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Abstract 

We believe that an appropriate organizational culture in general and responsive culture in 
particular is a necessary condition for service organizations including higher education 
institutions to survive and develop in the demanding world. It is because responsive culture can 
be used to improve the quality of services and consequently improve organizational performance. 
In relation to this argument, in this paper, we tried to investigate the impact of responsive culture 
on organizational citizenship behavior (OCB) within the context of Health Polytechnic Institute. 
Two variables that are considered as the antecedent of the formation of responsive culture were 
awareness management and organizational commitment. Meanwhile OCB which sometime is 
called as an extra role behavior was considered as direct consequence of responsive culture which 
further might influence service quality of the people within the organization.  

Based on the abovementioned proposition, this study, involving 100 respondents 
consisted of faculty members and employees of Health Polytechnic Institute located at Surabaya 
City Indonesia, was done according to observational and cross-sectional approaches using 
Structural Equation Modeling (SEM) to test the hypotheses. The results showed that the two 
antecedent variables have different impact on responsive culture. Organizational commitment 
directly and significantly influenced responsive culture, while awareness management did not 
directly influence responsive culture unless it was mediated by organizational commitment. The 
second finding indicated that responsive culture indeed directly and significantly influenced 
organizational citizenship behavior. 

 
                                                                Introduction 

Health reform launched by the Government of Republic of Indonesia within the last two 
decades has resulted many health related implications: Human Development Index (HDI) 
increased from 0.613 (2010) to 0.617 (2011) (1); a rapid growth of health industry followed by 
skilled labor shortage within this industry; and the mushroom of college-level education 
institutions offering health programs.  
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Within the recent years, many new college-level education, mostly private education 
institutions, offering degree and non-degree health programs have been established in response to 
the high demand of individuals intending to enter into health industry. Without doubt, these new 
establishments change the environment within which these institutions operate. Competition to 
attract new students and stay alive is much stiffer than before.  

To stay alive and sustain in this sudden hyper-competition environment, Higher 
Education Institutions (HEI) particularly those offering health programs need to be seen to be 
more productive, more readily to adopt new technology, more responsive to client needs and 
more competitive as well as to make better use of resources. This would mean that the way these 
institutions are operated and managed needs to be changed in order for these institutions to be 
able to adapt to this environment. For example, in addition to concentrating on professional 
academic, HEI may have to undertake other functions such as: marketing management, financial 
management and personnel management – the functions that were not seriously taken into 
consideration in the past at institutional level. The same is true organization’s culture which 
enables the institution to respond effectively to the new environment must be created. This is so 
because culture provides the sentiment that cements organizational structure and people in 
organization together (2). Similarly Smircich (3) and Schein (4) said that culture is asocial glue 
that holds an organization together. 

Based on the foregoing premises we believed that HEI in general and Health Polytechnic 
Institute Surabaya in particular, facing with changing environment, should reassess its 
organizational culture in order to identify wthether its internal factors, particularly its human 
assets, are strong enough to adapt to the new environment so that this institution may compete, 
survive and develop over the future. In this study, the particular culture to be reassessed is 
responsive culture. Previous study indicated that responsive culture defined as a culture of an 
organization whithin which members of organization have sensitive feeling, anticipative thinking, 
and fast reaction (5) is considered of importance to provide better services in oder to cater the 
more demanding customers. To do so, the assessment of responsive culture will be related to the 
other concepts: awareness management of the leader, and commitment of organization members. 
These three factors expectedly influence the citizenship behavior of organization members of 
Health Polytehnic Institute Surabaya (faculty members and administrative staff) which may 
further enhance the performance of this institution.  
 
Objective of the study 

Addressing the major issues discussed above, we seek to accomplish the following 
specific objectives: 
1)  To assess awareness management of the leader; responsive culture, organizational 

ccommitment, and organizational citizenship behavior of faculty mambers and administrative 
staff of Health Polytechnic Institute Surabaya  

2) To analyze the effects of awareness management on organizational commitment, responsive 
culture, and organizational citizenship behavior within Health Polytechnic Institute Surabaya  

3) To analyze the effects of organizational commitment on responsive culture and organizational 
citizenship behavior of organization members of Health Polytechnic Institute Surabaya  

4) To analyze the effects of responsive culture on organizational citizenship behavior of 
organization members of Health Polytechnic Institute Surabaya  

5)  To decide the best way to model awareness management impact on organizational citizenship 
behavior   



Significance of the study 
Edgar Schein (4) postulated that when an organization is facing with the problems of 

external adaptation and internal integration, then it should rely on organizational culture to solve 
these problems. Considering that education environment encountered by Health Polytechnic 
Institute Surabaya (HPIS) is changing, therefore the objective of this study is to determine 
whether this postulate applies to the management of HPIS.  

This study will help the said institute improve its performance thus benefiting its institute 
in terms of better educational delivery services. Understanding how internal capabilities indicated 
by organizational citizenship behavior of the members should be managed in order to adapt to the 
changing environment can help the management maximize the attainment of educational goals 
and objectives.  

Literature Review 

According to Harrison (6), Schein (4), and Hofstede (7), organizational culture is a 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.  

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. When responsiveness become a 
habit and internalized within the people of an organization and embedded in organization’ 
system, then it becomes a culture of responsiveness. In accodance with this understanding, Rini 
(5) defined responsive culture as a culture of an organization whithin which members of 
organization have sensitive feeling, anticipative thinking, and fast reaction.  

Because culture could function to solve the problem of external adaptation, then any 
organization including Health Polytechnic Institute Surabaya, if necessary, may create this kind 
of culture in order for this organization to make better alignment with its environment. This is 
particularly true for organizations facing with dynamic and continously changing environment, 
and more demanding customers. However, for organization to have strong responsive culture, 
employee commitment and awareness management are required (9).  

Commitment refers to the acceptance, involvement and dedication of the employees to the 
goals of organization (10). Furthermore it is also said that employees will try their best for 
organization’s objectives and will stay longer with the organization if that organization invests 
adequately 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 culture of an organization.  



Situational awareness is the perception of the elements in the environment within a 
volume of time and space, the comprehension of their meaning and a projection of their status in 
the near future (12). Situational awareness is the ability to identify, process, and comprehensively 
translate the critical elements of information about what happened in the environment (13). 
Awareness is to know the situation around and an element of the perception of the surrounding 
environment involving space and time (12). This concept therefore can be used as a basis for the 
right decision making to take action that is in accordance with the objectives of an organization 
(13). In this manner, Endsley (12) said that situational awareness can be classified into the 
sequence of psychological awareness, which starts from the perception, attention, memory, and 
decision making.  

The concept of situational awareness was developed during World War 1 and 
impemented in avaion industry in 1980an where there was considerable pressure for pilots and air 
traffic controllers to develop better situational awareness. Despite having its roots in aviation, it 
has been suggested that the concept is equally applicable to human supervisory. This would mean 
that top leader of an organization must have better understanding of internal and external 
environment surround the organization. This what the so called awareness management (4). To 
assess and measure awareness management, three criteria can be used: perception, 
comprehension and projection. Based on these criteria therefore the top leader must have good 
perception or comprehension, has the ability to understand and able to interprete everything 
surround the organization. In the same manner, the leadership can also create the situation and 
condition as well as empower of their employees to enhance employee’s commitment for the 
benefit of an organization (14). This in line with McNeese-Smith’s (15) argument that 
employee’s commitment has a positive relationship with the leadership behavior. A nation's 
competitiveness depends on the ability organizational citizenship behavior. Organ (1997) said 
organizational citizenship behavior influence on satisfaction based the performance. Satisfaction 
based on the performance could not be separated from awareness management of the leader of an 
organization (16).  

  
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 and organizational citizenship 
behavior as a multi-dimensional. Some dimensions are modeled with responsive culture and 
organizational citizenship behavior as the dependent variable. We suggest organizational 
commitment to be significant determinant of responsive culture and organizational citizenship 
behavior i.e. more commitment lead to higher levels of responsiveness and better organizational 
citizenship behavior. For the educational institutions to maintain competitive advantage and 
enhances organizational performance, they should improve their organizational citizenship 
behavior. 



        
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Figure 1 :  Conceptual Framework of the Study 
 
 
 
 
Research Hypotheses 
To examine these relationships we developed three research hypotheses: 

H1:  Awareness Management (Perception, Comprehension, Projection) has positive effect on 
Organizational Commitment (Responsibility, Loyalty, Feeling Guilty, Care, Humanity, 
Unity) 

H2:  Awareness Management (Perception, Comprehension, Projection) has positive effect on 
Responsive Culture (Time Oriented, People Oriented, Activity Oriented) 

H3:  Awareness Management (Perception, Comprehension, Projection) has positive effect on 
Organizational Citizenship Behavior (Altruism, Civic virtue, Conscientiousness, 
Courtesy, Sportmanship) 

H4:  Organizational Commitment (Responsibility, Loyalty, Feeling Guilty, Care, Humanity, 
Unity) has positive effect on Responsive Culture (Time Oriented, People Oriented, 
Activity Oriented) 

H5:  Organizational Commitment (Responsibility, Loyalty, Feeling Guilty, Care, Humanity, 
Unity) has positive effect on Organizational Citizenship Behavior (Altruism, Civic 
virtue, Conscientiousness, Courtesy, Sportmanship) 

H6:  Responsive Culture (Time oriented, People Oriented and Activity Oriented) has positive 
effect on Organizational Citizenship Behavior (Altruism, Civic virtue, 
Conscientiousness, Courtesy, Sportmanship. 

Research Method 

This study is descriptive quantitative in nature, aiming to develop a better understanding 
of the awareness management, organizational commitment and its relation to responsive culture 
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and organizational citizenship behavior from the point of view of leaders, faculty members and 
administrtaive staff of Health Polytechnic Institute. 
 
Sample 

The study is based on the primary data collected from leaders, faculty members and 
administrative staff of HPIS condusted in 2012. Overall HPIS has 20 study programs. In total 
(100) questionnaires were distributed to the said respondens. Of these numbers, 20 questionnaires 
were distributed to managers or their representatives and 80 to lecturers and staff who have been 
working for at least 5 years. The questionnaire is in Bahasa Indonesia – an official language in 
Indonesia.  
 
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 awareness 
management, organizational commitment, responsive culture and organizational citizenship 
behavior and their dimensions. At the second stage, structural equation modeling analysis was 
performed to understand the relationship among these variables.  
 

The Results 
Test of Hypotheses 

Using structural equation modeling, significant associations were found between Core 
Awareness Management, Responsive Culture,  Organizational Commitment and OCB. 

H1 postulates that Awareness Management has positive effect on Organizational 
Commitment. In order to test this hypothesis, we conducted a Structural Equation Modeling 
analysis using Organizational Commitment as the dependent variable, and the various 
components of Awareness Management as the independent variables.  

The result shows that Awareness Management directly and significantly influenced 
Organizational Commitment. The model achieves a high degree of fit. Based on the test results 
the influence of the model, the inner weight coefficient values obtained at 0.867 with t-statistic 
value of 44.404. This finding supports H1. 

H2 postulates that Awareness Management 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 Awareness 
Management as the independent variables. The result shows that Awareness Management 
indirectly and significantly influenced Responsive Culture. Based on the test results the influence 
of the model, the inner weight coefficient values obtained at 0.102 with t-statistic value of 0,342. 

H3 postulates that Awareness Management  has positive effect on Organizational 
Citizenship Behavior. In order to test this hypothesis, we conducted a Structural Equation 
Modeling analysis using Organizational Citizenship Behavior as the dependent variable, and the 
various components of Awareness Management as the independent variables. The result shows 
that Awareness Management indirectly and significantly influenced Organizational Citizenship 
Behavior. Based on the test results the influence of the model, the inner weight coefficient values 
obtained at 0.358 with t-statistic value of 1.214.  

H4 postulates that Organizational Commitment 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 as the independent variables. The result shows that Organizational Commitment 
directly and significantly influenced Responsive Culture.   The model achieves a high degree of 
fit. Based on the test results the influence of the model, the inner weight coefficient values 
obtained at 0.776 with t-statistic value of 3.423. This finding supports H4. 

H5 postulates that Organizational Commitment   has negative effect on Organizational 
Citizenship Behavior. In order to test this hypothesis, we conducted a Structural Equation 
Modeling analysis using Organizational Citizenship Behavior  as the dependent variable, and the 
various components of Organizational Commitment as the independent variables. The result 
shows that Organizational Commitment indirectly and significantly influenced Organizational 
Citizenship Behavior. Based on the test results the influence of the model, the inner weight 
coefficient values obtained at −0.184 with t-statistic value of 0.544.  

H6 postulates that Responsive Culture  has positive effect on Organizational Citizenship 
Behavior. In order to test this hypothesis, we conducted a Structural Equation Modeling analysis 
using Organizational Citizenship Behavior as the dependent variable, and the various components 
of Responsive Culture as the independent variables.  

The result shows that Responsive Culture directly and significantly influenced 
Organizational Citizenship Behavior. The model achieve a high degree of fit. Based on the test 
results the influence of the model, the inner weight coefficient values obtained at 0.831 with t-
statistic value of 4.876. These finding supports H6. 

The best model pathway the influence awareness management and organizational 
commitment to the overall organizational citizenship behavior can be illustrated in the following 
chart. 
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Figure 2 :  Best Line Model of the Influence of Awareness Management and 

Organizational Commitment to Responsive Culture and Implications on 
Organizational Citizenship Behavior.  

       

Conclusion 

Based on figure 2, it can be concluded that Awareness Management has positive effect on 
Responsive Culture through Organizational Commitment. Awareness Management also effect the 
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Organizational Citizenship Behavior through Organizational Commitment and Responsive 
Culture. Meanwhile, the confirmatory test shows the following results: 

A. Awareness Management  influences directly and significantly Organizational 
Commitment. This would mean that the higher the level of Awareness Management  the 
more commitment organization would be. 

B. Awareness Management  influences indirectly and significantly Responsive Culture. The 
better the leader’s management to the organization, mediated by employees’ commitment 
of that organization, the faster of Responsive Culture formation would be. 

C. Awareness Management  influences indirectly and significantly Organizational 
Citizenship Behavior. The better the leader’s management to the organization, mediated 
by employees’ commitment and responsive of that organization, the higher the 
employees’ citizenship behavior would be. 

D. Organizational Commitment directly and significantly influences Responsive Culture. 
The better the employees’ commitment to the organization, the faster of Responsive 
Culture formation would be. 

E. Organizational Commitment indirectly influences Organizational Citizenship Behavior. 
The better the employees’ commitment to the organization, mediated by employees’ 
responsive of that organization, the higher the Organizational Citizenship Behavior would 
be 

      F.  Responsive Culture influences directly and significantly the Organizational Citizenship 
Behavior. The more responsive of the organization the employees’ citizenship behavior 
will increase significantly. 
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