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Background: Turnover is one the problems occured in human resources at the hospital. Nurses are the most
health workers in health care facilities. High number of nurse turnover impacts on the loss of trained and
skilled nurses which lead to decreased productivity in hospitals. The purpose of this research is to explain
the relationship between nurse demographic (gender, age, education level, marital status, employment
status, tenure, work unit) and turnover intention of nurs es in X hospital. Methods: This research used cross
sectional design with sample size of 119 nurses who work in out-patient unit, in-patient unit, emergency
unit, critical care unit, hemodialysis unit, neonatal care unit, and surgical unit. Sample is selected by simple
random sampling method. Data were analyzed by using logistic regression. Results: Demographic data that
influences on turnover intention are gender and work unit variable with p = 0.034 and p = 0.023. Turnover
intention can be explained by gender and work unit variable of 27.7%. The accuracy of this model in
predicting turnover intention is 69.7%. Conclusions: Female nurses have a higher turnover intention than
male nurses and nurses working in places with high stress such as hemodialysis room also increase the
chances of nurses to have the intention to leave the hospital. The results of this research can be used as a

basis in determining nurse retention strategies, especially in groups with high risk of turnover intention.

1 BACKGROUND

The competition amongs hospitals has become
tighter than ever because of the medical market
globalization (Kim, 2010). The hospital will
improve the services provided continuously to
compete with other hospitals. The success of a
hospital as an organization depends on how the
leadership utilizes its human resources effectively
(Lee, Kim and Kim, 2016). Nursing is one of the
human resources that becomes the backbone of the
hospital (Ulrich et al., 2010). The problems
encountered by healthcare providers which related to
nursing force is the difficulty in finding and
maintaining the qualified nurses (De Gieter,
Hofmans and Pepermans, 2011) which impact on
nurse turnover (Hayes et al., 2012).

Turnover is a problem encountered by hospitals
in various countries. Nursing turnover rate is 10 —
20% in the United State (Takase, 2010; De Gieter,
Hofmans and Pepermans, 2011), in the UK,
Australia and Japan (Takase, 2010). The nursing
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turnover rate in Taiwan was approximately 22.1% of
the new 4602 nurses with a working period under 3
months in the health center in 2009 (Chiang and
Chang, 2012). In Indonesia, the turnover at the Santa
Familia Treatment Center (Balai Pengobatan Santa
Familia / BPSF) showed nursing turnover rate in
2010 of 33.3% which increased to 55.0% in 2012
(Lusiati and Supriyanto, 2013). The nursing turnover
in X Hospital is 15 nurses by 2015, 19 nurses by
2016 and 16 nurses by 2017.

One of the impacts of turnover is the high cost
that hospital spent which more than 5% of annual
operating costs at Mexican hospitals (Yang et al.,
2015). The greatest cost is used for temporary
reimbursement, orientation and training (North, N
and Hughes, 2006). Turnover also causes the loss of
trained and skilled nurses, resulting in decreased
hospital productivity (Takase, 2010).

Some studies explain that turnover can be
predicted by identifying turnover intention (Hayes et
al., 2006). The factors of turnover intention are
organizational factors (Khan and Zafar, 2014),
commitment (Veurink and Fischer, 2011), job
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satisfaction (De Gieter, Hofmans and Pepermans,
2011), work related stress (Wu et al., 2012). Some
of the reasons nurses who resign from X Hospital
are being accepted to be a civil servant, looking after
their parents, following husband, while most other
reason are still unknown. Based on the above
explanation, it can be seen that the individual factor
is the most dominant factor in turnover intention.
Therefore, it is necessary to identify other individual
factors that may affect the turnover.

The purpose of this study was to analyze the
influence of demographic factors on turnover
intention. Demographic factors to studied were
gender, age, education level, marital status,
employment status, tenure and work unit. The result
of the research are expected to provide advice to
head of the room, nursing managers, human
resources managers in the development of nursing
resources in hospitals. The research question of this
research is whether there is influence demographic
factor of nurse (gender, age, education level, marital
status, employment status, tenure and work unit) to
turnover intention?

2 METHODS

2.1 Design and Sample

This research was conducted in X Hospital using
cross sectional design to know the effect of
demographic factor on turnover intention in X
Hospital. Measured of independent variable is
demography factor consisting of gender, age,
education level, marital status, employment status,
tenure and work unit. While the dependent variable
measured is turnover intention.

Data were collected using a questionnaire filled
by 119 nurses of X Hospital who worked in
February 2018. Seven units were used in this
research: in-patient, out-patient, emergency,
intensive care, hemodialysis, surgical room and
neonatal care units. The sample was choosen by
using simple random sampling method.

2.2 Instruments

Turnover intention was measured by a compiled
questionnaire of researchers based on the concept
Mobley, Horner and Hollingsworth (1978) which
consist of 3 sub dimensions of the thought to quit
from current job, intention to find another job and
the intention to quit. The questionnaire consists of 9

items of statement using Likert Scale ranged 1
(strongly disagree) and 5 (strongly agree). The
reliability of this instrument is 0.691 (reliable).
Gender, age, education level, marital status,
employment status, tenure and work unit is
measured by a social demographic questionnaire.

2.3 Ethical Considerations

Before filling out the questionnaires, the researcher
explained the purpose of this research to the
respondents. To ensure anonymity, respondents only
write down their initials. Respondents were involved
voluntarily in this research. Ethical approval is
obtained from ethical committee of X Hospital with
number certificate 0002/KEPK-RSI JS/11/2018

2.4 Data Analysis

Statistic description was used to know the
characteristic of respondents, consist of gender, age,
education level, marital status, employment status,
tenure and work unit of respondents. Data were
analyzed using SPSS software version 16.0.
Univariate statistical analysis is performed on
turnover intention variable to know the distribution
of each category. Furthermore, chi square bivariate
analysis was conducted to select the variable that
will be logistic regression tested. Non-significant
demographic variable will be removed, while
significant variables will be multivariate logistic
regression analysed.

3 RESULTS

3.1 General Characteristics of the
Participants

Demographic data of respondents in table 1 showed
that female nurses were 87 (73.1%). Most of
respondent aged 21 — 40 years which are equal to
116 (97.5%). Nurses with nursing D3 (diploma
degree) education were 84 (70.6%), whereas nurses
with S1 (bachelor of nursing degree) were 35
(29.4%). Nurses with married status were 79 people
(66.4%). Nursing staff status as permanent employee
is 83 nurses (69.8%). There are many respondents
worked within 1-5 years is 86 nurses (72.3%).
Respondents from in-patient unit were the most
compared to other units, 57 people (47.9%).
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Table 1. General characteristics.

Demographic

data > % Mean SD
Gender
Male 32 26,9 1,73 0,445
Female 87 73,1
Age
<21 years 1 0,8 2,01 0,159
21-40 years 116 97,5
40-60 years 2 1,7
Education
level
S1 35 29,4 2,71 0,458
D3 84 70,6
Marital status
Married 79 66,4 1,34 0,495
Single 39 32,8
Widower/ 1 0,8
widow
Employment
status
permanent 83 69,7 1,52 0,832
employees
temporary 10 8,4
employees
Contract 26 21,8
employees
Tenure
1-5 years 86 72,3 1.35 0,692
5-10 years 25 21,0
11-20 years 7 59
>20 years 1 0,8
Work unit
Outpatient 11 9,2 3,06 1,704
Inpatient 57 47,9
Emergency 15 12,6
Intensive care 8 6,7

Surgical room 12 10,1
Hemodialysis 10 8,4
Neonatal care 6 5,0

3.2 Descriptive Analysis of Turnover
Intention

Data of turnover intention on nurse at X Hospital is
equal to 68 people (57.1%) which has intention to
leave hospital and 51 nurses (42.9%) has no
intention to quit from their job. The mean of the data
is 1.57 and the standard deviation is 0.497.
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Tabel 2. Chi square test result.

Demographic data Pearson chi square
Gender 0,049
Age 0,498
Education level 1,000
Marital status 0,006
Employment status 0,233
Tenure 0,402
Work unit 0,005

3.3 Chi-Square Test

Based on table 2, there were 4 variables that tested
by logistic regression, gender, marital status,
employment status, and work unit. The variable that
will be removed is variable with p > 0.250. Those
variables are age (p = 0.498), education level (p =
1.000) and tenure (p = 0.402).

3.4 Logistic Regression Test

Four variables (gender, marital status, employment
status and work unit) were tested with logistic
regression test with turnover intention variable.
Table 3 showed that gender and work unit were
significant with turnover intention variable with p =
0.034 and p = 0.023. Status of employment and
marital status variables are not really significant, so
those were removed from the model. Based on
logistic regression test results, it can be seen that
female has higher turnover intention compared to
male. Nurses who work in the hemodialysis unit
have the highest turnover intention among other
units.

The model showed that turnover intention can be
explained by two variables (gender and work unit)
of 27.7%. The accuracy of this model in predicting
intention turnover is 69.7%. From both factors, work
unit was a factor that more having influence on
turnover intention than gender factor with B = 13,36.

4 DISCUSSION

4.1 Discussion

Compare to male nurses, female nurses have a
higher turnover intention. This is supported by
Emiroglu, Akova and Tanriverdi (2015) dan Chen
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et al. (2008) who stated that women have a higher
turnover intention than men.

Table 3. Regresi logistic test result

Demographic Sig Exp Cl
data (B) Lower | Upper
Gender
Male
Female 0,034 | 5504 | 1.142 | 26,535

Marital status
Married 0,068
Single 1,000 | 1,401 | 0,000 -
Widower/ 1,000 | 5,199 | 0,000 -
widow

Employment
status
Permanent 0,924
employees
Temporary 0,723 | 1,226 | 0,397 3,790
employees
Contract 0,764 | 1,357 | 0,186 9,899
employees
Work unit
Outpatient 0,023
Inpatient 0,111 | 8,299 | 0,613 | 112,34
Emergency 0,103 | 6,636 | 0,684 | 64,377

Intensive care | 0,848 | 0,758 | 0,045 | 12,831
Surgical 0,663 | 0,504 | 0,023 | 11,020

Hemodialysis | 0,067 | 13,36 | 0,836 | 213,53

Neonatal care | 0,203 | 5,529 | 0,397 76,949

The high turnover intention in women is due to
her roles and responsibilities as a woman in the
family and in her career (Emiroglu, Akova and
Tanriverdi, 2015). Those responsibilities are in
educating children and doing other household
chores. In addition, many female nurses have moved
to follow their husband who works elsewhere. Based
on the description data, it can be seen that most of
the research respondents are women. therefore, the
opportunity for nurses to leave the hospital will be
even greater.

The age of the nurses has no significant role with
turnover intention. This result was contradicted with
some previous studies, i.e. the research conducted by
Chiang and Chang (2012); Engeda, Birhanu and
Alene (2014); Leone et al. (2015) which stated that
older nurses have lower turnover intention compare
with the younger nurses. Nurses with young age are
more qualified and invest more in organizations
(Emiroglu, Akova and Tanriverdi, 2015). Nurses’
education level also has no significant relation with
turnover intention. This is contrasted with Emiroglu,
Akova and Tanriverdi (2015) and Chen et al. (2008)

which stated if person with lower education level
tends to have lower turnover intention than a higher
level of education. Higher-educated nurse have more
expectations of their work (Martin and Roodt, 2008),
they have an intention to seek other job opportunity
and also have a broader view to create a new
challenge (Lambert, 2006). The findings of this
research indicate that age and level of education is
not the basis of a person’s choice to resign because
of the differences in individual mind-set to plan their
career (Rahmawati, Nursalam and Kurniawati,
2016).

Marital status also has no relation with turnover
intention. The results of this research contradicted
with previous research (Chiang and Chang, 2012),
which stated that married nurses have low turnover
intention (Engeda, Birhanu and Alene, 2014).
Emiroglu, Akova and Tanriverdi (2015) argued that
this difference lies in the financial responsibilities
and personal burden such as children (Stewart et al.,
2011). Housing, baby sitting and long distance with
their partner are some considerations of married
nurses whether to stay or to quit from their job.

Employment status has no relations to turnover
intention. There are non-permanent nurses who
experience current work insecurity because of the
competition to be permanent employees (Smithson
and Lewis, 2000).

The nurses’ tenure has no effect on turnover
intention. This is contrary to research of Emiroglu,
Akova and Tanriverdi (2015) dan Chen et al. (2008)
which stated that a nurse who has 5-7 years of
working experience, 8-10 years or more will have a
lower intention of turnover than nurses with short
working duration (<5 years). New nurses may be
affected to quit if they do not experience challenges
in the workplace (Lavoie-Tremblay et al., 2008s).
The work duration will be the basis to develop their
career also to determine the amount of intensives.
Uncertainty and uncertain opportunities to be
promoted will trigger someone to find another job
(Bockerman and IImakunnas, 2009). Some of these
reasons may be a stronger factor compared to the
tenure.

The work unit has an influence on turnover
intention. Nursing who work in in-patient,
emergency room, hemodialysis and neonatal unit
have higher turnover intentions than nurses who
work in out-patient unit. The work unit will be
related with the perceived stress level of the nurse.
Research conducted by Wu et al. (2012) stated that
turnover intention in unit with high levels of stress is
higher than in units with low stress levels. Chiang
and Chang (2012) stated that nurses who work in the
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in-patient unit have the highest stress level,
depression and turnover intention compared to other
units. Basically, stress relies heavily on the nurse's
response to the stress. Nurses who have a positive
perception of stress will be able to adapt to the work
environment well. Thus, high stress will not change
the desire of nurses to leave the hospital

4.2 Limitations

Instruments used in measuring turnover intention are
instrument prepared by researchers who already
meet the reliability test. These instruments consist of
3 dimensions which arranged based on concept
(Mobley, Horner and Hollingsworth, 1978) of
thinking to quit, the intention to find other job and
the intention to quit. Score used in this research is
the total score of the three dimensions that cannot be
used to describe the percentage of each dimension.

The result of this study indicates that only 2
variables of 7 variables were significant with
turnover intention and contrary with some of the
previous studies. In this research, the independent
variables studied were only demographic factors, so
the most dominant factor affecting turnover
intention has not been identified and the analysis has
not been incisive. Basically, turnover intention can
be influenced by several other factors, such as
organizational factors, job factors and work
environment.

5 CONCLUSIONS

Female nurses have a higher turnover compared to
male nurses. This relates to the role of women's
responsibilities to the family and workplace. The
nurse who work at hemodialysis unit has the highest
turnover intention among other units. Nurses who
have high stress at work can trigger nurses to leave
the hospital. The results of this study can be used as
a basis in determining nurse retention strategies,
especially in groups at high risk of turnover
intention. Some strategies to reduce stress levels and
nurses’ depression level can also be done in units
with high stress levels, so it is expected to reduce
turnover intention. Further research that can be
conducted is to identify other factors that can affect
turnover intention with more samples and conducted
in some hospitals, so it can be generalized
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