
  

 

ABSTRACT 

The purposes of this research are to find out about the influence of compensa-
tion on Insurance Agent Turnover Intention at PT MNC Life Assurance Sales 
Office Medan and to find out the impact of compensation on insurance Agent 
Turnover Intention, simultaneously as well as partially. 
The methods of this research are a descriptive and verificative method, thus 
the methodology of this research is descriptive survey method and explanatory 
survey method. The type of investigation in this research is causality. The unit 
of analysis of this research is individual, which are the entire agents of PT MNC 
Life Assurance Sales Office Medan in the amount of 60 people, which is analy-
sis by the method of a census. A time horizon of this research is cross-
sectional. The technique of the solution to this research is SPSS. The plan of 
data analysis of this research is path analysis, by the test plans of this re-
search are correlation test and determination test. 
The result of this research is that compensation on Insurance Agent Turnover 
Intention in PT MNC Life Assurance Sales Office Medan is good; however, they 
still need reformation and improvement. Compensation simultaneously influ-
enced on turnover intention.  
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INTRODUCTION 
The development of the in-

surance industry in Indonesia has a 
significant role in supporting the 
national development process. Seen 
by the contribution of the insurance 
company in cultivating long-term 
funds in large quantities, which are 
then used as funds in the develop-
ment made by the Government. 

In the services provided by 
the insurance company, the public 
also get support in the form of pro-
tection for various risks and also 
losses that can happen at any time, 
especially when they are doing 
business. This shows how the de-
velopment of insurance also has a 
considerable role in the economic 
growth and development that hap-
pened lately. 

An increasingly good com-
munity understanding of the im-
portance of protection of insurance 
is also a thing that affects progress 
in the insurance business itself. 
When community confidence in a 
product has been created, it will be 
easier to develop and sell the prod-
uct. This is the case in the insur-
ance business, where more and 
more people want guaranteed pro-
tection against the various risks 
they will face in the future. 

The Indonesian Life Insur-
ance Association (AAJI) revealed 
that the profession as an insurance 
agent can support the growth of 
the insurance industry. It is ex-
pected that the number of insur-
ance agents can continue to experi-
ence growth in line with still-low 
levels of insurance penetration in 
the homeland. "Agents are one of 
the most important assets for the 
life insurance industry. Life insur-
ance agents have a huge role in the 
growth of the industry 
"(Hendrisman Rahim,2016). 

According to Mobley (in Sain-
ing, Hamzah & Indar, 2011) the de-
sire to move (intention turnover) is 
the tendency or intention of the 

employee to stop working from his 
or her work voluntarily or not volun-
tarily or displacement from one 
place to another workplace accord-
ing to his own choice. Turnover in-
tention defined as the person's 
wishes quit of the company, the de-
sire to move reflects the wishes of 
the individual leaving the organiza-
tion and seeking another job alter-
native (Suhanto, 2009). 

Turnover intention can also be 
interpreted as a labor movement 
out of the organization, the desire 
to move refers to the results of indi-
vidual evaluation of the continua-
tion of the relationship with the or-
ganization that has not been real-
ized in the definite action leaving 
the organization (Witasari, 2009). 
According to Harnoto (2002) turno-
ver intention is the rate or intensity 
of the desire to exit the company. 
The intention out is defined as a 
person's intention to perform the 
actual separation from one organi-
zation (Good et al, in Sunjoyo & 
Harsono,2003). 

Meanwhile, Indriantoro (in 
Indriantoro & Suwandi, 1999) 
states that the turnover require-
ment refers to the results of individ-
ual evaluation of the continuation of 
its relationship with the organization 
and has not been realized in the 
course of leaving the organization. 

Furthermore, Harnoto 
(2002) argues that the intention 
of turnover is the rate or inten-
tion of the desire to quit the com-
pany triggered by various reasons 
that cause the turnover to be wa-
gering, usually this is due to 
wanting to get a better job.   
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Table 1 Preliminary survey of 
Agent exit MNC Life(n = 30) 

Source: Survey result 2016 
(data processed) 

Based on the results of prelim-
inary surveys as presented in table 
1, it is clear that there is an indica-
tion of the high agent exit of PT 
MNC Life Assurance Sales Office 
Medan, this can be seen from the 
high value of the thought indicators 
to exit when there is a better offer 
from another company, intend to 
find an alternative job if the oppor-
tunity to move forward is inhibited 
by the employer and intends to 
come out due to the uncertain com-
pensation. 

PT. MNC Life Assurance is a 
local life insurance company under 
the auspices of MNC Group which 
was established on 23 March 2010 
after acquiring UOB Life – Sun As-
surance. MNC Life offers a complete 
range of life insurance products 
through a multi-channel distribution 

system with an agent lineup as the 
main business unit.  

  
Table 2. MNC Life Distribution 

Line 

Source: Marketing Division 
MNC Life 2015  

Research conducted at PT 
MNC Life Assurance Sales Office 
Medan, because it is based on the 
observation that Medan's marketing 
office is a marketing officer with the 
largest number of agents in Indone-
sia where the performance tends to 
decline which is characterized by 
the number of agents coming out 
annually. The number of agents 
that exit PT MNC Life Assurance 
Sales Office Medan from 2013 to 
2015 can be seen in table 3, namely 
as follows:  

 
Table 3. Agent Data, Recruit, 

and Exit PT MNC Life Assurance  
Sales Office Medan 2013-

2015  

Source: Distribution Services 
PT MNC Life Assurance  

According to table 3, the 
overall number of agents that exit 
or resign during the last three years 
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No Agent Exit Intentions Indicator Score 

1 
I'm thinking of getting out of work when it comes 
to having a better job offers from other companies 

112 

2 
I intend to find an alternative job if my opportunity 
to progress is inhibited by the employer 

100 

3 
I intend to exit due to compensation as an insur-
ance agent has no certainty 

100 

4 

I am thinking of getting out of work when the 
company and management does not provide a 
stable working situation and conditions 

98 

5 
I intend to find an alternative job if the facility and 
work environment is unpleasant 

99 

6 
I intend to quit the company due to lack of super-
vision from employers 

96 

Total value 605 

Average value 100,8 

DISTRIBUTION LINE 

Agency 
Distribution 

Alternative 
Distribution 

Group 
Distribution 

1. Agency Force 1. Bancassurance 1. Direct sales 

2. Financial  
Specialist 

2. Worksite 
Marketing 2. Broker 

  
3. Direct 
Marketing   

 

4. Retail 
Assurance   

Year 
Initial 
Agent Recruit 

Total 
Agents 

Resign/ 
Exit 

Total 
Agents 

% Agents 
Resignation 

2013 896 873 1769 101 1768 5,70 % 

2014 1768 534 2302 335 1967 14,55 % 

2015 1967 349 1618 507 1111 31,33 % 
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in PT MNC Life Assurance Sales Of-
fice Medan has reached a high per-
centage of the total number of 
agents on That year. In the year 
2013 the figure out the agent was 
not so large only in the 5.70% and 
increased to 14.55% in the year 
2014, subsequently, in the year 
2015, the figure out the agent in-
creased sharply to 31.33%. 

Turnover intention agent in PT 
MNC Life Assurance-Sales Office 
Medan caused by the offer of work 
from other companies. The number 
of new insurance companies pre-
sents in Indonesia by providing 
more facilities, both in terms of 
compensation or other benefits. 
This attractive offer makes the 
agent have the intention to resign. 

In terms of compensation, an 
inappropriate salary or wage may 
affect the employee's desire to exit 
the company. An insurance agent 
only gets a salary or wage from a 
percentage of the number of premi-
ums generated. An uncertain salary 
or wage makes the agent prefer 
another job. 

Based on the explanation 
above, it can be confirmed the im-
portance of research on the effect 
of compensation on the intention to 
exit the insurance agent of PT MNC 
Life Assurance Sales Office Medan.  

 
LITERATURE REVIEW 
HUMAN RESOURCE MANAGE-
MENT  

Human resources can be inter-
preted as a human management 
process, through planning, recruit-
ment, selection, training, compen-
sation, career, safety and health 
and maintaining industrial relations 
until termination to achieve corpo-
rate objectives and improvement of 
stakeholder welfare (Kasmir,2016).  

 According to Noe (2013), Hu-
man resource management is how 
to influence the behavior, attitudes, 
and performance of employees 
through the policies and systems 

owned by the company. Meanwhile, 
according to Dessler (2013), human 
resource is a process concerning 
employee assessment, compensa-
tion, working relationship, occupa-
tional health and security in a fair 
manner to the functions of human 
resource management. 

Marchington & Wilkinson in 
Burma (2014) states that human 
resource management is increasing-
ly needed as a contemporary devel-
opment tool to form relationships 
with employees, and as an effective 
tool to replace management per-
sonal and industrial relations. 

Susan in Okoye and Ezejiofor 
(2013:251) defines human resource 
management as an organizational 
function that focuses on recruit-
ment, organizing, and providing op-
portunities for people within the or-
ganization. Human resource man-
agement is a strategic and compre-
hensive approach in regulating hu-
man, cultural, and working environ-
ment. Marchington & Wilkinson in 
Burma (2014:87) states that human 
resource management is increasing-
ly needed as a contemporary devel-
opment tool to form relationships 
with employees, and as an effective 
tool to replace management per-
sonal and industrial relations. 
Schuler and Jackson in Tan and 
Nasurdin (2011) defines human re-
source management as a system to 
attract, develop, motivate, and re-
tain employees to ensure the effec-
tiveness and sustainability of the 
Organization's life and Members.  

 
Compensation  

Compensation is something 
that employees receive as a substi-
tute for their contribution of ser-
vices (Rivai & Sagala, 2011:741). 
Management of compensation im-
plemented properly will help the 
company to acquire and diverse 
employees with the competencies 
that the company needs. Without 
enough and good compensation 
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employees will feel dissatisfied, re-
duce performance, raise com-
plaints, and lead to the level of em-
ployee turnover becomes high. 

Compensation is financial and 
non-financial services. Financial 
compensation consists of two 
forms, directly and indirectly. Direct 
financial compensation in the form 
of payments to employees can be 
wage, salary, bonuses, and com-
missions. As for the indirect finan-
cial benefits and all fixed remunera-
tion, but not including direct finan-
cial compensation. To respond to 
non-financial services can be a 
compliment, self-esteem, and 
recognition of the achievements 
that employees have done (Rifai 
and Septyanto, 2013). Sopiah 
(2013) says that compensation in 
financial form is important for em-
ployees because compensation can 
directly meet their needs, especially 
the need for physiology. Employees 
also expect compensation following 
the sacrifices that have been given 
in a non-financial form which is also 
very important for employees espe-
cially for their career development. 

Shieh and Petera in Adeoye 
and Fields (2014) State that com-
pensation is an important instru-
ment of recruiting and sustaining 
talented employees who are dedi-
cated and responsible to the organi-
zation. Compensation management 
aims to achieve long-term business 
objectives through recruiting, moti-
vating, and retaining competent 
employees. Based on the expert 
opinion, there are no dimensions 
that correspond to the company's 
circumstances, the concept is less 
relevant to the policies applied by 
the company. 
Bernadin in Odunlade (2012) stated 
that compensation is all forms of 
financial rewards and tangible ben-
efits received by employees as a 
form of participation in employ-
ment. Compensation is divided into 
two, cash compensation which is a 

direct payment of work and addi-
tional compensation in the form of 
programs and social benefits. Cash 
compensation consists of salary ba-
ses, wages, and overtime pay-
ments; and reward contingent in 
the form of performance allowanc-
es, incentives, bonuses, and. Addi-
tional compensation refers to the 
benefits program of social security, 
pension guarantee, insurance, fami-
ly benefits, leave, training costs, 
and education benefits (Cascio in 
Odunlade, 2012). Based on the ex-
pert opinion above, there are di-
mensions of wages, salary, incen-
tives, social and retirement security, 
and leave, so this concept is rele-
vant for use in the conditions and 
problems faced by the company.  

 
Types of compensation  

Compensation divided into two 
groups; direct and indirect compen-
sation, according to Slamet 
(2007:265-268): 

1. Direct compensation in-
cludes: 

A. The underlying salary 
which is the basic com-
pensation received by an 
employee is usually a 
wage or salary. 

B. Non-fixed income is a 
type of compensation as-
sociated with individual 
performance, the team, 
or with an organizational. 

2. Indirect compensation, in-
clude: 

A. Employee Benefits. Addi-
tional privileges are other 
than payment such as 
non-office payments 
(training, work leave, ill-
ness, red Day holidays, 
private events, rest peri-
ods, health insurance, 
and retirement pro-
grams). 

B. Positional Allowance. Ad-
ditional privileges other 
than the payment of 
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compensation and em-
ployee benefits. 

 
Compensation Indicator  

The compensation indicators 
taken from Handoko (2005:185) 
are as follows: 

1. Payment of wages for 
time-off (time off bene-
fits). It is a period when 
employees do not work 
but stay paid. For exam-
ple: resting on-the-job, 
pain, holidays & leave 
and others. 

2. Economical protection 
against hazards. A form 
of security protection/
assurance against the 
first danger that is com-
monly observed in a gov-
ernment agency. For ex-
ample Life insurance, 
health insurance, and 
others. 

3. Employee Service Pro-
grams. Facilitative ser-
vices are activities that 
should normally be car-
ried out by employees in 
daily life and provide var-
ious forms of service to 
fulfill various needs. For 
example recreation pro-
grams, cafeteria, housing 
provided and others. 

4. Legally Set Compensa-
tion Payment. Society 
through the Government 
has an interest in the 
minimum levels of condi-
tions and work situations 
in the sense of protection 
of workplace hazards 
threatening to its 
life. Examples: provision 
of severance for employ-
ees who are disconnect-
ed from their work, pay-
ment of labor insurance 
and health care periodi-
cally and others.  

 

Turnover Intention 
According to Mobley in Sain-

ing, Hamzah & Indar (2011) the de-
sire to move (intention turnover) is 
the tendency or intention of the 
employee to stop working from his 
or her work voluntarily or not volun-
tarily or displacement from one 
workplace to another according to 
their own choice. Turnover intention 
defined as the person's wishes re-
sign of the company, the desire to 
move reflects the wishes of the in-
dividual leaving the organization 
and seeking another job alternative 
(Suhanto, 2009). 

Turnover intention can also be 
interpreted as a labor movement 
out of the organization,  the desire 
to move refers to the results of indi-
vidual evaluation of the continua-
tion of the relationship with the or-
ganization that has not been estab-
lished in the course of action left 
the Organization (Witasari, 2009). 

According to Harnoto (2002) 
turnover intention is the rate or in-
tensity of the desire to resign/exit 
the company. The intention out is 
defined as a person's intention to 
perform the actual separation from 
one organization (Good et al, in 
Sunjoyo & Harsono,2003). 

Meanwhile, Indriantoro (in In-
driantoro & Suwandi, 1999) states 
that the turnover requirement re-
fers to the results of individual eval-
uation of the continuation of its re-
lationship with the organization and 
has not been realized in the course 
of leaving the organization.  

 
Factors influencing Turnover 
Intention. 

Factors affecting the turnover 
are quite complex and are intercon-
nected with each other. Among 
these factors will be discussed as 
follows (Novliadi, 2007:10-12): 

1. Age. The turnover rate 
tends to be higher in 
young employees be-
cause they have a desire 
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to experiment with work 
or organization and want 
to gain greater confi-
dence through the trial. 
Supported by Cheng and 
Chan (2008:272), turno-
ver intention stronger on 
employees with shorter 
and more robust work-
life in younger employ-
ees than older employ-
ees. 

2. Length of Working. The 
longer the work period 
the lower the turnover 
trend. More turnover 
happens to employees 
with shorter working 
days. Interaction with 
age, the lack of early so-
cialization is a condition 
that allows the turnover. 

3. Level of education and 
intelligence. According to 
Handoyo, it is said that 
those who have a low 
intelligent level will see 
difficult tasks as pres-
sures and sources of 
anxiety. He was easy to 
feel anxious about the 
responsibilities and felt 
insecure. Conversely, 
those with a higher level 
of intelligence will feel 
bored quickly with mo-
notonous jobs. They will 
boldly come out and look 
for new jobs than those 
whose level of education 
is limited, because of 
their limited intellectual 
ability. 

4. Company bonding 
strength. Workers who 
have a strong sense of 
attachment to the com-
pany in which he works 
means having and shap-
ing the sense of belong-
ing, sense of safety, effi-
cacy, purpose, and 
meaning of life and posi-

tive self-image. The di-
rect result is declining 
the urge to move jobs 
and companies.  

 
Types of Turnover 

Employee Turnover is a pro-
cess by which employees leave the 
organization and must be replaced. 
Many organizations find that turno-
ver is a detrimental issue.   Turno-
ver type according to Mathis and 
Jackson (2000:125-126): 

1. Involuntary turnover and 
voluntary turnover. 
A. Involuntary turnover. 

Dismissal due to poor 
performance and vio-
lations of employ-
ment regulations. In-
voluntary turnover 
triggered by organi-
zational policy, work 
rules and perfor-
mance standards not 
met by employees. 

B. Voluntary Turnover. 
Employees leave the 
company because of 
their wish-
es. Voluntary turno-
ver can be caused by 
many factors, includ-
ing career opportuni-
ties, salaries, supervi-
sion, geography and 
personal/family rea-
sons. 

2. Functional turnover and 
dysfunctional turnover. 
A. Functional Turnover. 

Employees with lower 
performance, less re-
liable individuals, or 
those who interfere 
with co-workers leave 
the organization. 

B. Dysfunctional Turno-
ver. Important and 
high-performance 
employees who leave 
the organization at a 
crucial time. 
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3. Uncontrollable turnover 
and controllable turno-
ver. 

A. Uncontrollable Turno-
ver. arise for reasons 
beyond the employ-
er's influence. Many 
reasons why employ-
ees resignation can-
not be controlled by 
the organization for 
example as follows: 
Displacement of em-
ployees from geo-
graphic regions, Em-
ployees decide to 
stay in the area for 
reasons of family, 
husband or wife sep-
arated and employ-
ees are students who 
are just graduating 
from college. 

B. Controllable Turno-
ver. Emerging be-
cause of factors that 
can be influenced by 
employers. In con-
trollable turnover, 
organizations are 
better able to nurture 
employees when they 
handle employee is-
sues that may incur 
turnover. 

Turnover Intention is the ten-
dency or intention of the employee 
to stop working from his or her 
work voluntarily or voluntarily or 
transfer from one workplace to an-
other at his discretion. The inten-
tion turnover dimension used by 
researchers in this study is thinking 
to come out, intend on looking for 
another job and intend to exit the 
organization.  

 
METHODOLOGY 

The research method used is 
the method of descriptive survey 
and explanatory survey. The pur-
pose of descriptive research is to 
present a profile or explain aspects 

relevant to a phenomenon exam-
ined from an individual perspective. 
The purpose of exploratory research 
is to test the hypothesis, to acquire 
the idea, as well as an understand-
ing of a problem so that further re-
search can be further directed. 

The type of investigation in 
this study is causality. The analysis 
Unit in this study is an individual, 
the insurance agent of PT MNC Life 
Assurance. Time Horizon In this 
study is cross-sectional, information 
from samples collected directly from 
the location empirically, to know the 
opinion of the population to the ob-
ject being researched. 

 
FINDING AND DISCUSSION 

Compensation is both finan-
cial and non-financial rewards that 
organizations give to their employ-
ees to improve job satisfaction. In 
the descriptive analysis, compensa-
tion in PT MNC Life Assurance Sales 
Office Medan measured based on 
the dimensions of salary or wages, 
incentives, and social security. The 
dimensions of salary or wages are 
measured by Company's salary or 
wage indicators; incentive dimen-
sions are measured by the diligence 
allowance indicator and the holiday 
allowance, and the dimensions of 
social security are measured by par-
ticipating indicators in the insurance 
Health and retirement benefits. 

The results of the descriptive 
analysis of compensation show de-
tailed in table 4 . 

Tabel 4. Compensation at PT 
MNC Life Assurance Sales 

Office Medan(N=60). 
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Poll 
Code 

Compensation indicators Score 

K1 
Salary or wages provided by the company 204 

K2 
Diligence Allowance 236 

K3 
Holiday Allowance 220 

K4 Participating in health insurance programs 240 

K5 Retirement Benefits 230 

Total Score 1130 

Average Score 226 
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Source: Research result, 2016 
(processed data). 

Based on table 4, see that the 
compensation in PT MNC Life Assur-
ance Sales Office Medan has an av-
erage value of 226 which is in the 
fourth-class interval value (204-
300). This indicates that in general 
compensation in PT MNC Life Assur-
ance Sales Office Medan has been 
well-made by its agents. The high-
est element of compensation in PT 
MNC Life Assurance Sales Office 
Medan value is on the element of 
participating in the health insurance 
program is 240.While the lowest 
element of compensation in PT 
MNC Life Assurance Sales Office 
Medan is the element of salary or 
wage with a value of 204. 

This indicates that in general, 
the agent has perceived compensa-
tion in PT MNC Life Assurance Sales 
Office Medan has been good espe-
cially in elements participating in 
health insurance programs and 
needs to be maintained. Neverthe-
less, some agents perceive com-
pensation in PT MNC Life Assurance 
Sales Office Medan regarding salary 
or wages and the day benefits still 
require improvement and enhance-
ment. 

 
Agent Turnover Intention at PT 
MNC Life Assurance Sales Of-
fice Medan  

Turnover intention is the ten-
dency or intention of the employee 
to stop working from his or her job 
voluntarily or involuntarily or trans-
fer from one workplace to another 
in his own choice. In the descriptive 
analysis, the agent intention of 
turnover in PT MNC Life Assurance 
Sales Office Medan is measured 
based on the dimensions of thought 
to come out, intend to find another 
job and intend to leave the organi-
zation. The dimensions of thinking 
to exit are measured by thinking 
indicators to exit, postponing jobs 
until the employer asks him, leaving 

the office without a supervisor's li-
cense and often not to go to work 
for no reason; dimensions intend to 
find another job measured by 
Thought indicators to come out, 
think to develop careers in other 
companies, and plan to find other 
job openings; Dimensions intend to 
leave/exit measured by indicators 
listed in the job site, applying for a 
job in another company and seek-
ing help in getting a new job. A dis-
cussion of descriptive analysis re-
sults can be seen in detail in table 
5.  

 
Table 5. Turnover Intention at 
PT MNC Life Assurance - Sales 

Office Medan (N=60)  

Source: Research result, 2016 
(processed data). 

Erwansyah.  (2018). 
Econosains Volume.16 Nomor.2 August 2018 P (155-166) 

 The Influence Of Compensation On Insurance Agent Turnover Intention At PT MNC LIFE AS-
SURANCE SALES OFFICE MEDAN.  

 https://doi.org/10.21009/econosains.0162.02 

Poll 
Cod
e 

Indicator Turnover Intention Score 

IK1 Often do not work on the tasks provided by 
employers 240 

IK2 
Suspend work until the employer asks 250 

IK3 
Leaving the office without superior permission 230 

IK4 
Absence without reason 220 

IK5 
Thinking to resign 262 

IK6 Thinking of developing a career in another 
better company 280 

IK7 
Plan to find other job openings 258 

IK8 
Registered on the Job site 250 

IK9 
Applying for a job at another company 240 

IK10 
Find help in getting a new job 256 

Total Score 

2486 

Average Score 

248,6 
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Based on table 5, it is shown 
that the turnover intention at PT 
MNC Life Assurance Sales Office 
Medan has an average value of 
248.8 that resides in the fourth-
class of the interval value (204-
300). 

This indicates that in general, 
the turnover intention at the PT 
MNC Life Assurance Sales Office 
Medan has been well-made by the 
agents. As for the element of turno-
ver at PT MNC Life Assurance Sales 
Office Medan show the highest val-
ue on the elements of thinking to 
develop a career in another compa-
ny better ie 280. 

This indicates that the agent 
strongly agrees to have the mind to 
come out if there is a better compa-
ny. While the least value of turno-
ver intention element in PT MNC 
Life Assurance Sales Office Medan 
is absence without reason with a 
value of 220. This suggests that 
generally, agents provide more rea-
son when absent. This work culture 
needs to be maintained. 

 
CONCLUSION 

Based on data analysis and dis-
cussion that has been submitted, 
the following conclusions are found: 

1. Compensation at PT MNC 
Life Assurance Sales Office 
Medan has been perceived 
by the agents, especially in 
terms of health insurance 
benefits; but compensation 
in PT MNC Life Assurance 
Sales Office Medan still 
needs improvement and en-
hancement in terms of sala-
ry or wages and benefits of 
the day. 

2. Turnover intention AT PT 
MNC Life Assurance Sales 
Office Medan has been per-
ceived as "highly agreed" 
by the agents, especially in 
terms of thinking to develop 
a career in other better 
companies. Turnover inten-

tion AT PT MNC Life Assur-
ance Sales Office Medan 
needs to be maintained in 
case of giving reasons while 
in absences, ask the em-
ployer for permission when 
leaving the work. 

3. Compensation simultane-
ously affects the intending 
of the AGENT PT MNC Life 
Assurance Sales Office Me-
dan. While Compensation 
partially does not affect the 
agent's resignation at PT 
MNC Life Assurance Sales 
Office Medan. 

Based on the conclusions that 
have been obtained, the following 
suggestions are presented: 

1. In minimizing the number 
of intentions to the resig-
nation of the agent, PT 
MNC Life Assurance Sales 
Office Medan should im-
prove and enhance the 
compensation, especially 
in terms of salary or wag-
es and benefits and main-
taining the already good in 
terms of benefits Health 
insurance. 

2. Advice for the next re-
searchers, need to be re-
searched further and re-
examined variables other 
than the compensation 
that can cause the occur-
rence of an insurance 
agent resignation such as 
motivation variables, work 
stress, insecurity, and oth-
ers. 
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