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 Abstract: - The aims of this study were to explain: (1) the influence of organizational culture on innovative work 
behavior; (2) the influence of organizational culture and innovative work behavior on employee performance; 
and (3) the role of innovative work behavior in mediating the influence of organizational culture towards 
employee performance in the Rural Bank industry in Badung Regency, Bali Province. This research was 
conducted in 52 Rural Bank in Badung Regency, with 156 employees as respondents. Data was collected by 
questionnaire instruments that had been tested for validity and reliability. Data analysis was performed using the 
SEM-PLS approach. The results revealed that organizational culture had a positive and significant influence on 
innovative work behavior. Organization culture and innovative work behavior also showed positive and 
significant impact on employee performance in the Rural Bank industry. In addition, it could be concluded that 
innovative work behavior mediates significantly the influence of organizational culture towards employee 
performance in the Rural Bank industry in Badung Regency. 
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1 Introduction 

The increasing competition in various economic 
sectors is triggered by globalization requires 
industry players to adjust their behavior, methods, 
and business strategies to be able to maintain 
business existence and sustainability. Adaptability to 
respond the changes in the company's internal and 
external environment is absolutely necessary 
considering the environment is one of the dominant 
factors which determines the sustainability and 
competitive advantage of the company [1;[2]. 
Competition that occurs currently without exception 
is also be perceived by the banking sector business. 
One of the developing banking sector businesses in 
Indonesia is the Rural Bank. 

Rural Bank business activities are primarily 
intended to serve small businesses and communities 
in rural areas.  There are 135 Rural Bank in Bali 
Province spread across nine regencies / cities, and 
among them, there are 52 Rural Bank operating in 
Badung Regency which is the region with the hugest 
economic development.  

Compared to the standards (best practices) set by 

the Financial Services Authority, the performance of 
Rural Bank in Badung Regency for the past 3 
(three) years has shown a fairly good performance. 
An unfavorable development occurred in the Non-
Performing Loan (NPL) indicator, which included 
bad debt, doubtful and loss loan. Even now, the 
NPL of Rural Bank  in Badung Regency is almost 
doubled the Financial Services Authority standard. 

Employee performance will greatly determine 
the performance of Rural Bank in Badung Regency. 
From the evaluation results conducted on Rural 
Bank  employees in Badung Regency, it discovered 
that the majority of employees are unable to meet 
the predetermined targets in terms of lending and 
third party funding, in this case the role of directors 
becomes more dominant. Therefore, it indicated low 
quality of employee performance. 

Research on employee performance has been 
carried out by several researchers such as, [3]; [4]; 
[5]; [6]. [3] conveyed that employees are valuable 
resources (assets) of the organization. 

WSEAS TRANSACTIONS on ADVANCES in ENGINEERING EDUCATION 
DOI: 10.37394/232010.2020.17.8

I. Made Astrama, Ni Nyoman Kerti Yasa, 
 Gede Adnyana Sudibia, 

Desak Ketut Sinta Asih

 
E-ISSN: 2224-3410

 
66

 
Volume 17, 2020



Organizational success or failure really depends on 
employee performance. Therefore, organizations 
invest large amounts of funds on employee 
development. Whereas, [4] emphasized that 
individuals working in business segments are 
motivated by autonomy, freedom and responsibility 
which given in carrying out their duties according to 
the determined position. While, [5] discovered that 
if top management puts their focus on employee 
motivation, it will positively enhance employee 
performance. Furthermore, [6] stated that companies 
with trained employees have more positive impact 
on the employee performance. 

Employee performance in a company could be 
influenced by several factors; one of them is 
organizational culture. As an organization, 
especially those engaged in merit / services such as 
banking, honest and specialized human resources 
with particular skills and abilities are greatly 
required. Furthermore, this industry also demands 
work culture which is reflected from prevailing 
culture in the company or also called organizational 
culture. It has imperative role in lifting up 
organizational performance including employee 
performance. Organizational culture is 
conceptualized as shared beliefs and values within 
organizations that contribute to form employee 
behavior patterns [7]. [8]  defined organizational 
culture as an impetus that acknowledge the efforts 
and contributions of organizational members and 
provides holistic comprehension of what and how to 
achieve it, how goals are interrelated, and how each 
employee can achieve goals. In addition, [9]  
summarized organizational culture as a collective 
process of thought that distinguishes one group 
member from another group. Thus, the concepts 
above emphasized that organizational culture could 
be a room to keep the employees in line with 
organizational goals. 

Innovative work behavior reflects the ability of 
individuals to adapt effectively to their work by 
modifying themselves or the work environment 
through innovation [10]. Many studies have found 
that being creative at work prone to allow 
employees to improve their personal performance 
[11]; [12]. Some researchers showed that innovative 
work behavior has a positive effect on individual 
performance. Based on the research conducted by 
[13] revealed that innovative work behavior is 
positively related to task performance. Whereas, 
[14] in his findings explained how innovative 
behavior of teachers could enhance teachers 
performance to be more productive. Similarly 
research conducted by [15], empirical evidence 
found that behavior innovative and loyal attitudes 

have a positive impact on the lectures performance. 
Strong innovative behavior has a positive effect on 
career satisfaction with lecturer performance as an 
intervening variable. Furthermore, loyal attitude is 
also shown a positive effect on career satisfaction 
with lecturer performance as an intervening 
variable. Therefore, lecture performance is proven 
in bridging the gap. 

Based on empirical research, business issues, and 
research gaps relating to innovative work behavior, 
organizational culture and employee performance, it 
is necessary to conduct further research on the 
influence of organizational culture on employee 
performance mediated by innovative work behavior 
in the Rural Bank industry in Badung Regency, Bali 
province.  

The purpose of this study are to explain: (1) the 
influence of organizational culture on innovative 
work behavior; (2) the influence of organizational 
culture and innovative work behavior on employee 
performance; and (3) the role of innovative work 
behavior in mediating the influence of 
organizational culture towards employee 
performance in the Rural Bank  industry in Badung 
Regency, Bali Province. 

 
2.Literature Review 
2.1. Organizational Culture 

In general, every company has an organizational 
culture that is values and trust in order to foster a set 
of management practices to overcome the problems 
of internal integration and external adaptation to the 
company, where the activities carried out come from 
the dominant existed values in the organization. The 
definition proposed by [16], emphasized that 
organizational culture is the norms and values that 
direct the behavior of organizational members. Each 
member will behave in accordance with the 
prevailing culture in order to be accepted by the 
environment. The theory proposed by [17] that 
organizational culture can be found in 3 (three) 
levels, namely assumption level, values, and 
artifacts. 

[18] argued that "organizational culture is a set of 
assumptions or systems of beliefs, values and norms 
developed in organizations that serve as guidelines 
for the behavior of its members to overcome the 
problem of external adaptation and internal 
integration". [9] defined culture as the collective 
programming of the members of one group or 
category of people from another. The definition of 
mind in that concept is head, heart, and hands, 
namely thinking, feeling, and acting, with 
consequences against beliefs, attitudes, and skills. 
Culture involves values, where value system is the 
core of culture values will include the overall 
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concept of symbols, heroes, and rituals [9]. 
The organizational culture according to [9] 

included five dimensions, namely: 
1) Affectivity (need for rewards) versus affective 

neutrality (survive).  
2) Self-orientation vs. collectivity orientation. 
3) Universalism (applying general standards) versus 

particularism (taking relationships specifically 
for certain cases or conditions). 

4) Ascriptions (judging them for what they are) 
versus achievement (judging others according to 
what they do).  

5) Specificity (limiting relationships with others in 
special circumstances) versus diffusiveness 
(unpriority restrictions in natural relationships).  
The cultural model of [19] presented the 

interrelationships between organizational culture, 
management practices, performance and 
effectiveness. This model explained the importance 
of the relationship of management practices with 
basic assumptions and beliefs in assessing the 
effectiveness of organizational culture. [19] divided 
the organizational culture dimensions based on four 
main culture traits, namely: (1) adaptability; (2) 
mission; (3) involvement; (4) consistency. Hofstede 
and Schein's theory of elements and level of 
organizational culture could be collaborated with 
theory of [19], that in essence, the model of 
organizational culture developed from time to time 
has a relationship with one another, which includes 
beliefs, values, and norms which recognized by the 
company, then realized in the form of a goals, 
vision, mission, and strategies that are believed to be 
achieved. The realization of the statement must be 
achieved through a real process practiced in the 
company. Organizational culture has elements that 
can influence the perfection of organizational culture 
formation. The elements of organizational culture 
proposed by[9] include: (1) professionalism; (2) 
leadership; (3) trust in colleagues; (4) regularity; (5) 
conflict; (6) integration 
 
2.2. Organizational Culture Inventory (OCI) 

The emergence of culture as a relevant concept to 
the organization and its effectiveness has resulted in 
many unresolved issues regarding organizational 
design, development, and organizational study. 
Unanswered questions about the meaning and 
content of culture [20]; methods that must be 
measured  [17] and, more fundamental, the cultural 
feasibility of   and direction to be taken. While the 
debate around these issues continues, culture has 
been accepted as a fact of organizational life by 
managers and has become an integral aspect of 
many organizational change programs. 

The concept of organizational culture stems from 
research in organizational behavior field which 
characterized by qualitative methods utilization. For 

some uses, this method comes from issues of 
interest to scientists who have studied in 
organization culture: symbolism, sense formulation, 
and socialization [20]. Involving unique individual 
perspectives who strongly agree with qualitative 
research. However one the strongest strategy for 
organizational development is data-based change - 
an approach that generally depends on the use of 
quantitative measures [21]. 

Qualitative and quantitative methods are 
complementary approaches for organizational 
processes and attributes study and assessment. 
Although both methods potential to produce a 
collection of cumulative information for assessment 
and testing of theories, a quantitative approach may 
be more practical for the purpose of analyzing data-
based changes in organizations. The method 
described here is a quantitative approach to the 
assessment of specific aspects of organizational 
culture, namely shared norms and expectations that 
guide members' thoughts and behavior. The 
measurement instrument in question is the 
Organizational Culture Inventory [22], designed to 
be used in intra-and inter-organizational 
comparisons in research and to promote cultural 
change through organizational development 
programs guided by surveys. 

 Organizational Culture Inventory (OCI) is an 
instrument designed to evaluate organizational 
culture in terms of norms of behavior and 
expectations related to shared beliefs and values of 
members of the organization [22]. OCI measures 
what individuals and groups within the company as 
expected of them and will be strengthened and 
valued. It also allows organizational members to 
consider a culture that for them would be ideal to 
maximize business performance, and what kind of 
behavior is expected of them in that ideal culture. 
Therefore, the difference between the current and 
ideal organizational culture of an organization can 
be measured by OCI. There are 12 sets of normative 
beliefs and expectations of shared behavior referring 
to 12 different cultural styles placed around the 
complex, with their proximity reflecting the 
expected level of association. The 12 intended 
cultural styles are: (1) achievements; (2) self-
actualization; (3) humanistic encouragement; (4) 
affiliates; (5) approval; (6) conventional; (7) 
depends; (8) avoidance; (9) opposition; (10) power; 
(11) competitive; (12) perfectionist. 
 
2.3. Innovative Work Behaviour (IWB) 

Innovation is seen as the creation and 
implementation of 'new combinations'. The term 
new combination can refer to products, services, 
work processes, markets, policies and new systems. 
In innovation, additional value can be created, both 
for organizations, shareholders, and wider 
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community. Therefore,themost definitions of 
innovation include the development and 
implementation of something new [23].However, 
the term 'new' explained by [24] does not mean 
originality but more refer to newness (novelty). The 
meaning of the novelty is made clear by 
Schumpeter's opinion that innovation is creating and 
implementing something into one combination. With 
innovation, people can improve the value of 
products, services, work processes, marketing, 
delivery systems, and policies, not only for the 
company but also for stakeholders and society [23]. 

'Novelty' is also related to the dimensions of 
space and time. 'Novelty' is tied to the dimensions of 
space, means that a product or service will be seen 
as something new in one place but not new in 
another place. However, this distance dimension has 
been bridged by the progress of information 
technology which is so powerful and could 
narrowed the distance. When a new invention is 
introduced to a particular society, in short time ,the 
world will know this breakthrough. 

Therefore, this 'novelty' is relatively more 
universal. Novelty is related to dimension of time. 
Based on Indonesian history, Borobudur and the 
making process of keris and batik are concluded as 
innovation in that era. The scope of innovation in 
organizations[25], starts from development and 
implementation of new ideas that have an impact on 
theory, practice, or lower scale and the improvement 
of daily work processes and work designs. If viewed 
from rapidity on inovation process, there are two 
kinds of innovations such as radical and incremental 
innovation [26]. Radical innovation is carried out on 
a large scale,specialized experts and usually 
managed by the research and development 
department. This radical innovation is often done in 
manufacturing and financial service institutions. 
Whereas incremental innovation is a process of 
adjustment and implementation of small-scale 
improvement. Those who make this innovation are 
all parties involved so that the empowerment 
approach is in accordance with this incremental 
innovation model [27]. 

The concept of 'Innovative Work Behavior' 
(IWB) is increasingly popular in the scientific 
literature. Economists define innovation as a major 
determinant of the competitiveness of companies 
hence social scientists and psychologists discuss 
how organizational innovation could be promoted. 
Employees are important drivers for organizational 
innovation. They have knowledge capital which is 
substantial for the development of innovation. It 
takes a new combination from existing habit, 
process and products. Central human resource 
challenge is to create an environment that stimulates 
employees to enable their innovative potential. 
Literatures about the concept of 'High Performance 

Work Systems 'or' social innovation 'illustrates the 
importance of employee-based and practice-based 
innovation for organizational survival [28].  

The founding fathers of the IWB concept, [28], 
did not define IWB. They only describe the behavior 
associated with the IWB and point to several 
surrounded dimensions. The authors, who provide 
definitions for IWB, mostly refer to general 
definition of innovation as proposed by [29]. The 
IWB dimension is divided into four types, 
including: (1) opportunity exploration, the 
emergence of an issue or riddle that need to be 
resolved. The trigger can be an opportunity to 
improve conditions or it can be a threat that requires 
immediate response; (2). The idea generation, is the 
next element of the IWB and forms the first step in 
exploiting opportunities. 
 
2.4. Employee Performance 

Etymologically, term of performance comes 
from word work achievement, as stated by [30]. He 
defined performance or work achievement as 
desired result of behavior. [31] revealed that work 
performance is a personal ability to achieve better 
achievement and organizational objectives. 
Whereas, [18]  defined performance as a successful 
achievement of employee in undertaking their duties 
within a specific period of time. 

The description of performance involves 3 
(three) substantial components, including: 
objectives, size, and assessment. Determining the 
objectives of each organizational unit is a strategy to 
enhance work performance. This goal will give 
direction and influence expected behavior of the 
organization work for everyone. However, setting 
goals solely is not enough because it requires a 
measure of whether someone has achieved the 
expected performance. For quantitative and 
qualitative, performance standards for each task and 
position play important role. The third aspect of 
performance definition is assessment. Regular 
performance assessment that is associated with the 
process of achieving each person's performance 
goals. 

This action will make people always oriented 
towards goals and work behavior accordance with 
the goals. Therefore, it is clear that the notion of 
performance with purpose, size, operational, and 
regular assessment has an important role in 
nurturing and lifting up people's motivation. An 
accurate identification of influence factors of work 
performance is a fundamental pathway for rigorous 
supervision and effective decision making in the 
process of strategy setting. Furthermore, the leader 
should understand about causality attribute that 
underline individual performance.  

[30] stated that employee performance is the 
result achieved goals by people in relation to their 

WSEAS TRANSACTIONS on ADVANCES in ENGINEERING EDUCATION 
DOI: 10.37394/232010.2020.17.8

I. Made Astrama, Ni Nyoman Kerti Yasa, 
 Gede Adnyana Sudibia, 

Desak Ketut Sinta Asih

 
E-ISSN: 2224-3410

 
69

 
Volume 17, 2020



position in the organization. According to [32], 
achievement or performance includes an 
organization's business objectives. For lower level 
managers, performance is a goal that helps people in 
achieving the overall mission. For each 
organizational unit the task of management is to 
achieve performance as measured by relevant 
criteria. For business companies, economic 
performance is measured by the value of sales, 
market share, profits, return of investment and assets 
growths. In line with Gibson's view of [32], they 
also indicated that the performance of each manager 
and unit is very much determined by the status of the 
organization, scope of duties and authority. 

To know the factors that influence the 
performance of employee, a review of several 
performance theories is required to be carried out. 
Theoretically there are three groups of variables that 
affect work behavior and performance, such as: 
individual, organizational variables and 
psychological variables. The three groups of 
variables affect work behavior which ultimately 
influence person / employee performance. Related 
behavior to performance linked to tasks must be 
completed to achieve the goals of position and task.  
[33] revealed several factors used to measure 
employee performance, namely: (1) The quality 
level of work results; (2) Tenacity and durability of 
work; (3) discipline and attendance level; (4) The 
level of cooperation between co-workers; (5) work 
safety concern; (6) work result responsibility; (7) 
initiative / creativity level 
 
2.5. Previous Research Result 

Research about positive influence of 
organizational culture against employee 
performance was conducted by [34];[35];[36];[37]; 
[38];[39];[40];[41]. Furthermore there were several 
studies that also showed the positive influence of 
organizational culture on innovative work behavior 
such as: [43]. Results of previous studies from: [14]; 
[15], revealed that innovative work behavior has a 
positive and significant impact on employee 
performance. Innovative work behavior also 
mediates the influence of organizational culture on 
employee performance, as well as research from: 
[44];[45]; and [13]. 

 
 

3.  Research Methodology 
The population of this study was the Rural Banks 

employees of Bali Province in the non Sarbagita 
area, which numbered 537 spread across 35 Rural 
Banks. Sampling is based on the Slovin formula 
with a precision level of 9%, so the sample size is 
100 employees. The method of determining the 
number of respondents in each Rural Banks is 
carried out in proportional random sampling. 

Data analysis was carried out with the SmartPLS 
3.0 program which consisted of 3 stages, namely: 
measurement model evaluation, structural model 
evaluation, and hypothesis testing. Evaluation of 
measurement models includes convergent validity 
and discriminant validity, while structural model 
evaluations include R-Square (R2), Q-Square (Q2), 
and Godness of Fit (GoF). 

 
4. Results And Discussion 
4.1. Data Analysis Result 

Data analysis with the SEM-PLS approach 
consists of two stages including the outer model and 
inner model examination. The outer model test was 
conducted to evaluate the first order construct, 
which was done by testing the validity and 
reliability of indicators on the construct. The test 
results indicated that all indicators meet the 
requirements of model validity and reliability. For 
more details, Figure 2 displays the outer loading 
indicator of the construct, and it appears that all 
indicators are valid considering the loading factor is 
more than 0.5. 

 
________________ 
Figure 2: Outer Loading 
Note: X = Culture Organization; Y1 = Innovative Work Behavior; Y2 = 
Employee Performance; X1 =  Constructive Culture; X2 = Passive-
Deffensive Culture; X3 = Aggressive-Deffensive Culture 

 
Because of the model has met the criteria of 

outer model, so that the inner test model has been 
second examination to evaluate the R-square and Q-
square values on endogenous variables such as 
innovative work behavior and employee 
performance. The R-square and Q-square values are 
shown in Table 1. 

 
Table 1 

R-Square and Q-Square Predictive elevance 
Variables R 

Square 
Q 

Square 
Innovative Work Behavior (Y1) 0.111  
Employee Performance (Y2) 0.765 0.791 

Source: Data processed, 2019 
 
Based on Table 1, it is be discovered that the R-

square value is 0.111 which means that 11.1% 
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variation in the value of innovative work behavior 
could be explained by variations in organizational 
culture. Similarly, the R-square value of 0.765 
explained that 76.5% of the variation in the value of 
employee performance is influenced by variations in 
organizational culture and innovative work behavior. 
It means that 22.9% of the variation in value from 
the business performance of silver handicraft SMEs 
in Gianyar Regency can be explained by variations 
in innovation and competitive advantage, while the 
remaining 77.1% is elucidated by other factors 
outside the research model. Whereas, the Q-square 
value of 0.7911 indicates that the model has high 
predictive prevalence, hence the model was feasible 
to predict. Figures of 0.791 can be interpreted by 
variations in employee performance by 79.1 percent 
can be explained by variations in organizational 
culture and innovative work behavior, while the 
remaining 20.9 percent is influenced by other 
variables outside the model. 

The inner model test is also done by evaluating 
the path coefficient between the research variables, 
both directly and indirectly, as presented in Table 2. 
 

Table 2 
Path Coefficient 

Path Original  
Sample 

T  
Statistics 

P  
Values 

X  Y1 0.333   4.776 0.000 
X  Y2 0.339   7.398 0.000 
Y1  Y2 0.701 17.051 0.000 
X  Y1  Y2 0.234   4.701 0.000 

Source: Data processed, 2019 
 
4.1. Hypothesis Testing Results 

Based on Table 2, hypothesis testing can be done 
by evaluating the regression coefficient, t-value, and 
p-value in each path. If the regression coefficient 
shows positive value, the effect will bein positive 
direction. Furthermore, if the t-value is greater than 
1.96 and the p-value is smaller than 0.05 then the 
effect is declared significant. In accordance with 
these criteria, the results of the research hypothesis 
testing are obtained as follows: 
H1 accepted:  Organizational culture has a positive 

and significant effect on employee 
performance.  

H2  accepted:  Organizational culture has a positive 
and significant effect on innovative 
work behavior.  

 
H3 accepted: Innovative work behavior has a 

positive and significant effect on 
employee performance.  

H4  accepted:  Innovative work behavior 
significantly mediates the influence 
of organizational culture on 
employee performance. 

 

5. Discussion 
5.1. The influence of organizational culture on 

employee performance 

The results of hypothesis testing indicated that 
organizational culture has a positive and significant 
effect on employee performance. This showed that 
better application of organizational culture will 
result in better employee performance. The test 
results proved that organizational culture reflected 
through 3 (three) dimensions, namely constructive 
culture, passive-deffensive culture, and aggressive-
deffensive culture with relevant indicators 
associated with employee performance in Rural 
Bank in Badung Regency.  

Badung proved to have good categories reflected 
by humanistic encouragement indicator (dimensions 
of constructive culture), conventional (passive-
deffensive culture dimensions) and power 
(aggressive-defensive culture dimensions) affect 
employee performance which highly reflected on 
quality level of work. Improvement quality of 
employee performance could happen if the company 
prioritizes their employee participation, supportive, 
constructive and open to the external influences. In 
the other hand, supportive characteristics of 
employee such as work carefully and 
bureaucratically, adjustable and obedience with the 
regulation is very helpful to achieve optimal quality 
of work. In addition, high responsibility, responsive 
towards their superior demands, the ability to 
supervise subordinate greatly influences quality 
level of work. Banking management that is full of 
trust and risks requires a supportive culture between 
stakeholder, develop and transparent, prudence 
priority, responsible are substantially needed in 
order to avoid public confidence loss and banking 
risks.  

This is consistent with previous research 
conducted by [46]. The result revealed that 
constructive organizational culture has a significant 
effect on employee performance. The existence of a 
significant influence shows that the better 
company's treatment on constructive organizational 
culture will absolutely enhance the employee 
performance. Passive-defensive organizational 
culture also has a positive and significant effect on 
employee performance. It showed that doing work 
conservatively, corporate bureaucracy, central 
decision making, and employee involvement in 
decision making have a positive influence on 
employee performance. Aggressive-defensive 
organizational culture is one factor that has a 
positive and significant effect on employee 
performance. This emphasized that a critical 
attitude, argumentation, appropriate use of power, 
not arbitrary, healthy competition, the assumption of 
employee competition could escalate employee 
performance If those indicators are maximized.    
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The research conducted by [34] found that 
corporate culture is imperative in every organization 
and it showed a positive impact on employee work 
performance. In addition, the corporate culture 
affected the level of organizationproductivity in a 
positive way. Every individual has a different 
culture and belief and when they joined an 
organization that has a totally different culture and 
belief, he must be allowed to internalize himself 
with the culture and values of the organization to 
find out whether he can handle it or not. In cases 
when organizational culture must be changed, 
employees must be informedinitially, thus it can 
improve commitment and efficiency of group. 
Organizational culture must bind all members and 
staff of the company because this will encourage 
uniformity among members of the organization and 
increase group commitment and efficiency.  

Other research, namely [36] stated that 
organizational culture as social glue and behavioral 
guidelines are urgently needed so that all parties can 
create maximum performance for the company. 
Another research conducted by [4] tried to evaluate 
the overall impact of organizational culture on 
employee performance. It is indicated that there was 
a positive relationship between organizational 
culture and employee performance. A strong culture 
in the organization leads to increase employee 
commitment in achieving organizational goals. [35] 
in their study stated that there was a positive 
relationship between organizational culture and 
work performance. It is very important to create a 
strong organizational culture in order to improve 
employee work performance by increasing 
adaptability, mission, involvement, and cultural 
consistency. 
 
5.2. The influence of organizational culture on 

innovative work behavior 

The results of hypothesis testing indicated that 
organizational culture has a positive and significant 
influence on innovative work behavior. It showed 
the innovation of work behavior will increase if 
better organizational culture is applied.  

Based on the results of organizational culture 
description indicators, Rural Bank in Badung 
regency have been labelled by good category. It was 
reflected through humanistic impetus indicators 
(constructive culture dimensions), conventional 
(passive-defensive culture dimensions) and power 
(aggressive-defensive culture dimensions) affect 
innovative work behavior and it manifested on 
opportunity exploration. Employees who work in a 
company that prioritizes the participation of their 
employees, supportive culture, constructive, and 
open to influence can easily identify the existed 
opportunities. Similarly, the employees who work 
with care, bureaucracy, adjustable and obey the rules 

are very helpful to identify existed opportunities. In 
addition, every employee who has high sense of 
responsibility, responsive, and able to supervise 
subordination is very influential in finding and 
identifying various existed opportunities. Banking 
management that is full of trust, full of risks, and 
very competitive requires supportive behavior, 
openness, prudence priority, responsible, critical to 
change, maintaining competitive culture will be very 
helpful in finding and identifying every opportunity 
that exists. 

This is consistent with research from [47] stated 
that the relationship between organizational culture 
and innovation has been the subject of extensive 
research over the past few decades. Research 
revealed that Quinn and Rohrbaugh's competitive 
value framework provides a meaningful structure for 
the ideational aspects of organizational culture. The 
analysis showed that the suitability of various 
cultures with organizational innovation goals can be 
described based on the framework. The control 
theory was used to explain the relationship between 
organizational culture and innovation. While culture 
described the ideational aspects of organizational 
values, clan control explained its coordinative 
effects. The research hypothesis was that managers 
of innovative organizations were likely to apply a 
culture of development, which emphasized external 
orientation and flexibility. However, a group and 
rational culture to some extent conform to 
innovative organizational goals and thus can be an 
appropriate social control strategy. Hierarchical 
culture emphasized internal control and orientation 
and prone not to be found in innovative 
organizations. Moderator analysis of cultural 
innovation relationships revealed that it is not 
influenced by the difference between radical and 
incremental innovation, and there is only weak 
evidence for the influence of innovation adoption 
versus the generation of it. Therefore, managers who 
follow an innovation (radical) strategy must build a 
developmentculture in their organization. If 
innovation only representsa small piece of 
company’s long term goals, rational culture oriented 
on efficiency and group culture might be a proper 
option. 

Research conducted by [43] identified 
organizational culture factors related to company 
innovation, as well as to find out the strength of this 
effect. The results of the study showed that the 
number of applied product innovations (new brand 
and development) and process innovation (brand 
new and development) increases along with the size 
of the company. 
 
5.3. The effect of innovative work behavior on 

employee performance 

The results of hypothesis testing indicated that 
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innovative work behavior has a positive and 
significant effect on employee performance. It 
showed that better innovative work behavior in line 
with improvement of employee performance.  

Based on the results of the description of 
innovative work behavior indicators on Rural Bank 
in Badung Regency are categorized as good. It 
reflected through the opportunity exploration 
indicator, it affects employee performance which is 
highly reflected in the level of quality of work. 
Employee behavior is manifested in the ability to 
find and identify opportunities, which can occur due 
to incongruence and discontinuity because of 
incompatibility with expected patterns. The 
examples of this issue were problem with work, 
unmeet consumer needs, and trends changing. With 
the ability of the employee to identify opportunities 
and then turn these opportunities into something 
useful for the bank's operations, will absolutely be 
able to improve the quality of work. 

This is consistent with research conducted by 
[48]. The result stated that it would be helpful to 
encourage employees to have flexible role 
orientations if they were urged to show innovative 
work behavior. That’s mean; employees who are 
willing to take roles from their standard roles are 
more likely to display innovative work behaviors. 
The research conducted by [15] was to analyze 
innovative behavior and loyal attitudes towards 
career satisfaction with lecturer performance as an 
intervening variable. The results of this study 
showed that every innovative behavior and positive 
loyalty attitude influence the performance of 
lecturers. The campus environment must provide 
space to make their lecturers more innovative. 
Willing to try new things and try something that has 
never been done before. There might be many new 
ideas presented by their lecturers through 
discussions, seminars, workshops, and team work as 
well as lecturer work experience. However, if the 
idea is limited to paper notes that have never been 
followed up, it will hamper lecturer performance and 
career satisfaction will not be achieved. Research 
conducted by [14] explored the relationship between 
work climate, innovation behavior on the 
performance of primary and secondary school 
teachers. The findings of this study mention 
innovation behavior in schools could strengthen 
teacher performance by shaping teachers' 
perceptions of the definition of their roles. 
5.4. The role of innovative work behavior 

mediates the influence of organizational 

culture on employee performance 
The results of hypothesis testing indicated that 

innovative work behavior mediates significantly 
influence the organizational culture on employee 
performance, which means that the influence of 
organizational culture on employee performance 

could be explained only by innovative work 
behavior. To improve employee performance, 
organizational culture should be optimized through 
efforts to improve innovative work behavior, so that 
it will further increase employee performance.  

The findings of this study showed that 
organizational culture consisting of constructive 
culture, passive-defensive culture, and aggressive-
defensive culture that is reflected by humanistic, 
conventional, and power impulses will influence the 
innovative work behavior of employees presented 
by behavior finding and identifying existed 
opportunities, and innovative work behavior will be 
able to improve employee performance reflected by 
the level of quality of work. 

This is consistent with research from [43].This 
case study was conducted on packaging machine 
manufacturers and can be used as an example for 
other companies working in very innovative fields 
of work. The purpose of this study was to 
investigate the level of innovative work behavior, 
the type of organizational culture and the 
relationship between work behavior innovative and 
organizational culture. Employees perceive the 
dominant cultural flow as a market culture and 
believe that they can improve their innovative work 
behavior as indicated by higher average scores on 
preferred innovative work behavior than current 
innovation level. The preferred organizational 
culture is family culture. The conclusion of this 
study was the transition from current market culture 
towards family culture was more necessary, but in 
the meantime the market culture must be preserved. 
By considering the facts that IWB is very important 
for tourism companies, exploring the contributing 
factors that influence IWB can be beneficial. 
Correlation analysis revealed that IWB was found to 
be significantly correlated with mutual cooperation. 
Because IWB is very important for improving the 
performance and success of each organization, the 
organizational culture must be arranged to 
encourage employees in terms of IWB. The research 
conducted by [13] aimed to find out how innovative 
work behavior of employees influences their task 
performance and how managers can influence 
innovative work behavior. The two research models 
use the questioning approach: (1) the first research 
model discusses how employee expectations 
influence innovative work behavior and how 
innovative work behavior is related to task 
performance; and (2) the second research model 
relates to factors that influence the formation of 
expectations. The first research model investigated 
the role played by employee expectations in 
innovative work behavior. This examined the effects 
of innovative self-efficacy and expected outcomes 
on innovative work behavior. 
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Conclusion 

The results showed that organizational culture 
had a positive and significant impact on innovative 
work behavior, as well as organizational culture and 
innovative work behavior had a positive and 
significant effect on employee performance in the 
Rural Bank industry in Badung Regency. In 
addition, it can be concluded also that innovative 
work behavior mediates significantly the influence 
of organizational culture on employee performance 
in the Rural Bank  industry in Badung Regency.  

Rural Bank  leaders or managers in Badung 
Regency in particular, need to be aware of several 
things in order to succeed in business activities in 
the midst of intense competition today. It required 
applying an aggressive culture that is power 
oriented, because with the authority given to 
employees they will responsible and willing to 
control subordination and at the same time, be 
responsive to the demands.  

For Rural Bank management, it is suggested to 
maintain the innovation of employee behavior 
particularly related to finding opportunities, such as 
the emergence of problems in work patterns, the 
existence of unmet consumer needs, or an indication 
of changing trends. Hence, the level of high quality 
work will be achieved. In this case could be seen 
from the results of the performance carried out by 
employees such as the quality of work, timeliness 
and targets set by the company. Further research 
needs to develop this research with qualitative 
studies to be able to explore more profound issues 
related to the influence of organizational culture on 
innovative work behavior and employee 
performance. 
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