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ABSTRACT

Manufacturing firms today operate in environments characterized by intense competition, rapid technological
shifts, and rising performance expectations, making the role of employee behavior more critical. Many firms
struggle with inconsistent problem-solving practices, limited creativity on the production floor, and growing
stress levels among workers, all of which undermine productivity, quality, and operational reliability.
Therefore, this study is an attempt to highlight the role of organizational culture in the promotion of employee
behavior through solving problems analytically, solving problems creatively and managing personal stress.
Three hundred and eighty-seven (387) responses were received through questionnaire survey and analyzed by
using PLS-SEM. Results of the study demonstrated that organizational culture has significant contribution to
the promotion of employee behavior. Furthermore, solving problems analytically and managing personal stress
has direct as well as indirect effect of employee behavior. Organizational culture increases solving problems
analytically and managing personal stress which further leads to organizational behavior. These findings
contributed significantly to literature and provided valuable insights for policymakers.
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1. INTRODUCTION

Rapidly developing technology, competition, and
the growing need for efficiency, innovation, and
adaptability among workforce have dramatically
changed the way manufacturing operations of
companies (Jahanshahi et al., 2025). Employee job
roles have expanded to include ensuring operational
excellence as manufacturing operations become
more complicated (Liu et al., 2018; Tambunan et al,,
2025). Employee behavior, such as responsibility,
cooperation, adaptability, and commitment to their
job responsibilities and tasks, is one of the major
components contributing to the productivity, quality
of product, and stability of an organization. The
overall concept of organizational culture exists
largely to shape employee thinking about problem-
solving and challenges (Fadnavis et al., 2020) that
occur in manufacturing environments based on
shared values, norms, and behavioral expectations.
Due to the dynamic and technical environment of
modern manufacturing (Hu, 2023; Turkcan et al.,
2022), it is critical to know how organizational
culture has an impact on employee behavior from
both an individual perspective as well as a cognitive
perspective in order to maintain competitive
advantage.

There are many organizational challenges facing
manufacturing organizations with employee
behaviors (Alieva & Powell, 2023; Jengwa & Chisoro,
2018) related to the following areas of concern: lack
of compliance with manufacturing procedures,
inability to make timely manufacturing decisions, a
need for teamwork, and inconsistency in task
performance from one employee to another. The
focus of this study is employee behavior and is
influenced by many different factors including
problem-solving style, stress level, and the overall
organizational climate. Most manufacturing
companies experience inconsistent manufacturing
performance (Arents & Greitans, 2022), lack of
adaptability by their employees, conflict on
workplace, and decreased employee engagement
during times of high-stress production activity. All of
these behavioral challenges can result in decreased
production efficiency, increased rate of defects in
manufactured products, increased operating
expenses, and a higher level of safety risk. Employees
continues to struggle to meet behavioral standards,
even with appropriate training and supervision,
especially when the performance of their job
responsibilities becomes complicated due to a
combination of factors including but not limited to
complicated processes, tight time deadlines, and new
manufacturing challenges. Therefore, it is important

for manufacturing firms to address the problems that
arise from inconsistencies in employee behavior.

In previous studies, researchers have shown that
the culture of an organization affects how employees
behave (Purnama et al., 2024; Suharto & Nusantoro,
2018; Sumiyati et al., 2025). However, these studies
have not conducted sufficient research to determine
how organizational culture affects employee
behavior by looking at the cognitive and emotional
processes that mediate these relationships. The
majority of prior research has focused on the service
and corporate sector (Latif & Ullah, 2016; Qgaard et
al., 2005; Yu Wang et al., 2025), and has thus not
included how these relationships operate in
manufacturing firms. These studies highlight the
need for a more complete and integrated model that
explains how the organizational culture interacts
with employees' cognitive capabilities such as
solving problems analytically, solving problems
creatively and managing personal stress to produce
their behavior.

Therefore, this study is an attempt to highlight the
role of organizational culture in the promotion of
employee behavior through solving problems
analytically, solving problems creatively and
managing personal stress. This research study has
provided a broader explanation of how
organizational culture translates to observable
employee behavior by including the mediating
variables of analytic and creative problem-solving
and managing personal stress. This research also
extends traditional culture-behavior models by
integrating the cognitive (analytic and creative) and
emotional (personal stress management) processes
that are important in manufacturing firms.
Empirically, this research provided evidence of the
relationships examined in a sector that has received
less attention in behavioral and managerial research.
The expanded model developed in this research
provides new theoretical perspectives and practical
recommendations for utilizing cultural interventions
and developing skills to enhance employee behavior.
This research study supports manufacturing firms by
providing a means of creating better and more
effective work environments for their employees.
Managers may create a culture that promotes
structured thinking, creativity and emotional
resilience, all of which are necessary for achieving
competitiveness in modern manufacturing. The
findings from this research study may also assist
policymakers, industrial leaders and human resource
professionals in understanding the behavioral
challenges that they face and in improving
productivity.
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2. LITERATURE REVIEW
2.1. Organizational Culture and Employee Behavior

Organizational culture is the shared values,
beliefs, and behaviors that guide how employees
work, interact, and make decisions within a company
(Nierenberg et al., 2017). It is one of the most
important factors of employee competence (Cyfert et
al, 2025). Therefore, employee behaviors are
influenced by the way in which the employee
perception of role, interaction with co-workers, and
response to the organization requirements are
shaped by the organization culture. A properly
articulated and communicated culture that defines
and outlines the organizational values, norms and
acceptable behaviors creates valuable output for
manufacturing firms. Research indicates that
employees who incorporate the organization values
of integrity, teamwork, accountability and customer
focus into their daily work demonstrate a greater
propensity towards cooperation, commitment and
ethical behavior (Mercader et al., 2021). The culture
also establishes informal guidelines for behavior,
which dictate how employees communicate with
each other, resolve conflict, and positively contribute
to the achievement of the organizational goals. An
inclusive and supportive culture fosters positive
employee behaviors by creating an environment
based upon trust, respect and psychological safety
(Blom & Curseu, 2025), thereby empowering
employees to demonstrate proactive and positive
behaviors. Further, organizations with a culture of
learning, openness and innovation tend to promote
behavior among employees. Conversely, an
organization with a weak or disconnected culture
will often experience high levels of disengagement,
employee  resistance and  counterproductive
employee behaviors (Fridan & Maamari, 2024). Thus,
organizational culture has a positive influence on
employee behavior.

Hypothesis 1: Organizational culture has a

positive effect on employee behavior.

2.2. Organizational Culture, Solving Problems
Analytically, Solving Problems Creatively and
Managing Personal Stress

An organizational culture is extremely important
in shaping how people approach problem-solving
(Bate, 1984), especially with analytical thinking.
Therefore, it is imperative for an organization to
develop a culture that encourages employees to
approach problems analytically (Siswadi et al., 2023).
Organizations where the culture promotes organized
ways of thinking, evidence-based decisions, and a

commitment to continuous improvement, are more
likely to have employees with higher performance.
Based on earlier research, analytical thinking for
problem-solving does not depend solely on the
individual cognitive skills or instincts (De Jager et al.,
2013) but is also contingent upon the context in which
the information is processed. Organizations that
value accuracy, motivate employees to assess
alternative solutions, analyze reasons for the
problem, and make their decisions based on data.
Continued elements of a supportive organizational
culture (Pool, 2000), such as the ability to share
knowledge create cohesive cultures in which open
communication and transparency encourage
employees to think analytically. Several studies
indicate that the analytical skills of employees
improve when organizational norms promote
discipline, clarity, and accountability. Therefore, a
strong organizational culture lays the foundation for
enhancing employees’ cognitive and motivational
capabilities toward the continual application of
analytical thinking.

Hypothesis 2. Organizational culture has a

positive effect on solving problems analytically.

Creative problem solving is a structured,
imaginative process for tackling challenges by
redefining problems, generating novel ideas, and
implementing innovative solutions (Treffinger et al.,
2023). An organizational culture that values
creativity, flexibility, and openness will give
employees the psychological space and the
confidence to create and deliver novel and useful
solutions (Ali Taha et al., 2016). An increase in the
number of instances of creative problem-solving
when rigid organizations decrease the number of
rules that restrict creativity, support employees who
take risks, and reward employees who generate
innovative ideas. The dynamic nature of
contemporary work environments will be enhanced
when evasions of existing practices, questions of
assumptions, and examination of alternative
viewpoints are encouraged by a culture that
promotes autonomy within the organizations.
Additionally, cultures promoting collaborative and
inclusive environments (Hudgins, 2012), where there
is cross-functional exchange of ideas, enhance both
the opportunities to engage in creativity and the
development of a culture through exposure to
different ideas. Although there are many examples of
research supporting the idea that motivation leads to
creative confidence (Gonzalez-Gonzalez & Garcia-
Almeida, 2021), which results in improved creative
problem-solving capabilities. But a less supportive
culture demotivates the employees. In short, the
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cultural context in which an organization works is a
significant factor influencing employees creative
capabilities because it shapes the beliefs, values, and
practices that support creativity.
Hypothesis 3. Organizational culture has a
positive effect on solving problems creatively.
Organizational culture can significantly impact
the employee ability to manage stress (Kim & Jung,
2022) by creating a psychological environment in the
workplace. Supportive organizational cultures can
create emotional well-being and provide coping
resources for employees which reduces the level of
stress (Sabuhari et al., 2020). Research supports that
organizations with trust, open communication, and
mutual respect will enable employees to have a
greater perception of social support, a promising
source for buffering stress (Zainab et al., 2022). The
priorities of an organization on work-life balance,
fairness, and the welfare of employees foster a
culture that protect against burnout by creating a
clear description between work and personal
responsibilities. Research indicates that employees in
a psychologically safe culture can seek assistance,
share difficulties, and access stress-management
services (Yadav & Pandita, 2025). In contrast,
authoritarian and highly competitive cultures
intensify anxiety, decrease coping skills and heighten
chronic stress. Therefore, an organizational culture
can play a pivotal role in an employee's ability to
manage stress through emotional support.
Hypothesis 4. Organizational culture has a
positive effect on managing personal stress.

2.3. Solving Problems Analytically, Solving
Problems Creatively, Managing Personal Stress
and Employee Behavior

Employee behavior is greatly influenced by
analytical problem-solving abilities (Choi, 2022).
Those who are more analytical tend to be methodical
in identifying problems, reviewing important
information and using logical reasoning to find
solutions. Research has shown that people who think
analytically make better decisions (Karenina et al.,
2020), make fewer wrong decisions and act in a
consistent and responsible manner at work than non-
analyzers. Literature has also shown that those who
think analytically can more effectively manage
complex tasks and handle conflicts in a constructive
way (Thompson & Johnson, 2014). Employee
confidence levels also increase with analytical
problem-solving  practices because structured
thinking allows for diminished uncertainty and thus
will lead to more efficient performance. Therefore,
companies that embrace a data-based decision-

making model generally report greater workplace
behavior in terms of willingness to take
responsibility for employee actions, maintain self-
discipline and focus on completing tasks effectively.
Analytical ability provides greater clarity in decision-
making through improved error-reduction (Phillips
et al., 2016) and thus promotes proactive behavior
among employees. Thus, based on the above
discussion, it is concluded that analytical problem-
solving has a positive influence on employee
behavior.

Hypothesis 5. Solving problems analytically has a

positive effect on employee behavior.

Employees can utilize creativity to think
differently and adapt as work conditions change
while still being able to solve problems using
innovative methods. Creative employees are usually
proactive, able to overcome adversity and open to
new ideas (Kapse et al., 2025, Yuming Wang et al.,
2025). The behavioral outcomes of creative
employees include increased collaboration, taking
the initiative, and constructing input that is necessary
for team problem-solving. Solving problems
creatively also provides intrinsic motivation to
employees (Dew, 2009; Martinsen & Furnham, 2019),
as they feel engaged and empowered in the
workplace. If the employees have a sense of
ownership over their work, they are likely to
cooperate, share knowledge, and communicate
supportively with others. Companies that encourage
creativity typically create an atmosphere of
psychological safety for their employees to share
their ideas and work confidently and ethically
(Agarwal & Farndale, 2017). Additionally, creativity
provides employees with the tools necessary to
navigate the complexities of working in an
organizational context, resolve conflicts through
innovative ways, and provide input into the
continuous improvement of organizational practices.
Consequently, creative thinking promotes greater
performance because it encourages behavioral
patterns that support organizational goals.

Hypothesis 6. Solving problems creatively has a

positive effect on employee behavior.

Stress management plays an important role in
determining how employees behave at work
(Murphy & Sorenson, 1988), as stress impacts an
employee ability to regulate emotions, make
decisions, and interact with other employees.
Employees who manage their stress effectively can
remain stable emotionally, exercise self-control, and
think clearly when engaging in positive behavioral
outcomes (Ebert et al., 2018). Studies indicate that by
effectively managing their stress, employees are able
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to remain focused, treat others with respect, and
respond positively during challenging times (Desa et
al., 2018; Pahi et al., 2016). If employees effectively
cope with the challenges of their jobs, they are less
likely to exhibit negative behaviors such as
irritability, withdrawal from their peers, or lack of
cooperation. Effective stress management improves
employee well-being and job satisfaction (Wang &
Gao, 2024), creating behaviors such as teamwork,
taking responsibility, and being committed to an
organization. Additionally, studies have shown that
employees with high resilience and stress-
management skills engage in ethical behavior,
produce high levels of productivity, and demonstrate
initiative in  solving  workplace  problems.
Conversely, unmanaged stress can lead to burnout,
absenteeism, and counterproductive behaviors
(Ybema et al., 2010). In conclusion, employees who
successfully manage their stress have better cognitive
and emotional resources to behave in ways that
enable them to be successful in achieving
organizational goals and developing positive
working relationships.

Hypothesis 7. Managing personal stress has a

positive effect on employee behavior.

2.4. Mediating Role of Solving Problems
Analytically, Solving Problems Creatively and
Managing Personal Stress

Organizational culture is the way in which
organizations operate which provides a framework
for employee cognitive and procedural development
(Boan, 2006; Purnama et al., 2024). Evidence, clarity,
and learning are the primary characteristics of a
culture that utilizes evidence-based decision-making.
As organizations develop culture that contains data-
driven decisions and clearly defined procedures, that
create an environment that encourages continuous
improvement (Almeida et al., 2025; Chaudhuri et al.,
2024). As a result, employees will learn to use
systematic approaches to attain accurate and
consistent actions based on solving problems which
ultimately create behaviors. Therefore, analytical
problem solving is the means by which
organizational culture is converted to cognitive
routines and decision making that affect the
behaviors of the employees (Lehto et al., 2021). In
terms of the relationship between employee behavior
and organizational culture (Bindel Sibassaha et al.,
2025; Praveena A & Fonceca, 2023; Ramadhani &
Wardhani, 2024), this relationship can be examined
by evaluating whether or not organizational culture
is a statistically significant predictor of analytical
problem solving, which is a statistically significant

predictor of employee behavior. Therefore, analytical
problem-solving can be considered a mechanical,
observable, empirical and testable mechanism
through which organizational culture exerts its
influence on employee behavior. Therefore, this
discussion highlights that solving problems
analytically has the potential to transfer the positive
effect of organizational culture on employee
behavior.

Hypothesis 8. Solving problems analytically

mediates the relationship between organizational

culture and employee behavior.

Creative problem solving is a channel through
which an organizational culture affects how
employees behave (Brown, 2003). If the culture
within the organization provides support for
discovery, allows for failure, values autonomy and
promotes the sharing of ideas, it can create an
environment conducive to experimenting with new
ideas, allowing employees to combine existing
knowledge and propose changes. Organizations can
develop better employee behavior through various
creative activities (Berg et al., 2017; Choi, 2022)such
as creative thinking, proactivity, collaborative
sharing of ideas and adaptive behavior in response to
various changes. Similar with the current study,
previous studies also highlighted the positive
relationship between creativity, culture and
employee behavior (Amiri et al., 2017, Makumbe,
2022). Furthermore, the basis of the mediation is
twofold. First, the organizational culture creates an
environment through the leadership encouragement
of creativity for creative behavior. Second, creative
behaviors create the opportunity for employees to be
engaged in the process of creating or generating an
idea and making it better through their interest and
internal motivation. Mechanistic ways of how
creativity will turn cultural signals into new
behaviors by producing numerous response options
and enhancing intrinsic motivation (Fischer et al,,
2019). It is compulsory upon employees who create
meaningful innovations to own their work and
cooperate with others and exert a discretionary effort
to improve their performance. Therefore, creative
problem-solving is playing the role of mediating

variable between organizational culture and
employee behavior.
Hypothesis 9. Solving problems creatively

mediates the relationship between organizational

culture and employee behavior.

It is important to consider that stress management
is the mediator between organizational culture and
behavior since culture sets psychosocial work
environment of an individual, which can act as a
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protective buffer against stress or increase an
employee exposure. Organizational cultures that
offer support, fairness, clear role expectations
(Chandler et al., 2000; Pool, 2000), and a balance
between work and personal life can reduce chronic
stress and aid employees in developing a number of
coping resources such as social support, autonomy in
the workplace, and access to well-being programs.
Conversely, organizational cultures that are
extremely high-pressure and ambiguous (Robertson
& Swan, 2003), will compound the number of
stressors an employee must face and hinder an
employee ability to self-regulate (Ogbeibu et al.,
2020). When employees learn how to effectively
manage their own stress, they can utilize their
cognitive functions at a higher level, regulate their
emotions more effectively, and work more
cooperatively and consistently with others (Wren,

H8

2020). The process of how the culture creates the
mediating effect is the following: the culture
provides or denies resources and norms for coping,
therefore creating the stress management capability
that ultimately determines how consistent an
employee behavior will be and how engaged the
employee will become in pro-social behaviors. Thus,
according to the evidence from the literature, stress
management is a robust theoretical mediator
between supportive organizational cultures and
employee behavior.

Hypothesis 10. Managing personal stress

mediates the relationship between organizational

culture and employee behavior.

Based on the above hypotheses development, the
current study proposed the framework shown in
Figure 1.

Solving Problems
Analytically

H9

Organizational

~
Solving Problems

Employee

Culture Creatively ) ol Behavior
'y
N
Managing M
Personal
H10
H1

Figure 1: Framework of the Study.

3. METHODOLOGY
3.1. Questionnaire Development

This study examined the relationship between
organizational culture, solving problems
analytically, solving problems creatively, managing
personal stress and employee behavior, as shown in
Figure 1. Nature of this study relationship is
consistent with the questionnaire survey. Therefore,
this study developed a questionnaire to collect data
from the respondents. Questionnaire was adapted
from previous studies by making minor changes to
scale items. Employee behavior is considered in
relation to citizenship behavior of employees and
scale items are adapted from Buil et al. (2016).
Furthermore, operationalization of solving problems
analytically, solving problems creatively and
managing personal stress is based on Pedraza-
Rodriguez et al. (2023). Minor changes were made in

the scale items. Scale items for employee behavior
was adapted from Buil et al. (2016). All the scale items
are reported in Table 2 along with individual item
reliability.

3.2. Sample Size and Population

Sample size for this study was calculated based on
the total population of the study. Manufacturing
firms are considered in this study, and data was
collected from the employees. All types of
manufacturing companies such as pharmaceuticals
and healthcare, oil and gas, food and beverage,
chemicals, construction and cement, textiles and
apparel, steel and heavy machinery and consumer
goods were considered. According to Krejcie and
Morgan (1970), sample size should not be less than
384, if the population is higher than 10,000. Since the
population in the current study is higher than 10,000,
therefore, this study decided 384 as appropriate

SCIENTIFIC CULTURE, Vol. 11, No 2, (2025), pp. 417-434



423

SHAPING EMPLOYEE BEHAVIOR THROUGH ORGANIZATIONAL CULTURE

sample size.

3.3. Data Collection Procedure and Response
Rate

The population of this study spreads to a wide
geographical area. To cover the whole population,
this study employed area cluster sampling which is
recommended by Sekaran and Bougie (2010). Whole
population was divided into various clusters, and
few clusters were chosen randomly. Finally,
questionnaires were distributed randomly among
the employees of pharmaceuticals and healthcare, oil
and gas, food and beverage, chemicals, construction
and cement, textiles and apparel, steel and heavy
machinery and consumer goods. Questionnaires
were distributed online as well as self-visits to
various companies. Three reminders were sent to
respondents who did not respond to the survey. Out
of 800 distributed questionnaires, 395 were returned,
however, eight questionnaires were incomplete and

excluded from the study. Finally, 387 questionnaires
were used in data analysis with response rate of
48.3% which is acceptable.

3.4. Data Screening and Variance Inflation
Factor (VIF)

Data screening was carried out to remove the
errors in the data such as missing value and outlier.
Furthermore, data normality was also examined.
While data screening, no missing value and outlier
was found. However, data was slightly non-normal
which was managed by using Smart PLS. As it is
recommended in the previous studies, Smart PLS is
suitable to handle non-normal data and provide
original results (Hair Jr et al., 2016). Furthermore,
variance inflation factor (VIF) was considered to
check the issue of multicollinearity. According to
Kock (2015), VIF values should be less than 3.3. As
reported in Table 1 and Figure 2, all the values of VIF
are less than 3.3.

Table 1: Variance Inflation Factor (VIF).

Constructs VIF
Organizational Culture 2.93
Solving problems Analytically 1.89
Solving problems Creatively 2.25
Managing personal Stress 2.81

3.5

25

N

15

[y

0.5

Organizational Culture Solving problems

Analytically

VIF

2.93 281
2.25
1.89 I

Solving problems Creatively ~ Managing personal Stress

Figure 2: Variance Inflation Factor (VIF).

4. DATA ANALYSIS

This study assessed PLS measurement model to
confirm the authenticity of scale used for data
collection. The PLS measurement model evaluates
how well the survey items represent the underlying
constructs in a study (Hair Jr et al., 2022). Once the
measurement model meets the required criteria,
researchers can confidently move to the structural

model for hypothesis testing (Edeh et al., 2023; Hair
Jr et al,, 2016). Convergent validity was assessed by
using PLS measurement model as shown in Figure 3.
To evaluate the convergent validity, average variance
extracted (AVE), composite reliability (CR) and
factor loadings were used. All of the factors in Table
2 were higher than the suggested value of 0.70 for
every item. Therefore, factor loading confirmed the
reliability of all scale items.

SCIENTIFIC CULTURE, Vol. 11, No 2, (2025), pp. 417-434



424

MUHAMMAD AWAIS BHATTI & ARIFF SYAH JUHARI

Table 2: Convergent Validity.

Construct Items Factor Loadings
1. The company information is clear and straightforward. 0.925
2. The company’s reports are written in clear and easy-to-understand
o 0.925
Organizational Culture language.
(OC) 3. The format of company accounting data makes complex information 0.94
easy to grasp. )
4. Company communication aids quick, effective decision making. 0.918
1. I state what the problem is before solving. 0.717
2.1 see more than one alternative solution. 0.887
3.1 keep steps in the problem-solving process. 0.886
Solving Problems 4.1try out several definitions of the problem. 0.894
Analytically (SPA) 5.1 have lots of questions about the problem. 0.889
6.1 think about the problem logically and intuitively. 0.877
7.1 evaluate the solution with many options. 0.865
8.1 develop creative and innovative solutions 0.868
1. I make sure to get divergent points of view. 0.882
Solving Problems 2.1 get information from outside the organization. 0.882
Creatively (SPC) 3.1 provide recognition for those who provide ideas. 0.891
4.1 encourage in pursuit of creative solutions. 0.889
1.1 use effective time-management methods. 0.85
2.1 frequently affirm my priorities. 0.87
Managing Personal 3. I maintain a program of regular exercise. 0.881
Stress (MPS) 4. I maintain an open, trusting relationship. 0.904
5.1 practice temporary relaxation techniques. 0.875
6.1 maintain balance in my life 0.899
1. Tam willing to give my time to help others who have work-related 0949
. problems. )
Employee Behavior (EB) 2. I provide time to help others who have work problems. 0.939
3.1 assist other employees in their tasks related to their duty. 0.934
sear || sea2 'H\S.PAE [ seas || seas | | smﬁ) SPA7 SPAS
0.717 0.se7 0886 0834 u/.ssg 0-877 0.865_0.888
0.606
0.239 EB1
0.949
ocl 0.778 Solving Problems 0.939 EB2
Analytically 0.934
0.253
0.925 —
0.940~— Behavior
0918 0927
oc4 0.702 _
0.004
0.687
SPC1
— anaginig
0.882_ 0.850 0.870 Regenal §ioess 0875 0-899
0.882 —
0203~ \
0.889 [ wmps1 mpsz2 || wmps3 || mesa | [ mpss MPS6
SPC4 Solving Problems

Creatively

Figure 3: PLS Measurement Model.
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Furthermore, every CR value was higher than the
suggested threshold of 0.70 (Hair et al., 2017).
Additionally, every AVE value for every understudy
construct above the suggested threshold of 0.50 (Hair
Jr et al., 2016). Cronbach's alpha (a) was used to
assess the instrument reliability. According to Hair,
Black, Babin and Anderson (2010), reliability in the
range of 0.70 is deemed acceptable, reliability below
0.60 is deemed weak, and reliability over 0.80 is
deemed good. The Cronbach’s coefficient (a)
estimates for all variables were greater than 0.80
which was considered good.

After confirmation of convergent validity, this
study examined the discriminant validity. According
to the literature, discriminant validity should be
assessed by using two way: AVE square root and
Heterotrait-Monotrait Ratio of correlations (HTMT)
(Fornell & Larcker, 1981; Hair, Black, Babin,
Anderson, et al., 2010). HTMT is the latest criteria
which is used in this study. According to
Hafkesbrink (2021), none of HTMT value should
exceed 0.9. Table 4 shows that all the values are less
than 0.9 which confirmed discriminant validity.

Table 3: Alpha, Composite Reliability (CR) and AVE.

Construct a Composite Reliability AVE
Employee Behavior 0.935 0.959 0.885
Managing Personal Stress 0.942 0.954 0.774
Organizational Culture 0.945 0.961 0.859
Solving Problems Analytically 0.951 0.959 0.748
Solving Problems Creatively 0.909 0.936 0.785

Table 4: HTMT ..

Construct Employee Managing Personal | Organizational Solving Problems Solving Problems
Behavior Stress Culture Analytically Creatively
Employee Behavior
Managing Personal 0782
Stress
Organizational Culture 0.766 0.737

Solving Problems 0.684 0.794 0.806

Analytically
Solving Problems 0.776 0.804 0.743 0.686

Creatively

Hypotheses of the study were examined by using
PLS structural model which is shown in Figure 4. T-
value 1.96 and p-value 0.05 was considered a
minimum threshold level to accept the hypotheses.
According to the results reported in Table 5,
managing personal stress has a significant and
positive effect on employee behavior (f = 0.927, T =
29.223, p = 0). Organizational culture also
significantly and positively influences employee
behavior ( = 0.253, T = 8.612, p = 0). Furthermore, it
is found that organizational culture demonstrates
significant and positive effect on managing personal

stress (B = 0.702, T = 30.425, p = 0). Organizational
culture has significant and positive effect on solving
problems analytically (3 = 0.778, T = 30.781, p = 0)
and solving problems creatively (3 = 0.687, T =
19.175, p = 0). It is found that solving problems
analytically significantly contributes to employee
behavior (B = 0.239, T = 5.086, p = 0), whereas solving
problems creatively shows no significant effect on
employee behavior (B = 0.004, T = 0.07, p = 0.944).
According to these results, out of seven direct effect
hypotheses, six hypotheses were found significant,
however, one was insignificant.

Table 5: Path Coefficient (Direct Effect).

Relationship STDEV T Value P Values Decision
Managing Personal Stress -> Employee Behavior 0.927 0.032 29.223 0 Supported
Organizational Culture -> Employee Behavior 0.253 0.029 8.612 0 Supported
Organizational Culture -> Managing Personal Stress 0.702 0.023 30.425 0 Supported
Organizational Culture -> Solving Problems Analytically 0.778 0.025 30.781 0 Supported
Organizational Culture -> Solving Problems Creatively 0.687 0.036 19.175 0 Supported
Solving Problems Analytically -> Employee Behavior 0.239 0.047 5.086 0 Supported
Solving Problems Creatively -> Employee Behavior 0.004 0.05 0.07 0944 | Not Supported
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Figure 4: PLS Structural Model.

This study examined three indirect effects of
solving problems analytically, solving problems
creatively and managing personal stress between
organizational culture and employee behavior. The
indirect effect of solving problems analytically
between organizational culture and employee
behavior (p =0.186, T = 4.95, p = 0) found significant.
However, the indirect effect of solving problems

creatively between organizational culture and
employee behavior (p = 0.002, T = 4.95, p = 0) found
insignificant. Finally, the indirect effect of managing
personal stress between organizational culture and
employee behavior found significant (f = 0.651, T =
22.22, p = 0.944). Indirect effect results are presented
in Table 6 and also shown with histogram which is
reported in Figure 5.

Table 6: Path Coefficient (In-direct Effect).

Relationship p STDEV | T Values | P Values | Decision
Organizational Culture -> Managing Personal Stress -> Employee Behavior 0.651 0.029 22.22 0 Supported
Organizational Culture -> Solving Problems Analytically -> Employee Behavior| 0.186 0.038 4.95 0 Supported
Organizational Culture -> Solving Problems Creatively -> Employee Behavior 0.002 0.035 0.07 0.944 Suplggzte d
Organizational Culture -> Employee Behavior
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Figure 5: Indirect Effect Histogram.
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5. DISCUSSION ON FINDINGS AND
CONCLUSION

The purpose of this study was to highlight the role
of organizational culture in the promotion of
employee behavior through solving problems
analytically, solving problems creatively and
managing personal stress. The relationship between
organizational culture, solving problems
analytically, solving problems creatively, managing
personal stress and employee behavior was
considered by using 10 hypotheses, including seven
direct effect and three indirect effects. Results of the
study validated eight hypotheses; however, two
hypotheses were rejected.

The research supports the hypothesis 1 that
organizational culture has a positive impact on
employee behavior by demonstrating that culture
provides guidance to employees in terms of their
actions and interactions based upon shared values,
norms and expectations across the organization. To
provide employees with clarity, purpose and
direction there needs to be an organizational culture
that is both supportive, collaborative and structured
(Weare et al.,, 2014). A strong organizational culture
will result in improved cooperation, ethical conduct
and responsible working behaviors (Roy et al., 2024;
Terec-Vlad & Cucu, 2016). As demonstrated by the
significant statistical results of this study, cultural
values have a direct impact on how employees
respond to their work tasks and how they interact
with other employees. Based upon the results of the
current study it can be inferred that employees
become socialized into the organizational culture and
as such will develop and exhibit behaviors that are
consistent with the expectations and values
associated with that culture. Similarly, other studies
also reported the positive relationship between
organizational culture and employee behavior (Igbal
& Parray, 2025; Praveena A & Fonceca, 2023). In
addition, the results of this study provide further
evidence that organizational culture can be utilized
as a mechanism of social control to align individual
behaviors with the goals of the organization. The
findings support the notion that organizational
culture is a fundamental driver of employee
behavioral outcomes in the organizational context.

Results of hypothesis 2 show that organizational
culture significantly contributes to the promotion of
analytical problem-solving. Cultures that are highly
structured, clear, supportive of learning and facilitate
an evidence-based decision-making environment
will naturally help to create a culture where
employees will engage in a systematic way of
addressing challenges. As indicated by the

significance of relationships, organizational norms
have a strong effect upon the way in which
employees process information, evaluate the options
available to them and make rationally-based
decisions. The findings are consistent with the
literature in that organizational culture provides the
framework within which employees have the
cognitive capability to think analytically (Boan, 2006;
Hartnell et al., 2011). Employees operating within
environments characterized by strong organizational
structure and knowledge-based systems (Forte et al.,
2016; Khaksar et al., 2023) are more likely to rely on
systematic reasoning, thereby leading to fewer errors
made along with the development of more effective
solutions to their problems. The findings indicate
that building on the cultural values of discipline,
accuracy, and continual improvement is important
for organizations. Hypothesis 2 validates that
analytical problem-solving is not only an individual
ability but also a product of the way organizations
are designed and how the organizational cultural
values are reflected and reinforced.

Furthermore, the findings support the hypothesis
3 that organizational culture has a positive and
strong impact on creative problem-solving. Culture
that supports the development and acceptance of
innovation, autonomy, collaboration, and the
willingness to take risks creates the psychological
safety necessary for employees to use their
imagination and creativity by experimenting with
new ideas. This supports the previous reasonings
that creativity can be encouraged only when
employees are in an open, supportive, respectful, and
collaborative environment, where employees feel
empowered to take creative action to solve problems
creatively. All of the evidence supported the
conclusion that when employees perceive their work
environment as being supportive of their
development and success (Kundu & Lata, 2017;
Yusliza et al., 2021), they are more likely to engage in
creativity and the development of creative solutions
for the problems. Similarly, previous studies
highlighted the positive relationship between
organizational culture and employee creativity (Ali
Taha et al., 2016; Ogbeibu et al., 2024; Sumiyati et al.,
2025).

Hypothesis 4 highlighted that organizational
culture enhances the ability of employees to manage
personal stress. The results of this study align with
previous research indicating that diverse, healthy,
and supportive cultures have a positive impact on
employees' perceptions of being engaged in the
positive and supportive work environment
(Aboobaker & Shanujas, 2025; Lowe et al., 2003;
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Zalesny et al., 1985). Employees in positive culture
also possess better abilities to regulate their
emotions. The presence of strong leadership support,
open lines of communication, and a trusting
atmosphere creates an excellent opportunity for
employees to navigate pressure in the best possible
way. This illustrates the impact of a company’s
culture on decreasing the risk of employee burnout
and anxiety, as well as increasing an employee's
overall well-being.

The results of the study confirm confirmed
hypothesis 5 that analytical problem-solving is a
significant contributor to positive employee
behavior. Employee behavior was observed to
exhibit consistency and productivity through
structured and logical thinking in their work.
Consequentially, the analytical process reduces
impulsive, rash responses from employees allowing
for accountability on behalf of the employee. These
results are consistent with previous studies that
support analytical thinkers in making informed
decisions (Elson et al., 2018; Kallet, 2014), following
organizational policies and processes. The
statistically significant results provide evidence that
analytical ~ problem-solving  produces clarity,
decreases errors, and produces employee behavior
consistent ~with  organizational expectations.
However, results of hypothesis 6 shows insignificant
relationship, therefore, determined that creative
problem-solving is not significantly related to
employee behavior within the same organizational
context. This finding is inconsistent with most
studies that relate creative thinking to positive
employee behavior (Basadur et al., 2000; Jiang &
Yang, 2015; Tan et al, 2023). One potential
explanation for this difference is that although
employees engage in creative thinking, it may not
lead them to behavior that can directly be observed,
or more specifically, engaged in structured
environments where creative approaches may be
difficult. In addition, as creativity often requires
some level of risk-taking, this behavior might not fit
with an employee expected behavioral norm and
may lead them to not act upon a creative idea.
Additionally, the insignificant impact indicates that
even though organizational culture may encourage
creativity, there are no existing systems within the
organization to promote and reward these behaviors.
Moreover, the results of hypothesis 7 confirm that
employees who effectively manage stress will have a
greater impact on their behaviors at the workplace
than employees who are not successful in managing
their stress. Such employees continue to behave in an
appropriate and professional manner and are more

focused, calm and cooperative. As such, employees
will develop healthy interpersonal relationships, as
well as develop productive work habits. These
findings, thus, support previous studies that indicate
that managing stress improves emotional stability
(Alessandri et al., 2018; Strizhitskaya et al., 2019).
When employees manage stress effectively, they are
able to effectively cope with their workload pressure
without becoming frustrated, distracted or unable to
do their job, resulting in more accountable and
consistent behaviors. Therefore, these results
confirmed the importance of mental well-being as a
factor shaping workplace behavior.

Additionally, this study examined the indirect
effect through hypothesis 8, hypothesis 9 and
hypothesis 10. The results of hypothesis 8
highlighted that analytical problem solving mediates
the relationship between organizational culture and
employee behavior. Culture has an impact on how
people think about problems analytically and
therefore ultimately influences how they act. Because
of this, culture will influence employees in ways that
shape their personal behavioral outcomes directly
through analytical thinking and indirectly through
other ways. Therefore, the significance of mediation
validates that culture influences behavior in an
indirect manner via cognitive means. However,
hypothesis 9 was not supported, which indicates that
creative problem solving does not mediate the
relationship between culture and employee
behavior. Although culture statistically significantly
improves creativity (Hypothesis 3), creativity, in
itself, did not produce a statistically significant
influence on employee behavior (Hypothesis 6),
indicating that there is no evidence to support the
pathway through which creativity is thought to
mediate the relationship between culture and
employee behavior. This theoretical rejection of the
hypothesis is justified because creativity does not
necessarily lead to behavior change, especially in
work environments where creativity is celebrated
from a culture perspective but does not become part
of a day-to-day process. Finally, the findings from
hypothesis 10 of this study support the statement that
how employees manage the impact of personal stress
influences the relationship between culture and
employee behavior. Supportive and equitable
cultural contexts enhance the ability for employees to
successfully cope with stress and, as such, decreased
levels of personal stress led to higher levels of stable,
cooperative, and productive behavior. Therefore, the
mediation outcome would appear to validate the
assumption that employees how they manage the
impact of personal stress would act as the key means
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by which culture translates into employee behavior.
5.1. Implications of the Study

This study provides theoretical evidence that
analytical problem-solving serves as a stronger
mechanism than creative thinking for translating
culture into behavior within manufacturing
environments. The study confirms that managing
personal stress is a key mediator in manufacturing,
offering new theoretical insights into how emotional
regulation influences behavioral stability on factory
floors. Furthermore, the findings support that culture
affects employees differently depending on
operational demands, extending culture theory by
showing stronger effects on analytical rather than
creative cognitive processes in manufacturing. These
findings extend behavior theories by showing that
behavior is shaped by how employees mentally
process tasks under cultural expectations in fast-
paced production systems. Additionally, the
rejection of creative problem-solving effect highlights
a theoretical boundary condition: creativity does not
always predict behavior in highly regulated
manufacturing contexts, suggesting that creativity
behavior theories require contextual refinement.
Similarly, the rejected mediation of creativity
introduces theoretical limits to mediation models in
industries where deviation from standard
procedures is discouraged.

Aforementioned theoretical implications lead to
the important practical implications. For instance,
manufacturing firms should invest more in analytical
problem-solving training since it directly improves
behavior, unlike creative training. Firms should
embed cultural values into problem-solving
protocols because culture strongly shapes analytical
reasoning. Since creativity does not translate into
behavior, performance metrics should reward
precision, compliance, and analytical accuracy rather
than idea generation. Additionally, stress should be
treated as a behavioral risk factor because employees
who manage stress behave more safely and reliably

in the workplace. Supervisors should be trained to
consistently communicate cultural norms, as culture
directly influences behavior and cognitive processes
in manufacturing settings. On the other hand, since
creativity does not affect behavior, creative tasks
should be placed in controlled innovation units or
improvement teams rather than routine operational
roles. Finally, a culture that supports learning
increases analytical reasoning; manufacturing firms
can enhance behavior by integrating engineers,
supervisors, and floor workers in joint learning
forums.

6. LIMITATIONS AND FUTURE DIRECTIONS

Despite the imperative contribution of this study
to theory and practice, there are minor limitations
which lead to direction for future studies. For
example, this study focuses only on manufacturing
firms, where standardized production processes may
limit the natural expression of creative problem-
solving compared to service sectors, potentially
constraining the variability of key constructs. Hence,
future studies should consider service firms or make
a comparison between manufacturing firms and
service firms. Additionally, data were collected
during routine production periods rather than peak
or low-demand seasons; employee stress, creativity,
and behavior may differ under fluctuating
workloads. Therefore, future studies should select a
specific production period to examine the
relationship between variables. Manufacturing firms
differ significantly in automation, which may
influence employee opportunities to engage in
analytical and creative problem-solving but were not
controlled in the model. It is better to use control
variables before data collection. Furthermore,
employees working different shifts (morning,
evening, night) may experience varying levels of
stress and cognitive engagement, however this study
did not stratify the sample by shift patterns.
Consequently, future studies should be careful while
collecting data from the employees of different shifts.
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