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ABSTRACT
One of the high turnover rates in the
hospital occurs in nurses which is a
disadvantageous to the hospital in terms of
cost, resources, and effectiveness of nursing.
This research aims at empirical evidence on
the effect of compensation, job stress and job
satisfaction on turnover intention at Ananda
Bekasi Hospital. Research method was
causality design based on the time dimension
of one short study. The sample used was
saturated sampling, that was, the entire
population was sampled for 100 inpatient
nurses. The data analysis method used Three
box Method and Multiple Linear Regression
Analysis. Turnover Intention, Job stress and
Compensation Variable lie within the medium
categories using three-box method as well as
the Job Satisfaction variable. The results
found no negative and significant effect
between compensation for turnover intention.
There was a positive and significant effect
between job stress on turnover intention.
There was a negative and significant effect
between job satisfaction on turnover intention,
and there was an influence between
compensation, job stress and job satisfaction
on turnover intention. Research findings was
that most influences turnover intention
variable
is
job
stress.
Managerial
implications for Ananda Bekasi Hospital to
calculate salaries based on the remuneration
system, to establish appropriate assignment
system, conduct workload analysis and to
develop nurse career path.

INTRODUCTION
Nurses play an important role in
executing medical actions, overseeing, or
controlling the condition and development of
patients who are in care. Turnover intention is
a desire to leave the company. Various factors
that influence the desire of employees to leave
the company include job stress, job
satisfaction and employee commitment to the
company. The results of previous studies1
indicate that job satisfaction, and job stress
have an influence on employee turnover of
45.1% and 54.9% influenced by other factors.
One of the high turnover rates in the health
care industry which in this case is the hospital
occurs to nurses because nurses are one of the
most staff in the hospital. Hart3 stated that
intention to leave said that nurses turnover
rates in hospitals were the highest compared
to other similar jobs which applied technical
skills (18-26% annually).4 To be able to have
the expertise, a nurse must have adequate
work experience so that his or her clinical
privileges become various. Therefore, it is
important for a hospital to be able to keep the
nurses from moving to work elsewhere.
In accordance with the vision of Ananda
Bekasi Hospital, which is to be a hospital that
provides high-quality health services,
prioritizing patient safety, and be the choice of
the community, the services provided to
patients must be excellent. To provide quality
services and based on patient safety, the
hospital must be supported by professional
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health workers in their fields. The problem
that occurs is the high turnover intention rate
of nurses from year to year exceeds the
optimum standard of 10% per year. Some
indications that occur are the effect of job
stress, compensation, and job satisfaction on
nurses due to high work demands trigger
nurses' desire to leave. Based on those
indications, this study was designed to
discover the effect of compensation, job
stress, and job satisfaction on Turnover
Intention of inpatient nurses at Ananda Bekasi
Hospital.

stress and job satisfaction) in a regression
model4.
Turnover intention variable is defined as
the result of individual evaluation regarding
the continuation of employees’ relationship
with the company where they work but has
not been realized in real action or the desire or
intention of the employees to quit their job4.
In this study, the compensation variable is
defined as any form of payment or reward
given to hospital employees resulting from all
the hard work of the employees. The stress of
work is what happens when the ability of an
individual is incapable of the workload he or
she is carrying5. The occupational stress
variable in this study translated as the
perception of hospital employees to the
conditions that occurred because of
interactions between themselves and their
work that were characterized by changes that
deviated from their normal functions.

METHOD
This research design uses a causal
design with a time dimension of one short
study. Data collection was carried out by
distributing questionnaires by the researcher
herself. The measurement method of this
study uses the Likert scale method. Samples
were inpatient nurses in Ananda Bekasi
Hospital. The number of samples taken in this
study was 100 people. Data analysis uses
multiple linear regression analysis and total
index value using the criteria of 3 boxes
(Three-box Method). Tests used in this
research are F Test using ANOVA, t-test, and
R-squared (R2) to measure the proportion of
the variance for a dependent variable
(turnover intention) that is explained by
independent variables (compensation, job

The research hypothesis is formulated as
follows:
H1: Compensation affects turnover intention.
H2: Job stress affects turnover intention.
H3: Job satisfaction affects turnover intention.
H4: Compensation, job stress, and job
satisfaction affect turnover intention.
The theoretical framework of this
research is shown below.
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Picture 1 Theoretical Framework
good for measuring latent variables
RESULT AND DISCUSSION
Based on the calculation of the validity
appropriately. Based on calculations it is
test it is known that the questions of all
known that all variables have a Cronbach
variables have a value of r score > 0.361 so
value > 0.837-0.876 so that it is stated that all
that it can be concluded that all questions are
questions in each variable are strongly
declared valid and means that the indicator is
reliable.
Table 1 Respondents Description
Characteristics
Male
Sex
Female
< 21-30 years old
31-40 years old
Age
41-50 years old
>50 years old
Middle school
High School
Education
D3-Nursing
S1-Nuring
<1 year
1-3 years
Years of Service
3-5 years
>5 years

Qty
8
92
65
32
3
0
0
0
97
3
9
45
11
35

%
8%
92%
65%
32%
3%
0%
0%
0%
97%
3%
9%
45%
11%
35%

Source: (Data analysis, 2020)

Based on Table 1 most of respondents
are female (92%), ages 21-30 years (65%),

last education is college (100%), and most
respondents have worked for 1-3 years (45%).
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Descriptive Analysis (Three Box Method)
The resulting index numbers show a
score of 80, by using the three-box method, so
80/3=26.6. So, the range of the scale of each
criterion is 26.6, which will be used as a list of
index interpretations as follows:
20—46.6 : Low
46.6—73.3 : Medium
73.3—100 : High
a. Analysis on Turnover Intention
The average value for the turnover
intention variable is 67.03 and belongs to the
medium category. This indicates that the
turnover intention at Ananda Bekasi Hospital
is in the medium category. The highest index
is in the statement ―I am no longer
comfortable with this job, so it is better to find
another job‖, and ―Currently I am looking for
a new job‖, with an index value of 70.6. This
shows that most of the nurses at Ananda
Bekasi Hospital are no longer comfortable
working and are looking for work elsewhere.
This should be a concern for Ananda Bekasi
Hospital, as a high turnover rate will result in
losses for the Hospital.
b. Analysis on Compensation
Compensation for no. 1 to no. 10 falls
into the medium category, so this indicator is
good for measuring other indicators precisely.
The average value for the compensation
variable is 57.48 and belongs to the medium
category. This indicates that the provision of
compensation at Ananda Bekasi Hospital is in
the medium category. The highest index is in
the statement ―In this hospital, I get health
insurance‖, with an index value of 68.5. This
confirms that Ananda Bekasi Hospital takes

care of its employees by facilitating them
through health insurance. The lowest index is
found in the statement ―wages that I earn from
this hospital were able to fulfill my daily life‖,
which indicates that wages at Ananda Bekasi
Hospital are still insufficient to meet the daily
needs of their nurses.
c. Analysis on Job stress
The average value for the job stress
variable is 65.94 and belongs to the medium
category. This indicates that the job stress felt
by nurses at Ananda Bekasi Hospital is
classified as medium. The highest index is in
statement ―I have colleagues who support me‖
with an index value of 75.4. This shows that
nurses at Ananda Bekasi Hospital have a good
relationship with their colleagues. This is
possible because some nurses at Ananda
Hospital have colleagues who support each
other.
d. Description of Job Satisfaction
The average value for the job
satisfaction variable is 60.62 and included in
the medium category. This indicates that the
job satisfaction of nurses in Ananda Bekasi
Hospital is classified as medium. The highest
index is ―I always work compactly with the
team‖, with an index value of 68.8. This
shows that nurses at Ananda Bekasi Hospital
when collaborating with colleagues are always
on the same page. The lowest index is found
in the statement ―my salary meets the
Regional Minimum Wage (UMR) Standard‖,
informing that most nurses at Ananda Bekasi
Hospital have salary levels below the UMR
standard.

Table 2 Three Box Recapitulation
Variables

Low
0
0
1
0

Compensation
Jos Stress
Job Satisfaction
Turnover Intention

Indicator
Medium
10
10
9
6

High
0
0
0
0

Avg. Index

Category

57.48
65.94
60.62
67.03

medium
medium
medium
medium

Source: (Data analysis, 2020)

Multiple Linear Regression Test Results
Table 3 F Test Result
Model 1

Sum of Squares

df

Mean Square
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F

Sig.

Hyp.

Regression
987.811
3
329.270
Residual
917.979
96
9.562
Total
1905.790
99
a. Dependent Variable: Turnover Intention
b. Predictors: (Constant), Job Satisfaction, Job stress, Compensation

34.434

.000b

H4 Accepted

Source: (Data analysis, 2020)

Based on Table 3 presented above, it is
known that the F value is 34.434 which is
greater than F table = 2.699 and with a
significant probability of 0.000 which is much
smaller than 0.05, it can be said that the

independent variables (compensation, job
stress and job satisfaction) simultaneously
have a significant effect on the dependent
variable (turnover intention).

Table 4 Result of t Test
Model 1
(Constant)
Compensation
Job stress
Job Satisfaction

Unstandardized Coefficients
B
18.987
-.153
.304
-.148

Std. Error
3.146
.050
.063
.044

Standardized
Coefficients
Beta
-.255
.383
-.281

T

Sig.

Hyp

6.036
-3.081
4.793
-3.401

.000
.003
.000
.001

H1 accepted
H2 accepted
H3 accepted

a. Dependent Variable: Turnover Intention
Source: (Data analysis, 2020)

Based on Table 4 it can be seen that:
1. Compensation has a negative and
significant effect on turnover intention
because t score = -3.081 where this value is
greater than t table = ± 1.985 and the
significance value is 0.003 or smaller than
0.05.
From previous research10 it was found that
compensation has a significant effect on
turnover intention. Similarly, other research11–
14
stated that the compensation variable has a
negative and significant effect on turnover
intention, and Kelly15 found that there is an
effect of the independent variables of
employee compensation on the dependent
variable of employee turnover intention in the
multi-faceted health care system in the US.
This study confirms that the higher
compensation received, the intention to leave
the job will be reduced. It is because
employees feel valued when their needs can
be fulfilled.

The results of this study support previous
studies conducted by several previous
researchers, including Liu et al.18. The results
show that the turnover intention of health
workers in western China is significantly
related to stress, so it can be effective in
reducing the intention to move to other
companies by health workers. Similarly, other
research11,19–21 stated that job stress affects
turnover intention. Nurses must deal with the
lives of many people every day. The
perceived burden includes physical and
psychological. So, the higher the level of job
stress experienced by an employee in working
in the company will have an impact on the
desire to leave the company.
3. Job satisfaction has negative and
significant effect on turnover intention
because t score = -3.401 where this value is
greater than t table = ± 1.985 and the
significance value is 0.001 or smaller than
0.05.
Results of this study are in line with the
results of previous studies14,18,19,24–26 who all
stated that turnover intention is influenced by
employee job satisfaction. People with a high
level of job satisfaction shows a positive
attitude towards his work, but people who is

2. Job stress has a positive and significant
effect on turnover intention because t score
= 4.793 where this value is greater than t
table = ± 1.985 and the significance value
is 0,000 or smaller than 0.05.
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dissatisfied with his job shows a negative
attitude towards the job. Job satisfaction is
related to the attitude of workers towards their
work. If an employee feels dissatisfied with
his job, the employee will likely leave his job.

the training must be handled by people who
are experts in the stress-handling field.
CONCLUSION
There is a negative and significant effect
of compensation on turnover intention, which
implies that the lower the compensation
received will increase turnover intention. A
positive and significant effect of job stress on
turnover intention confirms that the higher job
stress experienced will increase turnover
intention. A negative and significant effect of
job satisfaction on turnover intention means
that lower job satisfaction will increase
turnover intention. There are effects of
compensation, job stress, and job satisfaction
on turnover intention, confirming that
compensation, job stress, and job satisfaction
could affect the level of turnover intention.

Effects of Compensation, Job stress and
Job Satisfaction on Turnover Intention
Mobley17 stated that turnover intention
is the result of an individual evaluation of the
continuation of the relationship with the
company where he works but has not been
manifested in concrete actions. The results of
this study are in line with the results of the
previous studies11,15,18,20,24 who are all stated
that compensation, job stress, and job
satisfaction have an effect on turnover
intention. When employees feel the
compensation, they earn is not enough to meet
their daily needs, job stress they experienced
increases and job satisfaction cannot be
obtained, causing an intention of turnover
intention because essentially, people will look
for better opportunities.
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Theoretical Implications
The results of this study successfully
proved that three factors can affect the level of
turnover intention, which are compensation,
job stress, and job satisfaction. These three
factors have been proven to significantly
affect turnover intention. And this research
can be used as insight for further researchers.
Managerial Implications
Job stress means difficulties, workload,
and discomfort felt by nurses. The results of
this study indicate that the job stress variable
affects turnover intention. This implies that
the Ananda Bekasi Hospital is expected to be
able to maintain working conditions that can
trigger job stress for its workers in this case is
to maintain a good relationship among fellow
nurses, because this is the highest indicator in
this study. Good support from co-workers can
reduce high levels of job stress in a work
environment. And hopefully, the hospital is
able to provide job stress training for nurses
with the goal of employees having endurance
over stress and having a better ability to cope
with job stress. To obtain maximum results,
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