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Abstract 

To a large extent, the performance of clinical laboratory is depending on the competency 
of its Medical Laboratory Assistants or Medical Analysts who directly process specimens and 
analyze the result. As such they have to have excellent knowledge, skill and attitude to perform 
their job. However in many cases, especially in Indonesia case, competencies needed to perform 
that jobs are considerably not satisfied. In this paper I argue that the reason for this lack of 
competencies is because of weak responsive culture within clinical laboratories. In this paper 
therefore I conducted study in an effort to map out the implications of organizational 
commitment and responsive culture on Medical Analysts’ competencies.  

The purpose of this study is (1) to confirm variables that determine responsive culture, 
(2) to map the stages of scientific concept formation or ideation and the very nature of it, (3) to 
assess responsive culture, organizational commitment, and competency of medical laboratory 
staffs, (4) to analyze the effects of organizational commitment on responsive culture and 
competency. This study utilizes observational, cross-sectional investigations to capture 
organizational culture and to see the causal relationship between variables affecting it. 

Descriptive, analytical tests were used to determine the frequency distribution of 
respondents’ answers to the questionnaire on (a) responsive culture, (b) organizational 
commitment, and (c) competency. Statistical tests i.e. Structural Equation Modeling (SEM) were 
utilized in an attempt (1) to confirm determining indicators, which form responsive cultures, (2) 
to test the effect of organizational commitment on responsive culture and competency. 
Comparison tests, carried out through MANOVA statistics, were utilized to identify differences 
between private and state laboratories. 

The results show that responsive culture is proven to be measurable using indicators as 
follows: (1) Time oriented, (2) People oriented, and (3) Activity oriented. The mapping of stages 
towards responsive culture and the nature of responsive culture itself can be depicted in one 
table, consisting of 12 queries, including areas of interest, replies, responses, answers, appeals, 
activeness, pro-activeness, initiative, responsiveness, effort, suggestions, and influences. State-
owned medical laboratories fall mainly into the category of not being responsive, whereas 
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private medical laboratories fall into the opposite category. Responsiveness level of an 
organization affects competency level of its staff. 

Besides the need for giving accurate and precise medical results, analysts are always 
required to gain new knowledge in order to keep up with a changing world. And not only does 
this include the quality of medical results, but it also entails patients’ needs related to laboratory 
services. In other words, medical laboratories are required to be more outward looking. 

Introduction 

 In today highly competitiveness environment, business organizations need to act fast in 
order to secure their financial situations and their market positions. Firms are continuously 
striving for ways to attain a sustainable competitive advantage. They need to count more on their 
internal distinguished strengths to provide more added customer value, strong differentiation and 
extendibility. From human resource perspective, it is believed that in order for business 
organizations to be able to compete, even in the global market, will depend on the competencies 
of their employees. This would mean that human resource competencies as the strategy from 
competing for product or service leadership has moved to competing in human resource 
competency leadership.  

Indonesia is a developing country that for the decade has been trying to improve its 
human resource competencies through various efforts. Through Government Regulation No. 23 
year 2004, Government of Republic of Indonesia established BNSP (Badan Nasional Sertifikasi 
Profesional – National Board of Professional Certification) whose main duty is to prepare, design 
and manage competency tests for employee to be able to do certain job (professional job), and 
certify those employees with professional certification with certain rights and responsibilities. 
For example, alumni from medical analyst school have to take professional competency test 
conducted by BNSP before they are allowed to work and do medical test in Medical Laboratory.  

According to BNSP (1) and Parry (2) competency is the ability or working skills of 
individual to do certain job professionally. Competency consists of three elements: knowledge, 
skills and work behavior. Data gathered from BNSP for three consecutive years in related to 
competency test of medical analyst showed that: 

(1)   The alumni of state analyst school who work in government medical laboratory have 
low competency. 

(2)   The alumni of private analyst school who work in government medical laboratory 
have low competency. 

(3)   The alumni of state analyst school who work in private medical laboratory have high 
competency 

(4)  The alumni of private analyst school who work in private medical laboratory have 
high competency. 

The abovementioned results show that alumni from both state and private school who 
work in private medical laboratory have higher competency compared to those working in 
government medical laboratory. One probable explanation of those results, especially from 
cultural perspective, is that different result could be caused by cultural differences embedded in 
these institutions. Generally speaking – see for example Harrison (3), government institution, 
including state-owned medical laboratory tends to have bureaucratic culture, while private 
medical laboratories generally have achievement culture. In Indonesia it is generally true that 
bureaucratic culture is identical with low performance.  



With an argument that each organization has its own culture (4, 5), Schmidly (6) said that 
military organization tends to have better responsive culture. His argument is based on the 
assumption that military soldiers are always aware to the environment and respond quickly 
whenever there is attack from the enemies. To certain extent, medical laboratory organizations 
have similar characteristics with those of military organization in term of quick response of 
people working within those organizations. This would mean that medical laboratory 
organization should internalize responsive culture within its organization in order for this 
organization to be able to compete in the stiffer environment.    

Based on the abovementioned argument, this paper tries to investigate and compare 
responsive culture of two medical laboratory organizations categorized as state own and private 
medical laboratories. Furthermore, this paper also tries to investigate whether responsive culture 
influences the competencies of medical analysts working within these organizations. 
 
Objective of the study 
Addressing the major issues discussed above, we seek to accomplish the following specific 
objectives: 

1) To examine the effects of organizational commitment on in the Medical Laboratory 
Organization in Indonesia. 

2) To test the effect of responsive culture advantage on employees competency in the Medical 
Laboratory Organization in Indonesia. 

3) To investigate the effect of organizational commitment on employees competency in the 
Medical Laboratory Organization in Indonesia. 

4) To compare the degree of commitment, responsiveness and employee competency of state-
owned and private medical laboratory organizations in Indonesia. 

 
Significance of the study 
Medical laboratory industry was chosen to investigate the study variables since it offers a unique 
setting to test the relationship from organization theory standpoint. The Medical Laboratory 
Business is traditionally operated by the government institutions whose orientation was not 
merely profit. However, the growing of middle class society who is willing to spend more money 
to prevent their health problems but require better service leads to the growing of for-profit-
private medical laboratory which tends to have better services and more responsive to the needs 
of consumers. Competition on this business is therefore more fierce and more dynamics. With 
new development of this business, it is believed that only firms with better response, highly 
commit and supported with highly competence people will survive and gain customer loyalty. 
The significance of this study is further highlighted when one considers the increasing 
managerial focus on maximizing customers’ value in highly competitive market. Employee 
competence must make a significant contribution to customer perceived value. Competences are 
the skills that empower a firm to provide a fundamental value and customer benefit which leads 
to customer loyalty. Customer loyalty and customer retention are the most important challenges 
faced by most of the CEO across the world. Moreover, this study certainly strengthens the 
existing body of knowledge by providing some empirically tested insight in Indonesia medical 
laboratory industry context. The study’s results can provide better information for the decision 
maker about the benefits of highly competence people, responsive culture and people’s 
commitment.  

 



Literature Review 
 

According to Harrison (3), Schein (4), and Hofstede (5), organizational culture is the set 
of shared values and norms that controls the organizational members’ interactions with each 
other and with other people outside the organization. Culture shapes and controls behavior within 
organization, and influences how people respond to a situation and how they interpret the 
environment surrounding the organization. The formation of organizational culture of a company 
or an organization could not be separated from the role of the head or leader and the leadership 
of those organizations. Schein (4) stated that founder plays a very important role in creating 
organization’s culture. It can be said that founder is the only source of culture formation when an 
organization is for the first time tries to create its culture. In the following stage, it is the 
responsibility of leaders and managers to maintain and preserve the created culture.  

Meanwhile Hofstede (5) said that there are six dimensions of organizational culture. Of 
these dimensions, one dimension that is relevant to this paper is pragmatic vs. normative 
dimension. An organization is said to have pragmatic culture if rules and procedures could be 
avoided so long they prevent the result achievement and consumer needs fulfillment. On the 
other hand, normative culture thought that the duty in the organization to the public is the 
implementation form of rules, written invention which couldn’t be avoided. The rule norms must 
be highly supported by every people involved in the organization life. So, that the organization 
seemed to have moral responsibility to maintain those rules.  

Based on the abovementioned characteristics, organization with pragmatic culture which 
is also called the responsive organizations is basically a customer oriented organization. Private 
organizations, including private laboratory organization usually have these characteristics. In this 
sense, the responsive organizations of the future will rely upon thinking individuals at all levels. 
Such personnel may be assisted by sophisticated equipment; however, the essential determinant 
of effectiveness will be the extent to which they can be finely tuned to the requirements of their 
roles and closely integrated into viable and sensitive systems of decision and action.  

In the marketing domain, responsiveness could be understood as people who would be 
able to receive responses from outside, to react quickly and be ready to receive good suggestions 
from others – internally or externally. Carlos (8) said that responsiveness refers to the firm’s 
ability to respond quickly to customer needs and wants. Responsiveness is also understood as 
how far the people control their emotion or friendliness or how they analyze situation properly 
when they make communication /contact with the other people. Meanwhile Wertz (7) in the 
responsive space conference stated that there is response level of airplane system when the 
airline is started to depart and during the airline is already in the orbit. Based on this 
understanding on responsiveness to the environment, it can be concluded that responsiveness is 
the people ability to read fast and response immediately with time basis – in seconds or minutes. 

To be responsive organization, employee commitment and professional competency are 
required (9). Commitment refers to the acceptance, involvement and dedication of the employees 
to the goals of organization (10). Meyer and Allen (10) furthermore said that employees will try 
the best for organization’s objectives and will stay longer with the organization if that 
organization has enough investment to train and develop those employees.  This argument is in 
line with Mathieu and Zajac’ (11) view that employees who have high commitment to their 
organization tend to have more involvement in positive behavior. These all finally can be 
concluded that employee commitment may influence the organization culture of an organization.  



Individual competency according to Spencer and Spencer (12) is the basic characteristic 
of individual who has causal relationship with the criteria that directs the individual to achieve 
optimal performance. This basic characteristic means that competency is part of individual 
personality that appears in the behavior of individuals in different situations and work activities. 
 

Conceptual Framework and Hypotheses Development 
 

Conceptual framework 
The proposed conceptual model guiding this research is depicted in Figure 1. As can be seen in 
the figure, we hypothesize organizational commitment as a multi-dimensional construct 
consisting of five dimensions: responsibility, loyalty, care, unity and humanity. These five 
dimensions were modeled with responsive culture and employee competency as the dependents. 
We suggest organizational commitment to be significant determinant of responsive culture and 
employee competency i.e. more commitment lead to higher levels of responsiveness and better 
competency. For the medical laboratory firm to maintain competitive advantage and enhances 
organizational performance should improve their people’s commitment. 

        

 

 

 

 

 

 

 

 
Figure 1: Conceptual Framework of the Study 

 
Research Hypotheses 
To examine these relationships we developed three research hypotheses: 

H1:  Organizational Commitment (Responsibility, Loyalty, Care, Unity and Humanity) has positive 
effect on Responsive Culture. 

H2:  Organizational Commitment (Responsibility, Loyalty, Care, Unity and Humanity) has positive 
effect on Employee Competency 

H3:  Responsive Culture (Time oriented, People Oriented and Activity Oriented) has positive effect 
on Employee Competency 

In addition, to compare and understand the difference between variables we develop the forth hypothesis 
       H4:  There are significant differences between state-owned and private laboratories in terms of 

organizational commitment, responsive culture and employee competency 

Preconception 

Organizational commitment 

- Responsibility 
- Loyalty 
- Feeling guilty 
- Care 
- Unity 
- Humanity 

 

Memory 

- Short term 
- Long term 

Stimuli  

Responsive Culture 

- Time oriented 
- People oriented 
- Activity oriented 

Competency 

- Knowledge 
- Skills 
- Attitude 



Research Methodology 

This study is descriptive quantitative in nature, aiming to develop a better understanding of the 
organizational commitment and its relation to Responsive Culture and Employee Competency 
from the managers and Medical Analyst point of view. 
 
Samples 
The study is empirical based on the primary data collected from Managers and Medical Analysts 
of Medical Laboratory Organization in Indonesia in 2010. Total of (15) medical laboratory 
organizations categorized as state-own and private organizations were included in the study. In 
total (172) questionnaires were distributed to the managers and medical analysts. Of these 
numbers, 45 questionnaires were distributed to managers or their representatives and 127 to 
medical analysts who have passed competency test conducted by BNSP. The Questionnaire was 
in bahasa Indonesia, which is the communication language in Indonesia. A majority of the 
respondents (94%) were female.  
 
Data analysis 
The statistical package SEM was used for data analysis. Two steps of detailed statistical analysis 
of data were involved. At the first stage, descriptive statistic analysis was performed to extract 
the mean and standard deviation of underlying study variables core competence, competitive 
advantage, organizational performance and their dimensions. At the second stage, structural 
equation modeling analysis was performed to understand the relationship among these variables. 
In addition, comparative tests, carried out through MANOVA statistics, were utilized to identify 
the differences between private and state laboratories in terms of organizational commitment, 
responsive culture and employees’ competency. 

Results 

Test of Hypotheses 
Using structural equation modeling, significant associations were found between Core 
Competence, Competitive Advantage and Organizational performance. 

H1 postulates that Organizational Commitment (Responsibility, Loyalty, Care, Unity and 
Humanity) has positive effect on Responsive Culture. In order to test this hypothesis, we conducted a 
Structural Equation Modeling analysis using Responsive Culture as the dependent variable, and 
the various components of Organizational Commitment (Responsibility, Loyalty, Care, Unity and 
Humanity) as the predicting variables.  

The result shows that Organizational Commitment (Responsibility, Loyalty, Care, Unity and 
Humanity) has a significant positive effect on Responsive Culture. The model achieve a high degree of 
fit, as reflected by an R2 of 0.741 (F = 33.820 p <0.001). The results show that all dimensions of 
organizational commitment were significant in explaining responsive culture. This finding 
supports H1, which predicted that Organizational Commitment (Responsibility, Loyalty, Care, Unity 
and Humanity) have a positive effect on responsive culture 

H2 postulates that Organizational Commitment (Responsibility, Loyalty, Care, Unity and 
Humanity) has positive effect on employee competency. In order to test this hypothesis, we 
conducted a structural equation modeling analysis using employee competency as the dependent 
variable, and the various components of Organizational Commitment (Responsibility, Loyalty, Care, 
Unity and Humanity) as the predicting variables.  



The result shows that Organizational Commitment (Responsibility, Loyalty, Care, Unity and 
Humanity) has a significant positive effect on employee competency. The model achieve a high 
degree of fit, as reflected by an R2 of 0.360 (F = 11.257 p <0.001). The results show that all 
dimensions of Organizational Commitment (Responsibility, Loyalty, Care, Unity and Humanity) were 
significant in explaining employee competency. These finding supports H2. 

H3 postulates that responsive culture (time, people and activity orientation) has positive 
effect on employee commitment. To test this hypothesis, we conducted a structural equation 
modeling using employee competency as the dependent variable, and the three dimensions of 
responsive culture: time, people and activity orientation as the predicting variables.  

The result shows that responsive culture (time, people and activity orientation) has a 
significant positive effect on employee competency. The model achieves a high degree of fit, as 
reflected by an R2 of 0.305 (F= 13.361 p <0.001). The results show that the three dimensions of 
responsive culture were significant in explaining employee competency. This finding supports 
H3. 

H4 postulates that there are significant differences between state-owned and private laboratories 
in terms of organizational commitment, responsive culture and employee competency. To test this 
hypothesis, we conducted a comparative analysis of three variables: organizational commitment, 
responsive culture and employee competency of two groups of respondent: state-own medical 
laboratory organization and private medical laboratory organization. To do so, MANOVA test 
was utilized. The results show that there are significant differences between state-owned and private 
laboratories in terms of organizational commitment, responsive culture and employee competency. 
Organizational commitment of people working with state-owned laboratory organization are 
lower compared to those in private laboratory organization. The other two tests also show the 
same results. State-owned medical laboratory organization is less responsive than the 
responsiveness of private laboratory organization; and people working with state-owned 
laboratory organization are less competence that those in private laboratory organization.  
 

Conclusion 
 

 Based on the result of confirmatory test, it can be concluded that responsive culture 
variable for state-own and private medical laboratories can be explained through three indicators. 
These are: time orientation, people orientation and activity orientation.  
 Comparing state-own with private medical laboratory organization in term of responsive 
culture, it can be concluded that state-own medical laboratory organization is less responsive 
than the culture the private medical laboratory organization.  

In terms of organizational commitment, the finding shows that the commitment of 
managers and medical analysts of state-own medical laboratory organization is considerably low 
compared to those in the private medical laboratory organization. The same finding is true for 
competency of these organizations.  

Meanwhile, the confirmatory test shows the following results: 
A. Organizational commitment influences directly and significantly responsive culture. This 

would mean that the higher the level of organizational commitment the more responsive 
organization would be. 

B. Organizational commitment indirectly influences employees’ competency. The better the 
employees’ commitment to the organization, mediated by responsive culture of that 
organization, the higher the employees’ competency would be. 



      C.  Responsive culture influences indirectly and significant to the competency. The more 
responsive of the organization the employees’ competency will increase significantly. 

 
References 

 
1. Badan Nasional Sertifikasi Profesi (BNSP). 2007. Pelatihan Asesor Kompetensi. Bandung. 
2. Parry, S. B. 1997. The Impact Evaluation Methods and Practices of Training: A Collection of 

Tools and Technique. New Jersey Publisher: The American Society for Training & 
Development.  

3. Harrison, R. 1992. Diagnosing Organizational Culture. San Francisco: Jossey Bass, Pfeiffer. 
4. Schein, E. 1992. Organizational Culture and Leadership, 2nd ed. San Fransisco: Jossey-Bass 

Inc. 
5. Hofstede, G. H., 1991. Cultures and Organizations Software of The Mind. England: 

McGraw-Hill Book Company Limited.  
6. Schmidly, D. 2008. Military Books. The Anderson School of Management. Texas: American 

Heroes Press. 
7. Wertz, J. R. 2006. Acceptable Response Times. Los Angeles: Responsiveness Space 

Conference. 
8. Carlos, M.P., Sousa, E.R., and Fernando, L. (2010). The Key Role of Managers’ Values in 

Exporting: Influence on Customer Responsiveness and Export Performance. Journal of 
International Marketing, 18, 2, 2010, 1–19. 

9. Kotter, J. P. dan J. L. Heskett. 1992. Corporate Culture and Performance. New York: Free 
Press. 

10. Meyer, J. P. dan N. J. Allen. 1991. “A Tree-Component Conceptualitazation of 
Organizational Commitment,” Human Resource Management Review, Vol. 1, p. 61-89. 

11. Mathieu, J. E. dan D. M. Zajac. 1990. “A Review and Meta-analysis of the Antecedents, 
Correlates, and Consequences of Organizational Commitment,” Psychological Bulletin. 
www.pdfchaser.com/.../antecedents-of-organizational-commitment-analysis. html  

12. Spencer, A. Y., dan S. M. Spencer. 1993. Competency at Work. New York: John Wiley and 
Sons. 


	The Effect of Organizational Commitment on Responsive Culture and Their Implications on Medical Analysts' Competencies in State-owned and Private Medical Laboratories
	Abstract
	Introduction
	Research Methodology
	Results

