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ABSTRACT 
This purpose of this study is to analyze and obtain empirical evidence relating to the 
influence of organizational culture and sensation seeking on employee performance. And 
also to discover whether creativity mediates organizational culture and sensation seeking 
towards employee performance. The subjects of this study were employees of the Health 
Office of the Province of West Nusa Tenggara. This research is explanatory research with 
the number of respondents as many as 109 people. The data collection method used in this 
study was through a survey using a questionnaire. The data analysis technique used in this 
study is the Structural Equation Modeling-Partial Least Square (SEM-PLS) technique. 
The results of this study indicate that: 1) Organizational Culture has a significant effect 
towards Employee Performance, 2) Sensation Seeking has a significant effect towards 
Employee Performance, 3) Organizational Culture has a significant effect towards Creativity, 
4) Sensation Seeking has a significant effect towards Creativity, 5) Creativity has a 
significant effect towards Employee Performance. 
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Improving the performance of employees or the State Civil Apparatus will directly 
improve organizational performance which will ultimately improve the image of public 
organizations in particular and the government in general. In the assessment of the integrity 
survey of the Government Agency Performance Accountability System (GAPAS) by the 
Ministry of Administrative Reform and Bureaucratic Reform of Indonesian Republic on the 
performance of the State Civil Apparatus in West Nusa Tenggara Province on 23 October 
2017, West Nusa Tenggara Province GAPAS is still B (class 60-70) after the previous year 
always gets a CC score (grades 50-60), which means that repairs need to be done. The 
results of the West Nusa Tenggara Provincial Health Office performance are seen in line with 
the results of the integrity survey of the Government Agency Performance Accountability 
System (GAPAS) conducted by the Ministry of Administrative Reform and Bureaucratic 
Reform of Indonesian Republic that the performance results are not optimal. So it needs to 
be explored further about the factors that can affect performance improvements in regional 
services. Creativity has been predicted as one of the factors that can explain significant 
performance improvements (Amabile, Scahtzel, Moneta and Kramer, 2004; Yang and Choi, 
2009; Wu et al., 2012; Lee & Tan, 2012; and Indrasari et al., 2016). Besides organizational 
culture (Ahmed & Shafiq, 2012; and Darsana, 2013) and personality factors (Barrick & 
Mount, 1991; Skyrme et al., 2005: Rose et al., 2010) also predictors as factors that can affect 
employee performance. 
 

LITERATURE REVIEW 
 

Organizational culture is defined as shared values and beliefs that are believed by 
individuals in the organization and determine how they perceive, think, and react to various 
environments (Kreitner and Kinicki, 2012). Organizational culture is related to economic 
performance and organizational success (Denison & Mishra, 1995; Pothukuchi et al., 2002; 
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Sorensen, 2002). Kotter and Heskett (1992) state that strong organizational culture has an 
impact that greatly affects individuals and the performance and work performance of the 
organization as a whole. Daniel R. Denison (2000) suggests a model that focuses on the 
extent to which employees know their vision and mission, the extent to which employees 
think that organizations have values, processes, and systems that are in line with the goals 
of the company or organization and the extent to which employees are involved in moving 
the organization in achieving its goals. Denison characterizes the reciprocal influence of four 
cultural factors or four traits that affect organizational effectiveness and each of the four traits 
has three index variables: involvement, consistency, adaptability, and mission. Involvement 
is a situation where employees feel that their activities are closely related to the goals of the 
organization, that they have been empowered, that teamwork must be valued and priority 
given to the development of employee capabilities. Involvement is characterized by indices 
such as Empowerment, Team Orientation, and Capability Development. Consistency is a 
high level of integration and coordination. Consistency is characterized by the Core values, 
Agreement, Coordination, and Integration index. Adaptability is a state within a frame that 
flexibly responds to organizational requirements of customers, takes risks, learns from their 
own mistakes and is ready for the change. Adaptability is characterized by Creating Change, 
Customer Focus, and Organizational Learning index. The Mission is the characterization of 
the goals and direction of the organization from strategic development, based on concepts 
that have been developed by the organization and are future-oriented. The mission is 
characterized by an index of Strategic Direction and Intent, Goals and Objectives, Vision. 

Sensation seeking is a basic need, but sometimes it is not realized. Zuckerman (1994a, 
p.27) defines sensation seeking as a biosocial trait, namely the desire or desire to seek 
varied, new, complex experiences and intense sensations, as well as willingness to take 
physical, social, legal and financial risks to be able to experience these experiences and 
sensations. Sensation seekers according to Jackson (2005, 2008) are individuals who have 
interest, curiosity, and exploration while according to Zuckerman sensation seekers are 
individual risk takers. Jackson focuses on learning elements from sensation seeking inspired 
by experimental research Ball and Zuckerman (1990, 1992) and Pickering (2004) which 
show the possibility of successful sensation seeker learning. Jackson (2005, 2008a) argues 
that sensation seekers have an intrinsic desire to explore the environment that will lead them 
to create a large number of exploration experiences that can result in one functional or 
beneficial outcome or dysfunctional outcome. Jackson (2005, 2008, 2009) designed a hybrid 
model of learning in Personality (HMLP), namely combining sensation seeking as a 
psychobiological construct in a learning model in personality (learning in personality) to be 
able to understand sensation seeking as predictors of various functional and dysfunctional 
work results. According to the Jackson model, sensation seeking is seen as a primitive drive 
that needs to be expressed through sophisticated social cognitive mechanisms to make 
sensation seeking the basis for functional learning. Sensation seekers are characterized as 
individuals with explorative, impulsive, seize the moment tendencies, openness to 
experience, opportunistic and risk takers. 

Creativity is defined by Amabile et al. (1996) as a new and appropriate solution for 
completing open tasks. Csikszentmihalyi and Wolfe (2005) see creativity as an original idea 
or product, valued and implemented. Barry and Kanematsu (2006) define creativity as the 
ability to produce original ideas and new things, which also involve combinations of current 
work, objects, and ideas in various ways for new purposes. Teresa M. Amabile (1983) in 
Kozbelt et al., (2010) introduced the theory of creativity and innovation called The 
Componential Model of Individual Creativity. This model states that each individual needs 
three individual or internal components to generate individual creativity. 1) Domain-relevant 
skills, 2) Creativity-relevant skills, 3) Intrinsic Task motivation. 

Performance is defined as the record of outcomes produced on a specified job function 
or activity during a time period (Bernardin and Russel, 1998). Definition of job performance or 
performance is the behavior or activity carried out by employees when working directed to 
the goals and objectives of the organization (Motowidlo et al., 1997). Dessler (2009) argues: 
work performance of employees is the actual performance of employees compared to the 
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expected performance of employees. Mathis and Jackson (2010) stated that the 
measurement of employee performance can be associated with what is done and what is not 
done by employees related to 1) Quantity of Output, 2) Quality of Output, 3) Timeliness of 
Output, 4) Presence/Attendance On The Job, 5) Efficiency of Work Completed, 6) 
Effectiveness of Work Completed. 
 

METHODS OF RESEARCH 
 

This research is explanatory quantitative research that uses the population in the West 
Nusa Tenggara Provincial Health Office Sampling is done by the Proportional Stratified 
Random Sampling technique, which is 109 employees. Data was collected using a 
questionnaire. The measurement items are stated in a Likert scale statement, with a range of 
scores between 1 and 5. The study variables consist of independent variable Organizational 
Culture (X1), Sensation Seeking (X2), Creativity mediation variable (Y) and Employee 
Performance dependent variable (Z). The data analysis technique uses Structural Equation 
Modeling-Partial Least Square (SEM-PLS) techniques with the analysis tools used by 
WarpPLS version 5.0. 

The research framework is presented in Figure 1. 
 

 
 

Figure 1 – Research Framework 

 
Hypotheses: 
H1: Organizational Culture has a significant effect on Employee Performance; 
H2: Sensation Seeking has a significant effect on Employee Performance; 
H3: Organizational Culture has a significant effect on Creativity; 
H4: Sensation Seeking has a significant effect on Creativity; 
H5: Creativity has a significant effect on Employee Performance. 

 
RESULTS AND DISCUSSION 

 
To measure organizational culture variables refers to Denison's (2000) organizational 

culture model which is reflected by 12 indicators developed into 24 sub-indicators. 
Measurement of sensation seeking variables refers to Jackson's (2005) sensation seeking 
model which is reflected by 6 indicators developed into 15 sub-indicators. The measurement 
of creativity variable refers to Amabile's creativity (1983) which is reflected by 3 indicators 
developed into 6 sub-indicators. Measurement of performance variables refers to the 
performance model of Mathis & Jackson (2010) which is reflected by 6 indicators developed 
into 13 sub-indicators. So that there are a total of 58 statements in the questionnaire. This 
study uses the Structural Equation Model (SEM) data analysis technique with the Partial 
Least Square (PLS) analysis model with the analysis tool used by WarpPLS version 5.0. 

The outer model analysis is done to ensure that the measurements used are feasible to 
be used as measurements (valid and reliable). To test the validity of the questionnaire used 
Discriminant Validity is measured by comparing the average root square value of each 
construct with the correlation between other constructs in the model. The value of Average 



RJOAS, 1(85), January 2019 

274 

Variance Extracted (AVE) must be greater than 0.5 with a p-value smaller than the 
significance level (Latan and Ghozali, 2014). 
 

 
Figure 2 – Results of Model 

 
Table 1 – AVE Measurement 

 

Variable Organizational Culture Sensation Seeking Creativity Employee Performance 
AVE 0.503 0.523 0.612 0.606 

 
It can be seen on table 1 that all results of discriminant validity are above 0.5 so fulfill 

the reliability of internal consistency, all variables are said to be valid and can provide 
confidence. After passing the validity test then the reliability test is performed with the 
composite reliability technique. The reliability coefficient must be greater than 0.7. The 
measurement results of composite reliability in this study can be seen in the following table: 
 

Table 2 – Measurement Reliability 
 

Variable Composite Reliability Cronbach's Alpha 
Organizational Culture 0.960 0.960 

Sensation Seeking 0.942 0.934 
Creativity 0.904 0.871 

Employee Performance 0.952 0.945 

 
Based on Table 2 above it can be seen that the entire proceeds from composite 

reliability or the regression coefficients for all variables are above 0.7 as well as the 
Cronbach Alpha values are all also above 0.70 so that they meet the reliability of internal 
consistency and all these variables are said to be reliable. 

The inner model analysis or structural analysis of the model is carried out to ensure 
that the structural models are robust and accurate. Evaluation of inner models can be seen 
from several indicators which include: 1. Determination coefficient (R2), 2. Predictive 
Relevance (Q2). This measurement examines the influence between variables using 
adjusted R Square which is classified into a model. The influence between variables in the 
system built on the study was calculated using predictive relevance aimed at assessing the 
effective validity of independent variables with the following results: 
 

Table 3 – R-square value Adjusted (Adjusted R
2
) 

 

Endogenous Variables Value of R-Square Adjusted (Adjusted R
2
) Q-square (Q2) 

Creativity 0.701 0.704 
Employee Performance 0.841 0.841 

 
It can be seen on table 3 that creativity has Adjusted R-square value (adjusted R2) of 

0.701 (70.1%). This shows that the creativity variable can be predicted by organizational 
culture variables, and sensation seeking is 70.1%. While the remaining 29.9% can be 
predicted by other variables outside the model or variables not used in this study. 
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Furthermore, that performance has Adjusted R-square value (adjusted R2) of 0.841 (84.1%). 
This shows that the performance variable can be predicted by variable organizational culture, 
sensation seeking and creativity by 84.1%. While the remaining 15.9% can be predicted by 
other variables outside the model or variables that are not used in this study. To see the 
relationship of all variables in the system built in this study, the value of Q2 is found in the 
range Q2 ≥ 0.7. 

The output of the PLS software proves the main hypothesis and the sub-hypotheses of 
the research, which are shown in table 4. 
 

Table 4 – The Investigation of the Research Hypotheses 
 

Hypotheses Original Sample P Values 
Organizational Culture >> Employee Performance 0,363 0,001 

Sensation Seeking >> Employee Performance 0,269 0,002 
Organizational Culture >> Creativity 0,301 0,001 

Sensation Seeking >> Creativity 0,580 0,001 
Creativity >> Employee Performance 0,338 0,001 

 
Hypothesis 1 stated that Organizational Culture (X1) has a significant effect on 

Employee Performance (Z). The statistical test results found the value of p-values of 0.001 
were <0.1 and the estimated value of the regression coefficient (original sample) produced is 
equal to 0.363. The positive sign in the regression coefficient shows a unidirectional 
relationship between organizational culture and performance where if the organizational 
culture increases once, the performance increases by 0.363 times. It can be concluded that 
the data supports the H1 hypothesis where there is a significant and positive relationship 
between organizational culture and employee performance at the West Nusa Tenggara 
Provincial Health Office. The results of this study are in line with the research conducted by 
the research conducted by Ahmed & Shafiq (2012) and Darsana (2013) showing that there is 
a significant relationship that occurs between organizational culture and organizational 
performance or effectiveness. Strong organizational culture will help organizations to provide 
certainty to all employees to develop together, grow and develop agencies or organizations. 
Employees who already understand the overall values of the organization will make these 
values an organizational personality. These values and beliefs will be manifested into their 
daily behavior at work so that they will become individual performance and in turn will 
become organizational performance. 

Hypothesis 2 stated that Sensation Seeking (X2) significantly influence Employee 
Performance (Z). The results of statistical tests find the value of p-values at 0.002 were <0.1 
and the estimated value of the regression coefficient (original sample) produced is equal to 
0.269. The positive sign in the regression coefficient shows a unidirectional relationship 
between sensation seeking and performance where if sensation seeking increases once, the 
performance increases by 0.269 times. It can be concluded that the data supports the H2 
hypothesis where there is a significant and positive relationship between sensation seeking 
and employee performance at the West Nusa Tenggara Provincial Health Office. The results 
of this study are in line with research conducted by Mustika and Jackson (2016), Donohew et 
al., 2000, Sunder et al., (2017), they found that sensation seeking personality factors can 
affect performance or job performance. Sunder et al., (2017), who in his research found that 
sensation seekers tended to accept or have innovation and change. Organizations supported 
by individual sensation seekers are able to produce more patent products with greater 
market impact because individuals with these types of characteristics will usually increase 
the effectiveness of innovation and pursue more diverse and original projects. Openness to 
new ideas and the willingness to pursue new methods in work overrides their desire to 
maintain a structured and repetitive situation. They also become innovative consumers, not 
afraid to try new things and always know alternatives. With the support of characteristics like 
this in organizations that require a high level of innovation, it can direct the organization to 
success. 
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Hypothesis 3 stated that Organizational Culture (X1) significantly influence Creativity 
(Y). The statistical test results found the value of p-values of 0.001 were <0.1 and the 
estimated value of the regression coefficient (original sample) produced is equal to 0.301. 
The positive sign in the regression coefficient shows a unidirectional relationship between 
organizational culture and performance where if the organizational culture increases once, 
the performance increases by 0.301 times. It can be concluded that the data supports the H3 
hypothesis where there is a significant and positive relationship between organizational 
culture and creativity. The results of this study are in line with research conducted by 
Castiglione (2008), Keskin, (2009), Valencia et al., (2010), Hirst et al., (2011), Karamipour et 
al., (2015) and Ali Taha et al., (2016). Keskin (2009) found that organizational culture can be 
used to support and develop creativity and innovation. Castiglione (2008) states that a place 
for developing the potential capacity of individual creativity will emerge when organizational 
culture accepts it. Individuals will behave creatively if the culture in the individual's 
environment can encourage individuals to get new ideas. Specifically, this study found a 
relationship between the alignment of employee's personal values and organizational cultural 
values and the willingness of employees to generate new ideas. 

Hypothesis 4 stated that Sensation Seeking (X2) significantly influence Creativity (Y). 
The statistical test results found the value of p-values of 0.001 where <0.1 and the estimated 
value of the regression coefficient (original sample) produced was equal to 0.580. The 
positive sign in the regression coefficient shows a unidirectional relationship between 
sensation seeking and creativity where if sensation seeking increases once, creativity 
increases by 0.580 times. It can be concluded that the data supports the H4 hypothesis 
where there is a significant and positive relationship between sensation seeking and 
creativity. The results of this study are in line with research conducted by Amabile and 
Gryskiewicz (1987) stating that things, quality or individual components that can encourage 
the emergence of creativity to include the diversity of personality traits, while the quality or 
individual components can hinder or prevent the emergence of creativity, among others, is 
not motivated. Another supporting study conducted by Dewwet (2007) who found that 
antecedents or things that precede employee creativity are intrinsic interests in one's work 
and the influence of intrinsic motivation on creativity transmitted through increased 
willingness to take risks. 

Hypothesis 5 stated that Creativity (Y) significantly influence Employee Performance 
(Z). The statistical test results found the value of p-values of 0.001 were <0.1 and the 
estimated value of the regression coefficient (original sample) produced is equal to 0.338. A 
positive sign on the regression coefficient shows a unidirectional relationship between 
creativity and performance where if creativity increases once, the performance increases by 
0.338 times. It can be concluded that the data support the hypothesis H5 where there is a 
significant and positive relationship between creativity and performance. The results of this 
study are in line with the research conducted by Yang and Choi (2009) who found that 
creativity is a predictor to explain significant team performance improvements. Furthermore 
Lee & Tan (2012), Wu et al. (2012), and Indrasari et al. (2016) from the results of his 
research found that personal or individual creativity can improve task performance and group 
performance. Creativity results from the accumulation of individual thinking skills and skills 
derived from formal education and their past experience. The creative response involves 
thinking about new procedures or processes to work on a task or work to complete work or 
identify products or services to better meet customer needs. This also involves improving 
existing procedures or processes to increase efficiency or to find more effective procedures 
or processes. 
 

Table 5 – Indirect Effect 
 

n/n Indirect Effects P-Value VAF 
Organizational Culture Influences Employee Performance 
Mediating by Creativity 

0.447 <0.001 0.737 

Sensation Seeking Influences Employee Performance 
Mediating by Creativity 

0.367 <0.001 0.551 
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It was found that: First, the results of mediation calculations that Variance Accounted 
For (VAF) amounting to 0.737 and with P-Value, p <0.01, it can be concluded that the VAF 
value is categorized as partial mediation and the effect is positive and significant. This shows 
that a strong organizational culture will have an impact on the formation of employee 
performance and also shape creativity and ultimately improve employee performance at the 
West Nusa Tenggara Provincial Health Office; 

Second, the mediation calculation results that the VAF value is 0.551 and with P-Value 
p <0.01, it can be concluded that the VAF value is categorized as partial mediation and the 
effect is positive and significant. This shows that sensation seeking will have an impact on 
employee performance and also shape creativity and ultimately improve the performance of 
employees of the West Nusa Tenggara Provincial Health Office. 
 

CONCLUSION 
 

The conclusion of this study is that there is a positive and significant influence of 
organizational culture on employee performance at the West Nusa Tenggara Provincial 
Health Office. It can be concluded that a strong or weak organizational culture will have an 
impact on employee performance. The higher or stronger the value of organizational culture, 
the higher the performance of employees, the decline in organizational cultural values will 
reduce employee performance. There is a positive and significant influence between 
sensation seeking towards the performance of employees of the West Nusa Tenggara 
Provincial Health Office. It can be concluded that high or low levels of sensation seeking will 
affect employee performance. The higher the level of sensation seeking, the higher the level 
of employee performance and vice versa. There is a positive and significant influence 
between organizational culture on creativity. It can be concluded that organizational culture is 
one factor that can encourage the level of employee creativity. The stronger the 
organizational culture, the higher the level of creativity of employees and vice versa. There is 
a positive and significant influence between sensation seeking towards creativity. It can be 
concluded that high or low levels of sensation seeking will affect employee creativity. The 
higher the level of sensation seeking, the higher the level of creativity of employees and vice 
versa. There is a positive and significant influence between creativity on the performance of 
employees of the West Nusa Tenggara Provincial Health Office. It can be concluded that a 
high or low level of creativity will affect employee performance. The higher the level of 
creativity, the higher the employee's performance, the decrease in the level of employee 
creativity will have an impact on the decline in employee performance at the West Nusa 
Tenggara Provincial Health Office. 

Found in organizational culture variables that indicator involvement, consistency, 
adaptability, and mission are in line with the expectations of the respondents. Also found the 
highest score is found in the empowerment index, while the lowest score is found in the 
index agreement. Therefore it is necessary to increase the ability of employees to reach 
agreement on important issues and agreements and the ability to reconcile in the face of 
problems that arise due to differences between them. The sensation seeking variable found 
that the Openness to Experience indicator had the highest score, while the lowest score was 
found on the Risk Taker indicator. This explains that personality traits can predict what the 
individual "will do" rather than just what he "can do", therefore management needs to be 
better able to understand and manage differences in values and needs of employees in 
terms of curiosity and exploration and guide the trait in such a way that the individual 
expresses again or re-expresses his curiosity and exploration through a positive way for 
them and the community. Furthermore, in the creativity variable, it was found that the 
indicators Domain-relevant skills, Creativity-relevant skills, and Intrinsic Task motivation were 
in line with the expectations of respondents. Found the highest score found in the Creativity-
relevant Skills indicator, the Domain-relevant Skills score has the lowest score but the scores 
of Creativity-relevant Skills, Task Motivation, and Domain-relevant Skills indicators are in the 
high category. Management can encourage and support employees to generate ideas, look 
for new ways to complete their work efficiently and provide confidence in the ability of 
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employees to solve problems. The next finding on the performance variable is found that the 
Quality of output indicator has the highest score; while the lowest score value is on the 
Efficiency of work completed indicator. However, overall scores on employee performance 
indicators are in the high category. This means that the variable employee performance 
indicators are in line with the expectations of respondents. 
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