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Abstract

Having highly dedicated employees who have good performance will help the company
achieve its vision and mission. This study aims to discover how to create a high-performing
corporate culture at PT Telkom Indonesia Regional 4. The method in this study uses a
qualitative approach through case studies. The research used interview techniques with three
informants from the Human Capital Unit of PT Telkom Indonesia Regional 4. The findings from
this study indicate several aspects related to the company's process of building a high-
performance culture, including the components of organizational culture, organizational sub-
culture, high-performance culture, socialization of organizational culture, leadership attitudes
towards organizational culture, and high-performance cultural systems. In implementing the
process, PT Telkom Indonesia Regional 4 has challenges such as company transformation,
minimal employee involvement, and diversity of backgrounds. To overcome these challenges so
that creating a high-performance culture continues to run effectively, PT Telkom Indonesia
Regional 4 innovates in the work environment, adjusts the culture to the workload, is adaptive,
and builds personal relationships through sharing sessions with the employee union.
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1. INTRODUCTION

Telkom Company has a unique approach to managing their employees. For them,
employees philosophically are capital, not resources. This philosophy means that PT Telkom,
one of the best state-owned companies (BUMN), treats its employees as capital for the
company that must be developed continuously, not resources that are used excessively. PT
Telkom's philosophy in employee management has become a benchmark for other large
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companies. PT Telkom actively runs a national actualization program called Calendar of
Culture Action (COCA) to internalize corporate culture to its employees.

Telkom Indonesia Regional 4 is a branch of PT Telkom Indonesia in the coverage area
of Central Java and the Special Region of Yogyakarta. This company branch has a particular
unit to manage organizational culture with its employees, namely the Human Capital
Regional Unit 4. This unit comprises a Culture Agent and Culture Booster (CA & CB) team.
Through this particular team, it is hoped that PT Telkom Indonesia Regional 4 employees
will have a high-performance culture. However, based on observational data found by
researchers, there are currently problems with implementing culture at PT Telkom Regional
4, such as lack of interaction between employees, communication with superiors that could
be smoother, and unbalanced delegation of tasks and work unit functions.

Corporate culture plays an essential role because it will directly affect company
performance. Organizational culture is helpful for companies to limit functions that
differentiate between organizations, create identities for members, increase focus on
common goals, and maintain the stability of organizational components through the same
cultural understanding (Sutrisno, 2009). For employees, having a corporate culture will
make it easier for them to adapt themselves to the organizational environment and help
employees know what actions to take on the values that exist in the organization (Riani,
2011; Iskamto, 2023).

As one of the largest state-owned companies in Indonesia, having a positive corporate
culture is an important thing that PT Telkom must consider because it will affect the
performance of employees in the company. If employee performance is less than optimal, it
will affect company performance and profitability. Based on this explanation, the researcher
is interested in researching the process of creating a high-performance corporate culture by
conducting a case study at PT Telkom Indonesia Regional 4.

1.1 Research Purposes

This research aims to know how to create a high-performing corporate culture at PT
Telkom Indonesia Regional 4. In addition, this research also discusses the challenges PT
Telkom Indonesia Regional 4 faced in creating a high-performing corporate culture and how
to mitigate these challenges the company does.

2. LITERATURE REVIEW
2.1 Corporate Culture
Organizational culture in a company is called corporate culture, defined as a set of

systems, values, beliefs, assumptions, or norms that have existed within the organization for
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along time (Sutrisno, 2009). These norms then become a reference in behaving up to a way
to solve a problem that members/employees of the company embrace together. Based on
this, some interpret that organizational culture is a company's soul (Killman, et.al; Sutrisno,
2009). Colquitt, et.al (2009; (Busro, 2018) explained that organizational culture has three
main components, namely 1) visible artifacts, such as company symbols or logos, language,
and other physical characteristics to rituals; 2) values that support the beliefs or norms
upheld by the organization; and 3) basic assumptions or ideology that all members believe.
A strong organizational culture has a significant influence on some organizations or
companies (Egdair & Abdelsalam, 2020).

A company has units or divisions within it that have their sub-cultures. Sub-culture
is nota limitation for members of the organization to interact with the overall organizational
culture or sub-cultures of other units (Harahap, 2011). This sub-culture can strengthen the
advantages of each unit or division within a company organization (Alansori et al., 2021). If
the culture in a division can improve the achievement and performance of the division, it will
have a good impact on the company. Meanwhile, if the values instilled in the unit's sub-
culture conflict with the overall organizational culture, it will weaken the organizational
culture itself.

The diversity within the company can be seen from the combination of its employees,
who are also multicultural (Udin, et.al, 2017; Tamunomiebi & John-Eke, 2020). According
to Adler (2002; Trefry, 2006) a multicultural work environment can pose challenges in
interactions that have the potential to cause work ineffectiveness. However, if companies can
organize diversity within their companies, it can provide benefits because diversity can be a
source of innovation and creativity (Fredman, 2001; (Tamunomiebi & John-Eke, 2020)).

The successful implementation of organizational culture requires a supportive leader
(Burhanuddin et al., 2018). Karimi et al., (2023) explained that leadership is the main factor
influencing innovative behavior in organizational culture. In addition to leadership factors,
cultural socialization needs to be done for new employees to adapt to the values of the
company's organization (Sutrisno, 2009). Cultural socialization can occur during employee
selection or recruitment through top management directives and actions and other cultural
socialization activities (Robbins, 2003; Harahap, 2011). Companies can change from time to
time. Therefore, company resources need good cultural adaptability to be always relevant
(Sabuhari et al., 2020)

2.2 High-Performance Culture
A high-performance culture is a mindset related to using human resources effectively

to achieve maximum team performance in the long term (Wriston, 2007). The components
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needed to build a high-performance culture consist of 1) a collaborative work environment,
2) an accountability culture, 3) focus, and 4) robust processes (Wriston, 2007).

Companies need a strategy to form a high-performance culture, namely, a high-
performance work system (HPWS). HPWS is a strategy or approach in human resource
management that was created to attract good quality workers, increase employee
commitment and skills (Ozcelik et al., 2016). The application of HPWS by companies can
increase the value, uniqueness, ability, and knowledge of employees that are difficult to
imitate, encouraging positive employee behavior and improving company performance (Han
et al., 2020). HPWS includes several human resource policy components related to staffing,
compensation, job security, flexible work assignments, independent teams, employee
training and development, and effective communication (Tsao et al., 2016).

2.3 Continuous Learning Culture

Organizations must work to disseminate and establish a consistent learning culture.
Individual learning is often encouraged in organizations, and the collaboration of
widespread knowledge can benefit organizations. However, these benefits cannot be
maximized if the organization has a limited or sub-optimal learning culture (Rass et al,,
2023). A continuous learning culture allows individuals in the company to adapt to the
changing era and the future (Vinesian et al., 2023). Changes in the company can create
situations that cause discomfort for employees (Furxhi, 2021). Employees' attitude or
behavior toward change depends on how they prepare for these changes individually.
Therefore, a continuous learning culture is expected to be a factor that supports better
adaptive attitudes for employees.

2.4 Organizational Alignment Theory

Kristof-Brown (1996; Memon et al, 2018) explained that the fit between an
individual and an organization (person-organization fit) can lead to the possibility of an
individual remaining in the organization. The concept of person-organization (PO) can be
interpreted in the context of alignment of values and alignment goals (Memon et al., 2018).
Value alignment means that if one's values match the organization's, it can lead to positive
attitudes and psychological attachment. Goal alignment refers to how individual goals align
with organizational goals. In this case, organizational culture has a role in maintaining
individual commitment to the organization (Sutrisno, 2009).
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2.5 Perceptions of High Workload and Labor Unions

Problems related to employee management in a company are always related to
workload. High workload is proven to be a primary factor in employee burnout (Ugwu &
Onyishi, 2020). A high workload can reduce job satisfaction, decrease the ability to meet
needs and increase the incidence of significant psychological disorders for employees (Ugwu
& Onyishi, 2020).

In Indonesia, there is a labor guarantee through law not to prevent an inappropriate
workload. Constitution number 21 of 2000 states that work unions can consist of, by, and for
workers/labor inside and outside the company, which are free, open, independent,
democratic, and responsible for fighting for, defending, and protecting the rights and
obligations of workers. Trade unions are essential considering that the relationship between
workers, trade unions, and employers/companies is a relationship that lasts for a long time,
so it is necessary to maintain it properly so that there is no arbitrariness on the part of one
of the parties (Podungge, 2020).

2.6 Internal Communication

Internal communication is the main focus in corporate communications,
management, and public relations (Arif et al., 2023). In the context of company management,
internal communication enables communicative interactions among employees and
promotes internal relations within the organization (Mazzei, 2010; Arif et al, 2023).
Organizations should view internal communication as an interactive and collaborative
process. Increased formation of meaning through internal communication links encourages
building strong relationships between management and employees.

3. RESEARCH METHOD
3.1 Research Approach

This study uses a qualitative method with a case study approach. Case studies are part
of qualitative research that explores a particular case by gathering various sources of
information (Raco, 2010). The case study in this research aims to develop an in-depth
analysis regarding a case in the form of a program, event, activity, process, or an individual
or community (Creswell & Creswell, 2018). The data collected in this study were obtained
through interview and observation techniques with informants from the Human Capital unit
of PT Telkom Indonesia Regional 4. In addition, researchers also used observation and
documentation techniques to support the results of interviews and observations.
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3.2 Data Analysis and Validity Test

The data analysis method used is the Miles & Huberman model (1992; Hardani et al,,
2020) which consists of several stages: 1) data condensation, 2) presentation of data, and 3)
conclusion. After the analysis stage, verification or testing of the data's validity is also carried
out to support the results found regarding the assumptions, concepts, and theories that have
been believed (Budiastuti & Bandur, 2018). Data validity checking techniques are related to
trust, transferability, dependability, and certainty between data (Moleong, 2019).

4. RESULT
4.1 The Process of Creating a High-Performance Company Culture
4.1.1 Components of Organizational Culture

PT Telkom Indonesia Regional 4's corporate culture can first be seen from the
components of its organizational culture. Representatives from Human Capital explained
that the components of organizational culture consist of specific attributes they set and the
company's core values. For example, there are regulations on using blangkon for employees
every Thursday. Apart from that, their company values are physically visible through posters
with the acronym AKHLAK, which means Trustworthy (Amanah), Competent (Kompeten),
Harmonious (Harmonis), Loyal (Loyal), Adaptive (Adaptif), and Collaborative (Kolaboratif).

Ao . mm-

Figure 1. Telkom Indonesia Corporate Culture’s Slogan Poster

These core values adapt to the Indonesian Ministry of SOEs and serve as guidelines
for employees to carry out their duties and create a better work environment.

752
AJMESC, Volume 03 Issue 04,2023

Copyrightatauthors some right reserved this work is licensed under a Creative
Commons Attribution-ShareAlike 4.0 International License.



http://creativecommons.org/licenses/by-sa/4.0/
http://creativecommons.org/licenses/by-sa/4.0/

Asian Journal of Management Entrepreneurship and Social Science
ISSN: 2808 7399
https://ajmesc.com/index.php/ajmesc Volume 03 Issue 04

4.1.2 Organizational Sub-Culture

Furthermore, the process of creating PT Telkom's Regional corporate culture is from
the sub-culture within the company. The sub-culture in PT is called "Kipas Budaya (cultural
fan)," alocalized corporate culture that only exists locally in certain divisions.

@
X

. J
Java Dwipa

Figure 2. Telkom Regional 4 Sub-Cultural Logo

The Cultural Fan in PT Telkom Regional 4 is called Java Dwipa. Each division has its
own Cultural Fan, which aligns with the company's core values, AKHLAK.

4.1.3 High-Performance Culture

PT Telkom Regional 4 company has implemented high-performance cultural
practices where employees and management work together to achieve set goals effectively
and efficiently. The culture in question leads to a culture of accountability. The actualization
of this culture is regularly evaluated by the Human Capital Unit so that the company and its
employees can maintain excellent and innovative performance. Evaluations are always
carried out based on the company's core values. Improvements or development will be
carried out if a job does not follow the company's values.

4.1.4 Socialization of Organizational Culture

PT Telkom Regional 4 guarantees that all employees receive cultural socialization
because adapting to the company is essential. This socialization is carried out through social
media and employee group chats provided by Human Capital. Apart from that, Human
Capital also holds events and exhibitions at certain times for cultural activation, which aims
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to introduce organizational culture nationally and regionally. The socialization process is
given by top management permission to the sections or divisions below it.

4.1.5 Leadership Attitudes Towards Organizational Culture

Based on the interview results, sources from Human Capital explained that the
leadership of PT Telkom Indonesia was very concerned about actualizing company culture.
Therefore, PT Telkom established a special division for corporate culture management
under Human Capital (HC), namely HC Culture.

Employees also assess the positive attitude of the leadership through the company's
commitment to being ready to take responsibility and support all employee innovations with
the funding needed for innovation development. All forms of creation are supported as long
as they comply with PT Telkom's core values.

4.1.6 High-Performance Work System (HPWS)

HPWS practice at Telkom Regional 4 includes several work components, such as
flexible assignments, selective employee recruitment, and employee compensation. To build
higher performance levels, sometimes Human Capital encourages employees to achieve
higher targets than central management. However, these demands are within the workload
of employees who should. Employees in multiple units get flexible working hours. Telkom
adopts a flexible work system that allows its employees to work from anywhere and is more
accessible in determining their work style. The Objectives Key Results (OKR) system regulates
this freedom of work.

High-performance demands from PT Telkom for its employees have guaranteed
health insurance for employees, welfare, and education allowances for employees’ children
through Telkom's collaboration with specific universities. HPWS implementation at Telkom,
according to the Capital Unit, is designed in such a way as to improve overall company
performance by creating an effective, productive, and guaranteed work environment for
employees.

4.1 Challenges of Acutalizing Company Culture
4.1.1 Company Transformation

PT Telkom Indonesia is transitioning from a Business-to-customer (B2C) focus to
business-to-business (B2B). These changes certainly affect the culture, way of working, and
human resources of employees because all company parties must adapt to the new business
model. This transformation process has also created uncertainty among employees, making

them anxious because they are unsure how the company will move forward. The changes are
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also carried out quickly because Telkom needs to move with new changes in an increasingly
dynamic business environment and fierce competition. For PT Telkom Regional 4, this rapid
change has become a challenge for creating a high-performance culture because it can result
in resistance and discomfort for employees who are used to the old or previous culture.

4.1.2 Minimal Involvement of Employees

Regional Team 4 has a Culture Agent and Culture Booster (CA & CB), a team tasked
with developing a company work culture that aligns with AKHLAK values and improving
employees' mental and spiritual quality so that employees can provide their best work
performance. However, this does not indicate a significant renewal of actualization of
corporate culture due to the minimal involvement of employees.

The results of interviews and observations show that not all employees have the same
enthusiasm for actualizing corporate culture at Telkom Regional 4. Employees consider
these cultural actualization tasks as additional workload, while their main work is already a
lot. The extra workload can cause the actualization of a high-performance culture in Telkom
Regional 4 challenging to achieve the desired target.

4.1.3 Diversity of Backgrounds

Telkom Regional 4 is a branch of PT Telkom Indonesia with the most significant
number of employees from all regions in Indonesia. The diversity of employees in Telkom
Regional 4 results in a heterogeneous background, as everyone brings their own culture,
values, beliefs, norms, and behaviors. The challenges encountered from this diversity are
usually in interactions with certain age groups. Conflicts occur not due to interactions
between the old and the young or vice versa but often due to co-workers who are the same
age. It is more common for employees of the same period to argue because they both have
different ideals, ideas, and high egos.

4.2 Mitigation of Company Culture Problems
To overcome various obstacles and challenges in cultural actualization, PT Telkom
implements the following mitigation methods:

4.2.1 Creating a Culture of Innovation and Learning in the Work Environment
Establishing a work environment that supports learning and innovation is the right

solution to overcome conflict in the workplace. The learning process implemented by

Telkom Regional 4 to create a culture of innovation and learning occurs effectively.

Employees who make mistakes will have feedback or triggers to help them learn from the
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error. Apart from that, each employee also has a mentor whose role is to help him develop
skills and knowledge at work.

4.2.2 Matching The Culture to The Job

One of the challenges that Telkom may face in creating a high-performance company
culture is the need for more employee involvement due to the immense workload. The
workload is mitigated by Telkom Regional 4 by adjusting the culture to the number of
employees. Employees can also be flexible in implementing a culture, such as accepting
interns to help with the workload, making it easier to complete. Every employee will have
the training to have a solution spirit always to work optimally and to integrate with the
company's values and culture.

4.2.3 Building an Adaptive Attitude

Adaptive ability is essential in dealing with internal and external changes affecting
achieving high-performance corporate culture goals. In dealing with corporate
transformation, individuals must be adaptive to these changes. Some of the company's
actions to ensure that its employees can adapt well to PT Telkom's changes are offering to
move to Telkomsel by attending some training first. PT Telkom also facilitates employees to
transfer relevant knowledge to employees who change units or divisions.

Telkom involves various parties, from Human Capital to top leaders, to support good
adaptation for the company and employees. This aims to show the company's full support in
pushing the organization as a whole.

4.2.4 Personal Approach

The Human Capital Unit also takes a personal approach to motivate every employee
at Telkom Regional 4 to actualize culture through Diarium, a forum the company provides to
update company culture actualization for employees. This personal approach is carried out
from manager to employee level so that everyone consistently creates a high-performance
organizational culture.

4.2.5 Sharing Session

A sharing session (Digismart) is an activity at Telkom Regional 4 to share experiences,
ideas, and knowledge openly and collaboratively between teams and fellow employees.
Through Digismart, employees can understand each other and recognize the differences that
exist between them so that they can be a solution to existing diversity challenges. Digismart
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activities are a forum for discussing mutual interests, which can be held face-to-face or online
via video conference platforms such as Zoom to make it more flexible.

4.2.6 Employee Union

The Employee Union (Sekar) at PT Telkom Regional 4 is a forum for employees to
unite and fight for rights, welfare, and working conditions jointly. In general, Sekar functions
as arepresentative and advocate for the collective interests of employees, voicing their views
and needs to management and ensuring that employee rights and welfare are always
maintained. During PT Telkom's business transformation, Sekar assisted and supervised so
that the changes went well and were fair to all parties involved, especially employees.

5. DISCUSSION
5.1 The Process of Creating a High-Performance Corporate Culture

The findings from the research show that the process of creating and actualizing a
high-performing corporate culture at Telkom Indonesia Regional 4 consists of six aspects,
namely the components of organizational culture, organizational sub-culture, high-
performance culture, socialization of organizational culture, leadership attitude towards
corporate culture, and high-performance implemented work system.

According to Quilqott, Le Pine, and Wesson (2009; Busro, 2018) organizational
culture components consist of three elements, namely:

1. Visible artifacts, such as company logos or symbols.
2. Organizational values.
3. All company members believe in basic assumptions.

The organizational culture components contained in Telkom Regional 4 consist of
elements that encourage a high-performance culture. One of them is an artifact composed of
cultural attributes and slogans. Telkom Regional 4 has an agreement to use specific
characteristics on certain days. Then, the cultural saying is acronymized to become AKHLAK,
which consists of the company's core values: trustworthy, competent, harmonious, loyal,
adaptive, and collaborative. All parties in the company understand and implement these
values to build a high-performance culture.

Furthermore, the Telkom company has an organizational sub-culture, which the
interviewee explained as the localization of corporate culture according to existing divisions.
Telkom's organizational sub-culture is called the "Cultural Fan." Telkom Regional 4 has a
Cultural Fan named Java Dwipa because the coverage area is for Java. The Java Dwipa sub-
culture is in line with and consistent with the corporate culture's AKHLAK values. The

suitability of the organizational sub-culture with the overall corporate culture, according to
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J. Martin and C. Siehl (Harahap, 2011) belongs to the type of orthogonal sub-culture, in which
groups of individuals follow the values of the organizational culture and have a particular
work unit cultural identity without conflict. Sub-cultures within an organization have an
equal impact on the parent culture and an organization's high-performance culture (Copus
etal, 2019).

Building a high-performance culture can be based on a culture of accountability and
robust processes (Wriston, 2007). Telkom Regional 4 has a culture of accountability
reflected through clear expectations from management regarding individual employee
behavior and through strong process reviews related to achieving the actualization of the
corporate culture. A culture of accountability has three consistent beliefs and practices:
precise employee performance and behavior expectations, recognition and rewards for
extraordinary rendition, and fair and prompt handling of performance issues (Wriston,
2007). The implementation of a culture of accountability is closely related to the style of
leadership in the organization. Research from Ubaidillah dan Cahayuni (2022) shows that
leadership style is the main element that influences the level of accountability in managing
an organization. In addition to a culture of accountability, Telkom Regional 4 also has a
robust process for implementing its company's core values. Companies must have strong
process capabilities to demonstrate significant efficiencies, including even simple or minor
repairs (Osipova & Petrov, 2020).

The organizational culture at Telkom Regional 4 is being socialized through employee
social media groups. Apart from that, the Human Capital Unit also carries out events and
exhibitions at certain times specifically to introduce and actualize company culture. Cultural
socialization is essential for organizations to help new employees adapt to the company
culture because even though they have passed a strict selection process, not all employees
are necessarily familiar with the culture implemented by the company (Harahap, 2011).
Sutrisno (2009) also stated that guidance for new employees is essential in adapting to the
culture to achieve high work performance. Furthermore, Sutrisno explained that the cultural
socialization process is not only the responsibility of the company's HR management but also
needs to be supported by senior executives and top management.

Leaders in an organization play an important role in creating organizational culture.
Telkom Indonesia's leadership shows its support for realizing a high-performance culture
through company values by establishing a Human Capital Culture unit, which manages
explicitly company and employee culture. Leaders must create a supportive organizational
culture with flexibility and learning opportunities for innovation (Burhanuddin et al., 2018).
Based on research by Karimi et al., (2023), the leader's attitude is a significant factor in

shaping a culture that supports creation.
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All matters related to organizational culture must have an appropriate work system
for high performance. The findings of this research show that Telkom Regional 4 has a high-
performance work system (HPWS) with flexible assignments for employees to determine
workplaces and hours. In addition, work is assessed objectively through the OKR (Objectives
Key Results) system. In building a high-performance design and culture, Telkom Regional 4
starts with selective recruitment so that human resources work according to the company's
needs and culture. HPWS by companies can increase the value, uniqueness, abilities, and
knowledge of employees that are difficult to imitate, encourage positive employee behavior
to improve their performance in the company (Han et al., 2020).

5.2 Challenges Faced

The actualization of Telkom Indonesia Regional 4 organizational culture has
challenges related to company transformation, lack of employee involvement, and diversity
conflicts. Telkom's corporate change is starting the Fixed Mobile Coverage (FMC) strategy to
combine IndiHome services into Telkomsel. This transformation causes high company
dynamics because it affects several internal aspects, including employee work, company
culture, and other management aspects. According to Furxhi (2021) organizational changes
can impact various internal and external elements. In addition, change can also cause a high
level of discomfort for employees because they have to adapt again to a new culture and
work system.

Telkom Indonesia employees consider that implementing cultural actualization adds
to the existing workload. Apart from the transformation that is taking place, employees are
also required to actively upload achievements related to company culture on the Diarum
application. This implementation is also supervised by Telkom's Culture Agent and Culture
Booster. According to Ugwu and Onyishi, (2020) problems like this can lead to decreased job
satisfaction, psychological disorders, and performance. A high workload can reduce work
involvement because it can impact employee health.

Although operating in Central Java and Yogyakarta, Telkom Regional 4 has employees
from various other regions in Indonesia. This heterogeneous condition of employees is
challenging for the employees and the company because they have to adapt to the new
environment and culture. Multicultural companies have a high potential for conflict due to
each individual's differences, thus negatively impacting the creation of a high-performance
culture (Trefry, 2006). This happens because there are difficulties in communicating, and
differences in expectations from people with diverse backgrounds can cause
misunderstandings and even conflicts. Further impacts of diversity that employees cannot
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overcome are suspicion, poor work quality, low morale, and loss of competitiveness
(Tamunomiebi & John-Eke, 2020).

5.3 Mitigation of Company Culture Problems

Challenges in the existing company culture must be mitigated correctly so that high
performance can continue to run effectively. Problems related to company transformation,
difficulties in the work environment, and the lack of employee involvement are mitigated by
the company through a culture of learning innovation. Employees at Telkom Regional 4 will
have mentors who are ready to supervise employees if they make mistakes by providing
supportive feedback. Senge (2006; Rass et al., 2023) explained that learning innovation will
run effectively if it starts with a culture of accepting and admitting mistakes. Admitting
mistakes will be an early opportunity for employees to learn to improve their performance
in the future (Rebelo & Gomes, 2011; Rass et al., 2023).

Errors from employees may occur because the workload is also high. The research
results show that Telkom Regional 4 employees consider the workload heavy when
employees are required to be active in the company's culture actualization and
transformation program. Therefore, the company provides a flexible work system so that
employees still feel comfortable with the company. Memon, et.al.,, (2018) said that a high-
performance culture does not mean a high workload but that values and goals are congruent
between employees and the organization so that they can provide high-quality work
performance. O’Reilly, Chatman, and Caldwell (1990; Sutrisno, 2009) supports this
statement by saying that individual suitability with organizational culture will increase
employee performance, satisfaction, and turnover in various positions.

A high-performance culture means having good adaptability. Employees and
company leaders need an adaptive attitude to survive in a dynamic business environment
(Rass et al,, 2023). Company leaders and managers must assist employees in dealing with
change problems by providing a platform for learning development both for units and
individuals (Burhanuddin et al., 2018).

The personal approach means Telkom Regional 4 Human Capital cares for each
employee. The unique process also shows consistent support from the company for
employees, both for performance improvement, physical and psychological health, and
family welfare (Burhanuddin et al., 2018). After taking a personal approach, the Human
Capital Unit also provides a discussion forum called Digismart for employee sharing. Each
employee can share their ideas, experiences, or views through this discussion to overcome
diversity issues. This mitigation shows that Telkom Regional 4 has participative

management (Burhanuddin et al., 2018). Participatory management will be open to support
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employee activities, including forming labor unions. Telkom Indonesia employees have an
association called Sekar (Serikat Karyawan/Employee Union), a forum for employees to
advocate for their rights and obligations in the company.

The challenges in a high-performance culture are closely related to the work system.
Effective communication is the key to implementing a high-performance work system. (Tsao
etal, 2016). Internal communication between leadership, management, and employees will
advance the understanding of each party to actualize the company culture. (Arif et al., 2023).

6.  CONCLUSION

This study aims to discover the process of creating a high-performance culture in
Telkom Regional 4 and identify the challenges and their mitigation in the problems of
corporate organizational culture. Based on the results of the research that has been
described, it can be concluded that the high-performance culture at PT Telkom Indonesia
Regional 4 consists of several interrelated aspects, starting from the components of
corporate culture, existing sub-cultures, high-performance culture, cultural socialization
processes, leadership attitudes, and the high-performance work system implemented.

The actualization of PT Telkom's corporate culture has challenges mainly caused by
the company's transformation. In addition, employees must be more actively involved in
introducing the new culture system that is implemented, to the point of conflicting
differences because the company is multicultural. Several steps have been taken by Telkom
Regional 4 to support and facilitate a culture of innovation and learning in the work
environment. Encourage each party to be adaptive through personal approaches and sharing
sessions. The company also implements participatory and open management by permitting
employee unions to maintain the stability of rights and obligations between the company
and employees. In this way, implementing a high-performance culture at Telkom Indonesia
can run effectively and efficiently.

Based on this conclusion, the researcher provides advice to Telkom Regional 4
employees to become employees who are more adaptive, innovative, and participatory in
implementing the core values of corporate culture. For companies, it is expected to improve
a supportive and flexible management system, improve facilities for employees, increase
learning innovation, openness to creation, and full leadership support.
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