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The Truth

LIFE 1S FULL
OF SURPRISES




Why Are We Here?

AWe recognize the value and importance of this
work

AWe have struggled

AWe have celebrated

AWe are PROUD of oteam
AWe want to share

AWe want to learn
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AExperts in psychological health and wellbeing

APerfect leaders with perfect workplaces

APretending that everything is awesome
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|dentify the importance of
workplace wellness and
psychological health in ment:
health settings

clinicalareas
Engage in self reflection
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ALarge pediatric, teaching , health facility

ALarge pediatric mental health program

Alnpatient, day hospital, outpatient,
emergency services
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Pediatric Mental Health Inpatient Unit
A6 years old
AOnlyone of its kind in LHIN 4 (large catchment
AhyS 2F (GKS LINPJAYOSQa
A22 beds (+ 4 Mental Health Assessment Unit
beds in the ER)



In The Beginnine3s » 5.

A2009 a year of opportunity!
APurposeful freshstart

AEnergy, vision, big ideas



New Team

AChoice of who to hire
AFresh faces, fresh energy

ANO
ANO
ANoO

orofessional baggage
orior conflicts

nad habits

AOpportunity to start on the right foot
Aclinically AND culturally



We Had Time

ATo think
ATo plan (a little)
ATo develop a culture

ATo develop a philosophy of catevoven
through

Apolicies, procedures, practice standards,
treatment plans



Starting Priorities

APurposeful recruitment
ANon hierarchical approach
AStaff working to full scope of roles

AValuing:
ASharedearning
AGenuineness
AFallibility
AMutual support
A Shared responsibility/investment
AFUN!!!



The Open Road
AT 5"

-

AA time of feeling good
ALow (no) staff turnover .. -

Al ittle conflict/internal
tension

How long wouldhis las®



About
1,345 days
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What happened?

ABedExpansion
ATeamGrowth

Alncreasing Acuity/
WorkloadPressures

APsychologicaBurden of
the work



Bed Expansion
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Emergency Services Growth
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Team Growth

ADynamics and challenges
ARole Confusion

ARecruitment/Retention of Nurses
Avaried experiences



Increased Acuity

Ay / 2YLX SE /I 4S5S4
APsychiatric presentations
AMedical cemorbidities

ASignificant Risk Issues

A Self harm
AViolence /Aggression

Al ack of standards /evidence



Effect On Staff

AOverwhelmed
Aay 20 oKIFGO L

Al ess positive
AdsS OF yQi R2

AHighly critical



Effect On Staff

ABurnout

APhysical fatigue

AHeadaches
ASleep difficulties
ASick calls

AEmotional exhaustion

ARetention2 T wb Qa



QonsistentWith The Literature

AUp t067% of mental health workers
experience high levels dlurnout

AHigh patient acuityis correlated with high
levels ofburnout

AExposure trauma stories affects resiliency

Morse et al., 2012



As leaders, we had to stop and
find our way
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Self Reflectior

L T el

AWillingness, openness to hearlng the issue

ARadical acceptance

ACommitment to doing something about it



Research Where To Go




RNAO: Healthy Work Environmer

AHealth and weltbeing of
the nurse

Healthy Wo kEnv'ronments
j Best Practice Guideline

1 3 Workplace Health,
, @ Safety and Well-being
of the Nurse

APatient/client outcomes

AOrganizational
performanceand societal

outcomes




Physical'Structural
Policy Components
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Figure 1. Conceptual Model for Healthy Work Environments for Nurses — Components, Factors & OutcomesH®




RNAO: Healthy Work Environments

W
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> Registered Nurses' Association of Ontario.
RNAQ =
autorisés de [Ontario
NURSING BEST PRACTICE GUII

ELINES PROGRAM

Healthy Work Environmen ts
Best Practice Guidelines

¢ = Workplace Health,
~ Safety and Well-being
of the Nurse

ACulture
AOpen
ABlamefree

AClimate



Mental Health Commission of
Canada

@)= o2,
A psychologicalliiealthy ancl |————
SafeWO rkp I ace. Psychological health and

safety in the workplace —

Prevention, promotion, and guidance
to staged implementation

Disponible en frangais

APromotesworkers' S
psychological welbeing

AActivelyworks to prevent
harm toworkers
psychologicahealth







13 Workplace Factors

AOrganizational Culture

APsychological & Social Support @)= o
ACIear Leadership & Expectations AR BN S ST
AClVlllty & ReSpeCt Psychological health and
APsychological Demands e R e
AGrowth & Development e
ARecognition & Reward .
Alnvolvement & Influence i

AWorkload Management

AEngagement

ABalance

APsychological Protection
AProtection of Physical Safety o




Mental Health Commission of
Canada: A Framework

Aldentificationand elimination of hazards

AAssessmentind control of the riskwith hazards
that cannot beeliminated

AStructuresand practices

ACulture



RNAOHealthy Mental Health
Workplace BPG Standards

Blame Free Culture 13 Workplace Factors

Climate Hazards

Specific programs that promote Assessment and control of the

wellness risks with hazards that cannot b
eliminated

Keyvalues of respect, honesty,

trust, cooperation Structures and practices that

promote psychological health

Balance between leadership an

staff participation in initiatives Culture that promotes

psychological health




Self reflection exercise

What Is the weather like on your road?

What road signs are you seeing?



But how?

GOOD LUCK u




Where did we want to go next?

ENGAGEMENT 5
MOTIVATION 155




Employee Engagement

AFamiliar term
ATop priority for organizations

ALess than 20% of staff are engaged

Cdzi X X @



Employee Engagement

AConfusing concept
AYour understanding?

AMany interrelated terms
AWorkaholism
AJob satisfaction
AOrganizational commitment

ALittle academic literature



Engagement Defined

APurposeful behaviour towards organizational
goal

AHigh level of energy

AStrong identification with work
AEnthusiasm

AEmotional and intellectual commitment

Shuck B., &Wollard, K. (201 Bakker A et al (2008), Sak#. (20006.



Antecedents to Engagement

What promotes engagement?

1. Personal resources

l.  Meaning in the work performed/ self
Welgig

Il. Psychological safety
lll. Psychological availability

Maslach C.,SchaufeliW. B., & eiter M. P. (2001



Antecedents to Engagement

2. Job resources
Workload

|. Control

. Rewards

V. Community

V. Values

VI. Respect

Maslach C. SchaufeliW. B., & eiter M. P.
(2001



But Why?...

AWhy does changing job resources make a
difference?

AWnhy do some people respond better to specific
job resources?

Individual needs matteg they are at the heart of
engagement



Motivation

AWhat keeps us going?

AWhydo we act?

ANot easy either

AEQ.g) or Fp,g) = f VaG)/efp,9)

ANo integrative model

AGenerally recognized as either
Intrinsic or extrinsic




Personal Needs

Fiveprimary sources afmotivation:

Instrumental

Intrinsic

External Self concept
Internal Self concept

Goal InternalizatioMotivation

g wh -

BarbutoBarbutq Jr, J. E., & Scholl, R. W. (1998). Motivation sources inventory
Development and validation of new scales to measure an integrative taxonomn
of motivation.Psychological Repori82(3), 10111022.



Seems complicated

ANot so much which one, but rather how much
of each

ADifferent sources for different tasRks

ADifferent sources at different times?



Take home messages
Al yRSNAEGI YRAYT (GKS agKe
AWhy do 1?
AWhy do you?

AAvoid assumptiong we are not all motivated
by the sameneeds

AEfforts can target specific driving factors
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AAddressing our workplace CULTURE

AEngaged senior leadership for support

ALinked what was happening to costly expenses
sick time, overtime, retention of staft

AAdvocated and lobbied fomprovement
APlaced into our strategic plan

AWorking group exploring low morale, root
causes and interventions



Our quest for renewed culture
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Focused on the impact of the work
Alndividually & Collectively

Concepts
AResiliency
AWillingness
AOpenness
APositive psychology



When you change the way you | lool
Fd OKAY3Iax 0KS
change



Linking Positive Brains to
Performance

A 10% of our happinesgredictedby our external world

A 90% of our long term happinegsedictedby how we
processhe world.

A 75% ofjob successes are related:
-social support
-optimism levels
-seeing stresas a challenge instead otlareat



Linking Positive Brains to

Performance

Whenyou think more positively (vs negative,
neutral or stressed) in the present, your:

0,

O O O O O

Energy rises
Intelligence rises
30% more productive
More resilient

Less burnout

Less turnover



Linking Positive Brains to
Performance

Youcan train your brain to become more positive, ove
a 2 min span done 21 days in a row...



