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Lucia Ni Luh Yuniarti, Tutiany, Agustinus Bandur 

Studi Implementasi Program Retensi dan Dampaknya Terhadap Niat Berpindah 

Perawat Pada Rumah Sakit X di Bali 

 

xxii+ 154 hal + 71 tabel + 12 lampiran 

 

ABSTRAK 

 

Turnover perawat akan merugikan rumah sakit baik dari segi biaya, sumber daya, 

maupun motivasi. Turnover bisa diprediksi dengan menggali turnover intention 

dari perawat. Turnover intension perawat sangat berkaitan dengan praktek 

manajemen sumber daya perawat dalam menerapkan kebijakan diantaranya 

kompensasi, pengembangan karir dan desain kerja. Penelitian bertujuan untuk 

menganalisis dan mengidentifikasi pengaruh program retensi (kompensasi, 

jenjang karir, desain kerja) terhadap niat berpindah perawat. Pendekatan 

convergent pararellel mixed method digunakan dalam penelitian. Simple random 

sampling diambil terhadap 200 responden perawat pelaksana pada tiga rumah 

sakit swasta. Semi structure interview dilakukan pada lima belas participan. Hasil 

uji regresi menunjukan terdapat pengaruh yang signifikan antara program retensi 

kompensasi (R = 0 .477; p = 0.000; β =0.23), pengembangan karir (R = 0.493; p 

= .000; β =0.22), desain kerja (R = 0.422; p = .000, β =0.16) terhadap turnover 

intention perawat. Faktor yang paling dominan adalah kompensasi (β = 0.265, p = 

0.000)   dibandingkan pengembangan karir dan desain kerja.  Berdasarkan hasil 

uji Chi-Square didapatkan pula perbedaan tanggapan yang signifikan berdasarkan 

usia dan masa kerja terhadap turnover intention, dimana usia muda dan masa 

kerja dibawah enam tahun memiliki kecenderungan lebih besar terhadap turnover 

intention. Hasil penelitian kualitatif, participan kunci menyatakan kompensasi 

dirasakan belum sesuai dengan profesi perawat, implementasi program 

pengembangan karir belum meningkatkan motivasi dan beban kerja dirasa berat 

dengan banyaknya tugas non keperawatan. Implikasi bagi manajemen 

keperawatan dan rumah sakit, penting bagi perawat manajer untuk memiliki 

kemampuan dalam merencanakan dan mengevaluasi kebijakan terkait 

kompensasi, pengembangan karir dan desain kerja untuk meningkatkan retensi 

perawat. 

 

Kata Kunci: Program retensi, kompensasi, pengembangan karir, desain kerja, 

turnover intention, perawat 

 

Daftar Pustaka : 87 Referensi (1971-2018) 
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Lucia Ni Luh Yuniarti, Tutiany, Agustinus Bandur  
Implementation Study of Retention Program and Its Impact to Nurse’s Turnover 

Intentions at Hospital X in Bali 

 

xxiii + 156 pages + 71 tables + 12 appendix 

 

ABSTRACT 

 

Turnover nurses has the possibility to destructive effect on the hospital both in 

terms of cost, resources, and motivation. The nurse's turnover intention related to 

nursing staff's resource management practices in implementing policies such as 

compensation, career development and job design. The purpose of study to 

analyze and identification the correlation of the retention program 

(compensation, career development, job design) to turnover intention. A 

convergent pararellel mixed method approach was used. Simple random sampling 

was taken against 200 nurse respondents in three private hospitals. Semi structure 

interview conducted on fifteen participants. The result of regression test shows 

that a significant influence between compensation program (R = 0.477, p = 0.000, 

β = 0.23), career development program (R = 0.493; p = 0.000; β = 0.22), job 

design (R = 0.422; p =0.000, β = 0.16) to nurse intention turnover. The most 

dominant factor was compensation (β = 0.265, p = 0.000). Based on Chi-Square 

test results found significant differences of opinion based on age and employment 

to turnover intention, where young age and work period under six years have a 

greater tendency towards turnover intention. Qualitative research results who key 

participant opinion in semi structure interview, where compensation is felt not in 

accordance with the nursing profession, implementation of career development 

have not increased the motivation and nurse's workload is felt heavily by the non-

nursing jobs. The implications for nursing and hospital management, it is 

important for nurse managers to have the ability to plan and evaluate the policies, 

related to compensation career development and job design to improve nurse 

retention. 

 

Keyword: retention program, compensation, career growth, job design, turnover 

intention, nurse 
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