Eight    Countries,”    
Journal   of    international Management, vol. 20, no. (2), pp. 124-136, 
2014.   

[14] L. Argote, Organizational Learning Research: Past, Present and Future. 
Carnegia Mellon University, USA: Management Learning, 2011. 

[15] V. Saadat and Z. Saadat, “Organizational Learning as a Key Role of 
Organizational Success,” Procedia - Social and Behavioral Sciences, vol.  
230, no. (2016), pp. 219–225, 2016.  

[16] L. Silberman, Active Learning. Bandung: Rosda Karya, 2006. 

[17] G.R. Oldham and A. Cummings, “Employee Creativity: Personal and 
Cntextual Factors at Work,” The Academy of Management Journal, vol. 
39, no. (3), pp. 607-634, 1996. 

[18] M.A. Runco, Creativity. Annual Review of Psychology, 2004. 

[19] S. Bridge, K. O’Neill, and S.  Cromie, Understanding Enterprise, 
Entrepreneurship and Small Business (2nd ed.). Basingstoke: MacMillan 
Press Ltd., 2003. 

[20] J. Kotter and Hesket, Corporate Culture and Performance. New York: 
Free press, 2012.  

[21] A.L. Riani, Budaya Organisasi. Yogyakarta: Graha Ilmu, 2011. 

[22] K. Abdi, A. Mardani, A.A. Senin, L. Tupenaite, J. Naimaviciene, L. 
Kanapeckiene, and V. Kutut, “The Effect of Knowledge Management, 
Organizational Culture, and Organizational Learning On Innovarion in 
Automotive Industry,” Journal of Business Economics and Management, 
vol. 19, no. (1), 2018.  

[23] M. Alsabbagh, “The Impact of Organizational Culture on Organizational 
Learning (An Empirical Study on the Education Sector in Damascus 
City,” International Journal of Academic Research in Business and 
Social Sciences, vol. 7, no. (4), 2017. 

[24] D.W. Ariani, Manajemen Kualitas Pendekatan Sisi Kualitatif. Jakarta: 
Ghalia Indonesia, 2003. 

[25] K. Singh, “An Analysis of Relationship Between The Learning 
Organization and Organization Culture In Indian Business 
Organization,” Organization and Markets in Emerging Economics, vol. 
1, no. (1), 2010. 

[26] A. Azadi, M.E. Farsani, R.M. Rizi, and S. Aroufzad, “Relationship 
Between Organizational Culture and Organizational Learning among 
Employees in Physical Education Organizations,” European Journal of 
Sports and Exercise Science, vol. 2, no. (1), 2013.  

[27] A. Taha and Sirkova, “The Impact of Organzational Culture on 
Creativity and Innovation,” Polish Journal of Management Studies, vol. 
14, no. 1, 2016. 

[28] J. Zhang, Z. Gong, S. Zhang, and Y. Zhao, “Impact of the Supervisor 
feedback Environment on Creative Performance: A Moderated 
Mediation Model,” Frontiers in psychology, vol. 8, p. 256, 2017. 

[29] M.P. Tika, Budaya Organisasi dan Peningkatan Kinerja Perusahaan. 
Jakarta: PT Bumi Aksara, 2006. 

 

Advances in Social Science, Education and Humanities Research, volume 409

460


