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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. 

 

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 (F. 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 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 
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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. 
 

LITERATURE REVIEW 

Corporate Culture 

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, 2022b). 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 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.  
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Employee 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. 

Relationship between Corporate Culture and Employee Performance 

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 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): 

1. Defining eligibility criteria 
2. Defining information sources 
3. Study selection 
4. Data collection process 
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5. Data item selection 
6. Eligibility verification and final inclusion 

Inclusion and Exclusion Criteria 

The following Inclusion Criteria (IC) were applied to guide the systematic search and 
selection: 

1. IC1: Articles written in English (to ensure consistency in terminology and appraisal). 
2. IC2: Original, peer-reviewed journal articles (empirical studies). 
3. IC3: Published between 2021 and 2025 (five-year window). 
4. IC4: Research that empirically examines the impact or determinant variables of 

corporate/organizational culture on employee performance (direct effects, mediators, 
moderators, or conceptual models tested empirically) in developed or developing 
country contexts. 

5. IC5: Studies using quantitative or mixed-methods analysis (to enable extraction of 
effect directions and determinant variables). 

6. IC6: Open access (full text available) at the time of search. 
7. IC7: For national journals: indexed at minimum SINTA-2; for international journals: 

indexed in recognized open-access directories (DOAJ) or major databases (e.g., 
Scopus/Clarivate) used for verification of journal quality. 

Rationale notes: IC1 limits language to English because most empirical scales and 
comparative studies use English terminology, facilitating consistent data extraction and synthesis. 
IC2–IC5 ensure empirical rigor and relevance to the research question. IC6 ensures reproducibility 
and availability of full texts for content extraction. IC7 enforces a minimum indexing/quality 
threshold in line with publication and institutional expectations. 

Exclusion criteria: All articles that did not meet the above inclusion criteria or whose full 
text 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. The primary sources 
included: 

1. Google Scholar (complementary search and identification of OA copies) 
2. GARUDA (Garba Rujukan Digital Nasional) — for Indonesian peer-reviewed 

journals and SINTA verification 
3. Directory of Open Access Journals (DOAJ) — for international OA journals 
4. Portal SINTA — to verify national journal accreditation (SINTA level) 
5. Publisher OJS portals and institutional repositories — to obtain full texts when OA 

status was listed 
Articles inaccessible in full text (OA) at the time of search were excluded. 

Study Selection  

Study selection comprised three sequential stages: 
1. Search query formulation and retrieval. Search queries were constructed to capture variations 

of the key constructs. An example search string (adapted for databases that accept 
TITLE/ABSTRACT/KEYWORD fields) was: (TITLE-ABS-KEY ( "corporate culture" OR 
"organizational culture" OR "budaya organisasi" ) AND TITLE-ABS-KEY ( "employee 
performance" OR "job performance" OR "work performance" ) ) AND PUBYEAR > 2020 
AND (DOCTYPE = "ar") AND (LANGUAGE = "English") 

2. Title–abstract screening. Retrieved records were screened for relevance against the inclusion 
criteria (IC1–IC7) by reviewing titles, abstracts, and keywords. Records that were clearly 
irrelevant were excluded at this stage. 
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3. Full-text eligibility assessment. For records not excluded by title/abstract, full texts (OA copies) 
were obtained and read in full. Each full text was assessed for compliance with all inclusion 
criteria (topic relevance, empirical design, publication year, OA, and indexing status). Articles 
that passed this stage were included in the final synthesis. 

All searches, screening decisions, and reasons for exclusion were documented to ensure 
transparency and reproducibility of the review. 

Data Collection Process  

Data were extracted manually using content-analysis based data extraction forms. For each 
included article the following information was recorded: 
Article citation (author(s), year) 

1. DOI (if available) and URL to OA full text 
2. Journal title and indexing status (SINTA level or international index) 
3. Country / research context 
4. Research design and methodology (quantitative / mixed) 
5. Sample characteristics (sector, sample size, respondent type) 
6. Corporate culture constructs/dimensions operationalized (e.g., Denison/Competing 

Values/other scales) 
7. Employee performance measures (task performance, contextual performance, objective 

metrics) 
8. Identified determinant variables, mediators, and moderators 
9. Key findings (direction and statistical significance of relationships) 
10. Notes on methodological quality (sampling, instrument validity/reliability, analysis 

technique) 
11. Data extraction was performed independently by two reviewers (when possible) and 

discrepancies were resolved through discussion to minimize extraction bias. 

Data Items and Synthesis 

The extracted data items were summarized into a standardized table including: year of 
publication, authors, country and sample, research objectives, research variables, identified 
determinants (or dimensions) of corporate culture influencing employee performance, and 
empirical results (effect direction, effect size where reported, and statistical significance). The 
synthesis approach combined: 

a. Descriptive mapping of study characteristics (publication year, country, sector, methodology). 
b. Thematic grouping of determinant variables (e.g., leadership, involvement, communication, 

values alignment, HR practices). 
c. Narrative synthesis to integrate empirical findings, highlight recurring mediators/moderators, 

and identify gaps. Where sufficient homogeneous quantitative results existed, effect directions 
and magnitudes were tabulated; however, no meta-analysis was prespecified unless data 
homogeneity and reporting permitted. 

 

PRISMA Flow and Quality Assurance 

The entire selection process is summarized in a PRISMA flow diagram (Figure 1), showing 
numbers retrieved, duplicates removed, records screened, full texts assessed for eligibility, and 
studies included in the final synthesis. A basic quality appraisal checklist (covering clarity of 
objectives, sampling adequacy, measurement validity, and transparency of analysis) was used to 
flag potential methodological limitations; studies with critical methodological flaws were excluded 
from final interpretation. 
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Figure 1. PRISMA Flow Diagram 

 

RESULTS AND DISCUSSION 

Overview of Selected Studies 

The search results in the Scopus, DOAJ, and SINTA databases through the keywords: ( 

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 ) )AND ( LIMIT-TO ( PUBYEAR , 2020–2025 ) )AND ( 

LIMIT-TO ( DOCTYPE , "ar" ) )AND ( LIMIT-TO ( LANGUAGE , "English" ) )AND ( 

LIMIT-TO ( SRCTYPE , "j" ) )  resulted in 12,000 articles published between 2020 and 2025 

written in English. 

The articles were then explored and selected based on IC1 and IC2, with consideration 

of titles, abstracts, and keywords, resulting in 300 articles. At the next stage, the remaining 300 

articles were selected again by fully reading the articles. Five articles could not be accessed and 

were therefore excluded from the analysis. Finally, based on this process, 40 articles were retained 

and further analyzed. Most of the selected studies were published in 2022–2024, with a dominant 

use of quantitative and mixed-methods approaches. This indicates that research related to 

corporate culture and employee performance remains highly relevant in recent years. 
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 Based on the PRISMA selection process, 40 empirical studies published between 2020 and 
2025 were included in the final analysis. The selected studies were derived from international and 
national journals indexed in reputable databases, including Scopus, DOAJ, and SINTA. The 
majority of studies were conducted in developing countries, particularly in Southeast Asia 
(Indonesia, Malaysia, and Vietnam). In contrast, several studies originated from developed 
countries, including the United States, the United Kingdom, and European Union member states. 
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.  

The dominant methodological approach among the reviewed articles was quantitative 
research using survey methods, while a smaller number of studies employed mixed-methods 
designs that combined questionnaires with interviews. The most frequently used measurement 
instruments for corporate culture included adaptations of Denison’s Organizational Culture 
Model, the Competing Values Framework (CVF), and internally developed cultural assessment 
tools. Employee performance was commonly operationalized through task performance, 
contextual performance, and organizational citizenship behavior (OCB). 

Thematic Analysis of the Relationship between Corporate Culture and Employee 
Performance 

The findings of the reviewed studies consistently show that corporate culture functions as a 
strategic driver of employee performance. Four dominant thematic patterns emerged from the 
synthesis. Most empirical studies reported a positive and significant relationship between a strong 
corporate culture and improved employee performance. Organizations with clear shared values, 
strong norms, and consistent behavioral expectations tend to foster higher levels of individual 
productivity, work quality, and efficiency (Hermanto & Srimulyani, 2022; Srimulyani & Hermanto, 
2022; W. Zhang et al., 2023). 

These studies indicate that when employees internalize cultural values such as integrity, 
collaboration, and accountability, they tend to demonstrate higher levels of task orientation and 
responsibility in their daily work (Alqhaiwi et al., 2024; Horak et al., 2025; M. Li & Rasiah, 2025). 
This results confirms that culture is not merely symbolic but an operational mechanism that guides 
employee behavior toward performance outcomes (Jerab & Mabrouk, 2023). A large proportion 
of the reviewed articles identified organizational commitment and job satisfaction as the most 
influential mediating variables. Corporate culture was shown to strengthen employees’ emotional 
attachment to the organization, which in turn increases their willingness to exert additional effort. 

Similarly, a supportive and participative culture enhances job satisfaction, thereby improving 
performance indicators such as accuracy, timeliness, and initiative (Hoxha et al., 2024; Nassani et 
al., 2024). This pattern suggests that culture influences performance not only directly, but also 
indirectly through employees’ psychological and attitudinal mechanisms. 

Several studies emphasized the presence of moderating variables that strengthen or weaken 
the relationship between corporate culture and employee performance. Leadership style emerged 
as a critical moderator, particularly in transformational and servant leadership (Y. Zhang et al., 
2021). When leaders consistently model organizational values and behaviors, the positive impact 
of culture on performance becomes more pronounced. In addition, perceived organizational 
support was found to reinforce cultural effects, indicating that culture becomes more effective 
when supported by fair policies, adequate resources, and supportive management practices. 

The review also revealed that the effectiveness of corporate culture in enhancing employee 
performance varies across national and sectoral contexts. In collectivist cultures (commonly found 
in Asian countries), values related to teamwork, harmony, and loyalty showed stronger effects 
(Chen et al., 2021). In contrast, in more individualistic societies, performance-oriented and 
innovation-driven cultural dimensions played a more dominant role (Arrosyid & Wahyuningtyas, 
2025; Okereke et al., 2025). This finding demonstrates that corporate culture is not a universal 
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construct; rather, it interacts dynamically with national culture, industry characteristics, and 
organizational maturity. 

The synthesis of findings confirms that corporate culture is a strategic organizational asset 
that significantly contributes to employee performance. This finding aligns with classical 
organizational behavior theories that emphasize the role of shared values and social norms in 
shaping employee behavior (Rachmad, 2025). Beyond confirming existing theories, this review 
extends the literature by systematically mapping empirical evidence that positions culture as a 
strategic driver rather than merely a background variable. One important insight emerging from 
this review is that corporate culture does not operate in isolation. Instead, its impact on 
performance is largely dependent on the presence of psychological and structural enablers, such 
as commitment, satisfaction, leadership quality, and organizational support. This implies that 
managers should not only design formal cultural values, but also ensure that systemic support 
mechanisms are in place to translate culture into tangible performance outcomes. 

Another critical contribution of this SLR lies in identifying research gaps. While most studies 
confirm positive relationships, relatively few studies employ longitudinal designs or experimental 
approaches. Most research relies heavily on cross-sectional survey methods, which limit causal 
inference. Furthermore, only a small number of studies examined corporate culture in remote or 
digital work environments, which has become increasingly relevant in the post-pandemic era. This 
review highlights that organizations seeking to improve employee performance should treat 
corporate culture as a strategic intervention. This involves aligning recruitment, training, 
performance management, and leadership development systems with desired cultural values. The 
results also suggest that policymakers and organizational leaders in developing countries need to 
pay particular attention to cultural transformation as part of broader human resource development 
strategies. 

 

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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