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Factors contributing to turnover
· Characteristics specific to the industry:
· For-profit ownership of facilities
· Government facilities
· Chain facilities
· Influence of overarching policies passed on federal and state levels
· State surveys
· Regulation
· Salary
· All accountability falls on shoulders of administrator despite impact of outside factors such as policies and budgets that typically come from upper management
· Dual demands- caring for others and the demands emerging from political economy of health care political economy demands often keep administrators away from caring for others, which is what brought them into the industry in the first place
· Higher percentages of Medicaid patients
· Size of facilities (larger facilities typically have higher turnover rates)
· Characteristics specific to administrators:
· Pattern of short tenures and frequent job changes in the past predict likelihood of administrators leaving future positions
· Age of administrator (older less likely to turn over)
· Work demand > job satisfaction
· Poor relationships with resident families
· Characteristics specific to organization’s management:
· Poor quality of facilities
· Job dissatisfaction centered around coworkers and pay levels
· Low job-skill satisfaction
· Higher RN turnover influenced intent of administrators to leave
· Facilities with high numbers of deficiency citations
· Inadequate resources to perform job duties
· Insufficient recognition received from bosses
· Out of touch corporate management

Factors contributing to retention
· Characteristics specific to the organization:
· Independent ownership (vs. multi-facility chains)
· Nonprofit status
· Reasonable expectations for facility performance
· Involvement of administrators in key decisions of facility’s operation
· Reasonable corporate expectations
· Empowerment of administrators
· Higher numbers of nurses and nurses’ aides
· Characteristics specific to the administrator:
· Skill compatibility of administrator with organization
· Administrator’s commitment to an organization
· Compatibility and overall satisfaction with the quality of life a community offers with administrator’s personal lifestyle
· Longer tenure in past administrative positions
· Membership in a professional organization
· Characteristics interdependent of administrator and organization:
· Cohesion between administrator’s skills and abilities and demands made by the organization
· Congruence between administrator’s and organization’s ethical and operational values
· Compatibility of leadership style of administrator’s supervisor and administrator
· Harmony between administrator and organization’s ethical/moral values and management philosophies
· “Realized expectations:” corporate expectations and overall expectations of the organization
· Overall sense of fairness
· Similar tenure between director of organization and administrators

Recommendations for reducing turnover
· Long-term care organizations should reevaluate how they manage their administrators in an effort to foster high level of organizational commitment
· Corporate officials should encourage open discussion about facility goals and values
· Build loyalty and gain administrators’ trust
· Provide adequate resources and support to help administrator cope with facility demands
· Screen for competency skills needed for compatibility with organization and success in administrator role specific to organization
· Consistently examine and analyze how administrators are managed with the objective of achieving high performance outcomes in the facility
· Foster management styles that promote support, personal growth, and achievement of facility performance objectives
· CEOs, boards, senior officers, and regional managers engage in open, professional and social exchange with caregivers and other long-term care professionals
· Development of a process that places proportional accountability on upper management and administrators
· Incentives such as career and worker empowerment training
· Work-based opportunities for achievement and recognition
· Fostering environment where intrinsic factors, such as personal growth and professional  identity are valued
· Focus on quality of staff rather than quantity of staff members

Courses specific to the retention of administrators:
· Foundation for Quality Care offers an administrator course through their Leadership Institute for newly licensed nursing home administrators 
· Staff Stability Toolkit through the National Center for Assisted Living (NCAL)
· RequirED through the American Health Care Association- provides tools, webinars, and action briefs specific to Quality Assurance and Performance Improvement (QAPI) for skilled nursing center administrators and management
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