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ABSTRACT 

The continued existence of today's hospitals depends on how these 

institutions accept changes; improve practices and competitiveness at 

functional level. Learning organization facilitates learning of its 

members at organizational and work level. Hospitals of present days 

should possess certain characteristics to meet the ever-changing needs 

of the environment. It is becoming increasingly important for 

organizations to adopt the learning orientation as it could help 

contribute to organizational success. However, as the capability to learn 

does not readily occur within organizations, it is imperative that 

organizations should allocation of resources which instill learning 

within organizations. A study was conducted in Hospital Inco PT. Vale 

Indonesia Sorowako to analyse the relationship between learning 

organization on hospital employee’s performance.  The study tried to 

answer the research question ‘Does learning organization influence on 

employee performance Hospital IncoPT. Vale Indonesia Sorowako’.  

INTRODUCTION 

In connection with the demands of skilled and competent human 

resources, then comes a concept or a new paradigm in the world of 

business known as organizational learning (learning organization). 

Various studies indicated that learning organization have strong 

relationship with organizational performance (Dunphy & Griffths, 

1998; Khandekar & Sharma, 2006; Robinson, Clemson, & Keating, 

1997; Ho, 2011; Akhtar et al., 2012) whereby learning organization is 

represented by seven dimensions developed by Watkins and Marsick 



Qualitative and Quantitative Research Review, Vol.1, Issue 3, 2016. 
ISSN No: 2462-1978  

eISSN No:: 2462-2117 

 

177 
 

(1993). The dimensions are continuous learning, dialogue and inquiry, 

team learning, embedded system, system connections, empowerment 

and leadership. This was attributed to the parallel improvement of 

performance of organization and change, subsequently leading to 

improved organizational performance. Hospitals are not also free from 

the concept of learning organizations. Hospital is basically an 

institution that is driven by Human Resources (HR) to achieve a goal. 

Hospitals require skilled human resources and competent. The success 

of a hospital is determined by the utilization of human resources 

activities, namely those that provide the energy, creativity and passion 

and talent plays an important role in the functioning of hospital 

operations. Human resources should always be taken, kept, maintained 

and developed by an organization / company.  

Learning Organization 

Learning organization is not a new concept. Witrh regardd to learning 

organization, current HRD and management literature may be 

categorized into two streams namely organizational learning and the 

learning organization (Robinson, 2001). Although it is a indistinct 

concept, many scholars use the terms learning organization and 

organizational learning interchangeably. However, there are some 

differences between the two concepts. For organizational learning, 

some scholars consider it as a domain of academics (Ortenblad, 2001; 

Tsang, 1997).  

Argyris and Schon (1978, 1996) are considered pioneers in the field of 

organizational learning and their works are commonly quoted in most 

organizational learning literature (Lipshitz, 2000). For the field of the 

learning organization, many researchers consider it as a domain of 

practitioners and as a domain concerned with how to change the 

behavior of the organization and bring it closer to a desired state 

(Ortenblad, 2001).  

The process of individual learning occurs when the members of the 

organization will experienced a process of understanding the new 

concepts, followed by mounting the capability and experience to realize 

this concept, resulting in a change or improvement on organizational 

values. (Tjakraatmadja, 2006). Learning organization is a company that 
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realizes the importance of training and development associated with the 

sustainable performance and would take appropriate action (Mondy 

2009). West and Haryanti (Burnes in 2006) gives a good explanation of 

the difference between a learning organization (organizational learning) 

and organizational learning (learning organization).  

Organizational learning is a concept used to describe the types of 

activities that are in the organization at the time of organizational 

learning refers to the situation inside and outside the organization. 

While the learning organization is the organization's ability to create, 

acquire and transfer knowledge and behavior-behavior in facing the 

new knowledge and insights.  

As far as the indicators of learning organizations according to Senge's 

includes: 

Discipline Personal Mastery 

Discipline that encourages an organization to continuously learn and 

create the future, which will only be formed if individual members of 

the organization are willing and able to continue to learn to make 

himself a master in the field of science. 

Discipline Sharing the Vision (Shared Vision) 

Oganisational learning requires a shared vision, viz., a vision that is 

agreed upon by all members of the organization. This shared vision will 

be a compass and simultaneously triggers passion and commitment to 

stay together, so the motivation for employees to learn and continue to 

learn to improve their competence. 

Discipline Mental Models 

Skills to discover the principles and shared values, and the growing 

spirit of shared values to foster a shared belief that strengthens the spirit 

and commitment of togetherness, a discipline that is needed to build a 

mental model of organizational discipline. 
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Learning Discipline Team (Team Learning) 

The discipline of team learning can be effective if the members of the 

group have mutual interests with each other and be able to act in 

accordance with a common plan. 

Discipline Systemic Thinking (Systems Thinking) 

Skills to understand the structure of the relationship between the 

various internal and external factors affecting the existence of the 

organization, skills for integrative thinking and thorough, 

comprehensive thinking skills, and skills to build an adaptive 

organization, the discipline needed to build a systemic learning 

discipline. 

Employee performance 

Employee performance refers to employee performance as measured by 

the standards or criteria established by the company. Employee 

performance management involves the efforts primarily meant to 

improve overall company performance (Robbins, 2008), which 

explains that the most common criteria for assessing the performance 

of employees can be seen from a given individual tasks, behavior and 

characteristics of the individual. These will determine how the 

employee in completing a given job.    

The performance theory is considered to be more recent than the 

learning theory (Swanson & Holton, 2001). What is more, 

organizational systems are more complex than one performance theory 

can explain. Thus, there is no solitary point of view of performance and 

as such different performance theories tried to explain specific and 

limited range of performance constructs within the organizations. Many 

scholars in the field of HRD and other disciplines suggested different 

performance models with atleast three levels of analysis, individual, 

group, and organizational (Swanson, 1994; Langdon, 1995; Schneir, 

1995).  
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Hasibuan (2006) states that there are 11 performance indicators of 

individual employees, but in this study used nine indicators that are 

relevant include the following: 

a. Loyalty 

Faithfulness can be defined as the willingness of employees to continue 

to support a company in the long term. 

b. Work performance  

According Hasibuan (1995), work performance is the result of work 

which is achieved in executing the tasks assigned to the members, 

based on skills, experience and sincerity as well as time. 

c. Honesty 

In modern management concepts, the experts have invited us to go 

back to the essence of "truth" is essential in life to manage the 

organization. A large multinational business organization is almost all 

put forward the principles of this essential 

d. Discipline 

Discipline can be defined an attitude that is obedient and submissive to 

an existing regulations, without any regulation it will not be able to 

reach as a discipline. The presence of a regulation would train someone 

to be disciplined in everything and with an attitude that is always 

disciplined makes a person successful with what that a person is 

dreaming. 

e. Creativity 

Creativity is a mental process involving the emergence of new ideas or 

concepts, or new relationships between ideas and concepts that already 

exist. 

f. Cooperation 

Cooperation employee can be judged from the willingness of 

employees to participate and cooperate with other employees vertically 

or horizontally, both inside and outside of work, so that the results of 

its work, the better. 
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g. Personality 

Personality is a whole way of an employee to react and interact with the 

environment. 

h. Initiative 

The initiative arises from a person who is using the power of thought. 

The initiative will lead to the realization of a useful for the completion 

of work to the best. So the initiative masters the will, feelings, thoughts, 

expertise and experience of a person. 

i. Responsible 

Responsibility is a sense of having to perform all the obligations / 

duties charged to the employee as a result of the authority received or 

held. 

Model 

Learning organization is an organization or a company that realizes the 

importance of training and development associated with the sustainable 

performance and would take appropriate action (Mondy 2009). 

Research Question 

In this particular research the hospital employees comprised of 

employees of Vale Indonesia, which has introduced a system of 

learning organization. The employee outsourcing organization does not 

implement a learning organization system or the process associated 

with it. Based on the background described above, the authors 

formulate the research question as follows 

RQ1. Does learning organization influence employee performance 

Hospital IncoPT Vale Indonesia Sorowako?  

Objectives 

1. To identify employee performance of Hospital Inco PT. Vale 

Indonesia Sorowako under the organization applying the 

learning organization system. 



Qualitative and Quantitative Research Review, Vol.1, Issue 3, 2016. 
ISSN No: 2462-1978  

eISSN No:: 2462-2117 

 

182 
 

2. To identify employee performance Hospital Inco PT. Vale 

Indonesia Sorowako under organizations that do not implement 

a learning organization system 

3. To analyze the differences in the employee performance in 

Hospital Inco PT. Vale Indonesia Sorowako viz., that follow the 

learning organization system in comparison with that do not 

follow among employees of Hospital Vale Indonesia. 

Conceptual framework 

 

 

Figure 1. Conceptual model 

Method 

The population in this study includes all employees of Hospital Vale 

Indonesia Sorowako totaling 269 people, consisting of 97 Vale 

employees and outsourcing employees 172 people. Research conducted 

at the Hospital Inco PT Vale Indonesia Sorowako. Sampling method 

used was non-probability sampling with purposive sampling technique 

with a total sample of 98 people consisting of two groups: the 49 

employees who were under the organization applying the learning 

organization system and 49 employees who are under the organization 

that does not apply the system of learning organization. The design 

study is observational analytic comparative.  

The data collection is done by using a questionnaire. Data were 

analyzed by using the application SPSS (Statistical Package and Social 

Sciences). To determine the effect of the application of the system of 

learning organization to employee performance test statistic used is the 

Mann-Whitney test, with significance level or the level of significance 

of α = 0.05. The instrument used in this study was a questionnaire with 

17 questions the number of grains. Questionnaires were distributed in 

Employee Performance Learning Organization 
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this study was measured using a Likert scale with responses of 

respondents "often" was given a score of 4, "always" was given a score 

of 3, "sometimes" was given a score of 2 and "never" given a score of 

1. The data collected was analyzed and a range of interpretation using 

statistical methods and Bivariate analysis. The bivariate analysis was 

conducted to see the effect between two variables, independent and 

dependent variables. Statistical tests were used in the bivariate analysis 

are not paired with a different test categorical scale (Mann-Whitney 

test). The formula used for samples> 20 is the formula to approach 

normal values Z. 

Descriptive statistics 

From the research that has been conducted at the Hospital Inco PT Vale 

Indonesia Sorowako data showed the largest number of respondents 

were in the age of 29-34 years is 56 (57.1%) of respondents and the 

smallest number of respondents were aged ≥53 years in 1 (1%) of 

respondents. This can be seen in Table 1. 

Table 1. Frequency Distribution of Respondents by Age Hospital Vale 

Indonesia Sorowako 2015 

 

Age Freq Percentage (%) 

23-28 23 23,5 

29-34 56 57,1 

35-40 12 12,2 

41-46 3 3,1 

47-52 3 3,1 

≥53 1 1 

Total 98 100 

 

From the research that has been conducted at the Hospital Inco PT. 

Vale Indonesia Sorowako obtained data on the number of respondents, 
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include women of 85 (86.7%) of respondents, while the men were 13 

(13.3%) of respondents. This can be seen in Table 2.  

Table 2. Frequency Distribution of Respondents by Gender in Hospital. 

PT Vale Indonesia Sorowako 

 

Gender amount (%) 

male 13 13,3 

female 85 86,7 

Total 98 100 

From the research that has been conducted at the Hospital Inco Vale 

Indonesia Sorowako data obtained with the highest number of 

respondents working period of 1-4 years at 46 (46.9%) of respondents 

and the smallest number of respondents with tenure ≥21 years and 2 

(2%) of respondents. This can be seen in Table.3. 

Table 3. Frequency Distribution of Respondents Based Work Period 

Hospital Inco PT. Vale Indonesia Sorowako 2015 

Work period 

(years) 
Frequency  (%) 

1-4 46 46,9 

5-8 39 39,8 

9-12 5 5,1 

17-20 6 6,1 

≥21 2 2 

Total 98 100 

From the research that has been conducted at the Hospital Inco PT. 

Vale Indonesia Sorowako data showed the largest number of 

respondents is respondents to D3 which 53 (54.1%) of respondents and 

the smallest number of respondents are the respondents with education 

D4 ie 1 (1%) of respondents. This can be seen in Table 4. 
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Table 4. Frequency Distribution of Respondents by Educational 

Hospital Inco Vale Indonesia Sorowako 2015  

Education Frequency (%) 

High school 20 20,4 

D3 53 54,1 

D4 1 1 

Graduate 

school 

21 21,4 

Post Graduate 3 3,1 

Total 98 100 

 

Here's a frequency distribution of respondents by the performance of 

the employees who are under the organization applying the learning 

organization system. The results were obtained under the employee 

organizations that implement learning organization system with good 

performance categories were 48 (98%) of respondents, the performance 

category, 1 (2%) of respondents and less performance category 0 (0%) 

respondents. It can be seen in Table 5. 

Table 5. Employee Performance Under Organizations / Companies 

That Apply Learning SystemsOrganization Hospital Inco 

ValeIndonesia Sorowako, 2015 

 

Performance Frequency  (%) 

Good 48 98 

fair 1 2 

Low 0 0 

Total 49 100 

Groups that do not apply the system of learning organization. Here's a 

frequency distribution of respondents by the performance of the 

employees who are under the organization that does not apply the 
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system of learning organization. The results were obtained under the 

employee organizations that do not implement a learning organization 

system with good performance categories were 26 (53.1%) of 

respondents, enough performance categories 8 (16.3%) of respondents 

and category performance of less than 15 (30 , 6%) of respondents. Can 

be seen in Table.6. 

Table 6. Employee Performance under Organizations / Companies That 

Do Not Apply SystemLearning Organization in Hospital IncoPT. Vale 

Indonesia Sorowako, 2015 

Performance Frequency  (%) 

Good 26 53,1 

fair 8 16,3 

low 15 30,6 

Total 49 100 

Aim of this bivariate analysis carried out to analyze the differences in 

the performance of employees of Hospital Inco PT Vale Indonesia 

Sorowako between employees who are under the organization applying 

the learning organization with a system that does not implement the 

system learning organization. 

The results were obtained mean score on the employees who are under 

the organization applying the learning organization system and a mean 

score of 63.59 employees under the employee organizations that do not 

implement a learning organization systems 52.02. 

Table 7. Analysis of the performance of employees Hospital IncoPT. 

Vale Indonesia Sorowako, 2015 

Status n 
Total 

score 

Mean 

Rank 
Z p 

LO 49 3116 38,35 5,165 0,000 

Non LO 49 2549 60,65   
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In Table 7 of the statistical test results obtained by using Mann 

Whitney Zhitung value = 5.165 and comparison Ztabel = 1.64 and 

supported also by the value of p = 0.000 where the value of α = 0.05. 

This indicates that the value Zhitung> Ztabel or p <α means that the 

null hypothesis (H0) is rejected or alternative hypothesis (Ha) is 

accepted. Which means that there are differences in performance 

between employees are encouraged under the organization / company 

applying the learning organization with a system that does not 

implement the system learning organization.  

Thus, the above table and inferences lead us to belive that the learning 

organization influences employee performance Hospital. Vale 

Indonesia Sorowako.  

DISCUSSION 

Based on the research that has been conducted at the Hospital Vale 

Indonesia Sorowako it is found that the employee's performance under 

the organization applying a system of higher learning organization 

(there were 48 respondents excellent performance and first responder 

enough performance). This means that the performance of employees 

who are under the organization applying the learning organization 

system is better than the performance of employees who are under the 

organization that does not apply the system of learning organization. 

This is in line with that proposed by Sangkala (2007) that the learning 

organization significant effect on the performance of the individual, 

this is due to the level of individual learning organization is able to 

improve the skills, knowledge, attitudes, and values required by a 

person through training, teaching himself, understanding of 

observation, and reflection.  

Organizations no longer focus on the organization's external issue, but 

emphasized how the internal organization is able to survive and learn in 

the middle of the existing competition (Hasibuan, 2001). The role of 

learning organization by Riana (2008) on facilitating all components of 
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the company's fond of creating knowledge through learning activities. 

Knowledge that is created can be shared and transferred to the various 

levels within the company. Zhang & McCullough (2002) that in order 

to develop a capability, companies should make efforts of sustained 

learning because learning can facilitate behavior change, and lead to 

improved performance. From this data, it appears that in order to 

achieve high levels of profitability, every process has to be augmented 

as expected. Further to obtain a good performance, the ability and skills 

possessed by the employees of the company must be enhahnced and 

this will happen only through training and development aimed at 

employees.  

Vocational training or the training activities of the hospital employees 

with the intent to improve and develop the attitudes, behaviors, skills, 

and knowledge of employees need to be stressed. If the employee has 

been trained then do poseses better abilities and skills, so that they are 

able to work more effectively and efficiently, and ultimately the 

employee will get better appraisal too. This research also showed that 

the total score of the employee's performance is under the organization 

that does not apply the system of lower learning organization (there are 

26 respondents good performance, 8 respondents and 15 respondents 

sufficient performance less performance). This means that the training 

activities are summarized in a learning organization system is need to 

be directly linked to to the performance, the higher the number of 

training programs, there will be better the performance of the 

employees, and vice versa (Rivai, 2005). 

The statistical test results obtained by using Mann Whitney Zhitung 

value = 5.165 and comparison Z tabel = 1.64, which is supported also 

by the value of p = 0.000. This indicates that the value Zhitung> Ztabel 

or p <α means that the null hypothesis (H0) is rejected or alternative 

hypothesis (Ha) is accepted. Which means that there are differences in 

performance between employees are encouraged under the organization 

/ company applying the learning organization with a system that does 
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not implement the system learning organization. Thus, it means that 

there is a learning organization influence on employee performance 

Hospital Inco Vale Indonesia Sorowako. 

CONCLUSION 

From research conducted at the Hospital Inco of PT Vale Indonesia 

Sorowako. It can be concluded that the hospital Inco employee 

performance Sorowako under the organization / company applying the 

learning organization system is almost superior. Performance of 

Hospital Inco employees under organizations/companies that do not 

implement a learning organization system there is under-performed. By 

using the Mann Whitney statistical test values obtained Zhitung> 

Ztabel amplified by the p-value <α, meaning that the null hypothesis 

(H0) is rejected and the alternative hypothesis (Ha) is accepted, which 

means there is a difference in performance between employees are 

encouraged under the organization / company implement a learning 

organization with a system that does not implement the system learning 

organization. Thus, it means that there is a learning organization 

influence on employee performance Hospital Inco PT. Vale Indonesia 

Sorowako. 
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