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Abstract 

Employee creativity positively impacts organizations’ ability to foster innovation and influences organizational 

learning, as the 4.0 industry promises more innovative, sustainable, and smarter productivity. This study addresses 

the importance of innovation culture in the technology industry’s business landscape. Despite the growing attention 

given to innovation culture, there is a need to explore its relationship with corporate performance. A descriptive 

research design with a quantitative approach using regression analysis was used. Furthermore, 398 respondents 

from Chinese technological enterprises were investigated. Based on these findings, the workforce in the technology 

sector hires people of different ages and positions. Those who belong to the supervisory level focus more on quality 

control and process improvement. The findings also demonstrated that innovative culture significantly impacts firm 

performance through its influence on factors such as organizational learning, creativity and empowerment, value 

orientation, and market orientation. Thus, it emphasizes the importance of aligning innovation strategies at all 

organizational levels and effectively allocating resources to verify how innovation stimulates innovative behavior 

in organizations. Organizational learning can improve the shared values and behaviors of an organization and 

further improve organizational performance. A strong correlation between corporate culture and organizational 

performance. Moreover, the more effort a company puts into building its culture and the more it achieves, the 

greater its advantage in financial and non-financial performance, and the higher sustainability for innovation 

management culture will be evident. 

Keywords Innovation Culture, Organizational Learning, Creativity and Empowerment, Value Orientation, Market 
Orientation, Innovation Management Culture 

 
 

INTRODUCTION 
  Everyone knows that the future of China’s economy is dependent on innovation. As part of 

a country’s innovation advantage, measuring organizational performance in an innovation 

management culture is one of the most important considerations. It encompasses multiple factors 

and continuous evaluation to sustain the achievement of the company’s development plans.  

  Today, one of the hot topics is employee innovation, which is closely related to innovation 

management culture (Shayah & Zehou, 2020). It is management’s key to foster risk-taking for its 

success. In fact, Baniasadi et al. (2021) proved that total innovation management, which covered 

significant components such as culture, organization, strategy, and the relationships among them, 

helped determine the success of the organization. They usually focus on how to maintain their 

competitiveness and keep up with fast-paced business changes. 

  As the core component of the enterprise culture system, the enterprise innovation culture 

is the key to enhancing innovation ability and comprehensive competitiveness and strengthening 

its competitive advantage, which has absolute advantages in promoting the improvement of 

enterprise management, the improvement of operation level, and the amplification of economic 
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benefits. Nonetheless, the performance of the company's innovation is impacted by employee 

behavior (Guan et al., 2019). Since the research on enterprise culture in China started late, there is 

a lack of relevant results, and there is even less research on the innovation culture construction of 

technology-based enterprises, so it has a certain theoretical significance to research innovation 

culture in the study. At the same time, from the development stage, the research on enterprise 

innovation culture in China is mostly in the initial exploration stage, and the research is mainly 

based on the summary and generalization of related concepts, but there are few quantitative 

evaluations and other related research studies (He, 2021). Thus, this study is an attempt to quantify 

and measure the key factors and their relationships in fostering innovation management culture, 

encouraging thoughtful reflection toward long-term competitiveness, and promoting innovation as 

the basis of innovation management culture.    

 

LITERATURE REVIEW 

In today’s fast-paced business environment, innovation management culture needs to be 

prioritized by top management. As shown in the paradigm below, there are indicators that will 

measure organizational performance starting with organizational learning to adapt and survive in 

the organization.  Employee creativity enhances empowerment. Also, employees’ inner value 

impact their performance while the market orientation pays attention to the dynamic needs of 

consumers while hitting company targets.  These values are often communicated through the 

company vision, mission statement, and policy manuals.  

 

 

Figure 1. Conceptual Framework 

 

Understanding Innovation 

Innovation should be measured in four dimensions: number of machines, output ratio, 

amounts of inventions, and innovation output value (Drucker & Kayanan, 2023). In the context of 

business, innovation means that the enterprise must keep developing, conceiving, and offering new 

services and products and take responsibility for the stakeholders. The concept includes the 

intention of the organization to innovate the companies’ strategic resources, such as creativity, 

empowerment, organizational learning, value orientation, and market orientation, but also involves 

specific features in relation to who suggests it (Naranjo-Valencia & Calderon-Hernández, 2018). 

                  Additionally, the ultimate goal of corporate innovation culture is to promote growth, 

which is influenced by the external and internal environment capabilities of the company (Ding & 

Hun, 2016). Corporate innovation culture is influenced not only by human culture, national culture, 

and ethnic culture, but also by organizational culture such as unitary companies and departments, 

which makes the expression of corporate innovation culture more complex (Gregory et al., 2018).  
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This study was anchored on the theory of diffusion of innovation (DOI) by Dearing and Cox 

(2018). It was used to explain how an idea or product gains momentum and spreads (or diffuses) 

among a particular population or social system. It is important that people see the idea, behavior, 

or product as new or innovative, which leads to adoption. Only in this way could transmission be 

possible. 

 

 

Figure 2. Diffusion of Innovation Theory (Dearing & Cox, 2018) 

 

Adoption of new behaviors, products, or ideas in a social system did not occur immediately. 

It had a process in which some people adopted innovations more easily than others and had 

different characteristics than those who adopted them later. 

 

Organizational Performance 

"Performance," from a management perspective, is an organization’s desired outcome, 

reflecting the degree to which the organization accomplishes its mission, and includes both 

organizational and individual performance. There were three main definitions of organizational 

performance: (1) Performance was an outcome, (2) performance is the behavior of employees, and 

(3) Performance is employee competency (Ryu et al., 2021). 

Innovation performance, on the other hand, is a comprehensive reflection of the results of 

technological innovation in an organization (Endrejat, 2021). From the perspective of process, it 

identifies the behavioral process by which the members of the firm grow continuously through the 

process of acquiring and sharing knowledge (Cao, 2021). Indicators were used as metrics to 

measure organizational performance: 

 

Organizational Learning 

         This describes the use of use learning, which enables companies to improve existing 

technological components based on existing knowledge and technology in the current market areas 

and introduce new methods into existing processes for facilitating the transformation of business 

results (Benner & Trushman, 2003).  

 

Creativity and Empowerment 

By empowering employees, leaders enhance employees’ sense of belonging and honor to 

the organization, making them psychologically grateful to the organization and giving back to the 

organization through performance. This is an effective strategy in which employees can make their 

own decisions and spark innovation (Kanake & Kemboi, 2020) 
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Value Orientation 

         This is an important driver of radical innovation (Linder & Sperber, 2019).  It is a strategic 

orientation that represents a firm’s focus on mutually beneficial interactions and win-win 

collaborations between multiple faith-based participants (focal firms, customers, suppliers, and 

other business partners).  From the viewpoint of value judgment, there are two models of value 

orientation in enterprises: the shareholder value orientation model and the stakeholder value 

orientation model (Wen, 2020). The shareholder value orientation was based on the theory of 

neoclassical economics, which emphasizes the centrality of shareholders in the firm". Arsawan et 

al. (2020) argued that one and only one social responsibility of a firm is to increase its profits, and 

emphasizing something other than shareholder value would distract the firm from its business 

objectives, leading to inefficient business practices, waste of resources, and failure to do its best to 

meet shareholders’ expectations. 

 

Market Orientation 

         This indicator is understood as a market-oriented business operation and development 

model. Market orientation requires modern enterprises to base their own operation and 

development, carefully analyze market demand and market changes, to actively adjust the business 

and development model, and on this basis, gradually adapt to the development needs of the market, 

and ultimately improve the market competitiveness and survival and development of enterprises. 

The company’s ability to survive and grow.  

 

Innovation Management Culture 

     Management culture is a subset of culture, a values associated with work  and  contributes 

to the competitiveness of the organization (Chen, 2019). I From the change of the top ten companies 

in the global market capitalization ranking in the past 30 years, such as Japan Mitsubishi Bank, 

Exxon Mobil, and other top ten global energy and financial companies before 2000, in the latest 

ranking in 2019 have disappeared, replaced by Apple, Amazon, Google, and other Internet giants, 

and without exception, all for the platform-type open enterprises.  

For the hypothesis, employees should be trained in the organization, and if trained 

strategically, they could provide value to customers. Only continuous learning can improve skills 

and competencies, so the hypothesis was not valid.  In addition, the four dimensions of corporate 

culture had a strong positive effect on organizational performance; therefore, the hypothesis is 

invalid. 

 

RESEARCH METHOD 

This study used a descriptive design with a quantitative method because it dealt with 

identifying the factors and interpreting the relationships that existed between variables. The 

respondents identified were employees from organizations in Beijing (with four companies), 

Shenzhen (with four companies), Shanghai (with four companies), and Hangzhou (with seven 

companies). The selection was based on cities with high innovation vitality and high innovation 

space enterprises in the technology sector. Overall, 398 respondents selected purposefully, 

informed about the purpose of the study, and asked whether they were regular employees and had 

been employed since 2020. The adopted questionnaire was derived from the study of Dobni (2008) 

and consists of 31 items on a 4-point Likert scale ranging from Strongly Agree to Strongly Disagree. 

 

FINDINGS AND DISCUSSION 

Innovation culture is a synthesis of the characteristics of spiritual wealth and material form 

created and formed in innovation and management, including internal elements such as values, 
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norms, and beliefs, as well as external elements such as culture, system, and behavior culture.   

 

 

The majority of respondents were between the ages of 36 and 45, which accounted for 38% 

of the total respondents. This revealed that, in terms of age, senior employees are well experienced 

and have industry knowledge, whereas younger employees have fresh ideas on innovation. Parsons 

(2015) revealed that age is positively associated with an employee’s capitalization and 

implementation of innovation output. Establishments should pay attention to their careers by 

offering programs to support older employees’ needs relative to creating innovation in their work.                           

In terms of position, the findings showed that 198 out of 398 respondents who were at 

supervisory level, which accounted for 50% of the total. For each position, different organizations 

have various viewpoints on their tasks. Based on the results, most of the respondents had worked 

for 6-7 years in the organization, accounting for 44% of the total respondents. The length of service 

is important for identifying the institutional knowledge of employees for innovation and 

improvement. Most of the respondents revealed that their organization has 76-100 employees, 

which accounted for 34% of the total respondents. Cheng (2021) showed that large-scale and 

performance differences, strong amateurism, division of labor, and forced homogeneity, and the 

correlation between organizational size, structure, and performance among different measurement 

indicators was less. Therefore, it can be inferred that the size and number of employees of an 

enterprise did not have a particularly large impact on organizational performance. 

 

Problem 1: Assessment of the Innovation Culture of the Organization 

Table 2. Assessment of the Innovation Culture of the Organization in Terms of  

Organizational Learning 

Table 1. Demographic Profile of Respondents 

Age Count Percentage 

26-35 years old     113 28% 

Position   

Supervisory Level  198 50% 

Number of Years working in the organization   

6-7 years 177 44% 

Number of Employees   

76-100 employees 136 34% 

Total 398 100% 

Organizational learning (Dobni, 2008) Mean Remarks 

1. Everyone in our organization is involved in learning (training) 
 

2.382 
Disagree 

2. The training I undertake is related to supporting strategic 

initiatives as opposed to being general in nature. 

2.249 

 
Disagree 

3. The training I receive is directed at helping me deliver customer 

value 

2.339 

 
Disagree 

4. There is an expectation to develop new skills, capabilities, and 

knowledge directed toward supporting innovation in this 

organization. 

 

2.415 

 

Disagree 

5. I know what training/learning I need to engage in to support 2.379 Disagree 
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Organizational learning is important in improving employees over time through gaining 

experience and using that experience to create knowledge that can be transferred within the 

organization. In terms of assessment, the findings revealed an overall mean of 2.367, which is 

verbally interpreted as “Disagree”. Assessments showed a negative response to the organization, 

which implied that the organization failed to provide necessary organizational learning for their 

employees. Farrell and Katz (2002) used a directed research approach to conclude that 

organizational learning has a direct positive effect on organizational performance. Different forms 

of organizational learning positively affect organizational performance (De Vrande et al., 2010). The 

improvement in organizational performance was not a direct result of organizational learning, but 

rather a mediating effect of organizational learning through innovation (Aragón et al., 2004). 

 

Table 3. Assessment of the Innovation Culture of Organizational Learning in Terms of Creativity 

and Empowerment 

Creativity and Empowerment (Dobni, 2008) Mean Remarks 

1. I consider myself a creative/innovative person. 2.367 Disagree 

2. Innovation in our organization is more likely to succeed if 

employees are allowed to be unique and express this uniqueness in 

their daily activities. 

2.151 

 
Disagree 

3. I view uncertainty as an opportunity and not as a risk 2.251 Disagree 

4. This organization uses my creativity to its benefit, i.e., it uses it in 

a good way 

2.312 

 
Disagree 

5. I am given the time/opportunity to develop our creative potential 2.229 Disagree 

6. I am prepared to do things differently if given the opportunity to 

do so. 
2.279 Disagree 

Average Mean 2.265 Disagree 

 

 Employees may disengage from their duties and battle with job discontent if they do not 

feel empowered to make decisions or participate in particular projects, especially those that have 

an impact on the business’ core initiatives. Conversely, in Table 3, respondents specifically 

disagreed in terms of considering themselves to be creative/innovative person (µ=2.367) and that 

their organization used their creativity for good and for the company’s benefit (µ=2.312). Learning 

commitment, shared vision, and open mindedness all contribute positively to both technological 

Organizational learning (Dobni, 2008) Mean Remarks 

innovation  

6. Continued organizational learning is encouraged, and there is 

time/opportunity to improve skills and capabilities 

2.354 

 
Disagree 

7. Mentorship and post-training support 2.364 Disagree 

8. The management team acts as coaches and facilitators in support 

of training 

2.344 

 
Disagree 

9. Managers possess the appropriate leadership qualities to 

support innovation 

2.35 

 
Disagree 

10. I am empowered to apply what we have learned 2.49 Disagree 

Overall Mean 2.367 Disagree 
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innovation performance and managerial innovation performance (Xiao & Xuan, 2022); however, it 

is noteworthy that one of the dimensions, learning commitment, does not play a mediating role in 

innovation performance. 

 

Table 4. Assessment of the Innovation Culture of Organizational Learning in terms of Value 

Orientation  

Value Orientation (Dobni, 2008) Mean Remarks 

1. We define value with our customers 2.553 Agree 

2. In an attempt to create value, we proactively interact with 

others in the value chain (i.e. retailers, distributors, suppliers) 

2.337 

 
Disagree 

3. There is a consensus among employees about what creates 

value for customers/stakeholders 

2.344 

 
Disagree 

4. I actively search for new ideas and innovations at all stages of 

product/service development 

2.44 

 
Disagree 

5. I obtain the information we must make value-added decisions 
2.417 

 
Disagree 

6. I understand the systems/processes we must excel at to deliver 

customers/stakeholder value 
2.485 Disagree 

7. I have the freedom to develop appropriate responses in efforts 

to create value for our clients. 

2.38 

 
Disagree 

Average Mean 2.422 Disagree 

 

The respondents agreed with the statement, ”We co-define value with our customers.” 

Accounting for 2.55 highest weighted mean. This implies that employees pay much attention to 

their customers.  Prioritizing customer value showed the important role of corporate culture and 

ideas in enterprise development. Organizational capital creates value. The formation of enterprise 

organizational capital required long-term accumulation and high resource investment, but the 

same resources did not necessarily produce the same effect, which indicates the uncertainty and 

non-replicability of organizational capital formation. Various enterprise valued assessment 

methods.  Employee-respondents disagreed that they proactively communicated with other 

stakeholders in the value chain in an attempt to create value (µ=2.337).  They showed disinterest 

in developing their mindset and skill set and interacting with key stakeholders (internal and 

external) around their desired business and operational outcomes. Wu (2020) showed that 

entrepreneurial values are the foundation of corporate values and the core and soul of corporate 

culture. 

 

Table 5. Assessment of the Innovation Culture of Organizational Learning in terms of Market 

Orientation 

Market Orientation (Dobni, 2008) Mean Remarks 

1. When I determine something important about a customer 

or competitor that may affect others in the organization, I 

know what to do with that information. 

2.377 

 

Disagree 

 

2. I have a good understanding of the value chain and have 

vital interests concerning our division/organization. 
2.264 Disagree 
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Market Orientation (Dobni, 2008) Mean Remarks 

 

3. We know which customers (and/or market segments) will 

provide the most solid foundation for future growth 

2.229 

 
Disagree 

4. We have an idea of which competitors will target which set 

of customers 

2.276 

 
Disagree 

5. We are encouraged to flush out information on what most 

would consider the “not so obvious” or even obscure 

2.332 

 
Disagree 

6. We take time to understand our competitive environment to 

a point where we can anticipate industry shifts 

2.354 

 
Disagree 

7. Knowledge generation is strategic in that we have a reliable 

and valid process that surveys stakeholders on a consistent 

basis and that knowledge is used to direct plans 

2.402 

 
Disagree 

8.  The knowledge generated allows us to create a differential 

advantage in the marketplace 

2.3467 

 
Disagree 

Average Mean 2.323 Disagree 

 

A good understanding of the value chain and vital interests concerning the organization 

(µ=2.264) seems cleared to the respondents. This implied that employees did not perform market 

research to determine what consumers perceived as their immediate requirements and concerns, 

nor did they take a customer-centered approach to product design into consideration. A positive 

relationship between the degree of attention of the executive team to each stakeholder and the 

performance of the company should be a focal point for innovation (Lv et al., 2020). 

 

Problem 2:  Organizational Performance 

 

Table 6. Assessment of Organizational Performance 

Organizational Performance (Hogan & Coote, 2014) Mean Remarks 

1. The enterprise achieves client satisfaction. 2.219 Disagree 

2. The enterprise provides value to clients,  2.03 Disagree 

3. The enterprise keeps current clients 2.045 Disagree 

4 The enterprise attracts new clients 2.098 Disagree 

5. The enterprise attains the desired growth, 2.053 Disagree 

6. The enterprise secures the desired market share. 2.0603 Disagree 

                                                      Average Mean 2.0842 Disagree 

 

Organizational performance is the capacity of an organization to achieve its objectives and 

maximize results. Respondents’ assessment on this area. The indicators also showed disagreement. 

The organization perhaps struggled to meet its goals and did not exceed the expectations of its 

clients and employees. The strength of the relationship between resources and performance varied 
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depending on how performance was assessed. Skeptics of the mutually beneficial view were 

concerned that the benefits of HR practices often favored the organization at the expense of 

employee welfare (Lu, 2022). 

 

Problem 3: Relationship between Innovation Culture and Organizational Performance 

 

Table 7. Spearman Rho Coefficients 

H0 OL CEA VO MO 

OP     

Spearman’s rho 
 

0.596 

 

0.607 
0.566 0.564 

p-value* < .001 < .001 < .001 < .001 

Remarks Significant Significant Significant Significant 

Note:  Organizational Learning (OL); Creativity and Empowerment (CEA); Value Orientation (VO); 

Market Orientation (MO) 

*Significant at .05 level. 

 

All dimensions of innovation culture have p-values less than the 0.05 level. The positive 

associations implied that organizational performance could be achieved through employee 

expertise and knowledge, empowerment, and excellent value and market orientations. Creating a 

culture of recognition is related to employees’ needs in organizational management (Brun & Dugas, 

2008).  

 

Problem 4: Factors affecting innovation culture affect organizational performance  

 

Table 8. Linear Regression Analysis on the effect of organizational learning on organizational 

performance                                       

H0 p value R2 Adj. R² Decision Predictor Β p value Remarks 

OL -

OP 

 

< .001 

 

 

 

 

 

 

 

0.368 

 

0.351 

 

 

 

 

 

 

 

Reject H0 

Intercept 0.8257 < .001 - 

OL1 0.1102 0.010 Significant 

OL2 7.79e-4 0.985 Not Significant 

OL3 0.0142 0.751 Not Significant 

OL4 0.022 0.614 Not Significant 

OL5 0.118 0.005 Significant 

OL6 -0.015 0.706 Not Significant 

OL7 0.0829 0.043 Significant 

OL8 0.0969 0.021 Significant 

OL9 0.0275 0.532 Not Significant 

OL10 0.0707 0.085 Not Significant 

*Significant at .05 level. 

The regression analysis of organizational learning affecting organizational performance is 

presented in Table 8. The effect of organizational learning on performance was deemed significant, 

rejecting the null hypothesis. This implied that employee training and management support 

significantly affected employee performance and the organization in general. For an organization 
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to grow and succeed, training is a crucial instrument to improve the performance of every employee 

(Yu, 2019). 

Data further revealed significance along predictors OL1 (β = 0.1102; p = 0.010), OL5 (β = 

0.118; p = 0.005), OL7 (β = 0.0829; p = 0.043), and OL8 (β = 0.0969; p = 0.021). While OL2 (β = 

0.7.79e-4; p = 0.985), OL3 (β = 0.0142; p = 0.751), OL4 (β = 0.022; p = 0.614), OL6 (β = -0.15; p = 

0.706), OL9 (β = 0.0275; p = 0.532), and OL10 (β = 0.0707; p = 0.085) were deemed insignificant, 

as shown in the table above. This implied that employee training and management support 

significantly affected employee performance and the organization in general. For an organization 

to grow and succeed, training is a crucial instrument that must be used to improve the performance 

of every employee. Employees function when they receive sufficient support from the organization 

toward the development of their personal and professional skill set. Hermawati et al. (2022) 

analyzed the relationship between three stocks (individual-level, team-level, and organization-

level) and two flows (feedforward and feedback) of organizational learning and organizational 

performance, showing that the three stocks of organizational learning had a positive effect on 

organizational performance, whereas the two flows had a negative effect. 

 

Table 9. Linear regression analysis of the effect of creativity on organizational performance 

H0 p value R2 
Adj. 

R² 
Decision Predictor Β p value Remarks 

CEA -

OP 
< .001 0.506 0.501 Reject Ho 

Intercept 0.94892 < .001 - 

CEA1 0.0386 0.944 Not Significant 

CEA2 0.1779 < .001 Significant 

CEA3 0.0630 0.107 Not Significant 

CEA4 0.1177 0.002 Significant 

CEA5 0.1652 < .001 Significant 

CEA6 -0.0156 0.697 Not Significant 

*Significant at .05 level. 

 

Creativity has a significant relationship with organizational performance. When employees 

were given the opportunity and time to develop their creativity and uniqueness, organizational 

performance was achieved. self-efficacy, self-work, and job meaning were related to job 

performance (Pironti et al., 2019).  

 

Table 10. Linear regression analysis of the effects of value orientation on Organizational 

Performance 

p value R2 Adj. R² Decision Predictor Β p value Remarks 

 

< .001 

 

 

 

 

 

0.330 

 

0.318 

 

 

 

 

 

Reject H0 

Intercept 1.0191 < .001 - 

VO1 0.0498 0.218 Not Significant 

VO2 0.0927 0.031 Significant 

V03 0.1004 0.013 Significant 

VO4 0.0442 0.267 Not Significant 

VO5 0.0615 0.132 Not Significant 

VO6 0.0732 0.081 Significant 

VO7 0.0201 0.630 Not Significant 
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The evaluation of the effect of value orientation showed a significance adjusted R2 of 0.330 

and p-value = <0.001, which meant that the organizational performance could be predicted by 33% 

of Value Orientation and deemed significant. Regression analysis further revealed significance along 

predictor on VO2 (β=0.0927; p=0.031), VO3 (β = 0.1004; p=0.013), and VO6 (β = 0.0732; p=0.081). 

On the other hand, VO1 (β= 0.00498; p=0.218), VO4 (β = 0.0442; p=0.267), VO5 (β = 0.0615; 

p=0.132), and VO7 (β = 0.0201; p = 0.630) were found to be insignificant. Results implicitly 

suggested the importance of the value chain in the organization. Proactive engagement of 

employees, organizational consensus, and understanding of the system were important factors for 

the success of the organization. Results implicitly suggested the importance of the value chain in 

the organization. Proactive engagement of employees, organizational consensus, and 

understanding of the system were important factors for the success of the organization. market 

orientation was only concerned with the way of acting.  

 

Table 11. Linear regression analysis of the effects of market orientation on  

Organizational Performance 

H0 p value R² 
Adj. 

R² 
Decision Predictor Β p value Remarks 

MO -

OP 
< .001 0.332 

 

 

 

 

 

0.318 

 

 

 

 

 

Reject H0 

Intercept 0.9608 < .001  
MO1 0.0605 0.121 Not Significant 

MO2 0.0191 0.637 Not Significant 

MO3 0.0617 0.155 Not Significant 

MO4 0.0480 0.262 Not Significant 

MO5 0.0859 0.045 Significant 

MO6 0.0231 0.580 Not Significant 

MO7 0.0443 0.296 Not Significant 

MO8 0.1399 < .001 Significant 

 

A positive association with an adjusted R2 value of 0.332 and p-value of <0.001, revealed 

that the organizational performance could be predicted by 33.2% of market orientation.  From the 

indicators of market orientation, only MO5 (β = 0.0859; p = 0.045) and MO8 (β = 0.1399; p = <0.001) 

had significant relationship. It was clear that smaller companies placed relatively more emphasis 

on market orientation. They had a simpler organizational structure and a more unified corporate 

culture. As a result, market orientation has a greater impact on innovation (Alhakimi & Mahmoud, 

2020). 

 

Problem 5: Effects of Innovation Culture on Organizational Performance 

 

Table 12. Linear regression analysis of the effects of innovation culture on  

Organizational Performance 

H0 p value R2 Adj. R² Predictor Β p value Remark 

IC -

OPP 
< .001 

 

 

 

0.506 

0.501 

Intercept 0.363 < .001  

OL 0.240 < .001 Significant 

CEA 0.227 < .001 Significant 

VO 0.119 0.002 Significant 
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H0 p value R2 Adj. R² Predictor Β p value Remark 

MO 0.151 0.041 Significant 

 

Table 12 shows the overall evaluation of the effects of innovation culture on organizational 

performance. With an adjusted R2 of 0.506 and a p-value of <0.001, it showed significant 

relationship between the two constructs was observed. This implied that 50.6% of the total 

variation in organizational performance toward overall innovation culture was significant. Thus, 

the study rejected the null hypothesis. 

Looking at the overall associations of dependent constructs, data further showed 

significant p-values for Organizational Learning (β = 0.240; p = <0.001), Creativity (β = 0.227; p = 

<0.001), Value Orientation (β = 0.119; p = 0.002), and Market Orientation (β = 0.151; p = 0.041). 

Therefore, all constructs were predictors of organizational performance. These results implied that 

employees’ learning and experiences along with creativity and empowerment induced by the 

organization significantly help the organization perform at its best. Moreover, when employees and 

the organization in general valued stakeholders and clients, they could attain growth and success. 

Finally, if the organization, through its skilled and knowledgeable employees, carefully examined, 

studied, and understood the market, the organization would effectively and efficiently reach its 

goal. 

These facts verified that corporate culture and organizational performance had a strong 

correlation. In other words, the more effort a company puts into building its culture and the more 

it achieves, the greater its advantage in financial and non-financial performance appraisals. Hoeft 

(2022) found that firms with a long history of corporate culture development had a significant 

performance advantage over firms that lacked corporate culture characteristics, and that there was 

a positive correlation between corporate culture and firm performance. Xu and Yang (2022) 

researched 112 questionnaires and found that two dimensions of corporate culture, "flexibility" 

and "external focus", were significantly and positively correlated with corporate performance. 

There was an inverse correlation between the dimensions of "stability" and "Internal focus" and 

corporate performance. Employees’ learning and experiences along with creativity and 

empowerment induced by the organization significantly help the organization to perform at its 

best.  The organization’s innovative efforts were also impacted by internal quality control as well 

(Li et al., 2019). 

 

CONCLUSIONS 

 Empowered employees enhance organizational learning by recognizing a greater sense of 

responsibility at work, thus impacting the business’s ability to learn and innovate. Employee 

creativity positively impacts the organization’s ability to foster innovation and influences 

organizational learning. 

It is evident that market-oriented employees are more flexible to changing market 

conditions and dynamic plans in the organization, allowing them to overcome challenges 

successfully. Employee empowerment is an important aspect of value orientation in an innovation 

culture. Sustainable value for customers is at the top of the minds of employees in organizational 

learning toward innovation culture. Customer satisfaction is the most important and critical aspect 

of organizational performance. Customer satisfaction is an indicator that can significantly affect the 

success and sustainability of a business. Overall, companies that emphasize customer satisfaction 

will achieve sustainable and long-term success in their respective industries. 

Employee training and management support significantly affect the performance of the 

employee and the organization. For an organization to grow and succeed, training is a crucial 

instrument that must be used to improve the performance of every employee. When employees are 
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given the opportunity and time to develop their creativity and uniqueness, organizational 

performance can be achieved. Organizational learning can improve the shared values and behaviors 

of an organization and further improve organizational performance. 

Overall, there is a strong correlation between corporate culture and organizational 

performance. The more effort a company puts into building its culture and the more it achieves, the 

greater its advantage in financial and non-financial performance appraisals. Therefore, the role of 

innovation culture as a cultural type in promoting firm performance is the key to growth. It is a 

necessity for management innovation culture. 

 

LIMITATION & FURTHER RESEARCH 

The participants of the study are limited to regular employees who were hired from 2020 

to present in the technology sector in four cities in China. Although this study provides meaningful 

insights for management and employees, future research is recommended that focuses on the 

analysis of the relationship between whether innovation culture has a direct role in influencing 

organizational performance or as a medium that has an indirect effect on organizational 

performance.  
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