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Greetings from Doris Grinspun, Executive Director
Registered Nurses’ Association of Ontario

Itis with great pleasure that the Registered Nurses’ Association of Ontario
releases the “Workplace Health, Safety and Well-being of the Nurse” Guideline. This is one of
a series of six Best Practice Guidelines (BPGs) on Healthy Work Environments (HWE),
developed by the nursing community. The aim of these guidelines is to provide the best
available evidence to support the creation of thriving work environments.

Evidence-based Healthy Work Environments BPGs, when applied, will serve to support the
excellence in service that nurses are committed to delivering in their day-to-day practice.
RNAO is delighted to be able to provide this key resource to you.

We offer our endless gratitude to the many individuals and organizations that are making our
vision for HWE BPGs a reality. To the Government of Ontario and Health Canada for
recognizing RNAQ’s ability to lead this program and providing generous funding. To Donna
Tucker — Program Director from 2003 to 2005, and Irmajean Bajnok — Director, International Affairs and Best
Practice Guidelines Program and the Program’s lead since 2005, for providing wisdom and working
intensely to advance the production of these HWE BPGs. To each and all HWE BPG leaders and in
particular, for this BPG, Panel Chair Mary Ferguson-Paré, Interim Co-Chairs Janet Roberts and Mickey Kerr,
and Panel Coordinator Sue Bookey-Bassett, for providing superb stewardship, commitment and above all
exquisite expertise. Thanks also go to the amazing Panel Members who generously contributed their time
and knowledge. We could not have delivered such a quality resource without you!

We thank in advance the entire nursing community, committed and passionate about excellence in nursing
care and healthy work environments, who will now adopt these BPGs and implement them in their
worksites. We ask that you evaluate their impact and tell us what works and what doesn't, so that we
continuously learn from you, and revise these guidelines informed by evidence and practice. Partnerships
such as this one are destined to produce splendid results — learning communities — all eager to network and
share expertise. The resulting synergy will be felt within the BPG movement, in the workplaces, and by
people who receive nursing care.

Creating healthy work environments is both a collective and an individual responsibility. Successful uptake
of these guidelines requires the concerted effort of nurse administrators, staff and advanced practice
nurses, nurses in policy, education and research, and health care colleagues from other disciplines across
the organization. It also requires full institutional support from CEO’s and their Boards. We ask that you
share this guideline with all. There is much we can learn from one another.

Together, we can ensure that health organizations including nurses and all other health care workers, build
healthy work environments. This is central to ensuring quality patient care. Let’s make health care
providers, their organizations and the people they serve the real winners of this important effort!

Doris Grinspun, RN, MSN, PhD (c), O.Ont.
————— T

Executive Director

Registered Nurses’ Association of Ontario
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Disclaimer & Copyright

Disclaimer

These guidelines are not binding for nurses or the organizations that employ them. The use of these
guidelines should be flexible based on individual needs and local circumstances. They neither constitute a
liability nor discharge from liability. While every effort has been made to ensure the accuracy of the contents
at the time of publication, neither the authors nor the Registered Nurses’ Association of Ontario (RNAO)
give any guarantee as to the accuracy of the information contained in them nor accept any liability, with
respect to loss, damage, injury or expense arising from any such errors or omission in the contents of this work.

Copyright

This document is in the public domain and may be used and reprinted without special permission, except
for those copyrighted materials noted for which further reproduction is prohibited without the specific
permission of copyright holders. The Registered Nurses’ Association of Ontario (RNAO) will appreciate
citation as to source. The suggested format for citation is indicated below.

Registered Nurses’ Association of Ontario (2008). Workplace Health, Safety and Well-being of the Nurse.
Toronto, Canada: Registered Nurses’ Association of Ontario
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Background to the Healthy
Work Environments Best Practice
Guidelines Project

In July of 2003 the Registered Nurses’ Association of Ontario (RNAQ), with funding
from the Ontario Ministry of Health and Long-Term Care, (MOHLTC) working in partnership with Health
Canada, Office of Nursing Policy, commenced the development of evidence-based best practice guidelines
in order to create healthy work environments® for nurses.® Just as in clinical decision-making, it is
important that those focusing on creating healthy work environments make decisions based on the best
evidence possible.

The Healthy Work Environments Best Practice Guidelines® Project is a response to priority needs identified
by the Joint Provincial Nursing Committee (JPNC) and the Canadian Nursing Advisory Committee.' The
idea of developing and widely distributing a healthy work environment guide was first proposed in
Ensuring the care will be there: Report on nursing recruitment and retention in Ontario® submitted to
MOHLIC in 2000 and approved by JPNC.

Health care systems are under mounting pressure to control costs and increase productivity while
responding to increasing demands from growing and aging populations, advancing technology and more
sophisticated consumerism. In Canada, health care reform is currently focused on the primary goals
identified in the Federal/Provincial/Territorial First Ministers’ Agreement 2000,° and the Health Accords of
2003* and 2004°:

= the provision of timely access to health services on the basis of need;

= high quality, effective, patient/client®-centered and safe health services; and

= asustainable and affordable health care system.

Nurses are a vital component in achieving these goals. A sufficient supply of nurses is central to sustain
affordable access to safe, timely health care. Achievement of healthy work environments for nurses is
critical to the safety, recruitment and retention of nurses.

Numerous reports and articles have documented the challenges in recruiting and retaining a healthy
nursing workforce.?*'* Some have suggested that the basis for the current nursing shortage is the result of
unhealthy work environments.!'** Strategies that enhance the workplaces of nurses are required to repair
the damage left from a decade of relentless restructuring and downsizing.
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There is a growing understanding of the relationship between nurses’ work environments, patient/client
outcomes and organizational and system performance.’*” Numerous studies have shown a strong link
between nurse staffing and patient/client outcomes.’** The evidence shows that healthy work
environments yield financial benefits to organizations with respect to reductions in absenteeism, lost
productivity, organizational health care costs,” and costs arising from adverse patient/client® outcomes.*

Achievement of healthy work environments for nurses requires fransformational change, with “interventions
that target underlying workplace and organizational factors”.* It is with this intention that we have developed
these guidelines. We believe that full implementation will make a difference for nurses, their patients/clients
and the organizations and communities in which they practice. It is anticipated that a focus on creating
healthy work environments will benefit not only nurses but other members of the health care team. We also
believe that best practice guidelines can be successfully implemented only where there are adequate planning
processes, resources, organizational and administrative supports, and appropriate facilitation.

The project will result in six Healthy Work Environments Best Practice Guidelines

» Collaborative Practice Among Nursing Teams

= Developing and Sustaining Effective Staffing and Workload Practices

= Developing and Sustaining Nursing Leadership

Embracing Cultural Diversity in Health Care: Developing Cultural Competence
Professionalism in Nursing

Workplace Health, Safety and Well-being of the Nurse

A healthy work environment is...

...a practice setting that maximizes the health
and well-being of nurses, quality patient/client
outcomes, organizational performance and
societal outcomes.
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Organizing Framework for the

Healthy Work Environments Best Practice
Guidelines Project

Physical/Structural
Policy Components

\“;\ca\\Nork Demangy Fac
QI

SN
S
-~/ Nurse/Patient/Client \‘.

. Organizational '
-\ Societal Outcomes

Professional/
Occupational
Components

\
\
I
I
|
i
I
d

Individual Work Context
Micro Level

Cognitive/Psycho/
Socio/Cultural
Components

Organizational Context
Meso Level

External Context
Macro Level

Figure 1. Conceptual Model for Healthy Work Environments for Nurses — Components, Factors & Outcomes-iii

A healthy work environment for nurses is complex and multidimensional, comprised of numerous
components and relationships among the components. A comprehensive model is needed to guide the
development, implementation and evaluation of a systematic approach to enhancing the work
environment of nurses. Healthy work environments for nurses are defined as practice settings that

maximize the health and well-being of the nurse, quality patient/client outcomes, organizational
performance and societal outcomes.
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The Comprehensive Conceptual Model for Healthy Work Environments for Nurses presents the healthy
workplace as a product of the interdependence among individual (micro level), organizational (meso level)
and external (macro level) system determinants as shown above in the three outer circles. At the core of the
circles are the expected beneficiaries of healthy work environments for nurses — nurses, patients/clients,
organizations and systems, and society as a whole, including healthier communities.” The lines within the
model are dotted to indicate the synergistic interactions among all levels and components of the model.

The model suggests that the individual’s functioning is mediated and influenced by interactions between
the individual and her/his environment. Thus, interventions to promote healthy work environments must
be aimed at multiple levels and components of the system. Similarly, interventions must influence not only
the factors within the system and the interactions among these factors but also influence the system itself.*"

The assumptions underlying the model are as follows:

= healthy work environments are essential for quality, safe patient/client care;

= the model is applicable to all practice settings and all domains of nursing;

m individual, organizational and external system level factors are the determinants of healthy work
environments for nurses;

m factors at all three levels impact the health and well-being of nurses, quality patient/client outcomes,
organizational and system performance, and societal outcomes either individually or through
synergistic interactions;

= at each level, there are physical/structural policy components, cognitive/psycho/social/cultural
components and professional/occupational components; and

= the professional/occupational factors are unique to each profession, while the remaining factors are
generic for all professions/occupations.

i Adapted from DeJoy, DM & Southern, DJ. (1993). An Integrative perspective on work-site health promotion.
Journal of Medicine, 35(12): December, 1221-1230; modified by Laschinger, MacDonald & Shamian (2001); and further
modified by Griffin, El-Jardali, Tucker, Grinspun, Bajnok, & Shamian (2003).

i Baumann, A., O'Brien-Pallas, L., Armstrong-Stassen, M., Blythe, J., Bourbonnais, R., Cameron, S., Irvine Doran D., et al.
(2001, June). Commitment and care: The benefits of a healthy workplace for nurses, their patients, and the system. Ottawa,
Canada: Canadian Health Services Research Foundation and The Change Foundation.

i O'Brien-Pallas, L., & Baumann, A. (1992). Quality of nursing worklife issues: A unifying framework. Canadian Journal of
Nursing Administration, 5(2):12-16.

iv. Hancock, T. (2000). The Evolution, Healthy Communities vs. “Health”. Canadian Health Care Management, 100(2):21-23.

v Green, LW., Richard, L. and Potvin, L. (1996). Ecological foundation of health promotion. American Journal of Health
Promotion, 10(4): March/April, 270-281.

Grinspun, D. (2000). Taking care of the bottom line: shifting paradigms in hospital management. In Diana L. Gustafson (ed.),
Care and Consequence: Health Care Reform and Its Impact on Canadian Women. Halifax, Nova Scotia, Canada. Fernwood
Publishing.
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Physical/Structural Policy Components Physical/Structural Policy Components

= At the individual level, the Physical Work
Demand Factors include the requirements of the
work which necessitate physical capabilities and
effort on the part of the individual." Included
among these factors are workload, changing
schedules and shifts, heavy lifting, exposure to
hazardous and infectious substances, and
threats to personal safety.

m At the organizational level, the Organizational

’ ) i Patient/Client ! \
I | \ Organizational | I I
| \ b Societal [ /
\ E 'y ,, Outcomes ¢ 4 ; ' Physical Factors include the physical

%
\ \ N . ~ / ) A

! \ \ 71T\ ‘ / / characteristics and the physical environment

E 5 4 ’ of the organization and also the organizational
e d , structures and processes created to respond
E 22 . to the physical demands of the work. Included
} : 7 among these factors are staffing practices,
|
|

- flexible and self-scheduling, access to

functioning lifting equipment, occupational
Figure 1A health and safety polices, and security

personnel.

= At the system or external level, the External

Policy Factors include health care delivery

models, funding, and legislative, trade,

economic and political frameworks

(e.g. migration policies, health system reform)

external to the organization.

vii Grinspun, D. (2002). The Social Construction of Nursing Caring. Unpublished Doctoral Dissertation Proposal. York University,
North York, Ontario.
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Cognitive/Psycho/Socio/Cultural Components Cognitive/Psycho/Socio/Cultural Components
e - = At the individual level, the Cognitive and
. N Psycho-social Work Demand Factors include
K . Se N the requirements of the work which necessitate
, - .. N cognitive, psychological and social capabilities
o % S S and effort (e.g. clinical knowledge, effective
: UL SR ) coping skills, communication skills) on the part
Con T Nuise - \ ‘ of the individual." Included among these factors
=7 Ppatient/Client ', \ ' are clinical complexity, job security, team
. Organizational | I I . . . .
Societal ! ’ ’ relationships, emotional demands, role clarity,
/ ] and role strain.

/T v 5 . m At the organizational level, the Organizational
AR / y Social Factors are related to organizational
4 ’ // climate, culture, and values. Included among
e i these factors are organizational stability,
i communication practices and structures,

- labour/management relations, and a culture

of continuous learning and support.
Figure 1B = At the system level, the External Socio-cultural

Factors include consumer trends, changing care
preferences, changing roles of the family,
diversity of the population and providers, and
changing demographics — all of which influence
how organizations and individuals operate.
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Professional/Occupational Components Professional/Occupational Components
e - m At the individual level, the Individual Nurse
e RN N Factors include the personal attributes and/or
7 ’ T h acquired skills and knowledge of the nurse
// e 3 B R \\ which determine how she/he responds to the
< f =AU T77% 2 B physical, cognitive and psycho-social demands

of work."iIncluded among these factors are

commitment to patient/client care, the

organization and the profession; personal values
and ethics; reflective practice; resilience,
. adaptability and self confidence; and

¥ \ 3 I IO familywork/life balance.

? = At the organizational level, the Organizational
Professional/Occupational Factors are
characteristic of the nature and role of the
profession/occupation. Included among these
factors are the scope of practice, level of
autonomy and control over practice, and

>~  Nurse/ v
’ Patient/Client
. Organizational
) Societal
\ \ N Outcomes

Figure 1C intradisciplinary relationships.

m At the system or external level, the External
Professional/Occupational Factors include
policies and regulations at the
provincial/territorial, national and international
level which influence health and social policy
and role socializations within and across
disciplines and domains.
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Background Context of the Guideline of

Workplace Health, Safety and Well-Being
of the Nurse

In Canada, more than 16 million nursing hours are lost to injury and illness annually. In fact, nurses have a
substantially higher rate of absenteeism than the national average.* This enormous tally of lost hours due
to illness and injury, much of which could be prevented, translates into almost 9,000 full-time nursing
positions lost across Canada each year. At a time when the health care system is overburdened from a
chronic shortage of nursing staff, the further shortage caused by absenteeism and injury is a testament to
the need for action to improve the work environment for nurses.

A number of underlying factors contribute to this situation over and above the current shortage of staff,
including the type of work nurses do and the environments in which they practice. It is undoubtedly a
challenge for health care administrators to dramatically change the work of nurses, but it is within their
ability to work with nursing leaders to identify strategies that decrease stressful working conditions and
create practice environments that promote the health and well-being of nurses. As the RNAO continues to
address the national nursing shortage, the manner in which the RNAO deals with the high rates of illness
and absenteeism will no doubt affect the quality of care within the entire health care system.

Creating and maintaining healthy workplaces will be critical if nurses are to be successfully recruited and
retained. Thus, this guideline has been developed to identify sources of occupational stress and injury that
negatively influence the health, well-being and quality of work life for nurses. Ensuring the health, safety
and well-being of the current and future nursing workforce is vital to the future of the health care system.

This guideline was based on existing theory and evidence relating to the following themes: 1) a
comprehensive definition of the terms “health” and “well-being”; 2) legislation regarding workplace health®
and safety; and 3) nurses’ connectedness® with their work.

1. Comprehensive Definition of the Terms “Health” and “Well-Being”

As defined by the World Health Organization (WHO), health is much more than the absence of illness; it is
an important force in our daily lives, and is influenced by life circumstances, beliefs, actions, culture, and social,
economic and physical environments.*** Health is a vehicle that enables and facilitates meaningful living.

“Well-being” is defined, for the purposes of this guideline, as the extent to which a person is able to
experience physical, mental and psychosocial health. Psychological well-being, is defined as the extent to
which a person feels “enthusiastic, active, and alert”.* Thomsen and colleagues® have characterized well-
being from both individual and organizational perspectives. Individual well-being was measured in terms
of professional fulfillment, mental energy and lack of work-related exhaustion. Organizational well-being
was measured in terms of efficiency, personal development, autonomy, goal quality, workload, leadership
and work climate. Positive self esteem mediates the level of mental energy and predicts positive
professional fulfillment and decreased work exhaustion. In addition, Perry found that nurses who believe
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that they have provided high quality care and have made strong connections with patients/clients feel very
satisfied with their professional work life.*” This guideline includes recommendations aimed at enhancing
both organizational and individual nurses’ well-being.

2. Legislation Regarding Workplace Health and Safety
Workplace health and safety® is a legislated requirement for all employers across Canada. Workplaces are
subject to provincial or federal legislation, depending on geographic location and type of business. Health
care organizations operate under provincial legislation.

Occupational health and safety legislation provides the minimum requirement for health and safety. Best
practices must meet the minimum requirements, but ideally should go beyond them. It is a part of doing
business, rather than a dispensable “program”. Workplaces with a safe and healthy workplace® culture have
generally incorporated health and safety as part of the overall business plan for the organization. Providing
safe and healthy working conditions for employees is one of the best investments a business can make.
Aside from the personal benefits to employees, maintaining a safe and healthy working environment also
improves productivity, reduces absenteeism and most importantly, increases employee morale. Knowing
the employer is striving to provide a safe and healthy working environment and improve employee health
makes a significant difference to employees’ levels of confidence and trust.*

Safe, satisfied and productive employees are more likely to remain in their jobs and generate superior work.
This in turn decreases costs associated with training and production and increases the value of the business.

For the purposes of this document, the concept of workplace health and safety includes:

m Occupational health and safety initiatives that focus on prevention of injuries and illnesses and
elimination or control of hazards.

= Health promotion/wellness activities.

= Supportive organizational culture® and leadership practices.

= Employee assistance programs to assist employees with personal issues.

= Ability management programs including early intervention and return to work initiatives.
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3. Nurses’ Connectedness with their Work

It is clear when considering the Healthy Work Environment (HWE) model that underlies this guideline, that
all aspects of healthy work environments are connected, related and interdependent. These
recommendations regarding the health, safety and well-being of nurses, express the belief that the
foundation of nurse wellness within the context of professional practice is strengthened by connectedness.
Connectedness is the feeling of being fully engaged and a part of the whole organization or workplace
setting.” The practice of nursing is simultaneously scientific and humanistic in nature. Nurses utilize
knowledge in an effort to provide scientifically sound and humanistic care. Connection at all levels of
individual and organizational practice is needed to achieve health not only for patients/clients, but also for
nurses as well.

Unfortunately, due to a variety of historical, financial, organizational, and professional factors, the literature
demonstrates that nurses are reporting poorer than expected health and wellness, and increased risks to
their personal safety.** Consequently, high rates of nurse absenteeism, injury and disability, poor nurse
health, and poor patient/client outcomes have all been consistently reported in the literature.*

While it is ultimately the responsibility of an employer to ensure the health, safety and well-being of its
employees, an important prerequisite to a healthy work environment is active engagement by all members
of an organization. To become a leader in the provision of a healthy work environment, recognition of the
joint responsibility for the changes needed to achieve this goal is required. With the special skills, education
and quality of their employees, health care organizations are perhaps uniquely situated to exploit this
shared governance model to achieve success in the health and safety arena. If nurses will accept a share of
the responsibility for the current state of affairs (poor nurse health, emotional disconnectedness,
organizational disarray, professional powerlessness), then they will also hold and accept the responsibility
to reclaim a sense of professional wholeness within the practice of nursing. Re-establishing this sense of a
holistic nursing® practice through a shared responsibility model for nurse health in the workplace will no
doubt facilitate the changes needed to help them achieve the necessary gains.

Summary

This document seeks to guide the reader to an understanding of issues pertaining to the health, safety and
well-being of the nurse. Recommendations are designed to address organizational changes that will
promote the health, safety and well-being of the nurse and engage decision makers at all levels. These
recommendations are based upon the most recent and rigorous empirical literature available to date, as
well as the work of experts in the field of nurse and employee health and wellness.
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Purpose and Scope

This guideline differs from other RNAO Best Practice Guidelines in that it involves the complex components
of nurses’ health. As such, it speaks to more than the occupational health and safety programs
implemented by most employers. The members of this panel determined that many factors contribute to
the overall health and well-being of individual nurses, including the physical design and organizational
culture of the workplace environment, the individual nurse’s health practices and responsibility for her/his
own health, and the legislation required by employers regarding Occupational Health and Safety (OH&S).

This guideline addresses the many factors that contribute to nurses’ health, safety and well-being and
makes specific recommendations that may influence the overall health and well-being of the individual
nurse. This guideline also goes beyond global recommendations — such as developing broad-based
strategies for nursing recruitment and retention — and includes recommendations specific to organizations,
nursing education programs, researchers and, at the systems level, accrediting organizations.

The recommendations have been grouped according to the following themes:

= Organization Practice recommendations® are directed toward organizations/nursing employers.

= Research recommendations are directed toward individual researchers as well as research to be
done from a policy perspective.

m Education recommendations® are directed toward both individual nurse educators and academic
institutions/nursing programs.

= System recommendations are directed toward accrediting organizations and governments to gain
their assistance in implementing strategies to create healthy work environments for nurses.

This best practice guideline has been developed to identify and describe:

1. What organizational systems and supports promote and enhance the health¢, well-being and safety of
nurses in their workplace?

2. What is the impact of health, well-being and safety-focused environments for nurses on quality of
outcomes for patients/clients, nurses, organizations and systems?

3. How can nursing education institutions and nurse researchers influence the health, well-being and
safety of nurses?

Target Audience

The guideline is relevant to all domains of nursing (clinical practice, administration, education, research
and policy) and all practice settings where nurses are employed. Specific targets include: organizations and
nursing employers; nursing leaders; human resource professionals and occupational health and safety
committees within organizations; nurse educators within academic institutions; and researchers and
policy makers.
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How to Use This Document

This healthy work environment best practice guideline is an evidence-based document that describes:

= Recommendations for organizations/nursing employers to create healthy work environments that
ensure the promotion of health, well-being and safety of nurses.

= Recommendations for researchers to: 1) evaluate the effectiveness of workplace interventions
aimed at improving nurse health, safety and well-being; and 2) to develop and disseminate new
knowledge regarding best practices for creating healthy work environments.

= Recommendations for Nursing Educators and Academic Programs to begin integrating theory
related to health, safety and well-being into the core curriculum of nursing education programs.

= Recommendations for governing bodies to play a key role in influencing health and safety
standards in health care organizations.

This guideline is not intended to be read and applied all at once but, rather, to be reviewed and reflected
upon, and then applied as appropriate to your organization or situation. It is recognized that organizations
vary by size and sector. In this regard, it is noted that the implementation of these recommendations will
employ different approaches to incorporate into their specific work environments. For example, not all
organizations have dedicated Occupational Health and Safety personnel. Therefore, implementation of
recommendations may fall to other personnel, i.e. human resources professionals, line managers or
directors of care. There is no single method for implementation; creative approaches will be a part of the
process. Here are some suggestions to begin the process:

1. Study the model. The Workplace Health, Safety and Well-Being of the Nursebest practice guideline is built
upon a conceptual model that was created to allow users to understand the relationships between and
among the key factors involved in nursing work environments. Understanding the model, described in
the previous pages, (pp14-18), is critical to using the guideline effectively.

2. Identify an area of focus. Once you have studied the model, we suggest that you identify an area of focus
for yourself, your situation, or your organization, that you believe requires attention to enhance the
health, safety and well-being of the nurse.

3. Read the recommendations and the summary of research for your area of focus. For each major
element of the model, a number of evidence-based recommendations are offered. The
recommendations are statements of what organizations/researchers/educators/governing bodies
should do to promote healthy work environments. The literature supporting these recommendations is
briefly summarized; readers may find this instructive to gaining understanding of the rationale and
methodology of the recommendations.
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4. Focus on the recommendations or desired behaviours that seem most applicable to you and your
current situation. The recommendations contained in this document are not meant to be applied as
rules, but rather as tools to assist individuals or organizations in making decisions that improve the
health, safety and well-being of nurses in their workplaces, recognizing everyone’s unique culture,
climate and situational challenges. In some cases there is great deal of information to consider. Readers
may want to explore further and identify those behaviours that need to be analyzed and/or strengthened
in specific workplace situations.

5. Make a plan. Having selected a small number of recommendations, behaviours for attention and
strategies to successfully implement them, consider the suggestions offered. Make a tentative plan for
what you might actually do to begin to address your area of focus. If you require more information, you
may wish to refer to some of the references cited, the evaluation instruments identified in Appendix D
or the helpful websites listed in Appendix E.

6. Discuss the plan with others. Take the time to solicit input into your plan from people whom it might
affect, those whose engagement will be critical to its success, and from trusted advisors, who will all
provide feedback on the appropriateness of your ideas. For the intervention to be most effective, support
is required from multiple levels within the organization/program unit.

/. Revise your plan and get started: It is important to begin, and then make adjustments as you go. The
development of effective new health and safety practices is a life-long quest.

Enjoy the journey!
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Summary of the Recommendations for
Workplace Health, Safety and Well-Being
of the Nurse Guideline

RECOMMENDATION

Organization Practice 1.0 Organizations/nursing employers create and design environments and systems that promote

Recommendations safe and healthy workplaces, including such strategies as:

m Creating a culture, climate and practices that support, promote and maintain staff health,
well-being and safety.

m  Ensuring that the organization’s annual budget includes adequate resources (human and
fiscal) to implement and evaluate health and safety initiatives.

m  Establishing organizational practices that foster mutual responsibility and accountability by
individual nurses and organizational leaders to ensure a safe work environment.

1.1 Organizations/nursing employers create work environments where human and fiscal
resources match the demands of the work environment.

1.2 Organizations/nursing employers implement a comprehensive Occupational Health and
Safety Management System, based on the applicable legislation, regulations and best
practice guidelines.

2.0 Organizations/nursing employers are aware of the impact of organizational changes (such as
restructuring and downsizing) on the health, safety and well-being of nurses and be
responsible and accountable for implementing appropriate supportive measures.

2.1 Organizations/nursing employers form partnerships and work with researchers to conduct
evaluations of specific interventions aimed at improving nurses” health and well-being.

3.0 Organizations/nursing employers implement and maintain education and training programs
aimed at increasing awareness of health and safety issues for nurses. (e.g. safe-lift initiative,
employee rights under OSHA, hazard awareness, etc.).

3.1 Organizations/nursing employers provide ongoing training and education programs to
ensure staff possess the knowledge to recognize, evaluate, and control or eliminate
hazardous work situations.

3.2 Organizations/nursing employers employ qualified individuals with knowledge and
expertise in health and safety, policy and legislative requirements to lead training and
education programs.

3.3 Organizations/nursing employers promote and support initiatives related to the physical
and mental health and well-being of the nurse. This includes, but is not limited to, fitness
programs, health promotion and wellness activities, and fitness-to-work initiatives.

3.4 Organizations/nursing employers provide nurses with opportunities for personal,
professional and spiritual development with regard to healthy work environments,
professional competencies and work/life balance.
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RECOMMENDATION

Organization Practice 4.0 Workplace health and safety best practices be embedded/integrated across all sectors of the
Recommendations health care system.

4.1 Organizations/nursing employers engage in knowledge transfer activities that promote
best practices regarding the health, safety and well-being of nurses.

4.2 Organizations/nursing employers support and contribute to the development of health and
safety indicators at the local, provincial and national level to assist in data collection and
comparable analysis across the health care sector.

4.3 Organizations/nursing employers develop standardized databases for sharing best
practices related to nurse health, safety and well-being.

Research 5.0 Researchers actively collaborate with health care partners to demonstrate the effectiveness of
Recommendations interventions aimed at improving nurse health, safety and well-being using rigorous research
and evaluation methodologies.

6.0 Researchers make full use of existing databases on nurse health, including the National Survey
on the Work and Health of Nurses, in order to improve understanding of the key factors
contributing to healthy work environments for nurses and to develop and test best practice

indicators.
Education 7.0 Nursing education institutions model the integration of health, safety and well-being into their
Recommendations own workplace culture.

8.0 Nursing education institutions incorporate information about the health, safety and well-being
of the nurse into the core curriculum of nursing education programs.

System 9.0 Governing/accreditation bodies incorporate the Organization Practice Recommendations from
Recommendations this RNAO Healthy Work Environments Best Practice Guideline in their quality health and
safety standards for health care service and education organizations.
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Sources and Types of Evidence on
Workplace Health, Safety and Well-Being

of the Nurse

Sources of Evidence

The search for evidence in the literature on the relationship of organizational structures, processes and
programs that support the health, wellness and safety of the nurse and healthy work environments yielded
meta-analyses, descriptive co-relational studies, qualitative studies and expert opinion, but few controlled
studies. This is consistent with the challenges of conducting controlled studies in health care organizations.
Although this guideline is written for nurses in all settings, the majority of studies in the literature were
conducted in urban hospitals. Studies related to work environment, (academic, community and long-term
care settings) were included in the guideline when available and appropriate; however, further research in
these practice settings is urgently needed.

Sources included:
= A systematic review of the literature (1994 to December 2005) on Workplace Health and Safety for
Nurses was conducted by the Joanna Briggs Institute (JBI) of Australia in late 2004 and mid-2005.4

JBI followed a seven-step process that commenced with broad search terms and the development of a
protocol and further search terms that were validated by the Panel Chair. Studies identified through the
search process that were deemed relevant to the review (based on title and abstract) were retrieved and
further assessed for relevance. Studies that met the inclusion criteria were grouped according to study type
(e.g. qualitative, experimental) and assessed by two independent reviewers for methodological quality
using a critical appraisal instrument according to study type. The instruments used were part of the System
for Unified Management, Assessment and Review of Information software, which is specifically designed to
manage, appraise, analyze and synthesize data.

= Additional literature outside of the JBI systematic review protocol was retrieved by panel members that
was considered relevant and essential to supporting the development of these recommendations.
Relevance was based on studies that addressed workplace health, safety and well-being of the nurse as
well as current legislation pertaining to occupational health and safety standards.
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Rating of Evidence

Current procedure in creating best practice guidelines involves identifying the strength of the supporting
evidence.” Prevailing systems of grading evidence rate systematic reviews of randomized controlled trials
(RCTs) as the “gold standard”.* However, not all questions of interest are amenable to the methods of RCT,
particularly where the subjects cannot be randomized or the variables of interest are pre-existing or difficult
to isolate. This is particularly true of behavioural and organizational research, in which controlled studies
are difficult to design due to continuously changing organizational structures and processes. Health care
professionals are concerned with more than cause and effect relationships and recognize a wide range of
approaches to generate knowledge for practice. The evidence contained in this guideline has been rated
using an adaptation of the traditional levels of evidence used by the Cochrane Collaboration® and the
Scottish Intercollegiate Guidelines Network.”

Evidence Rating System

Type of Evidence Description

A Evidence obtained from controlled studies, meta-analyses
A1 Systematic Review®

B Evidence obtained from descriptive co-relational studies®
C Evidence obtained from qualitative research®

D Evidence obtained from expert opinion®

D1 Integrative Reviews

D2 Critical Reviews
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Organization Practice Recommendations

These recommendations are intended to influence and, as such, are targeted to employers and boards, as
well as the individual nurse.

Organizations/nursing employers create and design environments and systems that

promote safe and healthy workplaces, including such strategies as:

m Creating a culture, climate and practices that support, promote and maintain staff health, well-
being and safety.

= Ensuring that the organization’s annual budget includes adequate resources (human and fiscal) to
implement and evaluate health and safety initiatives.

= Establishing organizational practices that foster mutual responsibility and accountability by
individual nurses and organizational leaders to ensure a safe work environment including
protection from violence.

Discussion of Evidence®
Creating a culture, climate and practices that support, promote and maintain staff health, well-being and safety.

“Workplace health and safety of the nurse is crucial if nurses are to provide the best possible care to their
patients and if they are to be enticed to enter/remain in the nursing workforce. Failure to do so in the
current environment of a nursing shortage will be detrimental to the remaining nurses and to the health
care system and specifically to patients, the recipients of nurse care.”*

The terms organizational culture and organizational climate appear simultaneously in the literature related
to healthy/quality work environments, and have been described as perhaps the most difficult
organizational concepts to define.”® However, it is important to differentiate between the two concepts in
order to understand their relationship to the work environment.

Definitions of organizational culture emphasize the shared beliefs, values, assumptions, symbols,
ceremonies and rituals that define an organization’s culture and norms.*” Organizational culture
encompasses both the formal and informal rules that govern the organization; i.e. the ways of “being” and
“doing” in the organization.*** While culture is reflected in the verbal and non-verbal behaviour of
individuals, it is aggregated at the level of their organizational unit. “Culture is a characteristic of the
organization, not of individuals”.*

a Type of Evidence
There is B and D type evidence for this recommendation
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In contrast, definitions of organizational climate often focus on general dimensions of the environment
(such as leadership) or specific dimensions (such as safety climate®). In simple terms, organizational
climate refers to how it “feels” to work in a particular environment, or the “atmosphere of the workplace”.*®
Climate evolves out of the same elements as culture; however, it is shallower than culture, and forms more
quickly and alters more rapidly.® Organizational culture and climate are influenced by individual,
organizational and external factors.”

The safety culture in the health care setting has characteristics different from those in other industries. The
recent emphasis on safety culture in health care environments is patient/client oriented.* Large budgets
have been allocated for patient/client safety initiatives to change negative outcomes resulting from
patients/clients injuries.* Patient/Client safety has been a priority on the research agenda over the past five
years.* However, nurse safety has only become a priority as a result of increasing evidence related to
violence in the workplace and nurses’ poor state of health, and recruitment and retention issues.**7
Nurse safety has also become a priority because of its impact being on patient/client outcomes and public
health.”* “The new paradigm of safety culture proposes that if a hospital is unsafe for its health care
workers, it can be unsafe for its patients/clients also. Patient/Client safety and health care worker safety are
parallels and should not be in conflict or competition for budget priorities or political importance within
the institution”.” In systems there are conflicting priorities both patient/client and employee safety are at
risk. There is anecdotal and qualitative evidence supporting the fact that attending to the well-being of
health care workers results in safer and better quality patient/client care.* Nurse well-being depends on
cultural change in the value placed on nurses and nursing, and on making structural changes that allow
nurses greater input into the planning and delivery of health care services.®

Organizational Culture and Nursing Outcomes

Much of the research on climate and culture focuses on nursing outcomes such as job satisfaction®, stress,
burnout and autonomy. In nursing work environments, it is crucial that health and safety be at the heart of
the workplace in order for nurses to provide the best possible patient/client care. Therefore, approaches to
achieve and maintain a suitable level of workplace health and safety based on the prevention, identification
and resolution of potential risks (both physical and psychological) are required.* Organizations with a
strong and visible commitment to safety have a positive impact on the health and safety of workers.
Leadership and organizational culture of the employer have been identified in the literature as crucial to the
establishment of a suitable healthy and safe work environment for health care workers.®!

Where the organizational climate is favourable to nurses, they are less likely to leave their work settings.
Organizational climate includes the intrinsic factors that characterize the workplace environment (e.g.
reputation of the organization, opportunity for advancement and personal impressions of the workplace
environment). Nurses refer to their organization as being supportive or non-supportive of their actions. A
climate that is supportive of nursing includes teamwork, a sense of personal importance and freedom to
ask questions. Satisfied nursing personnel described their organizational climate as high in responsibility,
warmth, support and identity.*
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Nurse Turnover

Nurse turnover is influenced by characteristics associated with workload, management style,
empowerment and autonomy, promotion opportunities and flexible scheduling.* Research has
demonstrated that the more autonomy, work empowerment and resources nurses had and the stronger the
leadership present at work, the more likely they were to be satisfied with their current position.*® Research
also indicates that high nurse turnover adversely affects nursing workload, work environment and delivery
of health care services. Nurse turnover includes both direct and indirect costs to the organization. Direct
costs include advertising, recruiting and hiring. Indirect costs include nurse termination, orientation and
training, and decreased productivity of new staff. Nurse turnover may also contribute to decreased morale
and group productivity.®® The reported costs associated with replacing nurses are $10,000 to $60,000 per
nurse depending on the specialty. The total cost for a newly hired nurse averages $15,825, while the cost of
reduced productivity ranges from $5,245 to $16,102.% Therefore, researchers recommend that
administrative and policy interventions to improve quality of worklife and workplace culture are imperative
for long-term resolution.”

The literature identifies potential strategies to achieve a healthy workplace culture, which include the

following:

m creating a balance between leadership and employee participation and involving nurses in health and
safety committees and initiatives (e.g. joint Occupational Health and Safety Committee);

= mentoring, succession planning and provision of career opportunities;*

m creating an open, blame-free culture to identify workplace hazards and report “near misses” and
workplace incidents.

= incorporating key values such as respect, honesty, feedback, trust and cooperation in order to foster a
safe working environment;*

m creating a culture where staff feel “psychologically safe” in order to advocate for their patients/clients
and to “whistle blow” if necessary to protect themselves and their patients/clients;*

= implementing policies for bullying, harassment, aggression and assault;

= supporting staff health and well-being via specific programs (e.g. social supports®, personal growth and
change, health practices, leaves of absence; and

m individual nurses accepting accountability for their own work-life balance.*

Establishing organizational practices that foster mutual responsibility and accountability by individual

nurses and organizational leaders to ensure a safe work environment including protection from violence.

According to the Canadian Labour and Business Centre,* three strategies are recommended for improving

work environments:

1. initiatives related to the physical work environment (appropriate equipment and training availability);

2. initiatives related to the physical health of the employee (fitness and weight loss programs); and

3. initiatives related to mental health/stress/psychosocial concerns (stress management programs, and
programs to deal with family and workplace issues).
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Workplace Hazards

Nurses’ practice environments often contain biological, chemical, physical and psychological hazards.
These factors put nurses at risk for job burnout, stress, work-related illnesses and injuries, blood-borne
pathogen exposure, infectious disease exposure and musculoskeletal disorders.!®#%% As such, nursing
employers and individual nurses are both responsible for minimizing where possible or eliminating these
hazards in the workplace. Individual nurses must accept responsibility for self-protection by incorporating
specific behaviours into daily nursing practice that provide them with potentially life-saving self-defense
measures, while recognizing that their employer is responsible for providing mechanisms to ensure these
behaviours are carried out. According to OSHA guidelines, every employed nurse has the right to a work
setting free from hazards or physical injury,” (e.g. control of needle stick injuries is possible through the
implementation of a systems prevention model).

If a nurse’s actions are compromised by an increased workload, faulty equipment or psychological stress,
outcomes such as longer wait times and hospital stays, health care associated infections, and pressure
ulcers are more likely for the patient/client.** Higher nurse absenteeism has also been associated with
poorer patient outcomes.**

Risks to nurses’ safety may vary depending on the work environment, e.g. acute-care nurses in a hospital
setting are exposed to different threats to their safety than are community nurses who enter client places of
residence or schools. Community nurses don’t always know what they will be confronted when they enter
their place of work. However, nursing agencies can communicate to patients/clients the responsibilities of
both client and family to maintain a safe home environment where the services are being provided and
assist staff to be prepared to address workplace challenges to maximize personal safety while minimizing
care and service disruption.

Nurses and Workplace Violence®

Violence in the workplace is a key factor affecting nurses’ decisions to remain in a nursing career. Research
indicates that workplace violence is a major occupational health hazard in the health care sector and
negatively influences retention rates.*”** Violence is a significant problem in both hospital and community-
based health care environments and afflicts a wide range of health care occupations. However, authorities
and researchers worldwide concur that members of the nursing profession are most at risk.”

The “Canadian Survey of Nurses from Three Occupational Groups” report highlighted several key findings
regarding nurses’ experiences with violence in the workplace and its effect on their intent to stay in the
nursing profession.® Key findings include:

= Nurses who expected job instability and had experienced violence at work were also more likely to be
dissatisfied with their current position, putting them at risk for leaving their job and thus creating
retention issues for the employer.
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m Nurse absenteeism is related to violence at work. Administrators, educators and leaders must deal with
workplace violence and safety issues more consistently and establish a zero tolerance environment
where violence will not be condoned and safety is a priority.

= Practicing a healthy lifestyle improved both the physical and mental health of nurses.

m Work environments affect nurses’ physical and mental health. Decreased health is linked with working
involuntary overtime. Decreased physical and mental health in nurses was found where violence was
present in the workplace.

= Nurses anticipating job instability were less likely to be physically healthy.

= Frequent shift changes affected nurses’ mental health.

The International Council of Nurses is a founding member of the International Labour Office (ILO) /
International Council of Nurses (ICN) / World Health Organization (WHO) / Public Services International
(PSI) Joint Programme on Workplace Violence in the Health Sector. Guidelines related to workplace violence
can be found at the ICN website at: http://www.icn.ch.sewworkplace.htm.

“Violence in the workplace is a hazard confronted by nurses working in all health care sectors”.* Violence
can take many forms — aggression, harassment, bullying, intimidation and assault, and is directly co-related
with sick leave, burnout and low employee retention rates.'*! Sixty-seven per cent of nurses surveyed by the
Ontario Nurses Association reported experiencing verbal abuse on the job; 36% said they had been
physically abused and 11% had been sexually abused.® Although available statistics indicate that violence
in the workplace is ubiquitous, it may be underreported and under-evaluated.” It is critical that
organizations/nursing employers recognize the magnitude of violence in nursing workplaces and develop
and implement strategies to address the nursing shortage caused by violence.” Failure to address violence
in nurses’ workplaces will have profound implications for the future of health care delivery.”

Strategies to decrease the risk of violence in the workplace include: firm policies on abusive behaviour;
lifeline buzzers for community nurses; more support staff for dealing with patients/clients and families;
and counseling services and official policies and procedures for reporting abusive behaviour.” According to
the Canadian Health Services Research Foundation’s report on progress made with regard to health, safety
and violence*, site-specific safety programs are common, but overall assessments of health care
workplaces are not. Zero-tolerance and harassment policies are common in acute care settings, but some
nurses still experience abuse as part of their job.* While some nurses accept the fact that they may be
exposed to danger in the form of violence, Henderson™ found that the most hurtful aspects of that danger
is the lack of support from the other health professionals and administrators with whom they work. By law,
organizations/nursing employers must follow the minimum required Occupational Health and Safety
Legislation; however, it is evident that more specific anti-violence policies are needed in the various health
care sectors to protect nurses and prevent loss of nurses to the profession, as a result of workplace violence.
Nurses’ well-being is critical to the provision of health care services on an international level; therefore, it is
essential that cooperative endeavours are initiated by governments, professional associations, educators,
employers and researchers to mitigate violence against nurses now and for the future.® In many cases,
system level approaches are needed to effectively address violence in the workplace.™
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Nursing Leadership

Nursing leaders play a key role in creating a positive safety climate. The literature indicates that a nurse
manager’s leadership style has a direct impact on the job satisfaction of their direct reports. A significant
relationship was observed between supervisor support and job satisfaction (vis a vis social rewards and
psychological rewards). A lack of managerial support was associated with low levels of job satisfaction and
negative mood states.””™ A separate study revealed that supervisor support had a significant negative
relationship with near injury, reported injury and staff turnover, and a significant, positive relationship with
job autonomy.” Social support from supervisors, friends and family was found to have a significant negative
relationship with depression, absences and burnout.” Nurses require strong leadership at every level of the
health care system hierarchy, including direct supervision of nursing practice at the bedside."

To achieve a goal of the safest possible health care system, all leaders and practitioners must have a clear
understanding of their individual and collective responsibilities to provide resources and shape the
structures and values by which the system operates.”® Thus, nursing employers must work with
governments and funding agencies to advocate for the appropriate human and fiscal resources required to
implement and sustain safe work policies and practices.

The evidence regarding evaluation of specific interventions aimed at improving the work environment for
nurses is scarce. However, an abundance of literature indicates the negative impact of the work
environment on nurses. It is now time to move forward in evaluating strategies and workplace interventions
aimed at improving nurses’ health and well-being.

In summary, “nurses can be more productive and healthy in safe, ergonomically sound work environments,
with access to supplies, services and the technology they need to improve efficiency, and worklife
enhancements to decrease stress and ease the home-work interface”.®

Organizations / nursing employers create work environments where human and fiscal

resources match the demands of the work environment.

Discussion of Evidence®

Many research studies cite nursing workload as a major reason why nurses leave their jobs.*”” Various
factors, both human and fiscal, have implications for nursing workload (e.g. changing population health
needs, reduced availability of acute care hospital beds). In addition, patients/clients require a greater
intensity of care but the number of nurses on a given shift has not increased accordingly.

This guideline asserts that workload remains a challenge for practicing nurses in all sectors. To prevent
further attrition from the profession, organizations/nursing employers must examine closely workload
issues in their environments and develop strategies to match the nursing demographic needs with
patient/client population needs. This guideline will discuss workload at a broad level. For more details
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regarding creating and sustaining more effective staffing and workload practices, please refer to the RNAO
BPG entitled “Developing and Sustaining Effective Staffing and Workload Practices”.

The British Columbia health authorities report on progress toward creating healthy work environment for
their employees indicated that although workplace health and safety are recognized as an important issue,
they do not receive the requisite attention. Specifically, the promotion of healthy work environments is
limited by budgets and focus. Efforts have been made to improve physical aspects of the work environment,
but less attention has been paid to the psychological aspects of the work environment. Limited or no
resources have been provided to maintain and evaluate the impact of healthy work environment initiatives
on nurses‘ health. Strategies to reduce nursing workload, and to offer support to nurses on long-term and
short-term illness leave, must be well established.®

Nurses often report not having the appropriate equipment to provide safe patient/client care. They also
report that they spend a great deal of time locating equipment or arranging for its repair and maintenance.
This is a source of frustration and dissatisfaction for nurses, as these tasks remove them from providing
direct patient/client care. Provision of adequate fiscal resources could allow for appropriate equipment and
utilization of appropriate personnel (such as a technician) to source equipment and arrange repair as
needed. Nurses should be provided with the tools to perform their job optimally including: up-to-date,
functioning equipment; better staffing; and assistance with administrative work.” In this context, up-to-
date, functioning equipment refers to both equipment to provide patient/client care and to protect nurses
from injury or infection.

Nurses’ demanding work schedules — long hours, heavy lifting and low staffing — have all been linked to
injury and decreased quality of life. Many nurses report working long stretches of workdays without a day
off. This prevents nurses from addressing their own health needs, particularly the need for rest, exercise,
and other stress reduction and preventive activities.” Nursing schedules should be adjusted to faciliate
proper rest and recuperation. Long shifts and working other than dayshifts contribute to nurse
musculoskeletal disorders and injuries.” In addition, nurses’ work and workspace should be designed to
prevent and mitigate errors.”

Nurses may often be putting themselves at risk for serious harm (e.g. the nurse who works overtime to fill a
staffing need — cannot abandon the patient/client), yet is finishing their fourth twelve-hour shift in a row
and is exhausted. This situation not only puts the nurse at risk for injury due to fatigue, but also puts the
patient/client at risk for medical error.**® A number of nursing associations have developed position
statements to guide nurses regarding their rights and responsibilities related to occupational health and
safety in order to protect themselves.*®*® The American Nurses Association states that “nurses should not
have to risk their lives and health while caring for patients”.* However, because of the nature of caring for
the sick and vulnerable, nurses themselves, the public and employers expect nurses to work in situations
that clearly expose them to high risk or injuries despite labour legislation that protects workers.* In these
cases nurses put themselves at risk by placing patients’/clients’ needs ahead of their own, thereby
jeopardizing their personal health and safety. For example nurses put themselves at possible risk for long-
term health problems by continuing to work despite the presence of substantial neck, shoulder, back and
buttock pain and high degrees of emotional exhaustion.*
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This tendency for nurses to continue their assigned work or shift even though they may be physically or
psychologically compromised has been termed the “Nightingale Effect”.*” This phenomenon, historically
associated with the nursing profession, causes nurses to pay more attention to patients than themselves,
and leads to increased risk or injury.**

The philosophical literature describes nurses’ strong commitment to their profession, which perhaps stems
from early nursing philosophy such as that espoused in the Nightingale Pledge.” The pledge required
nurses to publicly affirm that they would devote themselves to the welfare of those committed to their care.
Fitzgerald & Van Hooft,* studied “love in nursing” concluded that it reflected "the willingness and
commitment of the nurse to want the good of the other before self, without reciprocity”. Pask® explores the
deeper meaning behind why nurses self-sacrifice and concludes that nurses act for the good of their
patients/clients while suffering the effects of constraining influences upon them. Pask advocates that
nurses who sacrifice themselves illustrate dedication to their patients/clients and subsequently make
themselves vulnerable to harm.

It is important for health care work places to recognize the impact that lack of sufficient human and fiscal
resources can have on nurses creating negative outcomes for both nurses and patients. Nurses are
important human capital; it is crucial to invest in their safety and well-being, as the welfare of
patients/clients ultimately depends on the excellence of nurses’ work.*®

Organizations/nursing employers implement a comprehensive Occupational Health and
Safety Management System, based on the applicable legislation, regulations and best

practice guidelines.

Discussion of Evidence*

Appendix E (p. 81) provides an example of an Occupational Health and Safety Management System. The
purpose of an Occupational Health and Safety Management System is to identify, assess and control
workplace hazards. It must include assessment for all risks, e.g. workplace violence, client aggression,
exposure, stress, slips/falls and musculoskeletal disorders (MSDs). In 2004, MSDs were the most frequently
reported injury type in the Ontario health care sector, accounting for 54% of all lost-time injuries (LTIs).
Forty percent of these LITIs were directly attributed to client handling. Further, 42% of all Workplace Safety
and Insurance Board (WSIB) claim costs were related to Musculoskeletal Disorders (MSD) as a result of
client handling accidents. Hospital and long-term care organizations accounted for 46% and 26%,
respectively, of all lost-time injuries in health care.” The health care sector occupies 40% of the lost time
injury rates due to workplace violence - the highest rate, compared with other provincial sectors (i.e.
education, mining, industry). Eight percent of WSIB LTTs in the health care and community services sectors
in 2004 were workplace violence incidents. The majority of these claims occurred in nursing homes,
hospitals and group homes.

¢ Type of Evidence
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Appendix E provides readers with a comprehensive list of resources, definitions, legislation and specific
details regarding occupational health and safety management systems and resources. The appendix is
intended to be a resource for employers, individual nurses, human resources professionals, nurses
educators and others to help inform them about occupational health and safety programs.

Organizations/nursing employers are aware of the impact of organizational changes (such
as restructuring and downsizing) on the health, safety and well-being of nurses and be

responsible and accountable for implementing appropriate supportive measures.

Discussion of Evidence’

The literature is abundant with evidence that demonstrates the impact of hospital restructuring and
downsizing on nurse and organization outcomes. Nurses are reporting higher stress levels, high job insecurity
levels and poor morale.*” Sources of work-related stress include: physical stress; mental stress, such as future
workplace threat; increased workload; inability to work preferred hours; and workplace violence.**2

Restructuring and downsizing is reported to be occurring increasingly in the workplace and is suggested to
have an impact on the health and well-being of nurses.” Several studies have found a significant negative
co-relation between hospital restructuring and nurses’ health.”**** Nurses who report more extensive
restructuring in their workplaces; experienced lower levels of job satisfaction, greater emotional
exhaustion, and higher levels of depression, burnout and anxiety.*** Nurses in these studies also expressed
concern that restructuring contributed to the deterioration of the nursing work environment and further
compounded the existing nursing shortage. Nurses reported feeling pressured by employers and colleagues
into working beyond their normal shifts,” and described the workplace as “chaotic” as they struggled to
cope with constant and rapid change.®* Many nurses believed that the deterioration in working conditions
had jeopardized nurses’ health, and patient/client safety and well-being.”* Lundstrom'® noted that nurses’
“stress affects patient outcomes and frequency of patient incidents” (p. 97).

Blythe, Baumann and Giovanetti®” found that restructuring contributed to nurses feeling that their work
relationships had become more fragmented, and that the work environment was unpredictable. As well,
many felt the policies associated with restructuring disempowered nurses. The results of this study revealed
that many nurses felt that restructuring policies “prevented nurses from controlling their career” and that
they “could not fulfill their professional roles” (p.64).

It is important for organizations/nursing employers to be aware of the impact of restructuring and
downsizing on nurses in order to develop strategies to support nurses in the workplace, with the intention
of retaining them in the workforce. Although it may be difficult to quantify the benefits of workplace safety
programs, the Canadian Labour and Business Centre suggests that “workplace safety pays”.** Benefits to
employees include improved physical and mental health, better work-life balance, less stress and fewer injuries.

d Type of Evidence
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Organizations should incorporate supportive measures to prevent problems with employee health and job
performance. Nurses are frequently exposed to intense and emotionally draining situations that, over time,
can take a personal toll. Social support refers to the structural aspects of social relationships and the
channels through which pragmatic help, as well as emotional and psychological support, can be exchanged
between individuals.” Supportive practices from the organization have also been described as influencing
the promotion of health, wellness and safety of nurses.*'® The role of social integration was described as
influencing the physical and emotional well-being of nurses.”

Organizations/nursing employers form partnerships and work with researchers to conduct

evaluations of specific interventions aimed at improving nurses' health and well-being.

Discussion of Evidence*

Nurses lift and handle people as an integral part of nursing care, and lifting has contributed to back injuries
in nurses. Thus, the development of safer handling practices is essential for the safety of nurses. There is a
need to evaluate the growing body of research from a range of disciplines in order to establish an evidence
base for the moving and handling of patients/clients. Training in safer handling techniques must be
considered as part of a safer system of work within an ergonomic framework."”* Organizations need to work
with researchers (such as the Institute for Work and Health) to evaluate the effectiveness of strategies (such
as the Ontario Ministry of Health and Long-Term Care [MOHLTC] lift initiative) in reducing nurses back or
lift-related injuries.

Partnerships with researchers to document best practice is vital. Rigorous evaluation of health promotion
interventions is essential to determine their impact on nurses’ health, safety and well-being.'”

The health care system cannot afford to lose nurses to injury or job dissatisfaction. To keep nurses in the
workforce, new strategies aimed at improving nurses’ health and well-being must be implemented by
employers. Specific strategies — such as new staffing models, or new patient/client care delivery models —
should be evaluated with regard to their impact on nurses’ health and well-being. In addition, education
programs, fitness programs and other health promotion strategies that are implemented in the workplace
also must include measurement of their impact on nurses’ health and well-being.?

e Type of Evidence
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Organizations/nursing employers implement and maintain education and training
programs aimed at increasing awareness of health and safety issues for nurses. (e.g. safe-
lift initiative, rights under OSHA, hazard awareness, etc.).

Organizations/nursing employers provide ongoing training programs and education
programs to ensure staff possess the knowledge to recognize, evaluate and control or
eliminate hazardous work situations.

Organizations/nursing employers employ qualified individuals with the knowledge and
expertise in health and safety, policy and legislative requirements to lead training and
education programs.

Discussion of Evidence’

Training and Education Programs

“To establish a safe environment for nurses, organizations must provide nurses with the knowledge to
recognize and evaluate hazards, and facilitate the development of skill sets for confronting hazardous
situations”.* By using varied educational strategies, nurses are informed and able to avoid hazardous
situations. Therefore, educational strategies are regarded as one of the supports from organizations that
promote the safety and wellness of nurses. Few empirical studies were found that evaluated the specific
impact of educational programs on nurses’ safety and wellness. Studies that were found addressed a range
of education and training programs, from one-hour sessions to three-day educational and training
programs. The studies found also encompassed educational strategies aimed at: improving the prevention
and management of patient/client aggression; the impact of a training program on the prevention of low
back pain among nurses, nursing assistants and cleaning staff; the impact of an abuse prevention training
program on nursing assistants; and the effectiveness of an educational intervention aimed at reducing
distress in nurses working in a medium security setting who were physically assaulted by their
patients/clients.*

f Type of Evidence
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In a study on promoting personal safety in community health, four educational strategies were used to
promote wellness and safety of nurses. The strategies were: checklists, small group learning activities, web-
based learning modules on personal safety, and problem-based educational strategies to promote learning
for professional practice situations.!® The checklist focused on the knowledge domain, addressing
awareness of safety risks, relevant policies, and responsibilities and rights of nurses, practitioners and
organizations. Small group learning activities provided an environment for sharing understanding and
differences in attitudes that contribute to critique and reflection by nurses. The web-based module on
personal safety was reported to educate nurses with regard to principles and rationales required for logical
reasoning. The problem-based learning tutorial is an educational strategy to promote learning for
professional practice situations that promotes wellness and safety of nurses.™ A study by Fanello et al."
described the evaluation of a training program for the prevention of low back pain among hospital
employees and included a recommendation to consider the specific needs associated with each job category.

These studies reported encouraging results. For example, an education program aimed at a specific
element of workplace safety such as safe handling practice, that included both theory and ongoing
coaching resulted in decreased lower back pain among nurses and other staff, for up to two years following
the intervention.' In a similar manner, a study addressing impact on student nurses of a three-day
education and training session related to personal safety showed positive results on immediate and longer
term follow up.'”” Furthermore, the use of education and training tools, including role-playing, designed to
increase knowledge of communication strategies in nurses aids demonstrated a positive impact on
turnover rates.'® Finally, one pre-post design study of an abuse prevention training program incorporating
discussion, role-playing and self-testing showed no difference in burnout rates for nurses, although it did
have a significant positive effect on attitude towards the residents and ability to manage conflict.!”
However, it is important to note that not all education and training programs were shown to be effective.
Those that appeared most effective included programs that focused on a specific topic, included education,
role-playing and/or practice with a coaching component and follow up. One study, albeit with a small
sample size, that used only a self-directed approach with no follow up was not effective in reducing distress
levels in nurses working with physically abusive patients in medium security settings.'”® It should be noted
that this discussion is based on a very few education studies included in the systematic review in this area.
Further research that helps reinforce which type of education is most effective in creating health and safety
in the workplace is warranted.
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Organizations/nursing employers promote and support initiatives related to the physical
and mental health and well-being of the nurse. This includes, but is not limited to, fitness

programs, health promotion and wellness activities, and fitness-to-work initiatives.

Discussion of Evidence®
A substantial body of evidence outside the health care sector has shown that providing a work environment
that is supportive of employees’ physical and mental health is beneficial to both employer and employee.
How healthy people feel affects their job satisfaction and productivity, and how satisfied people are with
their job affects their overall health status. A positive outcome results in:

improved productivity

fewer insurance and workers compensation claims

decreased absenteeism

| |
u
u
= fewer accidents
= reduced staff turnover and subsequent recruitment and training costs
n

improved staff attitudes and higher morale

Traditional workplace health promotion programs have focused on delivering healthy lifestyle sessions or
health and safety training. The evidence now shows that workplace health promotion programs are more
effective when a wider, organizational approach is used. This entails establishing and integrating a
sustainable program of activities that reflect the employees and the organization on a variety of issues, as
well as addressing the many factors that affect employee well-being, including organizational change
initiatives; occupational health and safety; and voluntary health practices."” Anecdotally, it appears that
health care employers are beginning to implement more strategies aimed at creating healthier work
environments such as stress reduction programs and critical incident debriefing. Fewer studies discuss the
impact of such programs in health care workplaces.'

A case study by Lamontagne'! describes the implementation of a wellness program at Seven Oaks General
Hospital in Winnipeg Manitoba. Initial impact on employees showed change in lifestyle behaviors,
improved employee morale, improved communication between staff and managers, and high participation
rates in wellness programs. The literature reporting on the evaluation of such interventions has not been
established to provide evidence regarding current strategies being implemented. That may be because
programs may not be actively measuring and/or reporting outcomes or because changes in employee
health status will only be noted over longer periods of time. However, the literature acknowledges the
challenges involved in implementing workplace health promotion programs when dealing with
organizations such as hospitals, which operate around the clock.* More evidence is needed to evaluate the
impact of workplace wellness and health promotion programs on nurses and other health care employees.
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To ensure that nurses receive appropriate training and education related to safety in the workplace,
organizations/nursing employers must commit both human and financial resources to such initiatives. In
addition, workplace health and safety programs should be designed and delivered by qualified individuals
who have expertise in occupational health and safety programs such as an Occupational Health Nurse or
an Occupational Health and Safety Specialist.'** Occupational health nurses can facilitate the needed
changes in nurses’ work environments by using established relationships with management and nursing,
supported by data, to improve the health and well-being of nurses.” In addition, any programs should be
customized to the uniqueness of the work environment, i.e. acute care hospital versus long-term care or
community health facility, and the specific learning needs of individual nurses.”

Organizations that do not have in-house occupational health specialists should consider forming
partnerships or contractual relationships with those who have expertise in the health and safety field.
Nurses should attend programs to promote assertiveness and improve nurses’ ability to communicate with
nursing colleagues, doctors, and administrators. Managerial skills acquired would reduce stress from
bureaucratic and organizational tasks on the ward.

In order to create healthier work environments, it is suggested that organizations/nursing employers
consult relevant legislation (e.g. Occupational Health and Safety Standards, CCHSA Standards - see
Appendix E) to help address an organization’s legal obligations and implement organizational policies and
objectives by anticipating, recognizing, assessing and controlling workplace hazards.'* Similarly, another
strategic approach for establishing and maintaining a safe and healthy workplace — a health and safety
management system — can help put in place health and safety policies and programs for an organization.®

Organizations/nursing employers provide nurses with opportunities for personal,

professional and spiritual development with regard to healthy work environments,
professional competencies, and work/life balance.

Discussion of Evidence®

Personal and Professional Development: Work/Life Balance

Studies examining nurses’ retention and intent to stay in their jobs indicate that opportunities to grow
professionally and personally are important factors for nurses. Career development and life-long learning
activities promote job satisfaction, increased retention and provision of high-quality patient/client care.®""
Perceived interest in one’s career development and feelings of being valued influence nurses’ intent to stay.!®

Organizations can play a significant role in assisting nurses with personal and professional development
strategies. By incorporating career planning and development into the strategic plan, organizations can
contribute to the development of career-resilient employees, which is a priority to ensure a healthy future
for nursing."

h Type of Evidence
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However, it is important to acknowledge that the change in the social contract between employers and
employees has shifted from the expectation of a “job for life,” where the employer played a patriarchal role
regarding how work was to be done, to the current philosophy of constant transition and change, where
employees take more responsibility for their career planning.'** “The responsibility for a person’s own career
planning must be that of the individual, but the responsibility for the success of a career development
culture requires the active support and involvement of three principal actors: top management, supervisors
and employees themselves”.**'8 Much of the recruitment and retention literature speaks of short-term
recruitment or retention strategies. However, it is only when the organization itself changes and focuses on
individual employee’s career resilience that employers will be equipped to recruit and retain over the long term."*

When considering recruitment and retention initiatives, organizations/nursing employers must consider
the multi-generational composition of the nursing workforce and customize strategies based on
generational preferences and needs. For example, not all nurses may want the same type of professional
development opportunities. Younger nurses may prefer on-line educational opportunities whereas mid- or
late-career nurses may want classroom style learning opportunities. The impact of global migration also
has an impact on the types of professional development programs employers might offer. Nurses from
other countries may have different learning needs and organizations must develop programs to meet these
varied needs to retain them.'”’

Nurses indicate they want improved work-life balance. It is proposed that work-life balance contributes to
positive job satisfaction, decreased stress and burnout and therefore nurses will remain healthier. In order
to help nurses achieve work-life balance, nursing leaders and researchers need to have an understanding of
what the concept of work-life balance means to nurses. Employers should engage in dialogue with
employees to assess what nurses seek in this regard. Further research is required to explore what strategies
will be effective at helping nurses balance their work and home lives. Needs may vary by education,
generation, gender and cultural background.

Thus, both employers and individual nurses must take responsibility for professional development and to
help nurses find meaning and satisfaction in their career planning and development. Job satisfaction
contributes significantly to professional fulfillment, mental energy, decreased stress and lack of work-
related exhaustion. Nurses who are satisfied with their jobs are less likely to leave.*

Holistic Nursing

Holistic nursing recognizes the need to care for the whole person: in body, mind and spirit. Practicing
holistic nursing requires nurses to integrate self-care, self-responsibility, spirituality and reflection in their
lives."® In keeping with this nurses must be able to care for themselves first before they can facilitate the
healing of others.

Some health care organizations have incorporated the concepts of holistic nursing into care delivery
models with the aim of improving patient/client satisfaction as well as professional, career and spiritual
satisfaction for nurses."® Further research is required to determine both patient/client and nurse outcomes
when implementing holistic nursing practices.
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Workplace health and safety best practices be embedded/integrated across all sectors of
the health care system.

Organizations/nursing employers engage in knowledge transfer activities that promote
best practices regarding the health, safety and well-being of nurses.

Organizations/nursing employers support and contribute to the development of health and
safety indicators at the local, provincial and national level to assist in data collection and
comparable analysis across the health care sector.

Organizations/nursing employers develop standardized databases for sharing best
practices related to nurse health, safety and well-being.

Discussion of Evidence'

Workplace Health and Safety Best Practices

Compared with other employment sectors, the health care sector has lagged behind in implementing
workplace health and safety programs.”*'* As the global shortage of health care providers continues to
grow, it is critical that employers value the contributions of all health care providers. As a country that
values its health care system, retaining health care workers is essential to ensuring quality services such as
safe systems, decreased wait times and access to service.’! As nurses and other health care providers work
in various sectors of the health care system, it is critical that efforts to maintain the health of nurses include
all sectors i.e. acute care, home care, long-term care, public health and others. Organizations/nursing
employers should refer to the work of the Quality Worklife Quality Healthcare Collaborative®! and the
Canadian Council on Health Services Accreditation (CCHSA)'* for recommendations and strategies to
integrate best practices regarding employee health and safety into their organizational strategic and
operating plans.

When promoting a climate of health and safety, organizations should use a comprehensive systems
approach taking into account organizational factors, physical and psychological hazards. A multiple
pronged approach is the best way to improve the health care workplace, patient/client and worker safety.®

Engaging in comprehensive initiatives such as promoting a climate of health and safety requires a well-
thought out and planned strategy. The use of a logic model may assist organizations in drafting plans to
carry out such initiatives. They are diagrams that show the major components of a program and assist in
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providing stakeholders with a “road map” describing the sequence of related events connecting the need
for the planned program with the program/initiative’s desired results.”® Logic models can be used to
conceptualize actions' and can be used with multiple stakeholder groups to plan, implement and evaluate
programs/initiatives. They can also be helpful in stimulating both creative and critical thinking when
organizations embark on innovations.

Appendix D contains two examples of how a logic model might be used by organizations to implement
recommendations from this best practice guide. On page 78, the first logic model shows how various inputs
and activities and can result in short, intermediate and long-term outcomes. In this case, the long-term
outcome being a culture of health, safety and well-being for nurses in the work environment. This example
could be applied to recommendations 4.0-4.3.

In the second example on page 80, the logic model depicts how a nursing academic institution might use
various inputs and activities to contribute to individual nurse, organizational and system outcomes
regarding creating work environments to support the health, safety, and well-being of nurses. This model
could potentially apply to recommendations 7.0 and 8.0.

Knowledge Transfer

Effective health services rely on a foundation of research-based evidence. While quality care improvements
are dependent on the application of evidence, incorporating them into the practice setting is often
challenging.’® The knowledge utilization literature is concerned with the study of how a new idea or
research finding is adopted, implemented, rejected or makes an impact on how an individual or group
thinks or acts. Knowledge utilization research has focused on examining ways to narrow the gap between
researchers and practitioners and to increase the use of research in practice.

Knowledge transfer (also referred to as knowledge exchange) is a “process by which relevant research
information is made available and accessible for practice, planning, and policy-making through interactive
engagement with audiences. Knowledge transfer is supported by user-friendly materials and a
communication strategy that enhances the credibility of the organization. Where relevant, knowledge
transfer reinforces key messages from the research”.'*

Knowledge transfer activities include a variety of strategies, and organizations should engage in activities
that are customized to meet the organization’s needs. Strategies may include:

m distribution of education materials and conference presentations

= use of knowledge brokers

= communities of practice
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To bring this to an operational level, organizations can participate in knowledge transfer activities in two ways:

1. By being the recipient of new information, e.g. Chief Nurse Officer receives new research reports on the
health status of nurses. She/He then engages in activities that facilitate the transfer of
knowledge/findings to colleagues within the organization with the goal of changing practices/policy.

2. By sharing findings/success stories about keeping nurses healthy via publications or conference. Further
collaboration and dialogue with researchers and policy-makers may then influence practice at a higher level.
Knowledge transfer is only one step in development of practice change and does not in and of itself lead
to sustained changes in day to day nursing practice; rather, it contributes to a basis for evidence-based
practice.’” Therefore, it is important for organizations/nursing employers in conjunction with
governments, associations, educators and researchers to evaluate and share findings regarding best
practices in creating healthier workplaces for nurses.

Health and Safety Indicators and Databases

As the health care sector moves toward creating healthier health care workplaces, various organizations are
beginning to establish indicators related to healthy workplaces. Some of these indicators could also be
measures of nurses’ health and safety. For example, the literature to date cites indicators such as: turnover,
burnout, stress, disability claims, workplace injuries and absenteeism as reflections of nurses’
health #1212 Suggested indicators for healthy health care workplaces include: turnover rates, vacancy
rates, training and professional development opportunities, overtime worked, absenteeism, workers
compensation lost time incidents rates, and health provider satisfaction.'* The CCHSA'* standards have
also incorporated quality of worklife indicators in their assessment tools for health care organizations. In
order to accurately determine the current health and safety concerns of health care professionals, including
nurses, valid and reliable indicators need to be determined and documented accordingly. Only then can
health care leaders begin to make workplace changes that are evidence-based and will truly make a
difference to employee health and safety. It is crucial that organizations/nursing employers collect and
document comparable data in order to predict current and future health human resources needs.

As organizations/nursing employers implement and evaluate strategies aimed at creating healthy
workplaces for nurses, they need to document and share their successes and challenges along with related
outcomes via appropriate media and knowledge transfer strategies. The creation of new knowledge based
on the evaluation of workplace interventions should be shared in order for planned and evidence-based
change to take place.
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Research Recommendations

Researchers actively collaborate with health care partners to demonstrate the

effectiveness of interventions aimed at improving nurse health, safety and well-being
using rigorous research and evaluation methodologies.

Discussion of Evidence’

“The Institute of Medicine and the Agency for Health Care Research and Quality have targeted the safety of
the work environment as a priority, recognizing that the safety and well-being of health care providers are
essential to their providing high-quality and safe patient care“."* While researchers must continue to explore
factors that contribute to nurse health through the various types of observational and co-relational research
designs that typically predominate academic research activity in the area of work and health research (not
just in nursing), they also need to focus on developing new methods for demonstrating the effectiveness of
strategies aimed at improving nurses’ health. Research on healthy work environments for nurses therefore
needs to be expanded from exploring nurses’ health and the list of factors that are possibly contributing to
it, and focus on developing practical applications from the findings of such studies. Researchers should
recognize the need for accommodations in study designs and methodologies, and consider the potential
for mixed methods (combining qualitative and quantitative) as well as more traditional evaluative
research.'”'* While this is clearly a call for more intervention and evaluation research, such a call must be
tempered with the caveat that workplace research is inherently difficult.*! The breadth and depth of the
challenges that must be overcome when studying the health of nurses in the highly complex workplaces
found in health care organizations, has perhaps been the main contributor to the scarcity of high-quality
evidence regarding healthy work environments for nurses. Very few, if any, of the recommendations found in
this guideline could be based on what most researchers would consider to be high quality research evidence.

As outlined by Cole et al.”** and Green & Caracelli,” a number of challenges arise when conducting
evaluative research in an environment where the topic of research, or even the significance of its findings,
are understandably not the main focus for people working in that setting. These challenges should not,
however, be seen as adequate justification for failing to conduct rigorous evaluations of interventions
aimed at improving the work environments for nurses. In the absence of such evaluations, the likelihood of
establishing evidence-based best practices for healthy work environments remains remote. Despite the
challenges, careful evaluations can still be conducted, which could make significant contributions to the
literature and policy on healthy work environments. Guidelines'® are available that can help researchers
design high-quality evaluations of interventions. Nurses and nursing organizations are understandably
preoccupied with the health and well being of their clients, but there are limits to what can be done by the
people involved. So while researchers must recognize the challenges that the workplace holds for them
from a methodological perspective, and work to develop strategies that can overcome these obstacles,
health care organizations should also understand that by becoming an active research partner they can do
much to help researchers overcome these challenges. The presence of active champions from within an

j  Type of Evidence
There is C, D, D1 and D2 type evidence for this recommendation




Healthy Work Environments
Best Practice Guidelines

organization can significantly improve the uptake and effectiveness of an intervention.”* Health care
organizations that join together with researchers to form collaborative partnerships aimed at
demonstrating the effectiveness of healthy work environment interventions will benefit the most from such
research. Collaborative research programs have been formed in other areas (e.g. the Community-University
Research Alliances, jointly sponsored by the Canadian Institute for Health Research and the Social Sciences
and Health Research Council, High-quality intervention research is beginning to emerge in the health care
sector'® but more needs to be done to establish the kind of healthy work environments that are needed.

Researchers make full use of existing databases on nurses' health, including the National
Survey on the Work and Health of Nurses, in order to improve understanding of the key

factors contributing to healthy work environments for nurses and to develop and test best
practice indicators.

Discussion of Evidence*

It is vital that researchers continue to access data about the health of nurses from a variety of sources, and
where possible, compare of nurse workforce health with reference data from non-nurses, i.e. researchers
should make direct use of the new National Survey on the Work and Health of Nurses (NSWHN)*'* and
other national data sources such as the Canada Community Health Survey and the Workplace Employment
Survey. These high-quality health resources can provide researchers with a wealth of information about the
factors contributing to nurse health and thus help contribute to the development of best practice indicators
that can be used by policy makers to effect the transition needed in varied nursing workplaces.”™ These
datasets can also be used to make contrasts with occupations and professions outside the health care
milieu, thereby providing additional insights. Thus, researchers should also collaborate with national
accreditation boards to help integrate health and safety indicators into the standard accreditation process
and encourage health care workplaces and organizations to monitor nurse health through the use of best
practice indicators (i.e. surveillance).

Part of the rationale for developing and launching the NSWHN stemmed from the model of nurse health
developed by Kerr, Laschinger, Almost, et al.* Their paper argued that, based on the extent of the activity
and resources that had already been allocated or dedicated to nurse health issues, a strong, focused and
dedicated effort to establish a method for monitoring the health and work environments of health care
providers should begin. It was further argued that since nurses provide the bulk of direct patient/client care
in the health care system, the initiative should begin with nurses before expanding to other health care
workers. Through the wide variety of initiatives and the emerging body of risk factor research on nurse
health, nurses are positioned to be leaders in this area. If researchers continue to refine, expand and make
extensive analytic use out of existing data sources (such as NSWHN), they will eventually be equipped to
provide tools to better guide and evaluate interventions designed to improve nurse health. However, this
much needed research activity to develop tools for change should not be delayed. “Waiting until we agree on
how and where to act among all the different human resource components of the system could very well lead
to continued cries of inactivity on a critical issue that may already have been studied as much as it can be
before immediate action becomes the next logical step.”*

k Type of Evidence
There is B, C, D, D1 and D2 type evidence for this recommendation
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Education Recommendations

Nursing education institutions model the integration of health, safety and well-being in

their workplace culture.

Discussion of Evidence'

Students and faculty are influenced by the health, safety and well-being of their learning and work
environments. Similar to nurses in workplace environments, it is imperative that faculty and students have
access to healthy work environments and supportive practice environments.** Moreover, university settings
have been established as models for knowledge and expertise. Hence, these educational institutions are in
an ideal position to investigate, implement and model healthy work environment research and policy for
the benefit of students, faculty and graduating nurses.

Students

Student retention, stress and abuse are reported in the literature and are of significant importance. Nursing
students encounter stress in the clinical setting as a result of actions of clinical faculty, actions of nursing
staff peers, implementing nursing interventions, preparing for clinical assighments and encountering new
clinical rotations.** Nursing students practice fewer health promoting behaviours than other students.**
Some students experience verbal and academic abuse."***

Faculty

To meet the increasing demands for nurses through increased student enrollment the faculty complement
must also be augmented. Similar to the demographic factors affecting the overall nurse population, the
average age of nursing faculty is also increasing. The projection of the number of nursing faculty who are
eligible to retire in the next five to 10 years is increasing, putting a tremendous burden on the need to
produce more qualified nurses to assume educational roles.'** Faculty members are working harder to
meet educational requirements for more students per faculty member. Faculty risk for psychological illness
is greater than the general population (50% versus 19% respectively), psychological strain is higher among
contract faculty and job satisfaction is lower than other occupational groups. Thirty percent of academics
reported working more that 55 hours per week. Organizational factors that best predicted psychological
strain were staffing pressures (current student/staff ratio for academic staff, percentage staff cuts and grant
cuts for general staff). The best predictors of job satisfaction were procedural fairness, trust in heads, trust
in senior management and autonomy."*

Faculty can mitigate symptoms of student psychological injury and promote student wellness through
faculty-student collaboration."! Faculty and students can transform education through working and
learning together in non-traditional ways. Re-orientating the student-teacher relationship to form a
partnership in learning enables practices that engender caring, listening, acceptance and relationship-
building."* Student-teacher connection creates positive outcomes for students' learning experiences and

| Type of Evidence
There is C and D type evidence for this recommendation
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professional socialization in addition to less tangible benefits including knowledge,