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SUMMARY 
 

Analysis Of The Influence Of Individual Factors, Occupational Factors 
And Financial Compensation On Job Satisfaction And Intention To 

Leave Midwife 
 

(Study at Trisna Medika Hospital Tulungagung Regency) 
 

RSIA Trisna Medika Tulungagung is a class C special hospital for 
mothers and children which has the facilities and capabilities of specialist and 
sub-specialist medical services according to their specialty, namely mothers 
and children. One of the problems at RSIA Trisna Medika Tulungagung is the 
overall turnover which has increased in the 2018-2020 period. In a hospital 
institution that focuses on serving maternal and child cases (RSIA), the 
midwife profession still plays a very important role in the safety of mothers 
and babies.cases emergency add to the midwife's work responsibilities. This 
study aims to analyze the influence of individual factors (age, marital status, 
education level, years of service and employment status), work factors 
(workload, work environment and work stress) and financial compensation on 
job satisfaction and intention to leave and provide recommendationsin an 
effort to reduce the overall turnover of midwives at Trisna Medika RSIA 
Tulungagung. 

This type of research is analytic research with cross sectional design. 
The research was conducted at Trisna Medika RSIA Tulungagung. The time 
of data collection was in April 2022. Sampling was done by random sampling 
technique. The proportionate random sampling was used to take the number 
of samples per unit proportionally. Determination of the sample size using the 
Lameshow, which is 65 respondents. Analysis using Partial Least Square 
(PLS)-Structural Equation Model (SEM). 

The results showed that individual factors had no significant effect on 
job satisfaction and intention to leave with t statistic < 1.96. Variables that 
directly affect intention to leave (moderate) are workload variable with t- 
statistic 2.5, financial compensation (strong) with t-statistic 3.50 and job 
satisfaction (moderate) with t-statistic 2.04. Meanwhile job satisfaction is 
directly affected (moderately) by financial compensation with a t-statistic of 
5.97 and the work stress variable with a t-statistic of 2.09 (medium). The 
direct effect of financial compensation on intention to leave is quite strong 
compared to the effect of financial compensation through job satisfaction. 

The next stage is determining strategic issues based on the results of 
the study so that they can produce appropriate recommendations for 
improvements made at RSIA Trisna Medika Tulungagung based on the 
results of the FGD (Focus Group Discussion) of researchers with the 
management of RSIA Trisna Medika Tulungagung. Several strategic issues 
that have been determined include the majority of respondents giving an 
assessment of the workload variable in the heavy and very heavy workload 
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category (53.9%), the majority of respondents giving an assessment of the 
financial compensation variable in the unfair and very unfair category (48% ) 
and the majority of respondents gave an assessment of job satisfaction in the 
category of very dissatisfied and very dissatisfied (33%). 

Based on the results of the FGD, the recommendations that can be 
given include the hospital calculating the number of midwives needed 
according to applicable standards, updating information related to the types of 
competencies possessed by midwives and conducting in-house training. The 
hospital is expected to develop a formula system for providing incentives 
based on Pay For Performance, reviewing the allowance system, updating 
the system of giving and increasing salaries and conveying it transparently to 
all midwives. Furthermore, the hospital pays more attention to the ability of 
midwives, optimizes the implementation of supervision, and creates a 
harmonious relationship between employees. 
The researcher's suggestion for Trisna Medika Tulungagung RSIA is to make 
the recommendations from this study a priority of the work program that will 
be prepared by each work unit in order to reduce the number of intention to 
leave at Trisna Medika Tulungagung RSIA. Then routinely evaluate the 
variables in this study using the instruments that have been provided to 
employees in order to detect early on the intention to leave.ReadynessThe 
next suggestion is to conduct FGD with the Problem Solving Cycle (PSC) / 
Leverage (CARL) method to determine the priority of the problem and 
determine the priority of alternative problem solving. RSIA Trisna Medika 
Tulungagung is expected to develop plans and facilities that support the 
implementation of the recommendations provided and that further research be 
carried out by adding other variables with wider research objects in order to 
obtain more significant and useful results. 
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RINGKASAN 
 
 

Analisis Pengaruh Faktor Individu, Faktor Pekerjaan Dan 
Kompensasi Finansial Terhadap Job Satisfaction Dan 

Intention To Leave Bidan 
 

(Studi di RSIA Trisna Medika Tulungagung) 
 

RSIA Trisna Medika Tulungagung adalah rumah sakit khusus Ibu dan 
Anak kelas C yang mempunyai fasilitas dan kemampuan pelayanan medik 
spesialis dan subspesialis sesuai kekhususannya yaitu Ibu dan Anak. Salah 
satu masalah yang ada di RSIA Trisna Medika Tulungagung yaitu angka 
overall turnover yang mengalami kenaikan pada periode 2018-2020. Dalam 
sebuah institusi rumah sakit yang berfokus melayani kasus Ibu dan Anak 
(RSIA) profesi bidan masih memegang peran yang sangat penting terhadap 
keselamatan ibu dan bayi. Cakupan BOR yang tinggi dan banyaknya kasus- 
kasus emergency menambah tanggung jawab pekerjaan bidan. Penelitian ini 
bertujuan untuk menganalisis pengaruh faktor individu (usia, status 
pernikahan, tingkat pendidikan, masa kerja dan status kepegawaian), faktor 
pekerjaan (beban kerja, lingkungan kerja dan stres kerja) dan kompensasi 
finansial terhadap job satisfaction dan intention to leave bidan serta 
memberikan rekomendasi dalam upaya menurunkan angka overall turnover 
bidan di RSIA Trisna Medika Tulungagung. 

Jenis penelitian ini adalah penelitian analitik dengan rancang bangun 
cross sectional. Penelitian dilakukan di RSIA Trisna Medika Tulungagung. 
Waktu pengambilan data dilakukan pada bulan April 2022. Pengambilan 
sampel dengan teknik random sampling. Metode proportionate random 
sampling digunakan untuk pengambilan jumlah sampel per unit secara 
proporsional. Penentuan besar sampel dengan menggunakan rumus 
Lameshow, yaitu sebesar 65 responden. Analisis menggunakan uji Partial 
Least Square (PLS)-Structural Equation Model (SEM). 

Hasil penelitian menunjukkan faktor individu tidak berpengaruh 
signifikan terhadap job satisfaction dan intention to leave dengan t statistic < 
1,96. Variabel yang mempengaruhi intention to leave secara langsung 
(sedang) adalah variabel beban kerja dengan t-statistic 2,5, kompensasi 
finansial (kuat) dengan t-statistic 3,50 dan variabel job satisfaction (sedang) 
dengan t-statistic 2,04. Sedangkan job satisfaction dipengaruhi langsung 
(sedang) oleh kompensasi finansial dengan t-statistic 5,97 dan variabel stres 
kerja dengan t-statistic 2,09 (sedang). Pengaruh langsung kompensasi 
finansial terhadap intention to leave cukup kuat dibandingkan dengan 
pengaruh kompensasi finansial melalui variabel job satisfaction. 

Tahap selanjutnya menentukan isu strategis berdasarkan hasil 
penelitian sehingga dapat menghasilkan rekomendasi yang sesuai untuk 
perbaikan yang dilakukan di RSIA Trisna Medika Tulungagung berdasarkan 
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hasil FGD (Focus Group Discussion) peneliti dengan managemen RSIA 
Trisna Medika Tulungagung. Beberapa isu strategis yang telah ditentukan 
diantaranya adalah mayoritas responden memberikan penilaian terhadap 
variabel beban kerja dalam kategori beban kerja berat dan sangat berat 
(53,9%), mayoritas responden memberikan penilaian terhadap variabel 
kompensasi finansial dalam kategori tidak adil dan sangat tidak adil (48%) 
dan mayoritas responden memberikan penilaian terhadap job satisfaction 
dalam kategori sangat tidak puas dan sangat tidak puas (33%). 

Berdasarkan hasil FGD maka rekomendasi yang dapat diberikan 
diantaranya adalah rumah sakit menghitung jumlah kebutuhan tenaga bidan 
sesuai standar yang berlaku, melakukan update informasi terkait jenis 
kompetensi yang dimiliki bidan dan mengadakan in house training. Pihak 
rumah sakit diharapkan menyusun sistem formula pemberian insentif 
berdasarkan Pay For Performance, meninjau ulang sistem pemberian 
tunjangan, melakukan pembaharuan sistem pemberian dan kenaikan gaji serta 
menyampaikannya secara transparan kepada seluruh bidan. Selanjutnya 
rumah sakit lebih memperhatikan kemampuan bidan, mengoptimalkan 
pelaksanaan supervisi, dan menciptakan hubungan yang harmonis antar 
karyawan. 

Saran peneliti untuk pihak RSIA Trisna Medika Tulungagung agar 
menjadikan rekomendasi dari penelitian ini sebagai prioritas dari program 
kerja yang akan disusun oleh setiap unit kerja guna menurunkan angka 
intention to leave di RSIA Trisna Medika Tulungagung. Kemudian 
melakukan evaluasi secara rutin terhadap variabel dalam penelitian ini dengan 
menggunakan instrumen yang telah disediakan terhadap karyawan guna 
mendeteksi secara dini adanya intention to leave. Saran berikutnya adalah 
melakukan FGD dengan metode Problem Solving Cycle (PSC)/ Capability 
Accessibility Readyness Leverage (CARL) guna menentukan prioritas 
permasalahan dan menentukan prioritas alternatif penyelesaian masalah. 
RSIA Trisna Medika Tulungagung diharapkan menyusun perencanaan dan 
sarana yang mendukung terlaksananya rekomendasi yang diberikan serta agar 
dilakukan penelitian lanjutan dengan menambahkan variabel lain dengan 
obyek penelitian yang lebih luas agar didapatkan hasil yang lebih signifikan 
dan bermanfaat. 
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Analysis of the Influence Of Individual Factors, Occupational Factors 
And Financial Compensation On Job Satisfaction and Intention To 

Leave Midwife 
 

(Study at Trisna Medika Hospital Tulungagung Regency) 
 

This study aims to analyze the influence of individual factors (age, 
marital status, education level, years of service and employment status), 
occupational factors (workload, work environment and work stress) and 
financial compensation on job satisfaction and intention to leave and provide 
recommendationsin an effort to reduce the overall turnover of midwives at 
RSIA Trisna Medika Tulungagung which has increased in the 2018-2020 
period. 

Sampling with random sampling technique. The proportionate 
random sampling was used to take the number of samples per unit 
proportionally. Determination of the sample size using the Lameshow, which 
is 65 respondents. Analysis using method Partial Least Square (PLS)- 
Structural Equation Model (SEM) 

The results showed that individual factors had no significant effect on 
job satisfaction and intention to leave with t statistic < 1.96. Variables that 
directly affect intention to leave (moderate) are workload variable with t- 
statistic 2.5, financial compensation (strong) with t-statistic 3.50 and job 
satisfaction (moderate) with t-statistic 2.04. Meanwhile job satisfaction is 
directly influenced (moderately) by financial compensation with a t-statistic 
of 5.97 and job stress variable with a t-statistic of 2.09 (medium). The direct 
effect of financial compensation on the intention to leave is quite strong 
compared to the effect of financial compensation through the variable job 
satisfaction. 

The research recommendation is that the hospital calculates the 
number of midwives needed in accordance with applicable standards, 
provides training to midwives periodically, optimizes coaching mentoring, 
provides incentives based on Pay For Performance, reviews the allowance 
system, carries out maximum supervision activities, establishes good 
communication with employees, implementing a promotion system according 
to the provisions, and assigning responsibilities according to the ability of 
employees. 

 
Keywords: individual factors, occupational factors, financial compensation, 
job satisfaction, intention to leave, midwife 
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Analisis Pengaruh Faktor Individu, Faktor Pekerjaan Dan 

Kompensasi Finansial Terhadap Job Satisfaction Dan 
Intention To Leave Bidan 

 
(Studi di RSIA Trisna Medika Tulungagung) 

 
Penelitian ini bertujuan untuk menganalisis pengaruh faktor individu 

(usia, status pernikahan, tingkat pendidikan, masa kerja dan status 
kepegawaian), faktor pekerjaan (beban kerja, lingkungan kerja dan stres 
kerja) dan kompensasi finansial terhadap job satisfaction dan intention to 
leave bidan serta memberikan rekomendasi dalam upaya menurunkan angka 
overall turnover bidan di RSIA Trisna Medika Tulungagung yang mengalami 
kenaikan pada periode 2018-2020. 

Pengambilan sampel dengan teknik random sampling. Metode 
proportionate random sampling digunakan untuk pengambilan jumlah sampel 
per unit secara proporsional. Penentuan besar sampel dengan menggunakan 
rumus Lameshow, yaitu sebesar 65 responden. Analisis menggunakan metode 
Partial Least Square (PLS)-Struktural Equation Model (SEM). 

Hasil penelitian menunjukkan faktor individu tidak berpengaruh 
signifikan terhadap job satisfaction dan intention to leave dengan t statistic < 
1,96. Variabel yang mempengaruhi intention to leave secara langsung 
(sedang) adalah variabel beban kerja dengan t-statistic 2,5, kompensasi 
finansial (kuat) dengan t-statistic 3,50 dan variabel job satisfaction (sedang) 
dengan t-statistic 2,04. Sedangkan job satisfaction dipengaruhi langsung 
(sedang) oleh kompensasi finansial dengan t-statistic 5,97 dan variabel stres 
kerja dengan t-statistic 2,09 (sedang). Pengaruh langsung kompensasi 
finansial terhadap intention to leave cukup kuat dibandingkan dengan 
pengaruh kompensasi finansial melalui variabel job satisfaction. 

Rekomendasi penelitian adalah pihak rumah sakit menghitung jumlah 
kebutuhan tenaga bidan yang dibutuhkan sesuai dengan standar yang berlaku, 
memberikan pelatihan kepada bidan secara periodik, optimalisasi coaching 
mentoring, memberikan insentif berdasarkan Pay For Performance, meninjau 
ulang sistem pemberian tunjangan, menjalankan kegiatan supervisi dengan 
maksimal, menjalin komunikasi yang baik dengan karyawan, melaksanakan 
sistem promosi sesuai ketentuan, dan memberikan tanggung jawab sesuai 
kemampuan karyawan. 

 
Kata kunci : faktor individu, faktor pekerjaan, kompensasi finansial, job 
satisfaction, intention to leave, bidan 
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