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ABSTRACT 

 

The nursing home industry is facing a crisis that appears to only get worse as each year progresses. The issue at hand 

is attracting and retaining qualified nursing home administrators to run efficient nursing homes. There is an 

overwhelming amount of data that highlights the devastating effects of job burnout on professionals. Job burnout has 

been found to impact the longevity of professionals. The purpose of this research was to examine the impact of job 

burnout among Georgia’s nursing home administrators. Participants in the study were licensed nursing home 

administrators (N = 363) who are employed in the state of Georgia. I received 141 completed surveys for a response 

rate of 38%. This study found that nursing home administrators show moderate levels emotional exhaustion, low 

cynicism, and high professional efficacy. 
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INTRODUCTION 

 

ccording to Zalaquett and Stens (2006), the U.S. adult population is growing older. As such, the adult 

population is expected to reach 20% of the total population by the year 2030. This population increase 

could significantly impact the nursing home industry. With an increasing elderly population, nursing 

homes will have to address issues such as dwindling financial resources and staffing. These increasing responsibilities 

will continue to add to the stress level of nursing home administrators (NHA). Tellis-Nayak (2007) describes nursing 

home administrators as “the pillars of long-term care” (p. 20). If these leaders are stressed out and dissatisfied with 

their jobs, they are more likely to manifest symptoms of job burnout and leave the industry. Castle, Ferguson, and 

Hughes (2009) reported that nursing home administrators are responsible for the oversight of care practices and 

initiating quality assurance projects. Long-term care administrators can become dissatisfied with their jobs secondary 

to high workload. If their workload is continually increasing and they are not receiving additional staff to 

accommodate the workload, the administrator can become disengaged. 

 

The fact that licensed nursing home administrators are leaving the nursing home industry despite still having a passion 

for the job is concerning. Tellis-Nayak (2007) reported that administrators feel a strong desire to work in the nursing 

home industry. This strong desire could be linked to altruism. Stoil (2002) conducted a survey and discovered that job 

burnout is the underlying issue surrounding nursing home administrators’ exodus from the nursing home industry. 

Stoil found that most participants still enjoyed some aspects of being a nursing home administrator at the time of their 

departure. Although this issue has been discussed in the nursing home industry for several years, the general research 

community has not invested the time or expressed interest in the subject.  

 

Most experts agree that as nursing home administrators retire and fewer people apply for administrator licenses, the 

nursing home industry will eventually be left in a dire situation. Administrators are leaving the industry for two 

reasons: retirement and job burnout. Castle et al. (2009) reported that the nursing home industry serves on average 3.5 

million people each year. The industry provides short-term rehabilitative care and long-term care (Castle et al., 2009). 

McCarthy (2005) reported that, although intrinsic satisfaction is essential to retaining administrators, the human factor 

of being continually overwhelmed is a key contributing factor to the decline of qualified administrators. 
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Body 

 

There are several issues that remain unaddressed regarding nursing home administrators. In the 1970s, the federal 

government required, via legislation, that skilled nursing facilities hire only licensed professionals in the role of 

nursing home administrator (Stoil, 2002). Since the early 1970s, there has also been a continuing trend of 

administrators leaving the industry. A reduction of qualified administrators leaves one of the most vulnerable 

populations at risk. The elderly population depends on qualified personnel to oversee their care. The nursing home 

administrator (NHA) is the executive director of the organization. The director is the person responsible for managing 

the nursing home and ensuring that resident needs are met. Stoil reported that “no one has collected information on 

the career pattern of NHAs and on the factors that cause those careers to be extended or aborted” (p. 6). This issue is 

deserving of research to ensure that nursing homes provide efficient and effective quality of care for residents. This 

research study is a first step in providing concrete data on nursing home administrators and the reasons why they 

choose to leave or stay in the industry. Therefore, I sought to answer the following question: Do nursing home 

administrator’s experience job burnout? 

 

To assess job burnout among nursing home administrators in Georgia, each respondent was asked to complete the 

Maslach Burnout Inventory–General Survey (MBI–GS). The 16-item Maslach Burnout Inventory–General Survey 

(MBI–GS) has three subscales: exhaustion, cynicism, and professional efficacy. Together the subscales of the MBI–

GS provide a three-dimensional perspective on job burnout. A high degree of burnout is reflected in high scores on 

exhaustion and cynicism and low scores on professional efficacy. It is hypothesized that administrators would develop 

indifference and cynicism about their work in order to gain distance from its exhausting demands. This reaction is 

expected to be dysfunctional in that cynicism reduces the energy available for performing work and for developing 

creative solutions to the problems work presents. Therefore, cynicism is expected to positively correlate with 

exhaustion and negatively correlate with professional efficacy.  

 

In this study, the MBI–GS scale measures nursing home administrators’ relationship to their work on a continuum 

from engagement to burnout. The engagement period is when the administrator is dedicated to their work and is 

confident in their ability to perform all tasks effectively. The period of burnout occurs when the administrator becomes 

exhausted and cynical.The completed questionnaires were scored using the scoring key developed by Maslach,  

Jackson, and Leiter,  (1996). The final scores consisted of three subscores: emotional exhaustion (EE), cynicism (CY), 

and professional efficacy (PE). High scores on the EE and CY components and a low score on the PE component 

indicate a high level of burnout. 

 

Before analyzing the extent of burnout for various groups of nursing home administrators, the researcher examined 

the reliability of each scale. Results in this study showed that the reliability coefficient for the total scale was α = 0.77, 

which is comparable to levels found in earlier studies that used the MBI–GS instrument. The reliability coefficients 

for the three subscales were α = 0.81 for emotional exhaustion, α = 0.91 for cynicism, and α = 0.86 for professional 

efficacy. In social science research, a scale with α greater than .70 is generally considered highly reliable.  

 

Emotional Exhaustion 

 

Exhaustion refers to a feeling of being overextended emotionally and physically and is the first defense against job 

stress (Angerer, 2003). Maslach et al., (2001) noted that exhaustion causes individuals to distance themselves 

emotionally and cognitively from their work secondary to work overload or too many demands and not enough 

resources. Nursing home administrators in this study reported relatively moderate levels of emotional exhaustion 

(M = 2.99, SD = 1.42). The results show that less than half of the respondents (46%) often feel emotionally drained 

from work and half (50%) often feel used up at the end of the workday. Only 11% of the participants noted that they 

often feel burned out from their work. In addition to calculating the mean EE score, I examined the percentage of 

nursing home administrators who experience various levels of exhaustion. More than one-third (35%) scored above 

3.0, the cutoff point for severe burnout, according to Maslach et al. (1996). These results are somewhat lower than 

recent studies of staff nurses; Cho, Laschinger, and Wong (2006), for instance found that 66% of new graduate nurses 

were in the severe burnout category (exhaustion).  
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Cynicism 

 

A professional exhibits cynicism when they distance themselves from patients or the individuals who are receiving 

assistance. Angerer (2003) stated that cynicism is the second reaction to job stress where employees begin to take on 

a distant and cold attitude towards their work and coworkers in an effort to protect themselves from exhaustion. Within 

the MBI–GS scale, the cynicism subscale is composed of five items. Cynicism levels for nursing home administrators 

in the current study were lower than exhaustion (M = 1.31, SD = 1.32). Fewer than 20% of the respondents noted that 

they have become less interested in their work (13%) or less enthusiastic (13%). Only 6% doubted the significance of 

their work, and only 8% noted that they have become more cynical about whether their work contributes anything. In 

addition to calculating the mean CY score, it is instructive to look at the distribution of study participants across 

various level of cynicism. That only 11% of the participants scored above the 3.0 cut point reinforces the finding that 

nursing home administrators exhibit relatively low levels of cynicism. Fifty-seven percent of the participants had a 

score lower than 1, which translates into sporadic feelings of cynicism.  

 

Professional Efficacy 

 

The third effect of burnout is reduced efficacy. Reduced efficacy or reduced personal accomplishment occurs when 

the employee feels that they are not competent to do their job, which is directly connected to a lack of resources 

(Maslach et al. 2001). Angerer (2003) observed that reduced efficacy causes individuals to feel inadequate and view 

accomplishments as trivial. The MBI–GS Scale gauges professional efficacy via six items. The relatively high mean 

(M = 5.05, SD = .90) for the professional efficacy (PE) scale suggests that the nursing home administrators in this 

study exhibit high levels of professional efficacy despite moderate levels of emotional exhaustion.  

 

Almost all participants reported that they can often effectively solve the problems that arise in their work (96%) and 

that they are good at their jobs (92%). In addition, a large majority of the nursing home administrators reported that 

they feel exhilarated when they accomplish something at work (79%) and that they have accomplished many 

worthwhile things in their jobs (85%). The distribution of nursing home administrators by the PE score further suggests 

that most participants exhibit high levels of professional efficacy. For instance, 93% had a score greater than the cutoff 

point (3.0), and 55% scored between 5 and 6.  

 

The results of the regression models suggest that ethnicity is the only demographic variable that is significantly related 

to emotional exhaustion. That is, minorities score almost a point lower on the emotional exhaustion score than Whites, 

after controlling for other demographic characteristics and employment setting characteristics. Similar results were 

obtained for the cynicism subscore. However, none of the independent variables were significantly associated with 

professional efficacy. In sum, the results of the multiple regression models indicate that the findings yielded earlier 

by the t tests hold after controlling for participant and employment characteristics. That is, minorities exhibit 

significantly lower levels of emotional exhaustion than Whites do.  

 

In the second stage of the analysis, I examined the job burnout subscores (emotional exhaustion, cynicism, and 

personal efficacy) and their interrelationships with the demographic characteristics of the participants and the 

characteristics of their employment settings. Independent sample t tests were used to determine whether the three 

burnout subscores differ with gender, minority status, marital status, and type of employment stetting (chain vs. non-

chain). Pearson’s correlations were employed to gauge the relationships between the burnout scores, level of 

education, salary, work hours per week, and years of experience. Finally, one-way ANOVA was employed to 

determine whether burnout scores differ among profit, private nonprofit, and private for-profit institutions. The state 

institutions were excluded from analysis because of low numbers (n = 4). The only statistically significant difference 

was between Whites and African Americans. Specifically, the t test indicated that African Americans administrators 

exhibit lower levels of emotional exhaustion than Whites do.  

 

The Pearson’s correlation coefficients that measure the extent to which burnout scores are associated with the 

participant’s age, years of experience, education level, salary, and hours worked per week. The findings reveal that 

job burnout does not vary significantly with any of the participant’s demographics characteristics, including age, years 

of experience, education level, hours worked, or salary range. Lastly, the results of t tests indicate that nursing home 

administrators at chain type institutions exhibit similar levels of burnout when compared to their colleague who work 
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at nursing homes that are not part of a chain. In addition, the results of the one-way ANOVA suggest that levels of 

burnout do not differ significantly among the three types of settings: profit, private for-profit, and private nonprofit. 

(The 4 participants who reported that they work for a state institution were excluded from this analysis due to low n).  

 

DISCUSSION OF FINDINGS 

 

This study found that nursing home administrators show moderate levels emotional exhaustion, low cynicism and 

high professional efficacy. These findings corroborate the results from studies of professionals in related fields. For 

instance, Templeton and Satcher (2007) conducted a study on job burnout among rehabilitation counselors and found 

that the counselors exhibited moderate emotional exhaustion, low depersonalization and high personal achievement. 

The results of this study are especially encouraging when compared to those obtained from studies where the MBI–

GS questionnaire was administered to staff nurses. For example, Cho et al. (2006) found that 66% of new graduate 

nurses were in the severe burnout category (exhaustion). In contrast, this study found that only 35% of nursing home 

administrators exhibited severe levels of exhaustion (a score greater than 3.0 on the emotional exhaustion component). 

In addition, the study found that job burnout does not vary significantly across various demographic groups, with one 

exception: African Americans tend to exhibit significantly lower levels of emotional exhaustion than Whites do.  

 

Further analysis of the findings begs the question, why do nursing home administrators only show moderate levels of 

emotional exhaustion, low cynicism, and high professional efficacy? One could speculate that nursing home 

administrators simply have a passion for their occupation. They accepted the position understanding that the job could 

sometimes carry burdens. However, these occasional burdens do not outweigh the joy one receives from doing a job 

well done. High levels of professional efficacy support this speculation. McCarthy (2005) reported that: 

 

Administrators are satisfied when they have the opportunity to directly engage in social and altruistic 

interaction with their residents. This is the big ticket item for administration, and opportunities for hugs and 

hand-squeezes in the hallway provide meaningful outlets for professionals immersed in corporate reports 

and daily crisis. (p. 36) 

 

CONCLUSION 

 

This study found that nursing home administrators show moderate levels emotional exhaustion, low cynicism and 

high professional efficacy. Essentially, while these professionals may experience emotional depletion, they maintain 

great levels of professional efficacy and do not demonstrate cynicism. These findings corroborate the results from 

studies of professionals in related fields. For instance, Templeton and Satcher (2007) conducted a study on job burnout 

among rehabilitation counselors and found that the counselors exhibited moderate emotional exhaustion, low 

depersonalization and high personal achievement. Only 35% of nursing home administrators exhibited severe levels 

of exhaustion (a score greater than 3.0 on the emotional exhaustion component). When answering why someone would 

voluntarily choose to stay in a profession when workload is a key factor in predicting job burnout, one has to look at 

the intangible benefits of the profession. As the professional continues to grow and prepare for the next generation of 

older adults, the industry must work towards creating a positive workplace culture that allows administrators to balance 

all of their responsibilities. This is in hopes of maintaining their optimistic attitudes in the workplace environment. 
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