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Abstract
High employee turnover in long-term care (LTC) facilities contributes to diminished care
quality, low staff morale, and increased operational costs. LTC organizational leaders
must address high turnover because it disrupts continuity of care, undermines team
cohesion, and increases the burden of recruiting and training new staff. This qualitative
multiple case study explored strategies used by human resource managers (HRMs) to
improve staff retention and morale in LTC settings, motivated by the need to prevent
workforce deterioration, enhance competitive advantage, and increase organizational
profitability. Grounded in Herzberg’s two-factor theory, the purpose of the study was to
identify evidence-based practices that effectively address turnover in a critically
understaffed sector. Data were collected through semistructured interviews with six
experienced HRMs from LTC facilities in the southeastern United States. Thematic
analysis revealed four key strategies: (a) professional development, (b) recognition and
rewards, (¢) open communication, and (d) fostering a supportive work environment. A
key recommendation is for HR leaders to implement structured mentorship and
recognition programs to support retention. The implications of social change include
improving employee well-being, reducing burnout, and enhancing the quality of care

provided to aging and vulnerable populations in long-term care settings.
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Section 1: Foundation of the Study
Background of the Problem

High employee turnover rates in long-term care (LTC) facilities can result in gaps
in care, inadequate staffing levels, and overworked employees (Gandhi et al., 2021).
Insufficient staffing often leads to a decreased quality of care provided to residents.
Federal data reveal that the healthcare industry faces a significant challenge with high
staff turnover, as nursing homes lose approximately 53% of their staff annually (White et
al., 2021).

As individuals age, they frequently require increased support for chronic
conditions such as type 2 diabetes, arthritis, asthma, depression, hypertension,
Alzheimer’s disease, and lung disease. More than half of elderly individuals suffer from
at least one chronic illness, and 68% experience multiple conditions (Ehrlich et al., 2020).
Consequently, the demand for nurses in LTC facilities is growing, especially as the baby
boomer generation lives longer and increasingly depends on nurses for over 90% of their
care (White et al., 2021).

Reducing employee turnover has become a primary goal for the LTC industry, as
insufficient staffing negatively impacts productivity, profitability, and resident care
outcomes (Ehrlich et al., 2020). To address this issue, organizations must understand the
reasons behind staff turnover and implement targeted strategies to prevent it (Gandhi et
al., 2021). By reducing turnover, LTC facilities can enhance employee performance,

boost staff motivation, and improve overall care quality.



Problem Statement

High turnover rates in LTC facilities are primarily caused by a lack of employee
motivation and job satisfaction (E. Lee & Kim, 2020). Research suggests that
approximately 11 million nurses will be needed to meet the demands of an aging
population in LTC settings (Tamata & Mohammadnezhad, 2022). Without adequate
nursing support, LTC facilities could face closure (E. Lee & Kim, 2020). The general
business problem is that high employee turnover undermines organizational culture and
morale. The specific business problem is that some human resource managers (HRMs) do
not have effective strategies to reduce turnover and improve employee performance and
morale in LTC facilities.

Purpose Statement

This qualitative multiple case study examined the strategies that some HRMs use
to improve individual performance and morale to reduce employee turnover in LTC
facilities. The study involved six HRMs from various LTC facilities in the southeastern
United States who had successfully developed and implemented effective strategies for
turnover reduction. Although I did not have a personal relationship with the participants,
they were selected randomly. The anticipated positive social change outcomes of this
study include enhanced healthcare delivery within the community, creating a healthier
work environment, and reducing employee stress by promoting a better work-life
balance.

Nature of Study

Qualitative, quantitative, and mixed methods are the three most common



approaches used in research studies (Dzwigol, 2020). For this study, the qualitative
approach was the most suitable method for exploring LTC strategies to improve
individual performance and morale. A qualitative approach facilitates in-depth
investigations of phenomena through interviews, observations, and personal experiences.
Qualitative methods allow participants to respond openly and honestly, resulting in richer
and more nuanced data collection (Geelmaale, 2019; Moser & Korstjens, 2017). In
contrast, quantitative methods focus on hypothesis testing to examine the relationships
and characteristics of variables (Provenzano & Baggio, 2019).

A quantitative approach was inappropriate for this study, as it did not involve
testing variables or statistically analyzing relationships. Similarly, the mixed-methods
approach, which combines qualitative and quantitative methods (Guetterman et al.,
2019), was unnecessary for this research as it did not involve testing variables or
statistically analyzing variables. I utilized a multiple case study design to address the
research question. As Yin (2018) described, a case study is a practical approach that
answers questions concerning a phenomenon’s “what,” “how,” and “why” within its
natural context.

A multiple case study allows for exploring various instances, which enhances the
study’s reliability through replication and comparison. While a single case study offers
in-depth insights into one event or entity, it limits the breadth of knowledge needed for
this research. Other research designs, such as ethnography and phenomenology, are
unsuitable for this study. Ethnographic research focuses on understanding group cultures

(Jamali, 2018), which does not align with the goals of this research. Phenomenology is



used to examine the meanings of participants’ lived experiences (Prosek & Gibson,
2021), while this study aimed to identify strategies employed in LTC facilities. Thus, a
multiple case study design within a qualitative framework was the most appropriate
method for exploring strategies to reduce employee turnover across four LTC facilities.
Research Question
What strategies do some HRMs use to improve individual performance and
morale to reduce employee turnover in LTC facilities?

Interview Questions

1. What strategies have you used to reduce employee turnover in your LTC
facility?

2. How do you determine the success of your strategies to reduce employee
turnover?

3. What strategies do you use to motivate employees in your LTC facility to

reduce turnover?
4, What motivation factors, such as recognition, responsibility, advancement,

and growth, do you use to improve morale in your LTC facility?

5. What strategies do you use to improve individual performance in your
LTC facility?
6. If any, what policy is in place within your organization for advancement or

personal growth to increase retention and reduce employee turnover?
7. What strategy is in place to encourage communication between the

employees and managers in your LTC facility to reduce turnover?



8. Based on your experiences, how does your communication strategy
develop employees into innovators or leaders to strengthen LTC culture
and reduce employee turnover?

0. What else would you like to share about your organization’s successful
strategies to improve performance and morale to reduce employee
turnover?

Conceptual Framework

Herzberg et al. (1959) developed the two-factor theory, also known as the
motivation-hygiene theory, which served as the conceptual framework for this multiple
case study. According to Herzberg et al., motivating factors lead to job satisfaction when
present, whereas hygiene factors, if absent, can lead to job dissatisfaction. Examples of
motivating factors include (a) achievement, (b) advancement, (c) recognition, (d)
responsibility, and (e) the nature of the work itself (Herzberg, 1974). In contrast, hygiene
factors consist of (a) company policies, (b) relationships, (¢) remuneration, (d) salary, (e)
job security, (f) supervision, and (g) working conditions (Herzberg, 1974).

The two-factor theory has inspired researchers to identify strategies that enhance
employee engagement, reduce burnout, and improve retention and development, all of
which help minimize employee turnover (Vermooten et al., 2019). Therefore, Herzberg’s
theory aligned with this study’s goal of exploring the strategies HRMs use to reduce
employee turnover and improve performance in LTC settings.

Operational Definitions

Employee engagement. Employees’ commitment to their work and workplace



(Chandni & Rahman, 2020).

Employee motivation: An employee’s level of dedication and creativity (Ali &
Anwar, 2021).

Employee retention: Keeping employees motivated and focused on benefiting the
enterprise (Alhmoud & Rjoub, 2020).

Employee turnover: When an employee leaves an organization or voluntarily
resigns (Al-Suraihi et al., 2021).

Hygiene factors: A job’s hygiene factors include security, pay, fairness, and
working conditions (B. Lee et al., 2022).

Motivator factors: Motivator factors enable employee job satisfaction and
employee growth, which are recognition, achievement, advancement, responsibility, work
itself, and growth (Ali & Anwar, 2021).

Assumptions, Limitations, and Delimitations
Assumptions

Researchers often make assumptions when anticipating a specific outcome
without providing adequate evidence to support those expectations (Hu & Plonsky,
2019). This research was based on three key assumptions. The first assumption was that
the participants would be honest and forthcoming when sharing their strategies for
retaining employees and reducing turnover. The second assumption was that the
participants would be eager to share their successful strategies to help other LTC
facilities” HRMs improve employee retention. The third assumption was that the findings

of this research would address the high turnover rates in LTC facilities and lead to greater



employee job satisfaction. However, researchers cannot control the limitations of their
study (Iezzoni et al., 2021).

The participant pool was restricted to HRMs 25 years or older, actively employed
in an LTC facility, and had a minimum of two years of managerial experience with a
proven record of reducing employee turnover. Additionally, administrators and office
staff were excluded from the study, which might skew the results regarding employee
turnover rates. A significant limitation of this research was time constraints, compounded
by limited resources and the researcher’s relative inexperience.
Delimitations

Delimitations refer to the characteristics that define the scope and boundaries of
research, ensuring that the study’s objectives remain realistic and achievable
(Theofanidis, 2019). For instance, this research focused on HRMs who had implemented
successful strategies to reduce employee turnover and enhance morale in LTC facilities.
Consequently, a key delimiting factor for this study was the proportion of HRMs
employed in LTC facilities struggling to retain current employees and attract new ones
during the pandemic (Challis, 2018).

Significance of Study

The findings of this research could benefit HRMs in LTC facilities dealing with
high employee turnover. By implementing successful strategies for employee retention,
these managers can help improve organizational finances and the quality of care provided
to residents. This research aimed to provide information to equip business leaders with

the necessary tools to reduce employee turnover, enhance profitability, and positively



influence social change.
Contribution to Business

Business leaders can adopt cost-saving and morale-boosting strategies to enhance
workforce quality while analyzing the causes of employee turnover and implementing
tailored solutions. For instance, the shortage of nurses negatively impacts productivity in
caring for residents (H. McGinley & Keane, 2021). Therefore, leaders must bridge this
gap by recruiting, training, and developing existing and new employees to fill open
positions. This study could assist business leaders in creating effective strategies to
improve employee performance and morale, ultimately reducing turnover rates.
Implications for Social Change

The findings of this study could lead to positive social changes that benefit both
LTC employees and residents. For instance, workers could access better compensation
and benefits to support their families. Additionally, identifying and implementing
effective strategies could help HRMs reduce employee turnover and foster healthier
communities.

A Review of Professional and Academic Literature

In this qualitative multiple case study, I explored the strategies employed by
HRMs in LTC facilities to reduce employee turnover. HRMs should identify the root
causes of employee turnover, as understanding these causes can inform the development
of effective strategies to improve employee retention. Moreover, HRMs should ensure
employees can access the necessary resources, support, and feedback to maintain their

motivation and engagement.



This section of the study offers a critical analysis and synthesis of various
resources on employee turnover, including peer-reviewed journal articles and books. By
synthesizing these resources, insights can be gained on the causes and effects of
employee turnover and strategies for reducing it. The literature review laid the
groundwork for developing motivational strategies to minimize employee turnover. The
model used in this study helped to organize the data evaluation around themes relevant to
the research question and revealed established strategies found in a significant body of
the published literature.

The conceptual framework used for this study was Herzberg’s motivation-hygiene
theory, which serves as a lens for examining employee turnover. Additional ideas support
this theory and underscore the need for human resource managers to address turnover
issues. The research explored employee turnover, retention, engagement, baby boomers,
and burnout. Special attention will be given to baby boomers, as they represent the largest
generation in the workforce and are particularly susceptible to burnout compared to other
generations. The findings from this research could provide valuable insights for business
leaders aiming to tackle turnover and enhance employee performance.

The literature consulted consisted mainly of peer-reviewed articles from reputable
sources, including the Emerald Management Journal, Sage, Business Course Complete,
ProQuest, Science Direct, Walden University online resources, Google Scholar, and the
EBSCO database. I focused my searches on key terms such as employee turnover,
retention, strategies, leadership styles, engagement, long-term care, baby boomers,

training and development, and employee rewards. Additionally, I reviewed Herzberg’s
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two-factor theory, Maslow’s hierarchy of needs, and McClelland’s human motivation
theory (Herzberg et al., 1959; Maslow,1943; & McClelland, 1961), as well as issues
related to turnover in nursing homes.

When conducting my searches, I limited the date range to articles published
between 2018 and 2023 and ensured that at least 85% of the sources were peer-reviewed.
Ultimately, 95% of the articles reviewed were peer-reviewed, while 5% were books. Most
of the resources I used were current and relevant to my doctoral study.

Herzberg’s Two-Factor Theory

Herzberg’s (1974) motivation-hygiene theory, also known as the two-factor
theory, is a valuable tool for business leaders. It helps them identify and implement
effective business practices by recognizing job satisfaction and dissatisfaction issues. The
theory, developed by the philosopher Herzberg, demonstrates that certain factors lead to
job satisfaction while others prevent dissatisfaction with an individual’s job. This
understanding can guide business leaders in creating a more satisfying work environment.
Numerous studies, including Herzberg’s, have explored this theory since its inception in
the late 1950s.

According to Herzberg et al. (1959), intrinsic motivational factors play a pivotal
role in understanding employee behavior. Herzberg suggested that employee satisfaction
is a cornerstone of a successful and productive workplace. The imbalance between
hygiene and work environment factors was identified as the root cause of employee
dissatisfaction. Furthermore, unmet needs and dissatisfaction can trigger emotional

drivers that lead individuals to pursue their goals.
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Researchers continue to gain insight into the motivation-hygiene theory after
decades of study and development (Al-Ali et al., 2019). In addition to other recently
discovered information, Herzberg et al. (1959) found that many employees do not feel
content with their wages and are dissatisfied with their salaries. In Herzberg’s (1974)
two-factor theory, employees are motivated to engage in job enrichment by using their
skills and competencies. By applying the Herzberg two-factor theory, researchers can
better understand why employees may choose to leave an organization. Factors such as
lack of job satisfaction, pay, motivation, and salary influence employee turnover (Al-Ali
et al., 2019). Salary is anything an employee receives as compensation for their work. As
a result of the motivation-hygiene theory, organizations are more likely to accomplish
employee goals (Ali & Anwar, 2021). Also, increasing benefits and salaries, engaging
employees, and encouraging them are factors in meeting employee expectations (Han et
al., 2019). In contrast, absenteeism, unsatisfactory working conditions, an absence of
clear responsibilities, and wages that fail to meet employee expectations decrease
employee satisfaction (Rivaldo, 2021). If individuals are comfortable in their positions,
there is an increase in employee retention (Chiat & Panatik, 2019).

Herzberg’s two-factor theory is still widely accepted by researchers concerned
with job satisfaction and turnover (Ali & Anwar, 2021). The motivation-hygiene theory
states that job satisfaction and dissatisfaction influence organizational productivity and
job attitudes (Aiken et al., 2002; Galanis et al., 2021). A recent study by Chiat and
(Panatik, 2019) found that job satisfaction reduces turnover. The results of this study

suggest that employers should focus on creating positive work environments that provide
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employees with job satisfaction. Doing so can reduce employee turnover and improve
productivity (Corbin, 2020). Locke and Schattke (2019) added to Corbin’s (2020) finding
by concluding that adjusting elements in the workplace that reduce intrinsic dignity
decreases turnover and increases employee retention. In this sense, the environment
refers to the physical environment in which employees perform their work, according to
Herzberg et al. (1959). Herzberg et al. further indicated that meeting employees’ needs
can reduce employee turnover, increase job satisfaction, decrease turnover rates, promote
job satisfaction, and raise productivity. Herzberg (1974) stated that employees remain
loyal to their employers when their jobs are perceived to be productive. He argued that
hygiene factors are responsible for dissatisfaction and influence employee decisions to
quit.

Furthermore, Herzberg (1974) identified various factors that lead to employee
resignation, including salary, personal recognition, and job content. According to
Herzberg, these factors motivate employees, and their absence results in resignation.
Similarly, Lai et al. (2020) mentioned that working conditions are one of the factors
related to motivation and hygiene that contribute to high employee turnover in an
organization. Ayuningtias et al. (2019) explained how some employees could become
dissatisfied with their jobs, work long hours, lack job security, and feel unappreciated. As
a result of this dissatisfaction, employees may leave the organization quickly. In
agreement with this, Ayuningtias et al. suggested that long hours, a lack of job security,
and a lack of recognition contribute to employee turnover. The authors stated that job

satisfaction is vital in lowering turnover intention. Siruri and Cheche (2021) discussed the
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benefits of improving job performance, which involves giving employees more
autonomy, accountability, and feedback regarding their performance. The authors noted
that Herzberg’s two-factor theory positively affects several industries, including assembly
lines, consulting, nursing, and manufacturing. This study found that policies and the
desire for power could contribute to dissatisfaction at work rather than satisfaction.
Managers’ responsibility is to understand what motivates and dissatisfies
employees (Azeem et al., 2020). In recent years, the two-factor theory has helped
researchers discover factors that motivate individuals to want to work and lower
employee dissatisfaction by retaining rather than losing them (Vallerand & Verner-Filion,
2020). In a recent article, a football team experienced a drastic difference in outcomes
based on their level of motivation and hygiene, showing the validity of Herzberg’s (1974)
theory. This passion and communication are essential for team success, as they create a
unified purpose among team members and help them work together toward achieving
their goals (Vallerand & Verner-Filion, 2020). Yousaf (2019) applied Herzberg’s
motivation, or two-factor theory, to a group of people who worked in frontline interaction
with customers at businesses in Pakistan. Two hundred eighty-four business managers
and executives in the metro area who worked in the telecommunications industry were
surveyed (Yousaf, 2019). The survey revealed that employees were satisfied with their
jobs when they had good relationships with their colleagues (Yousaf, 2019). Sometimes,
having that kind of relationship with colleagues helps significantly boost job satisfaction.
According to Guest et al. (2020), leaders need to ensure frontline employees have

opportunities for growth and development, and both genders need to be considered when
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discussing job satisfaction. A person’s gender significantly impacts their motivation and
performance at work. The most significant motivators for female employees are
recognition, rewards, and building relationships with peers (Geelmaale, 2019).
Nevertheless, B. Lee et al. (2022) believed that White women need recognition for their
job performance, whereas minorities and White males do not. Therefore, gender
significantly affects how satisfied or dissatisfied a person is at work (Vallerand & Verner-
Filion, 2020). During the rest of the literature review, I will discuss the differences
between motivation theories and how some are similar to Herzberg’s two-factor
motivation-hygiene theory.
Motivator Factors

Herzberg et al. (1959) introduced motivation-hygiene factors, which remain
among the most influential theories in contemporary research (Guest et al., 2020).
Herzberg (1974) identified two types of factors affecting employee motivation.
Motivating factors include recognition, opportunities for career advancement, and similar
elements. In contrast, as noted by Herzberg hygiene factors can prevent motivation, such
as inadequate pay, lack of recognition, and unclear expectations (Poku et al., 2023).
Hygiene factors also encompass aspects of the work environment, including working
conditions, coworker communication, and salary (Fagerdal et al., 2022). By
understanding Herzberg’s distinction between motivating and hygiene factors, employers
can better identify what contributes to high employee morale and job satisfaction (Poku
etal., 2023).

According to Herzberg’s (1974) theory, individuals can motivate themselves by
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focusing on internal rather than external factors. For example, employees may boost their
motivation by setting goals and developing an action plan. This internal motivation goes
beyond merely waiting for a raise or acknowledgment from an employer (Chandni &
Rahman, 2020). Therefore, if leaders provide a safe working environment, employees
will be encouraged to perform their tasks effectively, benefiting the company in the long
run (Al-Ali et al., 2019). However, this theory does not always apply, as there are times
when employees require external motivation to work effectively (Chiat & Panatik, 2019).
Providing employees with a deadline may motivate them to complete a project. As a
result, employees will likely not know whether their performance meets company
expectations without feedback on their work (Chandni & Rahman, 2020).

According to Maslow’s hierarchy of needs, the basic needs must be met before
individuals can address more complex needs such as social belonging, self-actualization,
and self-transcendence (Chiat & Panatik, 2019). In contrast, Herzberg’s theory
emphasizes motivating factors that lead to job satisfaction, including a sense of
accomplishment, appreciation, and opportunities for advancement (Fagerdal et al., 2022).
Nevertheless, Herzberg’s approach has faced criticism for not accounting for the basic
needs addressed in Maslow’s hierarchy (Giroux, 1960). Moreover, Herzberg’s theory
does not explain how to motivate individuals who are already satisfied with their jobs
(Al-Ali et al., 2019). Despite these critiques, both theorists identify similar motivational
factors from distinctly different perspectives.

Yusof et al. (2023) discussed Alderfer’s (1969) ERG theory of motivation, which

centers on existence, relatedness, and growth, considered to be components essential for
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human well-being. The existence component includes physiological necessities like those
in Maslow’s pyramid model. The related component focuses on maintaining interpersonal
relationships, while the growth component involves finding purpose and fulfillment,
aligning with Maslow’s hierarchy of needs. The relationship between Maslow’s hierarchy
of needs and Alderfer’s theory can be compared to a key and a lock: Maslow’s hierarchy
provides the foundation for Alderfer’s model, which offers insights into how individuals
fulfill their needs (Giroux, 1960). Alderfer’s three core needs—existence, relatedness,
and growth—build on Maslow’s hierarchy by presenting a more flexible approach to
motivation. This model can also be connected to Herzberg’s two-factor theory (Al-Ali et
al., 2019).

Similarly, McClelland developed a theory based on individual needs and
motivations (Alhmoud & Rjoub, 2020). The relationship between these theories can be
compared to the three branches of government: executive, legislative, and judicial. Each
component plays a vital role in ensuring that laws are effectively administered.
McClelland identified three types of needs: (a) achievement, (b) affiliation, and (c) power
(Alhmoud & Rjoub, 2020). He indicated that success stems from achieving personal and
professional goals (Dohlman et al., 2019). The need for affiliation refers to the desire for
acceptance and admiration from others (Dohlman et al., 2019). As a result of the desire
for power, people are motivated by control, recognition, or even revenge (Alhmoud &
Rjoub, 2020).

Maslow, Herzberg, and McClelland proposed motivational theories and

recommended specific managerial actions to help employees achieve self-actualization



17

(Dohlman et al., 2019). Motivation is crucial for employees to reach their fullest potential
and maintain productivity. Therefore, managers should create a positive work
environment that fosters excellence and provides employees with the necessary resources
and support to achieve their goals.

Employee Turnover and Cost

Healthcare organizations must manage their finances carefully to ensure the
delivery of high-quality patient care (Mykhailichenko et al., 2021). High turnover rates
can lead to instability and a decline in the quality of care provided (Goktepe et al., 2020).
To address this issue, organizations should offer competitive salaries and benefits,
provide opportunities for career growth, and maintain transparent communication with
their staff. These measures can effectively help organizations address potential concerns
(Véazquez-Calatayud & Eseverri-Azcoiti, 2023). Minimizing turnover costs is essential
for long-term success. Notably, the average turnover cost for a registered nurse (RN) has
increased by 13.5% over the past year (Bae, 2002). As a result, hospitals could lose
millions of dollars due to RN turnover. Vazquez-Calatayud and Eseverri-Azcoiti (2023)
projected that hospitals could incur losses ranging from $6.6 million to $10.5 million in
2023 because of high turnover costs.

High turnover rates can significantly strain a hospital’s budget and diminish the
quality of patient care. Furthermore, constant staff changes can disrupt patients’ treatment
plans, as RNs are responsible for providing day-to-day medical care. Hospital
administrators should also know that turnover rates for other healthcare positions, such as

certified nursing assistants (CNAs), licensed practical nurses (LPNs), and dieticians, are
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alarmingly high. For example, in LTC facilities, the turnover rate for CNAs was 54.8% in
2022, while LPNs had a turnover rate of 41.3% (Cheong & Hsu, 2021). Additionally,
dieticians, environmental service workers, and therapists had a turnover rate of 29.17%
(Cheong & Hsu, 2021). Such inconsistencies in staffing can lead to varying levels of
patient care, ultimately affecting overall health outcomes.

Organizations must create a healthy workplace environment to reduce employee
turnover and ensure employees have the resources and support they need to succeed.
Employee recognition and reward systems are also vital for boosting morale and job
satisfaction (Al-Suraihi et al., 2021). These systems can include regular performance
reviews, feedback, and career development and growth opportunities. Providing a safe
and welcoming work environment is crucial for retaining employees.

High Turnover and Residents’ Abuse

Studies have indicated that some leading causes of high employee turnover rates
in LTC facilities for elderly individuals are low wages, recognition, development,
communication, and lack of benefits (Han et al., 2019; Siruri & Cheche, 2021). These
factors significantly contribute to elevated levels of staff burnout and dissatisfaction
(Aiken et al., 2002; Galanis et al., 2021), ultimately resulting in a lower standard of care
that can negatively affect residents’ health and overall well-being. In addition, this subpar
care can lead to adverse health outcomes for residents, such as an increased risk of
infection and a reduced quality of life (Andela et al., 2021; Han et al., 2019).

Every LTC facility has an administrator accountable for notifying the Department

of Health and Environment Control (DHEC) within 24 hours and Medicaid and Medicare
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Services of abuses (U.S. Centers for Medicare & Medicaid Services, 2023). If abuse by
administrators is noted, it could have significant consequences for the organization,
including a decrease in funding and a decline in care quality, leading to a higher staff
turnover rate. In addition, LTC facilities typically generate revenue through government
funding, private payments, and insurance (Poku et al., 2023). Therefore, if a facility has a
low rating due to neglect or abuse of residents, the abuse is reported to the government. A
lowered rating will cause a decrease or cessation of funds, which can result in a decline in
the quality of services provided (Turnbull et al., 2021). Sometimes, the facility may need
alternative funding sources or even cease operations. Residents and their families may
also need to relocate to other long-term care settings.

The U.S. Centers for Medicare & Medicaid Services issued a report that rates
healthcare facilities on a five-star scale based on their inspections, staffing, and quality of
care (Poku et al., 2023). Ratings are an essential tool for selecting facilities based on
informed decisions. If a facility has a history of abuse and receives a low rating, this
information is made public, and the facility loses operational revenue (U.S. Centers for
Medicare & Medicaid Services, 2023). The resulting loss of income can lead to decreased
productivity, and qualified staff may resign or be terminated for excessive absences.
Retaining qualified Certified Nursing Assistants (CNAs) is vital because they are critical
in meeting residents’ basic needs. At the same time, Registered Nurses (RNs) and
Licensed Practical Nurses (LPNs) are vital for administering medical care (Turnbull et
al., 2021).

In LTC facilities, where residents have diverse and complex needs, compassionate
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and professional respect from CNAs and medical treatments from RNs and LPNs are
essential (Turnbull et al., 2021). A leader must provide sufficient staffing, training, and
resources for retaining employees. A workplace that promotes positivity can significantly
impact employee morale, productivity, and retention rates. Consequently, such positivity
will help healthcare ratings improve, and leaders can offer professional development and
growth opportunities to encourage employees’ success. Herzberg’s (1974) research
showed that hygiene and motivation are crucial in an employee’s decision to stay or leave
an organization. In the following section, I explored employee turnover and hygiene
factors contributing to high turnover rates in LTC facilities.
Employee Turnover and Hygiene Factors

Employee turnover affects the rate at which LTC facilities need to hire and rehire
their staff. Employee turnover is defined as the voluntary decision of employees to leave
the organization where they are employed (Al-Suraihi et al., 2021; Yan et al., 2024). The
issue of employee turnover in LTC facilities is relatively problematic because it causes
organizations to incur high costs as part of replacing the employees who have left their
positions (Chiat & Panatik, 2019). Although this problem affects almost every industry, it
is a significant issue within LTC facilities (Tse et al., 2021). LTC facilities incur billions
of dollars annually to effectively replace workers who have voluntarily left their
respective organizations (Gandhi et al., 2021). The high employee turnover in these
organizations appears to be partially due to internal organizational factors, such as
insufficient staffing and other adverse aspects of the environment in which employees

must operate daily (Tse et al., 2021).
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Specifically, in the LTC industry, multiple hygiene factors affect employee
turnover. Some of the key factors include heavy patient workloads and assignments,
salaries that are not aligned with the effort needed to be put forth by employees, the lack
of recognition or promotion of employees, and the lack of adequate policies and
enforcement concerning the safety of the working environment and the health of
employees (Alrawabhi et al., 2020; Hsu & Shih, 2023). These factors can be broken down
further to yield more specific subcategories. For example, employees may be dissatisfied
with their working environment because they feel that their health is put at risk when
handling inadequately identified infectious biological samples, thus having little guidance
about how to protect themselves from the risk of the transmission of any communicable
diseases (Hsu & Shih, 2023). Professional appreciation and recognition can be broken
down into factors that may appear benign to management, such as assigning employees
titles that do not sufficiently reflect the importance of their organizational roles (Tse et al.,
2021). However, this factor can also include more serious aspects, such as the lack of
sufficient rewards for the employees’ efforts within their professional capacities
(Ambarwati et al., 2023). Employees may struggle with inadequate workload, leading to
more work being carried out by existing personnel and being assigned unevenly to
unfavorable or undesirable shifts, such as overnights (Gandhi et al., 2021). Finally,
promotions and salaries can be further broken down into salaries that employees feel are
not commensurate with the effort they expend within their roles and not being promoted
according to the expected schedule (Alrawahi et al., 2020).

Lower-level nursing employees like CNAs tend to have a higher turnover risk.
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Statistics compiled by the Centers for Disease Control and Prevention indicate that just
over 37% of all CNAs employed at LTC facilities leave their employment because of
insufficient financial compensation (Gandhi et al., 2021). The remainder, at just under
63%, leave because they disagree with the internal policies implemented by LTC
organizations, feel overworked, perceive themselves as not receiving sufficient
employment benefits, or do not feel that they have developed a strong working
relationship with managers or peers (Al-Ali et al., 2019). CNAs and other healthcare
professionals in the LTC industry also tend to feel more burnt out if they work in memory
care units or with patients diagnosed with dementia and associated conditions causing
cognitive impairment (Gandhi et al., 2021).

However, regardless of the LTC specialty, CNAs also leave their organization
because of high stress levels and inadequate training (L. G. Kennedy et al., 2019). Some
also choose this because they perceive that they cannot properly care for their patients at
the expected quality and level of provided care and under the working conditions they are
subjected to (Gandhi et al., 2021). Research points to CNAs being less likely to carry out
critical patient-care tasks, such as educating patients and their families on their condition
and care and creating and maintaining patient care plans, if they are burnt out or
overworked (Aiken et al., 2002; Galanis et al., 2021). As such, CNAs serve as the
backbone of nursing care within LTC facilities (Al-Suraihi et al., 2021). Other evidence
points to LTC residents having a higher risk of experiencing adverse health outcomes
such as pressure ulcers, pneumonia, a more extended period of hospitalization, and falls if

CNA staff feel burnout or are otherwise dissatisfied with their work environment (Gandhi
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etal., 2021).

Employee pay influences the willingness of nursing professionals to remain with
their given organizations. The element of compensation is significant, particularly among
CNAs. When leaving their jobs at previous organizations, these professionals have
reported that they faced the choice of attempting to secure other positions within the field
that could offer them higher salaries or exit the industry altogether in favor of seeking a
new career (Gandhi et al., 2021). Additionally, CNAs often feel that they deserve a higher
salary if they perceive the quality of their working conditions is not comparable to that in
competing LTC facilities (Alrawabhi et al., 2020). CNAs may also feel that their salaries
are inadequate if there is no compensation distinction among employees with different
educational backgrounds within the same category of work (Fagerdal et al., 2022). CNAs
generally wish to be recognized through a higher salary if they have more advanced or
specialized professional qualifications than their peers (Alrawahi et al., 2020). Some
CNAs believe that having better qualifications than their peers mean they are harder
workers than these peers, which should translate into higher financial compensation (L.
G. Kennedy et al., 2019).

The COVID-19 pandemic has also proven to be a significant hygiene factor for
healthcare employees in LTC facilities. The health threat posed by the coronavirus
affected both vulnerable patients residing in and receiving care at such facilities and the
facilities’ workers (Hensen et al., 2021). The impact of the pandemic and the external
interventions implemented by local governments to reduce the risk of pathogen

transmission meant that employees in LTC organizations experienced great stress (Aiken
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et al., 2002; Galanis et al., 2021).

Within the healthcare industry, the pandemic increased staff shortages even more
than under regular working conditions, as the industry is traditionally known for not
being able to attract an adequate number of employees (Pecino et al., 2019). Many CNA:s,
for example, chose to exit the industry because they perceived the risk of contracting the
illness and potentially spreading it to vulnerable relatives or friends as being too great for
their comfort (Aiken et al., 2002; Galanis et al., 2021).

Employee Turnover and Motivation Factors

To understand employee turnover, it is necessary to understand the motivation of
employees first. Motivation factors are those elements that have the potential to increase
employees’ satisfaction with their employing organizations and reduce the risk of their
desire to leave the LTC organization (Aiken et al., 2002; Galanis et al., 2021). Such
factors are considered key to LTC facilities being able to meet the changing demands of
the industry, as well as enhance their ability to compete effectively with other facilities
(Al-Ali et al., 2019; Yesilbas & Kantek, 2024). Motivating factors are believed to be key
to improving and enhancing employees’ professional performance (Geelmaale, 2019;
Poghosyan & Maier, 2022). Additionally, motivating factors are also considered to be
rooted in the psychological growth of employees, as they often target intrinsic factors that
push employees into wanting to work harder and continue working for the same
organization (L. G. Kennedy et al., 2019). These factors are also often rooted in the
nonmaterial rewards that make employees perceive that their work is not only interesting

but also challenging (Gelencsér et al., 2023). By extension, they also have the potential to
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increase the quality of care provided to residents of LTC facilities and optimize their
operational efficiency and effectiveness, thus allowing patients to receive better care (Al-
Suraihi et al., 2021). Additionally, experts believe that LTC facilities managers can
increase their employees’ motivation by assisting them in achieving their organizational
objectives (Hsu & Shih, 2023).

Motivation is a complex phenomenon affecting employees and their
organizations. Within the LTC industry, the main categories of motivation factors include
professional development, and the types of working relationships employees can form
with one another and their managers (Hsu & Shih, 2023). Professional development can
be subdivided into LTC organizations offering regular professional development
workshops, providing interesting and educational information on patient cases, and
providing opportunities for employees to attend professional conferences, among others
(Pecino et al., 2019). Primary benefits of positive working relationships with peers and
leaders include interdependence, rapport, friendship, and the ability to collaborate and
cooperate effectively (Hsu & Shih, 2023). By establishing and maintaining positive
relationships with their subordinates, leaders also gain the ability to recruit healthcare
employees who are more likely to stay with the organization, thereby reducing the risk of
the facility needing to incur extensive per capita costs to recruit and retain additional
qualified and motivated employees (Al-Suraihi et al., 2021).

Nursing employees at different levels can be motivated by several factors. For
example, CNAs are generally motivated to remain with their employing organizations if

they develop strong relationships with their supervisors because this tends to increase
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their job satisfaction (Hsu & Shih, 2023). Furthermore, positive peer relationships are
perceived as translating into improved chances of cooperation, which can benefit all
involved parties (Mulang, 2021). Strong communication within employing organizations
has been found to be essential for all parties involved (Al-Suraihi et al., 2021). By
focusing on communication improvement and integrating it into the organization’s
internal culture, LTC facility managers and leaders can gain the ability to assume the role
of employee advocates and sponsors, both of which are roles that have the potential to
increase employee commitment to the organization, thereby reducing the likelihood of
their choice to terminate their employment voluntarily (Chiat & Panatik, 2019).
Furthermore, improved communication also has the potential to help drive change and
push employees to adopt positive changes that make them greater assets to their
respective organizations (Hsu & Shih, 2023).

Employee motivation hinges on managers being aware of what motivates their
workers. As such, communication is a strong facilitator of cooperation and collaboration,
which, in turn, contributes to employee motivation (Al-Suraihi et al., 2021).
Communication is the component that allows supervisors to identify what motivates and
drives their employees (Mulang, 2021). Additionally, team-building exercises are
instrumental in driving positive relationships among LTC employees, regardless of their
organization level (Al-Suraihi et al., 2021). Such exercises are strong motivating factors
because of their importance in enhancing the positive perception employees have of
management (Cheong & Hsu, 2021). Motivation can prompt employees to make the best

of their work tasks. Motivating factors that reduce the risk of employees leaving LTC
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organizations also encompass the ability of employees to play a role in shaping the
structure of their jobs and in how they manage their assigned professional tasks (Fishbach
& Woolley, 2022). Employees, due to human nature, like to be challenged, as this sparks
their interest (Mulang, 2021). Additionally, a greater variation in job tasks can alleviate
the desire of employees to leave their current employment (Fishbach & Woolley, 2022).

Employee education is a tool that LTC facilities can utilize to retain their
employees. Training and educational opportunities can greatly contribute to employee
motivation within the LTC environment because they enhance employee satisfaction (Xu
et al., 2020). Evidence from previous studies shows that LTC employees, such as CNAs,
tend to appreciate such educational opportunities because accessing them enhances their
skills and allows them to provide better care to their patients (Cheong & Hsu, 2021). In
fact, in some instances, such opportunities have outweighed the impact of other
administrative functions, such as employee performance appraisals (Mulang, 2021).
However, this phenomenon is more likely to be seen in organizations operating in
developing areas of the world, while LTC facilities operating in more advanced areas
have employees who prefer a balance among all these employment functions (Cheong &
Hsu, 2021).

Motivation is a critical underpinning of employee turnover and retention. Overall,
employee turnover cannot be addressed effectively unless LTC organizations focus their
efforts on ensuring that their employees are sufficiently motivated (Cheong & Hsu,
2021). However, they cannot achieve this unless they also identify the specific factors

that contribute to and support this type of motivation for all their employees (Mulang,
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2021). Employees, as human resource managers, are a critical asset for LTC
organizations, as they drive the operations of such facilities and ensure that they can
accomplish their operational goals and strategic objectives (Chiat & Panatik, 2019). By
becoming strategic partners with their employees, LTC facilities leaders increase the
chances of being able to focus on employee motivation and reduce the risk of their
personnel voluntarily leaving their organizations (Mulang, 2021). Together, these actions
can significantly reduce the risk of employee turnover (Chiat & Panatik, 2019).
Employees who are satisfied with their jobs and the environment of their organization are
much more likely to remain employed with the organization, as opposed to considering
seeking out alternative employment opportunities or even thinking about leaving the
industry to work in another one (K. A. Kennedy & Mohr, 2022).
Developing Trust in Leadership

Trust is a fundamental aspect of facilitating positive relationships between leaders
and their subordinates. It facilitates a positive connection between two individuals of
unequal power, knowledge, or ability, as it is assumed that leaders typically have a higher
degree of at least one of these, if not all three, in comparison to their subordinates (J. Y.
Lee & Lee, 2022). By obtaining trust from their subordinates, leaders become better able
to understand and process data and information that are complex so that they can, in turn,
help their subordinates and followers to assimilate these same data and processes more
easily, thus improving their performance and assisting their organizations in reaching
their respective strategic goals and objectives (Yousaf, 2019). Furthermore, aside from

focusing on and facilitating organizational goals, this type of established trust also assists
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leaders in addressing the well-being of their employees, which works to increase the
degree and level of personal and professional satisfaction that employees feel about their
jobs and the environment in which they work (E. Lee & Kim, 2020).

Leadership cannot exist without building a foundation of trust. Trust and
leadership often go hand in hand, as trust cannot be established without a keen sense of
leadership, and employees are likely to perceive leadership as ineffective if they do not
trust their organizational leaders (Dominick et al., 2020). However, challenging issues
and situations are created because of this inverse relationship, as leaders depend on the
trust their subordinates place in them, and employees should have reasons to trust their
leaders (Azeem et al., 2020). The relationship has the potential to create a cycle of
ineffective leaders, which prevents their subordinates from being able to trust them
(Yousaf, 2019). Employees expect to be treated fairly, honestly, and with integrity within
the work environment (Azeem et al., 2020).

Trust is an important characteristic often prominent in organizations with low
employee turnover. Trust is also typically a part of the organization that can be
individually based, such as in interpersonal relationships, or rooted and established within
the organization’s culture (Azeem et al., 2020). It is built, created, and maintained in both
circumstances because of previously established behaviors (Yousaf, 2019). At the same
time, it can also be developed on a de novo basis and rooted in relationships that are
interpersonal or broader and organizational (Azeem et al., 2020). Employees’ trust in
their leaders fosters a positive stakeholder culture within the company and leads to

improved social behavior (Xu et al., 2020). Trusted leaders also tend to support human
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resources practices and policies that are perceived to be fair, just, and inclusive, reducing
the risk of high employee turnover (Rivaldo, 2021). Such trust also supports the
development of positive interpersonal relationships between leaders and individuals
collaborating with them on the corporate ladder (Yousaf, 2019).

The cognitive processes of employees are another key variable affecting their
decisions to either remain with their organizations or leave. The factor of employee
turnover and employee desire to either remain within their jobs at their respective
organization or choose to leave in favor of another company and position is deeply rooted
in organizational psychology (E. Lee & Kim, 2020). Trust in managers and peers
promotes a sense of personal safety, as employees who both trust their leaders as well as
who are trusted by these leaders in return believe that they have access to knowledge that
allows them to perform their jobs and assigned tasks in an optimal manner (Xu et al.,
2020). Established trust also facilitates leaders to step into the roles of mentors, which is
something that employees always need as a means of excelling at their jobs and as a
means of being guided toward personal and professional improvement (E. Lee & Kim,
2020).

Trust in leadership also facilitates leaders to empower their employees effectively
and sufficiently (E. Lee & Kim, 2020). When empowered, employees can have greater
control over their jobs and tasks and feel a greater sense of organizational belonging,
motivating them to perform optimally (Xu et al., 2020). Empowered employees are also
much more motivated to go above and beyond solely the duties that are clearly spelled

out as part of their positions and proactively push their organizations towards positive
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change, success, and effective competition against other LTC facilities that they may be
directly pitted against (E. Lee & Kim, 2020). Employees’ trust in their leaders impacts
their decision to leave their organization (Fagerdal et al., 2022). Employees’ trust in their
leaders appears to mitigate any dissatisfaction they may feel (Xu et al., 2020).

Effective Communication

Aside from trust, effective communication is another positive aspect of the
workplace. In fact, in many instances, it is believed to be the most crucial factor
influencing the actions and behaviors of employees, as well as leading organizations to
fulfill their short- and long-term goals (Alrawahi et al., 2020; Xue & Heffernan, 2021).
One area in which communication is important is workplace productivity, as it prompts
both leaders and employees to engage in optimal decision-making (Ali & Anwar, 2021).
As such, communication not only influences how employees engage in the workplace but
also impacts the behaviors of leaders (Alrawahi et al., 2020). In turn, the behaviors of
leaders, due to being observed by employees, shape the resulting actions of
organizational personnel, regardless of their level and rank within the corporate entity,
due to their unifying abilities (Xu et al., 2020).

Communication factors within the workplace can be subdivided into several key
categories, broadly divided into six areas, each playing a distinct role in leading to the
decision to terminate one’s employment unless that factor is functioning in an ideal
manner (Birt et al., 2016). The categories comprise the communication that takes place
between peers, the communication that takes place between employees and supervisors,

the personal feedback that leaders and managers provide to their employees about their
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jobs and roles within the company, the internal climate and culture that are established in
the company to foster and support such communication, the internal integration of
elements facilitating communication, and the quality of the communication media that are
used by any involved parties (Al-Ali et al., 2019). All these factors heavily influence
employees’ satisfaction with organizational and internal communication, as they affect
the perception of work tasks (Giroux, 1960). Additionally, these factors are directly tied
to employee turnover retention (Al-Ali et al., 2019).

Ethical components extend to the function of communication. Ethics about solid
and proper communication can be applied to every element within the organization
(Alrawahi et al., 2020). Such elements and associated connections and relationships
between them are not always direct and readily visible or identifiable, as they tend to be
more implicit (Kollmann et al., 2019). However, despite the lack of an overt effect, such
relationships are present, and their importance cannot be minimized within the overall
grand scheme of the organization’s operations (Pecino et al., 2019). The scope of
organizational communication extends beyond the interactions between employees.
Effective communication also plays a significant role in allowing all employees to
become aware of the company’s mission, vision, and strategic objectives, which fosters
unity and productivity (Dohlman et al., 2019).

All three of these organizational factors can be communicated to employees by
management (Kollmann et al., 2019). These three things are essentially the foundations of
every corporate entity (Dohlman et al., 2019). Any goals the organization has set need to

be conducted through the strategic objectives created by organizational leaders with
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employee input (Alrawahi et al., 2020). In turn, employees can only work on these same
objectives if they are communicated clearly, straightforwardly, and promptly to all
organization members (Dohlman et al., 2019). Without communication, organizations
cannot pursue such strategic goals in a comprehensive and unified manner, thus leading
to organizational breakdown and the possibility of employees choosing to leave
(Kollmann et al., 2019). In such cases, the choice to terminate their employment can stem
from the lack of alignment with what are perceived to be strategic goals or objectives or
their lack thereof (Dohlman et al., 2019).

The importance of communication within LTC facilities cannot be overstated.
Effective communication, due to its role within the organization’s day-to-day and long-
term functioning, plays a significant role in the retention of employees and the
minimization of the risk and realization of employee turnover (Rivaldo, 2021). A high
degree of communication within the workplace has been shown to assist in quality
employee retention (Birt et al., 2016). Retention is important, as it can be exceedingly
difficult and costly for organizations to replace high-caliber employees who have
willingly opted to terminate their employment with the company, thus increasing
operational costs (Kollmann et al., 2019). Beyond this, a healthy degree of
communication also facilitates retention by strengthening and improving interpersonal
relationships between employees and their peers and between employees and their
supervisors, whether immediate or farther up the organizational hierarchy (Rivaldo,
2021).

Effective communication within the organization has multiple benefits. Effective
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communication helps employees develop a strong personal identity within the
organization, which fosters a sense of belonging and a sense of importance (E. Lee &
Kim, 2020). Additionally, such communication is crucial to creating a positive working
environment that reduces the incidence of conflict between members of the organization
and fosters interprofessional collaboration (Birt et al., 2016). Furthermore, evidence
shows that corporate leaders with advanced interpersonal skills rooted in communication
tend to generate more motivation in their subordinates and a greater sense of loyalty to
the organization on the part of these same employees (Rivaldo, 2021).

Organizational communication is not always a variable that functions as intended.
If organizational communication is impaired, no organization members can effectively
exchange ideas, which is also a fundamental core of proper organizational functioning
(Dohlman et al., 2019). The lack of communication can make employees feel disjointed
from their peers, subordinates, and supervisors and cause them to feel that they do not
have a decisive role in the company or that their presence matters to executives (E. Lee &
Kim, 2020). Such a sense of disconnect works to foster a lack of connection between
organizational members. Furthermore, in the LTC environment, the lack of sufficient and
proper communication also prevents management from being and becoming aware of any
issues that their employees are struggling with, such as burnout, too high of a patient
load, insufficient staffing, and harmful or toxic work environments (Tse et al., 2021).
Communication works to foster an environment in which employees feel comfortable
enough to discuss these issues with their managers and propose solutions, as opposed to

waiting or hoping for the mechanics and organization of this environment to change on
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its own until their frustration and unhappiness with their jobs prompts them to seek out
other alternative employment options (Ayuningtias et al., 2019).

Communication is a variable within the nursing field that can be focused on to
target employee turnover and increase satisfaction. The development of this tool can also
help managers to identify any issues that employees face about factors that can be
mitigated or addressed, such as insufficient training, which, as previously discussed, also
plays a critical factor in job satisfaction and the decision to quit one’s job within the LTC
industry (Ayuningtias et al., 2019). Communication within the nursing field is not always
open due to the various levels of nursing and medical professionals working together
(Pecino et al., 2019). However, by practicing proactive, open, and effective
communication, managers gain the ability to reduce employee turnover by focusing on
the needs of their employees and exploring how to best engage in the problem-solving
action step of attempting to address this (Ayuningtias et al., 2019).

Reducing Burnout and Stress

Burnout is a typical response to stress that affects nurses and healthcare
professionals working in LTC. Nurse burnout can be defined as physical, emotional, and
mental exhaustion resulting from chronic workplace stress and/or being overworked.
Symptoms of burnout include emotional exhaustion, depersonalization, and reduced
personal accomplishment. Nursing personnel stress, in contrast, refers to the
psychological and physiological response to the demands and pressures experienced in
the nursing profession (Aiken et al., 2002; Galanis et al., 2021). Such a response often

occurs in the presence of sustained occupational stress (Iezzoni et al., 2021). Nurse
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burnout and stress can be attributed to several factors, including high workload, long
working hours, inadequate staffing, lack of control and autonomy, role ambiguity,
emotional demands, and challenging patient conditions (Aiken et al., 2002; Galanis et al.,
2021). Organizational factors such as a hostile work environment, lack of support, and
insufficient resources also contribute to nurse burnout and stress (Han et al., 2019).

Academics have noted a clear relationship between nurses’ burnout and patient
care. Nurse burnout and stress significantly affect nurses and patient care due to the
increased risk of errors and mistakes that nursing professionals can make because of
impaired attention to their tasks (Han et al., 2019). Burned-out nurses experience
decreased job satisfaction, decreased productivity, increased absenteeism, and higher
rates of intention to leave their profession.

Furthermore, burnout can lead to impaired physical and mental health, including
higher rates of depression, anxiety, and substance abuse among nurses (Locke &
Schattke, 2019). These effects can harm the quality of patient care (Iezzoni et al., 2021).
Specifically, burnout and stress have been associated with medication errors, lower
quality of care, increased patient dissatisfaction, and higher patient mortality rates (Locke
& Schattke, 2019).

High workloads and inadequate staffing levels contribute significantly to nurse
burnout and stress, increasing the likelihood of turnover. Insufficient staffing ratios,
excessive overtime, and heavy patient loads overload nurses and impede their ability to
provide safe and effective care. Adequate staffing and workload management are crucial

in mitigating burnout, reducing stress, and minimizing turnover rates (Locke & Schattke,
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2019). The factor of nurse-to-patient ratio is a key variable that LTC facilities can
manage. Addressing the nurse-to-patient ratio in LTC environments is a complex
challenge that requires a multifaceted approach. One key step is conducting regular
assessments to determine the appropriate nurse-to-patient ratio.

Healthcare organizations must assess patient acuity levels, care complexity, and
required staffing skill mix (Yusof et al., 2023). By conducting ongoing assessments,
organizations can ensure that staffing levels align with the specific needs of the residents
to fill in the gaps in terms of the resources that are required (Gandhi et al., 2021). Once
assessments have been conducted, facilities can properly schedule their nursing staff
(Yusof et al., 2023).

LTC facilities managers can implement individual-level interventions, which
focus on equipping nurses with strategies to manage stress and enhance well-being to
target employees’ needs. (E. Lee & Kim, 2020). These interventions include stress
management programs, mindfulness training, resilience-building workshops, and self-
care initiatives, which create a multi-pronged approach (S. N. Johnson & Gallagher,
2021). By providing nurses with tools to cope with burnout and stress, these interventions
aim to reduce turnover rates and improve overall job satisfaction (E. Lee & Kim, 2020).

Organizational-level interventions aim to create supportive work environments
and address systemic factors contributing to burnout and turnover. Examples of such
interventions include improving staffing ratios, fostering positive organizational culture,
implementing mentorship programs, providing opportunities for professional

development, and enhancing communication and recognition systems, thus affecting
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multiple motivational factors (Mabasa & Themane, 2021). These interventions target the
root causes of burnout and stress and aim to create sustainable organizational changes to
alleviate the negative impacts of occupational stress (S. N. Johnson & Gallagher, 2021).
Policy-level interventions involve changes at the macro level, such as healthcare policies
and regulations. These interventions may include implementing mandatory staffing ratios,
advocating for workplace safety standards, promoting work-life balance policies, and
addressing reimbursement and compensation structures. Policy-level interventions
provide a broader framework to support nurse well-being, reduce burnout, and decrease
turnover rates (E. Lee & Kim, 2020).

LTC facilities can implement strategies to promote work-life balance for nurses,
such as flexible scheduling, paid time off, and supportive policies for parental leave and
caregiving responsibilities. By acknowledging and accommodating the diverse needs of
nurses, organizations can reduce burnout and turnover while fostering a positive work
environment (Mykhailichenko et al., 2021). Organizations can cultivate supportive work
environments by fostering open communication, providing opportunities for professional
development, and offering mentorship programs (B. Lee et al., 2022). Creating a respect,
recognition, and appreciation culture can significantly impact nurse satisfaction and
retention (Mykhailichenko et al., 2021).

Resilience programs, which can be utilized to create a supportive working
environment, provide nurses with tools and techniques to cope with stress and adversity
(Han et al., 2019). These programs focus on building resilience, enhancing critical

thinking skills, and promoting self-care strategies. By equipping nurses with resilience
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skills, organizations can better support their well-being and reduce burnout
(Mykhailichenko et al., 2021). Investing in leadership and management development
programs can significantly impact nurse satisfaction and retention. Training nurse
managers in effective leadership strategies, communication skills, and conflict-resolution
techniques can foster a positive work environment, promote nurse engagement, and
decrease turnover (Phillips & Norman, 2020).

Implementing flexible staffing models is essential for adapting to fluctuating
patient needs. The resulting flexibility enables healthcare organizations to adjust staffing
levels based on resident acuity, varying daily workload patterns, and unexpected
emergencies (Poku et al., 2023). Organizations can better allocate resources and
consistently meet patient needs by having flexibility in staffing models. Leveraging
technology and automation can significantly improve efficiency and streamline
workflows (Vermooten et al., 2019). Electronic health records (EHRs), medication
administration systems, and assistive technologies can help with tasks such as vital sign
monitoring, reducing administrative burdens and allowing nursing staff to focus more on
direct patient care (Poku et al., 2023).

Establishing a Positive Culture

The organization’s positive internal culture is critical in reducing the risk of
nursing staff turnover. A positive nursing culture is an organizational environment that
supports and values nursing professionals, fosters collaboration, recognizes
achievements, promotes professional growth, and prioritizes patient-centered care. A

positive nursing culture directly impacts nurse turnover rates (Mykhailichenko et al.,
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2021). When nurses perceive a supportive and engaging work environment, they are
more likely to experience job satisfaction, commitment, and loyalty to the organization,
reducing the likelihood of turnover.

Strong and supportive leadership is crucial in establishing a positive nursing
culture. Nurse leaders should exhibit transformational leadership qualities, including
effective communication, mentorship, empowerment, and advocacy (Aiken et al., 2002;
Galanis et al., 2021). By fostering a supportive and transparent leadership style, nurse
leaders can create a culture of trust, respect, and collaboration. Open and effective
communication is essential in cultivating a positive nursing culture (Lai et al., 2020).
Organizations should encourage regular communication channels, both formal and
informal, to facilitate information sharing, feedback, and collaboration among nursing
staff, interdisciplinary teams, and management. Clear and transparent communication
promotes trust, reduces conflicts, and enhances teamwork (Vermooten et al., 2019).
Recognition and appreciation play a significant role in promoting a positive nursing
culture. Healthcare organizations should implement formal recognition programs that
acknowledge and celebrate nursing achievements, contributions, and milestones (Aiken
et al., 2002; Galanis et al., 2021). Recognizing the value and dedication of nurses
reinforces their sense of worth and encourages job satisfaction and loyalty (Vermooten et
al., 2019).

Promoting work-life balance is vital in sustaining a positive nursing culture by
implementing targeted policies. Organizations should implement policies and practices

that support flexible scheduling, fair workload distribution, and adequate time off for
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nurses (Giroux, 1960). By addressing nurses’ unique needs and responsibilities,
organizations can reduce burnout, enhance job satisfaction, and improve retention
(Setiyani et al., 2019). Investing in professional development opportunities is key to
fostering a positive nursing culture (Giroux, 1960). Organizations should provide access
to continuing education, training programs, mentorship, and career advancement
opportunities. By investing in nurses’ growth and skill development, organizations
commit to their professional success and job satisfaction.

Developing a shared vision and values that align with nursing professionalism and
patient-centered care is essential. Creating such vision and values includes involving
nursing staff in developing and refining organizational mission statements, values, and
goals (B. Lee et al., 2022). By establishing a shared vision, nurses feel a sense of purpose
and connection to the organization, leading to increased job satisfaction and reduced
turnover. Including nurses in decision-making processes directly affecting their work and
patient care is vital (Setiyani et al., 2019). Such inclusion can be achieved through shared
governance models, where nurses have a voice in organizational policies, procedures, and
quality improvement initiatives (Goktepe et al., 2020). By involving nurses in decision-
making, organizations demonstrate respect for their expertise, enhance job satisfaction,
and foster a sense of ownership (J. Y. Lee & M. H. Lee, 2022). Healthcare organizations
should prioritize effective communication channels that facilitate timely and transparent
information flow (Setiyani et al., 2019). Communication includes regular staff meetings,
feedback mechanisms, and the use of technology to enhance communication efficiency.

Improving communication makes nurses feel valued, informed, and engaged, increasing
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satisfaction and reducing turnover.

As shaped by leadership, positive relationships between nurses and their
managers significantly impact the nursing culture. Nurse managers should be accessible,
approachable, and supportive. Regular check-ins, performance feedback, and mentorship
opportunities foster trust, promote professional growth, and create a supportive work
environment (Goktepe et al., 2020). Strong nurse-manager relationships improve job
satisfaction and decrease turnover rates. Organizations should prioritize the well-being of
nursing staff by providing resources and support for self-care (Fagerdal et al., 2022).
Such resources can include initiatives such as wellness programs, stress reduction
workshops, and access to mental health services. By acknowledging and addressing the
challenges and stressors nurses face, organizations demonstrate a commitment to their
well-being, leading to increased job satisfaction and decreased burnout (Goktepe et al.,
2020). Collaboration with other healthcare professionals is essential in creating a positive
nursing culture.

By promoting interdisciplinary collaboration, organizations foster teamwork,
mutual respect, and a shared commitment to patient-centered care (Gunawan et al., 2019).
Such a collaborative approach enhances job satisfaction, professional growth, and
retention among nursing staff. Establishing mentorship and support programs can
positively impact nursing culture (Goktepe et al., 2020). Experienced nurses can mentor
new graduates or less experienced nurses, providing guidance, support, and professional
development opportunities. Mentorship programs foster a sense of belonging, encourage

career growth, and reduce feelings of isolation, increasing job satisfaction and reducing
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turnover (Gunawan et al., 2019). Organizations should regularly assess the nursing
culture and job satisfaction levels through staff surveys and feedback mechanisms
(Goktepe et al., 2020). These tools allow nurses to express their concerns, provide
suggestions for improvement, and feel heard and valued. By acting on feedback and
addressing issues, organizations are committed to continuous improvement and creating a
positive and supportive work environment (Pecino et al., 2019).
Transition

As outlined in Section 1, there is considerable existing literature on this research
problem. LTC facilities can face severe consequences due to continually losing
employees to turnover. Employees are more likely to leave the LTC work environment
because of dissatisfaction with their positions and the general work environment. The
Herzberg two-factor theory is a valuable tool for exploring the motivation of employees
within this setting. It shows that organizations need to balance hygiene and
environmental variables properly to reduce employee dissatisfaction to a minimum.
Section 2 presents an overview of the research project, including the participant sampling
approach, the methodology selected for the project, the data collection process, and the
data analysis process. Section 3 presents the results generated from the data collection

process.
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Section 2: The Project
Purpose Statement
The specific business problem is that some HRMs lack effective strategies to
reduce employee turnover and enhance individual performance and morale in LTC
facilities. This issue has resulted in a significant number of employees leaving their
organizations. This qualitative multiple case study explored the strategies employed by
some HRMs to improve individual performance and morale, ultimately aiming to reduce
employee turnover in LTC facilities. The target population for this study included a
sample of six HRMs from six LTC facilities in the United States who had successfully
implemented strategies to decrease turnover in their organizations.
Role of the Researcher
Given that I was responsible for collecting data and analyzing information, I
focused on minimizing personal bias. I remained aware of my assumptions and
expectations that could have influenced the data collection and analysis processes. To
ensure the integrity of the research, I aimed to be as impartial as possible, as advocated
by J. L. Johnson et al. (2019). But because qualitative research relies heavily on the
researcher’s experience with the topic, it is challenging to eliminate personal bias during
data collection (Bergen & Labonté, 2019). Additionally, as part of qualitative research, I
remained conscious of my values, beliefs, and experiences (see Craig et al., 2021),
recognizing how these factors might have impacted my interpretation of the data.
Conducting self-assessments was crucial to ensure that all data were collected, analyzed,

and interpreted objectively.
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Bias is not a new concept; it has existed for a long time. Bias refers to
preconceptions or preferences people develop against certain groups or individuals
unfairly (Ntoutsi et al., 2020). Given my prior experience in the LTC industry, I chose to
study the problem of high employee turnover within this sector. As a former regional HR
manager, | understand the challenges HR managers face in retaining and recruiting new
employees. LTC HR managers are responsible for recruiting, retaining, and training staff
without direct assistance from upper management. According to Craig et al. (2021),
novice researchers often spend considerable time reflecting on their experiences and
typically show interest in studying phenomena that resonate with their backgrounds. The
selection of participants for my study was random, and I also collected company
documents such as employee manuals and employment records. All participants had an
equal chance of being selected, which emphasized fairness and impartiality in the study.

My methodology included semistructured interviews, observations, and note-
taking to gauge participants’ understanding of the phenomenon accurately. To protect the
participants’ identities and workplaces, I labeled them LTC 1, LTC 2, LTC 3, LTC 4, LTC
5, and LTC 6. The study gathered comprehensive information to identify strategies for
boosting morale, enhancing productivity, and decreasing employee turnover in LTC
facilities. I took measures to protect the participants’ rights and ensure their safety,
adhering to the principles outlined in the Be/mont Report. 1 completed all required ethics
training as a researcher and obtained approval from the IRB before beginning data
collection for the study. Ensuring ethical conduct in human research is a shared

responsibility between the ethics review board and the researcher (Craig et al., 2021;
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National Commission for the Protection of Human Subjects of Biomedical and
Behavioral Research, n.d.). As a researcher, it was my duty to mitigate bias, avoid
injecting personal opinions, and allow the participants to opt out of the study (see Yin,
2018). To maintain objectivity and minimize bias, I consistently posed open-ended
interview questions related to the literature review and the conceptual framework, serving
as the foundation for this multiple case study.
Participants

The purpose of this study was to explore how HRMs influence staff retention and
job satisfaction to identify strategies for further improvement. Participants were required
to meet specific criteria to be eligible for the study. A case study’s credibility relies
heavily on its participants’ quality (Baixinho et al., 2022). Accordingly, the participants
for this study needed to be familiar with techniques for developing and implementing
employee retention programs. To ensure the study’s success, participants should
volunteer with a complete understanding of their involvement (Xu et al., 2020). As such,
I informed the selected participants about the tenets of their participation and their rights.

As part of this research, I emailed leaders of LTC facilities to express my interest
in interviewing HRMs about strategies they used to reduce employee turnover. According
to Baixinho et al. (2022), a small study could include four participants. However, if data
saturation is not reached, the number of participants should be increased to provide
additional information. Data saturation is achieved when the interviews are not expected
to yield new data (Yin, 2018). Research with insufficient data is considered invalid and

unreliable (Archibald et al., 2019).
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Building trust with participants leads to more meaningful research results and
better outcomes (Hensen et al., 2021). To ensure a positive research experience for
participants, I maintained open communication channels to foster trust and
understanding. I ensured the participants understood the research purpose and how their
involvement would be beneficial. They were encouraged to ask questions, express
concerns, and provide feedback. These approaches helped maintain trust between the
researcher and the participants. I clearly outlined my expectations prior to my arrival to
minimize confusion, ensuring that everything was prepared. The facility staff also
received clear instructions regarding the research project. A well-defined understanding
of the project’s expectations and guidelines ensured that everyone was aligned.

Research Method and Design
Method

This qualitative multiple case study explored the strategies employed by HRMs to
enhance individual performance and morale, aiming to reduce employee turnover in LTC
facilities. I gained a deeper understanding of these phenomena in their natural context by
utilizing a case study design. Qualitative data collection instruments such as interviews
and focus groups were well-suited for this type of research, as they facilitated the
provision of rich and detailed data necessary for identifying patterns and drawing
meaningful conclusions (Aspers & Corte, 2019; Lobe et al., 2020). This case study
approach was used to explore contemporary trends and strategies HRMs implemented to
address employee turnover in real-life situations. This approach offered valuable insights

into the challenges related to recruitment and retention, facilitating an evaluation of the
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effectiveness of human resource policies (see Yin, 2018). By involving multiple case
studies, I collected data from professionals who had experience utilizing strategies
designed to decrease employee turnover.

Scholars can gain a deeper understanding of specific phenomena in qualitative
research by concentrating on a targeted population (Aspers & Corte, 2019). According to
Lobe et al. (2020), qualitative methods are appropriate for scholars seeking to analyze
research problems. Yin (2018) outlined two types of exploratory research: primary
research methods, which involve directly gathering data from selected subjects, and
secondary research methods, which involve studying data from existing sources such as
online journals, literature, and case studies. Techniques for primary research may include
observations, interviews, focus groups, and surveys. Engaging in qualitative research
allows researchers to pose open-ended questions, enhancing their understanding of
phenomena and uncovering potential relationships. This approach is beneficial when
investigating novel or complex topics. In contrast, conclusive research is preferred when
researchers aim to test specific hypotheses, gathering data from a target population to
validate a theory (Caretta & Pérez, 2019). In this study, the interview questions
specifically focused on strategies for reducing employee turnover in South Carolina.

The quantitative research method was inappropriate for this study because the
primary goal was to explore the strategies used by HRMs to improve individual
performance and morale to reduce employee turnover in LTC facilities. The conduct of
such studies does not involve quantitative data collection (Dzwigol, 2020). Mixed-

method research combines both the theoretical elements of quantitative research and the
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technical aspects of qualitative research (Whitehead & Torossian, 2020). However, this
study did not seek to collect or analyze closed-ended quantitative data or quantify
qualitative data. Instead, the research questions aimed to identify themes and patterns
within the population to inform strategies for reducing employee turnover through
improved performance and morale. Therefore, quantitative and mixed-methods
approaches were inappropriate for this study, as broad numerical data was unnecessary to
address the research questions. In line with the tenets of Motulsky (2021), neither method
is necessary if no statistical tools or other quantitative research techniques are required.
Design

To conduct this study, I employed a multiple case study design. In a multiple case
study, researchers investigate a specific phenomenon across several organizations (J. L.
Johnson et al., 2019; Turnbull et al., 2021). Multiple case study designs encompass
various real-life phenomena within the same methodology but utilize different
approaches (Yin, 2018). Scholars may choose between multiple or single case study
designs depending on the research question. While a single case study can yield valuable
insights, it is often limited to one occurrence, making it unsuitable for this research. The
goal of conducting case studies is to gather diverse perspectives by examining
participants and analyzing articles, studies, and interviews to develop a comprehensive
understanding of the phenomenon (Alam, 2020).

Other qualitative research designs include ethnographic and phenomenological
approaches, which I did not select for this study. Ethnographic research is used to

examine a particular culture through observation and participation (Fitria & Febrianti,
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2020). Researchers utilizing this design typically immerse themselves within the culture
to study its individuals (Tomaszewski et al., 2020). However, the ethnographic method
focuses on establishing the unique characteristics of an ensemble, including aspects such
as gender, status, and race, which were not the primary focus of my research.
Phenomenological studies are used to understand relationships among phenomena
through information gathered from interviews, observations, and shared stories (Dobbins
et al., 2021). This design was also inappropriate for my study, as I was not focused on the
relationships or interactions among individuals.

Population and Sampling

Qualitative research requires researchers to select a sample size that best
represents their population and aligns with the study topic (Mabasa & Themane, 2021;
Turnbull et al., 2021). For instance, this study aimed to present successful strategies
developed by six HRMs at LTC facilities in South Carolina to reduce employee turnover.
When conducted effectively, multiple case studies can provide valuable data on reducing
employee turnover.

The participants in this study were required to be HRMs in LTC facilities with at
least two years of experience implementing turnover reduction strategies. The study
employed the critical case sampling model to identify patterns that could apply to other
LTC facilities (Esbensen, 2022). Utilizing essential case sampling in qualitative research
is advantageous for focusing on specific populations within a phenomenon (Staller, 2021;
Stratton, 2019). However, purposeful sampling also presents limitations, notably smaller

sample sizes (Guetterman et al., 2019).
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The data collected from interviews and reports of employee turnover, along with
website resources, underwent thorough reference checks to minimize limitations and
enhance the credibility of the research. I collaborated with the chief human resource
manager to cross-reference employee turnover, retention, and performance data. Such
methods improve the validity of research by facilitating the provision of detailed
information (Turnbull et al., 2021). Data saturation occurs when qualitative researchers
ask all participants the same interview questions until no new information emerges to
formulate new codes, themes, or findings to generate additional insights (Hennink et al.,
2019). To achieve data saturation, researchers conduct interviews until they gather
enough information to compile the findings without needing additional data (Hennink et
al., 2019). Member checking facilitates data saturation by allowing participants to share
their thoughts until they have nothing further to contribute to the topic (Caretta & Pérez,
2019; Yin, 2018). Member checking after each interview is also crucial for ensuring
reliability, accuracy, and transparency (Candela, 2019; Motulsky, 2021). The data are
verified through triangulation with other research methods and data-gathering techniques
to cross-validate results (Birt et al., 2016; Farquhar et al., 2020). Ensuring comprehensive
and accurate data collection is essential. Furthermore, a thorough understanding of the
phenomenon enables the identification and resolution of any inconsistencies, thereby
strengthening the validity of the findings (Hennink et al., 2019).

Another approach to achieving data saturation involves having an independent
party code the transcripts to ensure no data is overlooked (Fitria & Febrianti, 2020). This

process allows an objective outside party to assess the transcripts and identify emerging
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themes (Candela, 2019). By utilizing an independent coder, the research ensures accurate
data saturation, as the coder evaluates the transcripts without bias (Birt et al., 2016;
Hennink et al., 2019).

Ethical Research

Obtaining consent from participants involved explaining the background and
purpose of the study, as well as their potential roles. I clarified how their responses would
contribute to the research. I outlined the importance of the study and how participants
could help improve current HRM literature related to reducing employee turnover.
Participation in research is voluntary, and a consent form must be signed (Yin, 2018).
After reviewing the information, I requested the participants’ support in participating in
the study. Participants must understand the risks involved and their roles in the research
before consenting (Tse et al., 2021).

Informing participants about confidentiality and secure data storage was critical to
the interview process. Data safety is essential to prevent or minimize adverse effects on
participants or their workplaces (Yin, 2018). The participants were not required to
complete the interviews and could withdraw from the study anytime. I did not offer
rewards or benefits for participation, as I aimed to engage participants who genuinely
wanted to contribute. A final research document was made available to participants once
the study concluded. Maintaining confidentiality is important to ethical research practices
(Hesse et al., 2018). [ removed any identifying information and ensured the anonymity of
participants by using pseudonyms. All participant data were encrypted on a USB drive

and stored in a secure box to be deleted five years after the study’s completion.
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Additionally, I obtained approval from the Walden University Institutional Review Board
(IRB) before collecting any data and was assigned an approval number 05-15-24-
0974118, which expired om May 14, 2025.
Data Collection Instruments

Data collection for this qualitative multiple case study primarily depended on my
efforts. I first gathered data and information specific to the research question in alignment
with the tenets of Gioia (2020) and Mirhosseini and Noori (2018). For instance, I used a
data collection instrument to gather insights from human resource managers in long-term
care facilities. This approach aimed to fully understand their strategies for reducing
employee turnover while improving individual performance and morale. Most qualitative
research studies employ interviews as their primary data collection method (Tutelman &
Webster, 2020). Through semistructured interviews and open-ended questions,
participants could express their thoughts and experiences in their own words (Song et al.,
2021). Researchers often use open-ended questions to explore topics in greater depth and
to ask follow-up questions related to the study.

Alongside the semi-structured interviews, I also utilized an interview protocol.
This protocol helps ensure that data collected through interviews are consistent and
reliable (S. N. Johnson & Gallagher, 2021). I scheduled discussions with each participant
at times convenient for both parties. I conducted member checking after each interview to
validate the data analysis and ensure reliability and accuracy. Scholars commonly use
member checking to enhance the reliability of a study and validate its findings (Motulsky,

2021; Porter et al., 2022).
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Additionally, I obtained company files from participants as a data source,
ensuring the exclusion of any sensitive personal information about employees—my
collection of documents included employee manuals and employment records.
Qualitative researchers often analyze company documents to identify themes relevant to
their research questions (Dominick et al., 2020; Ryan & Watson, 2021). After reviewing
these company documents, I used comprehensive data to explore HRM strategies to
reduce turnover, enhance performance, and boost employee morale.

Data Collection Technique

To begin collecting data, I needed the approval of the Institutional Review Board
(IRB). After receiving consent, I started recruiting HRMs with at least five years of
experience in recruiting, onboarding, training, and employing strategies to reduce
employee turnover. These individuals were eligible participants for the study. I then
conducted interviews with them to gather their perspectives on employee turnover.
Finally, I analyzed the data and drew conclusions from my findings. To ensure fairness,
each participant received the same questions to minimize bias, as Mitchell et al. (2022)
recommended. Hesse et al. (2018) discussed the nature of the interview process,
including the risks, benefits, and the option for participants to withdraw from the study at
any time before the interview began. Upon receiving consent, I explained the different
methods for conducting the interviews, which included Facebook Messenger, LinkedIn,
or Microsoft Teams. Participants also responded to follow-up questions and prompts
during the semistructured interviews, in alignment with Triantafillidou and Koutroukis’

(2022) guidelines.
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Semistructured interviews have both advantages and disadvantages. According to
Sommer and Gamper (2020), semistructured interviews allow participants to express
themselves freely and describe their experiences in their own words. Additionally,
semistructured interviews can address the research question (van Beek et al., 2021).
However, there are also drawbacks, such as interviewer bias influencing participant
responses (H. McGinley & Keane, 2021). Although I aimed to identify and eliminate any
bias, my personal opinions could have affected the data collection process.

To validate the participants’ responses, I utilized member checking. Motulsky,
2021) suggested that this technique helps researchers confirm the accuracy of interview
summaries with participants. In the member checking process, I shared my understanding
of the participants’ viewpoints and opinions for their review. Participants needed to assess
my interpretation of their contributions to ensure data accuracy (Candela, 2019). If
participants confirmed the validity of my analysis, I considered the qualitative data
reliable and consistent.

Data Organization Technique

Scholars employ various techniques to analyze, review, and collect data (Alam,
2020). For my research, I utilized NVivo software along with a reflective journal to
organize my data. NVivo proved to be a valuable tool for managing interview data.
Researchers use data organization methods to gather and store information daily
throughout their studies (Vindrola-Padros & Johnson, 2020). Additionally, software like
NVivo facilitates qualitative data analysis and reporting (Alam, 2020; Vindrola-Padros &

Johnson, 2020).
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The research data were collected via Zoom calls, recordings, and notes taken
during the interviews. Using NVivo 12, the recordings were converted into Microsoft
Word documents. I chose NVivo over other software options, such as ATLAS.ti and
Taguette, because a colleague who had recently completed their study offered assistance
and guidance in using NVivo. As I was initially unfamiliar with qualitative software, 1
benefitted from the training provided by experienced users. To ensure the safety of my
paper notes, I converted them into Word documents using NVivo as part of my labeling
system and saved them to a password-protected USB drive.

For confidentiality, Linneberg and Korsgaard (2019) recommended using
alphanumeric codes instead of participants’ names, such as P1 for the first participant. I
assigned participant codes LTC1, LTC2, LTC3, LTC4, LTCS, and LTC6 to the
participants and their respective companies to protect their identities. After collecting the
data, I stored them on a USB drive in a secure, encrypted file on my computer to ensure
their safety. I am the only individual with access to this password-protected file. I will
safeguard the USB drive for five years, after which I will permanently delete and destroy
the data, following Walden University’s best practices.

Data Analysis

Data necessary to address the research question were collected through
semistructured interviews). Most qualitative researchers use interviews as their primary
data collection method, with semistructured interviews being the most prevalent format
(Triantafillidou & Koutroukis, 2022; Sommer & Gamper, 2020). According to Mitchell et

al. (2022), the popularity of semistructured interviews is attributed to their versatility and
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flexibility. During the interviews, participants responded to questions outlined in the
interview protocol. Following data collection, my responsibilities included (1) listening to
the audio recordings, (2) transcribing the recordings, (3) performing member checking,
(4) verifying the validity of the notes, and (5) importing the data into NVivo v12. This
comprehensive process led to the emergence of key themes.

Identifying themes and patterns is crucial to coding the data (Linneberg &
Korsgaard, 2019). By categorizing the data, researchers can identify central themes and
subthemes (Vindrola-Padros & Johnson, 2020). Analyzing and validating data requires
manipulation to reveal insights, concepts, or ideas (Yin, 2018). Part of the data analysis
for this study involved breaking down the information and then reconstructing it to form
significant themes, as part of a process espoused by Linneberg and Korsgaard (2019). To
ensure data saturation and avoid new information emerging, I conducted interviews,
reviewed company documents, and compared critical literature until the topic was
thoroughly explored. Arije et al. (2021) outlined the steps scholars follow to identify
themes: (1) identifying repetitive words, (2) scaling themes down to manageable topics,
(3) identifying subthemes, (4) organizing topics by significance, and (5) connecting
themes to the overarching research question and conceptual framework.

NVivo v12 software was used to categorize the coding thematically. The software
also facilitated the identification of patterns within the created codes. NVivo v12 allows
users to merge, review, and refine their data (Thelwall & Nevill, 2021). Following the
guidance of Craig et al. (2021), I analyzed, coded, and interpreted the interview data

using NVivo v12. Additionally, I adhered to the methodology developed by Vindrola-
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Padros and Johnson (2020), focusing on current literature and published information to
complete the data analysis.

Triangulation was achieved through these processes alongside a thorough review
of all available data, enhancing the study’s credibility and validity (Fagerdal et al., 2022).
Triangulation allows various datasets to provide insights into different facets of the
phenomenon (Craig et al., 2021). Fagerdal et al. (2022) emphasized the importance of
employing multiple data collection methods to create a comprehensive dataset, improve
understanding, enhance validity, and reach informed conclusions. Researchers often
utilize multiple research methods to explore a phenomenon through methodological
triangulation (Yin, 2018). Thus, the most appropriate approach was methods
triangulation, which included reviewing the employee handbook. Engaging extensively
with the data is essential for developing grounded theories (Craig et al., 2021). Massaro
et al. (2019) recommended a five-step process for data analysis, including compiling,
deconstructing, reconstructing, interpreting, and concluding data gathered from corporate
websites, articles, and publications.

Reliability and Validity

Reliability

Reliability refers to the consistency and stability of research findings (Timsit,
2018). Bouwmeester and Jongerling (2020) and Phillips and Norman (2020) emphasized
that studies should demonstrate the capacity to reproduce results when the same
procedures are followed. In my study, I utilized member checking and journaling to

enhance the reliability of the data collected. Member checking and detailed notetaking



59

during interviews effectively capture interviewees’ responses (Birt et al., 2016).
Moreover, conducting interviews with a straightforward protocol and member checking
tends to produce more reliable results (Lai et al., 2020). To support replication and verify
findings, I clearly described the study’s population, sample size, and participants, mainly
focusing on HR managers’ strategies for reducing turnover. A method is deemed
dependable if it accurately measures its intended construct, and a procedure is considered
reliable if it consistently assesses the same phenomenon throughout the study (S.
McGinley et al., 2020).
Validity

The validity of an inference depends on the accuracy of the interpretations made
during the research process (Yin, 2018). This validity is crucial for the overall robustness
of the research design, as users’ trust in the data and its conclusions relies on the study’s
validity (Alam, 2020). Without validity, it becomes challenging for those who depend on
the study’s results to apply them for their intended purposes confidently. Consequently,
the greater the applicability and strength of the data—such as its ability to be easily
replicated to achieve the same or similar results and its relevance to other research
contexts—the higher the validity of the inference. Research validity is grounded in four
key data characteristics: Credible, transferable, confirmable, and collected until data
saturation is reached.
Credibility

Credibility ensured that the research findings accurately reflected the original data

provided by participants and offered a correct interpretation of their views. It established
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confidence in the truthfulness of the findings. I minimized subjective judgment by
utilizing multiple data sources and methods to strengthen credibility, which enhances
validity, according to Hussain et al. (2020).

To further enhance credibility, I employed member checking, which involved
regularly reviewing and discussing the data with participants. Additionally, I emphasized
the role of triangulation in improving the accuracy of data analysis, thereby, according to
L.G. Kennedy et al. (2019), fostering credibility. Methodological triangulation includes
using various data collection methods and cross-checking strategies to ensure validity
(Natow, 2019). In this study, I incorporated different data sources, such as turnover
statistics, interviews with departing employees, and policies related to turnover, to
corroborate findings and enhance credibility.

Transferability

Transferability is an important aspect of qualitative research, as it allows findings
to be applied to other contexts (Craig et al., 2021). To enhance transferability, researchers
must provide detailed descriptions of the study, including data collection methods and
findings, to ensure that the results apply to similar settings. Throughout this process, I
provided comprehensive descriptions at each stage, from data collection to reporting.
Additionally, I recorded participants’ interviews to ensure accurate transcription and
representation of their responses.

Confirmability
Confirming or corroborating results relies on individuals’ skills in assessing

confirmability (Hussain et al., 2020; Massaro et al., 2019; Yin, 2018). Hussain et al.
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(2020) identified confirmability as the final criterion for establishing trustworthiness in
research. To enhance confirmability, I employed methodological triangulation.
Researchers can strengthen trustworthiness by involving a second researcher who acts as
a ‘devil’s advocate’ (Gioia,2020)

The second researcher reviews the data to identify potential biases in outcomes
and processes systematically documented step (Arije et al., 2021). Furthermore,
maintaining a reflective journal supports both confirmability and trustworthiness. The
reflective journal allowed me to critically examine my thoughts, expectations, and goals
throughout the research process, as explained by Craig et al. (2021). I utilized this journal
as a primary tool for rigorous data management and bias checking.

Data Saturation

Data saturation occurs when no new themes, findings, or ideas come to light
(Alam, 2020). Hennink et al. (2019) described saturation as the point at which sufficient
data has been collected to enable the research to be replicated, with no further insights
emerging. To reach this stage, I conducted thorough semistructured interviews with six
participants, asking consistent questions and comparing their responses until I stopped
getting new data.

Transition and Summary

This study explored the phenomenon of high personnel turnover in long-term care
(LTC) facilities. Projections regarding the patient population in the United States
indicated that the number of elderly, chronically ill, and disabled individuals would

continue to rise in the ensuing years (Biancone et al., 2021). This trend underscored the
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critical need for LTC facilities to retain their personnel; without effective retention, LTC
managers struggled to provide their patients with the expected level and quality of care.

I employed a critical case sampling method to select participants for this
investigation. A total of six participants from LTC facilities were contacted via email.
They included HRMs who had been with their respective facilities for a minimum of two
years and who actively implemented turnover reduction strategies. The study followed a
qualitative multiple case study design and focused on evaluating participants within their
working environments to preserve the authenticity of the research process.

Data collection was a meticulous process that commenced once informed consent
was obtained and continued until data saturation was achieved. To examine relevant
employee data, I utilized semistructured interviews guided by a standardized interview
protocol and an analysis of LTC corporate files. The use of NVivo software further
ensured the thoroughness and accuracy of the coding and analysis of the collected data.

The findings, which are presented in Section 3, are significant as they highlight
the trends and patterns identified during the data analysis process. These findings will
provide valuable insights to the readers, enhancing their understanding of the personnel

turnover in LTC facilities.
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Section 3: Application to Professional Practice and Implication for Change
Introduction

This qualitative multiple case study explored various HRM strategies aimed at
improving individual performance and morale to reduce employee turnover in LTC
facilities. Employee turnover poses a significant challenge for organizations in all
industries, particularly in sectors with high demand and demanding workloads, such as
LTC facilities. To effectively reduce turnover, organizations should adopt a strategic
approach that addresses both the professional and personal needs of employees, fostering
an environment where they feel valued, supported, and motivated to remain.

Through an analysis of interview responses, four key themes emerged as central
to retention strategies identified by the respondents: (a) professional development, (b)
recognition and rewards, (c) communication, and (d) promoting a supportive work
environment. These themes underscore the importance of equipping employees with
skills and opportunities, as well as the need to cultivate a workplace culture that
emphasizes trust, appreciation, and engagement. Additionally, the findings highlight
essential factors, such as recognizing individuality and implementing robust
accountability practices, which further enhance organizational efforts to retain staff. This
synthesis of perspectives provides actionable insights into the multifaceted approaches
necessary to effectively combat employee turnover.

Presentation of the Findings

Overview

The central research question guiding this study was “What strategies do some
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HRMs use to enhance individual performance and morale to reduce employee turnover in
LTC facilities?” This section highlights the key themes identified in the research,
followed by a discussion about how these findings confirm, disprove, or expand on
existing knowledge in the field, as referenced in the literature review. While the themes
are presented individually, there is considerable overlap among the response categories.
Some quotes may support more than one theme, demonstrating that the factors
respondents associate with staff turnover are interconnected. These themes do not operate
in isolation; instead, they interact within a broader system that influences staff decisions
to remain with or leave an organization. Additionally, the themes are not organized by
importance, as the responses did not indicate any hierarchy or prioritization among them.
Theme 1: Professional Development

All respondents held favorable views on professional development and agreed
that it was a necessary approach to reducing staff turnover. LTC 4 viewed professional
development as a tool for staff to “develop the skills they need to succeed in life, whether
with us or with someone else.” Consequently, all respondents considered professional
development to encompass more than just job-specific training. They felt it also included
job-specific skill advancement, self-efficacy development, and leadership development.
The respondents concentrated on professional development in three spheres: formal,
informal, and experiential.

Formal professional development is structured continuing education programs
from accredited institutions, certifications, and organization-led education programs or

workshops (Graebe et al., 2022). Referring to this formal level, Interviewee 2 stated, “We
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try to provide opportunities for development and continuing education as much as
possible,” emphasizing the need “to have training and development in place.” Similarly,
Interviewee 4 noted, “We try to allow opportunities for developing and continuing
education; that’s one of our main selling points.” Interviewee 6 integrated formal
professional development with the recognition and reward theme, stating, “To improve
morale with advancement, we offer recognition programs such as education, training, and
tuition reimbursement.” This underscores the overlap present within the outlined themes.

Informal professional development is characterized by more one-on-one and
unstructured interactions. LTC 5 alluded to this type of development, saying, “We try to
use one-on-one coaching as needed and have staff mentors. Our mentors are more
tenured staff members who serve as model employees.” Regarding mentors, Interviewee
5 explained, “Our mentors often seek to play a significant role in training, so we use them
as our training resource. If someone needs training on a specific topic, we turn to the
mentors.” LTCs 2, 4, and 6 also emphasized the importance of one-on-one meetings. This
concept ties into communication and will be explored further in that context. As part of
the mentoring process, respondents identified the importance of modeling appropriate
behavior. While modeling leadership skills may not fall under direct mentoring, it serves
as an informal mechanism of professional development. Interviewee 6 succinctly
illustrated this point: “Hopefully, managers are leading by example.” According to
respondents, informal professional development occurs through mentoring, one-on-one
meetings, and behavior modeling.

The theme of professional development highlighted by respondents included the
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alignment of employee goals with the opportunities provided in the workplace. LTC 1
explained their approach to rotating staff among different departments “that they are
qualified for within the facility. This helps them advance into another position if they
choose to.” LTC 3 underscored the necessity of ensuring “that the employee understands
their career path” and that opportunities at the facility align with staff objectives and
goals. This sentiment was echoed by LTC 6, who expressed a desire for all staff “to set
SMART goals.” The respondent continued, “We try to get to know our employees to
understand their career ambitions and see how we can assist them.” LTC 4 also discussed
their management and leadership program, which included a blend of formal, informal,
and experiential professional development mechanisms.

Additionally, several interviewees presented elements related to professional
development that merit inclusion in the discussion. For example, LTC 1 was the only
respondent to mention the expenses associated with employee training. They stated,
“You’re spending money on onboarding and training, and if they take this training and
leave for another job, it results in a loss for the organization.” This highlights the ongoing
challenge organizations face concerning turnover, as it represents a drain on both
financial and human resources. LTC 1 also emphasized the role of evaluations in
professional development, explaining, “It’s only fair to conduct performance evaluations
regularly, so the individual knows what to correct sooner rather than later.” This point is
crucial because much of the literature and the respondents’ feedback do not address job
performance issues as a factor in turnover. Nonperformance can be a contributor to

turnover, and as LTC 1 noted, it can often be addressed through professional
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development. Table 1 illustrates the excerpts, interpretations, and analyses of the
emergent themes associated with Theme 1.
Table 1

Theme 1: Excerpts, Interpretation and Analysis, and Emergent Themes

Excerpts Interpretation and analysis ~ Emergent themes

LTC3: “We try to make sure that usually between  Professional development  Professional

six months and a year that employees are being focuses both on training development is a clear

trained from day one, but they’re also being and on helping employees  motivational factor for

developed to move up into a position.” advance within the employees.
organization and in their

LTC6: “Well, for advancement, for opportunities careers.

that they have is that they can, we have a training
and development education that we use for them.”

LTC1: “So as a leader myself, I want to develop
other leaders.”

The findings on professional development align with Herzberg’s (1974) two-
factor theory, which underscores the role of motivators such as career advancement and
skill development. These motivators directly correspond to the formal, informal, and
experiential professional development identified in the interviews. The structured
opportunities for continuing education and job-based training, which fall under formal
development, align with Herzberg’s motivators. Studies suggest that such opportunities
fulfill intrinsic motivational needs (Al-Ali et al., 2019). The identification of tuition
reimbursement as a morale booster echoes the findings of Chiat and Panatik (2019), who
stated that career growth opportunities mitigate turnover.

On the informal development level, peer-based development enhances retention
by fostering collaboration and interdependence (Hsu and Shih 2023). This confirms the

mentorship elements highlighted by the respondents and affirms some overlap into
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Theme 4, promoting a supportive work environment. On the experiential development
level, the responses regarding rotating staff across departments to align with career goals
parallel the recommendations of Ayuningtias et al. (2019), which emphasize job task
variety as a motivator. This emphasis on job variety is a reassurance of its effectiveness
in mitigating turnover. Overall, the responses to this theme confirm Herzberg’s
motivator-hygiene framework, demonstrating how professional growth opportunities
directly increase job satisfaction and reduce turnover. Professional development ties
directly to intrinsic motivators like skill growth and leadership development; these differ
from hygiene factors, like a supportive work environment and fair compensation, which
do not necessarily motivate.

Herzberg’s (1974) theory also complements Maslow’s (1987) hierarchy by
addressing growth and self-actualization needs. Self-actualization is the highest level of
Maslow’s hierarchy, and establishing higher-level aspirations can increase employee
commitment and engagement by meeting psychological growth needs. This emphasis on
the importance of self-actualization is inspirational because of its potential to increase
employee commitment and engagement. Fulfilling higher-level aspirations promotes
retention.

For social learning, as popularized by Bandura (1977), mentorship programs and
modeling behavior play a crucial role in enhancing professional growth. These initiatives
emphasize learning through observation and interactions, enabling employees to gain
insight from role models and peers. This fosters skill development, confidence, and

alignment with organizational values. From a job enrichment theory perspective, having
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variety, complexity, and meaning connected to a task prevents monotony and promotes
engagement. Hackman and Oldham (1976) introduced the job characteristic model, a
cornerstone of the job enrichment theory. When organizations rotate staff across
departments, this supports a variety of related factors, which is a key element in
mitigating turnover.

Theme 2: Recognition and Reward

Recognition and rewards in the workplace are practices used to acknowledge and
appreciate employees’ contributions, efforts, and achievements. Recognition can involve
verbal or symbolic gestures, as well as more tangible benefits. The purpose of recognition
and rewards is to incentivize and reinforce desired behaviors and performance. As LTC 1
noted, “Everyone wants to be appreciated.” The respondents categorized recognition and
rewards into two tiers: formal and informal.

The formal tier includes tangible rewards such as time off, flexible scheduling,
pay, gift cards, and monetary bonuses. In contrast, the informal tier consists of
spontaneous verbal praise, personalized thank-you notes, public recognition in meetings,
celebratory events, and team lunches or breakfasts. While this is not an exhaustive list, it
highlights the various elements discussed by interviewees regarding formal and informal
recognition and rewards. Overall, the central theme is that appropriate recognition and
rewards can reduce employee turnover.

Monetary compensation was the most frequently mentioned formal response
related to recognition and rewards. LTC 1 emphasized the importance of “fair

compensation,” while LTC 3 reported efforts to provide “competitive compensation.”



70

Other formal compensation types included rewards with direct monetary connections,
such as tuition reimbursement for continued education mentioned by LTC 6. Interviewee
5 noted the effectiveness of a point recognition system that can be converted into gift
cards, stating, “This has proven to work very well for us.” Additionally, LTC 3 mentioned
a $5 pay increase for staff who complete workplace boot camp training, along with good
benefits as a reward for new hires. LTC 6 mentioned using monetary rewards for cross-
training and participation in a mentorship program, emphasizing, “I just want to stress
that we offer rewards.” Time off also emerged as a significant tangible reward, with LTC
3 stating, “We encourage work-life balance, which is essential for allowing employees
time to spend with family, and we emphasize onboarding.”

While formal recognition was the most common response, informal recognition
was also widely cited. Regarding group activities, LTC 4 mentioned using games to
motivate staff, such as training-themed safety bingo or Jeopardy. This respondent also
highlighted holiday decorating competitions and a quarterly luncheon to show
appreciation to the staff. LTC 1 and LTC 2 emphasized the importance of leaders
recognizing team members in both one-on-one settings and at team events. LTC 1 stated,
“If people are doing a wonderful job, you should recognize them,” adding that such
recognition boosts morale, even if employees are self-motivated. LTC 2 suggested that
managers hold quarterly meetings to evaluate staff, set goals, and provide credit and
praise for accomplishments, ensuring that contributions are recognized positively.

In summary, LTC 4 succinctly stated, “We also offer recognition and rewards to

motivate” the team. The respondents had clear aims and desired outcomes for their



71

recognition and reward practices. Even if they did not articulate it directly, all
respondents implied that self-motivated employees alone are insufficient to reduce
turnover, making both formal and informal recognition and rewards essential. While there
was no indication of a preference for either formal or informal recognition and rewards,
most responses focused on tangible rewards beyond praise. Thus, extrinsic motivation
appears to serve as the foundation for the respondents’ answers. Whether these
recognition and reward practices are common enough to be considered operant
conditioning remains unspecified in the responses. Table 2 presents excerpts,
interpretations, and analyses of the emergent themes associated with Theme 2.

Table 2

Theme 2: Excerpts, Interpretation and Analysis, and Emergent Themes

Excerpts Interpretation and analysis ~ Emergent themes
LTCS: “We also have a recognition program that Employees need to be Proper employee
awards staff members with points, so there’s a points recognized for their recognition and
system that transfers into dollars. Therefore, the efforts, which helps to reward systems are
points can be redeemed for gift cards.” motivate them. inherent to a

motivated staff.
LTC6: “To improve morale with advancement, we
offer recognition programs such as education,
training, tuition, reimbursement.”

LTC2: “We don’t have a policy to increase retention,
but we just try to make sure we have rewards and
recognition that’s in place.”

The findings related to recognition and reward align with Herzberg’s hygiene
factors, such as adequate compensation, and motivators, like acknowledgment and

achievement. Specifically, within the realm of formal recognition, respondents
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emphasized the importance of monetary bonuses and tuition reimbursement. This aligns
with the findings of Poku et al. (2023), which highlighted the critical role of financial
incentives in employee retention. Furthermore, recognition through promotions and
competitive pay reflects the insights of Gandhi et al. (2021), who identified salary and
benefits as significant factors influencing employee turnover.

In terms of informal recognition, the personalized praise noted by respondents
corresponds with the work of Guest et al. (2020), which underscored the importance of
verbal appreciation and workplace celebrations as strong motivators. Overall, the
respondents reinforced Herzberg’s theory by emphasizing the balance between intrinsic
rewards (such as acknowledgment) and extrinsic rewards (like compensation). This
supports Al-Suraihi et al.’s (2021) suggestion that recognition fosters long-term loyalty
and job satisfaction.

Further, Skinner’s (1953) operant conditioning theory suggests that reinforcement
through tangible rewards is crucial. Skinner extended his earlier ideas on operant
conditioning to broader contexts, including human behavior in organizations. In the
context of the findings, Skinner’s theory resonates with interviewees who mentioned
bonuses, gift cards, or other incentives as ways to encourage desired behaviors and
commitment.

Additionally, the findings highlighted Adams’s (1963) equity theory,
demonstrating that offering fair and competitive compensation meets employees’
expectations of fairness, thereby reducing dissatisfaction and perceptions of inequity.

Adams introduced the concept that perceptions of fairness influence motivation and
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satisfaction. Issues of inequity, or perceived unfairness, can hinder efforts to reinforce
loyalty and desired organizational behaviors.
Theme 3: Communication

Communication emerged as the most prominent theme across participant
responses. Elements related to communication were evident in professional development,
recognition, rewards, and efforts to foster a supportive work environment. Effective
communication can positively influence workplace turnover by promoting clarity, trust,
and employee engagement. It helps ensure that employees understand their expectations,
which can reduce confusion and frustration that may lead to turnover. Moreover, open
dialogue cultivates trust and creates an environment where individuals feel more
committed to the organization.

LTC 1 emphasized that these elements should start at the hiring stage, stating,
“You have to be realistic about the job up front...so I give them a realistic job preview.”
LTC 4 built upon this by explaining that the organization’s goal is to create a setting
where “managers and employees are communicating with each other and working
towards their goals together.” LTC 3 voiced the importance of all parties feeling they can
“be honest and speak their minds, but respectfully.” LTC 5 believed these practices
become ingrained in the organizational culture through “an open-door policy,” allowing
staff to communicate with managers whenever necessary. LTC 6 expressed the hope that
managers would “encourage employees to speak up, ensure their voices are heard, give
recognition, and build rapport.” Although there was no universal agreement on how this

encouragement should occur, several recurring elements were noted.
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LTCs 1, 2, 4, 5, and 6 all highlighted one-on-one meetings between managers and
staff as a crucial method for improving communication. LTC 4 mentioned, “We try to
encourage managers to conduct one-on-one meetings. I can’t guarantee they’re always
happening, but we emphasize their importance.” LTC 5 noted an effort to hold one-on-
one meetings every six months, while LTC 6 reported that their goal was to arrange these
monthly. Each respondent referenced the role of the manager in these meetings and the
overall communication process. LTC 2 stated, “We want our managers to lead by
example... and we try to foster a collaborative work environment.” LTC 3 specifically
identified empathy as an essential trait for managers to facilitate effective
communication, saying, “I think empathy helps leaders understand their employees’
feelings and thoughts.”

LTC 6 added that learning body language is also vital. They explained, “Managers
are trained to recognize body language and respond if they sense an employee may not
fully understand what is being communicated.” Beyond just managerial roles, LTC 5
mentioned that their organization adopted a mentoring model, with leaders modeling
“open communication” and fostering trust. Most respondents emphasized that
communication primarily relies on one-on-one interactions rather than group meetings.
However, due to the nature of the questions and limited responses, it is challenging to
determine whether they viewed one-on-one meetings as more important than traditional
group meetings. The data do not support a clear preference for either format, although
responses predominantly focused on one-on-one communication.

Table 3 presents excerpts, interpretations, and analyses of the emergent themes
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Table 3

Theme 3: Excerpts, Interpretation and Analysis, and Emergent Themes
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Excerpts

Interpretation and analysis

Emergent themes

LTC2: “The strategies that we have in place is the
one-on-one meeting. We want them to be able to
have one-on-one with their employees as much as
possible. We want to create a safe place for workplace
communication so that they would know that they can
have a safe place to communicate, whether it’s with
the managers or just with their coworkers.”

LTC1: “So open-door policy. Want everyone to feel
comfortable coming to speak to anyone on staff.”

LTC3: “They do schedule weekly meetings with
their employees. They do have one-on-one meetings
with them as well, and they try to explain anything
that they want them to do.”

Employees need to have
clear and direct lines of
communication with
management to ensure
their needs are being met.

One-on-one meetings
and open-door
policies are vital tools
that LTC facilities can
utilize to foster strong
communication.

Communication has emerged as a critical factor in fostering trust and engagement

in the workplace, as highlighted by Rivaldo (2021). The importance of one-on-one

interactions, noted by respondents, aligns with Dohlman et al.’s (2019) assertion that

personalized feedback improves employee morale. Additionally, the open-door policies

mentioned by respondents are supported by Aiken et al. (2002), who found that

transparent workplace policies can increase employee retention by addressing

dissatisfaction early on. Effective communication aligns with Herzberg’s hygiene factors

by reducing frustration and dissatisfaction, and it also relates to Maslow’s hierarchy of

needs by addressing employees’ needs for psychological safety and belonging.

Regarding Maslow’s (1987) hierarchy of needs, transparent and empathetic
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communication fosters trust and engagement by meeting psychological safety and
belonging needs. Trust is difficult to establish without effective communication. This type
of exchange also connects with leader-member exchange (LMX) theory, which posits that
one-on-one meetings improve dyadic exchanges, leading to strong relationships between
leaders and employees and increasing retention. According to Flinchum et al. (2023),
despite the relatively short academic history of “meeting science,” one-on-one meetings
account for 47% of all organizational meetings. While evidence supports their
effectiveness in enhancing staff relationships, these meetings remain understudied. The
findings of this research, within the theme of communication, underscore the continued
use of one-on-one meetings as an essential practice.

One-on-one meetings also highlight the connection to trust theory (Dirks &
Ferrin, 2002), demonstrating how they can build trust between employees and their
leaders. Trust theory, closely associated with the work of Morton Deutsch (1958),
emphasizes the dynamics of trust in both cooperative and competitive contexts. These
thematic findings suggest that open-door policies and feedback mechanisms are vital for
promoting trust in the workplace. Qi et al. (2024) identified trust as a critical factor for
fostering employee loyalty and reducing turnover.
Theme 4: Promoting a Supportive Work Environment

The response to this theme was the most difficult to separate from
communication, as most responses addressed some aspects of communication.
Communication could be why the previous section had the respondents focusing on the

one-on-one element. A good strategy is to acknowledge people both privately and
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publicly, which would also connect to Theme 2, which deals with recognition and reward.
Overall, promoting a supportive work environment took three distinct paths among the
respondents: appreciation, safety, and listening. LTC 2 explained appreciation: “We just
try to make sure that our employees are being appreciated and that they are being
valued.” This was also echoed by LTC 1, who concluded that all staff wanted to be
appreciated. This was also highlighted specifically as it applied to Theme 1. Safety, which
promotes a supportive work environment, first necessitates outlining the facets of safety
before examining the responses. Safety in the workplace encompasses two spheres. The
first is physical safety, and the second is emotional safety. Threats or feelings that safety
is absent can create issues that could negatively impact staff turnover. Most of the
respondents emphasized this element.

According to LTC 2, the respondent plainly stated, “I want to ensure they have a
safe environment.” LTC 4 highlighted that they made it a point to, “Just try to make sure
that our environment is friendly and safe.” The friendly portion of this equation would be
equivalent to the emotional sphere of safety. When an environment is pleasant, staff are
more likely to feel safe communicating, expressing their feelings, and learning from
mistakes. Here is what LTC 5 highlighted as a way “To improve our work environment.”
LTC 6 stated they “Foster an open communication by allowing our employees freedom of
speech to express themselves respectfully.” Similarly, LTC 4 said, “Try to build trust to
let our employees know that we want them to be able to trust us and come to us for
anything and to tell us, you know, what is going on.” While neither respondent

specifically stated this to be a component of a safe workplace, a workplace would
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certainly have to be a safe place if staff members feel free to express themselves and
come to leaders with issues and observations.

The final theme of promoting a supportive working environment is through
listening. As LTC 4 stated of employees, “They’re the ones that are on the floor doing the
work.” As a result, they have important observations that can guide managerial conduct
and decision-making. LTC 3 stated a supportive environment is synonymous with
“Listening to what the employee is saying.” LTC 1 further explained, “Everything is a
discussion with employees, just trying to figure out what’s going on.” This listening
paradigm goes with the emphasized one-on-one meetings in the communication section.
To have successful meetings and communication, managers and leaders must listen to
what the staff is saying. Since not everyone communicates in the same manner,
sometimes listening requires understanding what is not being said. LTC 3 said they need
to “Understand nonverbal data...which means like their body language when talking to
employees.” LTC 6 stated, “Managers are trained to recognize body language and to
respond if they feel that the employee may not understand what is being said.” They
continued, “If their body language shows them that maybe they’re not understanding,
then that’s when a manager can speak up and provide support.” As part of listening
literally and observing nonverbal communication, managers can better understand the
pulse and culture of the entire organization.

Table 4 highlights the excerpts, interpretation, and analysis of the emergent

themes associated with theme 4.
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Table 4

Theme 4: Excerpts, Interpretation and Analysis, and Emergent Themes

Excerpts Interpretation and analysis ~ Emergent themes

LTC3: “Well, one of the things that we try to make =~ Employees need to feel The workplace

sure is that the company culture is a positive support to properly environment and

environment, that it’s a healthy environment for our  function within the ensure that it is a

employees.” workplace environment. positive one is a
critical aspect of

LTC4: “I think that we just do is make sure they supporting employees.

have a safe environment so they can feel free to
express themselves to talk to themselves in a
respectful manner.”

LTC2: That’s so important that the employees know
that they do have a voice, and we do want to make
sure we’re reaching them and that they understand
that we do care about them.”

The responses to promoting supportive work environments reflect both
Herzberg’s hygiene factors and motivators. On the hygiene factor level, this includes
physical and emotional safety. For motivators, this included appreciation and growth. B.
Lee et al. (2022) stressed the importance of a safe work environment in reducing burnout
and turnover. The responses were in alignment with the related literature findings. The
respondents’ focus on listening and appreciation echoes the findings of Hsu and Shih
(2023), who emphasize that these elements contribute to trust and employee commitment.
This theme connects to Herzberg’s hygiene factors while stressing the need for a
nurturing culture, as Galanis et al. (2021) supported.

The emphasis on creating a safe and inclusive workspace also aligns with

Maslow’s hierarchy of needs, as it satisfies employees’ safety needs and fosters a sense
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of belonging, thereby increasing retention. In organizations, lateral violence is a constant
threat to workplace satisfaction. Also known as horizontal violence, it refers to hostile,
aggressive, or harmful behaviors among peers in the workplace (Longo, 2020).
Supportive work environments are what prevent lateral violence. Beyond this, per the
psychological contract theory, listening to and acknowledging employees’ contributions
fulfills their expectations of organizational support and respect (Rousseau, 1995). The
responses regarding promoting supportive work environments reflected both Herzberg’s
hygiene factors and motivators. The hygiene factor level includes aspects of physical and
emotional safety. In terms of motivators, it encompasses appreciation and opportunities
for growth. B. Lee et al. (2022) highlighted the importance of a safe work environment in
reducing burnout and turnover. The participants’ responses aligned with findings from
related literature. The respondents’ focus on listening and appreciation echoed the
conclusions of Hsu and Shih (2023), who emphasized that these elements fostered trust
and employee commitment. This theme connects to Herzberg’s hygiene factors while
underscoring the need for nurturing organizational culture, as Aiken et al. (2002) support.

The emphasis on creating a safe and inclusive workspace also aligns with
Maslow’s hierarchy of needs, which satisfies employees’ safety needs and fosters a sense
of belonging, ultimately enhancing retention. In organizations, lateral violence, also
known as horizontal violence, poses a constant threat to workplace satisfaction. This term
refers to hostile, aggressive, or harmful behaviors among peers in the workplace (Longo,
2020). Supportive work environments are essential for preventing lateral violence.

Furthermore, according to the psychological contract theory, listening to and
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acknowledging employees’ contributions meet their expectations for organizational
support and respect (Rousseau, 1995). The responses regarding promoting supportive
work environments reflect both Herzberg’s hygiene factors and motivators. On the
hygiene factor level, this includes ensuring physical and emotional safety. In terms of
motivators, aspects such as appreciation and opportunities for growth are highlighted. B.
Lee et al. (2022) emphasized the importance of a safe work environment in reducing
burnout and turnover, and the responses collected align with these findings.

The respondents’ focus on listening and showing appreciation resonates with the
research of Hsu and Shih (2023), who demonstrated that these elements foster trust and
employee commitment. This theme connects to Herzberg’s hygiene factors while
underscoring the necessity for a nurturing culture, as Galanis et al. (2021) support.

Furthermore, the emphasis on creating a safe and inclusive workspace
corresponds with Maslow’s hierarchy of needs, as it addresses employees’ safety needs
and cultivates a sense of belonging, ultimately enhancing retention. In organizations,
lateral violence—also referred to as horizontal violence, which entails hostile, aggressive,
or harmful behaviors among colleagues—poses a constant threat to workplace
satisfaction (Longo, 2020). Supportive work environments play a critical role in
preventing lateral violence. According to psychological contract theory, actively listening
to employees and acknowledging their contributions also meet their expectations for
organizational support and respect (Rousseau, 1995).

Additional Findings

In addition to the four primary themes, a few staff turnover-related elements
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surfaced. One is best expressed as recognition of individuality. LTC 1 stated that they
“look at employees’ case by case to understand their goals and tailor growth
opportunities to their needs.” LTC 4 echoed this and stated, “We ask about their five- and
ten-year career goals to understand how we can support their individual aspirations.”
LTC 2 additionally emphasized that “each employee is unique, so we focus on their
strengths and what drives them to perform their best.” While culture is important in the
workplace, it is individuals who comprise culture and make up the entirety of the culture
with their own unique attributes. To treat them all the same is impersonal and would not
provide a supportive environment that they feel appreciated in and that they would not
want to leave.

Another recurrent element in the responses, although not specific to any of the
four primary themes, is accountability and performance monitoring. As LTC 1
highlighted, they do regular performance evaluations so issues can be addressed before
they become a problem. This makes individual change and support proactive instead of
reactive. LTC 5 stated, “Mentors and managers hold employees accountable by tracking
their goals and offering feedback to improve performance.” LTC 6 reflected a similar
sentiment, “We ensure employees are held accountable for their actions while providing
constructive feedback and mentorship to support their growth.” This suggests that
respondents equate a high-performing organization that is constantly improving to one
where staff is more likely to stay and be loyal.

Within the spheres of individual recognition and growth, self-determination

theory is present in that tailoring opportunities to an individual’s goals supports intrinsic
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motivation, thereby fostering autonomy and satisfaction (Olafsen & Deci, 2020).
Strength-based leadership also emphasizes individual strengths and helps to build a
personalized development path (Ding & Yu, 2020). For accountability and performance
monitoring, goal-setting theory is also evidenced. Cesario et al. (2023) highlighted that
performance management impacts reactions to feedback, and this, in turn, is equitable to
job satisfaction. Regular evaluations and feedback, as described by the respondents,
would help employees align with clear goals thereby increasing motivation and reducing
turnover.
Comparative Analysis of the Findings and Literature

The focus on professional development and recognition closely aligns with
Herzberg’s theory and studies by Al-Suraihi et al. (2021) and Chiat and Panatik (2019).
As a result, structured motivators are crucial for reducing employee turnover. Regarding
extensions, research on experiential development—Iike job rotations—broadens
Herzberg’s framework by emphasizing nontraditional growth paths. Informal
communication mechanisms, such as mentoring, contribute to a deeper understanding of
trust-building. However, there are contrasting elements related to generational-specific
data. The reviewed literature emphasizes retention strategies for baby boomers that were
not reflected in the interviews, suggesting there may be a generalization or divergence in
organizational priorities.

Professional development reflects the intersection of several key organizational
theories, reinforcing its importance in employee retention. Based on Herzberg’s (1974)

motivator-hygiene theory, professional development acts as an intrinsic motivator that
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directly influences job satisfaction through opportunities for skill enhancement and
leadership development. Maslow’s hierarchy of needs describes career advancement as
addressing employees’ self-actualization and fostering long-term engagement. Social
learning theory highlights the significance of mentorship and behavioral modeling in
professional growth, as learning occurs through observation and interaction (Bandura,
1977). Additionally, job enrichment theory underscores the value of task variety,
complexity, and significance (Hackman & Oldham, 1976). Practices such as staff rotation
across departments exemplify this approach, minimizing monotony and increasing
engagement.

Recognition and reward systems are also grounded in theoretical foundations.
Herzberg’s (1974) framework differentiates compensation as a hygiene factor from
recognition as a motivator, indicating their complementary roles in enhancing morale.
Operant conditioning theory supports the effectiveness of tangible rewards, such as
bonuses and tokens, in encouraging desirable behaviors (Skinner, 1953). Equity theory
illustrates how perceptions of fairness are crucial for satisfaction and loyalty, with
competitive compensation alleviating dissatisfaction and turnover (Adams, 1963).
Communication is a key element of workplace dynamics. It aligns with modern
interpretations of Maslow’s (1987) psychological safety and belonging needs, fostering
trust and engagement. Leader-member exchange theory emphasizes the importance of
dyadic interactions, such as one-on-one meetings, in strengthening relationships between
leaders and employees, thereby enhancing retention (Flinchum et al., 2023). Trust theory

highlights that open communication and feedback mechanisms are vital for building
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loyalty and reducing turnover (Deutsch, 1958).

A supportive work environment addresses fundamental workplace needs, aligning
with Herzberg’s (1974) hygiene factors and Maslow’s (1987) safety needs. Additionally,
it combats lateral violence, encouraging inclusivity and trust. Psychological contract
theory emphasizes the need to acknowledge employee contributions to meet their
expectations for organizational respect and support (Rousseau, 1995). Self-determination
theory further supports this by linking growth opportunities with individual aspirations,
while strength-based leadership personalizes development paths based on unique
strengths (Ding & Yu, 2020; Olafsen & Deci, 2020). Finally, goal setting theory
underscores the significance of regular evaluations and feedback in aligning employee
efforts with organizational objectives, enhancing satisfaction, and reducing turnover
(Cesario et al., 2023). These interconnected theoretical insights provide a robust
framework for addressing turnover and fostering sustainable employee engagement.

In terms of confirmations, the emphasis on professional development and
recognition aligns closely with Herzberg’s theory and studies by Al-Suraihi et al. (2021)
and Chiat and Panatik (2019), reinforcing the importance of structured motivators in
reducing turnover. In terms of extensions, findings on the role of experiential
development, such as job rotations, extend Herzberg’s framework by highlighting
nontraditional growth paths. Similarly, informal communication mechanisms, like
mentoring, enrich the understanding of trust-building. The contrasting elements can be
found within generational-specific data. The literature reviewed emphasizes baby

boomer-specific retention strategies, which were not distinctly reflected in the interviews,
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suggesting a generalization or divergence in organizational focus.

Professional development embodies the intersection of several key organizational
theories, reinforcing its role in employee retention. Drawing on Herzberg’s (1974)
motivator-hygiene theory, it serves as an intrinsic motivator, directly influencing job
satisfaction through opportunities for skill growth and leadership development. This
aligns with Maslow’s (1987) hierarchy of needs, where career advancement meets the
self-actualization aspirations of employees, encouraging long-term engagement. Social
learning theory underscores the value of mentorship and behavioral modeling in
professional growth, facilitating learning though observation and interactions (Bandura,
1977). Meanwhile, job enrichment theory emphasizes the importance of task variety,
complexity, and significance (Hackman & Oldham, 1976). Practices such as rotating staff
across departments exemplify this approach, reducing monotony and increasing
engagement.

Recognition and reward systems are also deeply rooted in theoretical foundations.
Herzberg’s (1974) framework distinguishes between compensation as a hygiene factor
and recognition as a motivator, suggesting their complementary roles in morale
enhancement. Operant conditioning theory validates the effectiveness of tangible
rewards, like bonuses and tokens, in reinforcing desirable behaviors (Skinner, 1953).
Equity theory highlights the critical role of fairness perceptions in satisfaction and
loyalty, with competitive compensation mitigating dissatisfaction and turnover (Adams,
1963).

Communication emerges as a cornerstone of workplace dynamics. It aligns with



87

modern interpretations of Maslow’s (1987) psychological safety and belonging needs,
fostering trust and engagement. Leader-member exchange theory highlights the impact of
dyadic interactions, like one-on-one meetings, in strengthening leader-employee
relationships and retention (Flinchum et al., 2023). Trust theory underscores the
importance of open communication and feedback mechanisms in building loyalty and
reducing turnover (Deutsch, 1958).

A supportive work environment addresses foundational workplace needs, aligning
with Herzberg’s (1974) hygiene factors and Maslow’s (1987) safety needs. Beyond this, it
combats lateral violence, fostering inclusivity and trust. Psychological contract theory
emphasizes the value of acknowledging contributions to fulfill employees’ expectations
of organizational respect and support (Rousseau, 1995). This is further bolstered by self-
determination theory, which aligns growth opportunities with individual aspirations and
strength-based leadership, which personalizes development paths based on unique
strengths (Ding & Yu, 2020; Olafsen & Deci, 2020). Lastly, goal-setting theory reinforces
the importance of regular evaluations and feedback in aligning employee efforts with
organizational objectives, enhancing satisfaction, and reducing attrition (Cesario et al.,
2023). These interconnected theoretical insights provide a robust framework for
addressing turnover and fostering sustainable employee engagement.

Thematic Conclusions

The thematic analysis provides a thorough approach to understanding the factors

that contribute to employee retention and reduce turnover. Key themes such as

professional development, recognition and reward, communication, and promotion of a
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supportive work environment offer valuable insights into the dynamics of employee
engagement and workplace culture. Table 5 displays the frequency of each emerging
theme within the gathered data set.

Table 5§

Frequency of Emergent Themes

Themes Frequency Description
1. Professional development 34 This theme depicts the participants’ experiences with
professional development opportunities utilized at their
workplace.
2. Recognition and reward 29 The theme identifies the various ways that employees

are recognized and rewarded for their efforts in the
workplace as part of their roles.

3. Communication 22 This theme identifies the communication efforts that are
utilized within the participants’ workplace.
4. Promoting a supportive work 17 The theme exhibits the strategies the participants’
environment employers utilize to create a work environment in which

the participants feel supported.

These themes highlight the complex nature of employee turnover and emphasize
the need for retention strategies that address both individual and organizational needs.
Organizations can reduce turnover while enhancing employee satisfaction and
productivity by promoting professional growth, recognizing achievements, maintaining
open and effective communication, and fostering a supportive and safe environment. The
findings also suggest that customizing approaches based on employees’ unique attributes
and goals and proactive accountability measures strengthen a workplace culture where
individuals feel valued and empowered to succeed.

Application to Professional Practice
This study provides actionable insights for tackling employee turnover in LTC

facilities, focusing on strategies to enhance professional practice. Four key themes are
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identified: professional development, recognition and reward, communication, and
promoting a supportive work environment. These themes present a comprehensive
framework applicable across various industries. In terms of professional development,
investing in structured training, mentorship, and experiential learning aligns employee
aspirations with organizational goals, thus improving retention rates. Organizations can
reduce turnover and cultivate a culture of continuous improvement by addressing
intrinsic motivators such as career growth and skill development.

For recognition and reward, it is essential to balance formal incentives like
bonuses and flexible scheduling with informal gestures such as praise and team-building
activities. This approach builds morale and loyalty among employees. Organizations can
create a workplace where employees feel valued by addressing both Herzberg’s hygiene
and motivator factors. The theme of communication emphasizes the importance of
transparent dialogue, regular feedback, and empathetic leadership in fostering trust and
engagement. Open channels, such as one-on-one meetings, allow organizations to address
employee concerns, identify and resolve issues before they escalate, and minimize
turnover caused by miscommunication or unmet expectations.

Lastly, promoting supportive work environments contributes to both physical and
emotional well-being. Providing health resources, conflict resolution training, and
publicly acknowledging contributions fosters a culture of trust and belonging, which is
vital for retaining LTC staff. These findings offer a practical, system-oriented approach to
mitigating turnover. By addressing individual and organizational needs, businesses can

enhance employee satisfaction, reduce costs, and achieve sustainable success.
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Implications for Social Change

The findings of this study have significant implications for social change,
particularly in improving the quality of life for employees in LTC facilities and the
communities they serve. High employee turnover in LTC facilities disrupts the continuity
of care, negatively impacting patients’ outcomes and employee well-being. By addressing
the key themes presented, organizations can foster a more stable and engaged workforce,
ultimately improving patient care quality. Employees who feel valued and supported are
more likely to experience job satisfaction and reduced stress, leading to healthier, more
productive lives. This creates a ripple effect, as satisfied employees often contribute to a
positive workplace culture and community.

Additionally, enhanced employee retention reduces organizational strain from
constant recruitment and training, freeing resources to improve care delivery and invest
in community outreach initiatives. Promoting supportive practices also highlights the
broader societal value of recognizing and addressing the challenges faced by healthcare
workers. By implementing strategies from this study organizations contribute to a more
equitable and sustainable healthcare system, fostering environments where employees,
patients, and communities thrive.

These changes align with broader goals of social responsibility and workforce
empowerment, creating lasting societal benefits. Additionally, though the results were
garnered from LTC facility professionals, they have implications that are transferable to
nearly any professional organization. Human motivation is not necessarily specific to a

singular occupational field.
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Recommendations for Action

The findings provide actionable insights into reducing employee turnover,
emphasizing the interconnected nature of various themes and the necessity for a systems-
oriented approach. The following five evidence-based practices are applicable to LTC
facilities and can effectively reduce turnover. The first recommendation is to implement
comprehensive professional development programs. LTC organizations should create
structured opportunities for employees to enhance their skills and competencies through
formal education, certification programs, and workshops. Leaders should also establish
informal mentorship programs that allow experienced staff to guide newer employees,
facilitating knowledge transfer and career development. Prioritizing experiential learning
opportunities, such as cross-departmental rotations, will help align employee career
aspirations with organizational goals.

The second recommendation is to strengthen recognition and reward systems.
Organizations should balance both formal and informal recognition to reinforce positive
behaviors and contributions. While competitive salaries, bonuses, tuition reimbursement,
and time-off policies serve as formal motivators, small gestures such as thank-you notes,
team launches, and public recognition during meetings can help build rapport and boost
morale. Standardizing these initiatives across departments will ensure fairness and
consistency. The third recommendation focuses on enhancing communication practices.
Leadership should establish transparent communication channels, including regular one-
on-one meetings, open-door policies, and employee feedback systems. Managers should

receive training in empathy, active listening, and nonverbal communication to effectively
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address employee concerns and proactively build trust. Encouraging open dialogue will
promote collaboration and reduce turnover caused by misunderstandings or unmet
expectations.

The fourth recommendation is to cultivate a supportive work environment. This
can be achieved by investing in workplace safety training, conflict resolution programs,
and stress management workshops. Managers should work to build trust by
acknowledging employees’ efforts both privately and publicly, ensuring that staff feel
valued and appreciated. Additionally, readily available resources for mental health
support, such as counseling services, are essential. The final recommendation is to tailor
strategies to meet individual needs. Human resource managers should adopt a case-by-
case approach to understand each employee’s unique goals, motivations, and challenges.
For example, customizing opportunities for growth and recognizing individual strengths
or aspirations can foster loyalty and job satisfaction. This approach aligns with the
findings that emphasize the importance of individuality and accountability in staff
retention. By implementing these recommendations, LTC organizations can address the
complex factors contributing to turnover and create an environment where employees
feel empowered and committed to long-term success.

These findings and recommendations should be shared at professional
conferences, through publication in peer-reviewed journals, and via targeted training
sessions to ensure broad dissemination and practical application in the LTC sector.
Furthermore, integrating these strategies into leadership development programs and

organizational policies can drive systemic change, making retention efforts a core
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component of business practices. Collaborative partnerships with academic institutions
and industry associations could further enhance the reach and impact of these findings,
promoting innovation and evidence-based solutions throughout the healthcare continuum.
Recommendations for Further Research

The findings are consistent with Herzberg’s framework; however, they lack
detailed insights into generational differences, particularly concerning baby boomers, as
highlighted in the existing literature. In addition, external economic factors and turnover
strategies do not receive adequate attention. Future research should focus on generational
differences in employee retention strategies to identify specific job satisfaction factors for
each group. Studies could investigate how tailored approaches—such as flexible
scheduling, retirement transition plans, and targeted recognition initiatives—impact
retention across different demographic categories. It is important to examine factors such
as regional labor market conditions, wage competitiveness, and economic downturns to
understand better how external economic factors affect turnover strategies. Comparative
studies across facilities in different economic contexts or longitudinal analyses during
periods of economic fluctuation could provide valuable insights for organizations seeking
to reduce turnover amid external pressures.

Reflections

The DBA doctoral study process has been a transformative journey for me,
personally and professionally. Initially, I recognized that my biases and preconceived
notions could influence the research process. For example, my previous experiences in

business management led me to make assumptions about the effectiveness of specific
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strategies and approaches. To minimize these biases, I adopted a reflective and systematic
approach, carefully designing the study to prioritize participant perspectives and ensure
the integrity of the findings. I remained neutral and open-minded throughout the research
by regularly revisiting my assumptions and engaging in self-awareness exercises.

Additionally, I was mindful of the potential impact of my values on the
participants. To create a comfortable and unbiased environment, I ensured that all
interactions were respectful, empathetic, and guided by ethical research principles. As a
result, participants shared their insights freely and authentically. Completing this study
has broadened my perspective and deepened my understanding of the complexity and
diversity of viewpoints within the field of business, particularly regarding organizational
challenges. Ultimately, this process has reinforced the importance of maintaining
objectivity, embracing diverse perspectives, and continuously challenging one’s
assumptions in scholarly and professional endeavors.

Conclusions

This study explored the strategies used by LTC facility professionals to enhance
individual performance and morale, ultimately leading to reduced employee turnover.
The findings highlight the importance of adopting a multifaceted approach to address
turnover, which includes professional development, recognition and rewards, effective
communication, and fostering a supportive work environment.

Each theme presents practical solutions to everyday challenges, offering valuable
insights for businesses aiming to improve employee satisfaction and retention. The

implications of this study extend beyond the long-term care sector and are applicable
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across various industries. Organizations can decrease turnover, enhance operational
efficiency, and contribute to positive social change by creating environments where
employees feel valued, supported, and engaged.

These efforts benefit businesses and improve the quality of care and services
provided to communities, underscoring the connection between organizational and
societal well-being. Future research should build on these findings by exploring
generational differences and the impact of external economic factors on turnover. This
ongoing exploration can help refine strategies for addressing turnover in diverse contexts.
By prioritizing employee engagement and satisfaction, organizations can create
sustainable and thriving workplaces that support long-term success for employees,

employers, and their communities.



96

References
Adams, J. S. (1963). Toward an understanding of inequity. Journal of Abnormal and

Social Psychology, 67(5), 422—436. https://doi.org/10.1037/h0040968

Aiken, L. H., Clarke, S. P., Sloane, D. M., Sochalski, J., & Silber, J. H. (2002). Hospital
nurse staffing and patient mortality, nurse burnout, and job dissatisfaction. JAMA,

288(16), 1987-1993. https://doi.org/10.1001/jama.288.16.1987

Al-Ali, W., Ameen, A., Isaac, O., Khalifa, G. S. A., & Ahmed, H. S. (2019). The
mediating effect of job happiness on the relationship between job satisfaction and
employee performance and turnover intentions: A case study on the oil and gas

industry in the United Arab Emirates. Journal of Business and Retail Management

Research, 13(4), Article 9. https://doi.org/10.24052/JBRMR/V131S04/ART-09

Alam, M. K. (2020). A systematic qualitative case study: Questions, data collection,
NVivo analysis and saturation. Qualitative Research in Organizations and
Management: An International Journal, 16(1), 1-31.

https://doi.org/10.1108/qrom-09-2019-1825

Alderfer, C. P. (1969). An empirical test of a new theory of human needs. Organizational

Behavior and Human Performance, 4(2), 142—175. https://doi.org/10.1016/0030-

5073(69)90004-X

Alhmoud, A., & Rjoub, H. (2020). Does generation moderate the effect of total rewards
on employee retention? Evidence from Jordan. SAGE Open, 10(3),

215824402095703. https://doi.org/10.1177/2158244020957039

Ali, B. J., & Anwar, G. (2021). An empirical study of employees’ motivation and its


https://doi.org/10.1037/h0040968
https://doi.org/10.1001/jama.288.16.1987
https://doi.org/10.24052/JBRMR/V13IS04/ART-09
https://doi.org/10.1108/qrom-09-2019-1825
https://doi.org/10.1016/0030-5073(69)90004-X
https://doi.org/10.1016/0030-5073(69)90004-X
https://doi.org/10.1177/2158244020957039

97

influence on job satisfaction. International Journal of Engineering, Business and

Management, 5(2), 21-30. https://doi.org/10.22161/ijebm.5.2.3

Alrawahi, S., Sellgren, S. F., Al-Touby, S. S. J., Alwahaibi, N., & Brommels, M. (2020).
The application of Herzberg’s two-factor theory of motivation to job satisfaction
in clinical laboratories in Omani hospitals. Heliyon, 6(9), e04829.

https://doi.org/10.1016/j.heliyon.2020.¢04829

Al-Suraihi, W. A., Samikon, S. A., Al-Suraihi, A. H. A., & Ibrahim, I. (2021). Employee
turnover: Causes, importance and retention strategies. European Journal of
Business and Management Research, 6(3), 1-10.

https://doi.org/10.24018/ejbmr.2021.6.3.893

Ambarwati, T., Wardhana, E. T. D. R. W., Wardoyo, C., Churiyah, M., & Jihadi, M.
(2023). The role of compensation, job rotation, employee engagement and
employees performance of SMEs. International Journal of Professional Business

Review, 8(7), €03045. https://doi.org/10.26668/businessreview/2023.v817.3045

Andela, M., Truchot, D., & Huguenotte, V. (2021). Work environment and elderly abuse
in nursing homes: The mediating role of burnout. Journal of Interpersonal

Violence, 36(11-12), 5709-5729. https://doi.org/10.1177/0886260518803606

Archibald, M. M., Ambagtsheer, R. C., Casey, M. G., & Lawless, M. (2019). Using Zoom
videoconferencing for qualitative data collection: Perceptions and experiences of
researchers and participants. International Journal of Qualitative Methods, 18,

160940691987459. https://doi.org/10.1177/1609406919874596

Arije, O. O., Oyedun, O. O., & Omisile, I. O. (2021). Synthesizing qualitative research


https://doi.org/10.22161/ijebm.5.2.3
https://doi.org/10.1016/j.heliyon.2020.e04829
https://doi.org/10.24018/ejbmr.2021.6.3.893
https://doi.org/10.26668/businessreview/2023.v8i7.3045
https://doi.org/10.1177/0886260518803606
https://doi.org/10.1177/1609406919874596

98

evidence from complex interventions by inductive thematic content analysis using

modified in-vivo coding. Academia Letters. https://doi.org/10.20935/al2527

Aspers, P., & Corte, U. (2019). What is qualitative in qualitative research? Qualitative

Sociology, 42(2), 139-160. https://doi.org/10.1007/s11133-019-9413-7

Ayuningtias, H. G., Shabrina, D. N., Prasetio, A. P., & Rahayu, S. (2019). The effect of
perceived organizational support and job satisfaction. Proceedings of the Ist

International Conference on Economics, Business, Entrepreneurship, and Finance

(ICEBEF 2018). https://doi.org/10.2991/icebef-18.2019.148

Azeem, M. U., Bajwa, S. U., Shahzad, K., & Aslam, H. (2020). Psychological contract
violation and turnover intention: The role of job dissatisfaction and work
disengagement. Employee Relations, 42(6), 1291-1308.

https://doi.org/10.1108/ER-09-2019-0372

Bae, S. H. (2022). Noneconomic and economic impacts of nurse turnover in hospitals: A
systematic review. International Nursing Review, 69(3), 392-404.

https://doi.org/10.1111/inr.12769

Baixinho, C. L., Ferreira, S., Medeiros, M., & de Oliveira, E. S. F. (2022). From evidence
synthesis to transfer: Results from a qualitative case study with the perspectives of

participants. International Journal of Environmental Research and Public Health,

19(9), 5650. https://doi.org/10.3390/ijerph19095650

Bandura, A. (1977). Social learning theory. Prentice Hall.
Bergen, N., & Labont¢, R. (2019). “Everything is perfect, and we have no problems™:

Detecting and limiting social desirability bias in qualitative research. Qualitative


https://doi.org/10.20935/al2527
https://doi.org/10.1007/s11133-019-9413-7
https://doi.org/10.2991/icebef-18.2019.148
https://doi.org/10.1108/ER-09-2019-0372
https://doi.org/10.1111/inr.12769
https://doi.org/10.3390/ijerph19095650

99
Health Research, 30(5), 783—792. https://doi.org/10.1177/1049732319889354

Biancone, P., Secinaro, S., Marseglia, R., & Calandra, D. (2021). E-health for the future:
Managerial perspectives using a multiple case study approach. Technovation,

102406. https://doi.org/10.1016/j.technovation.2021.102406

Birt, L., Scott, S., Cavers, D., Campbell, C., & Walter, F. (2016). Member checking.
Qualitative Health Research, 26(13), 1802—1811.

https://doi.org/10.1177/1049732316654870

Bouwmeester, S., & Jongerling, J. (2020). Power of a randomization test in a single case
multiple baseline AB design. PLOS ONE, 15(2), e0228355.

https://doi.org/10.1371/journal.pone.0228355

Candela, A. (2019). Exploring the function of member checking. The Qualitative Report,

24(3), 619-628. https://doi.org/10.46743/2160-3715/2019.3726

Caretta, M. A., & Pérez, M. A. (2019). When participants do not agree: Member checking
and challenges to epistemic authority in participatory research. Field Methods,

31(4), 359-374. https://doi.org/10.1177/1525822x19866578

Centers for Medicare & Medicaid Services. (2023). State Operations Manual: Appendix
PP - Guidance to Surveyors for Long Term Care Facilities. U.S. Department of

Health and Human Services. https://www.cms.gov/Regulations-and-

Guidance/Guidance/Manuals/Downloads/som107ap_pp_guidelines_ltcf.pdf
Cesario, F., Rodrigues, A., Castanheira, F., & Sabino, A. (2023). The role of reaction to
feedback in the relationship between performance management, job satisfaction

and the leader—-member exchange (LMX). EuroMed Journal of Business, 18(1),


https://doi.org/10.1177/1049732319889354
https://doi.org/10.1016/j.technovation.2021.102406
https://doi.org/10.1177/1049732316654870
https://doi.org/10.1371/journal.pone.0228355
https://doi.org/10.46743/2160-3715/2019.3726
https://doi.org/10.1177/1525822x19866578
https://www.cms.gov/Regulations-and-Guidance/Guidance/Manuals/Downloads/som107ap_pp_guidelines_ltcf.pdf
https://www.cms.gov/Regulations-and-Guidance/Guidance/Manuals/Downloads/som107ap_pp_guidelines_ltcf.pdf

100

129-144. https://doi.org/10.1108/EMJB-04-2021-0054

Challis, D. (2018). Care management in long-term care of older people. Long-Term Care:
Matching Resources and Needs, 231-249.

https://doi.org/10.4324/9781351153560-17

Chandni, S., & Rahman, Z. (2020). Customer engagement and employee engagement:
Systematic review and future directions. The Service Industries Journal, 40(13—

14), 932-959. https://doi.org/10.1080/02642069.2020.1733534

Cheong, P.-L., & Hsu, N. (2021). Developing and evaluating a continuous education
program for healthcare assistants in Macao: A cluster-randomized trial.
International Journal of Environmental Research and Public Health, 18(9), 4990.

https://doi.org/10.3390/ijerph18094990

Chiat, L. C., & Panatik, S. A. (2019). Perceptions of employee turnover intention by
Herzberg’s motivation-hygiene theory: A systematic literature review. Journal of

Research in Psychology, 1(2), 10—-15. https://doi.org/10.31580/jrp.v1i2.949

Corbin, J. L. (2020). Turnover is Coming: Strategies to Prepare for Impending
Retirements. Journal of Library Administration, 60(4), 354-364.

https://doi.org/10.1080/01930826.2020.1721942

Craig, S. L., Mclnroy, L. B., Goulden, A., & Eaton, A. D. (2021). Engaging the senses in
qualitative research via multimodal coding: Triangulating transcript, audio, and
video data in a study with sexual and gender minority youth. International
Journal of Qualitative Methods, 20(1), 1-10.

https://doi.org/10.1177/16094069211013659



https://doi.org/10.1108/EMJB-04-2021-0054
https://doi.org/10.4324/9781351153560-17
https://doi.org/10.1080/02642069.2020.1733534
https://doi.org/10.3390/ijerph18094990
https://doi.org/10.31580/jrp.v1i2.949
https://doi.org/10.1080/01930826.2020.1721942
https://doi.org/10.1177/16094069211013659

101
Deutsch, M. (1958). Trust and suspicion. Journal of Conflict Resolution, 2(4), 265-279.

https://doi.org/10.1177/002200275800200401

Ding, H., & Yu, E. (2020). Strengths-based leadership and its impact on task
performance: A preliminary study. South African Journal of Business

Management, 51(1), Article al832. https://doi.org/10.4102/sajbm.v51i1.1832

Dirks, K. T., & Ferrin, D. L. (2002). Trust in leadership: Meta-analytic findings and
implications for research and practice. Journal of Applied Psychology, 87(4), 611—

628. https://doi.org/10.1037/0021-9010.87.4.611

Dobbins, C. E., Edgar, L. D., & Dooley, K. E. (2021). Facilitating the scholarship of
discovery: Using the mini-ethnographic case study design. Journal of Experiential

Education, 44(4), 395-408. https://doi.org/10.1177/1053825921999685

Dohlman, L. E., DiMeglio, M., Henao, A., & Skinner, J. (2019). Nursing student stress,
coping, and health in the context of clinical education. Nursing Education

Perspectives, 40(4), 231-236. https://doi.org/10.1097/01.NEP.0000000000000461

Dominick, P. G., lordanoglou, D., Prastacos, G., & Reilly, R. R. (2020). Espoused Values
of the “Fortune 100 Best Companies to Work For”: Essential Themes and
Implementation Practices. Journal of Business Ethics, 173(1), 69—88.

https://doi.org/10.1007/s10551-020-04564-8

Dzwigol, H. (2020). Innovation in Marketing Research: Quantitative and Qualitative
Analysis. Marketing and Management of Innovations, 1, 128—135.

https://doi.org/10.21272/mmi.2020.1-10

Fagerdal, B., Lyng, H. B., Guise, V., Anderson, J. E., Thornam, P. L., & Wiig, S. (2022).


https://doi.org/10.1177/002200275800200401
https://doi.org/10.4102/sajbm.v51i1.1832
https://doi.org/10.1037/0021-9010.87.4.611
https://doi.org/10.1177/1053825921999685
https://doi.org/10.1097/01.NEP.0000000000000461
https://doi.org/10.1007/s10551-020-04564-8
https://doi.org/10.21272/mmi.2020.1-10

102

Exploring the role of leaders in enabling adaptive capacity in hospital teams: A
multiple case study. BMC Health Services Research, 22(1), Article 908.

https://doi.org/10.1186/s12913-022-08296-5

Farquhar, J., Michels, N., & Robson, J. (2020). Triangulation in industrial qualitative case
study research: Widening the scope. Industrial Marketing Management, 87(1),

160—-170. https://doi.org/10.1016/j.indmarman.2020.02.001

Fishbach, A., & Woolley, K. (2022). The structure of intrinsic motivation. Annual Review
of Organizational Psychology and Organizational Behavior, 9(1), 339-363.

https://doi.org/10.1146/annurev-orgpsych-012420-091122

Fitria, K., & Febrianti, Y. (2020). The interpretation and attitude of body shaming
behavior on social media: A digital ethnography study on Instagram. Diakom:
Jurnal Media dan Komunikasi, 3(1), 12-25.

https://doi.org/10.17933/diakom.v311.78

Flinchum, J. R., Kreamer, L. M., Rogelberg, S. G., & Gooty, J. (2023). One-on-one
meetings between managers and direct reports: A new opportunity for meeting
science. Organizational Psychology Review, 13(4), 478-505.

https://doi.org/10.1177/20413866231198550

Galanis, P., Vraka, 1., Fragkou, D., Bilali, A., & Kaitelidou, D. (2021). Nurses’ burnout
and associated risk factors during the COVID-19 pandemic: A systematic review
and meta-analysis. Journal of Advanced Nursing, 77(8), 3286—3302.

https://doi.org/10.1111/jan.14839

Gandhi, A, Yu, H, & Grabowski, D. (2021). High nursing staft turnover in nursing homes


https://doi.org/10.1186/s12913-022-08296-5
https://doi.org/10.1016/j.indmarman.2020.02.001
https://doi.org/10.1146/annurev-orgpsych-012420-091122
https://doi.org/10.17933/diakom.v3i1.78
https://doi.org/10.1177/20413866231198550
https://doi.org/10.1111/jan.14839

103
offers important quality information. Health Affairs, 40(3), 384-391.

https://doi.org/10.1377/hlthaff.2020.00957

Geelmaale, A. M. A. (2019). Impact of employee motivation on organizational
performance. International Journal of Advanced Research, 7(10), 166—172.

https://doi.org/10.21474/IJAR01/9818

Gelencsér, M., Szabo-Szentgroti, G., Kémiives, Z. S., & Hollosy-Vadasz, G. (2023). The
holistic model of labour retention: The impact of workplace wellbeing factors on
employee retention. Administrative Sciences, 13(5), 1-25.

https://doi.oreg/10.3390/admsci13050121

Gioia, D. (2020). A systematic methodology for doing qualitative research. The Journal
of Applied Behavioral Science, 57(1), 20-29.

https://doi.org/10.1177/0021886320982715

Giroux, C. R. (1960). The motivation to work, by F. Herzberg, B. Mausner, and B.-C.
Snyderman, John Wiley & Sons, New York, 1959. Relations Industrielles /

Industrial Relations, 15(2), 275. https://doi.org/10.7202/1022040ar

Goktepe, N., Yalcin, B., Turkmen, E., Dirican, U., & Aydin, M. (2020). The relationship
between nurses’ work-related variables, colleague solidarity and job motivation.
Journal of Nursing Management, 28(3), 514-521.

https://doi.org/10.1111/jonm.12949

Graebe, J., Mcintyre-Hite, L., & Monaghan, D. (2022). The future of workforce

development in professional nursing practice. The Journal of Continuing

Education in Nursing, 53(6), 246-250. https://doi.org/10.3928/00220124-


https://doi.org/10.1377/hlthaff.2020.00957
https://doi.org/10.21474/IJAR01/9818
https://doi.org/10.3390/admsci13050121
https://doi.org/10.1177/0021886320982715
https://doi.org/10.7202/1022040ar
https://doi.org/10.1111/jonm.12949
https://doi.org/10.3928/00220124-20220510-05

104
20220510-05

Guest, G., Namey, E., & Chen, M. (2020). A simple method to assess and report thematic
saturation in qualitative research. PLOS ONE, 15(5), €0232076.

https://doi.org/10.1371/journal.pone.0232076

Guetterman, T. C., Sakakibara, R. V., Plano Clark, V. L., Luborsky, M., Murray, S. M.,
Castro, F. G., Creswell, J. W., Deutsch, C., & Gallo, J. J. (2019). Mixed methods
grant applications in the health sciences: An analysis of reviewer comments.

PLOS ONE, 14(11), €0225308. https://doi.org/10.1371/journal.pone.0225308

Gunawan, J., Aungsuroch, Y., & Fisher, M. L. (2019). Competence-based human resource
management in nursing: A literature review. Nursing Forum, 54(1), 91-101.

https://doi.org/10.1111/nuf. 12302

Hackman, J. R., & Oldham, G. R. (1976). Motivation through the design of work: Test of
a theory. Organizational Behavior and Human Performance, 16(2), 250-279.

https://doi.org/10.1016/0030-5073(76)90016-7

Han, S. J., Trinkoff, A. M., Storr, C. L., Lerner, N., & Johantgen, M. (2019). Associations
between workplace factors and nurses’ work outcomes in hospitals: Implications

for improving workforce retention. Journal of Nursing Administration, 49(3),

142-148. https://doi.org/10.1097/NNA.0000000000000720

Hennink, M. M., Kaiser, B. N., & Weber, M. B. (2019). What influences saturation?
Estimating sample sizes in focus group research. Qualitative Health Research,

29(10), 1483—-1496. https://doi.org/10.1177/1049732318821692

Hensen, B., Mackworth-Young, C. R. S., Simwinga, M., Abdelmagid, N., Banda, J.,


https://doi.org/10.3928/00220124-20220510-05
https://doi.org/10.1371/journal.pone.0232076
https://doi.org/10.1371/journal.pone.0225308
https://doi.org/10.1111/nuf.12302
https://doi.org/10.1016/0030-5073(76)90016-7
https://doi.org/10.1097/NNA.0000000000000720
https://doi.org/10.1177/1049732318821692

105
Mavodza, C., Doyle, A. M., Bonell, C., & Weiss, H. A. (2021). Remote data

collection for public health research in a COVID-19 era: Ethical implications,
challenges and opportunities. Health Policy and Planning, 36(3), 360-368.

https://doi.ore/10.1093/heapol/czaal58

Herzberg, F. (1974). Motivation-hygiene profiles: Pinpointing what ails the organization.

Organizational Dynamics, 3(2), 18-29. https://doi.org/10.1016/0090-

2616(74)90007-2

Herzberg, F., Mausner, B., & Snyderman, B. B. (1959). The motivation to work (2nd ed.).
John Wiley & Sons.
Hsu, Y.-C., & Shih, Y.-L. (2023). Hygiene and motivation factors affecting long-term care

staff turnover. Humanities and Social Sciences Communications, 10, Article 91.

https://doi.org/10.1057/s41599-023-01819-3

Hu, G., & Plonsky, L. (2019). 4 systematic review of research synthesis studies in applied

linguistics. System, 80, 1-14. https://doi.org/10.1016/].system.2018.10.015

Hussain, S., Melewar, T., Priporas, C. V., & Foroudi, P. (2020). Examining the effects of
advertising credibility on brand credibility, corporate credibility and corporate
image: a qualitative approach. Qualitative Market Research: An International

Journal, 23(4), 549-573. https://doi.org/10.1108/qmr-12-2017-0175

lezzoni, L. 1., Rao, S. R., Agaronnik, N. D., & Donelan, K. (2021). Whom do we hire?
Hiring practices in long-term care facilities. Journal of the American Medical
Directors Association, 22(3), 610-616.¢e1.

https://doi.org/10.1016/j.jamda.2020.06.027



https://doi.org/10.1093/heapol/czaa158
https://doi.org/10.1016/0090-2616(74)90007-2
https://doi.org/10.1016/0090-2616(74)90007-2
https://doi.org/10.1057/s41599-023-01819-3
https://doi.org/10.1016/j.system.2018.10.015
https://doi.org/10.1108/qmr-12-2017-0175
https://doi.org/10.1016/j.jamda.2020.06.027

106

Jamali, H. R. (2018). Does research using qualitative methods (grounded theory,
ethnography, and phenomenology) have more impact? Library & Information

Science Research, 40(3—4), 201-207. https://doi.org/10.1016/].1is1.2018.09.002

Johnson, S. N., & Gallagher, E. D. (2021). An early exploration of undergraduate student
definitions of learning, memorizing, studying, and understanding. Advances in

Physiology Education, 45(2), 342—-352. https://doi.org/10.1152/advan.00082.202

Kennedy, K. A., & Mohr, D. C. (2022). Job characteristics associated with intent to quit
among nursing home employees and managers. The Gerontologist, 63(1), 108-

119. https://doi.org/10.1093/geront/enac134

Kennedy, L. G., Kichler, E. J., Seabrook, J. A., Matthews, J. 1., & Dworatzek, P. D.
(2019). Validity and reliability of a food skills questionnaire. Journal of Nutrition
Education and Behavior, 51(7), 857-864.

https://doi.org/10.1016/1.ineb.2019.02.003

Kollmann, T., Stockmann, C., Kensbock, J. M., & Peschl, A. (2019). What satisfies
younger versus older employees, and why? An aging perspective on equity theory
to explain interactive effects of employee age, monetary rewards, and task

contributions on job satisfaction. Human Resource Management, 59(1), 101-115.

https://doi.org/10.1002/hrm.21981

Lai, A. G, Pasea, L., Banerjee, A., Hall, G., Denaxas, S., Chang, W. H., Williams, B., &
Hemingway, H. (2020). Estimated impact of the COVID-19 pandemic on cancer
services and excess 1-year mortality in people with cancer and multimorbidity:

Near real-time data on cancer care, cancer deaths and a population-based cohort


https://doi.org/10.1016/j.lisr.2018.09.002
https://doi.org/10.1152/advan.00082.202
https://doi.org/10.1093/geront/gnac134
https://doi.org/10.1016/j.jneb.2019.02.003
https://doi.org/10.1002/hrm.21981

107

study. BMJ Open, 10(11), e043828. https://doi.org/10.1136/bmjopen-2020-

043828
Lee, B., Lee, C., Choi, 1., & Kim, J. (2022). Analyzing determinants of job satisfaction
based on two-factor theory. Sustainability, 14(19), 12557.

https://doi.org/10.3390/sul41912557

Lee, E., & Kim, J. (2020). Nursing stress factors affecting turnover intention among

hospital nurses. International Journal of Nursing Practice, 26(6).

https://doi.org/10.1111/ijn.12819

Lee, J. Y., & Lee, M. H. (2022). Structural model of retention intention of nurses in
small- and medium-sized hospitals: Based on Herzberg’s motivation-hygiene

theory. Healthcare, 10(3), 502. https://doi.org/10.3390/healthcare10030502

Linneberg, S. M., & Korsgaard, S. (2019). Coding qualitative data: A synthesis guiding
the novice. Qualitative Research Journal, 19(3), 259-270.

https://doi.org/10.1108/qrj-12-2018-0012

Lobe, B., Morgan, D., & Hoffman, K. A. (2020). Qualitative data collection in an era of
social distancing. International Journal of Qualitative Methods, 19,

160940692093787. https://doi.org/10.1177/1609406920937875

Locke, E. A., & Schattke, K. (2019). Intrinsic and extrinsic motivation: Time for
expansion and clarification. Motivation Science, 5(4), 277-290.

https://doi.org/10.1037/mot0000116

Longo, J. (2020). Combating lateral violence in nursing: Steps toward positive change.

Nursing Management, 51(9), 34-39.


https://doi.org/10.1136/bmjopen-2020-043828
https://doi.org/10.1136/bmjopen-2020-043828
https://doi.org/10.3390/su141912557
https://doi.org/10.1111/ijn.12819
https://doi.org/10.3390/healthcare10030502
https://doi.org/10.1108/qrj-12-2018-0012
https://doi.org/10.1177/1609406920937875
https://doi.org/10.1037/mot0000116

108
https://doi.org/10.1097/01.NUMA.0000693837.53144.b7

Mabasa, L. T., & Themane, M. J. (2021). Experiences of educational researchers in the
use of the case study design during the Covid-19 Pandemic: Lessons from a South
African rural setting. International Journal of Qualitative Methods, 20,

160940692110225. https://doi.org/10.1177/16094069211022567

Maslow, A. H. (1987). Motivation and personality (3rd ed.). Harper & Row.
Massaro, M., Dumay, J., & Bagnoli, C. (2019). Transparency and the rhetorical use of
citations to Robert Yin in case study research. Meditari Accountancy Research,

27(1), 44-71. https://doi.org/10.1108/medar-08-2017-0202

McClelland, D. C. (1961). The achieving society. Van Nostrand.
McGinley, H., & Keane, M. (2021). Addressing the nursing workforce crisis: Strategies
for productivity and retention. Nursing Management (UK), 28(3), 24-30.

https://doi.ore/10.7748/nm.2021.¢1958

Mirhosseini, S. A., & Noori, M. (2018). Doing qualitative research: The craft of
naturalistic inquiry. Educational Action Research, 27(2), 331-333.

https://doi.org/10.1080/09650792.2018.1527238

Mitchell, S., Leach, 1., Turner, N., & Mayland, C. R. (2022). Understanding patient views
and experiences of the IDENTIfication of PALLiative care needs (IDENTI-Pall):
A qualitative interview study protocol. BMJ Open, 12(6), €062500.

https://doi.ore/10.1136/bmjopen-2022-062500

Moser, A., & Korstjens, I. (2017). Series: Practical guidance to qualitative research. Part

3: Sampling, data collection and analysis. European Journal of General Practice,


https://doi.org/10.1097/01.NUMA.0000693837.53144.b7
https://doi.org/10.1177/16094069211022567
https://doi.org/10.1108/medar-08-2017-0202
https://doi.org/10.7748/nm.2021.e1958
https://doi.org/10.1080/09650792.2018.1527238
https://doi.org/10.1136/bmjopen-2022-062500

109
24(1), 9-18. https://doi.org/10.1080/13814788.2017.1375091

Motulsky, S. L. (2021). Is member checking the gold standard of quality in qualitative
research? Qualitative Psychology, 8(3), 389—406.

https://doi.org/10.1037/qup0000215

Mulang, H. (2021). The effect of competence, work motivation, learning environment on
human resource performance. Golden Ratio of Human Resource Management,

1(2), 84-93. https://doi.org/10.52970/grhrm.v1i2.52

Mpykhailichenko, M., Lozhachevska, O., Smagin, V., Krasnoshtan, O., Zos-Kior, M., &
Hnatenko, I. (2021). Competitive strategies of personnel management in business
processes of agricultural enterprises focused on digitalization. Management
Theory & Studies for Rural Business & Infrastructure Development, 43(3), 403—

414. https://doi.org/10.15544/mts.2021.37

National Commission for the Protection of Human Subjects of Biomedical and
Behavioral Research. (n.d.). The Belmont Report: Ethical principles and
guidelines for the protection of human subjects of research. U.S. Department of

Health & Human Services. https://www.hhs.gov/ohrp/regulations-and-

policy/belmont-report/index.html

Natow, R. S. (2019). The use of triangulation in qualitative studies employing elite
interviews. Qualitative Research, 20(2), 160—173.

https://doi.org/10.1177/1468794119830077

Ntoutsi, E., Fafalios, P., Gadiraju, U., losifidis, V., Nejdl, W., Vidal, M., Ruggieri, S.,

Turini, F., Papadopoulos, S., Krasanakis, E., Kompatsiaris, 1., Kinder-Kurlanda,


https://doi.org/10.1080/13814788.2017.1375091
https://doi.org/10.1037/qup0000215
https://doi.org/10.52970/grhrm.v1i2.52
https://doi.org/10.15544/mts.2021.37
https://www.hhs.gov/ohrp/regulations-and-policy/belmont-report/index.html
https://www.hhs.gov/ohrp/regulations-and-policy/belmont-report/index.html
https://doi.org/10.1177/1468794119830077

110
K., Wagner, C., Karimi, F., Fernandez, M., Alani, H., Berendt, B., Kruegel, T.,

Heinze, C., ... Staab, S. (2020). Bias in data-driven artificial intelligence
systems—An introductory survey. WIREs Data Mining and Knowledge

Discovery, 10(3), €1356. https://doi.org/10.1002/widm.1356

Olafsen, A. H., & Deci, E. L. (2020). Self-Determination Theory and Its Relation to
Organizations. Oxford Research Encyclopedia of Psychology.

https://doi.org/10.1093/acrefore/9780190236557.013.112

Pecino, V., Maiias, M. A., Diaz-Flnez, P. A., Aguilar-Parra, J. M., Padilla-Gongora, D., &
Loépez-Liria, R. (2019). Organisational climate, role stress, and public employees’

job satisfaction. International Journal of Environmental Research and Public

Health, 16(10), 1792. https://doi.org/10.3390/ijerph16101792

Phillips, N., & Norman, K. (2020). A case study of frontline nurse leadership informed by
complex responsive processes of relating. Journal of Clinical Nursing, 29(13-14),

2181-2195. https://doi.org/10.1111/jocn.15091

Poghosyan, L., & Maier, C. B. (2022). Advanced practice nurses globally: Responding to
health challenges, improving outcomes. International Journal of Nursing Studies,

132,104262. https://doi.org/10.1016/j.ijnurstu.2022.104262

Poku, C. A., Attafuah, P. Y. A., Anaba, E. A., Abor, P. A., Nketiah-Amponsah, E., &
Abuosi, A. A. (2023). Response to patient safety incidents in healthcare settings in
Ghana: The role of teamwork, communication openness, and handoffs. BMC

Health Services Research, 23(1), Article 1072. https://doi.org/10.1186/s12913-

023-10000-0


https://doi.org/10.1002/widm.1356
https://doi.org/10.1093/acrefore/9780190236557.013.112
https://doi.org/10.3390/ijerph16101792
https://doi.org/10.1111/jocn.15091
https://doi.org/10.1016/j.ijnurstu.2022.104262
https://doi.org/10.1186/s12913-023-10000-0
https://doi.org/10.1186/s12913-023-10000-0

111

Porter, A., Woods, C., & Kaye, E. (2022). Listening to learn, learning to listen:
Qualitative research participation empowers trainees (RP319). Journal of Pain
and Symptom Management, 63(6), 1077-1078.

https://doi.org/10.1016/j.jpainsymman.2022.04.035

Prosek, E. A., & Gibson, D. M. (2021). Promoting rigorous research by examining lived
experiences: A review of four qualitative traditions. Journal of Counseling &

Development, 99(2), 167—177. https://doi.org/10.1002/jcad.12364

Provenzano, D., & Baggio, R. (2019). Quantitative methods in tourism and hospitality: a

perspective article. Tourism Review, 75(1), 24-28. https://doi.org/10.1108/tr-07-

2019-0281
Qi L., Yee, C. M., Chan, B., & Fah, Y. (2024). The role of work-life balance in
enhancing employee loyalty. Accounting and Corporate Management, 6(1), 43—

47. https://doi.org/10.23977/acccm.2024.060106

Rivaldo, Y. (2021). Leadership and motivation to performance through job satisfaction of
hotel employees at D’Merlion Batam. The Winners, 22(1), 13-20.

https://doi.org/10.21512/tw.v22i1.7039

Ryan, A. M., & Watson, S. (2021). Impact and inclusion: Transforming an EdD program

into a crucible for systems change. Impacting Education: Journal on Transforming

Professional Practice, 6(1), 11-16. https://doi.org/10.5195/ie.2021.123
Setiyani, A., Djumarno, S. R., & Nawangsari, L. C. (2019). The effect of the work
environment on flexible working hours, employee engagement and employee

motivation. International Review of Management and Marketing, 9(3), 112-116.


https://doi.org/10.1016/j.jpainsymman.2022.04.035
https://doi.org/10.1002/jcad.12364
https://doi.org/10.1108/tr-07-2019-0281
https://doi.org/10.1108/tr-07-2019-0281
https://doi.org/10.23977/acccm.2024.060106
https://doi.org/10.21512/tw.v22i1.7039
https://doi.org/10.5195/ie.2021.123

112

https://doi.org/10.32479/irmm.8114

Siruri, M. M., & Cheche, S. (2021). Revisiting the Hackman and Oldham job
characteristics model and Herzberg’s two factor theory: Propositions on how to
make job enrichment effective in today’s organizations. European Journal of
Business and Management Research, 6(2), 162—167.

https://doi.org/10.24018/ejbmr.2021.6.2.767

Skinner, B. F. (1953). Science and human behavior. New York, NY: Macmillan.
Sommer, E., & Gamper, M. (2020). Beyond structural determinism: advantages and
challenges of qualitative social network analysis for studying social capital of

migrants. Global Networks, 21(3), 608—625. https://doi.org/10.1111/glob.12302

Song, Y., Ballesteros, M., Li, J., Martinez Garcia, L., Nifio de Guzman, E., Vernooij, R.
W. M., Akl E. A., Cluzeau, F., & Alonso-Coello, P. (2021). Current practices and
challenges in adaptation of clinical guidelines: A qualitative study based on
semistructured interviews. BMJ Open, 11(12), e053587.

https://doi.org/10.1136/bmjopen-2021-053587

Staller, K. M. (2021). Big enough? Sampling in qualitative inquiry. Qualitative Social

Work, 20(4), 897-904. https://doi.org/10.1177/14733250211024516

Tamata, A. T., & Mohammadnezhad, M. (2022). A systematic review study on the factors
affecting shortage of nursing workforce in the hospitals. Nursing Open, 9(6),

3079-3092. https://doi.ore/10.1002/nop2.1434

Thelwall, M., & Nevill, T. (2021). Is research with qualitative data more prevalent and

impactful now? Interviews, case studies, focus groups and ethnographies. Library


https://doi.org/10.32479/irmm.8114
https://doi.org/10.24018/ejbmr.2021.6.2.767
https://doi.org/10.1111/glob.12302
https://doi.org/10.1136/bmjopen-2021-053587
https://doi.org/10.1177/14733250211024516
https://doi.org/10.1002/nop2.1434

113

&Amp; Information Science Research, 43(2), 101094.

https://doi.org/10.1016/1.1isr.2021.101094

Theofanidis, D., & Fountouki, A. (2019). Limitations and delimitations in the research
process. Perioperative Nursing (GORNA), 7(3), 155-163.

https://doi.org/10.5281/zenodo0.2552022

Timsit, J. (2018). Is research from databases reliable? Yes. Intensive Care Medicine,

44(10), 1673—-1675. https://doi.org/10.1007/s00134-018-5436-x

Tomaszewski, L. E., Zarestky, J., & Gonzalez, E. (2020). Planning qualitative research:
Design and decision making for new researchers. International Journal of
Qualitative Methods, 19, 160940692096717.

https://doi.org/10.1177/1609406920967174

Triantafillidou, E., & Koutroukis, T. (2022). Employee involvement and participation as a
function of labor relations and human resource management: Evidence from
Greek subsidiaries of multinational companies in the pharmaceutical industry.

Administrative Sciences, 12(1), 41. https://doi.org/10.3390/admsci12010041

Tse, T., White, S., Gelinas, L., Morrell, W., Bierer, B., & Zarin, D. A. (2021).
Characterization of Informed Consent Forms Posted on ClinicalTrials.gov. JAMA
Network Open, 4(11), e2135146.

https://doi.ore/10.1001/jamanetworkopen.2021.35146

Turnbull, D., Chugh, R., & Luck, J. (2021). The Use of Case Study Design in Learning
Management System Research: A Label of Convenience? International Journal of

Qualitative Methods, 20, 160940692110041.


https://doi.org/10.1016/j.lisr.2021.101094
https://doi.org/10.5281/zenodo.2552022
https://doi.org/10.1007/s00134-018-5436-x
https://doi.org/10.1177/1609406920967174
https://doi.org/10.3390/admsci12010041
https://doi.org/10.1001/jamanetworkopen.2021.35146

114
https://doi.org/10.1177/16094069211004148

Vallerand, R. J., & Verner-Filion, J. (2020). Theory and research in passion for sport and
exercise. Handbook of Sport Psychology, 206-229.

https://doi.org/10.1002/9781119568124.chll

van Beek, L., van den Bogaard, M., & de Vries, M. (2021). Feedback perceptions:
Preliminary analysis of semistructured group interviews with first-year bachelor
students of computer science. In 2021 IEEE Frontiers in Education Conference

(FIE). https://doi.org/10.1109/11e49875.2021.9637295

Vazquez-Calatayud, M., & Eseverri-Azcoiti, M. C. (2023). Retention of newly graduated
registered nurses in the hospital setting: A systematic review. Journal of Clinical

Nursing, 32(1), 19-20. https://doi.org/10.1111/jocn.16778

Vermooten, N., Boonzaier, B., & Kidd, M. (2019). Job crafting, proactive personality and
meaningful work: Implications for employee engagement and turnover intention.
SA4 Journal of Industrial Psychology, 45, Article al567.

https://doi.ore/10.4102/sajip.v45i0.1567

Vindrola-Padros, C., & Johnson, G. A. (2020). Rapid techniques in qualitative research: A
critical review of the literature. Qualitative Health Research, 30(10), 1596—1604.

https://doi.org/10.1177/1049732320921835

White, E. M., Wetle, T. F., Reddy, A., & Baier, R. R. (2021). Front-line nursing home
staff experiences during the COVID-19 pandemic. Journal of the American
Medical Directors Association, 22(1), 199-203.

https://doi.org/10.1016/j.amda/2020.11.022



https://doi.org/10.1177/16094069211004148
https://doi.org/10.1002/9781119568124.ch11
https://doi.org/10.1109/fie49875.2021.9637295
https://doi.org/10.1111/jocn.16778
https://doi.org/10.4102/sajip.v45i0.1567
https://doi.org/10.1177/1049732320921835
https://doi.org/10.1016/j.amda/2020.11.022

115
Whitehead, B. R., & Torossian, E. (2020). Older adults’ experience of the COVID-19

pandemic: A mixed-methods analysis of stresses and joys. The Gerontologist,

61(1), 36-47. https://doi.org/10.1093/geront/gnaal26

Xu, A., Baysari, M. T., Stocker, S. L., Leow, L. J., Day, R. O., & Carland, J. E. (2020).
Researchers’ views on, and experiences with, the requirement to obtain informed
consent in research involving human participants: a qualitative study. BMC

Medical Ethics, 21(1). https://doi.org/10.1186/s12910-020-00538-7

Xue, W., & Heffernan, C. (2021). Therapeutic communication within the nurse—patient
relationship: A concept analysis. International Journal of Nursing Practice, 27(6),

€12938. https://doi.org/10.1111/ijn.12938

Yan, E., Wan, D., To, L., Ng, H. K. L., Lai, D. W. L., Cheng, S.-T., Kwok, T., Leung, E.
M. F, Lou, V. W. Q., Fong, D., Chaudhury, H., Pillemer, K., & Lachs, M. (2024).
Staff turnover intention at long-term care facilities: Implications of resident

aggression, burnout, and fatigue. Journal of the American Medical Directors

Association, 25(3), 396—402. https://doi.org/10.1016/j.jamda.2023.10.008

Yesilbas, H., & Kantek, F. (2024). Relationship between structural empowerment and job
satisfaction among nurses: A meta-analysis. International Nursing Review, 71(3),

484-491. https://doi.org/10.1111/inr.12968

Yin, R. K. (2018). Case study research and applications: Design and methods (6th ed.).
SAGE.
Yousaf, S. (2019). Dissection of Herzberg’s two-factor theory to predict job satisfaction:

Empirical evidence from the telecommunication industry of Pakistan. Lahore


https://doi.org/10.1093/geront/gnaa126
https://doi.org/10.1186/s12910-020-00538-7
https://doi.org/10.1111/ijn.12938
https://doi.org/10.1016/j.jamda.2023.10.008
https://doi.org/10.1111/inr.12968

116
Journal of Business, 8(2), 85—128. https://doi.org/10.35536/1jb.2019.v8.v2.a4

Yusof, R., Harith, N. H. M., Lokman, A., Abd Batau, M. F., Zain, Z. M., & Rahmat, N. H.
(2023). A study of perception on students’ motivation, burnout and reasons for
dropout. International Journal of Academic Research in Business and Social

Sciences, 13(7), 403-432. https://doi.org/10.6007/IJARBSS/v13-17/18265



https://doi.org/10.35536/ljb.2019.v8.v2.a4
https://doi.org/10.6007/IJARBSS/v13-i7/18265

	Strategies for Reducing Employee Turnover in Long-Term Care
	tmp.1754929803.pdf.QUjiw

