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The Truth



Why Are We Here? 
ÅWe recognize the value and importance of this 

work

ÅWe have struggled

ÅWe have celebrated

ÅWe are PROUD of our team

ÅWe want to share

ÅWe want to learn



²Ŝ !ǊŜ bƻǘΧ

ÅExperts in psychological health and wellbeing

ÅPerfect leaders with perfect workplaces

ÅPretending that everything is awesome 



1. Identify the importance of 
workplace wellness and 
psychological health in mental 
health settings

2. Articulate key strategies that 
can be implemented in your 
clinical areas

3. Engage in self reflection

4. Learn ŦǊƻƳ ƻǘƘŜǊΩǎ experiences

¢ƻŘŀȅΩǎ hōƧŜŎǘƛǾŜǎ



²Ƙƻ ǿŜ ŀǊŜΧΦ

aŎaŀǎǘŜǊ /ƘƛƭŘǊŜƴΩǎ IƻǎǇƛǘŀƭ

ÅLarge pediatric, teaching , health facility

ÅLarge pediatric mental health program

ÅInpatient, day hospital, outpatient, 
emergency services



²Ƙƻ ǿŜ ŀǊŜΧΦ

Pediatric Mental Health Inpatient Unit
Å6 years old
ÅOnly one of its kind in LHIN 4 (large catchment)
ÅhƴŜ ƻŦ ǘƘŜ ǇǊƻǾƛƴŎŜΩǎ ŀƴŘ ŎƻǳƴǘǊȅΩǎ ƭŀǊƎŜǎǘ ǳƴƛǘǎ
Å22 beds (+  4 Mental Health Assessment Unit 

beds in the ER)



In The Beginning

Å2009- a year of opportunity!

ÅPurposeful, fresh start

ÅEnergy, vision, big ideas



New Team

ÅChoice of who to hire

ÅFresh faces, fresh energy

ÅNo professional baggage

ÅNo prior conflicts

ÅNo bad habits

ÅOpportunity to start on the right foot

Åclinically AND culturally



We Had Time

ÅTo think

ÅTo plan (a little)

ÅTo develop a culture

ÅTo develop a philosophy of care ςwoven 
through
Åpolicies, procedures, practice standards, 

treatment plans



Starting Priorities

ÅPurposeful recruitment

ÅNon hierarchical approach

ÅStaff working to full scope of roles

ÅValuing: 
ÅShared learning
ÅGenuineness
ÅFallibility
ÅMutual support
ÅShared responsibility/investment
ÅFUN!!!



The Open Road

ÅA time of feeling good

ÅLow (no) staff turnover

ÅLittle conflict/internal 
tension

How long would this last?



About
1,345 days



¢ƘŜ {ǘƻǊƳΧ



What happened?

ÅBed Expansion

ÅTeam Growth

ÅIncreasing Acuity/ 
Workload Pressures 

ÅPsychological Burden of 
the work



Bed Expansion
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Average Length of Stay
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Yearly Admissions
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Team Growth

ÅDynamics and challenges
ÅRole Confusion

ÅRecruitment/Retention of Nurses
ÅVaried experiences



Increased Acuity

Åҧ /ƻƳǇƭŜȄ /ŀǎŜǎ
ÅPsychiatric presentations

ÅMedical co-morbidities

ÅSignificant Risk Issues
ÅSelf harm

ÅViolence /Aggression

ÅLack of standards /evidence



Effect On Staff

ÅOverwhelmed
Åάƴƻǘ ǿƘŀǘ L ǎƛƎƴŜŘ ǳǇ ŦƻǊέ

ÅLess positive
ÅάǿŜ ŎŀƴΩǘ Řƻ ǘƘƛǎέ

ÅHighly critical



Effect On Staff

ÅBurnout
ÅPhysical fatigue
ÅHeadaches
ÅSleep difficulties
ÅSick calls
ÅEmotional exhaustion 

ÅRetention ƻŦ wbΩǎ



Consistent With The Literature

ÅUp to 67% of mental health workers 
experience high levels of burnout

ÅHigh patient acuity is correlated with high 
levels of burnout

ÅExposure trauma stories affects resiliency

Morse et al., 2012



As leaders, we had to stop and 
find our way



Self Reflection

ÅWillingness, openness to hearing the issues

ÅRadical acceptance 

ÅCommitment to doing something about it



Research Where To Go 



RNAO: Healthy Work Environments

ÅHealth and well-being of 
the nurse

ÅPatient/client outcomes

ÅOrganizational 
performance and societal 
outcomes





ÅCulture
ÅOpen

ÅBlame-free

ÅClimate 

RNAO: Healthy Work Environments



Mental Health Commission of 
Canada

A psychologically healthy and 
safe workplace:

ÅPromotes workers' 
psychological well-being 

ÅActively works to prevent 
harm to workers 
psychological health





ÅOrganizational Culture

ÅPsychological & Social Support

ÅClear Leadership & Expectations

ÅCivility & Respect

ÅPsychological Demands

ÅGrowth & Development

ÅRecognition & Reward

ÅInvolvement & Influence

ÅWorkload Management

ÅEngagement

ÅBalance

ÅPsychological Protection

ÅProtection of Physical Safety

13 Workplace Factors



ÅIdentification and elimination of hazards 

ÅAssessment and control of the risks with hazards 
that cannot be eliminated

ÅStructures and practices 

ÅCulture

Mental Health Commission of 
Canada: A Framework



RNAOHealthy 
Workplace BPG

Mental Health 
Standards

Blame Free Culture

Climate

Specific programs that promote 
wellness

Keyvalues of respect, honesty, 
trust, cooperation

Balance between leadership and 
staff participation in initiatives

13Workplace Factors

Hazards 

Assessment and control of the 
risks with hazards that cannot be 
eliminated

Structures and practices that 
promotepsychological health

Culture that promotes
psychological health



Self reflection exercise

What is the weather like on your road?

What road signs are you seeing? 



But how?



Where did we want to go next?



Employee Engagement

ÅFamiliar term

ÅTop priority for organizations

ÅLess than 20% of staff are engaged

.ǳǘΧΧΦ



Employee Engagement

ÅConfusing concept
ÅYour understanding?

ÅMany interrelated terms
ÅWorkaholism
ÅJob satisfaction
ÅOrganizational commitment

ÅLittle academic literature



Engagement Defined

ÅPurposeful behaviour towards organizational 
goal

ÅHigh level of energy

ÅStrong identification with work

ÅEnthusiasm

ÅEmotional and intellectual commitment

Shuck, B., & Wollard, K. (2010), Bakker, A. et al (2008), Saks, A. (2006).



Antecedents to Engagement

What promotes engagement?

1. Personal resources
I. Meaning in the work performed/ self 

worth
II. Psychological safety
III. Psychological availability

Maslach, C., Schaufeli, W. B., & Leiter, M. P. (2001)



Antecedents to Engagement

2.   Job resources
I. Workload
II. Control
III. Rewards
IV. Community
V. Values
VI. Respect

Maslach, C., Schaufeli, W. B., & Leiter, M. P. 
(2001)



But Why?...

ÅWhy does changing job resources make a 
difference?

ÅWhy do some people respond better to specific 
job resources?

Individual needs matter ςthey are at the heart of 
engagement



Motivation

ÅWhat keeps us going?  

ÅWhy do we act?

ÅNot easy either

ÅE(p.g) or F(p,g) = f (Va(G)/e(p,g)

ÅNo integrative model

ÅGenerally recognized as either 

intrinsic or extrinsic



Personal Needs

Five primary sources of motivation:

1. Instrumental
2. Intrinsic
3. External Self concept
4. Internal Self concept
5. Goal Internalization Motivation

BarbutoBarbuto, Jr, J. E., & Scholl, R. W. (1998). Motivation sources inventory: 
Development and validation of new scales to measure an integrative taxonomy 
of motivation. Psychological Reports, 82(3), 1011-1022.



Seems complicated

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

ÅDifferent sources for different tasks?

ÅDifferent sources at different times?



Take home messages

Å¦ƴŘŜǊǎǘŀƴŘƛƴƎ ǘƘŜ άǿƘȅέ ƛǎ ƛƳǇƻǊǘŀƴǘ
ÅWhy do I?
ÅWhy do you?

ÅAvoid assumptions ςwe are not all motivated 
by the same needs

ÅEfforts can target specific driving factors



DŜǘǘƛƴƎ ōŀŎƪ ƻƴ ŎƻǳǊǎŜΧ

ÅAddressing our workplace CULTURE
ÅEngaged senior leadership for support

ÅLinked what was happening to costly expenses ς
sick time, overtime, retention of staff

ÅAdvocated and lobbied for improvement
ÅPlaced into our strategic plan

ÅWorking group exploring low morale, root 
causes and interventions



Our quest for renewed culture

²Ƙȅ ŀ ǊŜǘǊŜŀǘΚ ¢ƘŜƳŜΥ ά/I!bD9έ

Focused on the impact of the work
ÅIndividually & Collectively

Concepts
ÅResiliency
ÅWillingness
ÅOpenness
ÅPositive psychology



When you change the way you look 
ŀǘ ǘƘƛƴƎǎΧ ǘƘŜ ǘƘƛƴƎǎ ȅƻǳ ƭƻƻƪ ŀǘ 

change



Linking Positive Brains to 
Performance

Å 10% of our happiness predicted by our external world.

Å 90% of our long term happiness predicted by how we 
processthe world.

Å 75% of job successes are related to:

-social support

-optimism levels

-seeing stress as a challenge instead of a threat



Linking Positive Brains to 
Performance

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

o Energy rises
o Intelligence rises 
o 30% more productive 
o More resilient
o Less burnout
o Less turnover



Linking Positive Brains to 
Performance

You can train your brain to become more positive, over 
a 2 min span done 21 days in a row...


