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Abstract

Organizational culture plays a very important role in shaping the identity and excellence of an
organization, both in the public and private sectors. An organizational culture that supports
openness, collaboration, and risk-taking can accelerate the innovation process and enable
organizations to be more adaptive to change and create new products and services that meet the
needs of society; a strong culture that is aligned with organizational strategy can improve employee
performance. This study aims to examine the mediating role of innovation-based public services:
organizational culture and employee performance of the Siak Regency Regional Secretariat. This
study uses a quantitative method by distributing questionnaires via Google Forms to 100 people.
Data is processed using SmartPLS 3.2.9 software. The data analysis method uses structural equation
modeling-partial least square (SEM-PLS). The results of the study indicate that organizational
culture has a positive and significant effect on innovation-based public services, and innovation-
based public services has a positive and significant effect on employee performance. Organizational
culture has a positive and significant effect on employee performance. Innovation-based public
services is able to mediate the influence between organizational culture and employee performance.
In conclusion, the influence between organizational culture, innovation-based public services, and
employee performance is still growing. By understanding the mechanisms underlying this
relationship, the Siak Regency Regional Secretariat can design more effective service programs to
improve employee innovation and performance.
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INTRODUCTION

Organizational culture plays a very important role in shaping the identity and excellence of an
organization, both in the public and private sectors. As explained by (Bozkus, 2024; Cameron et al.,
20064a) organizational culture not only differentiates an organization from others but also influences
the views of external parties, such as customers, suppliers, and investors. A strong and positive
identity of this organizational culture can increase employee engagement, making them more
motivated, loyal, and productive in carrying out their duties (Deal & Kennedy, 2000; Primadona et
al., 2024). An organizational culture that supports openness, collaboration, and risk-taking can
accelerate the innovation process and enable organizations to be more adaptive to change, as well as
create new products and services that meet the needs of society (Aboramadan et al., 2020; Mafrudoh,
2023; Martins & Terblanche, 2003). Research also shows that a strong culture that is aligned with
organizational strategy can significantly improve performance. This shows that a positive culture is
not just a symbolic aspect but an important element that has a direct impact on improving employee
performance and organizational effectiveness..

Optimal employee performance is one of the key factors in determining the success of an
organization, both in the public and private sectors. Employee performance in the government sector
is often influenced by external factors such as organizational culture and supporting facilities,
including increasingly developing information technology (Darwis et al., 2023; Ghumiem et al.,
2023). This also happens in the Siak Regency Regional Secretariat; an organizational culture that
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supports collaboration, innovation, and accountability has been proven to increase employee morale
and commitment. Innovation, both in the form of system digitalization and new work procedures, is
an important driver that helps accelerate administrative processes and improve the quality of public
services. On the other hand, the Siak Regency Regional Secretariat has not carried out tiered
performance measurements, and program evaluations have not been implemented. This study focuses
on how innovation functions as a mediator in the relationship between organizational culture and
employee performance by integrating new perspectives in the government sector. Previous research
results show that better performance measurement and evaluation, together with employee
empowerment, can create significant changes in organizational effectiveness and performance (Imam
& Gunistiyo, 2024b; S. Robbins et al., 2013).

LITERATUREREVIEW
Attribution Theory

Attribution theory is a theory used to explain how a person interprets the causes of their own
or other people's behavior. This theory was developed by Fritz Heider, who divided attribution into
two types: internal (dispositional) attribution and external (environmental) attribution (Malle, 2022;
Weiner, 2010). Internal attribution refers to factors within the individual, such as traits, character,
and motivation, that influence a person's behavior. In contrast, external attribution explains an
individual's behavior that is influenced by environmental forces, such as the pressure of a particular
situation or circumstance (Pesireron, 2016). In this case, individuals often make judgments about the
actions of others based on what are considered internal or external factors, known as dispositional
attributions and situational attributions. These attributions can affect how a person interacts with their
environment, including in the workplace, where environmental conditions and organizational culture
can affect employee performance and behavior (Pesireron, 2016).

Resource Based View Theory

Resource-Based View (RBV) theory is an approach in strategic management that emphasizes
the importance of an organization's internal resources as the key to achieving sustainable competitive
advantage. This theory was first introduced by Wernerfelt in 1984 and states that unique and difficult-
to-imitate resources can be a source of competitive advantage, one of which is organizational culture.
A strong and internalized organizational culture, such as innovation, teamwork, and distinctive
values, can improve performance and become a differentiating factor that is difficult for competitors
to imitate. With a supportive culture, organizations can accelerate technology adoption and create
acceleration in the innovation process. RBV focuses on how organizations acquire and maintain
valuable resources, which have unique characteristics, are difficult to imitate, and are not easily
substituted. In terms of strategic management, RBV stresses the need for long-term competitive
advantage by making use of scarce and valuable internal resources like skilled labor, capabilities,
and other intangible assets (Kor & Mahoney, 2004; Mahoney & Pandian, 1992)

Organizational culture

Organizational culture unites each person by fostering a shared perspective that leads to
consistency in behavior and activities. Organizational culture, comprising values, habits, and beliefs,
underpins interactions via formal procedures and established behavioral standards. Values denote
elements deemed significant and worthy of advocacy, whereas norms serve as directives that all
employees inside the organization are required to adhere to. Trust, conversely, is regarded as
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inherently valid without contention. (S. P. Robbins et al., 2019) define organizational culture as a
system of shared objectives that differentiates one firm from another. (Gibson, 2011) elucidates that
organizational culture encompasses the values, beliefs, and conventions inherent in each member of
the organization. Organizational culture significantly impacts the organization's effectiveness, since
it can enhance or diminish performance based on the values, beliefs, and norms implemented.
Consequently, corporate culture influences employees' daily conduct and the extent to which
organizational objectives can be realized.

This is what (Hovivah et al., 2022; Sutoro, 2020) say about organizational culture indicators:
1) minimizing risk with courage and innovation at work (attention to detail); 2) paying close attention
to every problem while working (people orientation); 3) focusing on the results to be achieved
(outcome orientation); 4) working with enthusiasm (aggression); 5) keeping and preserving job
stability (stability); and 6) focusing on all employee/worker interests (team orientation)..

Innovation-Based Public Service

Innovation can be defined as the introduction or application of new ideas, processes, products,
or services that can provide major radical changes or improve the quality of results effectively and
efficiently. Green, Howells, & Miles (Nurdin, 2016) describe innovation as a new practice introduced
by adopting patterns from other organizations, while Thomas (Nurdin, 2016) calls it the launch of
something new to cause significant change. Albury and Mulgan (Nurdin, 2016) add that innovation
is successful if it can produce effective quality improvements. In a broader context, Halversen
(Sangkala, 2013) views innovation as a change in behavior that creates new value for organizations
or customers, while Pugh (Moussa et al., 2018) sees it as the introduction of new features in
organizations that are a source of social and economic development. Innovation is also seen as an
element that changes old conditions to create real progress, both in the public sector and the non-
profit sector (Lawson & Samson, 2001; Moussa et al., 2018; Setiawan et al., 2024).

Over the past two decades, innovation, especially in the public sector, has attracted the
attention of scholars (Cinar et al., 2024; De Vries et al., 2016). This innovation has developed into a
political and administrative priority in many Western countries and has spread to underdeveloped
countries (Widianti, 2022). Governments around the world have explored new methods to provide
public services that meet citizens' requirements and expectations (Widianti, 2022). For public
organizations, innovation serves as a mechanism to improve service quality, maintain
competitiveness, and operate effectively and efficiently in a dynamic market context (Buchheim et
al., 2020). In addition, innovation is an important mechanism to build trust, maintain legitimacy, and
survive in a rapidly evolving environment (Widianti, 2022).

Public service-based innovation indicators according to (Westerman et al., 2014) include:: 1)
customer experience; 2) operational processes; 3) new business models; 4) data utilization; 5)
connectivity; 6) innovation in products and services; 7) employee engagement; and 8) flexibility and
scalability.

Employee performance

Employee performance is the result of work carried out by an employee, both in terms of
quality and quantity, in accordance with the responsibilities given (Mangkunegara, 2019; Yuslaini
& Supeno, 2020). (S. P. Robbins et al., 2019) also stated that performance is the result achieved by
employees based on certain criteria that apply in the job. In general, employee performance includes
the achievement of results in carrying out tasks, and its improvement has a positive impact on the
organization, such as improving the smoothness of service. Performance is influenced by various
factors, including the internal and external environment of the organization, as well as individual
employee factors. According to(Amstrong, 2010), performance management aims to improve the
performance of the organization, team, and individual. Performance measurement is important to
determine whether the set standards have been achieved. (Wibowo, 2016) stressed that performance
depends on what is done and how, which is key to organizational goals.

PENANOMICS: INTERNATIONAL JOURNAL OF ECONOMICS 3
https://penajournal.com/index.php/PENANOMICS/



https://penajournal.com/index.php/PENANOMICS/

Volume 4 No.1 (2025)

THE ROLE MEDIATION INNOVATION-BASED PUBLIC SERVICES: ORGANIZATIONAL
CULTURE TOWARD EMPLOYEE PERFORMANCE
Putri, et al

Employee performance indicators according to (Dessler, 2020) include: 1) work quality; 2)
work guantity; 3) consistency; 4) work targets; 5) time period; and 6) effectiveness.

Hypothesis Development
Organizational Culture Toward Innovation-Based Public Services

Organizational culture, which consists of shared values, norms, and assumptions, plays a vital
role in driving innovation in an organization (Valentin & Calin, 2024; Zhang et al., 2023). A culture
that supports creativity, flexibility, and collaboration tends to create an environment conducive to the
emergence of new ideas and innovative solutions (Nugroho, 2024). Research shows that a culture
that promotes openness, trust, and continuous learning can enhance innovation (Assoratgoon &
Kantabutra, 2023; Cameron et al., 2006b). Organizations with cultures that support risk-taking and
open discussion are more likely to have higher levels of innovation (Barney & Hesterly, 2019).
(Schein, 2010) also emphasized that leaders who create a culture that is adaptive and open to change
can encourage employees to innovate. Therefore, an organizational culture that supports learning and
collaboration is an important foundation for generating innovation that has a positive impact on
organizational performance (Ahmed, 1998; Denison & Mishra, 1995)

H1 : Organizational Culture has a Positive Influence on Innovation-Based Public Services

Innovation-Based Public Services Toward Employee Performance

Employee performance refers to the achievement of work performance produced by
individuals in carrying out their duties according to the role given in the organization (Sujarwo &
Wahjono, 2017). Public service-based innovation has a significant role in improving employee
performance by creating efficiency and effectiveness in work (Berliana & Arsanti, 2018). Research
(Leong & Rasli, 2014) shows that employee innovative work behavior has a positive effect on their
performance. The same thing was also found in a study by (Dama & Ogi, 2018) which stated that
innovation can improve employee performance. In addition, organizational innovation also has a
positive relationship with overall organizational performance (Kebede et al., 2024). Several previous
studies (Abbas et al., 2022; Demircioglu, 2021; Imam & Gunistiyo, 2024a; Mansur et al., 2022;
Tuakra, 2022) also support the finding that innovation has a positive effect on employee
performance.
H2 : Innovation-Based Public Services has a Positive Influence on Employee Performance.

Organizational Culture Toward Employee Performance

Organizational culture is a set of values, norms, beliefs, and ways of thinking held by members
of an organization, which distinguishes the organization from others (Imam & Gunistiyo, 2024a).
This culture plays an important role in influencing behavior, interactions between employees, and
how employees complete their tasks. Employee performance, which is measured by the quality,
quantity, efficiency, and effectiveness of work results, is often influenced by the culture of the
organization. Research by (Ergin, 2018; Rachmad et al., 2023) shows that organizational culture is
a significant predictor of employee performance. In addition, (Pratiwi, 2023) emphasized that
organizational culture is a determining factor in performance quality, and developing a healthy
culture is essential to improving employee performance, especially in facing future educational
challenges. Previous studies (Edward & Frinaldi, 2024; Ekowati et al., 2024; Fauzan et al., 2023;
Jamaluddin et al., 2017; Nasir et al., 2021; Peny, 2023; Syarifin & Atmaja, 2023; Tuakra, 2022) also
stated that organizational culture has a positive influence on employee performance..
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H3 : Organizational Culture has a Positive Influence on Employee Performance.

Organizational Culture Toward Employee Performance through Innovation-Based Public
Services

Organizational culture that supports public service-based innovation has a significant
influence on employee performance. A strong organizational culture, which prioritizes the values of
creativity, flexibility, collaboration, and openness, creates an environment conducive to innovation
(Imam & Gunistiyo, 2024a; Nugroho, 2024) Research shows that a culture that supports continuous
learning, risk-taking, and open discussion can increase the level of innovation in an organization
(Barney & Hesterly, 2019; Cameron et al., 2006a) Innovation that develops from this culture,
especially those focused on public service, can produce efficiency and effectiveness in work, which
ultimately improves employee performance (Berliana & Arsanti, 2018). In addition, research shows
that innovation plays an important role in improving employee performance, with innovative work
behavior having a positive effect on employee productivity and work quality (Dama & Ogi, 2018;
Leong & Rasli, 2014) In line with these findings, an organizational culture that supports learning and
collaboration has been shown to contribute to improved employee performance, especially in the
public service sector (Denison et al., 2002; Senge, 2006). So, a culture of innovation based on public
service can be a strong base for making an organization work better, which supports the research of
(Ergln, 2018; Pratiwi, 2023; Rachmad et al., 2023) Thus, hypothesis 4 is as follows:

H4 : Innovation-Based Public Services mediates Organizational Culture Toward Employee
Performance.

Conceptual Framework

ORGANIZATIONAL
CULTURE

EMPLOYEE
PERFORMANCE

INNOVATION-
BASED PUBLIC
SERVICES

=————p- DirectInfluence
= wp Indirect Influence

Figurel.Conceptual Framework
Source: Data obtained (2025)

METHOD

This research employs a quantitative methodology to examine the correlation among several
factors, intending to empirically test the theoretical framework (Ghozali, 2019). Verification
strategies systematically evaluate the relationship between variables and validate the hypothesis
(Sugiyono, 2022). A cross-sectional survey was conducted to gather data on assertive
communication, reward-based motivation, and staff performance within the Regional Secretariat of
Siak Regency. The data was systematically collected and examined. The number of samples is
determined based on the recommended guidelines (Hair et al., 2014), the minimum sample size for
analysis is 5 to 10 times the number of indicators in the model (5 x 20 = 100). Data processing using
Partial Least Squares (PLS) software for analysis and utilized Structural Equation Modeling (SEM).
Structural Equation Modeling (SEM), a form of multivariate analysis frequently employed in the
social sciences, allows for the simultaneous examination of several research variables (Sholihin &
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Ratmono, 2013). Researchers may utilize older multivariate techniques such as multiple regression,
discriminant analysis, factor analysis, and principal component analysis (Ghozali & Latan, 2020), as
alternatives to SEM. This affords them greater autonomy to integrate theory and evidence (Ghozali,
2015) states that structural models (inner models) are employed to test causation or hypotheses in
predictive model assessments.

This research evaluates the measurement model by evaluating the scale of each variable (Vinzi
et al., 2010). Validity is assessed via the metrics of reliability, convergent validity, and discriminant
validity (Hair et al., 2022), Discriminant validity tests, convergent validity, and reliability are
measurement methods in PLS-SEM that assess the validity of the scale, particularly for reflective
components. Discriminant validity is an evaluative measure based on the criteria established by
(Fornell & Larcker, 1981) Discriminant validity tests, convergent validity, and reliability are
measurement methods in PLS-SEM that assess the validity of the scale, particularly for reflective
components. Discriminant validity is an evaluative measure based on the criteria established by (Chin
et al., 2010). ). Internal consistency reliability is ultimately assessed using the Cronbach's alpha
coefficient and composite reliability. Each construct's value must exceed 0.70.

Acceptance or rejection of the hypothesis according to (Ghozali, 2015) s as follows:

1. If the calculated t value is greater than the t table (1.96) and the P value is smaller than alpha
(0.05), then HO is rejected and Ha is accepted, meaning that the exogenous variable studied has
an influence on the endogenous variable.

2. If the calculated t value is less than the t table value of 1.96 and the P value is higher than alpha
(0.05), then HO is accepted and Ha is rejected. This means that the exogenous variable studied
has not an influence on the endogenous variable.

RESULTS
Test Outer Model (Validity)

Data validity testing in the study showed that the loading factor values of all indicators were
valid, because they were above 0.7. In the Organizational Culture variable, the loading factor values
ranged from 0.819 (OC5) to 0.934 (OC1). In the Innovation-Based Public Services variable, the
lowest loading factor value was 0.828 (IN6), and the highest was 0.957 (IN5). Meanwhile, in the
Employee Performance variable, the lowest loading factor value was 0.923 (EP6), and the highest
was 0.988 (EP4). The results of the discriminant validity test can be seen more clearly in Figure 2.

(e]ey] EP1
oc2 ™ ( 0,972 (0.000 EFL
oo 050,
0.917 (0.000) ~._ 0.960 (0.000)
OC3  #0.920(0.000 0gs2 000007 0
W 0.476 (0.005) ———— :
40933 (0.000 0.981 (0000} oo
B ( 929 (0.000)
- L ~
0,921 (0.000) Organizational ™ ) Employee 0.923 {0.000) £pS
Qcs / Culture  0.871(0.000) 0.506 (0.003} performance

o]}

- . 0.828 (0.000) \ IN8
I / 0:54710.0000 657 (0.000)
INT
IN3
IN5

IN4 INS

Figure 2. Structural Model
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The validity of cross-loadings in Smart PLS (partial less square) is measured to assess the
extent to which measurement indicators correlate with relevant constructs. In PLS analysis, a
measurement is said to be valid if the indicator loading value on the parallel construct is higher than
the loading value on other constructs (cross loadings) (Hair et al., 2022). From table 1 it can be seen
that all cross-loading values are higher than the loading values on other constructs.

Table 1. Cross Loadings

Innovation-

. Employee Based Organizational .
Indicator Performance Public Culture Explanation
Services
EP1 0.9791 0.8856 0.9080 Valid
EP2 0.9597 0.8338 0.8740 Valid
EP3 0.9520 0.8245 0.8703 Valid
EP4 0.9808 0.8949 0.8978 Valid
EP5 0.9293 0.8994 0.8364 Valid
EP6 0.9276 0.9275 0.8595 Valid
INL 0.8553 0.9414 0.8271 Valid
IN2 0.8220 0.8691 0.7463 Valid
IN3 0.8409 0.9391 0.8522 Valid
IN4. 0.8986 0.9473 0.8294 Valid
IN5 0.8929 0.9570 0.8257 Valid
IN6 0.7167 0.8284 0.7416 Valid
IN7 0.8884 0.9554 0.8163 Valid
IN8 0.8763 0.9447 0.7897 Valid
oc1 0.8200 0.7719 0.9337 Valid
ocz 0.9101 0.8237 0.9174 Valid
ocs 0.8022 0.7455 0.9202 Valid
oca 0.9162 0.8295 0.9332 Valid
ocs 0.6584 0.6987 0.8192 Valid
oce 0.8562 0.8583 0.9208 Valid

Source: Primary Data Processed (2025)

Next, the Average Variance Extracted (AVE) value in Table 2 can be used to figure out the
convergent validity, which checks how consistent the indicators used to represent a construct are
with each other. The numbers show that the AVE value for Innovation-Based Public Services
(0.854), Organizational Culture (0.825), and Employee Performance (0.910) is greater than 0.50,
which means that the models are very valid (Chin et al., 2010).

Test Outer Model (Reliability)
The rule of thumb used for composite reliability values is greater than 0.7 (Ghozali & Latan,
2020; Hair et al., 2022). Innovation-Based Public Services (0.979), Organizational Culture (0.966),
and Employee Performance (0.984) all have reliability values higher than 0.7, which means that all
of them are reliable.
Table 2. AVE Value Result and Composit Reliability

. Cronbach’ Composite Average Variance
Explanation rho_A S
s Alpha Reliability  Extracted (AVE)
Employee Performance 0.980 0.981 0.984 0.910
Innovation-Based Public Services 0.975 0.977 0.979 0.854
Organizational Culture 0.957 0.962 0.966 0.825

Source: Primary Data Processed (2025)

R-Square Test

R-squared shows the magnitude of the influence of exogenous variables on endogenous
variables and assesses the strength of the research model. According to (Chin et al., 2010; Podsakoff
et al., 2012), R-squared is grouped into 3 categories, namely the R-squared value of 0.67 (strong),
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0.33 (moderate), and 0.19 (weak). From the calculations shown in table 3, the structural R-Square
value 1 is 0.758 (strong), and the structural R-Square value 2 is 0.902 (strong).
Table 3. R-Square Result

. Adjusted
Explanation R Square J
R Square
Employee Performance 0.902 0.900
Innovation-Based Public Services 0.758 0.755

Source: Primary Data Processed (2025)

Hipotesis Testing

The findings of the direct influence path coefficient test in Table 4 indicate a positive influence
between variables based on the original sample value. The path coefficient data serves to answer the
research hypothesis. They found that organizational culture has a big effect on public services that
are based on innovation. This is shown by a p-value of 0.000 < 0.05 and a t-statistic of 17.692 > 1.96,
which supports the first hypothesis (H1) and gives an effect of 0.871, or 87.1%. A p-value of 0.006
< 0.05 and a t-statistic of 2.759 > 1.96 show that organizational culture has a big effect on employee
performance. This means that the second hypothesis (H2) is true, and the effect is 0.476, or 47.6%.
Also, innovation-based public services have an effect on employee performance, as shown by a p-
value of 0.003 < 0.05 and a t-statistic of 2.966 > 1.96. This supports the third hypothesis (H3) and
gives it a 50.6% effect.

Table 4. Hypothesis Testing Result - Direct

Original Sample Standard T Statistics
Explanation Sample Meanp(M) Deviation (O/STDEV]) P Values P Values
[(®)] (STDEV)
Innovation-Based Public Services -> Employee Performance 0.506 0.504 0.171 2.966 0.003 Positive Influence
Organizational Culture -> Employee Performance 0.476 0.478 0.172 2.759 0.006 Positive Influence
Organizational Culture -> Innovation-Based Public Services 0.871 0.870 0.049 17.692 0.000 Positive Influence

Source: Primary Data Processed (2025)

Furthermore, the indirect effect is seen in table 5, indicating a positive influence between
variables on the original sample value. The p-value of 0.004 is less than 0.05 and the t-statistics of
2.880 is greater than 1.96. This shows that the path coefficient calculation of the effect of
organizational culture on employee performance through innovation-based public services is quite
large. It has an effect of 0.441, or 44.1%, which supports the fourth hypothesis (H4). Therefore, the
total effect represents the sum of the coefficient value of organizational culture on employee
performance, the coefficient value of employee performance on innovation-based public service, and
the coefficient value of innovation-based public service on employee performance. The total effect
is calculated as follows: 0.476 + (0.871 x 0.506) = 0.476 + 0.441 = 0.917.

Table 5. Hypothesis Testing Result - Indirect

Original Sample Standard T Statistics
Explanation Sample o o) Deviation (O/STDEV]) P Values P Values
(0) (STDEV)
Organizational Culture -> Innovation-Based Public Services 0.441 0.438 0.153 2.880 0.004 Positive Influence

-> Employee Performance

Source: Primary Data Processed (2025)
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Discussion
The Influence of Organizational Culture on Innovation-Based Public Services

Organizational culture at the Siak Regency Regional Secretariat plays an important role in
driving innovation by creating an environment that supports collaboration, creativity, and change. A
positive culture, such as openness, appreciation for new ideas, and leadership support, provides space
for employees to develop fresh ideas without fear of failure. Cross-unit collaboration strengthens
synergy, which in turn accelerates the creation of innovative solutions, both in the digitalization of
public services and budget management. An adaptive culture allows organizations to respond quickly
to change, increase employee ownership of innovation, and encourage work efficiency and
effectiveness. Research by (Asbari et al., 2019; Denison et al., 2004; Denison & Mishra, 1995)
confirms that an organizational culture that supports openness and flexibility can improve innovative
behavior and organizational performance. There is strong evidence that organizational culture leads
to innovation-based public service in a study done at the Siak Regency Regional Secretariat. This is
shown by the high and significant path coefficient value. This finding is in line with the results of
research by (Zachroni et al., 2021), which shows that a flexible and adaptive organizational culture
facilitates increased innovation in an organization. Thus, a strong organizational culture that supports
innovation-based public services can accelerate change and ensure improvements in the quality of
public services and governance..

The Influence of Organizational Culture on Employee Performance

Innovation-based public service at the Siak Regency Regional Secretariat is fundamental in
improving organizational performance by introducing new ideas, methods, or technologies that can
improve efficiency, effectiveness, and quality of work results. Digitalization of administration allows
for reduced document processing time, increased data accuracy, and accelerated service to the public,
which has a direct impact on improving the quality of public services. Innovation-based public
service also plays a role in resource management and data-based decision-making, enabling more
effective budget allocation and more optimal target achievement. The results of a study that looked
at the relationship between innovation-based public service and employee performance at the Siak
Regency Regional Secretariat showed that innovation can make workers more productive and help
organizations deal with problems more quickly. These results are consistent with previous studies by
(Abbas et al., 2022; Feri et al., 2020; Tuakra, 2022), which showed a positive impact of innovation
on employee performance. However, these results go against those of Imam and Gunistiyo's research
from 2024, which showed that innovation hurt performance. This could be because it wasn't
implemented properly or because people in the organization didn't want to change. Innovation that
is implemented appropriately and supported by an adaptive organizational culture can have a
significant impact on improving organizational performance and public services.

The Influence of Innovation-Based Public Services on Employee Performance

A strong organizational culture in the Siak Regency Regional Secretariat has been proven to
have a positive effect on employee performance, creating a conducive, collaborative, and results-
oriented work environment. A culture of openness in the organization facilitates more effective
communication, allowing problems to be resolved quickly and decisions to be made appropriately.
Collaboration between departments also encourages synergy that increases efficiency in carrying out
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tasks, while rewards for performance provide additional motivation for employees to provide their
best contribution. In addition, a culture that is adaptive to change, such as the application of
technology in public services, improves the organization's response to challenges, encouraging
innovation that is relevant to the needs of the community. Consistent organizational values also play
a role in encouraging employee discipline and commitment, which have a direct impact on achieving
work targets and organizational goals. The research conducted shows that organizational culture has
a significant positive effect on employee performance, which is reflected in the high and significant
path coefficient value. This finding supports research by (Edward & Frinaldi, 2024; Syarifin &
Atmaja, 2023) which shows that a positive organizational culture creates a productive work
environment and supports employee performance. This finding, on the other hand, goes against what
(Hasanah & Aima, 2018) found. They found that organizational culture hurt performance because it
wasn't flexible enough to adapt to changes in the outside world.

Innovation-Based Public Services Mediate The Effect of Organizational Culture on Employee
Performance

After looking at the data for this study, it was discovered that public service-based innovation
is a key factor in the link between organizational culture and employee performance at the Siak
Regency Regional Secretariat. Public-service-based innovation strengthens the impact of
organizational culture on employee performance by introducing new ways to improve work
efficiency and effectiveness and the quality of public services. A positive organizational culture, such
as openness, collaboration, appreciation for creativity, and adaptation to change, can create an
environment that supports the emergence of innovation. Innovation, in turn, realizes these cultural
values and makes a direct contribution to improving employee performance, implementing
administrative digitalization, and accelerating work processes. These results show that a work
environment that encourages new ideas based on public service will improve both employee and
company performance. This will help the Siak Regency Regional Secretariat reach its strategic goals
more quickly, effectively, and in a way that meets the needs of the community. These results are in
line with research by (Bohlander & Snell, 2013; George & Zahra, 2002; Jaskyte & Dressler, 2005),
which also found that an organizational culture that encourages innovation can improve employee
performance through the implementation of new ideas. However, (Imam & Gunistiyo, 2024a)
research shows that the mediating role of innovation can be weakened in organizations experiencing
structural constraints. This finding provides a new contribution to local government, emphasizing
the role of public service-based innovation as a catalyst that connects organizational culture and
employee performance.

CONCLUSION

Based on the results of this study, it can be concluded that a positive organizational culture in
the Siak Regency Regional Secretariat has a significant influence in encouraging public service-
based innovation and improving employee performance. A culture that supports openness,
collaboration, appreciation for creativity, and adaptation to change creates a conducive environment
for innovation to emerge. Public service-based innovation, such as the digitalization of
administration and data-based budget management, accelerates work processes and improves the
quality of service to the community, which leads to increased efficiency and effectiveness in
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employee performance. This public service-based innovation also acts as a mediator that strengthens
the relationship between organizational culture and performance by introducing new ways that are
relevant and responsive to challenges. This finding is in line with previous studies showing that an
organizational culture that supports innovation can improve employee performance, but there are
differences with several other studies that note obstacles in implementing creativity. The results of
this study provide an important contribution to the Siak Regency Regional Secretariat by
emphasizing the importance of public service-based innovation as a link between organizational
culture and improving employee performance.
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