
Interview Outline
Typical Process for Interviews at Selected Nursing Facilities in CA,

WI, and KS.

1. Administrators

a. I scheduled a 15 to 20 minute meeting with administrators, as the first level of contact in the facility, and also to introduce me to other managers and staff.  

b. For administrators, I focused on questions about mission and values, overall management philosophy, overall care philosophy, and perceptions of issues and problems related to recruitment, retention and turnover.

2. Directors of Nursing

a. This interview lasted about 30 minutes, at least.  I asked the DON about training, about supervisor and management relationships, about work assignments and scheduling, about her own background and experience and philosophy.  Then I added turnover and retention questions, including about specific management practices of work organization and care organization, probing for resident-centered or worker-centered practices.

b. I would also ask her to whom else I should talk and through her gain access for charge nurse and worker interviews in the targeted facilities.

3. Charge nurses

a. I asked charge nurses all the questions about work and care organization, about quality, and some of the questions about training.

b. I ordinarily sampled charge nurses for about two units per facility, depending on the size and composition of the facility, perhaps one ‘ordinary’ unit and one dementia unit, for instance.

c. I spoke with both RN and LPN charge nurses

d. I also asked about their backgrounds, recruitment, training in gerontology, their perceptions of issues of retention for their own classifications as well as those of CNAs’ recruitment and retention.

4. CNAs –paraprofessional nursing employees

a. I initially selected a sample of 4 or 5 CNAs in each case study facility, often to correspond with the units in which I interviewed charge nurses. I also interviewed at least 2 CNAs on evening and 2 on night shifts. 

b. I wanted both senior and newly arrived employees as well as some medium term employees, depending on the profile of the facility.

c. I attempted to do formal or informal focus groups in the break room or at the beginning or end or middle of shift, though that depended on facility practices and voluntary support. 

d. The paraprofessionals’ perception of management practices, work and care organization, their intention to turn over, recruitment and attraction and selection, was important

e. I wanted to know about orientation and training, and relationships with managers, charge nurses, residents, and families.  What keeps them there? What would make them leave?  What is their past and desired future work experience?

f. I imagined a 15 to 30 minute interview with these workers, hopefully on their break time in a private place such as an unused office or a break room that has some privacy.  Interviews lasted from 10 minutes to more than 1 hour, and occurred everywhere from lobbies to storage closets, on nursing stations, or in corners of dining rooms or quiet rooms.

g. I also considered small informal focus groups with varying other workers, to increase the breadth of the responding group.

5. Other people that I did interview in nursing homes re: recruitment, retention during this study

a. Staff development director

b. Human resource director and/or assistant

c. Scheduler

d. Whoever recruits, interviews, selects, and hires nursing staff

e. Quality assurance personnel

f. CEO or other officers who are on site

g. Residents who are willing and able to talk

h. Family members or family council members

i. Secretarial or administrative staff, especially if long term

j. Social services director

k. Activity director

l. Alzheimers’ coordinators or directors

m. Assistant directors of nursing

n. Assistant administrators

o. Chaplain

p. Volunteers, especially regular ones
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