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Low retention of healthcare workers may have a negative impact on the service industry's performance and 

effectiveness. There are several major factors which caused to low retention of healthcare workers including, 

compensation provided by industry that does not meet employee expectations, and there is no stipulated 

compensation for overtime work in the form of incentives or bonuses. In addition, the organizational commitment 

to the healthcare workers is still considered low, due to the service industry’s operations which have only been 

running for one year. This study intended to provide empirical evidence of the impact of compensation and 

motivation on retention of healthcare workers mediated by organizational commitment. The quantitative methods 

with the type of causality study are used in this study. The data for this study were obtained from the primary data.  

All healthcare employees with a service time of more than one year were included in the individual analysis. Path 

analysis was used to analyse the data obtained in this study. The results of the study indicated that compensation, 

motivation and organizational commitment simultaneously had a positive and significant effect on the retention of 

healthcare workers with organizational commitment as an intervening variable. Furthermore, compensation and 

motivation partially had a positive and significant effect on organizational commitment. Moreover, compensation, 

motivation and organizational commitment contributed to a positive and significant effect on the retention of 

healthcare workers. Findings of the study indicated that the direct effect of compensation and motivation on the 

retention of healthcare workers was greater than that mediated by organizational commitment. 

 

Keywords:  Compensation, Motivation, Organizational Commitment, and Retention of Health Workers.

1. INTRODUCTION 

Human resource is defined as one of the crucial factors in 

the service industry. Since the service industry refers to 

institutions that provide any maintenance services, which 

is primarily concerned with the production of intangibles 

activity to fulfill requires of consumers. Human resource 

contributes a vital role in managing all activities carried 

out in the service industry. Therefore, the good programs 

and strategies for retaining quality employees are highly 

required to be developed by management. To reduce 

employee turnover, the company is required to able of 

reducing employee turnover intention and getting 

employees to stay longer with the company [1]. 

Employee retention has become the lead concern of 

nearly every industry, because employee turnover is 

considered costly and disruptive to the organization, team 

and clients. According to a report compiled by Nursing 

Organization in Indonesia in 2018, the current turnover - 
*Email Address: maratusolihah@yahoo.com 

rate in the service industry is amounted to 16.2% with an 

average cost of turnover ranging from $38,900 to $59,700, 

which leads to an average service industry cost of 5.13 

million to 7.86 million/year. Therefore, employee 

retention strategies are worthy of serious consideration. 

Referring to a similar report, about 85.7% of service 

industries identify employee retention as a major strategic 

imperative, but only 43.4% have a formal retention 

strategy. In addition, the Leader for Today survey 

indicated that 37% of healthcare professionals intend to 

leave their current service industry within the next two 

years, and 68.6% plan to leave within five years, 

reinforcing the seriousness of the continuing problem. 

Here, the employee compensation thought to have the 

ability to moderate the link between employee 

participation and retention. Retention strategies which 

aim to retain employees through specific policies that 

encourage them to stay with the organization for a longer 
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period of time. Based on observations, the strategies in 

the form of career aspirations, autonomy, delegation, 

involvement, cooperation and a supportive work 

environment are considered to be key factors in employee 

retention. Moreover, managerial consultation, delegation, 

and encouragement are widely recognized as variables 

that may contribute to an influence on employee 

performance and employee retention [2]. In that regard, 

employee engagement is widely recognized as a 

significant component of an organization's structure for 

achieving good employee impressions and increasing 

efficiency and staff retention. 

Regarding to the study variables, the results of the pre-

survey showed that the retention of healthcare workers 

was amounted to 80% due to the involvement of their 

families who also work at X service industry in Serang, 

Banten.  In addition, almost 47.5% of healthcare workers 

remained in the organization, because they were unable 

find jobs in other service industry. Based on the 

interview’s result, the consideration of healthcare workers 

to continue working at the X service industry in Serang, 

Banten was influenced by a comfortable and family 

atmosphere. In organizational commitment, 80% of 

healthcare workers provided a lot of disagreement with 

company regulations and policies which are considered to 

be potential contributing disadvantages for healthcare 

workers. In terms of compensation, 95% of healthcare 

workers stated that there was no compensation for 

overtime work and the compensation provided by the 

organization was not in accordance with the expectations 

of employees, about 82.5% of healthcare workers 

identified compensation as a significant factor in the 

retention process carried out by the X service industry in 

Serang, Banten, Indonesia.  

In terms of motivation, it can be divided into two 

different types: extrinsic and intrinsic. Extrinsic 

motivation refers to motivation arising from the 

individual’s external factors such as the work 

environment.  for this issue, about 85% of healthcare 

workers indicated that the organization had provided a 

family work environment, and 37.5% stated that facilities 

and infrastructure were not provided optimally to support 

service industry operations. Moreover, 60% identified that 

unit leaders tended to intervene and not proactively 

providing direction at work, 65% revealed that the leaders 

did not contribute any encouragement to their staff in 

solving problems in the service industry. Meanwhile, 

intrinsic motivation is considered as the act of doing 

something driven by the individual’s internal factors. The 

pre-survey results indicated that 67.5% of healthcare for 

 

 

 

 

workers retained their employment due to expectations of 

being appointed as civil servants. 

 

2. METHODOLOGY 

According to Mathis & Jackson, employee retention 

refers to the ability of a company to retain its employees 

in the organization, which is intended to achieve 

maximum organizational targets [3]. Employee retention 

is intended for employees to remain employed over a 

longer period of time in their company. This is certainly 

caused by companies that have invested both time and 

money in the recruitment process of employees. 

According to Meyer and Allen, commitment is defined as 

a strong individual acceptance of the goals and values of 

the organization, and its considered to level of enthusiasm 

created by an employee towards the tasks assigned at the 

workplace. It  also the desire of employees to remain 

employed in the organization [4]. The indicators used 

consist of affective commitment, normative commitment, 

and on-going commitment. Here, the compensation is the 

payments that received by employees in return for their 

work, including hourly wages or periodic salaries. In this 

matter, employee compensation is usually designed and 

managed by the personnel [5]. Compensation can directly 

divide into direct compensation such as salaries, 

incentives and bonuses. Meanwhile, indirect 

compensation includes all financial benefits that are not 

included in direct compensation, such as awards. 

Thus, work motivation can be interpreted as 

encouragement and enthusiasm that an employee brings 

to the organization in carrying out his/her duties, which 

can be assessed from self-development, recognition of 

work results, rewards, recognition of existence, 

collaboration, compliance and relationships with 

superiors [6]. Previous study conducted by Kigathi Patric 

Ngure, indicated that leadership style certainly affects 

healthcare worker retention in the Kenya National Service 

Industry. Remuneration for healthcare workers also 

definitely affects their retention. The training provided 

also contributes to the impact on healthcare workers 

retention. In addition, promotion is also recognized as a 

crucial factor in influencing the retention of healthcare 

workers in the Kenya National Service Industry. Fair 

remuneration has also been successfully recommended to 

increase the motivation and stability of healthcare 

workers.  The training process is recommended to 

increase the skills and knowledge of healthcare workers 

as an intrinsic motivation. The promotion and training 

policies established by the organization must be followed 

by employees to create a sense of organizational justice 

among healthcare workers [7]. 
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Figure 1. Conceptual Research Model 

 

H1: There is an effect of compensation, motivation and 

organizational commitment on retention of 

healthcare workers 

H2: There is an effect of compensation on 

organizational commitment 

H3: There is an effect of motivation on organizational 

commitment 

H4: There is an effect of organizational commitment on 

retention of healthcare workers 

H5: There is an effect of compensation on retention of 

healthcare workers 

H6: There is an effect of motivation on retention of 

healthcare workers 

 

In this study, we used a quantitative approach, carried out 

from October to November 2020. The population 

involved in this study were all healthcare workers with a 

work period of more than one year at X Hospital in 

Serang, Banten with a total of 67 respondents. The 

number of samples in this study was determined by 

means of a purposive non-probability sampling technique 

with exclusion criteria. In this study, samples excluded 

from the respondent group were healthcare workers with 

a work period of less than one year. The instrument used 

in this study consisted of a questionnaire with a Likert 

scale. Validity test of this study was done by utilizing 

Pearson Product Moment Correlation. A variable is 

declared valid if the value of r count > r table. The results 

of the reliability test using the Cronbach Alpha (α) test > 

0.6, showed that the variables of compensation, 

motivation, organizational commitment and retention of 

health care workers were all considered reliable. 

Subsequently, the data in this study were analyzed by 

using statistical software. 

 

 

 

 

 

 

3. RESULT AND DISCUSSION 

A. The results of descriptive analysis 

In this study, around 67 respondents were interviewed 

which is the number of female respondents was greater 

than male respondents with the percentage of female 

respondents amounting to 48 people (72%) and male 

respondents amounting to 19 people (28%).  Respondents 

aged 20-30 years were amounted to 49 people (69%). 

Furthermore, 35 (52%) respondents indicated having an 

associate degree.  Unit quality of care varied by unit 

types, specifically 43% of the nurse work unit, 30% of the 

midwife work unit and 27% of the doctor work unit. The 

results of the description in regards to respondents’ 

answers about attitudes in behavior are shown in the 

behavior matrix (see Table 1). 

  

Table I. Matrix of Respondents’ Responses 

 

From table 1 above, it is indicated that the compensation 

provided by the X service industry in Serang, Banten was 

considered unable to increase employee loyalty, but 

higher motivation was considered capable of leading to 

higher morale of employees. In addition, healthcare 

workers were found to be more dedicated to 

organizational commitment. 

 

B. Hypothesis Testing 

Referring to 67 respondents’ answers, all samples could 

be processed by using statistical software (see Figure 2). 

 

 
 

Figure 2. Smart PLS Software 

 

 

 

 

 

 

 

 

 

No. Variables 
The Position of the Respondent’s Response 

Low Medium High Behavior 

1 Compensation *   Disloyal 

2 Motivation   * Uplifting 

3 
Organizational 
Commitement 

 *  
Dedicated 

4 Retention  *  Enduring 
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C. Normality Test 

The normality test is used to determine whether the path 

analysis model, the dependent variable, the independent 

variable or both are well modeled by a normal or 

abnormal distribution.  Multivariate normality can be 

detected by the value of cr kurtosis in the last row which 

is greater than ± 2.58. Table 2 show that the cr value in 

the last row kurtosis was amounted to 1.392 (see Table II) 

 

Table II. Normality Test Data 
Variable Min Max Skew Cr Kurtosis Cr 

Compensation 1.200 3.600 .448 1.496 -,051 -,086 

Motivation 2.083 4.833 -.677 -2.262 -,249 -.416 

Commitment 2,625 4,375 -,409 -1.366 -1.362 -2.275 

Retention 2.273 4,545 ,236 .790 -.953 -1.592 

Multivariate     2,357 1,392 

Source: results of data analysis on AMOS-path analysis 

 

D. Multicollinearity test 

This test was carried out by evaluating the determinant of 

the covariance matrix. If the values are relatively small, 

then the multicollinearity is definitely found. In this 

study, the determinant value of the covariance matrix was 

amounted to 0.001 (the result was positive and greater 

than 0.000), which indicates that there was no 

multicollinearity. 

 

E. Partial test 

The effect of compensation and motivation on 

organizational commitment, the effect of organizational 

commitment on retention of healthcare workers and the 

effect of compensation and motivation on retention of 

healthcare workers (see Table III). 

 

Table III. Hypothesis Testing Regression Weight (Group 

number 1 – Default model) 

 

The effect of compensation and motivation on retention 

of healthcare workers with organizational commitment as 

an intervening variable. The measurement model test was 

utilized to examine the relationship between indicators 

and latent variables. Structural model testing combined 

with this measurement allowed to test measurement errors 

as an integral part of statistical software and to perform 

factor analysis along with hypothesis testing. The results 

showed that there was an effect provided by 

compensation, motivation and organizational 

commitment on retention of healthcare workers. The 

estimated value obtained from the variables of 

compensation, motivation and organizational 

commitment to the retention of healthcare workers was 

amounted to 0.712. This indicates that the compensation, 

motivation and organizational commitment variables 

affected the retention of healthcare workers by 71.2%, 

while the remaining 28.8% was influenced by other 

variables outside this study, including work environment 

and employee loyalty. 

In term of the descriptive analysis of respondents by 

using the three-box method, the highest index value was 

found in the RET14 of the employee relationship 

indicator, specifically in the statement: “I believe that 

healthcare workers have a very good and close 

relationship with the company” with an index value of 

54.4. The lowest index value was found in the RET7 of 

the award indicator, particularly in the statement of 

“Awards received are in the form of praise and 

competitive bonuses and allowances from the service 

industry” with an index value of 29.6. Regarding to this 

statement, about 73.13% of employees disagreed with the 

reward system established in the service industry. The 

system of assignment and job design, as well as the 

relationship between healthcare workers in the service 

industry had been created properly, but the career 

opportunity system developed by service industry 

management did not necessarily correspond to the 

expectations of healthcare workers. In the award 

indicator, another low index value was found in the 

amount of 31, particularly in the RET10 statement: “The 

Company provides incentives in accordance with the 

work performance of healthcare workers”, and there were 

71.6% of employees who disagreed with this statement. 

In the career opportunity indicator, the index value of 

32.6 falls into the medium category. Regarding to this 

issue, there were 55.2% of employees who disagreed with 

the RET5 statement: “I have the opportunity to get a 

promotion”. In RET6, specifically in the statement: “My 

manager provides regular guidance programs to improve 

the abilities and experience of his subordinates” with an 

index value of 33, there were 59.7% of employees who 

disagreed with the statement. These results indicated that 

retention of healthcare workers was still considered low, 

because healthcare workers could easily move to other 

service industries that offer jobs with better 

specifications. Employee retention is identified as a way 

of enticing employees to stay working in the company. 

Any activity in a company can basically not be separated 

from the employees. The varying behavior of employees 

is certainly encountered in the company. Employees are 

considered as the most valuable asset in a company. 

Variable → Variable Estimate S.E. C.R. P Information 

Compensation 

 

→ 

Organizat

ional 

Commitm

ent 

0,559 ,102 5,485 *** 
(H2)  

Accepted 

Motivation 

 

→ 

Organizat

ional 

Commitm

ent 

0,281 ,107 2,635 0,008 
(H3) 

Accepted 

Organizational 
Commitment 

→ Retention 0,342 ,117 2,921 0,003 
(H4) 

Accepted 

Compensation → Retention 0,344 ,117 2,942 0,003 
(H5)  

Accepted 

Motivation → Retention 0,243 ,107 2,286 0,022 
(H6)  

Accepted 
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Employee retention is recognized as the ability of a 

company to retain its employees in the organization, 

which is intended to achieve maximum organizational 

targets [8]. The effect of compensation on organizational 

commitment based on the statical result, it was found that 

there was no effect of compensation on organizational 

commitment. Based on the coefficient of determination 

(R2) test, the estimated value obtained from the 

compensation variable on organizational commitment 

was amounted to 0.559 with a P-value < 0.05. This result 

indicates that the compensation variable affected the 

organizational commitment. 

Having regard to the descriptive analysis of 

respondents by using the three-box method, the highest 

index value was found in the KOM9 of the award 

indicator, specifically in the statement: “Service industry 

provides awards in the form of training outside the 

service industry to improve competence and skills of the 

employees”. The lowest index value was found in the 

KOM2 of the salary indicator, specifically in the 

statement: “The salary I receive is in accordance with the 

Regional Minimum Wage (hereinafter referred to as 

UMR)” which was amounted to 21.6. The compensation 

provided by the service industry had not met the 

expectations of healthcare workers, particularly on wages, 

where 95.5% of healthcare workers stated that they did 

not agree if the salary was in accordance with the 

Regional Minimum Wage (UMR). Based on the 

descriptive analysis of respondents on the compensation 

variable, another low index value was found in the KOM1 

of the salary indicator, specifically in the statement: “The 

salary I received is able to meet my needs” with an index 

value of 22. Regarding to this statement, there were 

94.02% of healthcare workers who disagreed with the 

statement. In the KOM6 of the bonus indicator, 

specifically in the statement: “The service industry 

routinely provides bonuses every year” with an index 

value of 22.4, there were 94.02% of healthcare workers 

who disagreed with the statement. In the KOM7, 

specifically in the statement: “Bonuses given by the 

company are in accordance with my expectations” with 

an index value of 22.8, there were 94% of healthcare 

workers who disagreed with the statement. These results 

indicate that healthcare workers mostly believed that the 

service industry did not provide compensation for the 

performance provided by healthcare workers, either the 

compensation in the form of salaries or bonuses. 

Compensation is commonly recognized as one of the 

most important reasons that encourage employees to stay 

and develop a career in a company. One of the objectives 

of compensation is to increase work productivity, where - 

 

 

 

 

the provision of better compensation will definitely 

encourage employees to work productively. 

 

a) The effect of motivation on organizational 

commitment 

The results of statistical testing at the estimated value 

indicated that motivation contributed a positive and 

significant effect on career development. Based on the 

estimated value, motivation provided an influence of 

28.1% on organizational commitment, and the remaining 

71.9% was influenced by other variables outside the 

study. Regarding to the descriptive analysis of 

respondents by using the three-box method, the highest 

index value of 61.4 was found in the MOT16 of respect 

indicator, specifically in the statement: “All staff in the 

unit is highly required to perform their job properly by 

demonstrating mutual respect to create a good working 

system”.  The lowest index value was found in the MOT4 

of the achievement indicator, specifically in the 

statement: “The hospital gives awards (additional bonus) 

to outstanding healthcare workers” with an index value of 

29.4. Healthcare workers believed that the relationship 

between units and staff in the service industry was well 

established, particularly an attitude of mutual respect to 

perform their jobs smoothly. 

In the motivation variable, descriptive analysis showed 

that the low index value was found in the indicator of 

authority. Healthcare workers in the MOT8 with an index 

value of 40.2, specifically in the statement: “I have the 

authority to determine the task of others.” were more 

likely to disagree (91%). This indicates that other 

healthcare workers believed that the management of the X 

service industry in Serang, Banten did not significantly 

provide authority in the work of employees. In MOT10, 

with an index value of 47.2, specifically in the statement: 

“Healthcare workers are given the opportunity to convey 

ideas in service industry meetings”, there were 29.8% of 

healthcare workers who suggested not being given the 

opportunity to speak at open forums in the service 

industry. This means that healthcare workers had a high 

level of motivation in working in the X service industry in 

Serang, Banten, but the authority had not been fully given 

to healthcare workers, either in authority to other 

colleagues or in expressing ideas. Work motivation is 

identified as an action that stimulates employees to take 

action, which will lead to the achievement of several 

goals or to meet certain psychological needs of employees 

[9]. Commitment is defined as a psychological state that 

connects the individual with the organization [10]. 

Employee commitment is defined as an employee’s 

efforts to achieve organizational goals [11]. 
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b) The effect of organizational commitment on 

retention of healthcare workers 

The results of statistical testing showed that 

organizational commitment had a positive and significant 

effect on retention of healthcare workers. Regarding to 

the estimated value, the effect of organizational 

commitment on healthcare workers retention was 

amounted to 34.2%, and the remaining 65.8% was 

influenced by other variables. Based on these results, it 

indicates that the stronger the organizational commitment, 

the higher the retention rate for healthcare workers. In 

regard to the estimated and indirect test values, the effect 

of organizational commitment on the retention of 

healthcare workers had the greatest value compared to the 

effect provided by compensation and motivation. 

Therefore, it can be concluded that organizational 

commitment is an intermediary factor between motivation 

and retention of healthcare workers. 

The results of the above conclusions are supported by 

Maslow’s theory of needs which states that people are 

motivated to fulfill basic needs before moving on to other, 

more advanced needs. Based on the theory put forward by 

Abraham Maslow, particularly on the concept of 

Maslow’s hierarchy of needs, meeting needs is certainly 

driven by motivation. In this specific matter, motivation is 

considered as deficiency growth and motivation growth. 

There are five levels of needs stated by Maslow’s theory 

of needs, including physiological needs, security, social, 

appreciation and self-actualization. The five needs are 

arranged in Maslow’s theory of needs in stages from the 

most basic (physiological/physical) to the highest (self-

actualization). Regarding to descriptive analysis, the 

highest index value was found in the KO7 of the 

normative commitment indicator, specifically in the 

statement: “I was taught to believe that a person must be 

loyal to his organization” with an index value of 59.8. 

The lowest index value was found in the KO4 of the 

affective commitment indicator with an index value of 

34.6, specifically in the statement: “I find it difficult to be 

tied to other service industries, except the service industry 

that I work for”. Regarding to this matter, there were 

89.5% of employees who disagreed with the statement. 

The low index value was found in the KO5 of the 

normative indicator, particularly in the statement: “If I am 

offered a better job elsewhere, then I will not leave this 

service industry”, with an index value of 39.4. In this 

statement, there were 43.2% of healthcare workers who 

disagreed.  Another statement with a low index value was 

found in the KO1 of the affective indicator, specifically in 

the statement: “I feel happy to spend my career in this 

service industry” with an index value of 46.2. Regarding 

to this, there were 53.73% of healthcare workers who 

disagreed with the statement. This indicates that there  

 

were still healthcare workers who believed that if they get 

the opportunity to work in other industries that are 

significantly better, then they will leave their current 

industry. 

To foster commitment, the company is expected to 

establish good relationships with one another and be able 

to provide continuity of training to each employee, where 

employees will subsequently feel cared for and 

appreciated for their abilities, so that they are able to 

maintain a strong desire to remain part of the company. 

 

c) The effect of compensation on retention of 

healthcare workers 

For the result of compensation had a positive and 

significant effect on retention of healthcare workers. 

Based on the estimated value, the effect of compensation 

on the retention of healthcare workers was amounted to 

34.4%, and the remaining 65.6% was influenced by other 

variables. The direct effect of compensation on healthcare 

workers retention was amounted to 0.350, whereas if it 

was mediated by organizational commitment, the value 

was amounted to 0.195 (PL> PTL; 0.350> 0.195). It can 

be stated that compensation could increase the retention 

of healthcare workers without having to be mediated by 

organizational commitment.  Based on these results, it can 

be concluded that compensation contributes to the effect 

on retention of healthcare workers. Compensation is 

recognized as a way for companies to improve the quality 

of their employees for company growth.  Every company 

has a different compensation system according to its 

vision, mission and objectives. 

Based on the descriptive analysis of respondents by 

using the three-box method on the compensation variable, 

another low index value was found in the KOM4 of the 

incentive indicator with an index value of 23.6, 

particularly for the statement: “The incentives I receive 

are in accordance with my performance”. Regarding to 

this, there were 67.16% of healthcare workers who 

disagreed with the statement. In the KOM10 of the award 

indicator, specifically in the statement: “If I have a good 

performance, the service industry provides an opportunity 

to continue my education at costs borne by the service 

industry” with an index value of 30.8, there were 92.53% 

of healthcare workers who disagreed with the statement. 

This shows that almost all healthcare workers believed 

that the incentives and rewards provided by the service 

industry were not in line with their expectations. 

According to William B. Weather and Keith Davis, 

compensation is regarded as the payments received by 

employees in return for their work, including hourly 

wages or periodic salaries. In this matter, employee 

compensation is usually designed and managed by the 

personnel department. 
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d) The effect of motivation on retention of healthcare 

workers 

Based on the statistical result, motivation did not provide 

an effect on retention of healthcare workers. The direct 

effect of motivation on retention of healthcare workers 

was amounted to 0.237, whereas if it was mediated by 

organizational commitment, the value was amounted to 

0.094 (PL> PTL; 0.237 <0.094). Referring to this issue, it 

can be stated that motivation could be increasing the 

retention of healthcare workers without having to be 

mediated by organizational commitment. Based on the 

descriptive analysis of respondents by using the three-box 

method, the low index value of 50.4 with the high 

category was found in the MOT7, specifically in the 

statement: “I contribute a positive influence in carrying 

out my work”. Regarding to this statement, there were 

26.8% of healthcare workers who disagreed with the 

statement. In the MOT6 of the responsibility indicator 

with an index value of 57.2, specifically in the statement: 

“I am able to encourage my colleagues or subordinates to 

complete their tasks”, there were 26.8% of healthcare 

workers who disagreed with the statement. Based on the 

results of the descriptive analysis above, it can be stated 

that healthcare workers believed that the service industry 

did not support every employee’s effort to achieve the 

goals of the service industry. Moreover, the work culture 

to carry out standard operating procedures had not been 

carried out by all healthcare workers. 

  

4. CONCLUSIONS 

The findings in this study indicated that compensation 

and motivation could directly increase the retention of 

healthcare workers without having to be influenced by 

organizational commitment. Other findings also indicated 

that compensation had the greatest effect on increasing 

retention of healthcare workers compared to the effect 

provided by motivation and organizational commitment. 

This study had been conducted in scientific 

procedures. However, some limitations were still 

encountered in this study, especially: Healthcare workers 

as respondents of this study who have worked in the X 

service industry in Serang, Banten for approximately one 

year of service, thus employee commitment to the service 

industry is still tends to be low. The object of this study 

was only focused on healthcare workers, while the 

number of non-medical workers exceeds the number of 

existing healthcare workers. Consequently, the objects 

involved in this study were still inadequate to describe the 

real situation. Here, the compensation, motivation and 

organizational commitment simultaneously contributed to 

a positive and significant impact on retention of 

healthcare workers. Compensation and motivation 

provided a positive and significant influence on 

organizational commitment and retention of healthcare 

workers. Therefore, a specific strategy is highly required 

to increase the retention of healthcare workers, 

specifically by developing their commitment and work 

motivation, which subsequently able to strengthen the 

commitment of healthcare workers to the hospital. After 

hypothesis testing had been successfully carried out, and 

theoretical implications were successfully raised, several 

managerial implications that can be developed are as 

follows: (1) In the compensation variable (indicators of 

salary, incentives, allowances, and rewards), the 

personnel department needs to design and manage 

employee compensation. Improvement of the wage 

structure and administration of wages should be adjusted 

to the capabilities and budgets provided by the Budget 

Execution Document in Indonesian Police Force (or 

known as DIPA POLRI). The provision of non-salary 

benefits, such as necessities or for other living needs may 

also be given to health workers to help meet the shortage 

of health workers’ need. In addition to improvements in 

the structure and administration of wages, remuneration 

must also certainly be provided. Remuneration for 

healthcare workers includes in the components of salaries, 

allowances, incentives, bonuses or achievements, 

severance pay, pensions and/or fees, in accordance with 

the regulations of the health profession workforce.  

The provision of remuneration refers to the Regulation 

of the Minister of Health of the Republic of Indonesia No. 

18/2014 concerning Guidelines for the Preparation of a 

Health Center Employee Remuneration System within the 

Directorate General of Health Efforts at the Ministry of 

Health that Implement Financial Management Patterns for 

Public Service Bodies. Remuneration assessment 

indicators for healthcare workers consist of experience 

and years of service, skills/ knowledge /behavior, work 

risk, level of emergency, position and performance 

results/achievements. The steps in determining 

remuneration include efforts in the process of 

inventorying of all positions based on SOTK, filling out a 

questionnaire for all positions, analyzing and evaluating 

positions, determining position values, grouping positions 

and determining corporate grade, pay for position, pay for 

performance and pay for people. The basic principle of 

remuneration adjusted to the condition and financial 

capacity of each health center. By being formulated based 

on the principle of eligibility to specifically meet the 

fairness of the employee’s life level. In meeting physical 

and social needs in the work environment and the 

principle of fairness including fairness in receiving 

remuneration, fairness for job awards, fairness for 

performance awards, fairness of individual 

rewards/individuals. 

Specific policies need to be made by management by 

assessing the performance or credentials of healthcare 

workers. Performance appraisal is adjusted to the Key 

Performance Indicator (KPI) which functions as a 

measure of the success rate quantitatively in each year or 
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the achievement of a strategic goal on a strategic map.  

The assessment is carried out in the form of evaluation 

results on previous performance and strategies for the 

future. The indicators used in the KPI are compliance 

with standards, infection control in the service industry, 

achievement of medical indicators (time to report critical 

laboratory test results and patient deaths in the ER), 

accreditation, customer satisfaction, timeliness of service 

and finance. The quality of the commitment provided by 

healthcare workers is a source of competitive advantage 

for the service industry.  Professional commitment refers 

to a direct commitment that will affect the performance of 

healthcare workers. Meanwhile, indirect commitments are 

usually referred to as commitments from the team which 

will improve coordination among healthcare workers. A 

work culture that is able to provide positive and 

significant contributions is highly required to be created. 

In this specific issue, work culture is identified as a bond 

that guides every part or work unit in the service industry 

to collectively improve the performance of the service 

industry in a better direction. A strong work culture may 

contribute to a positive influence on the performance of 

the service industry and provide greater motivation for 

employees and for healthcare workers. Maintaining a 

stable work culture requires the involvement of the 

leadership to provide motivation to subordinates that can 

be realized in the attitudes and behavior of exemplary 

leaders in cultivating conducive service industry 

environmental conditions, upholding the vision and 

mission and carrying it out obediently in daily tasks to 

motivate healthcare workers to build high loyalty to the 

company. 

The service industry is expected to improve the current 

payroll system with a payroll system based on the criteria 

of workload, years of service, education, experience and 

referring to labor regulations and regional minimum 

wages (UMR) in the Serang, Banten region. In addition, 

training and skills for the competence of all healthcare 

workers need to be provided by the industry including 

Infection Control and Prevention training, Basic Training 

Cardiac Live Support (BTCLS), Emergency Nursing Care 

for nurses, lactation training, Comprehensive Emergency 

Obstetric and Neonatal Care (or known as PONEK) and 

Basic Emergency Obstetrics and Neonatal Care (or 

known as PONED) as well as early pregnancy and 

postpartum exercise for midwives and Infection 

Prevention Control Doctor (IPCD) training, Basic 

Training Cardiac Live Support (BTCLS), Emergency 

First Aid (PPGD) for medical personnel. Managers or 

unit leaders are expected to be a motivator for every staff 

who is always able to provide encouragement and 

direction to healthcare workers in every job that is carried 

out. Increased commitment of healthcare workers should 

be implemented by taking into account the welfare of 

healthcare workers, both physical and psychological well-

being, including support from leaders, thus healthcare 

workers can proactively actualize all their potential. 

Moreover, management of healthcare workers should be 

focused on the public career/career development unit to 

provide appropriate stimulus such as promotion to 

positions for outstanding healthcare workers, such as 

promotion to become unit head for staff who have good 

work performance supported by increased competence in 

accordance with the promoted position, these efforts may 

be made to avoid a high turnover rate. 
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