7, the model limits the full-time work week to 32-hours anc
0 monitor their stress levels. Ten-year staff turnover rates for the
del were 48.01%. In the current study, agency staff (n=42) were surveyed about
their satisfaction with various aspects of their jobs, including orientation, training,
their level of confidence in performing specific job-related tasks, and factors
affecting their job-related stress levels. These findings are currently serving as the
basis for a larger regional study examining dementia care staff perceptions
regarding training, support, and factors of employment.

Introduction

*Many factors contribute to the cost of care for persons with dementia.

sStaffing — and in particular — high staff turnover rates — represent a particular
cost challenge to care providers.

"High turnover rates are problematic not only for the costs associated with
recruitment, hiring, and training, but also with regard to care quality in terms of
reduced staffing ratios, less well trained staff, and lack of continuity in care.

*Workload and stress from managing behavioral and psychological symptoms of
dementia (BPSD) have been cited as factors contributing to job strain and
dissatisfaction.

"t has been suggested that attention to staff training can reduce staff turnover
while simultaneously improving quality of care, although type of training seems
to be an important factor with some approaches more successful than others.

*The current model of specialized dementia care employs on-going staff support
and training as one approach to improving quality of care while reducing staff
turnover.

*Understanding which types of training best facilitate such outcomes can lead to
improved care across the dementia care spectrum.

Sample

LVR Staff members (n=42) were asked to respond to an electronic survey regarding
their experiences working with persons with dementia. All respondents were
female, all but one respondent was white, and their ages ranged from 18-70, with
the majority falling in the 46 to 55 age group.

Education Job Title

What is your highest level of education?

Which of the following best describes your current JOB TITLE? (Please check all that
apply)

Some High School 26% (1)

Resident Assistant 421 % (16)

Certified Nursing
Assistant (CNA)

Working on High
School Diploma or GED
Cth | i
High School er (please specify)

Diploma or GED .
Registered Murse (RN)

Some Callege/ 289 % (11) Patient Care
Trade school Assistant (PCA) 105 % (4)
Trained Medical

Trade school Graduate Assistant (TMA)

MNursin

g
Assistant-Registered (NA/R)
2% (13)

College Graduate

Some Post-College

Graduate Degree
1:1 Resident Buddy

Other (please specify)
All Other Responses

Length of Employment Likelihood of Leaving

How long have you worked for your CURRENT employer? How likely is it that you will leave this job within the next year?

333%(13)

351%(13)

27.0% (10)

243%(9)

1-8 manths 1-2 years
7-12 months 3-5 years

8-10 years More than 15 years

Less than 1 month 11-15 years Very Likely Somewhat likely

Mot at all likely Not sure

Rona J. Karasik', Judy Berry?, Paula Woischke'

' Gerontology, St. Cloud State University, St. Cloud, MN, United States.
2 Dementia Care Foundation, Darwin, MN, United States.
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reviews, individualized registered nurse coverage,
and a nature-based setting which includes animal
therapy and a strong focus on residents’ emotional
and spiritual needs. Additional attention is placed
on support and training of staff, with the goal of
decreasing the financial and emotional costs of

staff turnover.
Procedures

Orientatiog

16 Hours
eConducted by

Staff RN

*LR person-

centered
culture

eExpectations

regarding
person vs.
task oriented
approach

eDismantle

myths about
progression of
dementia

eCreating

culture of
understandin
g the "person
within"

eFocus on the

person "is still
there"

! behinda

Individual
Mentoring

¢6-10 Days
eConducted by

LR Staff (1:1)
while
interacting
with residents

eDevelop

trusting
relationships

e|nvest time

getting to
know
residents &
their individual
needs

e|dentifying the

feelings

behavior

eAttention to

emotional
needs, not just
physical ones

eFlexibility and

respect for

Ongoing
Mentoring

eContinous

eConducted
by LR Staff
"Culture
Mentors"
(assigned to
each shift)

eKeep staff
focused on
feelings and
emotional
needs of
residents

oStaff RNs
teach and
provide
pro-active
medical
support

residents'
choices

resident
dignity

e Attention to

Mandatory
Staff
Meetings

eMonthly
eConducted

by LR Staff
RNs

eQOpportuniti

*Provision of

es for staff
input on
what is
working &
what is not
(in general
& with
regard to
special
issues with
individual
residents

all
mandatory
training for
licensing,
such as
infection
control,
vulnerable
adult, etc.

Specialized
Training

e Several times
ayear

eConducted by
expertsin
field

eFocus on
various
specialized
dementia care
topics
eExamples:
Naomi Feil
(Validation
Training);
Richard Taylor
(Person
Within)

_—

An invitation to participate in an electronic survey was e-mailed to staff, along with the link to the
survey. To preserve anonymity, agency representatives sent out the e-mail invitation to staff, while
raw data was collected by the researcher on a secure Survey Monkey account. Thus, the researcher
did not have the names of the respondents and the agency does not have access to potentially
individually identifiable responses. The survey included both close and open-ended questions. Data
were analyzed using descriptive statistics, cross tabulations, and grounded theory methods of
identifying common themes among open-ended responses.

Findings & Discussion

Likelihood of Leaving Job

Several variables seemed to be related to respondents estimate of how likely they were to leave
their job within the next year, including a lower satisfaction with orientation and training, a desire
for more training in the area of managing symptoms of sundowning, lower levels of overall
satisfaction, and lower levels of confidence in doing specific caregiving tasks.

Not surprisingly, those who indicated they were more likely to leave their job within the year were

more likely to be at the lower pay scales.

Those who were more likely to leave also reported higher levels of specific stressors, with the
exception of stressors related to co-workers which were high for respondents who indicated they

were less likely to leave their job.

Level of Confidence in Aspects of Work

Satisfaction with Orientation & Training

How satisfied are you with the following with repard to staff
origntation and training at your workplace?

How confident do you feel regarding each of the following?

(1= Very Confident, 2= Somewhat Confident, 3= Not at All Confident)

2
3
I Very Likely 1 Very Likely
I Somewhat likely I Somewhat likely
I Mot atall likely I Mot atall likely
I Mot sure I Mot sure
= Average —— Mverage
; o Big g2 03 Tz
iz iz =it 2t &5 i Fr &F 2
EYs) 23 ad a 3 3 P EL =
3 H 18 iz a il @ F I
4 T H LTI TR CR L I
= 1 32 I B2 L 100 g
= E i gz z  #a
The # of hours of new The varety of angoing The usefulness of z = [ E’_ & % é’ i s g %'_ ‘%2 i ] F
amployes trining staff training on-going staff training B g 2, ] = H - - 3 &
New staff orientation The # of hours of The level/dapth of The availability of an-going s -
an-going staff training an-going staff tmining mantoning for staff
o o o o
Overall Job Satisfaction Length of Time with Current Employer
Overall, how satisfied are you with your job? How long have you worked for your CURRENT employer?
Less than 1 month
Extremely satisfied
| ‘ 1-6 months E
Somewhat satisfied | 7-12 months
B Very Likely B Very Likely
- Somewhat likely 12years | - Somenhat lkely
Neither satisfied ) '
dissatisfied | B ot atall likely | ot atall likely
| B Mot sure 35 years B Mot sure
Somewhsat dissatisfied 6-10years
— e |
Extremely dissatisfied
More than 15 years

T
20% 40%

(=]
s

0% 20% 40% 60%

Perception of Staffing levels on Shift

Which of the following best describes the typical staffing levels on
YOUR shift?

Hourly Wage

What is your hourly wage for this job?

Less than $5 hour|
$5-47.00 hour |

$7.01-$9.00 hour
Understaffed

$9.01-$71.00 hour

B Very Likely
B Somewhat likely

$11.01-$13.00 hour

B Not atall likely
B Mot sure

Just enough staff $13.01-$15.00 hour

$15.01-$17.00 hour
$17.01-$20.00 hour
Overstaffed ' $21.01-$25.00 hour

$25.01-$30.00 hour

$30.01+ per hour

0% 20% 40% 60 % 80% 100% 120% 0% 20% 40%

60 %

B Very Likely
B Somewhat likely
I Mot atall likely
B Mot sure

Areas of Desired Additional Training

Which of the following do you feel you could use MORE fraining in?
(Please check all that apply)

of sundowning

Sexuzlity and dementia

Legal issues of dementia

\arking with residents’
family members

Managing aggressive
behavio

UUnderstanding
causes of dementia

|Understanding
types of dementia

Ianaging wandering
End of life care
Persona | safety issues

Dementia treztments

Medications for
persons with dementia

Oither (please specify)

Al Other Responses

o Very Likely
I Somewhat likely
I Not atall likely
B Hot sure

T
0%

Time Overall as Direct Care Worker

How long have you worked as a direct care worker OVERALL?

Less than 1 manth—

1-6 manths —

7-12 months —

12 years-f— |

3-5years

6-10years

11-15 years

More than 15 years

Other (please specify)

B Very Likely
B Somewhat likely
I Mot atall likely
B Mot sure

1
0%

T
20%

40%

60 % 80 %

Stressors by Likelihood of Leaving

Which of the following cause you STRESS at work? (Please check all

Co-workers’ attitude

Not enough pay
Co-workers not
doing their share
Not encugh time
to get work done
Employes gossip:
Co-workers not
respecting your work
Agency policies
Residents’
family members

Types oftasks you
are expected to do

Co-workers not
respecting your feelings

Uncertzin jobsecurity

Residents’ behaviors

that apply)

Resident aggression _|
{physical)

Dezth of residents :
Other (plezse specify) |

All Other Responses -

B Very Likely
B Somewhat likely
I Mot atall likely
B Mot sure

0%

20%

Overall, how satisfied are you with your job? How satisfied are you with the following aspects of your joh?

How satisfied are you with the following aspects of your job?

‘ ‘ 5

I 1-6 months
. 7-12 menths
B 1-2 years
B 35 years
B 510 years

—— MAverage

Somewhat dissatisfied 14—

Extremely dissatisfied

T
0% 0% 0% 30% 40% 50%

Job Stressors

Overall, how satisfied are you with your job?

I Extremely satisfied

Somewhat satisfied

B Very Likely
B Somewhat likely
W Mot atall likely
B Not sure

—— Average

Somewhat dissatisfied

Extremely dissatisfied

B A short-term job
I A long-term career

As an opportunity
I to advance to other
positions/caress rs

Respondents rated issues and concerns with co-workers (e.g., co-workers’ attitudes (73.7%, n=28); co-workers not doing
their share (57.9%, n=22); employee gossip (50%; n=19); and co-workers not respecting their work( 36.8%, n=14) to be
greater sources of job stress than factors related to residents (e.g., resident aggression (15.8%, n=6) ; residents’ behavior

(18.4%,n=7) ; and residents’ deaths(15.8% n=6).

Not surprisingly, “not enough pay” was indicated as a stressor for a majority of the respondents (60.5%; n=23).

Respondents who had been employed longer at the facility reported fewer stressors than those who were newer to the

staff.

The findings were mixed with regard to stressors and respondents’ expectation about their job being long term, short term,
or an opportunity to advance to other positions and careers, although those wishing to advance tended to be more likely to

report individual factors as a stressor.

overall Factors of Stress Stressors by Job Satisfaction

Which of the following cause you STRESS at work? (Please check all that apply)

Which of the following cause you STRESS at work? (Please check
all that apply)

that apply)

Co-workers' attitude

Stressors by Length of Employment

Which of the following cause you STRESS at work? (Please check all

Co-workers' attitude Co-workers' attitude

Not enough pay

Co-workers not

Mot encugh pay doing their share

Co-warkers not..

Co-workers not
doing their share
Not enough time
to get work done

Mot enough pay
Nat enough time.

Employee gossip

Employee gossip hlot enough time
to get work done
Co-workers not

respecting your work

Employee gossip

Co-warkers not...

Co-workers not

ting your werk N Extremely satisfied

B Somewhat satisfied

Agency policies
Residents'..

Agency policies
Co-workers not

Agency policies
: . Neither satisfied
Residents B dissatisfied

family members respecting your feelings

Types of tasks you.. Types g{et;;ks; ygu B Somewhat dissatisfied Types nﬂazdks \,'dnu
are ex| o do N are expected to do
Co-workers not... Corworkers not B Exdremely dissafisfed _ Residents’

respecting your feelings

family
Uncertain job security J

Uncertain job security

Residents' behaviors

Resident aggression...

Death of residents Death of residents ‘ —
Mot encugh training

All Other Responses —

Other (please specify) Other (please specify) |

All Other Responses All Other Respanses —|

% 80% 100%  120% 0% 20% 40% 60%

Open-Ended Perceptions Regarding Job

Residents: All respondents, regardless of their likelihood of leaving or not,
indicated that the residents were of primary importance to them. No respondent
indicated that resident behaviors or that working with persons with dementia
impacted their work experience negatively.

Wages: Pay was a concern for respondents in all groups, although it was listed as
a primary dislike for persons who thought it extremely likely or somewhat likely
to be leaving their job within the year. Those who planned to stay mentioned the
desire for raises in their suggestions for what should be changed about their job.

Staff Relations: Staff getting along with each other (or not) was a concern
mentioned by all regardless of their likelihood to leave status.

Staff Appreciation: Another common theme among all groups was the desire to
be appreciated more for the work that they are doing.

Conclusion

Stressors by Perception of Job
as Long or Short Term

Which of the following cause you STRESS at work? (Please check all

that apply)

B A short-term job

B Along-term caresr

As an opportunity
I to advance to other
positions/careers

Open-Ended Besponses by Likslihood of Leaving

| Co-warkers' atfitude
Co-workers not
| doing their share
Mot enough pay
Nt enough time
to get work done
Employee gossip
Co-workers not
B 1-6 months respecting your work
B 7-12 months Agency policies
B -2 years Types oftasks you
are expected to do
5 years Co-warkers not
W 6-10 years respecting your feelings
Residents’
family members
Residents' behaviors
Uncertain urity
(physical)
Death of residents
Other (pleasespecify)
All Other Responses
100 % 120%
What go wou Biee BEST syt wowr job®
Wery Likefy to Lemee:
®  Eesideniz
®  {Crbeer chaff
Somewhat Likely bo Lemve:
4  FResidents

#*  Helping Otteers
*  Looation
Mot ot all Likely to Leewe:
*  Residenis
= Family stmasphens
= [Flexbility
= Animals
Linsurne:
*  Residenis
= Helping Crifvers

employer oould &0 to improwe your job?
Weary Likety to Lemee:
*  Improwe Trestment of Stafr
#* [Better Apprecstion of Stafr
= [Hire More St
Somewhat Likely to Lemve
*  Apprecste Sape
= [Bether Wapes
*  |vore Personal Time OfF
= [Foous WMore on St Suoossses than
oitheer Staft Failings
Mot gt all Likety to Legee:
= [Resesin Pay
= [mprowe Employes Aiftendance soonok
Short-5itaffed

#*  [Be More Supportive of Skt
Linsaare:

®  Apprecisbe Smer

& Oriticiae Less

#* Reis=sin Pay

. I
Very Lilefy to Leaye:

= Hotbengspprecated

*  Fesling undenpeid

= Tioo much work/ Mot enough time

®  Not=nough Flesbility
Somewhat Likely to Leave:

®  Fesling underpeid

= Hotbengspprecated

= Hotenough time to do work

* Polioy'Manag=ment

® Lk of Flesioility

= Staff Bickering
Mot at 2l Likely fo Leave:

= Employss Drame/\Sossio

= Co-Waorkers not doing job

®  |ack of Respect for Job Being Done
Unsure:

*  Siress

®  |ack of Consistency

et Should We Knersy Sboart Wour
Enperiences Working with Persons with
Demeentia?
Very Liloey to Lemye:
*  Really do ke working with people and
helging them
®  Feel bad about care some people pet
= Fdore £l is needed when people need
1:1 are
Somewhat Likely to Leave:
® [t can b vy rewarcing
*  [tisa job that should not be done just
for Bhe peycheck
= Would really like job it was apprecisted
more
Mot at =l Likety fo Leave:
®  \Work is rewsnding
®  [tisn't masy o work
*  Govsmiment resds to dhange
resmbursement polices to cover lind of
are nesaged
Uhresure:
*  HNeed more 1:1 time with residents
® |t has incressed my empathy and
maturity

In addition to the impact of training, the preliminary findings from this study suggest that there are many variables to
consider with regard to staff retention and burnout, including if staff perceive their job as long term, short term, or as an
opportunity for career advancement. Surprisingly, staff interactions and attitudes about each other seem to play a greater
role in job stress and satisfaction than the experience of working with persons with dementia-related behavioral issues. In
fact, residents’ behavioral issues ranked well below concerns regarding staff appreciation, negative staff interactions, and

the desire for increased pay.
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