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Abstract 

The phenomenon of suboptimal company performance is a prevalent issue in the textile industry in 

Bandung District, West Java, Indonesia. This study aims to investigate the impact of creative 

company culture on company performance in the industry. The research utilized a quantitative 

approach, distributing research instruments to 95 employees of two textile companies. The results 

show that a creative company culture, reflected by managing change, achieving goals, teamwork, 

customer orientation, and cultural strength, can increase company performance in terms of quantity, 

quality, and time efficiency. The study contributes to understanding the importance of corporate 

culture in improving company performance, particularly in the textile industry. The research results 

have significant implications for policymakers, managers, and academics interested in enhancing the 

competitive advantage of the industry. 
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Introduction   

The most important aspect in running a company is company performance. This is because the 

company's performance depends on top, middle and middle managers and employees. Employee 

performance is a person's overall success achievement within a certain period of time in carrying out 

tasks. If all employees work well, it will affect the company's performance. In essence, performance is 

defined because of three activities, namely: capability, pretension and domain (Gibson, Ivancevich, & 

Donnelly, 1991) Therefore, in order to have a good performance, a person must have a high will to 

complete and explore his work. If you do not understand these three things, good performance cannot 

be achieved.  

Ogbonna and Harris (2000) found that the factor that affects performance is corporate culture. A 

strong, creative Company culture will have a competitive advantage both nationally and internationally. 

Likewise, researchers such as Shahzad, Iqbal, and Gulzar (2013) describe that Company culture is the 

giver of superior jurisdiction over performance and determines that a strong Company culture is the 

origin of the virtue of competitive performance. So competitive advantage is very important for 

organizations that hold a strong corporate culture. Textile companies are one of the main sources of 

employment for the people in Dayeuhkolot, Bandung Regency and the environment. In this case, the 

company as the object of research is PT. Artos Textile Industry was established in 1994 and PT. Bandung 

Sakura Textile Mill was established in 1970 in Bandung Regency, West Java. This textile company is a 
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well-known textile company in Dayeuhkolot City. The company is growing by producing plain greige 

fabrics so that it becomes one of the integrated textile companies, the main manufacture of good quality 

fabrics, providing manufacturing services starting with texturizing, sizing, weaving, jacquard , dyeing, 

printing, and yarn. The textile industry has an important role in absorbing local people's workforce. 

Finally, however, the company concerned is on the decline, even though the competition for textile 

manufacturers in the world market tends to get tougher. Plus the textile manufacturer is not based on 

strong domestic raw material production. Textile raw materials derived from cotton fibers still have to 

be imported.  

In an effort to survive in today's competitive market, companies must work hard (Fekete & Bocskei, 

2011).   Successful companies tend have culture strong company so that employee feel and do your best 

in work (Han, 2012). Positive culture will give direction going to superiority compete and get increase 

performance employees (Flamholtz & Randle, 2012; Zheng, Yang, & McLean, 2010). Every company 

will showing different culture one each other, but on principle goal the same, i.e. destination company 

achieved (Wu, Zhang, & Schroeder, 2011). Culture strong work no easy like reverse hand, however 

required creativity and flexibility so that could increase performance employees who in the end increase 

performance company (Cameron, Quinn, DeGraff, & Thakor, 2006; Tseng, 2010). With so, culture 

positive and strong work could increase performance company.  

Lee and Yu (2004) stated that creative culture has a positive influence on company performance. Other 

studies have also proven a positive relationship between Company culture and company performance 

(Acar & Acar, 2014; Fekete & Bocskei, 2011; Han, 2012; Tseng, 2010). However on the other hand there 

studies which state that culture creative  no have influence to performance company including : Syauta, 

Troena, and Margono Setiawan (2012); Amira and Permatasari (2022). Referring to the researchers 

the result shows that the relationship Among culture work creative with performance company no 

consistent, so make researcher interested for To do study more carry on about how connection the two 

variables if conducted research in the company textile Dayeuhkolot- fashioned Bandung, West Java, 

Indonesia. 

1. Literature Review and Hypotheses  

1.1. Creative Company culture and Company performance  

Culture company is set score principles, characteristics and habits that apply to the company that so 

that could give impact positive for success company (Cameron & Quinn, 2011). While Flamholtz and 

Randle (2012) define that culture company is values, beliefs and actions of stakeholders for determine 

taking decision so that destination organization fast achieved. With thereby could concluded that 

culture organization is positive values, behaviors and habits to use reach destination successful 

organization. The proposed model centers on competitive values and includes types of collaborative, 

creative, competitive and control cultures (Cameron & Quinn, 2011). Cameron et al. (2006) stated that 

culture has elements represented by beliefs, values and artifacts that lead to organizational efficacy.   

The proposed model centers on competitive values and includes types of collaborative, creative, 

competitive and control cultures (Cameron & Quinn, 2011). Cameron et al. (2006) stated that culture 

has elements represented by beliefs, values and artifacts that lead to organizational efficacy. 
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Taskoriented Company culture will improve company performance Business company will could 

increase superiority competitive when have culture that prioritizes high creativity (Wamba et al., 2017). 

Culture creative work can also increase performance company by overall (Xia & He, 2017) Good culture 

in organization support ability somebody for doing more performance well (Alavi & Leidner, 2001; 

Cameron & Freeman, 1991; Ke & Wei, 2008). Besides culture creative work is very important increase 

performance more companies well (Massey & Montoya-Weiss, 2006). Law and Geng (2020) states that 

culture strong work always focus on the need for security, the importance of work and needs will 

authority. Creating a sense of security in environment work by all element company is score plus for 

company . Influencing factors success organization or company is culture flexible work (Bamel & 

Bamel, 2018; Naqshbandi & Tabche, 2018). 

1.2. Hypothesis  

Creative Company culture is characterized by a strong dynamism and focus on the external 

environment and is closely related to risk taking, innovation and change (Cameron et al., 2006). 

Cooper, Cartwright, and Earley (2001) mention that culture as stabilizer behavior individuals, while 

Giberson et al. (2009) stated that culture organization is powerful integration for increase performance 

in reach destination organization. With so , culture organization play function main in increase 

performance company (Deal & Kennedy, 1982). Creative Company culture is characterized by a strong 

dynamism and focus on the external environment and is closely related to risk taking, innovation and 

change (Cameron et al., 2006). Tseng (2010) reported that culture organization take effect positive and 

significant to performance organization. Calciolari, Prenestini, and Lega (2018) also stated that culture 

company take effect significant to performance company. Likewise, Fekete and Bocskei (2011) stated 

that that culture company is a positive and significant predictor to performance company . Researchers 

other as Zhang, Zhu, and Liu (2012) show that culture related close with performance company. In 

accordance with the opinion of Choi, Seo, Scott, and Martin (2010) and Chatman, Caldwell, O'Reilly, 

and Doerr (2014) that all type culture is an important predictor to performance company.  

Hypothesis:" Creative Company culture has a positive and significant impact on company 

performance". Referring to the literature and hypotheses as described previously, the framework of 

thought in this study is:  

 
Figure 1.   
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Framework 

Based on Figure 1, the creative corporate culture is reflected by five indicators consisting of X1.1: 

managing change, X1.2: achieving goals, X1.3: teamwork, X1.4 customer orientation, x1.5: work 

environment, while company performance reflected by the three indicators Y1.1. (quantitative), Y1.2 

(qualitative) and Y1.3 (Use of time).  

2. Research Method  

In this study, applying the approach survey to get responses from respondents’ employees of company 

of Artos Textile Industry and Bandung Sakura Textile Mill in Bandung Regency, West Java. Research 

type to do approach quantitative that is something research based on positivism. The questionnaire 

contains two parts, namely general information about respondents such as years of service, gender, 

marital status, age and education.  

The second material is a statement about the variables of Company culture and company performance. 

Company culture assessment questionnaire adopted from Sashkin and Rosenbach (2013) which states 

that for measure culture company creative  reflected by 5 (five) indicators , namely managing change, 

achieving goals, coordinating teamwork, customer orientation, and cultural strengths. Whereas 

Adopted company performance from opinion (Williams & Anderson, 1991) that is quality , quantity and 

accuracy time .  

Using a Likert scale starting with “strongly disagree” (1) to “strongly agree” (5), the study population 

consisted of all male and female workers, who served at company of Artos Textile Industry and Bandung 

Sakura Textile Mill totaling 125 people. For determine sample research, calculated with use Slovin's 

formula which has level 5% error which result sample totaling 95 employees including respondents 

from company of Artos Textile Industry and Bandung Sakura Textile Mill. Retrieval technique sample 

namely Simple random sampling which means sample used  character homogeneous that is as 

respondent only employee course. Reason for taking data from employee is for dig how culture creative 

work  could increase performance company. Questionnaire has been shared to 95 people, but who 

responded to questionnaire that amounted to 80 people the remaining 15 people did not restore. The 

data analysis technique uses linear regression analysis that tests influence culture work creative to 

performance company. To measure organizational culture, researchers adopted (Sashkin & Rosenbach, 

2013) whose indicators are managing change, achieving goals, teamwork, customer orientation, 

cultural strength. Indicators for measuring performance adopted from Williams and Anderson (1991) 

namely quality and quantity and level of timeliness. 

3. Research Result  

Respondent in study this originally 95 people, however as many as 15 people no respond to 

questionnaire the so that amount the questionnaire used and valid as many as 80 people. As for the 

characteristics respondents who will explained consist of gender, age, education and duration work. 

3.1. Characteristics of Respondent  

Based on Figure 2, it turns out type sex man more dominant compared with female. This thing because 

in the company many heavy stuff so that need power extra. Extra power the suitable done by people 
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man, while people woman placed for support power administration. Administrative staff on duty for 

take notes book expedition goods out and stuff enter company. 

  
Figure 2.  Gender.  

  
Figure 3.   

Age level. 

In Figure 3 illustrates, are the most dominant is employees aged 26-31 years, where age the is age 

productive, energy and strong spirit so that capable doing profession with good. Age already elderly 

(38-50) as much as 9% and age 32-37 are directed for organize and provide the transfer of knowledge 

and experience for those aged 19-25 years as much as 25% of the employee notes new. 
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Figure 4.   

Education. 

  
Figure 5.  

Work experience.  

Figure 4 shows that the respondent's education is the most dominant is Senior High School (SHS) of 

75%. This indicates that employees recruited by the company originated from Public around where 

characteristics residents after out from SHS no want to continue school at the university. Temporary 

educated respondents tall such as S1 (10%) and S2 (5%) and D3 (10%). Figure 5 illustrates, that 

experienced employees 3-5 years’ work in the company by 38%. This indicates that employees feel at 

home work in company that. While those with 1-2 years’ experience 24 percent, 20 percent with 6-8 

years’ experience and 18 percent with more than 9 years’ experience. 

3.2. Validity and Reliability Test  

Validity and reliability testing is the most important step to ensure that the research conducted is 

consistent with previous research or vice versa. Cronbach's Alpha test to ensure that the scale is reliable 

and can be used in subsequent tests. In this study, Cronbach's Alpha value was found to be 0.901 for 

15 items on a Company culture scale and 0.929 for 6 items on a performance scale. According to the 

provisions of social science, if the Cronbach's Alpha value exceeds the value of 0.70, the research may 

be continued.  

Table 1.   

Test the validity of creative corporate culture.  
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Statement  Corrected item-total correlation  r table  Information  

1  0.687  3.88  Valid  

2  0.683  3.88  Valid  

3  0.812  3.88  Valid  

4  0.608  3.88  Valid  

5  0.774  3.88  Valid  

6  0.686  3.88  Valid  

7  0.681  3.88  Valid  

8  0.812  3.88  Valid  

9  0.605  3.88  Valid  

10  0.776  3.88  Valid  

11  0.684  3.88  Valid  

12  0.680  3.88  Valid  

13  0.810  3.88  Valid  

14  0.609  3.88  Valid  

15  0.775  3.88  Valid  

Table 1 illustrates that 15 indicators that have reflected the company's culture have a value of more than 

r table 3.88. This means that all indicators are valid.   

Table 2.  

Company performance validity test.  

Statement  Corrective item- total correlation  r Table  Information  

1  0.682  3.88  Valid  

2  0.689  3.88  Valid  

3  0.810  3.88  Valid  

4  0.600  3.88  Valid  

5  0.770  3.88  Valid  

6  0.689  3.88  Valid  

Table 2 illustrates that 6 (six) indicators that reflect the company's performance have succeeded in 

exceeding the standard value of 3.88 so that it is said to be valid.   

Table 3.   

Creative company Culture and company performance reliability test.  

Creative 

Corporate C 

ulture  Company 

performance  

 

Alpha Cronbach  N of Items  Alpha Cronbach  N of Items  

0.901  15  0.929  6  
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Table 3 illustrates that the corporate culture has a Cronbach alpha value of 0.901 and the company's 

performance is 0.929 which means it is reliable, so the research continues.  

3.3. Correlation Analysis  

In this segment, it is described how strongly the company's performance is influenced by the creative 

company culture of Artos Textile company and Bandung Sakura Textile Mill company in Dayeuhkolot, 

Bandung Regency, West Java. The results of the data collected through questionnaires are then 

analyzed in order to obtain conclusions. The data processing process is to test the correlation between 

creative company culture (X) and company performance (Y). The results of the correlation test are listed 

in Table 4. as follows: 

Table 4.  

 Correlation of creative company culture and company performance.  

    Rank of 
corporate 
culture  

Rank of 
company 
performance  

Sperman's 
rho  
  

Rank of corporate culture  
creative  

Correlation 
coefficient 
Sig.(2-tailed)  
N  

1.000  
  
80  

0.635**  
  
0.000  
80  

Rank of company 
performance  
  

Correlation 
coefficient 
Sig.(2-tailed)  
N  

0.635**  
  
0.000  
80  

1.000  
  
  
80  

Note: **Correlation is significant at the 0.01 level (2-tailed).  

Referring to Table 4 then the correlation coefficient of Spearman's rank of creative Company culture 

and company performance is 0.635 or 64 percent. Thus, it can be concluded that the coefficient number 

explains that there is a significant correlation between creative Company culture variables and company 

performance.  

Rank correlation coefficient is calculated, then a regression analysis is carried out by testing the extent 

to which the dependent variable is influenced by the independent variable. For more details, the 

regression results are presented in Table 5.   

Table 5.   

Creative Company Culture regression test on company performance.  

Model  R  R 

square  

Adjusted 

R square  

Std. 

error of 

the 

estimate  

Change Statistics    

R 

square 

change  

F 

change  

df 

1  

df 

2  

Sig. F 

change  

1  0.620  0.384  0.361  0.05  0.384  16.238  1  26  0.000  

Note:  Predictors: (constant) corporate culture. 
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Refer to Table 5. it can be explained that the p-value t statistic for the creative Company culture variable 

shows the Sig. F 0.000 is less than 0.05, so the company's performance is significantly influenced by 

the creative company culture. Therefore, the hypothesis statement that has been built that creative 

Company culture has a positive and significant impact on company performance is acceptable. For 

more details, it can be seen in the following research model image:  

 
Research model.  

Source: 2022 data processing results.  

Figure 6 illustrates that five indicators consist of X1.1: managing change, X1.2: achieving goals, X1.3: 

teamwork, X1.4 customer orientation, x1.5: work environment, reflecting a creative corporate culture 

so that it can improve the company of performance reflected by the three indicators Y1.1. (quantitative), 

Y1.2 (qualitative) and Y1.3 (Use of time).  

3.4. Discussion  

In this study, the variable that was highlighted was the company's performance variable, which was 

assessed in the last five years that it had decreased quite drastically due to intense competition in the 

textile industry so that many companies stopped because of the competition. As a result of this 

phenomenon, researchers are trying to draw conclusion as to why the company's performance is not 

developing and what is the cause of the problem.  

The results of the literature review show that the factors that cause the company's performance to 

become uncompetitive are the factors of the creative company culture itself which is not strong. 

Therefore, researchers link creative Company culture with performance. The hypothesis formulated in 

this study is: "Creative Company culture has a positive and significant impact on company 

performance".  

The results of research data show that creative Company culture has a positive and significant influence 

on company performance at. Artos Textile Industry company and Bandung Sakura Textile Mill 

company in Bandung Regency, West Java. The significance is 0.635 or 64 percent. It turns out that the 

hypothesis that is built on the basis of theory and empirical can be accepted.  
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This study supports the results of research (Acar & Acar, 2014; Fekete & Bocskei, 2011; Han, 2012). 

which concludes that Company culture has a significant influence on company performance. The 

limitation of the results of the research conducted is that the company's performance variable is only 

influenced by the creative company culture variable, while other factors also still need to be investigated 

further. Therefore, future research is expected so that other researchers can follow up by using other 

independent variables.  

4. Conclusion  

The output of the analysis conducted by the researcher on the X variable with the Y variable shows that 

the creative Company culture variable has a close to strong correlation with a positive and directly 

proportional relationship. Therefore, it can be concluded that the company's performance in Artos 

Textile company and. Bandung Sakura Textile Mill Company in Bandung Regency, West Java is 

significantly influenced by creative corporate culture.  
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