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ABSTRACT

This study aims to identify the factors that influence interest in becoming an intensive
nurse. The design of this study used a cross-sectional approach. The results showed
self-efficacy, appreciation, work unit, age, family support and supervisor support
(p=<0.001), years of service (p=0.005), gender (p=0.002), career level (p=0.004), and
experience. Training (p=0.003) affected the interest of intensive nurses. On the other
hand, knowledge and level of education were not influenced by the pull of intensive
nurses. The results of multiple linear regression analysis found that the most influential
interest factors in becoming an intensive nurse were self-efficacy, followed by rewards,
work units, and gender. These four factors contributed 57.4% in influencing the interest
in becoming an intensive nurse. In conclusion, what most determines interest in
becoming an intensive nurse is self-efficacy.

Keywords: Determinants, Interests, ICU Nurse

INTRODUCTION

The interest in becoming an intensive nurse is the desire to choose a career in the
intensive unit area. It needs to be evaluated by nursing managers to meet the
increasingly high demand for intensive care nurses worldwide. The increase of nurses
required in the intensive care unit is due to the increasing need for beds, impacting the
limited number of officers needed in the intensive unit (Paneru, 2020). Bambi et al.,
(2020) declared that preparation is required to fill positions as intensive nurses by
training nurses in non-intensive units to be placed in intensive care units, along with the
increasing need for intensive nurses.

Nurses' satisfaction with their work is closely related to their work suitability with
interests. When nurses choose their preferred career workplace, they will have the
desire, hope and be more effective at work. Job satisfaction is positively related to
interests suitability and conversely. Job satisfaction also experiences significant changes
to feelings of interest (Nye et al., 2020). Generally, interests are closely related to
performance outcomes and career path satisfaction (Hoff et al., 2020).

There are several advantages when placing nurses according to their area of
interest. Thus, nursing managers need to pay attention to it when placing them in the
intensive unit so that they are willing to be recognized when intensive nurses need to
increase. Interest can influence nurses to be ready to be placed in a work environment
that suits their desires. Besides, they can decide on the preferred workplace according to
their interests (Elibol & Seren, 2017). Nurses' willingness to be placed is closely related

53


https://journal.ipm2kpe.or.id/index.php/JOSING/announcement/view/36
http://issn.lipi.go.id/issn.cgi?daftar&1599273409&1&&
http://issn.lipi.go.id/issn.cgi?daftar&1599273822&1&&

2022. JOSING: Journal of Nursing and Health 2 (2) 53-64

to their interests. Thus, managers need to pay attention to interest when recruiting or
rotating (Chi et al., 2018).

The nurse's interest in choosing the workplace to be undertaken has various
reasons that can be sourced from internal or external. Nurses' topics regarding the desire
to plan a career as an intensive nurse were personal desire, knowledge of nursing
problems, self-efficacy, skills and special preparation in specialist areas, and social
support. Meanwhile, the lack of reward and the difference in financial income becomes
why they do not want to have a career as an intensive nurse (Chang et al., 2018., Liaw et
al., 2017). Thus, well-facilitated nurse career development and hospital leadership
support can increase nurses' desire to endure working in hospitals (Nurdiana et al.,
2019).

The low interest in becoming an intensive nurse can make nurses want to leave
their jobs and bring losses to the organization, especially those who have attended the
training. The National Health Service survey showed that the critical nursing area had
the highest number of nurses leaving their work than nurses in other units, i.e. 5% to
27% (Khan et al., 2019). Furthermore, research in Pennsylvania, United States, states as
many as 20% of nurses in intensive care units dislike their work and plan to leave
(Smith et al., 2020).

Previous research in one of the national referral hospitals in Jakarta indicated an
interest in being an intensive nurse for nurses with PK Il level showed the results were
quite interesting, i.e. 63.3% (Metalita et al., 2021). In a preliminary study at Hospital X
South Kalimantan, based on unstructured interviews with the head of the nursing
workplace, there were difficulties in recruiting nurses to be willing to be placed in the
intensive unit. Furthermore, the interview with eight nurses showed that eight nurses
stated they were less interested in being intensive nurses. By looking this phenomenon
and there is a lack of literature about factor influencing nurse interest becoming
intensive care nurse, the author would like to identify interest determinants to become
an intensive nurse.

RESEARCH METHOD

This study used a descriptive correlation research design with a cross-sectional
approach. The sample of this study consisted of 188 nurses with inclusion criteria in all
implementing nurses who served in inpatient units, ICU and IGD with education levels
of D3 Nursing and S.Kep Nurses, at the career level PK | to PK I11 willing participate as
respondents in the research.

The writer upholds ethical principles, including respecting respondent dignity,
maintaining personal confidentiality, providing justice and considering the impact. This
study was conducted after obtaining an ethical review certificate from FIK Ul with the
Number of Ket 253/UN2.F12.D1.2.1/PPM.00.02/2021 and a letter of passing the ethics
test from Idaman Hospital Banjarbaru City with No0.018/KEPK-RSDI/ X/2021.
Furthermore, the data collection process was carried out after obtaining permission and
passed the ethical review from the hospital. Then, data collection is conducted using a
google form head of the room assistant.

The research instrument was obtained through a questionnaire to measure interest
to become intensive nurse, self-efficacy, appreciation, family support, and supervisor
support consisting of 60 statements by measuring using a Likert scale (1-5). Meanwhile,
knowledge consisted of 9 multiple choice questions with a 0-100 score range. The
interest questionnaire to become an intensive nurse was modified from the Individual
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and Situational Interest questionnaire by Rotgans & Schmidt. The knowledge
questionnaire used the Intensive Nurse Knowledge questionnaire by Dominique
Vandijk et al. The uni-dimensional self-efficacy questionnaire was modified from the
General Self questionnaire by Zhou. Meanwhile, the reward questionnaire was modified
from the financial and non-financial reward questionnaire by Hains.

The family support questionnaire consisted of emotional and instrumental support
changed from the perceived family support questionnaire and the supervisor support
questionnaire consists of emotional and instrumental support modified from the
perceived supervisor support questionnaire by Boyar. The validity test results of all the
questions on the questionnaire ranged from 0.472 to 0.933, and the reliability value was
> 0.7. Furthermore, the data analysis was conducted using univariate (mean/median,
SD, min-max, 95% CI for numerical data and frequency and proportion for categorical
data) and multivariate analysis using multiple linear regression.

RESULTS
Table. 1
Distribution of Characteristics of Gender, Education Level, Work Units,
PK Level, and Training (n=188)
Variable Jumlah
n %
Gender
a. Male 88 46,8
b. Female 100 53,2
Level of Education
a. Nursing Diploma 102 54,3
b. Bachelor of Nursing (Ners) 86 45,7
Work Unit
a. Medical surgical ward 112 59,6
b. Emergency room 20 10,6
c. Intensive care unit (ICU, HCU, ICCU, PICU, NICU, 56 29,8
ICU Covid)
Clinical Nurse Level
a. PKI 108 57,4
b. PKII 42 22,3
c. PKIII 38 20,2
Trainning
a. None 20 10,6
b. BLS 114 60,6
c. ALS 4 2,1
d. ICU trainning 22 11,7
e. Other 29 14,9

Based on the univariate analysis results related to nurses characteristics shown
on table 1, most nurses were female (53.2%). Whereas 54.3% had D3 nursing education,
59.6% came from the inpatient work unit, 57.4% from PK level I, and 60.6% had
attended BLS training. The average age of nurses was 30 years and had four years
working period.
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Table. 2
Distribution of Nurses Based on Interest in Becoming
an Intensive Nurse (n=188)

Variable MeanzSD 95%ClI %*
Interest 41,25+10,68 39,71-42,79 60,93
Individual interest 24,34+6,35 23,42-2525 61,92
Situasional interest 16,91+4,69 16,23—7,59 59,55

Table 2 shown, the nurses' interest analysis results showed that the mean score of
interest in being an intensive nurse was 41.25+10.68, with a mean score of individual
interest 24.34+6.35 and situational interest 16.91+4.69. If converted in the range 0-100,
the score was 60.93% in a row, 61.92%, and 59.55%. The mean individual interest score
was more significant than the mean score of situational interest.

Table. 3
Distribution of Nurses Based on Knowledge, Self-Efficacy, Rewards,
Family Support and Superior Support (n=188)

Variable Mean+SD 95% CI %

Knowledge 68,01+36,18 62,81-73,22

Self Efficacy 45,12+6,92 44,13-46,12 69,00

Reward 45,7+7,87 44,58-46,84 70,20
Financial Reward 20+£3,41 19,64-20,62 75
Non financial Reward 25,5+5,16 24,83-26,31 66,07

Family Support 44,75%7,92 43,61-45,89 68,22
Emotional Support 23,05+£3,99 22,47-23,62 71,04
Instrumental Support 21,70+4,32 21,07-22,32 65,41

Supervisor Support 45,38+7,79 44,26-46,50 69,54
Emotional Support 22,79£3,95 22,22-23,36 56,39
Instrumental Support 22,58+3,93 22,01-23,15 87,90

Based on table 3, it can be seen that the mean score of nurses' knowledge was
68.01+£36.18, nurses' self-efficacy was 45.12+6.92, the rewards received by the nurse
was 45.7+7.87, (20£3.41 financial rewards and non-financial 25.5+5.16). Furthermore,
the mean of family support was 44.75£7.92 (emotional support 23.05+3.99 and
instrumental support 21.70+4.32). The mean superior support was 45.38+7.79
(emotional supervisor support 22.79+3.95 and instrumental support 22.58+3.93). If
converted into a value of 0-100, the knowledge value was 68.01, self-efficacy was 69%,
the reward was 70.20% (75% financial and non-financial 66.07%), family support was
68.22% (emotional 71.04% and instrumental 65.41%), and support from superiors
(emotional 56.39% and instrumental 87.90%).

Table 4.
Multivariate Analysis Model
Model B Standar Error t Sign.
Constant: 1,478 0,275 0,121
Work unit 0,257 0,604 5,056 <0,001
Gender 0,136 1,068 2,727 0,007
Self efficacy 0,381 0,096 4,621 <0,001
Reward 0,282 0,083 4,720 <0,001
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The results of the study indicated that the variables qualified for the candidate's
selection in multivariate analysis were age (p=<0.001), gender (p=0.002), years of
working (p=0.005), work unit (p=0.001), PK level (p=0.004), training (p=0.003), self-
efficacy (p=<0.001), rewards (p=<0.001), family support (p=<0.001), and supervisor
support (p=<0.001 ). Meanwhile, the level of education (p = 0.262) and knowledge (p =
0.479) did not relate to an interest in being an intensive nurse. After knowing several
independent variables did not affect the interest in becoming an intensive nurse, the
regression test was obtained using the backward method. It could gradually remove the
variable with the highest p-value. The results obtained showed that gender, work unit,
self-efficacy and appreciation variables influenced interest in becoming an intensive
nurse. The variables that meet the regression analysis are gender, work unit, self-
efficacy and appreciation. The final modelling of the multivariate analysis showed that
the factors that most influenced interest in becoming an intensive nurse were self-
efficacy with a value of 0.381 followed by an reward of 0.282, a work unit of 0.257 and
gender 0.136.

DISCUSSION
Interest

The overall interest of nurses is only in the moderate interest category. Thus, it
still needs to be improved. Interests consist of individual interests or interests within the
nurse itself and situational interests from external factors. Hence, the efforts still need to
increase interest. Situational interest is usually temporary and occurs because of the
external environment influence (Rotgans & Schmidt, 2018). Individual and situational
interests influence and benefit the organization, especially workforce management
related to nursing placement and work productivity (Kuvaas et al., 2017; Turner, 2017).

The sub-variable of individual interest by nurses is more significant than
situational interest. It means that interest comes from within (intrinsic) and can reflect
placing nurses in the intensive unit. The arrangement of intensive nurses according to
interests will give advantages to the organization because it affects job satisfaction,
increased motivation, and nurse retention. Thus, it can impact the quality of the service
provided. People who work according to their interests tend to get job satisfaction (Hoff
et al., 2020). Besides, Individual interests are a reference to the interest to determine the
profession or field of work to be chosen (Liaw et al., 2017).

The sub-variable of situational interest or interest in being an intensive nurse
occurs because of the supporting factors from the external environment. That external
environment influences each other with an individual interest in the nurse's decision to
choose a career. Situational interest influences a person’s attitude in choosing his career
workplace (Palmer et al.,, 2017). Factors that foster extrinsic interest affect the
workforce because they can help adequately utilize staff skills. Hence, they are willing
to be placed in the appropriate job workplace (Turner, 2017). Situational interest
depends on external environmental factors. Thus, the optimization of extrinsic
supporting factors will affect the interest in choosing a career as an intensive nurse.

Knowledge

Nurses' knowledge of intensive care services, including patient safety and service
quality, is in the sufficient category. They need a basic understanding of patient care and
safety knowledge (Okumura et al., 2019). Nurses who work in intensive units must have
that knowledge with critical health situations that require complex individual

57


https://journal.ipm2kpe.or.id/index.php/JOSING/announcement/view/36

2022. JOSING: Journal of Nursing and Health 2 (2) 53-64

interventions to meet patient needs (Khalil, 2019). The knowledge is advanced, requires
special preparation, and is highly valued. Thus, it becomes a challenge and difficulty
when nurses become intensive nurses.

There is no relationship between knowledge and interest in being an intensive
nurse. However, there is a tendency, the higher the basic knowledge of nurses on
services in the intensive unit, the lower the interest of nurses. Otherwise, the knowledge
can result in boredom and loss of interest. Thus, it can make nurses more aware of the
duties and responsibilities of intensive nurses, which are pretty significant in caring for
critical patients, resulting in reduced nurses' interest Fastrich & Murayama (2020) stated
no significant relationship between the individual, situational interests and knowledge,
high knowledge can increase individual interest situational interest and reduce feelings
of interest.

Nurses' knowledge related to services in the intensive unit is not the basis for
nurses' desire to become intensive nurses. Collins et al., (2018) state that there is no
relationship between knowledge of the workplace and interest in the workplace. It
means that the common knowledge of nurses does not become the basis for nurses not
being interested in becoming intensive nurses. Contrarily, high knowledge does not
affect the desire to become intensive nurses.

Self Efficacy

A nurse's self-efficacy will allow the nurse to carry out her responsibilities
according to her passion so that they can be confident in making decisions about
choosing the workplace that suits their desires. The most determined interest factor in
being an intensive nurse is self-efficacy. Every one increase in self-efficacy scores will
increase interest by 0.381. Confidence in making decisions about workplace choices can
be seen from the trust to assess the ability to solve problems related to career selection
(Dharma & Akmal, 2019). Self-efficacy is a determining factor influencing to interest
and decision making of nurse in workplace. It means that the better the nurses' self-
efficacy, the greater their interest in choosing a career as a nurse in the intensive unit
(Suetal., 2021).

This study showed that nurses have self-efficacy to become intensive nurses.
However, nurses' self-efficacy is still at different levels. The phenomenon that occurs
nowadays is nurses' self-efficacy is not balanced because some of them have low self-
efficacy, and some have high self-efficacy (Kurnia et al., 2019). Their self-efficacy
positively influences career interest in nurses. At the same time, the lack of ability is the
main obstacle for nurses to choose a career in a specialist area (Huang et al., 2019).
Self-efficacy can change dynamically due to new experiences, increased knowledge and
skills. Thus, follow-up efforts are needed to maintain and improve self-efficacy.

Efforts to increase nurses self-efficacy can make their interest in becoming
intensive nurses. One of the strategies is improving the abilities and skills of nurses by
participating in workshops and training. Research found a significant relationship
between training and increased nurses self-efficacy working in intensive units (Murphy
etal., 2019).

Nurses' self-efficacy can be maintained and increased through various efforts that
require support from hospitals and nurse managers. According to Ageiz et al., (2021)
nurse managers can strengthen nurses' beliefs about their abilities to influence nurses'
interest in choosing jobs and making decisions. High nurse self-efficacy, managers can
be a driving force to increase nurses' self-efficacy through being a role model or
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providing verbal encouragement (Fida et al., 2018). It can be concluded the role of
hospital management is needed in seeking to increase the self-efficacy of nurses so that
they are interested in becoming intensive nurses.

Reward

Reward are bonuses for nurses to motivate performance, encourage interest and
influence decision-making to choose the workplace. According to Nur et al., (2018)
reward can be financial or non-financial such as giving recognition. Rewards are
important in determining performance and are positively related to interest and
motivation (Nursalam et al., 2019). The reward for intensive nurses can be increased
based on standards by considering the workload, work risk, work stress and nurse skills.

There is a relationship between appreciation and interest in being an intensive
nurse. The reward can influence the nurse's desire to choose a workplace in a specialist
area of the intensive unit. Furthermore, the reward given to intensive nurses is a form of
commitment from the agency to meet the nurses need to increase the motivation and
interest. This is in line with (Samuel & Abdulkarim, 2019) research, which states that
staff become more interested and motivated in their job with rewards. Other research
shows rewards and benefits on the interest in nurses' role in the intensive unit (Macey et
al., 2021). Based on PMK 40 of 2017, developing a clinical nurse career path is a form
of appreciation for intensive nurses. It allows them to build their careers to the peak
level of competence, i.e. PK 5 if they have specialist qualifications.

The results showed that the sub-variables of financial rewards' sub-variables were
greater than non-financial rewards and influenced their interest in becoming intensive
nurses. Financial rewards in the form of salaries, bonuses, and incentives received
further increase the desire to become an intensive nurse because of the higher workload
and work stress level than working in a non-intensive unit. It follows the research of
Hains (2018) which states that wages related to finance will affect the motivation and
interest of nurses in the workplace. The increasing income through salaries and
incentives supports can increase job satisfaction and giving impact to interest of
workplace among nurse (Akinwale & George, 2020). The more significant the income
received by an intensive nurse, the more nurse will receive welfare from their work so
that interest in the workplace will be higher.

Family Support

Nurses receive support from their families to become intensive nurses in
emotional and instrumental support. Support provided by the family can encourage a
nurse's desire to choose a workplace as an intensive nurse. Family support is the
primary source of social support, which influences career interests and decision-making
in choosing a career (Xing & Rojewski, 2018). Support from family makes nurses have
a stronger desire for their career interests (Yoon, 2020).

The results showed family support and interest in being an intensive nurse. Family
support to become an intensive nurse can balance the demands of work and the
responsibilities of carrying out roles in the family so that there is no conflict between
work-family. Nurses need support from families regarding multifunctional parts of life
and the clinical role of nurses. Family support can influence interest to nurse career
choices (Sari, 2020). The relationship between support from the family and the nurse's
interest in choosing a career is in line with research by Leung et al., (2020) that the most
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crucial support from the family to maintain a career balance and the desire to choose a
career is in the form of emotional support as well as instrumental support.

The sub-variable of family emotional support received by nurses is more
significant than instrumental support in influencing interest in becoming an intensive
nurse. The form of family emotional support is by helping nurses decide on career
choices according to their interests, giving confidence in their ability to become
intensive nurses and listening to nurses' wishes for their careers. This is in line with
research conducted by , which states that family support can influence nurses' interest
job satisfaction (Gonnelli et al., 2018). Family support provided by the family will
convince nurses to help make decisions about choosing a career (Kogak et al., 2021).
The family is the closest person to the nurse, so the emotional support provided will
have a psychological impact on them and affect their interest in becoming an intensive
nurse.

Supervisor Support

This study shows that nurses argue getting support from their supervisors to
choose and develop careers according to their interests to become intensive nurses.
Supervisors support is the primary support that can stimulate the motivation and interest
of nurses in the workplace. Career development and staff interest require support from
supervisors, which is manifested in encouragement and motivation (Adams et al., 2019).
The head of the room needs to set a career path based on the performance, skills,
expertise and interests of the implementing nurse to have the appropriate career path
(Rayatin, 2018).

There is a relationship between supervisor support and interest in becoming an
intensive nurse by the instrumental supervisor support sub-variable being greater than
emotional support. Emotional and instrumental support related to work from supervisors
and agencies was negatively related to intention to quit work and positively associated
with interest and job satisfaction (Khan et al., 2020). Supervisors can help foster a
nurse's sense of interest and interest in a workplace, thereby creating a desire to choose
a career in that line of work (Putra & Supadmi, 2019). It shows that nurses perceive that
support from supervisors can influence their interest and desire to become intensive
nurses.

The instrumental supervisor support sub-variable in concrete or real support
obtained more significant results than the emotional support sub-variable and affected
interest in becoming an intensive nurse. Instrumental support is in the form of
opportunities to choose a career as an intensive nurse, providing needs and facilities that
support career choices, reducing workload and being fair by placing nurses according to
their interests. Support in the simple form by supervisors, one of which is human
resources arrangements should consider when developing strategies to improve nurse
retention, reduce nurses' workload and increase the interest of nurses to work in the
intensive care unit (Khan et al., 2019). Nurses tend to need instrumental support in the
form of availability of resources to facilitate their needs so that they are interested and
make career choices in the workplace as intensive nurses.

CONCLUSION

The results indicated the average respondent was 30 years old and had a working
period of 4 years. Most of the respondents were female, with a D3 nursing education
level, coming from an inpatient work unit. Besides having a PK I level, having attended
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basic life support training, and being a nurse. On the other hand, intensive is in the
lacking category. Thus, it needs improvement.

Diversity of age, gender, work unit, years of service, level of PK, and training
affect interest in becoming an intensive nurse. Interest in becoming an intensive nurse at
a hospital is not influenced by education and knowledge. However, it is influenced by
several factors, namely self-efficacy, reward, supervisor support and family support.
Support from supervisor and family is important to provide facilities to maintain career
balance and career choice decisions so that there is no family-work conflict. Hospitals
must ensure that the number of intensive nurses needs is sufficient so that the workload
of intensive nurses is not too high. The results of this study can also be used as a
reference for hospitals to take policies to increase interest in being intensive nurses. For
example, providing remuneration according to workload, providing opportunities to
improve career paths, and providing knowledge and information for nurses related to
intensive units by considering various factors and adjusting to conditions of the
environment, characteristics, and psychology of nurses.

This study indicated that self-efficacy is the most influential interest factor in
becoming an intensive nurse. Hospital management can make efforts to maintain and
improve nurses' self-efficacy.

SUGGESTIONS

Hospital management is expected to facilitate conducting training, especially
training programs for competency development and soft skills related to
critical/intensive nursing areas for nurses on an ongoing basis to improve their skills and
abilities. Thus, they are interested in becoming intensive nurses. The condition of the
work environment and the completeness of adequate service facilities in the intensive
unit must also be as consideration for hospital management so that nurses are interested
in working as intensive nurses.
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