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Learning Objectives

Participants will:

@

@

Understand the Explore the causes Examine responses Compare and
relational and of turnover and from staff who discuss policies
financial impacts explanations for have stayed for 5 that work within
of staff turnover in intent to stay for years or more at their organization
residential care staff at a residential LaSalle School

treatment center
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Why we're presenting and what we
have tried?

- Staff ACEs study

- This work 1s hard, why do we do it?

- Feed the Staff so they don’t eat the children
- Self-Care Committee

- Community building events

- Recognition

- Aligning with mission

- What gets in the way?
* Multiple hats
- Expectations of oversight agencies

- Crisis response
» Impact of COVID




Why Care about Retention?

- Retention 1ssues are a problem for most low-pay/high burnout jobs!

- Turnover leads to loss of trained employees and disruption to clients and
families

 Significant financial impact

* Loss of relationships might
* Re-traumatize/Triggerclients
+ Interrupt progress

- Research has identified many ways to increase retention, including:
* Improving organizational climate and culture

+ Professional development and training opportunities




Prior Research




Intent to Stay

- Much of the research on retention focuses on intent to leave

- Reasons for staying are often different from reasons for
leaving

* More information on why people stay can help agencies develop
supports

- One study indicates that intent to stay is a strong predictor of
retention, but job satisfaction and burnout were not?

- Intent to stay 1s associated with number of years on the job,
self-efficacy, professional development, social emotional peer
support, supervisory support, and organizational support

- Intent to stay is NOT ASSOCIATED with organizational

Innovation




Social Emotional Peer Support

- Talking about problems and experiences
- Some of the contentisn’t appropriatein all groups

- Peer mentoring can be beneficial

- Venting and debriefing can be a go-to form of attempted
self-care, but 1t 1sn’t always beneficial
- Research has found that it can be linked to increased burnout*




Supervisory Support

Important aspects of supervisory support include:
- Providing assistance with processing events

- Constructive criticism

Note: Giving workers influence over their supervisory
experience can empower workers and increase intent to

stay?




Organizational Support

- Organizational culture and climate 1is identified as a key
influence on retention®

- Professional Development and training opportunities are
beneficial but also can make staff more marketable to

other jobs®




Our Study




Sample & Data Collection

- HR 1dentified all staff who had been employed for 5+
years at LaSalle School (78 total)

- In person open ended interviews conducted by research
and HR staff (21 total)

- All departments represented




What 1s satistying about the work?




What makes the work harder?

Within our agency

Not being on the same page
Lack of follow-through
Lack of support for students

Extra expectations from
administration

Instability/Turnover

Lack of cooperation

Lack of accountability for staff
Lack of consequences for students
Mental health of students

Not feeling involved

Staff not staying in their lane

Outside our agency

Oversight systems
Lack of support from external bodies
“Useless” hoops to jump through

Expectations that do not match reality
of the work

Conflicting goals




What makes you want to stay?




What would make you want to quat?

Lack of Work/Life
Balance Safety Concerns

Not Feeling
Appreciated

Better Paying
Job/Better
Retirement Perceived Lack of
Job Security

Less

Collaboration
Between <

Department

Issues/Concerns

Not Being
Addressed

No Opportunities
for Advancement

4
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What would motivate people to stay?

Communication Support from More Recognition  Improve Safety Advancement Reduce Improve Benefits Clear Roles Increase
Administration Opportunities Expectations Interdepartmental
Cooperation




WHY DO PEOPLE
LEAVE?

Opportunities as a
result of changing
employers

»

Concerns about
safety

Perceived lack of
support, respect or
recognition

D)

Burnout due to
overwhelming
expectations




WHAT CAN
IMPROVE

RETENTION?

Relationships are
key both with youth
and with other staff

»

Pay 1s not the only
thing that impacts
Iintent to stay

Seeing impact helps
Increase intention to
stay

”

Supervisors can play
a key role in inviting
staff to the culture
and to participate in
opportunities
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