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Reasons for Psychologists Leaving the Health Workforce and 

Strategies for Retention  

Source: Prepared by participants in the Psychology Workforce Task Group, convened by the Ministry of Health. 
Presented in 2020 based on the 2017 Retention study.  

 

Purpose 
From August-November 2017 the Psychology Workforce Task Group conducted a study to identify 

reasons why psychologists leave roles, and strategies that may improve retention of psychologists. 

This summary primarily reports the data pertaining to the health sector. The full report is available 

from the NZ College of Clinical Psychologists (office@nzccp.co.nz). 

Method 
All psychologists were sent a link to an internet-based survey and invited to participate. Along with 

demographic and employment information, the survey asked quantitative and qualitative questions 

about:  

 Current employment: levels and sources of work satisfaction and dissatisfaction, likelihood 

of leaving, reasons why they might leave, and strategies that would encourage them to stay 

 Previous employment (left within the last ten years): reasons for leaving and potential 

strategies that may have encouraged them to stay.  

Responses 
634 psychologists responded: 

 588 (93%) psychologists reported on 732 current positions (some had more than one) 

 338 (53%) psychologists reported on 431 previous positions  

Of these positions, 281 current positions and 227 previous positions were in the health sector.            

Of those in the Health Sector, 66% of current and previous positions were with DHBs, and the 

remainder were in ACC, NGOs, Primary Health, and other health employers.  

Results 

Current Levels of Work Satisfaction: All Sectors 

Satisfaction with eight aspects of working life were compared for five sectors: Health, Education, 

Other Government, Private Practice, and Other. The position of Health was:  

 For Current Positions: Health was  

o Lowest for Relationships with other staff,  

o Second lowest for Ability to be effective, Organisational processes, Resources, Own skills, 

and Overall satisfaction.  

o Middle position for Workload and Work-life balance.  

Education was lowest on most scales and private practice was highest on most scales.   

 For Previous Positions (at the time of leaving): Health was  

o Lowest for Relationships with other staff, Resources, Own skills, and Overall satisfaction, 

o Second lowest for Workload, Ability to be effective, Organisational processes 

o Middle position for Work-life balance.  



 Fifty-six percent of psychologists currently in health positions felt that it was moderately to 

very likely they would leave in the next five years.  

 

Reasons for Leaving Positions in the Health Sector  

The following graph shows the frequency with which reasons were endorsed as the main reasons for 

considering leaving health sector positions compared to positions in all sectors. Areas rated 

substantially more frequently by psychologists in the health sector compared to all respondents 

included: To get better pay, Resources, Conditions, Not feeling valued, Distrust of management, and 

Poor communication. 

Main Reasons for Potentially Leaving Current Role: Heath Compared with All Sectors 

 

A similar analysis of reasons for why people left previous roles showed that people leaving Health 

roles substantially more frequently rated Distrust of management, Better conditions, Lack of 

autonomy, and Feeling not valued, as main reasons for leaving compared to all respondents.  

 

Barriers to, and Strategies for, Retention of Psychologists in the Health Sector 

The following graphics were derived from qualitative analysis of open-ended questions about “Why 

are you considering leaving” (Barriers to retention) and “What could have been done differently that 

would have encouraged you to stay?” (Strategies for retention). The categories are presented in 

descending order of frequency with which they were mentioned by participants, along with 

examples of specific aspects within each category. The shaded (blue) area of each box is 

proportional to the number mentioning aspects of the category compared to the number 

mentioning the most common category (“Demand-Driven Stress”/ Enhancing Management 

Leadership Approach). The examples are given in approximately decreasing order of frequency also.   
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Barriers to Retention of Psychologists in the Health Sector 

 

 

 

 

  

Notes: Shows category title then representative examples of the reasons for potentially leaving 
reported by psychologist currently working in the health sector. Categories in decreasing order of how 
commonly suggested. Examples in approximately decreasing order of frequency.  Blue/shaded area of 
box represents the proportion of reasons in the category compared to the most common category 
(Demand-driven Stress). 



Strategies for Increasing Retention of Psychologists in the Health Sector 

    

 Notes: Shows category title then representative examples of the specific strategies suggested by 
participants. Categories in decreasing order of how commonly suggested. Examples in approximately 
decreasing order of frequency. Blue/shaded area of box represents proportion of strategy suggested 
compared to the most common retention strategy (Enhancing Management/Leadership Approach). 


