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Abstract
Background: Career mapping is an effective strategy for providing nurses with a clear direction and a realistic time
scale for achieving their career goals. The purpose of this research is to investigate career mapping for nurses at a
new hospital in Jakarta.
Method: The study design is qualitative and implements a focussed case study approach. Data were collected from
focus group discussions (FGDs) with two groups: one group consisted of eight staff nurses and the other consisted
of six nurse managers. An inductive content analysis of all transcripts from the FGDs and of field notes was
conducted independently.
Result: This research produced seven themes that together portray the entire career mapping process. In Hospital
X, the career map for a particular nurse is based on the level of formal education, the length and nature of their
work experience and a competency assessment. A self-assessment process and considerations related to
competence in all aspects of nursing have been included in the process for nurses at Hospital X. The idea that
nurses should be positioned in a working environment that matches their level of competency is a fundamental
principle for nursing managers.
Conclusion: As a new hospital, Hospital X has implemented nurse career mapping and striven for accreditation.
Career developments not only become the responsibility of an organisation but also the responsibility of individuals
to develop themselves and their careers.
Keywords: Case study, Career mapping, Nurse, Assessment, Competencies, New hospital

Background
Nurses are the most prodigious human resource in healthcare. Nurses work in shifts, interacting with patients, doctors, colleagues and other health experts while enduring
high work demands, a rotational work schedule and daily
emotional impositions that must be dealt with to avoid
boredom and fatigue [1]. Many nurses who possess the
capability to grow and develop at a hospital become frustrated, lack motivation and eventually resign. Therefore, it
takes travail to retain and develop nursing skills and careers, one of them with the career stages programme [2].
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Retention programmes include career stages and nurse
rewards [3].
A professional career stage is a system to improve performance and professionalism, field-based competency
[4], work satisfaction and resolve differences in the
amount of remuneration workers believe they deserve [5].
The success of a career depends on the nurse’s participation in clinical decision making, the ability to define shortterm and long-term goals and the ability to manage his or
her nursing career proactively [6]. Nurses must realise that
they need to improve their competence, while their
leaders need to accept their responsibility to facilitate this
process and support the nurses with developmental policies [7]. Research in Colorado (n = 68) found that many
registered nurses decline to participate in career stages
due to a lack of realisations toward career stages and the
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application process [8]. Nurses’ participation in the career
stage is also instigated by intrinsic motivation. Career
stages that are contrived to appreciate clinical advantages
and nurses’ competencies require an active role to achieve
the targeted career level [9].
Mapping is a process in ordaining nurses’ levels
based on prerequisites set by the hospital. The world
has recognised career mapping patterns since the
1970s to guarantee improvement in nurses’ competencies and the quality of services. In Indonesia, the career stage was only implemented in 2005. Career stage
figures used by the hospitals in Indonesia had to be
modified to adapt to the hospital conditions in 2006.
Proper career stage system implementation requires a
competency evaluation supplemented by a selfassessment. The results of a literature review and discussions with practitioners in the hospital showed
that there are some captivating elements regarding
career stage implementations in Indonesia.
In fact, Indonesia has had a legal basis that enforces
career stage implementation procedures. However, the
enactment of career stage implementation appears to
be solely to achieve accreditation. In addition, career
stage implementation in some hospitals has experienced obstacles and various career stages models that
will be performed. This has been the case since the
earliest stage, and the mapping process still creates
misunderstandings and variations in career stage implementation as well as protests or conflicts during
mapping.
There are almost no meaningful adjustments when a
nurse is positioned at a certain career level. Sometimes,
nurses’ competencies and their duties do not match their
career level. Hospital X is a new hospital that serves as
an interesting case study. Of the various methods presented, the researcher will investigate nurse career mapping in Hospital X.

Methods
Participants, data collection and design

The research was conducted in a new general hospital
established in 2015 in Jakarta with 455 beds. The capacity
includes: a VIP (Very Important Patient) unit with six beds,
an inpatient unit with 359 beds (divided into Class I with
eight beds, Class II with 39 beds and Class III with 312
beds), an HCU (High Care Unit) with 18 beds, an ICU
(Intensive Care Unit) with 15 beds, an ICCU (Intensive
Cardiology Care Unit) with seven beds, an NICU (Neonatal
Intensive Care Unit) with 13 beds and a PICU (Paediatric
Care Unit) with seven beds. The nursing staff consists of
376 people, of which 225 have attained a diploma, one has
a Bachelor of Nursing and 150 are registered nurses. The
staff only comprise 68% of the hospital standard of 468
nurses. The nurses’ workloads are excessive, with the ratio
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of nurses to patients in one service at 1:10–12. The bed occupancy ratio is as high as 90%.
This research used an intrinsic case study approach
that aims to establish a comprehensive understanding
of nurse career mapping. A purposive sampling technique was applied to acquire 14 participants who
were divided into two groups: eight nurses and six
nurse managers. The participation criteria required
various nursing education levels. The first group was
comprised of staff nurses and the team’s captain; the
second group included the nurses’ managers from the
lower, middle and top levels and diploma and registered nurses with work experience ranging from less
than one year up to 16 years. All participants who
agreed to participate in this study signed the informed consent form to participate and consent to
publicise the research result. The qualitative research
instrument is self-researcher [10]. The researcher was
a facilitator, who was helped by a documenting assistant. Aides included structured question guidelines,
field notes, stationeries, two voice recorders with 4GB
memory capacity that were positioned throughout the
hospital during the FGD implementations and a
handphone as a backup should there be any technical
issue with the recorders.
Data analysis

An inductive content analysis was used and corroborated with the research team. Audio data were transcribed and supplemented by field notes. Transcripts
were read twice to catch any writing errors and to confirm the participants’ statements; the participants were
involved in validating the transcripts. Then, the data
were organised, extracted to find meaningful statements
and parsed to formulate meanings. The data were then
categorised to be formulated into themes. Gradually,
they were condensed into codes and integrated in a
complete breakdown of the researched cases. Ultimately,
the data were presented as research results in the forms
of figures, tables and discussion materials.
Data validity

Data validity tests were performed in several ways.
First, participants checked the conformity of their
statements with the transcripts and field notes. Second, proof of the data collecting process until whole
data can be outlined. Research evidence was conserved in audio recordings and field notes. Third,
transcript data, field notes and data analysis results
were discussed with an expert on qualitative research.
The research results were controlled by receiving
validation from the participants and comparing the
research results with related literature. Fourth, the application of the principle of data transparency was
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complimented by submitting clear reports that were
detailed, systematic and trustworthy so that they
could become a reference for readers.

Results
The participants’ characteristics in this research are described in Tables 1 and 2. Pseudonyms were used for
every participant. The flow and requirement of nurses’
career stages are included in a file attachment in Figs. 1
and 2 (see Additional file 1).
As this is an interpretivist study, the researcher included
her interpretation while translating the transcript into
English to avoid the possibility of content loss in the translation process. This research effectuates seven themes,
and examples from the participants are included below.
Career stage mapping requirements based on education
level, work experience, work duration and competencies

Participants discussed the qualifications or considerations needed to map nurses’ career stages, which include education level, work experience, work duration
and competency, as elaborated in the statements
below.
“In my opinion, nursing career mapping can be
determined by the educational levels.” (Ayu #FGD1).
“Career stage mapping starts with how the nurses will
be positioned, based on their employment duration.”
(Lasmi #FGD1).
“So, nurses need to do self-assessment to know their
qualities and abilities as a nurse.” (Dewi #FGD1).
“Every nurse must have career stage. Time passes,
they must improve their competencies by reaching
higher education level or taking short courses for
certain skill in the nursing profession. So, the nurses
will be promoted faster or will be given the chance
to progress in their career level as soon as possible.”
(Lasmi #FGD1).

Career stage processing-based mapping model
modification

The career stage mapping model in Hospital X is initiated
by completing administration files, preparations, assessments, a results appeal and evaluation-monitoring. Participant statements that represent this theme are as follows.
“As the first process of the career stage, we prepare the
nurses’ data. From the first time they work in our
hospital, we ask them to provide the birth certification,
certificates of degree, letter of work experience followed
by previous work experience, or any course certificate
that is in line with nursing. They have to compile it on
a flash disk and upload it to the HRD’s system.”
(Siti - FGD2).
“We have competency assessments arranged by
assessor, skill examination, self-evaluation and peer
review. But we are not strict. Assessees can know
who their assessor will be and which unit will be
used as an assessment spot. We modify this based
on the hospital’s conditions. I mean that the assesee
who failed can complain if they think that they are
already good enough to pass the examination. After
that, the assessor will reanalyse their complaint.”
(Siti - FGD2).
“We did the competency assessment, peer assessment
and self-assessment as proof and validation of the
nurses’ competencies” (Nita - FGD2).

Whole elements of nursing in the process of career stage
mapping

Hospital X involves all elements of nursing in career
stage mapping, whether they are associate nurses,
nurses’ managers or nurses who have participated in career stage mapping training. This theme is supported by
the statements below.

Table 1 Participants in FGD Group 1 / Staff Level
No

Pseudonym

Sex

Position

Education

1.

Lasmi

Female

Primary Nurse at Maternity Unit

Diploma Nurse

2.

Titis

Female

Primary Nurse at Internist Unit

Registered Nurse

3.

Dewi

Female

Associate Nurse at Maternity Unit

Diploma Nurse

4.

Puja

Female

Associate Nurse at Maternity Unit

Registered Nurse

5.

Ayu

Female

Associate Nurse at Maternity Unit

Diploma Nurse

6.

Maya

Female

Associate Nurse at Internist Unit

Registered Nurse

7.

Ningsih

Female

Associate Nurse at Internist Unit

Registered Nurse

8.

Wiwin

Female

Associate Nurse at Internist Unit

Diploma Nurse
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Table 2 Participants in FGD Group 2 / Managerial level
No

Pseudonym

Sex

Position

Education

1.

Nita

Female

Director of Nursing (Top Nurse Manager)

Registered Nurse

2.

Dian

Female

Head Nurse

Diploma Nurse

3.

Bima

Male

Head Nurse

Registered Nurse

4.

Siti

Female

Head Nurse

Registered Nurse

5.

Fika

Female

Head Nurse

Diploma Nurse

6.

Bilqis

Female

Head Nurse

Registered Nurse

“We also involve our colleagues, who were recruited as
assessors in their previous workplace. We had extra
workdays, and they participated, even though they
have the right to a free day. We work together in the
whole process of assessment and build a strong team
for it.” (Fika - FGD2).
“We involved head nurses and primary nurses in every
unit to carry out socialisation regarding the process of
nursing career mapping. As a result, they understood
and helped the nursing career mapping team in this
process…” (Nita - FGD2).

Obstacles faced by the managerial level and nurses in
implementing career stage mapping

Some obstacles faced by nurse managers include incomplete administration papers, time limitations, a
lack of motivation from nurses and limited support
from hospital leaders. Some obstacles faced by implementing nurses include complex question formats,
time limitations and difficulties with self-evaluation.
Statements that represent this theme are provided
below.
“The other obstacles come from completing the
documents. The majority of nurses do not complete all
of their documents: They do not have the work
experience letter, degree certificate, or registered nurse’s
certificate.” (Bilqis - FGD2).
“I think the obstacles are a lack of time and low
numbers of human resources. Even though we are the
assessors, we have to back up nursing services in
certain units.” (Nita - FGD2).
“There is no intrinsic motivation yet from the
majority of nurses for developing themselves. We
understand this condition, because it is still a new
hospital and a new nursing workforce. They need to
suit all programmes. But hopefully in the near

future they will have the self-realisation and high
intrinsic motivation to arrange their careers.”
(Fika - FGD2).
“Generally, our hospital management’s team think that
the mapping document is just a piece of paper and
that it is useless. They do not yet realise that it is
important in helping nurses to develop their skills and
knowledge, which impact on the quality of nursingcare delivery” (Siti - FGD2).
“Since there are too many forms needed to be
completed, we felt it was a little bit difficult to do.
Actually the competency-evaluation form had been
completed, but other forms are confusing and time
consuming,” (Maya - FGD 1).
“As you know, we fill out the self-evaluation forms according to our opinions, so it is more subjective. I
mean, what I think about something is like that, but
according to other people, it is not like that. I think the
other obstacle is that judgement tends to be subjective.” (Puja #FGD2).

Creative solutions for overcoming career stage mapping
obstacles

Nursing elements in Hospital X possess some steps to
overcome these obstacles, including: special tricks in
outpatient rooms, coordinating administrative papers
collectively and promoting internal training. This theme
is supported by the following statements.
“We have tips that have been given regularly to
prepare the nurses in our ward for the competencies
assessment. Actually, they only have to read again
or recall the operational procedural standard (OPS)
of every nursing intervention or collaborative
intervention. Nurses rarely read it, so they forget
about OPS when they are assessed. So, in this short
amount of time, we usually spend ten minutes
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reading an OPS after handover. Nurses said that in
this way they are able to remember it or discuss it
with their peer group in terms of the SOP. At the
end, they will be more confident and ready to face
the assessment day” (Dian - FGD2).

“If we see from the mapping that is very good because
it prioritises nursing duties… The mapping used is a
basic human need that encourages the nurses about
their main duties in care, not just as medical
assistants.” (Lasmi - FGD1).

“When we find competency gaps, we fix them
internally. We are very glad that many of our friends
are intelligent, so we can better discuss it. We also
conduct short training and discussion sessions or share
our reflections in journals and case studies twice a
week” (Dian - FGD2).

“The one type of reward that we have given is to
send some nurses to short training session for
improving their professional nursing skill.”
(Nita - FGD2).

Response evaluation and career stage mapping benefits

The results and benefits of career stage mapping were
evaluated, and the responses from nurses and other
health workers were diverse. Significant statements that
supported this theme include:
“We get good responses from the doctors and
midwives. They are very supportive of implementing
the nursing career mapping programme. The doctors
and midwives also think that if the nurses are
competent in giving nursing care, they will be
happier, as will qualified nurses, who will work
together to provide the best healthcare services.”
(Ayu - FGD1).
“Nurses respond to this programme in different
ways. Many of them are afraid because of the
decline in their nursing career level. If they are
evaluated, then the result will show that they are
incompetent on a certain level. They know that this
will mean a decrease in their career level. This will
have a bad effect on their remuneration. That is
the point that scares them about the programme of
a mapped nursing career.” (Fika - FGD2).
“In our ward, we motivate each other. We explain that
actually, we will only be observed in terms of our
nursing intervention, so do not be afraid. We help
each other to prepare for the assessment.”
(Dian - FGD2).
Benefits of career stage mapping include favour in
implementing duties, achievements based on competencies, providing clinical authorities, training, financial incentives, self-motivated development, inter-professional
collaborations and conducive organisational environments. This theme is supported by the statements below.

“One of the targets in nursing management division is
that all of nurses in this hospital will have their career
level so that they will get the remuneration based on
their career level and performance” (Nita - FGD2).
“With the existence of career mapping programmes, it
will help nurses to carry out their duties and
responsibilities. Nurses are able to perform in
accordance with their competences. There are
responsibilities and accountabilities in every action
performed by nurses. Besides this, healthcare staff
become more comfortable working with nurses and
opening up discussions about patient health.”
(Wiwin - FGD 1).
“Through this process of nursing career mapping, our
togetherness is guaranteed, more loyal and support
each other more.” (Nita - FGD2).

Follow-up plan of the career level mapping programme
based on nursing staff development

Nurse managers have developed a follow-up plan to
the career stage mapping programme by trying to
maintain the image of the hospital, improving human
resources in nursing education, evaluation and
prolonged monitoring, establishing a mentorship
programme, satisfying the fundamentals of formal and
non-formal education, collaborating with educational
institutions, providing positive support and simplifying
the assessment format. Some statements that support
this theme follow.
“We always help our friends to understand that we
all work in the public hospital. As we know, many
public hospitals receive complaints from patients
and society. The health workers in hospital,
especially nurses, are still stigmatised for being too
serious or tense. Now, we want to change that
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image by providing the best nursing services for
society.” (Nita - FGD2).
“After career mapping is performed, we will evaluate
its implementation. Hopefully there will be more
feedback for the career mapping programmes so that
they will become better.” (Lasmi - FGD1).
“We hope to continue this programme for maintaining
nurses’ competencies. We agree and support the
evaluation of nurse competencies that is done by
evaluating a nurse’s ability to fulfil the basic needs of
patients” (Puja - FGD1).
“Through this process, we can also see that nurses
share their knowledge and skill. For example, if a
nurse at level 1 do not know about any skill then
nurses level 2 will guide those nurses at level 1.”
(Titis - FGD1).
“In the near future, there will hopefully be an
opportunity for nurses to continue their formal higher
education as a follow up to the nurse career mapping
programme.” (Dewi - FGD1).
“For the next three years, we should collaborate
with some education institutions that deliver the
practice of nursing clinics in our hospital. In 2018,
we are expecting those institutions to admit some of
our nurses to their institutions for continuing formal
education. So there will be mutual benefits.”
(Nita - FGD2).
“We hope that no one will play favourite from
hospital management in choosing which nurse
should partake in continuing education or formal
training. My hope is that the management division
will support every nurse in develop their
competencies.” (Fika - FGD 2).

Discussion
The requirements and career stage mapping model

Career stage mapping in Hospital X is categorised by
education, experience, work duration and competency
evaluation. This career staging has its own unique ways
of assessing personal capabilities and self-assessments.
Benchmarking results can be combined into personal
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communications with the nurses’ managers, who apply
career stages in some Indonesian hospitals, suggesting
that there are many duties to be fulfilled [11]. The career
stage has been implemented in some hospitals but is
sometimes insufficient for recruitment implementation,
rotations, prolonged professional improvement and promotions, which become inseparable components of career stages [12, 13].
National hospitals still have nurses with only high
school educations, and career stage regulations have
been considered. This will become the role model for
other hospitals in Indonesian provinces. A profession
should determine the minimum qualification of a profession’s level and no vocations below it [12]. As a recently
established profession that has only recently been protected under law in Indonesia through the enactment of
Nursing Law no. 38 in 2014, nursing is still very much
in need of benchmarking. It needs to learn from other
countries that have established regulations for ensuring
the quality of their nursing. This quality needs to be
established in terms of the nursing services provided
and regulations that protect nursing staff; it must also
ensure that an adequate nursing education system is
established. However, better resources are required to
establish a nursing system in Indonesia and strengthen
the nursing profession. Benchmarking results in
Thailand indicated that no nurses there have a vocational education [14]. This consequence should be addressed by the recognition of a profession [15].
Nurses’ career paths in Japan, Taiwan and Thailand
begin with basic nursing education, followed by license
issuance with certain qualifications. Specialist nurse development must focus attention on the qualitative aspects of professional experience in services and support
the right individual for human resource improvement
[16]. Nursing careers in England since 2006 have been
directed into five career pathways: society and family
heath, emergency and critical care, first contacts, access
and emergency care, long-term care support and mental
and psychosocial care [11]. Nurses need to improve their
competencies [17]; thus self-evaluation becomes one of
the strategies to build a nursing practice and proofbased career stage [18].
Competencies are interconnected to education and formal and informal training. Nurses’ competencies need to be
clearly understood based on the stages [19]. Higher education is conducted for professional improvement and quality
nursing care. Human resource management executes recruitment and retention of skilled employees so that hospitals can provide quality services [20]. Organisations can
achieve competitive superiority through their talented,
skilled and experienced staffs. One way to ensure that
nurses achieve maximum performance is through career
stages [21].
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Career mapping requires guidelines that cover the implementation of career stage development, competencies
that need to be fulfilled and other options for career development [17]. Self-evaluation and assessment verification can become one of the strategies to establish a
nursing practice culture and career stage systems that
adopt proof-based nursing competencies [18]. Competency assessments at the new hospital are a good starting
point for helping management determine the nurses’
capabilities and provide quality nursing care. Early mapping competency assessments are unequivocal because
the organisational culture is easily shaped and nurses
will gain increased motivation from improvement
programmes. Many hospitals have operated for years but
still have difficulties developing a competency assessment due to the static attitudes of nurses who are apathetic toward many development programmes [22].
Career stage mapping increases service quality and
substantiates nursing professions

Workers who tend to improve themselves are emboldened by the highest basic human necessity, which is the
need for self-actualisation [23]. Nurses feel proud of
their career level. The career stage effectively supports
professional career development, keeping quality nurses
working at a hospital, and also serves as a selfactualising vessel [24]. This requires support from
leaders and colleagues. The career stage sometimes becomes just a concept without further action. Nurses in
Indonesia tend to think of career stage implementation
as the promise of additional financial rewards, when in
reality, career stages are implemented to guarantee service quality and nurses’ competencies, so they must be
interpreted as a medium for motivating professional development [25]. Career stages, according to nurses, are
their competency responsibilities.
Career stages can increase work satisfaction, quality
care provisions, safety and are cost-effective for patients [26]. Nurses need to understand that the purpose of career stages is to improve service quality
and substantiate the nursing profession. Career stages
also impact financial rewards and clinical authority,
but nurses are also required to exhibit exemplary
working conditions [27]. Career stages provide clinical
authority, in which nurses who are considered competent will do the work determined by a formal review
process by a group of people including professional
colleagues and specialists based on their qualifications, education, skills and experience [23]. This
process includes the determination of clinical competence [28]. Nurses’ competencies must include a core
competence that relates to their specialties.
Nurse managers stated that in Hospital X, the sense of urgency to implement career stages was to gain accreditation.
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These concepts are not precise, so it needs to be emphasised
that four standards exist in accreditation evaluation, but career stages are not a prerequisite. The goal of accreditation is
increased quality of service, not achievement of the bare
minimum. Career stages must be viewed as a medium for
achieving accreditation but not as the final destination.
Nursing synergy elements are involved in career stage
mapping

Career mapping involves lower-line to top-line nurses.
Human resources are needed by nurse managers to clarify the development process after nurses achieve the
roles to plan for education continuance [8]. Nurses’ elements in Hospital X indicate the totality in the process
of career stage mapping until the preparation for accreditation. Organisations need leaders’ sustenance for
the success of the programme. Top management needs
to be active from the beginning of mapping until the
nurses’ careers are determined [7]. Competency reviews
and goal preparation help employees identify competencies that must be reached [29]. Organisations need to organise work limitations and management performance
through competency arrangements and reward mechanisms that touch base with professional aspects to establish achievement motivations. Organisations motivate
employees by providing opportunities to express ideas,
as making decisions is an important factor for increasing
performance [30].
Nurses are individually responsible for improving
themselves [23]. Career stages are simply a medium and
cannot be relied on to promise career developments.
Nurses must conscientiously and purposely plan out
their careers in a continuous process [29]. The responsibility of an individual to strategise career development is
a difficult concept for Indonesian nurses. It is difficult to
plan for self-improvement individually, such as through
training programmes, because the people who are
assigned to join the training are the same people, and
many are managerial nurses. Development programmes
are in the leaders’ dominion, and staff are not capable of
voicing their development aspirations. Transcendental
achievements, overlapping all things that seem to be material advantages, need to become individual motives for
self-improvement.
Obstacles of the career stage mapping process and their
solutions

Obstacles of implementing career stages are experienced
by nurses as well as nurse managers. Nurses feel a lack
of support and see it as a problem in the institution’s
system as well as direct self-prevention [31]. Some
nurses cited an excess of documents to be completed
and the difficulties, complications and time consumption
associated with applications as obstacles [32]; these
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obstacles also occur in other countries. Another obstacle
is that nurse managers feel the inadequacy of the hospital’s support for nursing. Leaders’ patronage becomes a
serious concern because health workers need to feel appreciated to be motivated to work [33]. Nurse managers
are blocked by a lack of financial support and understanding about professional development and do not
have power at the middle management level to enact
professional improvements. Nurses are not considered
important contributions to human resources in the planning of professional development [1].
Other obstacles include obscure duties and nursing
committee roles. Nurses in the committee include the
room master and team leaders, who are responsible for
4–6 patients daily and who execute the committee’s assignments. Structural positions cannot be the reason for
swaying the main tasks to provide nursing care. Suggestions include limiting clinical duties and providing manageable nurse-to-patient ratios that are suitable so as not
to overload the nurses and allow them to execute their
duties optimally, whether in functional or structural
fields.
In addition, there are misconceptions about the assessor concept at Hospital X. Nurses who participate in assessor’s training return to the hospital to execute it, and
the room master and one team leader from every team
in each room must be an assessor. Assessors do not perform nursing duties to reach the target of assessed
nurses and believe they are exempt from delivering patient services. Assessors should be nurses who possess
credibility and adequate clinical skills to master competencies, especially if the assessed area overlaps with the
competencies in a special nursing unit such as the ICU
or HCU.
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pride. Self-efficacy has a positive influence on involvement in professional development and career progress
[39, 40].

Conclusion
Hospital X is a newly opened hospital that has implemented nurse career mapping and has actively worked
to achieve accreditation. A new hospital employing
nurses with a heavy workload is at an advantage in promoting development programmes. Hospitals need to
prepare their nursing workforce through clear planning.
This needs to become an on-going process that is used
to align the priorities of the organisation with those of
its workforce to ensure it can meet its service requirements and the behaviours expected of the organisation.
An assessment of competencies at the start of career
stage mapping can direct nurses to master core competencies. This is a basic requirement that can be a significant advantage to the hospital. Inaccurate work
placements, where nurses lack the necessary qualifications or competencies, can cause nurses to underperform and fail to provide optimal services. Not only is
career development the responsibility of an organisation,
it is also the responsibility of each nurse to improve his/
her own career without depending on management. Career mapping needs to be understood as an effort for professional development as well as adequate nursing care,
not just for fulfilling accreditation requirements.
Additional file
Additional file 1: contains Figs. 1 and 2, which explain the flow of
career mapping and the requirements of nurses’ career levels in Hospital
X. (PDF 474 kb)

Career stage mapping programme evaluation

Career stages provide clarification about financial rewards [34]. Financial benefit is known as remuneration, which increases motivation to work [35]. The
nursing manager’s role is to determine nurses’
remunerations based on performance evaluations [36].
Remuneration implementations are based on the
workload, nursing care provided to patients, education
level, work duration, responsibilities, attendance and
position of each nurse [37].
Competency-based career mapping supports health
workers’ collaborations and can increase patients’ safety
and ease of access, coordinate effective health services,
optimise the health of health service providers, develop
mutual respect, share knowledge and skills and escalate
roles and communications [38]. Nurses in Hospital X
hope for the mentorship process to lay the foundation
for professional development. Mentorship promotes selfefficacy by escalating confidence, competencies and

Acknowledgements
We greatly appreciate the editor and anonymous reviewers for their
constructive comments and recommendations. The author wishes to thank
all participants of this study; without their contributions, it would not have
been possible to undertake this research.
About this supplement
This article has been published as part of BMC Nursing Volume 18 Supplement
1, 2019: Selected articles from the 6th Biennial International Nursing Conference.
The full contents of the supplement are available online at https://bmcnurs.
biomedcentral.com/articles/supplements/volume-18-supplement-1.
Authors’ contributions
RTSH provided intellectual and theoretical input for the manuscript and
interpretation of the findings. INR supervised the data collection and data
analysis. PMS was a major contributor in writing the manuscript. All authors
were involved in revising the manuscript and have read and approved the
final manuscript.
Author information
Faculty of Nursing, Universitas Indonesia, Jln. Prof. Dr. Bahder Djohan,
Kampus UI Depok, Depok, West Java, 16424, Indonesia.

Sandehang et al. BMC Nursing 2019, 18(Suppl 1):31

Funding
The publication cost of this article was funded by a grant from the University
of Indonesia Research Division & Community Service.
Availability of data and materials
Not applicable.
Ethics approval and consent to participate
This research has been approved by the University of Indonesia Faculty of
Nursing Ethic Committee, with letter number: No. 82/UN2.F12/D/HKP.02.04/
2017. The participants in FGD were treated fairly and without discrimination
in providing information for the research. They were also provided with
transportation fee compensation, snacks and souvenirs. Every participant was
given pseudonym to confide their privacy. Written documents regarding
research including audio recordings during the implementation of FGD were
transferred to a computer and saved using a password that was only known
by the researcher. All participants who agreed to participate in this study
signed the informed consent form to participate.
Consent for publication
Hospital X also provided consent to publish the research results
anonymously. The researcher also sent out informed consent for publication
to eligible nurses. All participants who agreed to participate in this study
signed and returned a consent form for publication.
Competing interests
The authors declare that they have no competing interests.
Published: 16 August 2019
References
1. Baucom B. Nurses perception of clinical ladder program. Gardner - Webb
University, 2012. Thesis: Published.
2. Roulin CN, Dawson AJ, Stasa H, Roche MA, Homer CSE. & Duffield. Nursing
churn and turnover in Australian hospitals: nurses perceptions and
suggestions for supportive strategies. BMC Nurs. 2014;13(11):151–63.
3. McKinney SR. Factors related to registered nurse retention in nursing
homes: a national perspectives. J Prof Nurs. 2010;32(5):173–98.
4. Hariyati RTS. Perencanaan, pengembangan dan utilisasi tenaga
keperawatan. PT Raja Grafindo Persada: Jakarta; 2014.
5. Saragih, L & Lala, S.G. Hubungan jenjang karir dengan kepuasan kerja
perawat di rumah sakit santo borromeus. Eksplanasi. 2013;7(4):55–72.
6. Paplanus LM, Bartley-Daniele P, Mitra K. Knowledge transalation: a nurse
practicioner clinical ladder advancement program in a university-affiliated,
integrated medical center. Journal of the American Association of Nurse
Practitioner. 2014;26(8):424–37.
7. Pierson, M.A., Liggett & C., Moore, K. Twenty years of experience with a
clinical ladder: A tool for professional growth, evidence-based,” J Contin
Educ Nurs 2010;41(10):33–41.
8. Nelson M. J & Cook, P.F. evaluation of a career ladder program in an
ambulatory care environment. Nurs Econ. 2008;26(6):353–61.
9. Bernes, K.I., Hibbert, M., Sigler, K., Fanning, L & Sandoval, L. Clinical ladder
program participants and job satisfaction: A comparison,” Southern
Nazarene University Oklahama: Dipublikasikan; 2011.
10. Creswell JW. Qualitive inquiry and research design: choosing among five
approaches. 6th ed. SAGE: Thousand Oaks; 2013.
11. Suroso J. Penataan sistem jenjang karir berdasar kompetensi untuk
meningkatkan kepuasan kerja dan kinerja perawat di rumah sakit. Eksplanasi.
2011;6(2):123–31.
12. Chen Y-C. Essential professional core competencies for nurses. J Nurs. 2010;
10(7):12–8.
13. Herawati, Hariyati, R.T.S & Afifah, E.. Pengembangan profesional keperawatan
berhubungan dengan kemampuan perawat dalam mengatasi nyeri pasien.
Jurnal Keperawatan Indonesia. 2017; doi:https://doi.org/10.7454/jki.v20i1.501.
14. Department of Nursing - Mahidol University, “All about Siriraj Hospital Department of Nursing. Mahidol University; 2016.
15. Jogudomusuk P. The kingdom of Thailand health system review. Bangkok:
Siriraj Press; 2015.
16. Onishi M, Sasaki M, Nagata A, Kanda K. Development of nurses with
specialties: the nurse administrators perspective. J Nurs Manag. 2008;16(3):
795–803.

Page 9 of 9

17. Griffiths J. Career development for practice nurses. Primary Health Care.
2013;18(4):17–20.
18. Hsueh, M.K., Chen, H.L., Hsiu, H.L., Mei, J.C., Sheng, H.F &Ying, J. Building an
evidence-based practice culture: incorporating evidence-based nursing in
the clinical ladder system. J Nurs 2011;18(5):68–74.
19. Tafwidhah Y, Nurachmah E, Hariyati RTS. Kompetensi perawat puskesmas
dan tingkat keterlaksanaan kegiatan perawatan kesehatan masyarakat. Jurnal
Keperawatan Indonesia. 2012;15(1):21–8.
20. Porkodi S, Haque A. Human resource issues: special emphasis on
maintenance and retention of paramedical employees in private hospitals.
Journal of Organisation & Human Behaviour. 2012;1(2):19–31.
21. Shammot M. The role of human resources management practices
represented by employee’s recruitment and training and motivating in
realization competitive advantage. Int Bus Res. 2014;7(4):55–72.
22. Duvall, D.R & Andrews, J.J. Using a structured review of the literature to
identify key factors associated with the current nursing shortage. J Prof Nurs
2010;26(5):309–317.
23. Jennings, K., Mutsch, K.S & Schleman, K. Factors contributing to decision to
participation or not participate in a clinical ladder program. Nothern
kentucky University: Dipublikasikan, 2009.
24. Burket, T.L., Felmlee, M., Greider, P., Hippensteel, D.M., Rohrer, E.A & Shay, M.
Clinical ladder program evolution: outcomes, from novice to expert to
enhancing. J Contin Educ Nurs 2010:41(8):369–374.
25. Sulistyawati W. Hariyati, R.T.S & Kuntarti. Implementasi sistem jenjang karir
dalam pelaksanaan discharge planning. Jurnal Keperawatan Indonesia. 2016;
4(1):34–43.
26. Dolea C. Stormont, L & Braichet. Bull World Health Organisation: J.M.
Evaluated strategies to increase attraction and retention of health workers
in remote and rural areas; 2010. https://doi.org/10.2471/BLT.09.0706.
27. Hariyati RTS. Sutoto & Irawaty, D. Kredensial dan rekredensial keperawatan.
PT Raja Grafindo Persada: Jakarta; 2016.
28. Petri HL, Govern J. Motivation: theory, research and application. 6th ed.
Belmont, CA: Wadsworth Cengage Learning; 2013.
29. Marquis, B.L & Houston, C. Leadership roles and Management in Nursing
Theory and Application, 7th Edition. Wolters Kluwer Health: Lippincott
Williams&Wilkins; 2010.
30. Royani., Sahar, J & Mustikasari. Sistem penghargaan terhadap kinerja
perawat melaksanakan asuhan keperawatan. Jurnal Keperawatan Indonesia.
2012;15;129–136.
31. Luck L. Wilkes, L & O’Baugh. J Treading the clinical pathway: a qualitative
study of advanced practice nurses in a local health district in Australia BMC
Nursing. 2015. https://doi.org/10.1186/s1291201501057.
32. Han YH, Kim K. The recognition and expecting need of nurses’ the career
ladder. International Information Institute. 2014;17(12A):6297–306.
33. Huicho, L., Miranda, J. J., Diez-Canseco, F., Lema, C., Lescano, A. G & Lagarde,
M.D. Job Preferences of Nurses and Midwives for Taking Up a Rural Job in
Peru: A Discrete Choice Experiment. PLoS One. 2012; doi:https://doi.org/1
0.2471/BLT.09.066290.
34. Bärnighausen, T & Bloom, D.E. Financial incentives for return of service in
underserved areas: a systematic review. BMC Health Service Research 2009;
9(5):86–88.
35. Lambrou E. Motivation and job satisfaction among medical and nursing
staff in a Cyprus public general hospital. BioMed Central for Human
Resource Health. 2010;8(26):1–9.
36. Litchfield SM. Salary negotiations and occupational health nurses. American
Associaion of Occupational Health Nurses Journal. 2010;58(5):174–6.
37. Ferguson LM. Nurse education in practice from the perspective of new
nurses : what do effective mentors look like in practice ? Nurse Educ Pract.
2011;11(2):119–23.
38. Burton, S. Collaborative Practice in Health care. Paper presented at the
meeting of 5th International Nursing Conferece, Faculty of Nursing,
Universitas Indonesia, Jakarta; 2015.
39. Adeniran, R., Glasgow, M.E & Bhattachary, E. Career advancement and
professional development in nursing. A Nurse Outlook 2013;43(7):46–53.
40. Coyne, L.M & Chatham, C. Role development in professional nursing
practice (4th edition). Burlington, MA: Jones & Barlett Learning; 2017.

Publisher’s Note
Springer Nature remains neutral with regard to jurisdictional claims in
published maps and institutional affiliations.

