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ABSTRACT 

One of the health workers needed to provide health services is a nurse. "X" Hospital is a private hospital in 

Bali which has a nurses turnover rate exceeding the standard limit in the last 5 years, reaching 20.61% per 
year thereby reducing the quality of nursing services and overall quality of the hospital. This research is a 

cross sectional study that aims to determine nurse turnover intentions and explore the relationship between the 

five dimensions of job satisfaction and nurse turnover intentions. Data were analyzed by univariate, bivariate 
and multivariate methods. The results of this study were 55.79% of nurses had turnover intentions and 57% of 

nurses agreed that they would look for another job next year if the conditions at the hospital were increasingly 

not to their liking. Turnover intentions are related to salary satisfaction (AOR: 2.00, 95% CI: 1.25-3.18) and 

promotion satisfaction (AOR: 2.03; 95% CI: 1.40-2.94). The conclusion of this study is that most nurses have 
the intention to move, so hospital management needs to re-evaluate the salary and incentive system. 

Promotion needs to be given fairly and equitably, as well as creating training and education programs to 

improve the career path of nurses. 
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1. INTRODUCTION 

Nurses make up the majority of human resources in 
hospitals, that is between 60-70%, therefore nurses 

contribute greatly to the quality of services in hospitals[1]. 
In Indonesian high turnover often occurs in nurses who 

work in private hospitals. Surveys conducted in several 
regions in Indonesia, showed the turnover rate in nurses 

ranged from 20-35%. Research in three private hospitals in 
Medan showed a turnover of 34.88%, 26.19% and 24.60% 

per year [2], while in Jakarta 21% [3], and 27.3% [4], in 
West Sumatra at 24.3% [1] and in Malang at 32% [5]. This 

figure is far above the standard tolerated turnover rate of 
nurses- starting at 5-10% per year [6]. A high turnover rate 

can cause cost losses including costs required for 
recruitment and training costs [7]. In addition, high 

turnover events can also affect nurse morale and result in a 
decrease in nurses' ability to meet patient needs and 

provide quality care[8].  
 

Turnover intention is the initial sign of turnover [9]. 

According to Petronila[10] turnover intention is the 
intention of the employee to quit his job voluntarily and is 

the employee's last choice if the work conditions are not in 
accordance with their wishes. Intention turnover is 

influenced by many factors, but several studies show that 
job satisfaction has the greatest influence on turnover 

intention [11]. Job satisfaction is a feeling that employees 

feel about their work based on employee ratings on aspects 
of their work [12]. Job satisfaction consists of five 

dimensions of satisfaction, namely salary satisfaction, 
promotion satisfaction, satisfaction with superiors, 

satisfaction with coworkers and satisfaction with the job 

itself [13]. 
 

Research on nurse turnover intention has been widely 
conducted in countries other than Indonesia, and the 

results show that nurse turnover intention is higher in 
developing countries than in developed countries. A cross-

sectional study in Lebanon found that as many as 67.5% of 
nurses had the intention to leave their jobs [14]. In 

contrast, a survey by the American Organization of Nurse 
Executives in 2000 showed that the interest in nurse 

turnover intention was only 21.3% [15]. In Indonesia, a 
similar study conducted at a private hospital in Batam 

Indonesian, showed nurses turnover intention was around 
23% in 2006 [16] and these results were far lower than the 

results of a study conducted at a private hospital in Bali 
that showed nurses turnover intention as much as 42.7% 

[17]. Several studies conducted in Indonesia have also 
linked job satisfaction with turnover intention, but the 

results are inconsistent. There are results of research that 
revealed that job satisfaction has a relationship with 

turnover intention [6], but there are also studies that say 
that turnover intention does not have a relationship with 

job satisfaction [1]. 
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"X" Private Hospital in Bali was established since 2012. 

This hospital's Human Resource Department data shows 

that the number of employee turnovers is getting higher 

every year. The average turnover of nurses in this hospital 

in 2013 reached 15.2%, in 2014 it reached 20.61%, in 2015 

it reached 18.78% and in 2016 it reached 20.78%. 

Interviews with HRD, showed the results of evaluating staff 

nurses who resigned with the highest reason being wanting 

to continue their education, increase their career path, care 

for children and return to their home town. On the other 

hand, HRD also knows that the real reason for nurses for 

resigning because they choose to work in public hospitals 

and other private hospitals. Interviews with 8 nurses who 

resigned, indicate that they want to find a job with a higher 

salary, are not comfortable with irregular working hours, 

feel burnt out, and do not feel developed in the career path. 

The results of this communication indicate that nurses are 

less than satisfied with their work. It is therefore necessary 

to evaluate the level of turnover intention rate of nurses in 

the hospital and whether the incident is related to salary 

satisfaction, promotion satisfaction, satisfaction with 

coworkers, satisfaction with superiors, or satisfaction with 

the work itself. 

 

 

2. METHOD 
"X" Private Hospital is a type B hospital located in Badung 

Regency. The hospital has 9 treatment rooms: emergency 

room, child care, inpatient care (I, II, III), lab / HD / 

Endoscopy room, ICU / HCU / NICU room, outpatient room 

and operating room. The hospital also has 126 general 

practitioners and specialists. In addition, there were 167 

nurses consisting of 14 structural nurses responsible for 

nursing management, and 153 functional nurses who were 

responsible for providing direct nursing services to patients 

in nine treatment rooms. 

 

The cross-sectional survey was conducted at X Hospital in 

2017. The sample size was obtained based on the simple 

random sampling formula, 95 of 153 functional nurses, 

randomly selected from the nurse's schedule in each 

treatment room. Data on nurse demographic characteristics 

and job satisfaction dimensions were collected in June 2017 

by interview. In addition, in order to collect turnover 

intention data, we provided a questionnaire to be filled out 

by the respondents themselves. 

 

The questionnaire in this study consisted of 3 sections (A, B 

and C). Questionnaire A contains questions about nurses' 

demographic characteristics including age, sex, education, 

marital status, employment status and years of service. 

Questionnaire B is a job satisfaction questionnaire adopted 

from the development of a job satisfaction survey [18]. Total 

statements from 20 statements consisting of statements of 

satisfaction with salary (4), satisfaction with promotion 

opportunities from the hospital (4), satisfaction with 

coworkers (4), satisfaction with superiors (4) and satisfaction 

with the work itself (4). Questionnaires used the Likert scale 

1-6 for positive statements: the answer "strongly disagree" is 

allocated a score of 1, the answer "disagree" is allocated a 

score of 2, the answer "mildly disagree" is allocated a score 

of 3, the answer "agree" is allocated a score of 4, the answer 

"mildly agree" is allocated a score of 5, and the answer 

"strongly agree" is allocated a score of 6. As for negative 

statements, the opposite scoring system is applied wherein 

the answer "strongly disagree" is allocated the highest score 

(6), and so on until the lowest score (1) which is allocated for 

the answer "strongly agree". Questionnaire C is a turnover 

intention questionnaire consisting of four statements with a 

likert scale 1-4. "Strongly disagree" (STS) answers are 

allocated the smallest score (1), and so on until "strongly 

agrees" (SS) answers which are allocated the highest score 

(4). The greater the score obtained indicates the higher the 

intention of the respondent to leave their job. The answer 

score of each item in the turnover intention questionnaire 

statement is summed up and a normal distribution value 

determined (p value = 0.287), so that the cut of point taken 

is the average value of 10.72. Then the data is sorted into the 

respondent group wishing to quit (≥10.72) and those do not 

want to quit (<10.72). 

 

Data were analyzed by univariate, bivariate, and multivariate 

analysis. Bivariate analysis using chi square to test the 

characteristics of variables and logistic regression for job 

satisfaction dimension variables was conducted. 

Multivariate analysis was performed using binary logistic 

regression. This research has obtained Ethics Clearance from 

the Medical Ethics Committee of the General Hospital of 

Udayana Sanglah University in number: 2017.02.1.0435 on 

May 8, 2017. Researchers provided information sheets, 

consent forms and information on the obligations of 

respondents before they participated in the study. 

Participants' participation was voluntary, there was no 

pressure and was anonymous. 

 

3. RESULTS AND DISCUSSION 
Most respondents were less than 26 years of age, 73.68% of 

women, 65.26% are unmarried and 57.89% had a diploma in 

nursing education. 53.68% of respondents had a working 

period of time of 3 years with 96.84% holding permanent 

employee status. As many as 55.79% of respondents 

indicated turnover intention from the hospital. Table 1 

presents the details of the percentage of each turnover 

intention component and job satisfaction.  
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Table 1. Distribution of Turnover Intention and Job 

Satisfaction 

 
In Table 1 the details of the turnover intention component 

indicate that the predominant reason for respondents wanting 

to find work elsewhere would be if working conditions 

become increasingly unfavorable. Almost evenly, at least 

half of the respondents seek information about work 

elsewhere, have the desire to find work elsewhere next year, 

and even often think of quitting their current job. In the 

satisfaction component, it is evident that respondents showed 

less satisfaction with the salary and promotion they obtained. 

However, respondents are sufficiently satisfied with their co-

workers, superiors and their current work. Details of each 

sub-component are presented in Table 1. 

 

Table 2. Relationship Individual Characteristics and Job 

Satisfaction with Turnover Intention 

 

 
Description: * characteristic variable tested using chi square, 

job satisfaction dimension tested by logistic regression, 

multivariate analysis with binary logistic regression test. 

  

In Table 2, it is evident that there is a relationship between 

the variable of turnover intention of nurses with several 

variables of individual characteristics and job satisfaction. 

Statistically significant individual characteristic variables 

related to turnover intention are age variables (p = 0.024) and 

years of work (p <0.001), while the variables related to job 
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satisfaction statistically associated with turnover intention 

are salary satisfaction    (p <0.001) and promotion 

satisfaction (p <0.001). Variables with p values <0.25 are 

included in the multivariate analysis model of binary logistic 

regression and the results are also presented in the table 

above. The variables independently related to turnover 

intention were salary satisfaction (AOR = 2.003, 95% CI: 

1.25-3.18) and satisfaction with promotion (AOR = 2.035, 

95% CI: 1.40-2.94). 

 

Published research about the relationship between job 

satisfaction and turnover intention of nurses is lacking. In 

Bali, research on nurse turnover was previously conducted at 

Bali Medika Hospital but this study was not related to job 

satisfaction. Hospital turnover intention research at "X" 

hospital indicated that the majority (55.79%) of nurses 

intended to quit their jobs this was related to two aspects of 

job satisfaction namely salary satisfaction and promotion 

satisfaction. The results of interviews with questionnaires 

found that most nurses were not satisfied with the salary and 

promotion they received at this time. This study also shows 

that a high percentage of nurses often seek employment 

information from other places, intend to find other jobs and 

want to quit this hospital. This is in line with the theory that 

turnover intentions based on dissatisfaction will lead to 

thoughts of leaving work marked by often seeking 

employment information elsewhere. Furthermore, if outside 

the hospital where they work now offers better opportunities, 

nurses will be encouraged to move [19].  

 

Salary has a very important role in turnover intention even in 

advanced countries such as Canada, showing research on 

salary satisfaction has a direct influence on nurse turnover 

intention [20]. The results of our study indicate that 

satisfaction with salary is associated with high nurse 

turnover intention. The results show that 86% of respondents 

strongly agree that the salary increase in their place of work 

is currently too low. Regular salary increases for employees 

would impact positively on job satisfaction [21]. Satisfaction 

with salary indicators on salary increases will result in lower 

employee desire to consider leaving their jobs [22]. Payroll 

conditions at X Hospital align with the Republic of Indonesia 

Minister of Manpower and Transmigration Regulation 

Number 7 of 2013 concerning Minimum Wages. In this 

context, nurses have been given basic salary in accordance 

with the minimum wage regulations in Badung Regency and 

according to their level of education. In this case all nurses 

are given a salary not based on their performance but on the 

current regulation. The hospital also does not provide 

incentives even though the nurse works hard. The hospital 

only provides transportation costs beyond the basic salary 

and a year-end bonus. 

 

In addition to satisfaction with salaries, promotion 

satisfaction at X Hospital also has a significant relationship 

with nurse variable turnover intention. Published research 

about this is absent and research into this needs to be further 

carried out. In this study respondents demonstrated various 

opinions on aspects of promotion satisfaction, statements 

about fairness and promotion opportunities which are 

evidently the dominant issues related to satisfaction 

regarding nursing promotion at Hospital X. Based on the 

results of the study it is evident that some groups of 

respondents still consider the opportunity of promotion they 

receive inappropriate with their expectations. The wider 

promotion opportunities provided by hospitals to nurses will 

further increase the job satisfaction and vice versa [23]. At 

present the hospital has classified nurses' career paths in 

accordance with the Ministry of Health of the Republic of 

Indonesia in 2006 which set the clinical career path of 

professional nurses to five levels. This grouping is based on 

formal education background, work period and a 

competency test. To improve the career path of professional 

nurses, formal education background is not enough, each 

nurse must attend a continuous professional development 

training program that is routinely conducted by the hospital 

according to their career level [24]. 

 

“X” Hospital does not yet have a specific strategy for 

providing promotional opportunities for its employees. 

Candidates for promotions are submitted directly by the head 

of nursing, however opportunities for promotion should be 

based on merit not "subjectivity" of people who have the 

authority to promote others, and the provision of promotional 

opportunities should apply two criteria namely performance 

and seniority [25]. The results of this study showed that most 

nurses had the desire to leave Hospital X, and this was 

associated with a lack of nurse satisfaction with salaries and 

promotions provided. This is a challenge for hospital 

management. Hospital management needs to monitor the 

adequacy of salaries that are adjusted to the market in 

general. In addition, regular salary increases and other 

benefits such as nursing services or incentives may be 

needed to improve nurse job satisfaction. In relation to 

promotion, hospital management needs to provide 

promotion widely and fairly, especially by providing 

continuing education such as training held both inside and 

outside the hospital, as well as ongoing academic education. 

Limitations within this study include the fact that the 

questions tended to be sensitive and touched on topics such 

as salaries, promotions, superiors and coworkers so that on 

average the participants potentially provided neutral 

responses not necessarily reflecting their actual opinions. 

 

4. CONCLUSION 
Nurses' high turnover intention rate of 55.79% indicates that 

nurses have the desire to leave X Hospital. There are two 

dimensions of job satisfaction that are significantly related to 

turnover intention, namely salary satisfaction and promotion 

satisfaction. Future research should explore more deeply the 

reasons for turnover intention by using qualitative research 

methods and linking factors outside the hospital more 

broadly. 
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