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Abstract 
This study aims to systematically review empirical evidence on the role of corporate culture 
as a strategic driver of employee performance. Using the Preferred Reporting Items for 
Systematic Reviews and Meta-Analyses (PRISMA) framework, this study analyzed 40 peer-
reviewed open-access articles published between 2020 and 2025 and indexed in reputable 
databases. The findings reveal that corporate culture significantly influences employee 
performance through shared values, leadership behavior, communication climate, and 
learning orientation. A strong and adaptive corporate culture enhances employee 
motivation, work engagement, productivity, and organizational citizenship behavior. This 
review also identifies gaps in existing research, particularly the limited use of longitudinal 
designs and the lack of focus on digital and hybrid work cultures. The study contributes to 
the literature by providing an integrated understanding of how corporate culture drives 
employee performance and offers strategic insights for organizational development and 
human resource management. 

Keywords: corporate culture, employee performance, organizational culture, systematic 
literataure review, prisma. 

Introduction 

Corporate culture has been increasingly recognized as a strategic asset that shapes 

employee attitudes, behaviors, and performance outcomes in modern organizations 

(Christopher & Edwinah, 2022a; Ghaleb, 2024). Recent empirical evidence indicates that 

organizations with strong, adaptive cultures demonstrate significantly higher levels of 

employee productivity, job engagement, and work effectiveness than those with weak or 

fragmented cultures (Albogami et al., 2024; Pougajendy et al., 2024). A national survey of 

Indonesian organizations reported that more than 60% of performance gaps among 

employees were associated with misalignment between organizational values and daily 

work practices (Zarkasyi, 2024). This condition reflects the critical role of corporate culture 

in shaping not only employee behavior but also organizational competitiveness and 

sustainability. 

The strategic importance of corporate culture has been further strengthened amid digital 

transformation and post-pandemic workplace restructuring. Previous studies have 

emphasized that strong corporate values, shared beliefs, and behavioral norms are essential 

in maintaining employee performance in hybrid and remote working environments (Allen 

et al., 2024; Mabaso & Manuel, 2024). Corporate culture acts as a social control mechanism 

that guides employee behavior, reduces uncertainty, and improves coordination, which 

ultimately contributes to higher levels of work performance (Koeswayo et al., 2024; Tadesse 

Bogale & Debela, 2024). These findings suggest that corporate culture is not merely a 
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symbolic element, but a strategic driver of employee performance in contemporary 

organizations. 

Several conceptual frameworks have been developed to explain how corporate culture 

affects employee performance. Key cultural dimensions such as involvement, adaptability, 

consistency, and mission have been shown to significantly influence employee motivation, 

work discipline, and task accomplishment (Budi, 2024; Budi & Abidin, 2021; Liu et al., 

2022). Other studies highlight the role of cultural strength in fostering psychological 

ownership, organizational commitment, and work engagement, which directly contribute 

to performance outcomes (Chao et al., 2024; Saeed et al., 2022). In addition, leadership 

behavior has been identified as a critical factor in translating corporate values into daily 

employee practices (Atnafu Alemu, 2025). 

Empirical research on corporate culture and employee performance has grown rapidly 

over the last five years. Studies have been conducted in various sectors, including 

manufacturing, banking, public administration, education, and small–medium enterprises 

(SMEs) (Abate & Sheferaw, 2023; Arabeche et al., 2022; İncekara, 2022; Wang & Huang, 

2022). These studies consistently report a positive relationship between corporate culture 

and employee performance; however, they also reveal inconsistent findings regarding the 

role of mediating variables such as job satisfaction, work motivation, organizational 

commitment, and leadership style. This fragmentation indicates the absence of an 

integrated and comprehensive synthesis of empirical evidence. 

Despite the growing number of studies, there is still a lack of research that systematically 

integrates and evaluates the existing empirical findings. Most previous studies were 

conducted as isolated quantitative or qualitative investigations, without a standardized 

methodological framework for evidence synthesis. Therefore, a systematic literature review 

(SLR) using the Preferred Reporting Items for Systematic Reviews and Meta-Analyses 

(PRISMA) approach is necessary to provide a holistic understanding of how corporate 

culture acts as a strategic driver of employee performance across different organizational 

contexts. 

This study aims to systematically review empirical evidence on the impact of corporate 

culture on employee performance. Specifically, this research seeks to identify dominant 

cultural dimensions, mediating and moderating variables, and contextual factors that 

strengthen or weaken this relationship. The findings of this study are expected to offer 

theoretical contributions to organizational behavior and human resource management 

literature, as well as practical insights for organizational leaders in designing effective 

cultural strategies to enhance employee performance. 

Corporate culture refers to a system of shared values, beliefs, norms, and practices that 

shape how employees think, behave, and perform their work within an organization 

(Christopher & Edwinah, 2022). It functions as an informal control mechanism that guides 

employee behavior beyond formal rules and policies. Recent studies emphasize that 

corporate culture serves as a strategic organizational resource that influences individual 

attitudes, collaboration patterns, and overall work effectiveness (Cherian et al., 2021). A 

strong corporate culture fosters a sense of identity and belonging, encouraging employees 

to align their personal goals with organizational objectives. Empirical research has 

highlighted that adaptive and value-driven cultures are essential for organizational 

sustainability in highly competitive environments (Muralidhar et al., 2025). Corporate 



 
 
                                                                          Manajemen dan Bisnis, Volume 25, No 1 (March 2026) 
 
 

 

www.journalmabis.org      17 

culture is no longer viewed merely as a symbolic organizational element, but rather as an 

operational foundation that shapes employee discipline, innovation behavior, and 

responsiveness to change. Organizations that effectively internalize cultural values tend to 

experience lower conflict and higher cooperation among employees. 

Several models have been widely used to conceptualize corporate culture in 

contemporary organizational research. Among the most influential frameworks is the 

Denison Organizational Culture Model, which categorizes culture into four dimensions: 

involvement, consistency, adaptability, and mission (Abane et al., 2022). Another widely 

cited framework is the Competing Values Framework (CVF), which classifies organizational 

culture into clan, adhocracy, market, and hierarchy cultures (Ackon et al., 2024). Recent 

studies confirm that these frameworks remain relevant in explaining how corporate culture 

influences employee attitudes and performance.  

Employee performance refers to the degree to which employees accomplish work tasks 

and responsibilities in accordance with organizational standards and expectations (Ángeles 

López-Cabarcos et al., 2022). It encompasses both task performance (the effectiveness of 

core job duties) and contextual performance (extra-role behaviors such as cooperation and 

initiative). Recent literature suggests that employee performance is a multidimensional 

construct that includes quality of work, quantity of output, timeliness, and work efficiency 

(Rudi, 2023). 

Recent studies indicate that employee performance is closely linked to psychological and 

behavioral factors, including motivation, work engagement, and job satisfaction 

(Sypniewska et al., 2023). When employees perceive strong organizational support and 

clear work values, they tend to demonstrate higher levels of commitment and 

accountability. In the post-pandemic work environment, flexibility, technological 

competence, and adaptive behavior have also emerged as important aspects of performance 

(N. Li & Ding, 2022). Measurement of employee performance in empirical studies commonly 

relies on self-report questionnaires, supervisor evaluations, and objective performance 

indicators such as productivity metrics and error rates. Researchers have increasingly 

adopted validated measurement scales to ensure consistency and reliability in performance 

assessment. 

A growing body of empirical research has explored the relationship between corporate 

culture and employee performance. Previous studies report that corporate culture has a 

positive and significant effect on employee performance, particularly when cultural values 

are consistently implemented and supported by leadership (Khan et al., 2024; Saluy et al., 

2022). Strong cultural alignment reduces role ambiguity, improves work coordination, and 

enhances employee motivation. Recent studies also reveal that the relationship between 

corporate culture and performance is often indirect. Variables such as job satisfaction, 

organizational commitment, and work engagement frequently act as mediators that explain 

how corporate culture influences performance (Shahriari et al., 2023). For example, when 

employees experience a supportive and inclusive culture, they are more likely to feel 

emotionally attached to the organization, which in turn increases their work performance. 

Moreover, leadership style has been identified as a critical moderating variable. 

Transformational and ethical leadership styles strengthen the positive impact of corporate 

culture on employee performance by reinforcing shared values and encouraging proactive 

behavior (Abuzaid et al., 2024). In contrast, inconsistent leadership weakens the 
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internalization of cultural values and reduces their effectiveness in shaping employee 

behavior. Despite the large number of empirical studies, the findings remain fragmented. 

Differences in research context, measurement instruments, and analytical methods have 

resulted in inconsistent conclusions. Some studies report strong direct effects, while others 

emphasize the dominance of indirect pathways. These inconsistencies highlight the need 

for a systematic review approach to integrate and evaluate existing empirical evidence in a 

structured manner. 

Methods 

A Systematic Literature Review (SLR) was conducted in May 2025 following the 

guidelines of the Preferred Reporting Items for Systematic Reviews and Meta-Analyses 

(PRISMA). The review process followed the standard stages described by Liberati et al. 

(2009), encompassing the definition of eligibility criteria and information sources, study 

selection, data collection, data item selection, and eligibility verification leading to final 

inclusion. 

Several Inclusion Criteria (IC) were applied to guide the systematic search and selection. 

Only articles written in English were considered, to ensure consistency in terminology and 

appraisal, and only original, peer-reviewed empirical journal articles published between 

2021 and 2025 were eligible. The review focused specifically on research that empirically 

examines the impact or determinant variables of corporate or organizational culture on 

employee performance, including direct effects, mediators, moderators, or conceptual 

models tested empirically, across both developed and developing country contexts. Studies 

were required to employ quantitative or mixed-methods analysis to enable extraction of 

effect directions and determinant variables, and full texts had to be openly accessible at the 

time of search. In terms of journal quality, national journals were required to be indexed at 

minimum SINTA-2, while international journals needed to be indexed in recognized open-

access directories such as DOAJ or major databases such as Scopus or Clarivate. All articles 

that did not meet these criteria, or whose full texts could not be accessed in open-access 

format, were excluded. 

The literature search was conducted across multiple electronic databases and 

repositories selected for broad coverage of open-access and regionally indexed journals. 

Primary sources included Google Scholar for complementary search and identification of 

open-access copies, GARUDA (Garba Rujukan Digital Nasional) for Indonesian peer-

reviewed journals and SINTA verification, the Directory of Open Access Journals (DOAJ) for 

international open-access journals, Portal SINTA for national journal accreditation 

verification, and publisher OJS portals and institutional repositories for full-text retrieval 

where open-access status was listed. 

Study selection comprised three sequential stages. First, search queries were 

constructed to capture variations of the key constructs, with an example string targeting 

title, abstract, and keyword fields combining terms such as "corporate culture," 

"organizational culture," and "budaya organisasi" with "employee performance," "job 

performance," and "work performance," filtered by publication year, document type, and 

language. Second, retrieved records were screened for relevance against the inclusion 

criteria by reviewing titles, abstracts, and keywords, with clearly irrelevant records 

excluded at this stage. Third, for records not excluded in the prior stage, full texts were 
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obtained and read in their entirety, with each assessed for compliance across all inclusion 

criteria. All searches, screening decisions, and reasons for exclusion were documented to 

ensure transparency and reproducibility. 

Data were extracted manually using content-analysis-based extraction forms. For each 

included article, the recorded information covered the article citation, DOI and URL to the 

open-access full text, journal title and indexing status, country and research context, 

research design and methodology, sample characteristics including sector, size, and 

respondent type, the corporate culture constructs or dimensions operationalized, the 

employee performance measures used, identified determinant variables, mediators, and 

moderators, key findings regarding direction and statistical significance of relationships, 

and notes on methodological quality. Where possible, data extraction was performed 

independently by two reviewers, with discrepancies resolved through discussion to 

minimize extraction bias. 

The extracted data were summarized into a standardized table and synthesized through 

a combination of approaches. Descriptive mapping addressed study characteristics such as 

publication year, country, sector, and methodology, while thematic grouping organized 

determinant variables, such as leadership, involvement, communication, values alignment, 

and HR practices, into coherent categories. A narrative synthesis then integrated the 

empirical findings, highlighted recurring mediators and moderators, and identified 

research gaps. Where sufficient homogeneous quantitative results existed, effect directions 

and magnitudes were tabulated, though no meta-analysis was prespecified unless data 

homogeneity and reporting permitted. The entire selection process is summarized in a 

PRISMA flow diagram showing the numbers retrieved, duplicates removed, records 

screened, full texts assessed, and studies ultimately included. A basic quality appraisal 

checklist covering clarity of objectives, sampling adequacy, measurement validity, and 

transparency of analysis was used to flag potential methodological limitations, and studies 

with critical methodological flaws were excluded from the final interpretation. 

Result and Discussions 

The literature search was conducted in the Scopus, DOAJ, and SINTA databases using the 

following search string: (TITLE-ABS-KEY (“corporate culture” OR “organizational culture” 

OR “work culture” OR “budaya organisasi”) AND TITLE-ABS-KEY (“employee performance” 

OR “job performance” OR “work performance” OR “kinerja karyawan”)), limited to articles 

published between 2020 and 2025, written in English, and categorized as journal articles. 

This search yielded approximately 12,000 records. 

The articles were screened based on predefined inclusion and exclusion criteria (IC1 and 

IC2), considering titles, abstracts, and keywords. This screening resulted in 300 potentially 

relevant articles. A full-text assessment was subsequently conducted, leading to the 

exclusion of five inaccessible articles. Ultimately, 40 empirical studies were retained for 

final analysis. Most of the selected studies were published between 2022 and 2024, 

reflecting the growing scholarly attention to corporate culture and employee performance 

in recent years. Quantitative and mixed-methods approaches dominated the 

methodological landscape. 
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Figure 1. PRISMA Flow Diagram 
 

Based on the PRISMA selection process, 28 studies were conducted in developing and 

emerging economies, particularly in Southeast Asia (Indonesia, Malaysia, and Vietnam), 

Africa (Ghana, Ethiopia, and South Africa), the Middle East, and China. In contrast, 12 studies 

originated from developed economies, including the United States, the United Kingdom, 

Canada, and several European Union member states. 

This geographical distribution highlights a strong research emphasis on corporate 

culture in emerging markets, where organizations are undergoing rapid institutional 

transformation and managerial modernization. However, the relatively smaller number of 

studies from developed economies suggests a potential geographical imbalance that may 

limit the generalizability of findings and underscores the need for more cross-country 

comparative research. 

Most studies were conducted in the service and manufacturing sectors, with additional 

research focusing on public-sector organizations, educational institutions, healthcare 

providers, and financial institutions. This sectoral diversity indicates that corporate culture 

is increasingly recognized as a strategic performance driver across both private and public 

organizations. 
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The dominant methodological approach among the reviewed studies was quantitative 

survey-based research, while a smaller number employed mixed-methods designs 

combining questionnaires and interviews. Corporate culture was most frequently measured 

using Denison’s Organizational Culture Model, the Competing Values Framework (CVF), and 

organization-specific cultural assessment instruments. Employee performance was 

commonly operationalized through task performance, contextual performance, and 

organizational citizenship behavior (OCB). 

Universities and research institutes were the primary contributors to this body of 

knowledge, with a strong concentration of publications from Asian and European 

institutions. Quantitative survey-based studies, including structural equation modeling and 

regression analysis, dominated the empirical research landscape. Mixed-method 

approaches combining surveys and interviews were less frequently employed, while 

qualitative and experimental designs were relatively rare. This methodological imbalance 

suggests opportunities for future research employing longitudinal, experimental, and 

mixed-method designs to strengthen causal inference and contextual understanding. 

Table 1 summarizes the institutional affiliations, research methods, data sources, and 

sectoral contexts of the 40 selected studies to provide a comprehensive overview of the 

reviewed literature. This classification enables the identification of dominant institutional 

contributors, methodological trends, and potential research biases. 

Table 1. Selected Studies 

Author Year 
Count

ry 

Sector / 
Institutio

n 

Researc
h 

Method 

Organizat
ional 

Culture 
Framewo

rk 

Employee 
Performa

nce 
Indicators 

Main 
Findings 

Abane 
et al. 

2022 Ghana Local 
governme
nt 

Quantita
tive 
survey 

Denison 
Model 

Productiv
ity, 
efficiency 

Culture 
positively 
affects 
productivi
ty 

Abuzaid 
et al. 

2024 Saudi 
Arabia 

Private 
organiza- 
tions 

Quantita
tive SEM 

Ethical 
leadershi
p & 
culture 
construct
s 

Innovativ
e work 
behavior, 
performa
nce 

Psychologi
cal 
empower
ment 
mediates 
culture 
performan
ce 

Ackon 
et al. 

2024 Ghana Construct
ion sector 

Quantita
tive 
survey 

Competin
g Values 
Framewo
rk (CVF) 

Project 
performa
nce, 
employee 
performa
nce 

Clan and 
adhocracy 
cultures 
improve 
performan
ce 

López-
Cabarco
s et al. 

2022 Spain Service 
organiza-
tions 

Quantita
tive 
survey 

Organizat
ional 
climate & 
leadershi

Job 
performa
nce, 

Leadershi
p and 
culture 
jointly 
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Author Year 
Count

ry 

Sector / 
Institutio

n 

Researc
h 

Method 

Organizat
ional 

Culture 
Framewo

rk 

Employee 
Performa

nce 
Indicators 

Main 
Findings 

p 
construct
s 

engageme
nt 

improve 
performan
ce 

Arabec
he et al. 

2022 Algeri
a 

SMEs Quantita
tive 
survey 

Organizat
ional 
culture 
dimensio
ns 

Business 
and 
employee 
performa
nce 

Culture 
supports 
entrepren
eurial 
orientatio
n and 
performan
ce 

Armstr
ong & 
Stedma
n 

2024 Canad
a 

Public 
sector 

Qualitati
ve policy 
analysis 

Ethical 
managem
ent 
culture 

Public 
service 
effectiven
ess 

Ethical 
culture 
strengthen
s 
organizati
onal 
performan
ce 

Arrosyi
d & 
Wahyu
ningtya
s 

2025 Indon
esia 

IT 
developer
s 

Case 
study 
mixed 
methods 

Digital 
organizati
onal 
culture 

Capability 
and 
performa
nce 

Digital 
culture 
improves 
developer 
performan
ce 

Atnafu 
Alemu 

2025 Ethiop
ia 

Business 
organiza-
tions 

Quantita
tive 
survey 

Organizat
ional 
values & 
leadershi
p 

Sustainab
le 
performa
nce 
outcomes 

Leadershi
p driven 
culture 
improves 
performan
ce 

Budi 2024 Ethiop
ia 

Organiza-
tions 
(general) 

Quantita
tive 
survey 

Organizat
ional 
culture 
dimensio
ns 

Employee 
performa
nce 

Positive 
significant 
effect of 
culture 

Budi & 
Abidin 

2021 Indon
esia 

Healthcar
e (nurses) 

Quantita
tive 
survey 

Denison 
Model 

Work 
productiv
ity 

Cultural 
involveme
nt and 
mission 
enhance 
productivi
ty 

Chao et 
al. 

2024 China Hospitalit
y 

Quantita
tive SEM 

Ethical 
leadershi
p & 

Environm
ental 
performa
nce, 

Culture 
and 
empower
ment 
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Author Year 
Count

ry 

Sector / 
Institutio

n 

Researc
h 

Method 

Organizat
ional 

Culture 
Framewo

rk 

Employee 
Performa

nce 
Indicators 

Main 
Findings 

empower
ment 

commitm
ent 

improve 
performan
ce 

Chen et 
al. 

2021 China Organiza-
tions 
(teams) 

Quantita
tive 
survey 

Collectivi
st HRM 
culture 

Team 
creativity, 
performa
nce 

Collectivis
t culture 
improves 
team 
outcomes 

Cherian 
et al. 

2021 UAE Various 
organiza-
tions 

Quantita
tive 
survey 

Corporate 
culture 
dimensio
ns 

Attitude, 
productiv
ity, 
performa
nce 

Culture 
positively 
influences 
attitudes 
and 
productivi
ty 

Eng et 
al. 

2024 Swede
n 

Hybrid 
workers 

Qualitati
ve 
intervie
ws 

Hybrid 
work 
culture 
construct
s 

Engageme
nt, 
effectiven
ess 

Hybrid 
culture 
affects 
engageme
nt and 
performan
ce 

Alboga
mi et al. 

2024 Saudi 
Arabia 

Organiza-
tions 

Quantita
tive 
conferen
ce paper 

Adaptive 
culture 

Firm 
performa
nce 

Adaptive 
culture 
improves 
performan
ce 

Ghaleb 2024 Indon
esia 

Organiza-
tions 

Quantita
tive 
survey 

Organizat
ional 
culture 
dimensio
ns 

Business 
success 
indicators 

Culture 
contribute
s to 
business 
success 

Herman
to & 
Srimuly
ani 

2022 Indon
esia 

Private 
sector 

Quantita
tive SEM 

Organizat
ional 
justice & 
culture 

Employee 
performa
nce, OCB 

OCB 
mediates 
culture 
performan
ce 

Horak 
et al. 

2025 Middl
e East 

Organiza-
tions 

Quantita
tive 
survey 

Cultural 
drivers of 
engageme
nt 

Engageme
nt, 
performa
nce 

Cultural 
drivers 
shape 
engageme
nt and 
performan
ce 

Hoxha 
et al. 

2024 Greece Healthcar
e 

Quantita
tive 
survey 

Organizat
ional 

Job 
satisfactio
n, 

Culture 
improves 
satisfactio
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Author Year 
Count

ry 

Sector / 
Institutio

n 

Researc
h 

Method 

Organizat
ional 

Culture 
Framewo

rk 

Employee 
Performa

nce 
Indicators 

Main 
Findings 

culture 
types 

performa
nce 

n and 
performan
ce 

İncekar
a 

2022 Turke
y 

Manufact
uring 
SMEs 

Quantita
tive 
survey 

Process 
and 
efficiency 
culture 

Cost 
performa
nce 

Culture-
driven 
practices 
improve 
performan
ce 

Jerab & 
Mabrou
k 

2023 Tunisi
a 

Organiza-
tions 

Qualitati
ve 
concept
ual-
empirica
l 

Leadershi
p-driven 
culture 

Organizat
ional 
performa
nce 

Leadershi
p changes 
culture 
and 
performan
ce 

Khan et 
al. 

2024 Pakist
an 

Organiza-
tions 

Quantita
tive 
survey 

Corporate 
culture 
dimensio
ns 

Work 
performa
nce, 
mental 
health 

Culture 
improves 
performan
ce and 
satisfactio
n 

Koeswa
yo et al. 

2024 Indon
esia 

Organiza-
tions 

Quantita
tive 
survey 

Corporate 
governan
ce & 
culture 

Engageme
nt, 
performa
nce 

Leadershi
p 
moderates 
culture 
performan
ce 

Li & 
Rasiah 

2025 Malay
sia 

Organiza-
tions 

Quantita
tive SEM 

High-
performa
nce work 
systems 

Innovatio
n 
performa
nce 

Empower
ment 
mediates 
culture 
innovation 

Li & 
Ding 

2022 China Organiza-
tions 

Quantita
tive 
survey 

Paradoxic
al 
leadershi
p culture 

Adaptive 
performa
nce 

Leadershi
p culture 
improves 
adaptive 
performan
ce 

Liu et 
al. 

2022 Taiwa
n 

Engineeri
ng firms 

Quantita
tive SEM 

Culture–
leadershi
p–
commitm
ent model 

Employee 
involvem
ent 

Culture 
and 
commitme
nt improve 
involveme
nt 

Mabaso 
& 
Manuel 

2024 South 
Africa 

Organiza-
tions 

Qualitati
ve 

Remote 
work 
culture 

Performa
nce 
managem

Hybrid 
culture 
affects 
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Author Year 
Count

ry 

Sector / 
Institutio

n 

Researc
h 

Method 

Organizat
ional 

Culture 
Framewo

rk 

Employee 
Performa

nce 
Indicators 

Main 
Findings 

explorat
ory 

ent 
outcomes 

performan
ce 
manageme
nt 

Muralid
har et 
al. 

2025 India Organiza-
tions 

Concept
ual-
empirica
l 

Sustainab
le 
organizati
onal 
culture 

Sustainab
le 
performa
nce 

Green 
culture 
improves 
performan
ce 

Nassani 
et al. 

2024 Saudi 
Arabia 

Organiza-
tions 

Quantita
tive 
survey 

Participat
ory 
culture 

Job 
satisfactio
n, 
performa
nce 

Participato
ry culture 
enhances 
performan
ce 

Okerek
e et al. 

2025 USA & 
GCC 

Multinati
o-nal 
firms 

Compar
ative 
study 

National 
and 
organizati
onal 
culture 

Business 
system 
performa
nce 

Culture 
difference
s affect 
performan
ce 

Pougaje
ndy et 
al. 

2024 India Organiza-
tions 

Quantita
tive 
survey 

Organizat
ional 
culture 
construct
s 

Employee 
engageme
nt 

Culture 
drives 
engageme
nt and 
performan
ce 

Rudi 2023 Indon
esia 

Organiza-
tions 

Quantita
tive 
survey 

Leadershi
p and 
culture 
construct
s 

Employee 
performa
nce 

Motivation 
mediates 
culture–
performan
ce 

Saeed 
et al. 

2022 Pakist
an 

Organiza-
tions 

Quantita
tive SEM 

Ethical 
leadershi
p culture 

Knowledg
e sharing, 
performa
nce 

Psychologi
cal 
ownership 
mediates 
effects 

Saluy et 
al. 

2022 Indon
esia 

Organiza-
tions 

Quantita
tive 
survey 

Organizat
ional 
culture 
dimensio
ns 

Employee 
performa
nce 

Motivation 
moderates 
culture–
performan
ce 

Shahria
ri et al. 

2023 Iran Organiza-
tions 

Quantita
tive SEM 

Green 
organizati
onal 
culture 

Commitm
ent, 
performa
nce 

Job 
satisfactio
n mediates 
effects 

Srimuly
ani & 

2022 Indon
esia 

Healthcar
e 

Quantita
tive SEM 

Culture as 
mediator 

Work 
engageme
nt 

Culture 
mediates 
leadership
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Main 
Findings 
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–
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wska et 
al. 
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d 
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Quantita
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Sustainab
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n 
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Wang & 
Huang 
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culture 
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ns 

Sustainab
le 
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nce 

Culture 
improves 
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ity and 
performan
ce 

Zhang 
et al. 
(W.) 

2023 China Organiza-
tions 

Quantita
tive 
survey 

Organizat
ional 
culture 
construct
s 

Innovatio
n 
performa
nce 

Culture 
improves 
innovation 
outcomes 

Zhang 
et al. 
(Y.) 

2021 China Meta-
analytic 
sample 

Meta-
analysis 

Servant 
leadershi
p culture 

Performa
nce-
related 
outcomes 

Cultural 
factors 
moderate 
leadership
–perform 

Table 1 provides a structured overview of the 40 empirical studies included in this 

systematic review, detailing authorship, publication year, country context, sector or 

institutional setting, research methodology, organizational culture frameworks, employee 

performance indicators, and key findings. The table demonstrates that most studies 

employed quantitative survey-based designs, with a smaller proportion using mixed-

method approaches. Denison’s Organizational Culture Model and the Competing Values 

Framework (CVF) emerged as the most frequently applied theoretical frameworks, 

indicating their dominance in empirical research on corporate culture. 

The majority of studies were conducted in developing and emerging economies, 

particularly in Southeast Asia, Africa, the Middle East, and China. At the same time, a smaller 

but substantial number originated from developed economies such as the United States, the 

United Kingdom, Canada, and European countries. Sectorally, service and manufacturing 

organizations were the most commonly investigated contexts, followed by public sector 

institutions, healthcare organizations, educational institutions, and financial services. 

Most studies operationalized employee performance through task performance, 

contextual performance, and organizational citizenship behavior (OCB), although some 

studies also incorporated innovation performance, engagement, and productivity 

indicators. Across contexts, the empirical findings consistently reported a positive and 

statistically significant relationship between corporate/organizational culture and 

employee performance, often mediated by variables such as job satisfaction, organizational 
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commitment, engagement, and psychological empowerment. This descriptive synthesis 

underscores the robustness of corporate culture as a strategic driver of employee 

performance across diverse organizational and national settings. 

The synthesis of findings consistently demonstrates that corporate culture functions as 

a strategic driver of employee performance. Four dominant thematic patterns emerged 

from the reviewed studies. Most empirical research reported a positive and significant 

relationship between a strong corporate culture and enhanced employee performance. 

Organizations characterized by clear shared values, strong norms, and consistent 

behavioral expectations tend to foster higher levels of productivity, work quality, and 

efficiency (Hermanto & Srimulyani, 2022; Srimulyani & Hermanto, 2022; W. Zhang et al., 

2023). 

When employees internalize cultural values such as integrity, collaboration, and 

accountability, they exhibit stronger task orientation and responsibility in their daily work 

(Alqhaiwi et al., 2024; Horak et al., 2025; M. Li & Rasiah, 2025). These findings confirm that 

corporate culture is not merely symbolic but operates as a behavioral governance 

mechanism that guides employee actions toward performance outcomes (Jerab & Mabrouk, 

2023). 

A substantial proportion of studies identified organizational commitment and job 

satisfaction as key mediating variables. Corporate culture was shown to strengthen 

employees’ emotional attachment to the organization, thereby increasing their willingness 

to exert additional effort. Similarly, supportive and participative cultures enhance job 

satisfaction, leading to improved performance outcomes such as accuracy, timeliness, and 

initiative (Hoxha et al., 2024; Nassani et al., 2024). These results suggest that corporate 

culture influences performance both directly and indirectly through psychological and 

attitudinal mechanisms. 

Several studies highlighted moderating variables that strengthen or weaken the 

relationship between corporate culture and employee performance. Leadership style 

emerged as a critical moderator, particularly transformational and servant leadership (Y. 

Zhang et al., 2021). When leaders consistently model organizational values, the impact of 

culture on performance becomes more pronounced. Additionally, perceived organizational 

support reinforces cultural effects, indicating that culture is most effective when supported 

by fair policies, adequate resources, and supportive management practices. 

The effectiveness of corporate culture also varies across national and sectoral contexts. 

In collectivist cultures, commonly found in Asian countries, values related to teamwork, 

harmony, and loyalty demonstrated stronger effects on performance (Chen et al., 2021). 

Conversely, in individualistic societies, performance-oriented and innovation-driven 

cultural dimensions were more dominant (Arrosyid & Wahyuningtyas, 2025; Okereke et al., 

2025). This finding confirms that corporate culture interacts dynamically with national 

culture, industry characteristics, and organizational maturity rather than operating as a 

universal construct. 

The findings confirm that corporate culture represents a strategic organizational asset 

that significantly contributes to employee performance. Aligns with classical organizational 

behavior theories emphasizing shared values and social norms as key determinants of 

employee behavior (Rachmad, 2025). Beyond theory confirmation, this review extends the 

literature by systematically positioning corporate culture as a strategic performance driver 
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rather than a contextual background variable. 

An important insight from this review is that corporate culture does not operate in 

isolation. Its impact on performance depends on psychological and structural enablers, 

including commitment, satisfaction, leadership quality, and organizational support. 

Therefore, managers should not only articulate cultural values but also integrate them into 

recruitment, training, performance management, and leadership development systems to 

translate culture into tangible performance outcomes. 

This review also identifies several research gaps. Most studies relied on cross-sectional 

survey designs, limiting causal inference. Longitudinal and experimental designs remain 

scarce. Furthermore, only a limited number of studies examined corporate culture in 

remote and digital work environments, despite their growing relevance in the post-

pandemic era. Future research should explore how digital and hybrid work cultures reshape 

performance mechanisms and cultural dynamics across organizational contexts. 

Conclusion 

This study provides a comprehensive synthesis of empirical evidence regarding the role 

of corporate culture as a strategic driver of employee performance. Through a Systematic 

Literature Review (SLR) guided by the PRISMA framework, 40 peer-reviewed studies 

published between 2020 and 2025 were systematically analyzed. The findings confirm that 

corporate culture consistently exerts a significant, positive influence on employee 

performance across various organizational contexts and countries. Cultural dimensions 

such as shared values, leadership practices, communication climate, learning orientation, 

and performance feedback systems were identified as the most influential determinants 

shaping employee productivity, work quality, efficiency, and organizational citizenship 

behavior. This review also highlights that corporate culture operates not as a single isolated 

factor, but as an integrated system that shapes employee attitudes, motivation, and 

behavioral outcomes. Organizations that successfully align cultural values with strategic 

objectives tend to demonstrate superior, more sustainable employee performance. Despite 

the strong consistency of findings, this study reveals several limitations in the existing 

literature. Most of the reviewed studies rely heavily on cross-sectional research designs, 

limiting the ability to capture long-term causal relationships. Additionally, research on 

corporate culture within digital work environments and remote work contexts remains 

limited and underexplored. Future research is encouraged to employ longitudinal, 

experimental, and mixed-method approaches to deepen the understanding of how 

corporate culture dynamically influences employee performance. Further studies could also 

explore the role of digital culture, hybrid work systems, and technological adaptation in 

shaping performance outcomes. This systematic review reinforces the strategic importance 

of corporate culture in enhancing employee performance and provides valuable insights for 

both researchers and practitioners in designing effective organizational development 

strategies. 
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