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Abstract. The progress of a nation is the ultimate dream of every nation. This 
progress can be seen in the human and natural resources within a country. 
Sometimes a country may possess abundant natural resources but lack adequate 
human resources to manage them. The method used is a descriptive method with a 
qualitative approach, namely a method that aims to create a description, picture, or 
painting systematically, factually and accurately regarding the facts, characteristics 
and relationships between the phenomena being investigated as expressed by Nazir 
(2011:54). The strategy used is to use strengths to seize existing opportunities as 
follows: • Providing education and training to employees. Providing scholarships to 
employees who wish to continue their education through a government-issued 
contract, in accordance with company regulations. Providing training opportunities 
to all employees, with each employee receiving at least two training opportunities 
per year for personal and career development. • Offer promotion opportunities as a 
reward for high-performing employees. High-performing employees who have been 
with the company for at least five years can be transferred or given the opportunity 
to hold a position one level higher than their current one. • Rotation and transfers 
allow employees to develop themselves. Rotation fosters employees' eagerness to 
learn, and management can enhance their assessment. For example, if an employee 
has been in the teller department for three years, they could be moved to the 
administration department, for example, to provide a refresher for both employees 
and management. 
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1. Introduction 

The progress of a nation is the ultimate dream of every nation. This progress can be 
seen in the human and natural resources within a country. Sometimes a country may 
possess abundant natural resources but lack adequate human resources to manage 
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them. 

Today, human resources are a crucial factor in a nation's progress, particularly in 
corporate investment. The role of human resources is becoming increasingly crucial in 
light of global developments rife with competition between individuals and 
organizations. 

A company's organization is a forum for people to collaborate in their efforts to achieve 
goals. Organizations within a company must be able to manage their own resources 
effectively to survive and compete in today's competitive environment. In an effort to 
navigate this era of globalization, human resources are a crucial factor in a company's 
activities. Therefore, every company must maintain its employees as assets who can 
perform well and contribute their best to the company where they work. Without 
employees, an organization or company will struggle to achieve its stated goals 
effectively and efficiently. 

A company can survive if it receives support from its employees throughout its activities. 
This, of course, is inextricably linked to how well a company retains its employees. If a 
company is unable to retain employees, they will likely want to change jobs. This desire 
to leave is an early sign of employee turnover within the company. This requires 
companies to be vigilant, as high turnover can disrupt company activities and 
productivity. 

Currently, the Riau Islands is a developing province, with Batam City being one of its 
modern cities. PT. BPRS Syarikat Madani is a company engaged in the banking 
sector.banking in the service sector that sells services to consumers or customers and 
includes the business of customer trust in BPRS Syarikat Madani in storing their savings or 
deposit funds. 

Turnover intention is a persistent problem in several companies, including PT. BPRS Syarikat 
Madani, Batam City. The negative impact of turnover intention is affecting the quality and 
ability to replace departing employees, resulting in time and expense in recruiting new 
employees. 

Turnover Intentioncan be in the form of resignation, transfer out of the organizational unit, 
dismissal or death of an organizational member, the desire to leave an organization is 
generally preceded by employee intentions triggered by, among other things, employee 
dissatisfaction with the work and its results. Such as compensation, work environment and 
communication. PT. BPRS Syarikat Madani was established on May 22, 2007. For the Riau 
Islands Region, PT. BPRS Syarikat Madani is the first People's Economic Bank that adheres to 
sharia principles. For the first time, BPRS Syarikat Madani was headquartered at Graha 
Madani Jalan Bunga Raya Komplek Baloi Kusuma No. 01 Batam. As part of Sharia Banking, 
BPRS is subject to Bank Indonesia regulations and the provisions of the National Sharia 
Council. 

Over time, various phenomena have emerged at PT. Bank Perekonomian Rakyat Syariah 
(BPRS) Syarikat Madani, including a drastic increase in employee turnover in 2023 compared 
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to previous years. The increasing number of employees submitting resignations in 2023 has 
created human resources issues within management, which will undoubtedly impact the 
company's profits. This increase has occurred consecutively for the past three years. 

Table 

Data on the number of employees who resigned (left) 

Resignation Year Number of employees Employee Resigns 

2021 45 8 

2022 48 13 

2023 54 16 

Amount 37 

Source: Human Resources Department of PT. BPRS Syarikat Madani, 2023 

Employee turnover is a significant issue for both companies and employees. From a 
company's perspective, employee turnover can represent significant costs related to 
recruitment, training, and other costs incurred to address employee turnover, as well as 
various indirect costs, such as the loss of employees who have gained knowledge of the 
various roles within the company. From an employee's perspective, employee turnover 
can have both positive and negative consequences. 

The human resource factor in every company is a very important factor. Especially at PT. 
BPRS Syarikat Madani which is experiencing an increasing employee turnover rate and this 
can be caused by several factors, namely the compensation factor that is less transparent 
both from production services and other benefits by the management, salary increases 
according to the minimum wage that are evenly distributed not based on work performance 
that are late in being paid, a work environment that does not support work as well as 
improving employee skills, a lack of response to immediately repair the system, damaged 
facilities and infrastructure and less intensive communication both vertically and 
horizontally. 

2. Research Methods 

The method used is a descriptive method with a qualitative approach, namely a method 
that aims to create a description, picture, or painting systematically, factually and accurately 
regarding the facts, characteristics and relationships between the phenomena being 
investigated as expressed by Nazir (2011:54) as follows: The descriptive method is a method 
for studying problems in society and certain situations, including relationships, activities, 
attitudes, views, and ongoing processes and the influences of a phenomenon. 
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3. Results and Discussion 

3.1. SWOT Analysis of Employee Welfare at PT. BPRS Syarikat Madani 

The SWOT analysis method systematically identifies various factors to formulate a 
company's strategy. This analysis is based on logic that maximizes strengths and 
opportunities while simultaneously minimizing weaknesses and threats. 

3.1.1. Strength 

Strength is an internal factor that supports the company in achieving its goals. Strengths at 
BPRS Syarikat Madani. As explained by Dita Anandya, "one of the strengths of BPRS Syarikat 
Madani in terms of employee welfare is that employee salaries are in accordance with the 
UMK (District/City Minimum Wage)." The same statement was also conveyed by Tri Haryati, 
"BPRS Syarikat Madani employees have received THR, Incentives, and Jasprod." Meanwhile, 
Hasanudin explained the strengths of BPRS Syarikat Madani, namely "BPRS Syarikat Madani 
employees receive health and old-age insurance, namely BPJS Health and BPJS 
Employment." Based on the explanation above, the strengths of BPRS Syarikat Madani are 
as follows: 

a. Employees of BPRS Syarikat Madani have received salaries in accordance with the UMK 
(District/City Minimum Wage). 

b. Employees of BPRS Syarikat Madani have received THR, Incentives and Jasprod 

c. BPRS Syarikat Madani employees receive health and old age insurance, namely BPJS 
Health and BPJS Employment 

3.1.2. Weakness 

Weaknesses are organizational activities that do not run well or the resources needed by 
the organization are not available. Weaknesses in BPRS Syarikat Madani are diverse as 
explained by Dita Anandya "the existing weakness is that there is often a salary or 
compensation gap between employees". The same statement was also expressed by Tri 
Haryanti "the weakness is that the wage increase is inadequate every year which is not in 
accordance with the increase in the price of basic raw materials (inflation)". A clearer 
statement was expressed by Hasanudin "the existing weakness is the lack of support from 
management in several aspects" From the statement above, it can be concluded that the 
weaknesses in BPRS Syarikat Madani include: 

a. There are often salary or compensation gaps between employees. 

b. Inadequate wage increases every year that do not match the increase in prices of basic 
raw materials (inflation) 

c. Lack of support from management in several aspects 

d. Opportunity 

Opportunityis a situation or condition that is an opportunity outside an organization or 
company and provides opportunities for the organization to develop in the future. The 
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opportunities that exist in BPRS Syarikat Madani are diverse as explained by Dita Anandya 
"the opportunities that BPRS Syarikat Madani has are that management has not yet 
maximized the provision of training and education to improve employee competence and 
welfare". In line with what was expressed by Tri Haryanti who explained about the 
opportunities that BPRS Starikat Madani has. "the opportunities that BPRS Syarikat Madani 
has are that the wages received by employees along with bonuses and incentives are not 
yet maximized". A clearer statement was also expressed by Hasanudin regarding the 
opportunities that exist in BPRS Syarikat Madani "employees will prosper if they receive 
other benefits and office facilities outside of salary". From the several statements above, it 
can be concluded that the opportunities that BPRS Syarikat Madani has are: 

a. Management opportunities to provide training and education to improve employee 
competence and welfare 

b. Opportunity to increase employee wages along with bonuses and incentives according to 
banking industry standards. 

c. Employees will be prosperous if they receive other benefits and office facilities outside of 
their salary according to banking industry standards. 

3.1.3. Threat 

Threats are negative factors originating from the company's external environment that will 
provide obstacles to the Cooperative both now and in the future. As expressed by Dita 
Anandya, various threats faced by BPRS Syarikat Madani "there are employees who are not 
comfortable so they want to move jobs" Almost the same statement was also expressed by 
Tri Haryanti "the strongest threat faced by BPRS Syarikat Madani in employee welfare is that 
employees want to develop their careers so they look for opportunities elsewhere" This 
statement is supported by Hasanudin "the threat faced by BPRS Syarikat Madani is the large 
number of high-achieving employees who are accepted to work with better compensation 
elsewhere" From the various statements above, it can be concluded that the threats faced 
by BPRS Syarikat Madani are: 

a. There are employees who are not comfortable so they want to change jobs. 

b. The threat faced by BPRS Syarikat Madani is that many high-performing employees are 
accepted to work with better compensation elsewhere. 

c. The strongest threat faced by BPRS Syarikat Madani in employee welfare is that 
employees want to develop their careers so they look for opportunities elsewhere. 

3.2. Analysis of Employee Welfare Conformity and Gaps at PT. BPRS Syarikat Madani 

Based on the results of interviews with several respondents mentioned above, it can be 
concluded that there are several match and gaps in employee welfare at PT. BPRS Syarikat 
Madani. The company does strive for employee welfare by providing wages and several 
other benefits, but in reality the wages provided are in accordance with the UMK, but for 
other welfare aspects such as incentives, bonuses, and other position allowances are less 
appropriate (not yet included in the welfare level). Therefore, PT. BPRS Syarikat Madani 
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must review this suitability because it results in increasing employee turnover every year, 
which is detrimental to the company in various aspects. 

The author suggests that PT. BPRS Syarikat Madani should be open, discuss, and formulate 
compensation at certain levels so that there is no longer a gap in compensation or salary 
between employees, both in terms of length of service, position held, and work risks faced. 
This will create transparency between management and employees, where employees 
receive their rights not based on management estimates but in accordance with the rules 
that the company has established regarding employee rights and obligations. 

3.2.1. Analysis of the Suitability and Gap of the Work Environment (Physical and Non-
Physical) at PT. BPRS Syarikat Madani 

Based on the results of interviews with several respondents mentioned above, it was 
concluded that there are several suitability and gaps in the work environment (physical and 
non-physical) of employees at PT. BPRS Syarikat Madani. The employee work environment is 
quite good, clean and comfortable, which has been created by the company and is felt to be 
good by employees. However, it still has several other shortcomings such as outdated office 
facilities that have not been updated, inadequate office facilities that make employees 
hampered in working. Likewise, compensation is a factor that affects comfort in the work 
environment. Therefore, it is best for PT. BPRS Syarikat Madani to improve and adjust these 
problems because it results in increasing employee turnover every year, which turnover is 
very detrimental to the company in various aspects. 

The author suggests that PT. BPRS Syarikat Madani audit any work environment issues that 
pose obstacles that must be resolved immediately. This will eliminate any gaps in the work 
environment between employees, and encourage them to be more enthusiastic about their 
work. When employees feel comfortable in their jobs, they become loyal and less likely to 
consider changing jobs because the company has provided an adequate work environment 
that meets their needs, eliminating any gaps. 

3.2.2. Analysis of the Suitability and Gap of Employee Career Development at PT. BPRS 
Syarikat Madani 

Based on the results of interviews with several respondents mentioned above, it can be 
concluded that there are several inconsistencies and gaps in employee career development 
at PT. BPRS Syarikat Madani. While the company does provide employee career 
development, in practice, this development is not evenly distributed, and not all employees 
receive the opportunity. Consequently, employees who want to develop themselves but do 
not receive the opportunity feel uncomfortable and want to move to a new workplace for 
greater appreciation and self-development. PT. BPRS Syarikat Madani must re-evaluate this, 
as it results in increasing employee turnover every year, and this turnover is detrimental to 
the company in various aspects. 

The author suggests that PT. BPRS Syarikat Madani should provide all employees with ample 
opportunities for personal development. Alternatively, it could establish a rule requiring 
each employee to develop themselves with specific annual targets. This would increase 
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competition in the workplace. All employees would have the opportunity for transfers, 
rotations, and promotions based on their abilities and career development. If this can be 
implemented effectively, employees will be motivated and compete to develop themselves 
and become the best. 

3.2.3. Difference in Weighted Value of PT. BPRS Syarikat Madani 

Based on the research results linked to the SWOT-4K Matrix, the three key issues (employee 
welfare, work environment, and career development) are all in the growth position. This 
allows us to analyze the existing issues and improve them (growth). 

SWOT Analysis Strategy through SWOT-K Matrix Scheme 
                                   Environment 
Environment 

Company Strengths Company Weaknesses 

Business opportunities SO Strategy WO Strategy 

Business Threats ST Strategy WT Strategy 

4. Conclusion 

Based on the results of the SWOT analysis that has been carried out, it can be concluded 
that: a. The employee well-being dimension has an internal value of 0.8 and an external 
value of 1.0. This indicates that the employee well-being dimension is in a growth position, 
with the strategy used to leverage strengths to seize existing opportunities as follows: • 
Providing wage increases in line with banking standards, namely a minimum base salary of 
IDR 4,500,000 (excluding other allowances). And ensuring a consistent base salary for 
employees at the head office and branch offices to effectively address the salary gap. • 
Adding service allowances appropriate to employee positions. For example, provide an 
additional beauty allowance of Rp. 350,000 per month for front-line employees, a gasoline 
allowance of Rp. 350,000 per month for marketing employees, and an additional risk 
allowance of Rp. 350,000 per month for tellers and accounting staff related to the risks of 
handling company cash. • Adding social security beyond BPJS Kesehatan and 
Kegakerjaan. This includes adding private insurance that can cover employee health for 
illnesses not covered by BPJS Kesehatan. One example is BNI Life's employee insurance, 
which can cover other illnesses not covered by BPJS Kesehatan in their entirety. b. The 
employee work environment dimension has an internal value of 1.4 and an external value of 
2.0. This indicates that the employee work environment dimension is in a growth position, 
while the strategy used is to use strengths to seize existing opportunities as follows: • 
Improve and equip office facilities to improve their quality. Purchase computers, printers, 
etc. Maintain office equipment and electronics such as money counting machines, safes, air 
conditioners, generators, etc. to ensure they are well-maintained and any damage can be 
promptly repaired. If repairs cannot be made, purchase new ones immediately to avoid 
disrupting office operations. • Providing appropriate office facilities to employees based on 
their needs and position. Additional facilities such as laptops and office vehicles are provided 
for employees in IT support and reporting departments, with laptops of adequate 
specifications. Directors, branch managers, and managers are provided with additional 
facilities such as office vehicles and official residences. • Maintain good working 
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relationships between employees and management. Regularly hold meetings, briefings, in-
house training, and family gatherings to foster good cooperation and consistent 
communication between employees and management. c. The career development 
dimension has an internal value of 1.0 and an external value of 1.0. This indicates that the 
employee's career development dimension is in a growth position. The strategy used is to 
use strengths to seize existing opportunities as follows: • Providing education and training to 
employees. Providing scholarships to employees who wish to continue their education 
through a government-issued contract, in accordance with company regulations. Providing 
training opportunities to all employees, with each employee receiving at least two training 
opportunities per year for personal and career development. • Offer promotion 
opportunities as a reward for high-performing employees. High-performing employees who 
have been with the company for at least five years can be transferred or given the 
opportunity to hold a position one level higher than their current one. • Rotation and 
transfers allow employees to develop themselves. Rotation fosters employees' eagerness to 
learn, and management can enhance their assessment. For example, if an employee has 
been in the teller department for three years, they could be moved to the administration 
department, for example, to provide a refresher for both employees and management. 
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