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ABSTRACT

Human resources are a primary resource in a comp&ayeer development of good nurses enables toeinfle
the improvement of work nurses satisfaction ancetavarses turnover intention. This study aims talgre the relation of
career development of implementer nurses to thisfaetion of work nurses and the turnover intentinrthe Regional
Public Hospital of Klungkung, Bali. This researclsed correlation design research with cross-secticaaproach.
The total sampling of the research was 139 implaeremurses. The result of correlation analysis sedvthat career
development had strong correlation and positivetgrat to the job satisfaction with the t value= B5%nd p
value= 0,0005, carrier development had low correlatand negative pattern with the turnover intentand r value= -
0,210 and p value= 0,013, and the job satisfactimd medium correlation and negative pattern witle tarnover
intention and the r value= -0,374 and p value= @B0The results of PLS analysis show that ther@ é®rrelation of
career development to the nurses job satisfactiith thie t value = 7,4368, there was a correlaticareer development
with nurses turnover intention with the t value ©8532, and there was no correlation between wotisfsection with
nurses turnover intention with the t value = 0,94A7good development career has an impact on tipeovement of job
satisfaction and the reduction of nurse turnoveemion. As a suggestion, the next researcherslertabstudy deeper

variable related to the nurses’ ladder carrier, jshtisfaction, and turnover intention.
KEYWORDS:Career Development of Implementer Nurses, JobfSatisn, Turnover Intention
INTRODUCTION

Human resource is the primary resource in the coiepatherefore it needs a clear planning and deveént
career. Career development is an effort to impraveerson competency in working, in order to achiéne purpose of
their careers (Rivai, 2015). Organizations thatrad have a clear career development will affecthi® increase of

dropping in and out of the employees (turnover) #ieddissatisfaction of the employees (Kaswan, 2017

Professional career development of nurses moreséscwn the development of the ladder of an indalidu
professional career (Indonesian Department of Hedal17). The ladder of nurse career professianaidonesia consists
of 4 fields; they are Clinical Nurses, Manager NsrsEducator Nurses, and Researcher Nurses (Iridar@spartment of
Health, 2017).
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The purpose of the nurse’s career ladder is toedser the total of nurses who resign from their ¢aim

(turnover) and increase nurses satisfaction todhefield profession that they have (Indonesian &apent of Health,
2017).

The importance of career development is in linehwviiie research which was conducted by Yang Yaral.et
(2015). The research found that career developineah organization was able to increase work supgpat directly
enabled to increase the retention of qualified esirstaff. Another research which was conductedAtgkola (2011)
showed that there was asignificant correlation betwcareer planning and management to the careelogenent and job
satisfaction.

Job satisfaction is an individual feeling whichdigferent from one another and it is influenced thg values
standard applied to him or herself. A job whiclagsessed as higher and become a hope or wishnigose will give

higher job satisfaction. Job satisfaction is thecdiption of someone’s feeling to work (Rivai, 2015

Job satisfaction related to the degree of nursasgihg (turnover). If job satisfaction of the emy#es is high, it
will influence to the decrease of the employeesghay (turnover). The employees who are satisfi@t viheir job will
maintain longer to their boss (Sinambela, 2017)e Htatement was supported by the research of Masuml.
(2016) which showed that there was a negative lativa between job satisfactions to the intentidnr@signation
(turnover intention).

Turnover is a condition of the employees stopsedHe member of the organization. Turnover willbemeficial
if the organization loss the incompetent employebs are not needed by the organization. Howevenotter will be
harmful to the organization if the employees amdpctive and have good competencies (Kaswan, 201 addition, the
harm is also felt by the employees who are stiltkiray, they will feel loss because they have toasefe from their own
co-worker earlier (Sinambela, 2017). Kaswan (204ftes that the strategy and program that can Ipe ty the

organization to keep the employees who have goaditgare by giving them opportunities to develbgit careers and
job satisfaction.

Based on the data of the previous studies on Mar2f18, Regional Public Hospital of Klungkung Bagy had
750 employees and 212 (18,3%) of them were nuases81 (38%) nurses had status as employees nibigairernment
employees. In 2017, 6 (2,8%) nurses resigned figair fob. The phenomenon is predicted to incredsegahe increase
of government or non-government hospitals in Bdliol offer the better jobs. On the other hand,abstacle which was
found was the lack of job satisfaction of nurseshasresult of low salary, high workload, and praioo system that still
based on seniority. Kuo’s research (2013) found thare was a negative correlation between jotsfsations to the
turnover intention. In 2017, Regional Public Hoalsitin Klungkung start to apply ladder system, mplementer nurses
career program, especially continuous educatiort thas lack of getting support from hospitals mamagnt.
Meanwhile, in practices, try out program and nusa¥erences did not have constant schedules. Bastte data above,
it is important to reanalyze the correlation of lementer nurses’ career development to the nujsbssatisfaction and
turnover intention in Regional Public Hospital diikigkung, Bali.
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METHODS

This research was a correlational research witesesectional approach. The population of this mrebeaas all
nurses in Regional Public Hospital of Klungkung Begy. Meanwhile, the sample of this research wasiiplementer
nurses who held inclusion criteria: (1) implementarses with minimum 1 year of service, and (2) lengenter nurses
with a certificate of diploma in nursing. The samplas collected through probability sampling witrasfied random
sampling technique. This research employed uniteagaalysis to describe the characteristics andareb variables.
Furthermore, this research employed bivariate aislyhich was a correlation test to analyze thatieiship between two

research variables; and Partial Least Square (RL&)alyze structural equality.

This research was conducted in Regional Public kalspf Klungkung Regency on May 14, 2018 — July2Q18.
The data source for this research was questiamalihe questionnaire validity and reliability teshducted in Regional
Public Hospital of Klungkung Regency on May 4-9,180resulted in 77 valid and reliable statementsnfi®8 tested

statements. The instruments consisted of:
Questionnaire A

Questionnaire A consisted of nurse characteristiosh as sex, age, last educational level, yearepofice,

employment status, and career path.
Questionnaire B

Questionnaire B consisted of statements about sucaeeer development. It employed Likert scaleg¢a¥ery
Inappropriate (STS), 2= Inappropriate (TS), 3= Agprate (S), and 4 = Very Appropriate (SS).

Questionnaire C

Questionnaire C consisted of statements about sijde satisfaction. It employed Likert scales &s: Strongly
Dissatisfied (STP), 2= Dissatisfied (TP), 3= S&if(P), and 4 = Strongly Satisfied (SP).
Questionnaire D

Questionnaire D consisted of statements about wemmtention. It employed Likert scales as: 1 xo8gly
Disagree (STS), 2 = Disagree (TS), 3 = Agree ($) Strongly Agree (SS).

RESULTS
Univariate Analysis

Respondent Characteristics

The most of the respondents’ ages are <30 yearamlB0-40 years old (41.7%).The majority of resjgons are
female (75.5%). Most of the respondents’ last etlordas diploma in nursing (73.4%). The majorityreSpondents have
<10 years of services (62.6%). Based on employrstattis, most of the respondents are civil servanNS (57.6%).

Based on the career path, most of the respondenis BK Il level or clinical nurse (33.8%).
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The Description of Research Variable

Career Development

Career development consists of several indicatwosk achievement, exposure, appeal to leave, pyaltthe

organisation, mentor, sponsorship, and opportuaitjevelop (Handoko, 2014).

Table 1: The Development of Implementer Nurses’ Cager Path in Regional
Public Hospital of Klungkung Regency in May 2018

No Career path Variable Mean | Std. Deviation n

1 | Work achievement 14.55 3.197 139

2 | Exposure 14.76 1.650 139

3 | Appeal to leave 9.42 2.927 139

4 | Loyalty to organization 14.75 2.061 139

5 | Mentor dan sponsorship 13.84 2.237 139
6 | Opportunity to develop 16.00 2.120 139
7 | Career development 83.32 8.447 189

The result of the analysis reveals that careerldpwgent’s mean value is 83.32. Indicator with tighkst mean

value is the opportunity to develop (16.00). Meaiteyhan indicator with the lowest mean value isagpeal to leave
(9.42).

Job Satisfaction

Job satisfaction consists of five indicators: oatign, salary, promotion, supervision, and co-wosk@obbins
& Judge, 2017).

Table 2: Implementer Nurses’ Job Satisfaction in Rgional Public
Hospital of Klungkung Regency in May 2018

No | VariableJob Satisfaction | Mean | Std. Deviation| n

1 | Occupation 21.24 2.439 139
2 | Salary 15.40 2.946 139
3 | Promotion 15.70 2.330 139
4 | Supervision 16.81 1.887 139
5 | Co-workers 18.04 1.965 13D
6 | Job satisfaction 87.19 8.564 139

The result of the analysis reveals that job satigfa’s mean value is 87.19. Indicator with theh@gt mean value
is occupation (21.24) while indicator with the Ist/enean value is salary (15.40).

Turnoverlntention

Turnover intention consists of several indicatamsnsideration toleaving, searching for alternatreeupation,
and intention to leave (Mobleyetal., in Khikmawa@15).
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Table 3: Implementer Nurses’ Turnoverintention in Regional
Public Hospital of Klungkung Regency in May 2018

No Variable Of. Mean | Std. Deviation n
Turnover Intention

1 | consideration to leave 10.98 2.699 139

2 | Searching for alternative occupation 10,58 2.383 139

3 | Intention to leave 7.15 2.133 139

4 | Turnover Intention 28.71 6.294 139

The result of the analysis reveals that turnovegnition’s mean value is 28.71. Indicator with thghlest mean

value is a consideration to leave (10.98) whilédatbr with the lowest mean value is an intentiofetive (7.15).
Bivariate Analysis

Table4: Cross Tabulation for Correlation between Inplementer Nurses’ Career Development and Job Sat&ftion
as well as Turnover Intention in Regional Public Hepital of Klungkung Regency in May 2018

Correlation among Variables Correlation Value (r) P value
Career development and job satisfaction 0.553 0500
Career development and turnoverintention -0.210 13.0
Job satisfaction and turnoverintention -0.374 05000

Table4 indicates a strong correlation with posifpagtern between career development and job setisfiawith r
value = 0.553 and p= 0.0005. Career developmett twihover intention has weak correlation and riggaiattern with r
value = -0.210 and p = 0.013, and job satisfactigth turnover intention has moderate correlatiod aegative pattern
with r value = -0.374 and p = 0.0005.

InferentialAnalysis

Measurement Model Testing (Outer Model)

Figure 1: Measurement Model 1

The calculation result of the measurement modetdésented in table 5.
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Table 5: MeasurementModel Calculation in the Correhition between Implementer Nurses’ Job
Satisfaction and Turnover Intention in Regional Pultic Hospital of Klungkung Regency Bali

Work achievement 0.4508
Exposure 0.8665
Career Appeal to leave -0.4479
Development | Loyalty to organization 0.7449 04711 0.7526
Mentor and sponsorship 0.7107
Opportunity to develop 0.7822
Occupation 0.8437
Salary 0.7342
Job satisfaction | Promotion 0.6947 0.5422 0.8548
Supervision 0.6832
Co-workers 0.7147
Consideration to leave 0.8561
Turnover Searching for alternative
intention occupation 0.8521 0.7650 0.9070
Intention to leave 0.9142

Table 5 indicates that career development varibh AVE < 0.5 and loading factor value of work agleiment
and appeal to leave indicators is AVE 0.5, thus @onsidered as invalid. Meanwhile, the compastiability value of all
variables is > 0.7, thus it is considered as rédialdvork achievement indicator and appeal to leiadécator are then

deleted, and measurement model calculation is etedu

Figure 2: Measurement Model 2

The calculation result of the measurementmodeld@sgnted in Table6.
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Table 6: Measurement ModelCalculation in the Correhition between Implementer
Nurses’ Career Development and Their Job Satisfaaih as well as Turnover
Intention in Regional Public Hospital of Klungkung Regency Bali

. : Loading Avgrage Composite
Variable Sub Variable factor Variance Reliability
Extracted (AVE)
Exposure 0.8720
Career Loyalty to organization 0.7640
Development Mentor and sponsorshipl  0.7629 0.6377 0.8753
Opportunity to develop 0.7905
Occupation 0.8465
Salary 0.7286
Job Satisfaction | Promotion 0.6865 0.5426 0.8549
Supervision 0.6872
Co-workers 0.7226
Consideration to leave | 0.8703
Turnqver Searching for alternatlvao'8390 0.7625 0.9058
intention work
Intention to leave 0.9088

The result of the calculation in table 8 indicatest all variables have a loading factor $00.5. AVE value of all

variables is valid> 0.5. Composite reliability value of all variabiegeliable > 0.7.

Model evaluation (InnerModel)

Table 7: The Result of Model Evaluation Calculationin the Correlation between Implementer
Nurses’ Career Development and Their Job Satisfaain as well as Turnover Intention in
Regional Public Hospital of Klungkung Regency Bali

Variable CV Red (Q9) CV Com(f%)
Career Development 0.3942 0.3942
Job Satisfaction 0.2387 0.3190
Turnover Intention 0.1805 0.4944

The value of Stone-Geisser indicator@xplains the accuracy of the model, and it shthas all variables have

value @> 0 which indicates that the model has predictalevance.

Cohen’s indicator value {f explains the effect size of each variables, dmy result in career development and
turnover intention which create big effect size 5r0.35). Meanwhile, the variable of nurses’ job sfatition creates

moderate effect size for’¢0.15).

Hypothesis Testing

Figure 3: Structural Model (Hypothesis Testing) 1
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Structuralmodel stage aims to investigate the encst of variable influences. This investigation Eyp a t-test

comparison. If the calculation of t-value is gredban t-table, t-valuel.96, the test is significant.

Table 8: The Result of T-Test in the Correlation baveen Implementer Nurses’ Career Development and #ir
Job Satisfaction as well as Turnover Intention in Rgional Public Hospital of Klungkung Regency Bali 1

Relation among Variables T Statistic Explanation
Career development and job satisfaction 7.4774 nifgignt
Career development and turnoverintentign ~ 3.4835 nifségnt
Job satisfaction and turnoverintention 0.9417 Imi§iicant

Based on table 8, the results are as follows.
» Career development is correlated to implementesesijob satisfaction with t value = 7.4774> 1.96.
» Career development is correlated to implementese®iiturnover intention with t value = 3.4835> 1.96
» Job satisfaction is not correlated to implementeses’ turnover intention with t value = 0.941796l.

The final result of the correlation model betweenplementer nurses’ career development and their job

satisfaction as well as turnover intention in RegidPublic Hospital of Klungkung Regency Bali ipented in picture 4.

23

21egt 12
-\\ -H-\-H\\.

R

Figure 4: Structural Model (Hypothesis Testing) 2

Table 9: The Result of T-Test in the Correlation baveen Implementer Nurses’ Career Development and Téir Job
Satisfaction as well as Turnover Intention in Reginal Public Hospital of Klungkung Regency Bali 2

Correlation among Variables T Statistic Explanation
Career development and job satisfaction 7.4368 ifRignt
Career development and turnoverintention 5.0132 nifiignt

Based on table 9, the results are as follows.
» Career development is correlated to implementesesijob satisfaction with t value = 7.4368> 1.96.
» Career development is correlated to implementese®iturnoverintention with t value = 5.0132> 1.96.

DISCUSSIONS

The result of the correlation test in this reseasbhbwed that career development had a strong atimeland
positive pattern with the job satisfaction. In tRartial Least SquargPLS) test, career development had a significant

correlation to the job satisfaction of implementerses. The result of the research in line withsfaé¢ement of Caruth &
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Pane (2009, in Kaswan, 2017) who said that planaimd)development career enabled to help the org@mizto satisfy
employees’ hope to get progress, education, impneve of their job, and opportunity to get new exgeces. The result
of the research was also in line with Indonesiapddenent of Health’s (2017) statement that the psepof implementing
professional career ladder development was to iwetbe individual satisfaction of nurses to thefgssional job that

they had and to reduce nurses’ mobility to movenftbeir job (turnover).

This research was in line with the research of 0eswal. (2016) which found that career developmaemd
organization culture were able to improve job $atison of employees. The research of Dhurup €2@l4) showed
that planning and development career was very itapbin the nurses workplaces to improve the lefgbb satisfaction.
Naway and Haris’ research (2017) proved that cadegelopment had a direct impact on the job sati&in. Cedaryana
et al (2015)in their researchexplained that cadeeelopment had a positive impact on the job feation. Based on the
explanation above, the researchers argue thatetsésarch is in line with the theory and previowseegch. In addition, it is
also in line with the hypothesis, that there isoarelation of career development of implementersearto the nurses’ job

satisfaction in Regional Public Hospital of Klungigy Bali.

The result of the correlation test in the reseashbwed that career development had weak correlaiah
negative pattern with turnover intention. In tRartial Least SquargPLS) test, career development had a significant
correlation to theéurnover intentiorof implementer nurses. This result was in line viitt argument of Marquis & Huston
(2010) that the reason for doing career developmegram is to reduce nurses resignation. Thislreéso agreed with
the argument of Caruth & Pane (2009, in Kaswan,720brganizations that actively pushed employeex'eer

development tended to have a bigger opportunitpditain competent employees.

This research was in line with Omar’s research 80hat proved that career caring, restraint, gla@and
conviction had a negative correlation to the intamtof resignation. Biswakarma’s research (2016plied that the
dimension of organization career development neglgticorrelated to the employees’ turnover intemtibhe research of
Long & Perumal (2014) showed that career developniexd a significant correlation to the turnovereimtion.
Nawaz & Pangil's research (2016) found that cama@ing was one of the most important predictorewiployees’
turnover intention. Based on the explanation abtlve,researchers argue that the result of the naséa line with the
theories and previous researches. In additios,atdo in line with the hypothesis, that there ®aelation between career

developments of implementer nurses to the nurséssatisfaction in Regional Public Hospital of Kgkung, Bali.

The result of the correlation test in this reseaatdo showed that job satisfaction had averageelaion and
negative pattern to the turnover intentibtowever, inPartial Least Squar€PLS) test, job satisfaction had no significant
correlation to the turnover intentionof implementaurses. The result of the research was in contsétst Robins’
argument (in Sinambela, 2017) that job satisfactias related to the employees changing. In additlmresult was also
in contrast with Robins & Judge’s argument (20173t the correlation between job satisfaction andropping in and out

of the employees (turnover) was stronger than tisece of job satisfaction.

This research was in contrast with the researcBafenberger et al (2014) which stated that jobsfatiion
significantly related to the turnover intention.dddition, the research of Saeed et al. (2014)falsad that job satisfaction
has the direct negative influence on the turnavention. Meier et al. (2012) found that job sigion fully mediates the

influence of attitude to the turnover intention.adlg et al. (2018) proved that job satisfaction hagkgative impact on the
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turnover intention. Based on the explanation abthve researcher argues that the result of thisarelés not in line with
the theories, previous research, and hypothesisis ltcaused by the differences of respondent cheniatt,

research instrument, and research areas.
RESEARCH LIMITATION
This research found some difficulties, they are:

» This research used an instrument of career developras general. Therefore, the next researchersldsho

measure nurses career development based on narses ladder.

* In the PLS analysis, there was no correlation betwe variable of job satisfaction to the nursesduer

intention so it was needed continuous research to exploredirelation between the two variables.
CONCLUSIONS

Based on the result of the research, it can beleded that:
* A good career development had a good impact orimtheovement of job satisfaction of implementersas
* A good career development had an impact on theedse of turnover intention of implementer nurses

* A good job satisfaction had an impact on the deseof turnover intention of implementer nursesweheer, in
the Partial Least Square (PLS) test, nurses jolsfaetion had no impact on the turnover intentioh

implementer nurses.
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