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Given	the	central	place	of	public-financed	services	in	Sweden	and	elsewhere,	it	is	essential	to	establish	positive	workplaces	in	the	public	sector	in	order	to	attract	and	retain	qualified	and	experienced	managers.	(Respondent	e)Furthermore,	the	managers	also	commented	on	their	tasks	as	managers,	and	whether	they	met	the	expectations	they	had
when	they	entered	their	jobs.	When	the	municipality	hired	her	as	a	school	principal,	the	authorities	gave	her	a	specific	assignment	to	‘clean	up’	the	school.	The	managers	believed	that	while	they	must	inevitably	share	some	of	this	burden,	managers’	expertise	is	better	used	in	overseeing	daily	operations.	The	manager’s	supervisor	told	her	that	she
should	simply	accept	the	situation	as	‘good	enough’,	despite	the	increased	staff	absenteeism	and	the	deterioration	in	care.	2013;	Corin	2016).The	term	‘employee	turnover’	in	an	organization	or	department	broadly	refers	to	the	departure	of	current	employees	and	their	replacement	by	new	employees.	In	addition,	some	staff	had	health	problems,	and
interpersonal	staff	conflicts	were	common.	As	her	administrative	tasks	increased,	she	unsuccessfully	tried	to	delegate	some	of	them	to	an	administrative	assistant:	And	when	I	hired	an	assistant	to	help,	it	wasn’t	allowed	–	I	had	to	do	everything	myself.	(Respondent	a)The	manager	could	only	deal,	metaphorically	speaking,	with	small	‘brush	fires’.	The
manager	shall!	The	manager	must!	I	told	my	supervisor	it	was	crazy.	2006)	as	well	as	reduced	quality	and	stability	of	the	public	services	provided	(Mor	Barak,	Nissly,	and	Levin	2001).To	date,	there	is	scant	research	on	employee	turnover	in	the	public	sector	(Selden	and	Moynihan	2000)	and	still	less	on	turnover	among	public-sector	managers
(Cregård,	Corin,	and	Skagert	2017).	The	narratives	of	managerial	turnover	reveal	the	complexity	of	the	decision	to	leave	or	remain	in	a	job,	containing	a	mixture	of	push	and	pull	factors,	negative	feelings,	unmet	expectations	and	extraordinary	events.	Björk	et	al.	Although	our	respondent	sample	is	diverse	in	terms	of	the	respondents’	workplaces,
work	environments,	work	tasks,	and	gender,	we	draw	no	conclusions	based	on	this	diversity.	In	2016,	more	than	18	per	cent	of	the	Swedish	workforce	was	employed	in	the	municipal	sector	(per	Swedish	Agency	for	Public	Management,	3	July	2018)	including	approximately	35,000	managers.1The	municipal	sector	in	Sweden	has	experienced	significant
changes	in	the	last	three	decades	as	a	result	of	the	introduction	of	New	Public	Management	(NPM).	Several	managers	said	this	lack	of	time	made	them	feel	inadequate	and	overstrained:If	you	are	to	work	as	a	manager,	you	do	not	want	to	do	just	administration	and	there	should	be	administrative	support,	so	that	you	can	work	on	service	development
and	quality.	They	did	not	support	me	with	their	supervisors	–	I	was	completely	alone.	For	more	details	on	the	interviews	conducted,	see	Table	2.Face-to-face	interviews	were	conducted	with	the	managers	in	2015	and	2016	at	their	offices.	The	narratives	reveal	the	turnover	decision	to	be	a	complex	and	often	protracted	process	involving	numerous
elements	embedded	in	the	context	(see	also	e.g.	Allen	et	al.	A	structure	that	provides	professional,	hands-on	support	for	issues	related	to	personnel,	finance,	audits,	and	IT	can	relieve	much	of	the	burden	that	overwhelms	operations	managers,	who	can	then	spend	more	time	and	effort	on	the	organization’s	core	activities.	2014;	Hom	et	al.	Although	she
sometimes	thought	about	leaving	the	position,	she	remained	because	she	thought	she	had	made	a	positive	difference	–	especially	in	the	beginning.However,	she	was	often	frustrated	by	how	the	politicians	and	her	supervisors	micro-managed	some	areas	of	her	work.	Push	and	pull	factors	influencing	managerial	turnover.	Current	(or	former)	job
experienceNew	(or	potential)	job	perceptionsPush	factorsOrganizational	structureNo	or	insufficient	hands-on	administrative	supportSplit	between	different	goals	and	valuesSplit	between	different	units	and	contactsToo	many	subordinatesToo	many	meetings	and	too	little	timeJob	characteristicsIllegitimate	tasksUninterested	or	mistrustful
supervisorsInsufficient	control	over	own	agendaInarticulate	strategic	leadership	from	supervisorsExcessive	administrative	and	audit	requestsDevelopment	of	core	services	is	out	of	reachInsufficient	time	for	subordinatesSense	of	lonelinessMicromanagement	by	supervisorsConflicts	among	subordinatesOrganizational	structureToo	many,	multifaceted
organizational	unitsToo	many	subordinatesInsufficient	hands-on	administrative	supportJob	characteristicsRisk	of	losing	control	of	the	jobBuilding	trust	takes	time	and	effortSense	of	letting	down	current	subordinatesPull	factorsOrganizational	structureSupport	and	advice	from	administrative	functionsUn-repetitive	and	challenging	workClear
horizontal	communicationsJob	characteristicsSupport	and	appreciation	from	supervisorsAppreciation	from	subordinatesSupport	from	and	good	collaboration	with	colleaguesSense	of	controlOrganizational	structurePersonal	administrative	supportFewer	subordinatesFewer,	less	multifaceted	organizational	unitsJob	characteristicsWell-known
supervisorSense	of	appreciationNo	potential	conflict	of	interest	was	reported	by	the	authors.Notes	The	manager	knew	this	was	a	challenging	assignment.Yet,	after	several	years	as	school	principal,	the	manager	had	made	some	progress,	and	the	teachers	in	particular	appreciated	her	efforts	and	dedication.	The	current	managers	had	been	in	their
positions	for	at	least	five	years.	In	such	very	challenging	situations,	the	current	work	environment	may	be	no	longer	endurable.Nevertheless,	some	managers	in	the	public	sector	remain	in	their	positions,	even	for	years.	She	spent	too	much	of	her	time	preparing	statistics	for	reports	on	her	management	activities.When	the	politicians	decided	to
relocate	the	home	for	the	elderly,	the	home’s	routines	were	disrupted,	increasing	stress	for	the	manager,	staff,	and	residents.	The	managers	with	such	support	thought	their	work	was	more	appreciated,	leading	to	a	sense	that	they	had	more	control	over	their	work.	And	I	have	never	achieved	so	little.	The	managers	called	for	support	from	their
managers	to	be	able	to	prioritize,	but	also	for	confirmation,	leeway,	and	protection:	[I	should]	not	[have	been]	just	someone	to	give	the	task	to,	but	my	boss	should	have	worked	with	me	on	how	to	do	the	job.	Particularly	lacking	is	turnover	research	that	takes	the	perspective	of	operations	managers	(i.e.	first-line	managers	directly	responsible	for
supervising	personnel	performance,	departmental	budgets,	and	various	core	activities).	Push	factors	are	the	work	experiences	and	characteristics	that	cause	employees	to	leave	their	current	employment.	Thirty-five	operations	managers	(employed	at	the	three	studied	municipalities	or	in	other	Swedish	municipalities)	discussed	the	findings’	relevance
and	credibility.	Employee	departures	may	be	voluntary	or	involuntary.	Some	turnover	researchers	caution	other	researchers	about	making	broad	generalizations	across	populations,	advising	them	to	consider	occupational	and	organizational	contexts	when	studying	voluntary	turnover	(Carmeli	and	Weisberg	2006;	Griffeth,	Hom,	and	Gaertner
2000).Between	1992	and	2014,	12	peer-reviewed	articles	were	published	on	public-sector	voluntary	managerial	turnover	and	its	antecedents	(Cregård,	Corin,	and	Skagert	2017),	but	few	articles	on	the	subject	have	appeared	since	then.	(2013,	263)	described	illegitimate	tasks	as	the	tasks	‘considered	to	be	inappropriate	to	ask	of	a	specific	person	with
regard	to	that	person’s	occupational	status,	or,	to	the	range	of	his	or	her	occupation’.	We	assured	all	respondents	of	personal	and	organizational	anonymity.	While	push	and	pull	factors	influence	turnover,	they	do	not	capture	the	full	complexity	of	the	turnover	decision,	which	touches	on	a	multitude	of	antecedents,	contexts,	processes,	and
emotions.The	manager	(a	fictitious	composite)	of	two	nursing	homes	–	a	home	for	the	elderly	and	a	home	for	the	disabled	–	accepted	the	managerial	position	at	her	supervisor’s	request	when	the	position	became	vacant.	Our	study	makes	two	contributions	to	research.	(2008).	The	pull	factors,	which	the	managers	cited	as	reasons	for	remaining	in	their
positions,	in	summary	reflect	their	appreciation	of	administrative/supervisory	support,	challenging	work	tasks,	good	communication,	and	work	control	(Table	3).We	focus	on	the	following	three	areas	of	push	and	pull	factors:	administrative	support,	supervisory	support,	and	work	tasks.	We	chose	the	managerial	respondents	from	three	Swedish
municipalities	with	varying	characteristics.	That	is	not	to	say,	however,	that	other	push	and	pull	factors	are	irrelevant	in	arriving	at	the	leave	or	remain	decision.The	organizational	structure	should	be	so	constructed	that	it	provides	administrative	support	to	managers.	Our	hope	is	that	the	findings	are	used	for	ultimately	create	healthy
organizations.Public-sector	managers	have	an	important	role	in	developing	their	organizations	since	they	directly	influence	employees	and	indirectly	influence	work	procedures	and	change	processes	(Tvedt,	Saksvik,	and	Nytrø	2009;	Whitehead	2006).	We	used	a	five-step	procedure	to	analyse	the	managers’	narratives.	These	narratives,	which	are
presented	in	the	‘Findings’	section,	are	consensus	narratives	of	job	characteristics,	responsibilities,	and	leave/remain	decisions.	The	school	had	severe	problems	related	to	both	finances	and	staffing.	2015).	All	the	time,	all	the	time.	The	push	factors,	which	the	managers	cited	as	reasons	for	leaving	their	positions,	in	summary	reflect	their	grievances
about	their	work	isolation,	illegitimate	work	tasks,	insufficient	administrative/supervisory	support,	and	lack	of	work	control.	Managers	require	greater	flexibility	in	selecting	the	administrative	tasks	best	suited	to	their	talents	and	skills.Our	findings	are	consistent	with	research	showing	that	operations	managers	in	the	public	sector	generally	have	too
little	administrative	support	(e.g.	Höckertin	2007;	Wikström	and	Dellve	2009).	Second,	our	use	of	composite	managerial	narratives	is	a	qualitative	research	approach	that	can	be	used	to	tell	a	story	(Robert	and	Shenhav	2014)	of	managerial	turnover	in	the	public	sector,	revealing	the	complexity	of	the	decision.From	our	perspective,	narratives	are
useful	for	understanding	a	studied	phenomenon	in	both	its	entirety	and	in	its	essential	elements.	The	experience	category	reflects	what	the	managers	know,	the	perceptions	category	what	they	imagine.	…	I	have	never	had	so	much	to	do.	It	was	difficult	to	hire	qualified	staff.	Descriptions	of	the	three	municipalities.	Municipality	AMunicipality
BMunicipality	CSize100,000	inhabitants>500,000	inhabitantsUrbanizationSuburban	municipalityLarge	cityMetropolitan	municipalityPolitical	governanceRight	minorityLeft	minorityLeft	majorityTable	2.	We	have	chosen	this	approach	as	we	discovered	early	in	our	investigation	that	the	managers’	stories	were	similar	in	many	respects.	Management	of
the	more	than	20	different	IT	applications	was	especially	time	consuming.	2016;	Hom	et	al.	They	may	have	the	same	complaints	about	their	work	environment,	but	they	identify	positive	(pull)	factors	of	their	work	that	help	counterbalance	the	negative	(push)	factors.	2010b;	Castle	2005;	Ennser-Jedenastik	2014;	Feiock	et	al.	The	principal	stated:	I
noticed	that	my	supervisors	did	not	interact	upwards	in	the	organization	in	the	way	they	are	supposed	to	–	the	communication	didn’t	work.	2017	on	work	discontent	and	work	resignation).	First,	the	manager	turnover–work	environment	linkage	has	not	been	well	examined	in	research.	2008;	Tekniepe	and	Stream	2009).	Thus,	providing	support	to	their
subordinate	managers	should	be	a	prioritized	part	of	upper	managements	HRD	role	in	order	for	the	operations	managers	to	perform	well	and	be	sustainable	in	the	organization	over	time.	One	shouldn’t	have	to	put	three	hours	into	ordering	computers,	especially	when	they	turn	out	to	be	the	wrong	ones.	For	the	organization,	high	employee	turnover
may	be	more	negative	(Abbasi	and	Hollman	2000;	Kleinknecht,	Kwee,	and	Budyanto	2016),	although	this	depends	on	who	leaves	and	why	(Connolly	2018;	Hausknecht	and	Holwerda	2013).	We	conducted	a	focus	group	interview	with	seven	HR	managers.	2009;	Björk	and	Härenstam	2016)	and	more	engaged	supervisors	could	lead	to	a	better
understanding	of	operations	managers’	work	environments,	perhaps	reducing	the	turnover	rate.	Another	example	is	Tekniepe	and	Stream’s	(2009)	study	of	American	county	managers.	Research	on	the	antecedents	of	voluntary	managerial	turnover	in	the	public	sector	is	clearly	needed	if	we	are	to	address	the	workforce	challenges	and	outcomes	of	the
high	rate	of	public-sector	manager	turnover.	Thilander	(2013)	also	drew	attention	to	the	HRM	and	HRD	problems	that	result	when	operations	managers	lack	support	for	their	administrative	and	personnel	responsibilities.The	absence	or	presence	of	administrative	support	is	an	important	factor	influencing	the	leave	or	remain	decisions	of	the	studied
operations	managers.	They	stated	that	the	formal	and	informal	descriptions	of	what	a	manager	is	supposed	to	accomplish	are	not	in	line	with	what	they	actually	do	in	their	daily	work.	The	interview	lasted	approximately	three	hours.	Managers	who	value	the	opportunities	for	social	interaction	at	their	current	organizations	are	more	likely	to	remain	in
their	positions	(Peterson	2009).	I	just	go	to	meetings.	Nevertheless,	as	our	findings	reveal,	many	of	the	managers’	narratives	are	notable	for	the	consistency	of	their	reasons	for	leaving	or	remaining.	But	the	narratives	contain	more.	We	therefore	considered	push	and	pull	factors	(see	above),	organizational	structure,	and	job	characteristics	in	our
analysis	(e.g.	Charmaz	2006;	Corbin	and	Strauss	1990).	She	was	especially	pleased	because	the	offer	came	from	a	well-respected	manager	who	knew	of	her	work	history	and	would	provide	her	with	administrative	support.	Furthermore,	this	will	probably	also	aid	the	operations	managers	in	their	own	development-focused	leadership	and	thus	the
fulfillment	of	their	HRD	role	in	relation	to	their	own	employees	(Lee,	Idris,	and	Tuckey	2018).Previous	research	has	examined	the	illegitimacy	(or	legitimacy)	of	tasks	assigned	to	managers.	Three	possible	HRD	actions	to	decrease	undesirable	managerial	turnover	are	identified:	re-work	organizational	structures;	re-model	job	characteristics;	and	re-
examine	managerial	turnover	decisions	as	a	long	and	complex	process.	We	also	believe	that	this	approach	advances	our	understanding	of	the	complexity	of	the	turnover	decision.To	obtain	broad	representation	of	managerial	workplaces	and	thereby	ensure	the	richness	of	the	study’s	empirical	data,	we	used	a	purposeful	sampling	technique	based	on
variation	(Palinkas	et	al.	This	research	should	investigate	the	antecedents	to	such	turnover	and,	ultimately,	aim	to	reduce	its	high	rate.	You	are	supposed	to	do	everything	from	writing	the	personnel	decisions	or	…	like	…	What	can	be	reduced	and	executed	in	a	smarter	way?	Therefore,	we	conducted	individual	interviews	with	five	currently	and	nine
formerly	employed	operations	managers	at	the	municipalities.	We	had	three	goals	in	this	interview:	to	obtain	background	information	about	the	municipalities,	to	obtain	general	information	on	managerial	turnover	in	the	municipalities,	and	to	identify	operations	managers	for	subsequent	interviews.	Conducted	interviews.	Managers	who	stayed	in	their
jobsManagers	who	left	their	jobsMunicipalityABCABC-	Social	care		2	(2)a1	(1)b2	(2)c1	(1)d-	Education1	(0)e1	(1)f	1	(1)g	1	(1)h-	Technical	services		1	(1)i1	(0)j1	(0)k1	(0)lTable	3.	The	background	information	was	useful	in	preparing	for	the	individual	face-to-face	manager	interviews.Allen	et	al.	For	example,	the	residents	of	the	two	nursing	homes,	with
their	various	demands	and	needs,	required	specialized	services	and	care.	(Respondent	j)This	lack	of	supervisory	support	and	appreciation	was	the	manager’s	greatest	disappointment.	They	were	chosen	to	ensure	representation	of	all	three	municipalities,	with	a	strategic	HR	manager	and	at	least	one	operational	HR	manager	from	each	municipality,
and	to	include	both	human	service	organizations	and	technical	services	in	the	focus	group.	Such	costs	are	especially	severe	when	well-qualified	and	experienced	managers	leave	(Hambrick,	Finkelstein,	and	Mooney	2005),	which	is	typically	followed	by	deterioration	in	organizational	performance	and	efficiency	(Hale,	Ployhart,	and	Shepherd	2016;
Kacmar	et	al.	Then	there	are	the	administrative	tasks,	which	I	am	good	at./…/But	things	outside	…	concerning	door	keys	…	pointless	stuff.	In	research,	a	narrative	helps	us	understand	a	phenomenon	both	in	its	entirety	and	in	its	elements.	I’ve	reacted,	at	least,	and	then	I’ve	e-mailed	him	and	received	answers	that	are	like	…	‘Yes,	but	little	friend’	and	a
pat	on	the	shoulder.	First,	we	present	an	overview	of	the	multitude	of	work	environment	push	and	pull	factors	affecting	managers’	leave/remain	decisions	with	a	focus	on	the	three	factors	most	commonly	reported	in	our	data:	administrative	support,	supervisory	support,	and	illegitimate	tasks.	Ultimately,	she	decided	to	remain	on	the	job	until	the
relocation	was	completed,	and	then	to	look	for	a	new	position	with	no	managerial	responsibilities	and	greater	work	satisfaction.	These	tasks	were	often	routine	clerical	tasks	that	required	no	managerial	expertise.	They	emphasized	that	they	have	to	achieve	various	goals,	many	of	which	are	difficult	to	achieve,	and	some	of	which	are	even	contradictory.
However,	she	had	recently	completed	a	university	leadership	course	and	was	interested	in	managerial	and	administrative	issues.	The	organization	is	likely	to	incur	direct	financial	costs	(e.g.	recruitment,	hiring,	and	training)	as	well	as	indirect	administrative	costs	(e.g.	loss	of	competence	and	decreased	productivity)	(Hayes	et	al.	As	Grissom,	Viano,
and	Selin	(2016)	suggested,	we	investigated	the	expected	and	actual	job	characteristics	of	both	current	and	alternative	work.The	first	four	manager	interviews	were	conducted	jointly	by	both	authors,	establishing	the	approach	and	structure	of	the	following	ten	interviews,	which	the	authors	took	turns	conducting.	This	was	especially	vexing	because
these	‘micro-managers’,	as	she	described	them,	lacked	a	clear	understanding	of	the	statutory	requirements	related	to	the	special	needs	of	certain	pupils.	The	actions	are	likely	to	help	relieve	work	stress	and	frustration	as	well	as	enhance	engagement	and	development	among	managers	in	the	public	sector,	thereby	contributing	to	their	retention	and
thus	the	sustainability	of	the	whole	organizations	(see	also	Winterton	2004	review).	(2014)	discussed	how	treating	turnover	as	a	dichotomous	variable	fails	to	acknowledge	that	individuals	may	consider	various	options	with	various	effects	–	not	merely	whether	to	leave	or	remain	(see	also	Hom	et	al.	However,	the	managers	all	mentioned	stressful	days
with	many	different	things	to	attend	to	and	a	lack	of	support	as	important	factors	that	increased	their	workload.	Formal	written	reports	also	required	many	hours	of	paper	work.	Eventually,	she	resigned	her	position	despite	not	wanting	to	‘abandon’	her	very	supportive	colleagues,	subordinates,	and	‘all	her	fantastic	kids’.	The	literature	also	does	not
address	the	situation	by	country,	public	service	area,	or	organizational	level	(Cregård,	Corin,	and	Skagert	2017).	In	Step	1,	we	sorted,	coded,	probed,	and	categorized	the	antecedent	data	until	no	new	categories	emerged.	Future	researchers	could	build	on	our	identification	of	the	push	and	pull	factors	of	voluntary	turnover	by	focusing	on	one	or	more
of	these	areas.Hayward	et	al.	Because	it	was	her	first	managerial	position,	she	was	initially	somewhat	uncomfortable,	especially	as	she	received	neither	a	clear	introduction	to	her	role	nor	specific	training	in	its	duties.	Am	I	not	supposed	to	decide	what	my	assistant	is	supposed	to	do?	In	our	research,	we	heed	that	call	as	we	take	a	qualitative	approach
that	allows	us	to	understand	the	motivations	underlying	respondents’	statements	and	actions.In	collecting,	analysing,	and	presenting	the	data,	we	were	inspired	by	Czarniawska	(2004,	2007)	and	her	writing	about	narratives	in	social	science	research.	While	research	shows	that	managers	and	staff	sometimes	share	the	same	reasons	for	leaving
organizations	(e.g.	leaving	challenging	work	environments),	there	may	be	quite	different	antecedents	to	their	departures	(e.g.	factors	related	to	job	prestige)	(Grissom,	Viano,	and	Selin	2016,	247).	However,	managers	also	leave	their	positions	for	other	reasons.	(Respondent	d)Some	tasks	were	perceived	by	the	managers	as	too	time-consuming	and
better	performed	by	someone	else	(e.g.	certain	administrative	or	technical	tasks),	or	better	not	performed	at	all,	since	the	managers	perceived	them	as	unnecessary	for	the	core	services	and	as	not	adding	value	for	citizens.Table	3	presents	the	two-part	categorization	derived	from	our	research:	current	(or	former)	job	experience	and	new	(or	potential)
job	perceptions.	They	are	a	mixture	of	ongoing	and	more	temporary	push	and	pull	factors:	negative	feelings	that	influence	the	managers	as	they	contemplate	or	make	the	leave/remain	decision	(e.g.	loneliness,	inadequacy,	and	uncontrollability),	unmet	expectations,	and	extraordinary,	jarring	events	that	trigger	the	actual	decision.	Sun	and	Ni	(2016)
investigated	the	reasons	for	the	disparity	in	principals’	turnover	rates	at	charter	versus	traditional	public	schools,	finding	that	working	conditions	explained	28	per	cent	of	the	turnover.	She	was	also	annoyed	that	her	supervisors	provided	little	support	given	her	heavy	workload	–	she	believed	her	supervisors	expected	her	to	cope	on	her	own.	We
expected	that	these	managers	would	have	fresh	memories	of	their	work	experience	at	the	municipalities.	The	managers	who	received	too	little	administrative	support	lacked	the	time	to	lead	and	develop	the	core	services	of	their	organizations.Previous	research	shows	that	supervisory	support	can	reduce	managerial	turnover	(e.g.	Tymon,	Stumpf,	and
Smith	2011).	The	municipalities	are	responsible	for	public	education	(below	the	university	level),	social	services,	technical	services,	waste	disposal,	child	and	elderly	care,	and	care	of	the	disabled.	A	negative	effect	on	managers’	working	conditions,	performance	and	health	as	the	result	of	this	increase	in	responsibility	has	been	observed	in	the	Swedish
municipal	sector	(Björk	et	al.	(Respondent	k)The	manager	described	her	work	environment	as	a	‘pseudo	world’	in	which	she	was	unable	to	achieve	her	long-term	and	overarching	objectives	of	managing	care	and	leading	caregivers.	According	to	several	sources,	‘enormously	large	numbers	of	retirements’	of	public-sector	managers	are	anticipated	in
the	United	States	(US)	and	the	European	Union	(EU)	in	the	next	decade	(Bright	2013,	6;	see	also	European	Commission	2012).	This	study,	which	increases	our	understanding	of	why	public	sector	managers	leave	their	positions,	takes	a	qualitative	and	narrative	research	approach	in	examining	voluntary	turnover.	If	these	managers,	who	are	motivated
to	improve	and	develop	public	services,	are	overburdened,	overwhelmed,	and	overworked,	if	they	lack	adequate	support	and	cannot	do	their	jobs,	who	will?Table	1.	(Respondent	c)The	manager	herself	had	to	purchase	cell	phones	for	the	caregivers,	deal	with	the	computer	and	IT	problems,	attach	the	hat	rack	to	the	wall,	distribute	and	control	door
keys,	change	tires	on	the	office	cars,	and	resolve	problems	with	the	elevator	alarm	system.	We	also	used	this	system	to	store	all	notes	from	the	interviews,	meetings,	and	seminars	related	to	the	study.	Corin,	Berntson,	and	Härenstam	(2016)	found	that	psychosocial	working	conditions	seem	to	influence	managerial	turnover	intentions	but	not	actual
turnover	two	years	later.Researchers	have	also	found	that	social	situations	can	influence	public-sector	manager	turnover.	She	had	no	illusions	that	her	first	year	in	the	new	position	would	be	easy.	Dellve,	Wikström,	and	Ahlborg	(2006),	who	analysed	administrative	support	systems	in	the	public	sector,	call	for	systems	that	improve	organizational
structures.	Frank	(2012)	proposed	that	individual	narratives,	which	build	on	others’	experiences	and	perceptions,	are	not	exclusively	personal.	Issue	4	2021	Public	Sector	Financial	Management:	Happy	endings	and	successful	stories	Issue	3	2021	Inter-institutional	performance	management:	performance	indicators	at	organizational	boundaries
Volume	33	Volume	32	Volume	31	Issue	4	2018	Is	Local	Always	Better?	Lambert	regarded	job	characteristics	as	influential	in	personal	relationships	and	psychosocial	situations,	citing	as	examples	employee	demands	for	knowledge	and	skills,	job	stress,	role	conflict	resolution,	role	clarity,	and	task	identity.Few	studies	have	specifically	focused	on
public-sector	managers’	work	environment	and	turnover.	This	advice	greatly	disturbed	the	manager.	However,	in	recent	years,	many	public-sector	managers	have	left	their	positions,	partly	due	to	the	changing	demographics	of	an	aging	public	service	workforce.	It	seems	I	was	not	allowed	to	make	the	decision.	In	the	NPM	era,	the	operations	manager
is	no	longer	just	a	supervisor	who	works	more	narrowly	on	core	services	(e.g.	tracking	expenses	and	staff	schedules),	but	rather	a	professional	manager	who	has	sweeping	responsibilities	that	require	extensive	training,	expertise,	and	experience	(e.g.	developing	core	services,	planning	and	controlling	budgets	and	resolving	personnel	issues).	2014;
Hayward	et	al.	(Respondent	i)	It	is	entirely	up	to	yourself	[to	prioritize	and	define].	Some	of	the	investigated	managers	had	many	subordinates	(over	30)	and	disparate	core	service	functions	within	their	responsibility.	Research	on	manager	turnover	in	the	public	sector	mainly	provides	findings	in	the	first	two	categories.	They	recommend	that
researchers	study	turnover	using	qualitative	research	methods,	in	an	otherwise	quantitatively	dominated	field,	supported	by	seldom-used	theoretical	perspectives	and	more	diversified	research	populations.	This	has	resulted	in	closer	scrutiny	of	public-sector	managers	and	their	oversight	of	financial	planning	and	control,	report	and	audit	transparency,
and	delivery	of	services	(Wällstedt	and	Almqvist	2017).	Ordering	computers.	The	municipalities	are	of	different	sizes,	have	achieved	different	degrees	of	urbanization,	and	have	either	a	majority	or	minority	government	(Table	1).	Some	relevant	studies	report	that	managerial	turnover	at	one	organizational	level	may	influence	managerial	turnover	at
another	(Boyne	et	al.	In	Step	2,	we	identified	critical	events	and	situations	that	triggered	the	leave	or	remain	decisions.	We	wanted	to	learn	their	reasons	for	remaining	in	or	leaving	their	positions.	According	to	these	researchers,	such	assignments	exacerbate	public-sector	managers’	stress	and	increase	their	counter-productive	behaviours.In	our
research,	the	operations	managers	who	were	inclined	to	leave,	or	who	had	left,	said	that	they	were	assigned	too	many	tasks	that	were	not	in	their	job	descriptions.	She	considered	quitting	her	position	as	the	disruption	and	stress	increased.	(Respondent	l)	The	lack	of	confidence	may	come	from	the	municipal	manager	who	drops	a	little	question	at	a
meeting,	for	example.	Medicine	and	Hospital	Management	in	Europe	Issue	2	2014	The	public	realm	of	community	sports	development	evaluation,	policy	and	practice;	innovation,	evidence	and	the	paradox	of	an	evolving	agenda	Volume	26	Issue	5	2013	Public	sector	governance	in	Asian	countries	Issue	3	2013	Regeneration	and	wellbeing	Issue	2	2013
Publicprivate	sector	collaboration	International	Symposium	on	Economic	Development	in	South	Eastern	Europe	SEE	Volume	25	Volume	24	Issue	7	2011	Employment	implications	of	the	outsourcing	of	public	services	to	voluntary,	notforprofit	organisations	Issue	4	2011	Delivering	and	measuring	success	in	the	public	sector	Issue	2	2011	Best	Paper
Symposia	UK	and	Swedish	perspectives	on	topical	studies	in	public	management	Volume	23	Volume	22	Issue	7	2009	Perspectives	on	reforms	to	English	subnational	government	Issue	5	2009	Dilemmas	of	reconciling	local	delivery	and	central	direction	in	public	services	Issue	3	2009	Regions	and	regionalisation	through	business	clusters	the	roles	of
territory	and	networks	in	European	and	North	American	city	regions	Issue	1	2009	Ethnographic	explorations	of	accountabilities	Volume	21	Issue	4	2008	Public	manager	development	the	role	of	accredited	programmes	in	fostering	leadership	and	management	development	among	public	service	practitioners	Issue	2	2008	Public	management	reform	in
countries	in	the	Napoleonic	administrative	tradition	France,	Greece,	Italy,	Portugal,	Spain	Volume	20	Volume	19	Volume	18	Volume	17	Volume	16	Volume	15	Volume	14	Volume	13	Volume	12	Volume	11	Volume	10	Volume	9	Volume	8	Volume	7	Volume	6	Volume	5	Volume	4	Volume	3	Volume	2	Volume	1	Wan-Ju	Hung,	Jiahuan	Lu	In	recent	years,	there
is	a	steady	increase	of	studies	documenting	the	emergence	of	“contracting	back-in”	in	many	countries	around	the	world,	that	is,	governments	bringing…	Francesca	Costanza	The	purpose	of	this	paper	is	to	adopt	a	learning-based	approach	to	portray	the	impact	of	Covid-19	on	state	school	services	in	Italy,	with	a	specific	focus	on	the	role	of…	Margaret
Bancerz	This	paper	analyzes	scholarly	literature	and	the	development	of	a	nonstate	food	strategy	in	Canada,	the	Conference	Board	of	Canada's	Canadian	Food	Strategy,	to	explore	the…	Page	2	ABSTRACTThe	public	sector	faces	a	grave	problem	as	far	as	managerial	retention	as	the	result	of	the	increasing	number	of	retirements	and	of	voluntary
resignations.	These	researchers	found	that	county	managers	with	more	formal	education	or	who	were	promoted	internally	were	more	likely	to	remain	in	their	current	positions.We	have	two	reasons	for	our	focus	on	Lambert’s	(2001)	third	category,	the	work	environment.	She	stated:	Things	just	happen	–	I	don’t	know	anything.	The	managers	noted	that
having	to	run	large	and	disparate	units	meant	that	there	were	many	contacts	to	handle	(e.g.	various	user	groups),	which	increased	the	burden.	Some	parents	had	complained	to	local	newspaper	reporters	about	the	poor	learning	environment.	(Respondent	h)The	municipal	CEO	(the	supervisor	of	the	supervisors)	investigated	the	school’s	financial
problems.	20202019201820172016201520142013201220112010200920082007200620052020201920182017201620152014201320122011201020092008200720062005All	Countries	and	Economies	Show	More	Show	Less	Volume	35	Volume	34	Issue	6	2021	Methodological	Innovations	in	Public	Management:	Trends	toward	More	Systematic	Forms	of
Research?	Narratives	have	an	advantage	in	communicating	meaning	and	affect	the	ability	to	remember	and	learn,	while	incorporating	more	than	just	facts,	but	aspects	such	as	values	and	feelings	(Czarniawska	2004).	This	is	consistent	with	the	observations	of	Corin	and	Björk	(2016)	and	Dellve,	Wikström,	and	Ahlborg	(2006).	As	examples	of
organizational	structure,	Lambert	listed	instrumental	communications,	integration,	organizational	recognition,	compensation	systems,	promotional	opportunities,	and	work	centralization.	Furthermore,	based	on	previous	findings	on	dissimilarities	in	the	conditions	of	managerial	work	in	differently	gendered	municipal	services	(Kankkunen	2009;
Westerberg	and	Armelius	2000),	diverse	types	of	services	(i.e.	human	service	organizations	responsible	for	social	care	and	education	as	well	as	technical	services)	within	the	municipalities	were	strategically	selected	(Table	2).	2017)	who	claim	that	turnover	studies	benefit	from	a	broader	perspective	on	turnover,	in	particular	a	perspective	that	focuses
on	context.	Should	someone	else	decide	that?	In	a	narrower	sense,	the	term	can	also	be	used	to	describe	the	departure	of	employees	who	may	not	be	replaced.	However,	some	researchers	argue	that	while	turnover	intentions	correlate	with	actual	turnover,	it	is	questionable	whether	they	can	be	generalized	to	actual	employee	turnover	situations
because	of	the	limited	strength	of	the	relationship	(Cohen,	Blake,	and	Goodman	2016;	Jung	2010).The	main	interest	of	turnover	research	in	the	last	two	decades	has	been	voluntary	turnover	and	its	antecedents	–	the	push	and	pull	factors.	Strengths	and	Limitations	of	Local	Governance	for	Service	Delivery	Issue	2	2018	Corporatization	to	globalization:
the	changing	dynamics	and	performance	of	state-owned	enterprises	Volume	30	Issue	6/7	2017	30	years	of	International	Journal	of	Public	Sector	Management:	looking	back	and	forward	Issue	4	2017	Public	procurement	as	a	policy	tool:	using	procurement	to	reach	desired	outcomes	in	society	Volume	29	Volume	28	Issue	4/5	2015	Corporate
Governance,	Accounting	and	Accountability	of	State-Owned	Enterprises	and	Agencies:	Taking	Stock	and	Next	Steps	in	Theory	and	Practice	Volume	27	Issue	5	2014	Converging	Hybrid	Worlds?	The	regional	ethics	committee	approved	this	research	as	meeting	its	ethical	standards.We	agree	with	researchers	(e.g.	Allen	et	al.	He	wrote	that
organizational	structure	affects	all	organizational	members,	creates	the	organization’s	formal	arrangement,	and	explains	‘how	an	organisation	manages	and	operates	itself’	(Lambert	2001,	68).	These	areas	include	the	most	commonly	mentioned	antecedents	and	form	a	significant	part	of	the	managers’	stories.	We	would	like	to	suggest	that,	when
unexpected	and	unplanned	situations	arise,	i.e.	shocks	or	jarring	events	such	as	reorganization,	relocation,	or	disruptive	staff	conflicts,	many	managers	think	seriously	about	leaving.	The	manager	worried	that	the	situation	was	nearly	unmanageable,	given	the	pressure	to	stay	on	budget	while	providing	complex	care:	About	the	fun	parts,	developing
the	services	and	personnel	development	…	there	is	too	little	time	for	that.	Khanin	(2013)	claimed	that	push	and	pull	factors	are	centrifugal	forces	found	in	both	current	and	potential	(i.e.	future)	positions.The	proposed	antecedents	of	voluntary	turnover	fall	into	three	broad	categories:	job	satisfaction	and	organizational	commitment,	personal
characteristics,	and	work	environment	(Lambert	2001).	In	Sweden,	research	has	identified	a	high	rate	of	voluntary	resignations	among	public-sector	managers	(Corin,	Berntson,	and	Härenstam	2016;	Cregård	and	Solli	2012;	Skagert,	Dellve,	and	Ahlborg	2012).	The	interviews	addressed	the	work	environment	(both	job	characteristics	and
organizational	structure),	managers’	job	expectations,	and	their	reasons	for	remaining	in	and/or	leaving	their	positions	at	the	municipalities.	2012).	Priorities	are	necessary,	but	also	challenging	to	set.	Employees	retire,	quit,	or	are	let	go;	some	even	make	lateral	moves	within	their	organizations.	The	principal	then	realized	that	none	of	the	principal’s
supervisors	supported	her	or	recognized	the	improvements	she	had	made	in	the	school.	In	contrast,	another	study	shows	that	daily	interaction	with	patients	in	healthcare	settings	increases	managerial	turnover	in	public	healthcare	(Skagert,	Dellve,	and	Ahlborg	2012).Several	managerial	turnover	studies	have	an	education	setting.	We	identify	a
multitude	of	environment	push	and	pull	factors	with	a	focus	on	administrative	support,	supervisory	support	and	illegitimate	tasks.	In	addition,	the	many	and	diverse	stakeholders	of	the	two	nursing	homes	had	different	interests	and	goals.	You	need	to	become	a	janitor	and	everything.	This	is	also	discussed	by	Holtom	et	al.	The	cost	of	this	proposal	may,
in	the	long	term,	be	offset	by	reduced	managerial	turnover.Re-model	job	characteristics	by	emphasizing	the	importance	of	supervisory	support	and	by	re-conceptualizing	the	professionalism	of	managerial	tasks.	Despite	the	vital	interest	in	managerial	turnover	in	the	public	sector,	research	is	scarce.	She	knew	it	was	not	hard	to	get	a	new	job	in	elderly
care	or	care	for	the	disabled.The	manager	(a	fictitious	composite)	had	taught	at	schools	in	the	municipality	for	many	years.	They	are	committed	to	high	levels	of	care	and	service,	are	considerate	and	supportive	of	their	staff,	and	are	loyal	to	their	organizations’	missions	and	values.	Managers,	especially	those	who	work	under	stressful	conditions,	are
healthier,	more	motivated,	and	perform	better	if	their	supervisors	support	their	decisions	and	actions	(Berntson,	Wallin,	and	Härenstam	2012;	Corin	2016;	Corin	and	Björk	2016;	Dellve,	Jutengren,	and	Ahlborg	2014).	…	Maybe	we	shouldn’t	go	back	to	the	days	when	there	were	secretaries,	but	maybe	that	would	be	pretty	smart	anyway	…	yes.	We	urge
senior	managers	and	HR	personnel	to	study	our	list	of	push	and	pull	factors	(Table	3).	In	Step	4,	we	reconstructed	the	managers’	narratives	as	two	composite	narratives	(i.e.	leave	or	remain).	This	paper	accordingly	conducts	an	in-depth	investigation	into	the	possible	work	environment	factors	affecting	the	decisions	of	public-sector	operations
managers	to	leave	or	remain	in	their	jobs.Sweden	has	an	extensive	municipality	structure	that	delivers	a	large	proportion	of	national	public	services	and	accounts	for	an	equally	large	proportion	of	public	services	expenditures.	She	had	no	time	or	funds	to	plan	preventive	measures,	and	could	not	analyse	work	problems	or	seek	solutions:	There	are	a	lot
of	personnel	issues	and	a	lot	of	contact	with	the	clients.	(Respondent	g)Not	that	I	did	more	than	I	needed	[in	administrative	matters],	because	I	needed	to	do	what	I	did,	but	at	the	same	time	I	was	…	I	was	tired,	I	was	worn	out.	The	manager	said	that	the	workload	was	heavy,	at	times	so	heavy	she	could	not	sleep,	but	that	the	school	was	improving.
Second,	work	environments	can	be	altered	in	line	with	new	insights	into	work	factors	of	importance	for	manager	retention.According	to	Lambert	(2001),	research	on	the	work	environment–employee	turnover	relationship	has	focused	on	either	organizational	structure	or	job	characteristics.	2010a;	McCabe	et	al.	Several	pointed	out	that	they	believed
that	extensive	administrative	tasks	should	be	performed	by	administrative	staff,	as	they	took	time	from	what	was	perceived	as	more	important,	for	example,	developing	the	core	services.	These	discussions	were	useful	in	clarifying	and	presenting	our	findings	(see	further	Czarniawska	2004,	117–118).The	antecedents	to	the	leave	decisions	were	rather
easily	identified.	(2016)	think	that	the	long	process	of	decision-making	should	be	looked	on	as	an	opportunity	to	develop	coping	strategies	and	activate	more	supportive	leadership.	Even	so,	turnover	is	almost	always	costly	(e.g.	O’Connell	and	Kung	2007).	We	asked	open-ended,	semi-structured	questions	intended	to	elicit	the	managers’	narratives	of
situations,	events,	and	antecedents	related	to	actual	or	contemplated	turnover	decisions.	(Respondent	c)We	would	deliver	to	the	support	functions	instead	of	them	delivering	to	us,	so	I	would	have	no	support	function,	but	instead	it	would	be	the	other	way	around.	Based	on	our	investigation,	we	have	identified	three	possible	HRD	actions	to	decrease
undesirable	managerial	turnover.	2006;	Shaw	2011).	As	our	research	just	scratches	the	surface	of	a	more	uniform	narrative	of	managerial	turnover	in	the	public	sector,	we	propose	more	research	into	public	manager	turnover	to	more	fully	understand	this	complex	process	and	its	elements.We	interviewed	public-sector	managers	working	in	the	areas
of	technical	services,	education,	and	social	care	at	Swedish	municipalities.	She	obtained	a	similar	position	as	a	principal	in	another	municipality.	Other	research	has	also	shown	that	improved	vertical	communication	between	managerial	levels	in	the	public	sector	(e.g.	Arman	et	al.	Her	new	colleagues	warned	that	she	would	face	major
challenges.These	challenges	were	evident	almost	immediately.	Interviews	were	conducted	with	operations	managers	(in	education,	social	care,	and	technical	activities)	at	three	Swedish	municipalities.	These	respondents	worked	in	one	of	three	municipal	areas:	technical	services	(mainly	male	managers),	education	(approximately	equal	numbers	of
male	and	female	managers),	or	social	care	(mainly	female	managers).2	We	generally	matched	the	gender	selection	of	respondents	to	the	gender	distribution	in	the	municipal	areas,	but	with	an	overweight	of	female	managers.The	former	municipal	managers	had	left	their	positions	quite	recently	(in	the	last	year	or	two).	We	expected	that	these
managers,	at	minimum,	would	have	adapted	to	their	positions	(see	Hom	et	al.	This	increase	in	voluntary	managerial	turnover	is	worrisome	for	governments	and	constitutes	an	important	investigative	area	for	public	management	researchers.Employees’	exiting	and	entering	organizations	may	indeed	have	positive	effects	on	society	and	employees,
including	greater	labour	market	efficiency	(Berglund	2007),	improved	working	conditions	(De	Lange,	De	Witte,	and	Notelaers	2008),	positive	developments	related	to	employee	well-being	and	stress	(Liljegren	and	Ekberg	2008),	and	increased	compensation	(Reichelt	and	Abraham	2017).	I	hired	her	myself,	and	I	think	I	should	be	able	to	decide	how	I
organize	the	work.	In	a	literature	review	of	organizational	support	theory,	Baran,	Shanock,	and	Miller	(2012)	claimed	that	supervisory	support	increases	individuals’	well-being,	decreases	work	stress,	and	reduces	intentions	to	resign.Our	findings	suggest	that	the	adequacy	or	inadequacy	of	supervisory	support	is	a	crucial	factor	in	managers’	decisions
to	leave	or	remain.	Supervisors	can	support	managers	by	acting	as	gatekeepers,	taking	responsibility	for	operational	problems,	setting	goals,	advising	on	operational	issues,	and	recognizing	contributions	(Tymon,	Stumpf,	and	Smith	2011).	Involuntary	turnover,	which	is	employer	initiated,	includes	permanent	dismissal,	temporary	layoffs,	and
mandatory	retirements	(McElroy,	Morrow,	and	Fenton	1995).Previous	research	has	mainly	used	turnover	intentions	as	a	proxy	for	actual	turnover.	Pull	factors	are	the	attractions	of	other	organizations	that	cause	employees	to	seek	alternative	employment	(Davidson	and	Wang	2011).	They	described	these	tasks	as	illegitimate	and	may	thus	stand	in	the
way	of	the	operations	managers’	development.This	study	was	motivated	by	our	interest	in	the	public	manager	turnover	literature,	which	has	rarely	addressed	work	environment	conditions,	especially	for	operations	managers.	(2014)	have	warned	that	turnover	research	is	stuck	in	a	dominant	analytical	mindset	that	impedes	development	of	the	area.	In
the	managerial	narratives	of	our	study,	the	essential	elements	are	some	of	the	various	push	and	pull	factors	that	influence	these	managers	as	they	contemplate	or	make	the	leave/remain	decision.	The	managers	with	such	support	found	their	work	more	interesting	and	less	stressful.	The	managers	who	lacked	such	support	thought	they	had	too	little
work	control	and	too	little	leadership	guidance.	That’s	what	the	job	really	should	be	about,	from	my	point	of	view.	These	recommendations	are	directed	to	senior	managers	and	to	HR	professionals	as	important	measures	in	order	for	them	to	fulfil	their	HRD	roles	and	thus	facilitate	the	development	of	the	operations	manager’s	role:	Re-work
organizational	structures	by	employing	more	administrative	assistants	who	can	relieve	managers	of	burdensome,	non-managerial	tasks.	(Respondent	i)	There	were	situations	when	we	were	going	to	order	computers	and	they	would	call	and	ask:	‘Do	you	want	Danish	keyboards?’	Just:	‘No.’	As	a	manager	I	should	be	able	to	say	to	someone,	‘please	fix
this’.	The	researchers	must	make	the	story	plausible	and	as	transparent	as	possible.	Instead	of	developing	the	core	services	and	the	staff,	they	stated	they	do	a	lot	of	tasks	they	perceive	they	should	not	have	to	do:	The	manager	…	everything	is	pushed	towards	the	manager.	In	Step	5,	we	again	compared	our	findings	with	our	empirical	data.As
Czarniawska	(2007,	397)	has	pointed	out,	‘retelling	the	story	of	the	events	that	took	place	in	a	field	of	practice	in	the	form	of	a	well-constructed	narrative’	is	a	demanding	task.	Operations	managers	are	ignored	by	most	managerial	turnover	studies	(Cregård,	Corin,	and	Skagert	2017),	even	though	the	risk	of	a	manager	shortage	is	greatest	among	this
group	of	managers	(SALAR	2018).	We	concur	with	this	research.	(Respondent	b)The	investigated	managers	also	mentioned	that	the	presence	or	absence	of	support	and	confidence	from	the	superior	manager	were	important	in	their	turnover	decisions.	Budget	constraints	and	stressful	working	conditions	also	posed	severe	challenges	for	the
overworked	staff.	This	means	that	we	‘collect[ed]	the	stories’	from	the	investigated	managers;	‘interpret[ed]	the	stories	(what	do	they	say?)’;	and	ultimately	‘put	together	[our]	own	story’	(Czarniawska	2004,	15;	see	also	Robert	and	Shenhav	2014,	9).	Little	research	has	examined,	for	example,	the	influence	of	the	work	environment	as	a	reason	why
managers	leave	their	organizations.	In	Step	3,	we	coded	these	events	and	situations	so	as	to	link	decisions	with	timeframes.	Jacobshagen	(2006),	for	example,	identified	two	kinds	of	professional	illegitimacy:	unnecessary	tasks	that	should	not	be	performed	and	unreasonable	tasks	that	someone	else	should	perform.	For	example,	Johnstone	(2003),	who
investigated	turnover	among	Australian	nurse	managers,	found	that	the	nurse	managers	resigned	primarily	because	of	job	dissatisfaction	or	opportunities	for	career	development	elsewhere.	Although	research	has	examined	turnover	among	non-managerial	employees	in	general,	its	findings	are	not	easily	transferred	to	managerial	turnover.	We	audio-
recorded	the	interviews,	which	lasted	about	an	hour	each;	the	recordings	were	transcribed	by	a	research	assistant.We	transferred	the	transcribed	interviews	to	an	electronic	filing	system.	The	manager	immediately	accepted	the	offer	and	abruptly	terminated	her	current	employment.In	this	section	we	discuss	(1)	the	push	and	pull	factors	affecting
managerial	turnover	and	(2)	the	composite	manager	narratives.The	push	and	pull	factors	are	of	two	types:	current	(or	former)	job	experience	and	new	(or	potential)	job	perceptions;	these	categories	are	subdivided	into	organizational	structure	and	job	characteristics.	And	that	will	benefit	our	users.	But	for	some	managers,	the	decision-making	was
more	‘non-decision-making’	in	which	they	avoided	the	leave/remain	decision	and	simply	accepted	the	status	quo	–	‘at	least	for	a	while	longer’.We	begin	by	describing	the	antecedents	using	the	push	and	pull	factors	underlying	the	leave/remain	decision.	Grissom	and	Mitani	(2016)	investigated	predictors	of	superintendents’	turnover,	finding	that	salary
and	school	district	characteristics	(e.g.	size	and	performance)	exerted	an	influence.Allen	et	al.	We	have	handled	this	in	three	ways:	by	presenting	the	essential	elements	of	the	managers’	stories	(i.e.	how	the	managers	created	their	narratives);	by	quoting	directly	from	the	managers’	interviews;	and	by	presenting	a	summary	of	push	and	pull	factors
from	the	interviews.We	discussed	our	findings	with	municipal	managers	at	the	same	hierarchical	level	as	our	respondents.	However,	our	intention	was	not	to	compare	and	contrast	the	respondents	based	on	these	differences;	rather,	the	diversity	of	the	sample	was	intended	to	ensure	the	richness	of	the	study’s	empirical	data.	According	to	Bluedorn
(1978),	voluntary	turnover	is	employee	initiated.	Also	critically	examine	what	tasks	need	to	be	executed	and	which	can	be	eliminated.Re-examine	the	managerial	turnover	decision	as	a	long	deliberative	process,	sometimes	precipitated	by	unexpected	events.The	studied	operations	managers	are	exceptionally	valuable	public	assets.	Then	we	present	the
two	composite	manager	narratives	we	constructed	from	the	manager	interviews.Unsurprisingly,	there	are	many	reasons	for	staying	in	or	leaving	a	managerial	job.	2001),	while	other	studies	indicate	that	political	control	and	political	change	influence	managerial	turnover	in	the	public	sector	(Boyne	et	al.
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