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Background: Human resources play an essential role in
achieving the success and goals of the hospital. Thereby,
to connect all scopes of human resources, there needs to
be good management. Objective: This study aims to
analyze the effect of role ambiguity and workload and
work motivation on employee turnover intention at
Mother and Child Vitalaya Hospital. Method: A
correlation study with a cross-sectional approach was
applied in this study. Result: Multiple linear regression
tests show that the coefficient of determination R square
is 0.735. This indicates that role ambiguity, workload,
and work motivation simultaneously contribute 74% to
turnover intention. However, partially only work
motivation influences employee turnover intention at
Mother and Child Vitalaya Hospital. Conclusion: role
ambiguity and workload were strong predictors of
employee turnover intention. Recommendation: The
human resource unit must consider those factors to
prevent employee turnover. Further studies need to test
other elements with a broad population to ensure the
role of factors in avoiding turnover intention.
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Background

Human resources play a crucial role
in achieving the success and goals of a
hospital. Gillis reported that employee
turnover is normal if it ranges from 5% -
10% per year and is relatively high if it is
more than 10% per year (1). The rate across
the world is considered high, ranging from
15 to 44%

(2-3).

Turnover would give you a loss
because of jobs left behind. It leads to
substantial financial and quality loss (1).
Therefore, the hospital must arrange the
procedure for re-recruitment from the
beginning, which requires a lot of costs,
such as recruitment fees, training costs, and
facility fulfillment. Furthermore, turnover
can cause work disruption and loss of
knowledge, skills, and organizational
memory (4).

Factors that support switching
intentions focus on age, personality, health
reasons, well-being, work environment,
workload, and wages (5)

Besides, quality of life and work
fatigue can affect the desire to switch
employees (6). Employees' intention to
leave the organization would lead to
termination behavior with a level of
dissatisfaction for various reasons and
could lead to resignation (7).

Role ambiguity occurs when
individuals need clarity about the tasks of
their work (8). Unclear job descriptions,
incomplete instructions from superiors,
and lack of experience contribute to role
ambiguity.

Role ambiguity arises because of a
need for more information about job
descriptions. Role ambiguity is a response
that occurs because of obligations,
authority, time allocation, and
relationships with other people. Clarity or
the existence of guidelines in doing
something can reduce role ambiguity
behavior (9).

Excessive workload is one of the
critical dimensions that can cause stress in
the context of work that is mainly faced by
employees (10). Inconsistent overloaded
work is a factor causing stress in the

workplace because many work groups and
leaders may differ based on individual
group settings (11). Workload refers to the
amount of work allocated to an employee,
and several researchers have supported a
positive relationship between workload
and turnover intention, and stress in
employees (12). The turnover intention is
significantly correlated with work stress,
workload, and work position. Factors
influencing turnover intention are the
organizational system, depersonalization,
physical environment, work position, and
work climate.

Although many studies have
discussed employee turnover, however,
there are still few studies that relate role
ambiguity to turnover intention in
maternal and child hospitals. Thus,
researchers will examine the effect of role
ambiguity, workload, and work
motivation on employee turnover
intention at the Vitalaya Mother and child
hospital.

OBJECTIVE

The study examines the association
between role ambiguity, workload, and
works motivation with employee turnover
intention at the Mother and Child Vitalaya
Hospital.

METHOD

Design

This study uses associative quantitative
methods with a cross-sectional approach.
This research was conducted at the
Vitalaya Mother and Child Hospital.

Sample, sample size, & sampling
technique

The sample in this study was medical
and non-medical employees at Vitalaya
Hospital. One hundred and eight
employees consisting of medical personnel
and non-medical personnel were selected
using a purposive sampling technique
approach. The inclusion criteria in this
study such as 1) employees who have
worked for more than one year at the
Vitalaya Mother and child hospital, 2)
Employees who remain in the hospital, and
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willingness to participate in this study.
Meanwhile, employees who can commit to
this study would be included.

The instrument for data collection

The turnover intention questionnaire
measured the employee's desire to leave
work. This questionnaire consists of 10
question items. A Likert scale is used,
which consists of 1 strong disagree;
2=disagree; 3=agree; 4 = totally agree. This
questionnaire goes through validity and
reliability tests with Cronbach alpha values
>0.6

The role ambiguity questionnaire
measures the clarity of employees' roles in
carrying out work. This questionnaire
consists of 11 question items. A Likert scale
is used, which consists of 1 strong disagree;
2=disagree; 3=agree; 4 = totally agree. This
questionnaire goes through validity and
reliability tests with Cronbach alpha values
>0.6

The workload questionnaire
measures how much the employee's
workload is. This questionnaire consists of
9 question items. A Likert scale is used,
which consists of 1 strong disagree;
2=disagree; 3=agree; 4 = totally agree. This
questionnaire goes through validity and
reliability tests with Cronbach alpha values
>0.6

A work motivation questionnaire
measures employee motivation to survive
in an organization. This questionnaire
consists of 10 question items. A Likert scale
is used, which consists of 1 strong disagree;
2=disagree; 3=agree; 4 = totally agree. This
questionnaire goes through validity and
reliability tests with Cronbach alpha values
>0.6

Data collection process

Researchers carried out the data
collection process in stages according to the
timeline that had been compiled.
Respondents were asked to fill out a
questionnaire after agreeing to become
respondents. Respondents willing to
participate in this study should sign the
informed consent. Questionnaires tested

for validity and reliability are used to
measure the research variables.

Data analysis

A descriptive test is used to describe
the characteristics of the respondents and
the dependent and independent variables.

A regression test analyzes the
association between the dependent and
independent variables. The F test is used to
determine whether the independent
variables are Role Ambiguity (X1),
Workload (X2), and Work Motivation (X3)
simultaneously. The T-test partially
influences the independent variables (X)
on the dependent variable (Y). The
confidence level used is a = 5%

RESULT
Characteristic of Respondent

Table 1 describes the characteristic
of respondents. The results found that
most of the respondents in this study were
female (79.63%) with marital status
(61.11%). More than half of them have aged
between 20 to 30 years old (51.85%).
Regarding the working duration, almost
half of them have been working within 1 to
3 years (45.37%). About 36% have worked
within 3-5 years (33.33%). Most graduated
from high school level (37.04%) and
diploma level (37.94%). Concerning
professions, they have a variety of
occupations. Details of information can be
seen in Table 1.

No Characteristic F %
1 Gender
- Men 22 20.3
- Women 86 79.63
ital
2 | Marital status 66 6111
- Married 4 38.89
- No Married
3 | Aged
- 20 to 30 years 56 51.85
- 31 to 40 years gg 53;8
- 41 to 50 years 37
4 | Years of working
- 1to 3 years 49 4537
- 3to 5 years 36 33.33
- 5to 10 years 22 21.30
5 | Education
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- High school

- Diploma 40 37.04
P 41 37.96

- Bachelor 2% 24.07

- Master 1 0.93

6 | Position
- Medical doctor 6 5.56
- Nurse 16 14.81

Result of ANOVA Testing

Table 2 explains the association
between role ambiguity, workload, and
motivation with turnover intention. The
result found that the F score was 96.376
with a p-value was .000. It was indicated
that there are significant associations
between role ambiguity, workload, and

Coefficient Determination Result

Coefficient determination results
found that R Square was 0.735. It was
indicated that role ambiguity, workload,
and working motivation contribute to 74 %
of turnover intention. About 26% were
affected by other factors.

Table 4. Coefficient Determination Result

Model Summary

motivation with turnover intention
simultaneously.
Table 2. Result of ANOVA Testin
Model Sum of df Mean F Sig.
Squares Square

Regression 1278.928 3] 426309 | 963 | .0000

Residual 460.035 104 4.423 76

Total 173.963 107

Dependent Variable: Turnover Intention
Predictors: (Constant), Working motivation, workload, role
ambiguity

Analysis of regression

This study's T-test was used to
partially examine the association between
the dependent and independent variables.
The result found that only working
motivation is significantly associated with
turnover intention, with a t score of -12.614
and a p-value <.005. Role ambiguity and
workload were not significantly associated
with turnover intention, with a p-value>
.05.

Table 3. Analysis of regression

Standard
Unstandardized ized t Sig.

Model Coefficients Coeffici

ents

Std.

B Error Beta
1 (Constant) 45349 | 3.928 11.545 | .000
Role Ambiguity -077] .125 -.040 -.618 | .538
Workload .087 ] .133 .042 .650 | .517

Working -

motivation -870] 069 “BLL1 15614 000

Dependent Variable: Turnover Intention

R Adjusted Std. Error of the
Model R Square | R Square Estimate
1 .858% 735 728 2.103
DISCUSSION

The study results in show that role
ambiguity, workload, and work motivation
simultaneously affect the turnover intention
of employees at Mother and Child Vitalaya
Hospital. It was indicated that these factors
significantly increase employees' desire to
leave the hospital to find another job. This
is because some employees feel there needs
to be more clarity in their tasks, which often
overlap with other employees' duties or
those of other units.

It was consistent with a previous
study that mentioned that role clarity was
associated with turnover intention appears
and mediated through employees'
perceived service quality (13). Another
study also explained how the role
ambiguity enhances turnover intentions,
but this effect diminishes at higher levels of
innovation propensity, goodwill trust, and
procedural justice (14)

The workload factor is the second
factor that increases turnover intention.
However, in this study, it was found that
there was no relationship between
employee  workload and turnover
intention. This is because this hospital's
employees' workload is following their
portion. Thus this factor does not show a
significant association with turnover
intention. It was supported by a previous
study that showed that Workload and
Leadership on Turnover Intention through
the Job Satisfaction variable did not have a
significant effect (15).
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It was inconsistent with a previous
study explaining that workload and job
satisfaction positively relate to harassment.
At the same time, harassment directly
affects turnover intention (16). A previous
study also mentioned workload did not
significantly influence turnover intention.
Thereby, It provides new insight to a
company that workload is not a significant
factor in employees deciding to leave the
organization (17)

However, another study was
contradictive to this study, mentioning that
workload has a significant effect on
turnover intention but not on job
satisfaction (18)

Conclusion

Role ambiguity, workload, and
work motivation simultaneously affect the
turnover intention at the Mother and Child
of Vitalaya Hospital. However, partially,
only work motivation is related to turnover
intention. Meanwhile, role ambiguity and
workload are not related to turnover
intention.

Implication

The implications that could be given
in this study are based on the research
results, namely, in increasing work
motivation, it is necessary to make
adjustments between rewards, salaries,
benefits, and clarity of career path with the
conditions of employee  workload.
Management needs to pay attention to
employee welfare by adjusting the
hospital's capabilities. In addition, hospital
management also needs to improve the
work environment, organizational policies,
harmonious relations between employees,
and recognition for the work of employees.
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