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Abstract

Creating a practice environment that completely engages nurses in their practice
IS @ major concern in the nursing profession (Sayed et al., 2019). Improving practice
environment has become a worldwide issue since there is still nursing shortage
around the globe (Almuhsen et al., 2017).

Thie purpose of this study is to determine the relationship of Practice
Environment and Work Engagement of Staff Nurses in a Specialized Hospital in the
Kingdom of Saudi Arabia.

This study utilized a quantitative, non-experimental, descriptive correlational
research design. Practice Environment Scale of the Nursing Work Index (PES NWI)
(Lake, 2002) and Utrecht Work Engagement Scale (UWES) (Schaufeli & Bakker,
2004) were used in this study to measure practice environment and work engagement
of staff nurses in a Specialized Hospital in the Kingdom of Saudi Arabia.

This study showed that staff nurses have high perception on their practice
environment (3.93 £SD .507) and average level of work engagement (4.2 £ .910). In
addition, it proved a positive significant correlation between Practice Environment and
Work Engagement of Staff Nurses in a Specialized Hospital in the Kingdom of Saudi
Arabia. Furthermore, there is a positive significant correlation between Work
Engagement and Demographic Characteristics in terms of age, educational
attainment, and years in current unit.

Nurse administrators, managers and leaders hold a vital role in practice

environment and work engagement in reviewing practices, policies, and procedures.

Keywords: work environment, work conditions, practice environment, work engagement, work

environment and work engagement, practice environment and work engagement.

Practice Environment and Work Engagement of Staff Nurses
in a Specialized Hospital in the Kingdom of Saudi Arabia Xi



Chapter |

THE RESEARCH PROBLEM

Background of the Study

Creating a practice environment that completely engages nurses in their
practice is a major concern in the nursing profession (Sayed et al., 2019). Improving
practice environment has become a worldwide issue since there is still nursing
shortage around the globe (Almuhsen et al., 2017). According to the review by
Copanitsanou, Fotos & Brokalaki (2017), a positive work environment decreased
burnout, intention to leave and increased satisfaction. The need to investigate the
strategies used to retain skilled personnel through job engagement is supported by
the ongoing demands to lower costs and enhance healthcare quality. In the Kingdom
of Saudi Arabia (KSA), this is particularly important as majority of healthcare workers
like nurses are foreign nationals whose recruitment is expensive (Aboshaigah et al.,
2016).

Practice environment refers to the attributes of the organization in an employment
location which supports or impedes nursing professional practice (Lake, 2002). The six
essential requirements for healthy workplace environments (HWE) which includes
effective  decision-making, true collaboration, authentic leadership, skilled
communication, appropriate staffing, and meaningful recognition (Ulrich, Barden,
Cassidy, & Varn-Davis, 2019). Work engagement refers to a positive and satisfying
mental state connected to work identified through absorption, dedication, and vigor
(Bakker & Albrecht, 2018). Other workers and job-related elements such work history,
peer relationships and support, effective leadership, and communication can all

influence employee engagement (Aboshaigah, et al. 2016).

Practice Environment and Work Engagement of Staff Nurses
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Almuhsen et al. (2017) study revealed a moderate high perception on nurses’
work environment in Saudi. Aboshaigah et al. (2016) research revealed high level of
nurses’ work engagement in Saudi. Both studies showed that the perception on
practice environment with work engagement level of nurses differ with demographic
characteristics.

The study of Park & Lee (2018) revealed a significant positive relationship
among nurses’ work environment with work engagement in Korea. Rohail and
colleagues (2017) study showed a significant positive correlation for both work
environment and engagement with organizational commitment of nurses in Pakistan,
as with the study of Hanaysha (2016) in university employees in Malaysia.

Ulrich et al. (2019) study revealed that nurse and patient outcomes are
correlated with work environment as with Copanitsanou, Fotos & Brokalaki (2017)
review showed that patients are more satisfied with nursing care in areas with positive
work environment. An HR Solutions case study of healthcare employees determined
that 85% of employees that were engaged showed a genuine caring attitude to patients
("Employee Engagement Drives Quality Patient Care," 2021).

The researcher works as a charge nurse in a Joint Commission International (JCI)
accredited Specialized Hospital in Riyadh, KSA. The hospital has ongoing applications
for Saudi Central Board for Accreditation of Healthcare Institutes (CBAHI) and Magnet
Recognition when Covid 19 pandemic occurred. Staff nurses in this hospital are
encouraged to active participation in achieving excellence in the healthcare profession
and practice while coping with the ever-changing healthcare delivery system and
demands, reorganization of nursing administration and management, and shortage of
staff nurses. The nurses depend on support from nursing leadership and management.

Studies on staff nurses’ work engagement and practice environment in KSA are

Practice Environment and Work Engagement of Staff Nurses
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limited and separate. This research can be the basis of future studies to comprehend
correlation concerning practice environment with work engagement among staff
nurses in a Specialized Hospital and in KSA. This research will also add knowledge to
perception of nurses on practice environment, work engagement level of nurses, as
well as what demographic characteristics influence work engagement of staff nurses.

This research aims to identify the correlation of Practice Environment with Work
Engagement among Staff Nurses in a Specialized Hospital in the Kingdom of Saudi

Arabia.

Statement of the Problem
This research aims to identify the correlation of Practice Environment with Work
Engagement among Staff Nurses in a Specialized Hospital in the Kingdom of Saudi

Arabia.

Objectives of the Study
The main objective of this study is to identify the correlation of Practice
Environment and Work Engagement of Staff Nurses in a Specialized Hospital in the
Kingdom of Saudi Arabia.
Specifically, it aims to answer the following questions:
1. What is the perception of staff nurses on practice environment in terms of:
1.1 nurse participation in hospital affairs;
1.2 nursing foundations in quality of care;
1.3 nurse manager ability, leadership, and support of nurses;
1.4 staffing and resource adequacy;

15 collegial nurse-physician relations?

Practice Environment and Work Engagement of Staff Nurses
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2. What is the level of work engagement of staff nurses in terms of:
2.1 vigor;
2.2 dedication;
2.3 absorption?

3. What is the relationship between Practice Environment and Work
Engagement of Staff Nurses in a Specialized Hospital in the Kingdom of
Saudi Arabia?

4. What is the relationship between Work Engagement and demographic
characteristics of Staff Nurses in a Specialized Hospital in the Kingdom of
Saudi Arabia in terms of:

4.1 age;

4.2 sex;

4.3 marital status;

4.4 educational attainment;
4.5 nationality;

4.6 position;

4.7 area of assignment;

4.8 years in the current unit?

Significance of the Study
This research can be the basis of future studies to comprehend the correlation
concerning practice environment with work engagement among staff nurses in a
Specialized Hospital and in KSA Results of this research will be significant to the

following:
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Nurse Administrators
This study can facilitate general understanding of practice environment and work
engagement of staff nurses. It may support the need to review practices, policies, and

procedures.

Nurse Managers

Nurse Managers, who are the middle persons between staff nurses and
administrators, can identify challenges in practice environment and weaknesses in
work engagement of staff nurses and collaboratively may review action plan to
maintain/improve the practice environment and work engagement and may

communicate it to nursing administrators and hospital and program directors.

Staff Nurses

This study will encourage active participation and promote awareness in
maintaining and improving practice environment and work engagement of staff nurses.
It may determine opportunities for staff nurses to control nursing practice through
nursing councils, unit committees, or champion roles. It may encourage involvement
in reviewing, revising, or creating practices, policies, and procedures to enhance

patient care.

Patients
This study may support reviewing practices to foster excellent patient experience
and satisfaction. Studies revealed staff nurses’ practice environment and work

engagement are associated with patients’ experience and satisfaction.

Practice Environment and Work Engagement of Staff Nurses
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Nursing Practice, Research and Education
This study will provide evidence on staff nurses’ practice environment and work
engagement. It may support the need to review appropriate and creative interventions

to maintain or improve the practice environment with work engagement.

Scope of and Limitation of the Study

The population of this study involved staff nurses in a Specialized Hospital in
KSA . The sample of this study consisted of staff nurses | and Il working in inpatient
departments for only more than three months. Nurses in administrative and
management positions, nurse assistants, and cross-trainees from Ambulatory Care
Services (Outpatient Department/OPD and Cardiac Investigation Unit/CIU) were not
included in this research.

This research is a quantitative, non-experimental, and descriptive correlational
research design. It aims to identify the correlation of Practice Environment and Work
Engagement of Staff Nurses in a Specialized Hospital in the Kingdom of Saudi Arabia.
This study does not intend to modify the practice environment or introduce work
engagement strategies. This study was conducted during post Covid-19 pandemic.

This study commenced from October until December 2022.

Practice Environment and Work Engagement of Staff Nurses
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Chapter Il

THEORETICAL BACKGROUND

Review of Related Literature

This chapter includes related literature review about practice environment; work
engagement; the correlation of practice environment with work engagement; and the
correlation of work engagement with demographic characteristics.

Google Scholar, Google Search, PubMed, ResearchGate, ScienceDirect, and
Science Direct databases were used for literature searches. The keywords used were
work environment, work conditions, practice environment, work engagement, work
environment and work engagement, practice environment and work engagement.

It also includes instruments that measure practice environment and work
engagement, synthesis, theoretical framework, conceptual framework, operational

definition, and statement of the hypotheses.

Practice Environment

Practice environment assists nurses to perform at the highest standard of clinical
practice to function effectively within an interdisciplinary team of healthcare workers
and fast mobilization of resources (Lake, 2007). The World Health Organization
defines healthy workplace as one in which workers and managers work together to
utilize continuous improvement procedure that protects and promotes the health,
safety, and welfare of employees as well as the sustainability of the workplace through
recognized needs in physical and psychosocial work environment (work organization
and workplace culture); workplace personal health resources; and community

participation (Burton, 2021). The American Nurses Association (ANA) had made the
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Nurses Bill of Rights which includes the seven (7) fundamental principles about
workplace expectations and environments to let nurses function to the best of their
ability (ANA Enterprise, n.d.). The American Association of Critical Care Nurses
(AACN) has outlined six (6) essential standards for healthy workplace environments
(HWE). It includes effective decision-making, true collaboration, authentic leadership,
skilled communication, appropriate staffing, and meaningful recognition (Ulrich et al.,
2019).

Practices involving healthy work environment are done to increase nurses' health
and wellbeing, quality of patient care and social outcomes, and institutional
performance to the highest level (Er & So6kmen, 2018). Healthy nurse work
environment is empowering, safe, and satisfying leadership (Wei, Sewell, Woody, &
Rose, 2018).Creating and keeping a healthy work atmosphere is important for nurses’
satisfaction and retention, patient safety, and care quality—all are vital to the financial
stability of healthcare organizations. Magnet Designation identifies hospitals that have
positive outcomes for both nurses and patients as well as healthy work environment.
An ideal work environment appreciates abilities and contributions of employees,
promotes effective two-way communication and support between employees and
organizations, and empowers active decision-making, teamwork, involvement, and
peer cohesion leadership (Wei, Sewell, Woody, & Rose, 2018).

Almuhsen et al. (2017) study on the practice environment of nurses in Saudi
revealed a moderately high perception of the work environment. The study
recommended nurse administrators to guide and teach nurse managers in allowing
nurses to make a healthy work environment. This research helps create a safer patient
care environment and a healthier nurse practice environment.

The Practice Environment Scale of the Nursing Work Index (PES NWI) tool

Practice Environment and Work Engagement of Staff Nurses
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evaluates practice environment and have five dimensions such as nurse participation
in hospital affairs; nursing foundations in quality of care; nurse manager ability,
leadership, and support of nurses; staffing and resource adequacy; and collegial

nurse-physician relations (Lake, 2002).

Nurse Participation in Hospital Affairs

Nurse participation in hospital affairs refers to the opportunity for staff nurses to
contribute to hospital and nursing committees as well as hospital policy decisions
(Zahran et al., 2018).

To be able to build capacity for career development, collaborative efforts are
required in the whole nursing structure so that it will be established within the
professional development, ensure its sustainability, and allow nurses to be and do their
best. Career development through basic or continuing education programs is one way
of supporting nurses to impact their environment and make changes. Peachey (2002)
showed the perception of nurses on leadership empowering behavior was significantly
connected to workplace empowerment structures like access to formal and informal
power, resources, opportunities, and support (Donner & Wheeler, 2001).

Sodeify et al (2013) explained that perception on support from managers affects
the performance of employees. Studies emphasize encouraging creativity, innovation,
continuous learning opportunities at work, and transformational leadership to enhance
performance of employees.

Almuhsen et al. (2017) study showed that nurses had moderate perception. It is
recommended in magnet hospital research to have a senior management nurse leader
in organizational to allow nursing sufficient capability to impact policy decisions or

actions regarding concerns relating to nurses. A chief nurse who supports a solid and
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influential nursing presence in the company is one who allows clinical practice
autonomy and control over nursing practice, open and communicative, supports
participative management. Many nurses succeed in workplace wherein empowerment
structures increase autonomy, control, power, and opportunity for nurses. Work
environments in nursing that allow employees more involvement in making decisions
and control over their working conditions were correlated to increased performance
and satisfaction of employees.

Furthermore, there is an association on high control over nursing practice and
positive outcomes such as lower nurse burnout, decreased patient mortality rates and
lesser staff turnover rates. Both job satisfaction and nurse retention are improved in
organizations that increase autonomy. According to Kieft and colleagues (2014), to
enhance patients’ experience, nurses must have autonomy over their practice
(Almuhsen et al., 2017).

El-Jardali and his research team (2011) conveyed that nurses who participate
less in decision-making at work experience professional burnout. Applying a sharing-
based management system in the work environment gives authority to nurses and
improves institutional affairs participation (Er & S6kmen, 2018).

An ideal work environment appreciates abilities and contributions of employees,
promotes effective two-way communication and support between employees and
organizations, and empowers active decision-making, involvement, teamwork, and
peer cohesion (Wei et al, 2018).

Although the mean of the Alrefaei et al. (2022) study was lower than relevant
studies, nurses generally agreed when it came to nurse participation in hospital affairs.
It might be due to attempts of MOH to apply decentralized management approaches

in KSA. Most healthcare decisions are still made by top management; thus, unit nurse
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leaders have limited authority leading to restrictions on their ability to impact nursing

practice environment quality.

Nursing Foundations in Quality of Care

Nursing foundations in quality of care shows hospitals offering preceptorship
programs, active in-service, and continuous education programs for nurses to develop
(Zahran et al., 2018).

To gain and maintain current knowledge and skills for patient care, health
professionals should continuously learn about research and treatment advancements
in both in their fields and related fields to be very effective (IOM, 2010).

Almuhsen et al. (2017) study showed nurses had high perception. Nurses in
America reported that perception of care quality was correlated with the accessibility
on educational opportunities. In nursing settings, nurse and patient outcomes are
developed in institutions which support professional development of nurses and
uphold high nursing standards within a nursing model of care. According to Kelly and
colleagues (2013), nurses scored foundations for quality of care the greatest than
other dimensions (Almuhsen et al., 2017).

The risk of exposure to incidents rises since there is no time for training or access
to educational programs. To stay up to date with medical technology advancement,
nurses must acquire higher skill levels, which increases their risk of mental stress than
other healthcare workers (Manyisa & Van Aswegen, 2017). In addition, staff nurses’
experience and competencies level proved to help in managing amount of work (van
Bogaert et al, 2017).

When work environment has conditions that support nurses, quality services can

be delivered. There is a direct relation between safe patient care and work environment

Practice Environment and Work Engagement of Staff Nurses
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quality of nurses. In positive work environments, it is possible to provide effective
healthcare services if individuals are both physically and mentally healthy. In hospitals
with quality initiatives, positive outcomes for employees in terms of quality of staff and
professional development through training may be produced. It is possible to question
patient care through quality initiatives. Low involvement in making decisions in work
results in professional burnout of nurses (Er and Sékmen, 2018).

During handover, outgoing shift nurses share and discuss patient information
with the incoming shift nurse and issues in the patient's’ care will be emphasized and
clarified. This process will guide nurses in planning routines and prioritizing the needs
of patients within the shift to ensure continuity of care. An effective handover is critical
in making sure that the incoming nurse receives all important patient information to
facilitate continuity of patient care and safety (Wong et al., 2019).

Preceptors can assist new nurses cope in practice area and share expertise
needed in work. Through this, there is a decrease in new nurses’ stress level when
interacting with their mentors regularly. In addition, an earlier study discovered that
preceptorship can critically influence communication of preceptees with patients or
other healthcare professionals (Hong & Yoon, 2021).

Earlier research demonstrated challenges that nurses perceive in application of
standardized language in nursing and the enunciation of nursing diagnoses as they
believe this is not adequate to reflect clinical practice or the health status of patients.
It was reported standard nursing diagnoses are not easy to use in all situations and

may be not relevant (Cachon-Pérez et al., 2021).

Nurse Manager Ability, Leadership, and Support of Nurses

Nurse manager ability, leadership, and support of nurses refers to whether the

Practice Environment and Work Engagement of Staff Nurses
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supervisory staff supports the practice of nurses (Zahran, Gad, & Al- Sayed, 2018).
Almuhsen and colleagues (2017) research showed nurses had moderate
perception. Nursing leadership is demonstrated in magnet hospitals through the
establishment of basic organizational support. General nursing research has
established that strong nursing leadership in practice setting is a key predictor of
improved results for patients and nurses as it allows autonomy, empowerment and
best practice over clear management structures and nursing picture. Empowering
nurses in the practice setting is correlated with demonstrating effective nursing
leadership which is linked to increased job satisfaction as well. It was less likely for
registered nurses to quit who expressed better support from their managers.
Hospitals can also enhance patient safety through Good Catch Program.
Acknowledging and rewarding employees can promote good catch submissions and
provide more chances for patient safety improvement. The Pennsylvania Patient
Safety Authority found that hospitals can more successfully analyze reported data and
apply risk reduction strategies through good catch programs (Wallace et al., 2017).
Staff nurses saw the difficulty and some barriers in communicating with the
management level in nursing department. Nurse Managers know very well that
supporting staff nurses in their daily routines facilitates teamwork as well as creating a
good team. In addition, authentic leadership behavior of nurse managers such as
supporting balanced processes, self-awareness and transparency and moral ethical
behavior is important in building positive work conditions (van Bogaert et al., 2017).
Mutual interdependency exists on healthy work environment and nurse
leadership. Nurse leaders play an important part in making a healthy work
environment, nurse job performance, and patient quality care. Healthy work

environment facilitates nurse leaders’ leadership capabilities. Nurse leadership is a
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critical element of a healthy work environment and a substantial determinant of quality
of patient care and nurses’ retention. Perceptions of nurses in the workplace were
significantly and positively correlated with nurse managers' leadership abilities.
Support of supervisors plays a significant role in the decision to remain or exit by
nurses. Nurse leadership has significance in contributing to nurse and patient
satisfaction. Improved patient satisfaction was significantly and positively correlated
with nurses' perceptions on the manager's leadership ability. Both contented nurses
and satisfied patients are the result of supportive leadership (Wei et al, 2018).

The nurse leaders competency in dealing with workplace incivility and conflicts
could affect perceptions of nurses of its occurrence and severity either favorably or not.
It was reported that there is decreased workplace incivility through better support of
nurses in the work environment. The most common reason that could change nurses'
minds who planned to leave their positions was good leadership. Relationships
between nurses and managers as well as job satisfaction and retention showed a
significant positive association. Effective nursing leadership is the precursor for journey
of nursing excellence and positive work environment (Wei, Sewell, Woody, & Rose,
2018).

Recognition also has a positive association with work satisfaction, intent not to
leave current position, and quality of care. The total effectiveness of frontline nurse
managers was linked to the environment's health, job satisfaction, and intent to leave
(Ulrich et al., 2019).

Healthcare workers’ consistent voluntary error reporting (VER) is critical to a
solid error-management system of the organization. Nurses value constructive
feedback in improving patient safety since this will let them learn from their previous

mistakes and improve in the future. Authors argued that after reporting errors, nurse
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leaders should communicate openly to involved nurses the results of investigation
through constructive feedback to facilitate learning from mistakes (Woo & Avery,

2021).

Staffing and Resource Adequacy

Resource adequacy and staffing refers to hospitals having sufficient nursing staff
and resources to provide quality care for patients (Zahran et al., 2018).

Failure to deal with local, regional, and worldwide nursing shortage will lead to
breakdown in maintaining or enhancing health care. The search for resolutions to
scarcity must concentrate on the motivation and incentives to recruit and retain nurses.
The OECD has emphasized that an essential policy concern is nursing shortages.
Numerous investigations have demonstrated a connection involving increased nurse
staffing ratios and decreased patient mortality, lesser medical complications, other
favorable outcomes (Buchan & Aiken, 2008).

Almuhsen and colleagues (2017) study revealed nurses had a moderate
perception. Among the five dimensions, the Staffing and Resource Adequacy
dimension frequently has the lowest score in all situations (Warshawsky & Havens,
2011). Increasing nursing staff can improve patient outcomes and shorter length of
stay. There is more dissatisfaction among nurses when there is inadequate staffing
overall. It is stressful and overwhelming for staff nurses when there is a lack of staff
and low teamwork as it leads to added workload. In Finnish and Dutch hospitals, a
significantly association exists between negative patient outcomes and staffing of
nurses. The quality of patient care and safety is being jeopardized by nursing staff
shortages; thus, organizations need to address issues related to nurses and patient

outcomes (Almuhsen et al., 2017).
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Lack of heath care workers is a problem in both in less developed and more
developed countries. Itis pronounced in more developed nations due to fast high-tech
health care, medical service expansion and rising aging population. The lack of African
competent health personnel has also negatively impacted the quality of care provided
in health institutions. In South Africa, the inadequate number of nurses may be due to
the following reasons: lack of visible nursing leadership, heavy workload, limited career
progression opportunities, insufficient salaries, poorly resourced workplaces, poor
working conditions, inadequate workplace safety, poor communication, and low
morale. Retirement of baby boomers has aggravated shortages (Manyisa & Van
Aswegen, 2017).

Retirement of baby boomers intensified shortage. In South Africa, staff shortage
happened due to the inadequate capacity of nursing training institutions, growth of
private sector groups, and the continuous growth of health needs of the country. In
addition, there is a lack of nurses in numerous countries because young people find
the nursing profession unappealing and believe it offers less opportunities than other
professions. The departure of healthcare personnel to prosperous countries is also an
aspect that significantly decreased the nurse-patient ratio. Nurses in public hospitals
emphasized that heavy workload, insufficient time in provision of quality patient care,
and poor staffing were predictors and stressors to quit their jobs. It was stated that in
most facilities, equipment was outdated and in poor operating order, and that replacing
and maintaining such equipment was difficult. Lack of facilities and equipment
negatively impacts the delivery of service and patient care quality. Resources are vital
in enhancing work conditions and achieving organizational goals (Manyisa & Van
Aswegen, 2017).

Rivaz (2017) study stated that having enough staff and resources significantly
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impacts job satisfaction and how well nurses perceive the quality of practice
environment. It was reported that nurses have better and positive experiences of
quality care if there are a sufficient staff.

According to Van Bogaert et al. (2017), daily practice of staff nurses determined
their workload. Nurses observed an increased turnover of patients, chronic conditions,
and acuity leading to greater and more complicated care demands. In addition, nurses
were not used to these difficult conditions. With the existing nurse staffing levels in the
area, it was not possible to deal with day-to-day care delivery and not enough to
incorporate changes. The participants in the study observed the importance of working
situations in everyday routine to balance workload. Also, disruptions to delivery of care
included phone calls, inadequate supplies and equipment, or patients admitted to the
unit requiring care outside the unit specialization.

Er and S6ékme (2018) study showed inadequate clinic nurse staffing. Nurse
staffing is a primary global concern as it affects care quality and patient safety. The
understaffing of nurses due to reduction in the nursing workforce adversely affects the
quality, efficiency and timely realization or provision of appropriate patient care. The
improvement in patients, nurses, and organizational outcomes is due to adequate
nurse staffing.

Stress levels of nurses and workload were directly related. The nurse staffing as
well as nurse work environments quality had a negative association with nurses’
burnout. According to McHugh and colleagues (2016), significant correlation exists
among nurse-patient ratio, work environment and patient care quality. A healthy work
environment and an appropriate patient-nurse ratio are complementary in improving
patient care outcomes. Aiken and colleagues (2011) reported that there should be

improvement in patient to nurse ratio as to improve patient care outcomes substantially
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in hospitals with healthy work environments (Wei, Sewell, Woody, & Rose, 2018).

According to Emmanuel et al. (2020), nurses who worked their planned hours
report that they had adequate time and opportunities to communicate with other staff
patient care concerns. Furthermore, a significant correlation was found between
working overtime and having less chances to take part in continuing education
programs, communicate patient care information with other nurses, observe fewer
patient care assignments that promote continuity of care, and witness patient care
information being lost during shift changes.

Collegial Nurse-Physician Relations

Collegial nurse-physician relations refer to high-quality work relationships
among nurses and doctors (Zahran et al., 2018).

Almuhsen and colleagues (2017) study showed that nurses had a high
perception. Nurse—doctor relationship is interdependent. Research done in America
discovered a strong association involving nurses' job satisfaction, stress levels, and
collegial relationships among general nurses. A survey conducted in New Zealand
among general nurses found that advanced levels of communal functioning, mental
health, and vitality are positively correlated with nurse-doctor relationships. In
Australia’s mental health, nurse-doctor interaction has been related the effect of nurses
to decisions on patient treatment.

Nursing and medical disciplines are expected to work closely to one another
through practice and interaction to accomplish a shared goal which is the well-being
and health and of patient care. Therefore, the most important relationship in a
healthcare team is between nurses and doctors. Excellent work relationships among
doctors and nurses are vital in making satisfying and safe practice environment in

provision of nursing care quality. The results of the investigation discovered that nurse
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and physician relationship was distinguished by cooperation (El-Hanafy, 2018).
Workplace interpersonal relationships exist among colleagues and collaborators
in a workplace. Nurses' intent to leave by giving up clinical nursing and the profession
was enhanced due to negative workplace relationships. In addition, work setting
relationships are important in establishment as well as maintenance of healthy work
environment. Furthermore, there is a widely reported incidence of workplace incivility
in nursing. An estimate of 20% productivity loss resulted from this, translating into an
annual cost of $11,581 per nurse. Workplace incivility has a major effect on nurses’
performance, retention, and job satisfaction (Wei, Sewell, Woody, & Rose, 2018).
The communication and collaboration were scored highest between RNs next is
RNs and physicians, RNs and frontline nurse managers, and RNs and administration
respectively. In addition, communication and collaboration and job satisfaction, care
guality, overall effectiveness of frontline nurse managers, and intent not to leave in
their current position were all positively related (Ulrich, Barden, Cassidy, & Varn-Davis,

2019).

Work Engagement

Work engagement is described as a positive behavior or mindset resulting to
positive job-related outcomes in which workers with high work engagement are
energetic and dedicated and immersed in their job (Roozeboom and Schelvis, 2017).
It is defined as in search for, to experience, and to hold on to the meaningful job that
allows one to live own values (Sayed, Ahmed, Bakr & Sherief, 2019).

Given the scarcity of nurses and the ongoing decline in healthcare costs, work
engagement is crucial for nurses. It was reported that work engagement of nurses is

lower than other healthcare workers. In KSA, majority of healthcare staff like nurses
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are foreign nationals whose recruitment is expensive; thus, a means of retaining them
is to improve work engagement. Other workers and job-related elements such work
history, peer relationships and support, effective leadership, and communication can
also influence worker's work engagement level (Aboshaigah, Hamadi, Salem, & Zakari,
2016). Hanaysha (2016) study revealed that high employee engagement in work leads
to high commitment to organization which may be due to high courage for achievement
and passion.

Nurse engagement concept refers to commitment and satisfaction of nurses with
their work. Certain strategies, like transformative and authentic leadership, can have a
direct or indirect impact on employee engagement at work. Social identification with
the work unit, satisfaction with interaction, relational coordination, and collaboration
with physicians predict work engagement. Also, relationships with nurse peers,
patients, and families, and support from peers, family, and management influenced
work engagement (Sayed, Ahmed, Bakr & Sherief, 2019).

Aboshaigah et al. (2016) study showed high work engagement level among
nurses working in Riyadh, Jeddah, and Dammam, KSA with dedication having the
highest mean score while vigor and absorption had nearly equal mean scores. The
investigation highlights the significance of understanding the practice environment,
demographic characteristics, and work engagement. Nurse Managers are assigned
the challenging tasks of maintaining and enhancing job engagement among nurses of
different generations and hospital affiliations.

The Utrecht Work Engagement Scale (UWES) tool evaluates work engagement
and has three dimensions such as vigor, dedication, and absorption (Schaufeli &

Bakker, 2004).
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Vigor

Vigor refers to high energy level and mental resistance in the workplace
(Hontake & Ariyoshi, 2016). It is the willingness to put effort in work and persevere
even in difficulties (Keyko, Cummings, Yonge, & Wong, 2016).

Aboshaigah et. (2016) study showed a high work engagement level of nurses
with vigor and absorption having nearly equal scores. According to Laschinger et al.
(2009), nurses experience more vigor as they interact with their patients, report feeling
more absorbed in their profession, and are proud of the treatment they deliver - when
they have the resources they need to practice professionally.

Van Bogaert and colleagues (2017) revealed a 20% vigor and 23% job outcomes
through personal accomplishment and depersonalization. Good interdisciplinary
collaboration and communication that allows nursing practice, as well as supportive
collaboration between colleagues, such as good teamwork and opportunities to speak
up and express opinions, were protective factors to balance workload, deal with
stressful work environments, be engaged for patients' total patient care (vigor and

dedication) and to stay in the nursing profession.

Dedication

Dedication refers to being intensely preoccupied in own work while feeling
enthusiastic, significant, inspired, proud, and challenged. Dedicated individuals
perceive their job as significant and hardships as challenges rather than obstacles
(Aboshaigah et al., 2016).

Aboshaigah et al. (2016) study showed nurses having high work engagement

level with dedication having the highest score. Dedication is seen as highly significant
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work engagement dimension due to its positive impact on employees and work. The
study revealed that the overall mean scores and dedication of nurses in military
hospitals were high. According to Van Bogaert et al. (2013), dedication was a predictor
of successful work results. According to reports from interdisciplinary teams,
dedication, absorption, nurse-physician relationships, and nurse management all
predicted care quality (Aboshaiqgah et al., 2016).

The research of Van Bogaert et al. (2017) revealed decision latitude has a
stimulating impact on personal achievement and dedication. Nurses have access to
relevant data, chances for learning and personal development, and supportive
relationships with peers, supervisors, and interdisciplinary teams to achieve their goals

through an empowered work environment.

Absorption

Absorption refers to being entirely concentrated and happily absorbed in work
(Keyko et al., 2016) and having difficulties separating from it (Hontake & Ariyoshi,
2016). It exhibits total interest and immersion in job losing sense of time (Aboshaigah
et al., 2016).

Aboshaigah et al. (2016) study showed a high work engagement level of nurses
with vigor and absorption having nearly equal scores. According to reports from
interdisciplinary teams, dedication, absorption, nurse-physician relationships, and
nurse management all predicted quality of care. Combination of many different
professionals within an intricate administrative structure makes a hospital environment
complicated. It is intensified in KSA hospitals because they rely heavily on a nursing
staff that is primarily made up of foreign nationals (Zakari et al., 2010). Indeed, high

scores of dedication elements of work engagement are essential (Aboshaiqgah et al.,

Practice Environment and Work Engagement of Staff Nurses
in a Specialized Hospital in the Kingdom of Saudi Arabia 22



2016). Van Bogaert and colleagues. (2017) discovered that personal accomplishment

and absorption had a less relevant direct impact on the quality of care.

Relationship between Practice Environment and Work Engagement

Hanaysha (2016) showed both work environment and engagement significantly
positively affected the organizational commitment of university employees in Malaysia.
The study revealed that high employee engagement in work leads to high commitment
to organization which may be due to high courage for achievement and passion. In
addition, co-worker and management relationships should be based on mutual respect
and knowledge sharing. It is necessary to prioritize organizational learning and culture
of continuous learning through training programs, knowledge sharing, and teamwork
behavior to help the company to deal with organizational commitment concerns and
improve competitiveness.

The study of Park & Lee (2018) revealed a significant positive association
between nurses’ work environment and work engagement in Korea through Pearson
Correlation. Its study emphasized the significance of the role of chief nurses in
enhancing the work conditions to improve work engagement that allows
communication between nurses and creates a supportive environment in the ward. It
suggested that nursing administrators monitor nurses' practice environment and
implement strategies to enhance it, as work engagement is related to job satisfaction
and intent to stay in the hospital and in nursing. Nurse managers are optimally
positioned as leaders in hospital environments to enhance nurses’ engagement
(Sayed et al., 2019).

Rohail et al. (2017) investigation revealed a significant positive correlation for

both work environment and engagement with organizational commitment of nurses in
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Pakistan through Pearson Correlation. Its study concluded that nurses would feel
confident, relaxed, work wholeheartedly and be more committed to the organization
through a good working environment. Therefore, there will be an increase in employee
engagement and positive acceptance of all organizational challenges to achieve
organizational goals. It recommended that the organization provide a good practice
environment to nurses to increase organizational commitment and provide good care
to patients. Ways to enhance the organizational commitment of nurses have been
enumerated in the study as well.

Nurses’ perception in professional practice environment influences job
satisfaction. It is well-documented that nurse satisfaction significantly impacts both
nurses and patients. Furthermore, Zelenikova et al. (2020) study discovered that a
high level of nurse satisfaction was associated to internal work motivation.

In a highly competitive and demanding healthcare industry marked by rising
workloads and constrained resources, creating a work atmosphere which fosters
positive attitudes and behaviors is essential. The need to have flexible and engaged
healthcare professionals was highlighted throughout the Covid 19 pandemic.
According to Wang and Liu's research, nurses are more engaged when they work in a

supportive workplace with enough resources (Szilvassy & Sirok, 2022).

Relationship between Work Engagement and Demographic Characteristics
Most common demographic attributes were age, education level, and years of
nursing experience. More highly educated nurses have higher jobs and organizational
satisfaction. Additionally, age, years of experience, and work engagement are
positively correlated. The study found that several personal characteristics of nurses

had independent influences on their work engagement (Aboshaigah et al., 2016).
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Aboshaigah et al. (2016) study showed that female nurses had high mean
scores on all dimensions and total engagement but most significant for dedication;
married nurses had high mean scores on all dimensions (equal scores on absorption
and dedication); divorced or widowed had the lowest mean scores for dedication.
Furthermore, years of experience were significantly and positively correlated with
dedication scores; age and qualification were positively correlated with dedication. In
multivariate analysis, higher qualifications were statistically significant and positive
predictors of absorption and vigor. Older age was a negative predictor.

Hontake & Ariyoshi's (2016) study showed no relationship between the level of
education, work engagement, or job rank and work engagement. Hosseinpour-
Dalenjan et al (2017) study showed that ICUs had the highest work engagement while
lowest in NICUs. Park & Lee's (2018) study showed that the married groups had

significantly higher work engagement than the single groups.

Instruments that Measure for Practice Environment and Work Engagement

The Practice Environment Scale of the Nursing Work Index (PES NWI) was
utilized in the study of Alimuhsen et al. (2017) regarding perception of nurses’ work
environment in KSA. Wei et al. (2018) review found that one out of three leading tools
used to evaluate nurses' work environments was the Practice Environment of the
Nursing Work Index Revised, as Norman & Sjetne's (2017) review found that Nursing
Work Index (NWI) was the most frequently used questionnaire in measuring
nurses’.practice environment.

Utrecht Work Engagement Scale (UWES) was used in the study of Aboshaigah
Hamadi, Salem, & Zakari (2016) regarding nurses’ work engagement in KSA as with

the study of van Bogaert, Peremans, Heusden, et al. (2017) regarding burnout and
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work engagement and nurse reported job outcomes and quality of care of nurses in
Belgium and the study of Hontake & Ariyoshi (2016) regarding work engagement, job
demands, job resources, and nursing competence of nurses in Japan. Keyko et al.
(2016) review on work engagement found that Utrecht Work Engagement Scale
(UWES) was utilized to evaluate nurses' work engagement.

Both PES-NWI and UWES were utilized in the research of Zahran et al (2018)
about the practice environment and work engagement of nurses in Egypt while Park &
Lee (2018) used UWES on the study about the work environment and work
engagement of nurses in Korea as with Hosseinpour-Dalenjan et al. (2017) on a study
about workplace incivility and nurses’ work engagement in Iran.

This study utilized the Practice Environment Scale of the Nursing Work Index or
PES-NWI by Linda H. Aiken (2002) and the Utrecht Work Engagement Scale or UWES

by Wilmar B. Schaufeli and Arnold Bakker (2004).

Practice Environment Scale Nursing Work Index (PES-NWI)

The 1986 NWI (Nursing Work Index) information at a sample of the initial magnet
hospitals from staff nurses were factor-analyzed to create the Practice Environment
Scale of the Nursing Work Index (PES NWI). The psychometric properties of the PES-
NWI were created at individual and hospital levels. The specifications for the use of
the NQF measures, involving the PES-NWI, were developed by Joint Commission on
Accreditation of Healthcare Organizations.

In 2006, the National Database of Nursing Quality Indicators (NDNQI) included
the PES-NWI as part of the yearly nurse survey. It is one of the subscales utilized to
characterize and contrast practice settings in various nonmagnet and magnet

hospitals. It was utilized to evaluate how practice environment affects nurse and patient
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outcomes. It provided extensive evidence that practice environment differences relate
to satisfaction, intent to leave, nurse burnout, turnover, needle stick wounds, and
disabilities that job related. A study discovered a relationship between patient
satisfaction and practice environment differences, but not patient death, while another
research shown that hospital practice environments were related to level of nurse
staffing but not to community or hospital bed sizes.

PES-NWI is one of the main tools based on the critical criterion of theoretical
relevance. It contains theory-based domains (four) and staffing or workload domains.
The content of tools designed for nursing practice has a greater face validity and
relevance than that of generic content of tools made in behavioral or management
research to utilize in various work.

The only tool that includes magnet hospital reference scores available for both
original and ANCC magnet hospitals is PES-NWI, which also has a more recent body
of evidence. It is the most useful tool that researchers and managers can use to
describe or compare settings, guide, or evaluate interventions, or predict outcomes. It
is easy to use, theoretically comprehensive, valid, and reliable, and has reference
scores for both exemplary and typical environments (Lake, 2007).

PES-NWI is a 31-item scale reversed by Lake (2002) based on NWI which is
created to evaluate job satisfaction and perception on productivity of nurses (Liou &
Grobe, 2008). Zahran et al. (2018) study used PES-NWI as a 5-point Likert Scale
ranging from strongly disagree (1) to strongly agree (5) to measure the perception of
nurses in a nursing practice environment as with Hameed & Hussain (2019) study used

PES-NWI to evaluate the perception of nurses on the practical environment.
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Utrecht Work Engagement Scale (UWES)

Confirmatory factor analyses confirmed UWES'’ superiority to the one-factor
model as well as its good fit to the data from other samples in Netherlands, Spain, and
Portugal. The confirmatory factor analyses of UWES showed nearly connected three-
dimensional structure. The correlations among the three dimensions frequently
surpass 0.65. The analyses in detail showed that the loadings of the maximum three
items varied significantly among three countries samples. The internal consistency of
the three dimensions of UWES is good; all case values of Cronbach's a equal or
surpass the critical value of 0.70. Its scores are relatively stable across time. Two, year
stability coefficients for vigor, dedication, and absorption are 0.30, 0.36, and 0.46,
respectively. As predicted, the UWES comprises of three highly correlated scales that
psychometric findings validate factorial validity of the UWES. Additionally, this trend of
associations is noted across samples from different countries that confirms the cross-
national validity of the three-factor solution. Engagement is a construct that is
composed of three closely connected factors assessed by three internally consistent
scales (Schaufeli & Bakker, 2004).

Among a sample of Japanese workers in many occupations, higher UWES score
was associated to improved health, job satisfaction and performance as well as
turnover in American nurses sample. UWES is most used as a standard measurement
tool in work engagement studies. Most current knowledge on work engagement is

taken from studies based on UWES findings (Kulikowski, 2017).

Synthesis
Nurses' practice environment goes beyond the physical structure of the clinical

unit or hospital setting. It includes personal and interpersonal factors that define the
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relationship of nurses to the psychological aspects of work, leading to quality, safety,
and patient care satisfaction.

Over the years, several studies have been undertaken on nurses’ practice
environment and work engagement in different parts of Asia and other countries.
Significantly, among the studies that emphasize the significance of practice
environment perception and work engagement level of nurses in KSA are by
Almuhsen and colleagues (2017) and Aboshaigah and colleagues (2016), while
Zahran and colleagues (2018) research in Egypt is about nurses’ practice environment
and work engagement. Studies have shown that nurses' demographic characteristics
influence their practice environment perception and work engagement level. These
three (3) studies used Practice Environment Scale Nursing Work Index (PES-NWI) and
Utrecht Work Engagement Scale (UWES) for measuring practice environment and
work engagement, respectively, like previous studies and reviews about the variables.

The studies and reviews on practice environment and work engagement
recommend improving the practice environment and maintaining or strengthening the
level of work engagement which are drivers of nurse satisfaction, retention,
organizational commitment, and, most importantly, providing quality and safe care.
Nurse administrators, managers, and leaders are vital in the practice environment and
work engagement in reviewing, revising, or creating practices, policies, and

procedures.

Theoretical Framework
This study utilized Conceptual System and Goal Attainment Theory by Imogene
King.
Concepts are abstractions of the environment of each person. It represents
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knowledge in comprehending interaction and relationship of individuals and groups in
any environment which is useful in nursing situations. An individual starts to name
people and things in the environment from his or her concrete sensory experiences
and perceptions. Human variables such as patients, their families, physicians,
administrators, etc., found in nursing situations make nursing complex. Nurses play
varying roles and are presumed to do several tasks in healthcare institutions.

Figure 1 shows the Conceptual System by Imogene King. It shows the

interrelatedness among individuals, groups, and society.

Figure 1. Conceptual system.
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Furthermore, concepts that provide knowledge regarding personal systems
(individuals) include self, body image, perception, learning, growth and development,
personal space, and time; interpersonal systems (groups) such as role,
communication, interaction, transaction, interpersonal relations, and stress; and social
systems (society) include organization, power, authority, status, and decision making.
These concepts are three dynamic interconnected open systems that will act as center
for organizing knowledge about people, communities, and society and are

interconnected when observed in any concrete nursing situation. This conceptual

Practice Environment and Work Engagement of Staff Nurses
in a Specialized Hospital in the Kingdom of Saudi Arabia 30



framework aims to assist individuals, groups, and society maintain health during
interaction in their environment, in which every system is an element in the total
environment (King, 1992).

Tohemer, Alkrisat & Alatrash's (2017) review of the theoretical application of
views in hospital staff engagement showed that King assumes that individuals are
open systems that interact constantly with their surroundings. Regardless of
geography or culture, the aim of this networking type is the welfare of persons, groups,
societies, and the world. Making decisions is essential to utilizing resources, carrying
out essential tasks, and achieving the system's goals. Goal Attainment Theory is
suitable for any interpersonal interaction among healthcare professionals among
various disciplines.

A framework for comprehending complex interactions in general and in nursing
specifically was made available by the Conceptual System. It provides nurses with a
framework for better understanding of self-care and others, providing guidance on how
to interact with patients and peers in the healthcare setting. The Goal Attainment
Theory provides a process for setting common attainable goals for nurses, patients,
peers, and administrators. It provides a tool for organizations to accomplish specific
clinical outcomes through application of the four main concepts which are perception,
communication, interaction, and transaction. Goal Attainment Theory applies as a
theoretical framework on the effect of the nurse-manager relationship on work
engagement, commitment, and patient satisfaction.

As applied to my study, Imogene King's Conceptual System holds that the
researcher's expectation that practice environment dimensions can be distributed in
personal and interpersonal systems, such as personal systems including nurse

participation in hospital affairs and nursing foundations of care while interpersonal
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systems include nurse manager ability, leadership, and support for nurses, staffing
resource adequacy, and collegial nurse-physician relations. The three systems
encompass work engagement. Personal Systems include demographic characteristics
of staff nurses as well. Social Systems include Specialized Hospital in KSA.

Also, as applied to my study, Imogene King's Goal Attainment Theory holds that
the researcher expects that the mutual goal of the staff nurses, nurse managers and
administrators, and the hospital is to have a healthy practice environment and high
work engagement to improve both nurses' and patients' outcomes.

As applied to my study, the four main concepts hold that the researcher expects
that the personal, interpersonal, and social systems apply to the perception of staff
nurses in the practice environment and work engagement level; and communication,
interaction, and transaction among the three systems is to achieve a healthy

environment that is engaging for staff nurses.

Conceptual Framework
Figure 2 shows the Conceptual Framework of this study. It shows the

relationships of variables in this study.
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Figure 2. Conceptual framework.

The box on the left is the Practice Environment, which will be measured in 5
dimensions as shown above — is independent variable (X). The first box on the right is
the Work Engagement, which will be assessed in 3 dimensions as shown above - is
the dependent variable (Y). Furthermore, the independent variable (X) will be
correlated with the dependent variable (Y), represented by a connecting straight line
between the two boxes.

In addition, the second box on the right is the demographic characteristics, such
as age, sex, marital status, educational attainment, Nationality, area of assignment,
and years in the current unit. This is the confounding variable of this study. The
dependent variable (Y) will be correlated with the confounding variable represented by

a broken line between the two boxes.
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Operational Definition of Terms
1. Practice Environment refers to the characteristics of the organization in a work
location that supports or impedes nursing professional practice (Lake, 2002). It
involves the five dimensions and as follows:

a. Nurse Participation in Hospital Affairs wherein professional autonomy was
described as the hospital nurse's valued standing and participatory role
(Nelson-Brantley et al., 2018).

b. Nursing Foundations for Quality of Care wherein traits that represent a

pervasive nursing philosophy and practical competence for a high level of patient

care are what constitute excellent professional nursing practice (Nelson-

Brantley et al., 2018).

c. Nurse Manager Ability, Leadership, and Support of Nurses wherein a nurse
manager who assists nurses in disagreement with others or when mistakes
are made and acknowledges a job well done is seen to be providing
management assistance (Nelson-Brantley et al., 2018).

d. Staffing and Resource Adequacy wherein having adequate staff and support
resources to deliver high-quality patient care (Nelson-Brantley et al., 2018).

e. Collegial Nurse-Physician Relations whereby good working connections
between nurses and doctors, including teamwork and collaboration, are
referred to as effective interprofessional interactions (Nelson-Brantley et al.,
2018).

2. Work Engagement is a pleasant, affective-motivational state characterized by
high energy, dedication, and a strong work focus (Bakker & Albrecht, 2018). It
includes three dimensions and as follows:

a. Vigor refers to high energy and mental resilience while working, the willingness
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to invest effort in one's work, and persistence even in the face of difficulties
(Schaufeli & Bakker, 2004).

Dedication refers to being intensely involved in one's work and experiencing a
sense of significance, enthusiasm, inspiration, pride, and challenge (Schaufeli
& Bakker, 2004).

Absorption refers to being intensely involved in one's work and experiencing a
sense of significance, enthusiasm, inspiration, pride, and challenge (Schaufeli

& Bakker, 2004).

. Demographic Characteristics are statistical data about characteristics of a

population (Demographics Meaning. Demographics Meaning | Best 5
Definitions of Demographics, n.d.).
This study includes age, sex, marital status, educational attainment, Nationality,

position, area of assignment, and years in the current unit.

. Age is defined as when a being has existed (Dictionary.com, (n.d.). In this

study, it refers to 21-30, 31-40, 41-50, or >51 years old.

. Sex is defined as being male or female (Merriam-Webster, n.d.). In this study,

it refers to males or females.
Marital status is the state of being married or not (Merriam-Webster, n.d.). In

this study, it refers to single, married, divorced, or widowed.

. Educational Attainment is the highest level of education one has completed

(Government of Canada, 2021). This study refers to Diploma, bachelor’s

degree, or master's degree or higher.

. Nationality is defined as the individual membership that shows one’s

relationship with the state (S et al., 2020). In this study, it refers to African,

Filipino, Indian, Malaysian, Saudi , and others (specify).
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f. Position is defined as one’s function in a company (What are the differences
between job position and job title? Indeed Career Guide, n.d.). In this study, this
refers to Staff Nurse (SN) 1 or 2.

g. The area of assignment is defined as a physical area where one provides
nursing care (Nursing unit definition. Law Insider, n.d.). In this study, it refers to
the area of assignment.

h. Years in Current Unit is defined as the period that one has spent in a particular
job (Merriam-Webster, n.d.). In this study, it refers to 3 months to <1, 1 to <5, 5

to <10, 10 to <20, or >20 years.

Hypothesis
The hypotheses of this study are:
HAL1: There is a significant relationship between practice environment and work
engagement of Staff Nurses in a Specialized Hospital in the Kingdom of Saudi Arabia.
HA2: There is a significant relationship between work engagement and the
demographic characteristics of Staff Nurses in a Specialized Hospital in the Kingdom

of Saudi Arabia.
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Chapter Il

RESEARCH METHODOLOGY

This chapter includes research design, sampling technique, sample size, study
setting, data collection method and procedures, research instruments, data analysis

and interpretation, data management, and ethical considerations.

Research Design

This study is a quantitative, non-experimental, descriptive correlational research
design. Quantitative Research design collects and analyzes numerical data to describe
variables and occurrences of interest. It seeks to describe current circumstances,
establish relationships between variables, and try to explain causal relationships
among variables. A non-experimental Research design is used to measure variables
as they occur naturally or without manipulation from researchers. Correlational
Research design is used to discover and measure relationships between two or more
variables (Quantitative Research Methods, n.d.). Descriptive Correlational is utilized to

describe variables and their relationships that happen naturally (Sousa et al., 2007).

Sampling Technique
The population of this study involved staff nurses in a Specialized Hospital in
KSA . The sample of this study consisted of staff nurses | and Il working in inpatient
departments only, either in adult or pediatric, cardiology or cardiac surgery wards or
intensive care units (ICU) for more than three months, except cross-trainees from
Ambulatory Care services (OPD and CIU). Nurses in administrative and management

positions and nurse assistants were not included in this research.
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The sample size was obtained through total enumeration sampling. It is a type
of purposive sampling technique wherein all populations with certain characteristics
will be chosen to be examined (Purposive sampling: Laerd dissertation. Purposive

sampling | Leerd Dissertation, n.d.).

Sample Size

As of October 2022, during data collection, there were 352 nurses in the
inpatient department of the hospital. As per inclusion and exclusion criteria, 282 staff
nurses were eligible for this study, which each inpatient ward and unit head nurse
verified.

Eligible staff nurses include nurses | and Il working in inpatient departments for
over three months, except for cross-trainees from Ambulatory Care services (OPD and
CIU). Nurses in administrative and management positions and nurse assistants were
not included in this research.

Study Setting

This research was carried out in a Joint Commission International (JCI)
accredited Specialized Hospital in KSA, where the researcher works as a charge nurse
in an adult cardiac surgery ward. It provides cardiovascular services to all armed forces
personnel, dependents, and other eligible patients manned by qualified, competent,
and diverse nationalities forming a multidisciplinary team. The hospital has ongoing
applications for Saudi Central Board for Accreditation of Healthcare Institutes (CBAHI)
and Magnet Recognition Program when Covid 19 pandemic occurred. Staff nurses in
this hospital were encouraged to active participation in achieving excellence in the
healthcare profession and practice while coping with the ever-changing healthcare

delivery system and demands, reorganization of nursing administration and
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management, and shortage of staff nurses. The nurses depended on support from

nursing leadership and management.

Data Collection Method and Procedures
Figure 3 shows the steps taken to conduct the study and collect data for
analysis, interpretation, and presentation.

Figure 3. Data collection method and procedures
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Upon approval of the researcher’s thesis proposal by the University of the
Philippines Open University, Research Proposal Guidelines by Research Ethics
Committee was followed and coordinated with Research Department as well.

The researcher asked for approval from the hospital Director of Nursing to
conduct this study by submitting the filled-up Department Approval for Undertaking a
Research Study form. Once signed and approved, it was submitted via email along
with the filled-up and signed Research Proposal form, Investigator's Undertaking form,
Investigator Financial Interest Disclosure form; study protocol; and other necessary
documents to the Research Ethics Committee for review, which were copied to the
Research Department, Clinical Nurse Manager CWS, Magnet Director, Deputy of
Director of Nursing and Director of Nursing.

Once the Research Ethics Committee received all the required documents of
the researcher, a reference number for the research proposal was given while waiting
for approval from IRB.

Upon approval of the Research Ethics Committee of the research proposal, an
IRB approval number was provided, valid for one year. The investigator notified the
Director of Nursing, who officially informed the nursing administration and
management of this study to be conducted in the hospital. Then, the researcher
approached each head nurse of the inpatient department and informed them that the
research study would be conducted in their ward or unit involving their staff nurses as
per inclusion and exclusion criteria and asked for their assistance to facilitate the
distribution of the informed consent and questionnaires and participation of all their
staff nurses.

The participants were provided an electronic informed consent and

guestionnaires through google forms. A QR code for the questionnaires was also
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provided. Data collection of all the samples was expected to be completed in three to
four weeks but extended for another week. Data collection started from October 11
until November 13, 2022.

Then, the necessary data was analyzed by the statistician and then interpreted

and presented by the researcher.

Research Instruments
The three tools that were used in this study are Demographic Characteristics,
the Practice Environment Scale of the Nursing Work Index (PES NWI) (Lake, 2002),

and the Utrecht Work Engagement Scale (UWES) (Schaufeli & Bakker, 2004).

Response Rate

126 Google form responses were received from all inpatient departments in the
hospital. From these, nine responses were excluded as per inclusion and exclusion
criteria, duplication of responses, and unverifiable non-work email. The final number of
responses for analysis was 117 out of the 282 eligible staff, garnering a 41% response

rate.

Demographic Characteristics

The demographic characteristics used in this investigation were divided into
personal and employment information. Personal information included age, sex, marital
status, educational attainment, and Nationality, while Employment Information

included position, area of assignment, and years in the current unit.
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Practice Environment Scale of the Nursing Work Index (PES NWI) (Lake, 2002)
was adopted to measure the practice environment of staff nurses in this study.
Table 4 shows PES NWI (Lake, 2002) five dimensions and each of its

component items (total of 31).

Table 4
Practice Environment Scale of the Nursing Work Index (PES NWI) (Lake, 2002)

Dimensions and Component ltems

Dimensions (5) Component items (31)
Nurse Participation in Hospital Affairs (9) 5,6,11, 15, 17, 21, 23, 27, 28
Nursing Foundations for Quality of Care (10) 4,14, 18, 19, 22, 25, 26, 29,
30, 31

Nurse Manager Ability, Leadership, and Support 3,7,10, 13,20
of Nurses (5)

Staffing and Resource Adequacy (4) 1,8,9,12
Collegial Nurse-Physician Relations (3) 2,16, 24

It is a 4-point Likert scale from (1) strongly agree to (4) strongly disagree.
However, Swiger et al. (2017) review found that adjustments were made to Likert
Scale. When combining the tool with other research tools, some authors added points
to the scale so that it will be consistent across all measures. The coding of the scale
was reversed (then recoded) or reversed (without recoding) in other cases.

In this study, as with the studies of Zahran et al. (2018) and Liou & Grobe (2008),
5-point Likert Scale ranging from strongly disagree (1), disagree (2), neither agree or
disagree (3), agree (4), and strongly agree (5) (Lake, 2002) was used.

When the coding is in the correct direction, compute the nurse-specific
dimension scores as the mean of the dimension's items. The mean allows simple
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comparison across dimensions. In hospital-level scores, compute the item-level means
at the hospital level. Then proceed with the standard computation for dimensions
scores. Compute the total PES NWI "composite" score as the mean of the five
dimensions scores. This method gives equal weight to the dimensions instead of the
items (Lake, 2002).

In their 2017 study, Almuhsen et al. employed a 5-point Likert scale with the
options (1) strongly agree to (5) strongly disagree, and a scale of 1 - 2.3 was
considered high perception, 2.3-3.6 was considered moderate perception, and 3.6-5
was considered low perception. However, in this study, 5-point Likert Scale was
reversed, and the interpretation of the scales will be as follows: low perception (1 - 2.3),
moderate perception (2.3-3.6), and high perception (3.6-5).

The preliminary evidence regarding validity and reliability was deemed
adequate. The instrument's validity and reliability were demonstrated by the results of
the research that employed it. Dimensions with more excellent representation across
instruments were considered of greater significance. Instruments with a regular
response set and shorter length were thought to be easier to use. Additional proof of
validity and reliability is provided by the findings of several investigations (Lake, 2007).
It is a valid and reliable instrument for measuring the hospital’s nursing practice

environment with Cronbach’s alpha of total scale = 0.948 (Almuhsen et al., 2017).

Utrecht Work Engagement Scale (UWES) (Schaufeli & Bakker, 2004) will be
adopted to assess the work engagement of staff nurses in this study.
Table 5 shows UWES (Schaufeli & Bakker, 2004) three dimensions and each

of its component items (total of 17).
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Table 5
Utrecht Work Engagement Scale (UWES) (Schaufeli & Bakker, 2004) Dimensions

and Component Items

Dimensions (3) Component items (17)
Vigor (6) 1, 4,8, 12,15, 17
Dedication (5) 2,5,7,10,13
Absorption (6) 3,6,9,11, 14, 16

It is a 7-point Likert scale ranging from never (0), almost never (1), rarely (2),
sometimes (3), often (4), very often (5), and always (6).

It is reported that each dimension’s mean scores and total mean scores are
from O to 6. Higher scores indicate higher work engagement levels of respondents. of
Work engagement total scores of 1.93 and less means very low engagement, 1.94 to
3.06 as low engagement, 3.07 to 4.66 as average engagement, 4.67 to 5.53 as high
engagement, and 5.54 as very high engagement (Hosseinpour-Dalenjan, Atashzadeh-
Shoorideh, Hosseini, & Mohtashami, 2017).

Studies on the tool's validity revealed the likely causes and results of work
engagement and explained its role in the health and well-being of employees. A
database contains the results of 23 investigations that were carried out in 9 countries
from 1999 to 2003 for the tool's psychometric evaluations. The internal consistencies
are still appropriate for longer versions in which the 6-item versions of the vigor and
absorption dimensions in UWES 17 are slightly more internally consistent. The three
UWES dimensions are all stable with vigor minimally more stable over time. The length
of the dimensions has no bearing on the stability level (Schaufeli & Bakker, 2004). It
showed evidence of convergent and divergent validity and high reliability equal to or

greater than 0.90 (Aboshaigah et al., 2016).
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Data Analysis and Interpretation

Table 6 shows the specific objectives, dimensions, level of measurement, and

statistical tests used in this study.

Table 6
Data Analysis
Specific Objectives Dimensions Level of Statistical
Measurement Test
1.What is the perception of 1.1 Nurse Participation in Interval Descriptive
staff nurses in the practice Hospital Affairs; (Mean and
environment? 1.2 Nursing Foundations in Interval Standard
Quality of Care; Deviation)
1.3 Nurse Manager Ability,
Leadership, and Interval
Support of Nurses;
1.4 Staffing and Resource
Adequacy; Interval
1.5 Collegial Nurse-
Physician Relations Interval
2.What is the level of work a. Vigor,; Interval Descriptive
engagement of staff b. Dedication; Interval (Mean and
nurses? c. Absorption Interval Standard
Deviation)
3.What is the relationship Practice Environment and Interval/Interval Pearson
between Practice Work Engagement Correlation
Environment and Work
Engagement of Staff
Nurses in a Specialized
Hospital in the Kingdom of
Saudi Arabia?
4.What is the relationship a. Work Engagement and Interval/Ratio Spearman
between Work Age; Rho;
Engagement and b. Work Engagement and Nominal/Nominal; Chi-Square;
demographic Sex;
characteristics of Staff c. Work Engagement and Nominal/Nominal; Chi-Square;
Nurses in a Specialized Marital status;
Hospital in the Kingdom of  d. Work Engagement and Ordinal/Ordinal; Spearman
Saudi Arabia? Educational Attainment; Rho;
e. Work Engagement and Nominal/Nominal; Chi-Square;
Nationality;
f.  Work Engagement and Nominal/Nominal; Chi-Square;
Position;
g. Work Engagement and Nominal/Nominal; Chi-Square;
Area of Assignment;
h.  Work Engagement and Interval/Ratio Spearman
Years in Current Unit Rho

*4.1, 4.4, 4.8 age and years in the current unit were taken in range. Thus, Spearman Rho was used. Coding for: Age (1 =21-30y.0.,
2 = 31-40 y.0.,3 = 41-50 y.0.,4 = >50 y.o.; Educational Attainment (1 = Diploma, 2 = bachelor’s degree, 3 = master’s degree or
higher); Years of Experience in Unit (1 = 3 months to <1 yr.,2=1to <5yrs.,3=5t0 <10 yrs., 4 =10 to <15 yrs.,5 = >15 yrs.)
*4.2, 4.3, 4.5, 4.6, 4.7 Work Engagement was coded to nominal (1.93 and less as very low engagement, 1.94 to 3.06 as low
engagement, 3.07 to 4.66 as average engagement, 4.67 to 5.53 as high engagement, and 5.54 as very high engagement)
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Data Management

Data collection started from October 11 until November 13, 2022. After
collecting the responses from the participants, data were reviewed by checking the
number of eligible participants versus actual responses. Otherwise, ineligible
participants’ responses were excluded.

Furthermore, duplication of responses through work emails provided was
checked, and the reliability of non-work emails given was verified by their head nurses.
Otherwise, their responses were excluded from the actual number of participants in
the ward or unit and this study.

The original data was only accessible to the researcher to maintain data
confidentiality and to avoid unintentional modification or removal. In contrast, the
responses necessary for analysis of data were given to the statistician only and used

IBM SPSS statistics 28 and IBM SPSS statistics 27 (Spearman Rho).

Ethical Considerations

The Practice Environment Scale of the Nursing Work Index (PES NWI) and the
Utrecht Work Engagement Scale (UWES) was adopted to assess the practice
environment and work engagement of nurses in Specialized Hospital in the Kingdom
of Saudi Arabia, respectively. Thus, permission from the authors was obtained and
approved via email.

The researcher obtained approval from the hospital Director of Nursing and the
Research Ethics Committee before data collection.

The informed consent stated the goal of the research investigation, thus,
observing integrity. The participants were informed of no risks or discomforts involved,

thus, observing protection from harm nor compensation to be given in participating in
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the research study.

Participant anonymity and data confidentiality were paramount during the entire
research study. No names shall be mentioned in the research study. Specific Number
Codes were used for each participant. Questionnaires filled up by the participants were
only accessible to the researcher, whereas data needed for data analysis was only
accessible to the statistician.

Furthermore, respondents were made aware that joining in the research would
be voluntary, and withdrawal or termination has no penalty, thus, autonomy shall be
exercised by the participants. They were made aware as well that the hospital
Institutional Review Board had reviewed and approved to conduct this study.

The researcher provided her work and university email addresses available for
the participants to contact if they have any question/s or clarification/s regarding the

research study, thus, observing openness.
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Chapter IV

RESULTS AND DISCUSSIONS

This chapter includes a presentation of results and a discussion about
demographic characteristics, practice environment; work engagement; correlation on
practice environment with work engagement; and correlation on work engagement
with demographic characteristics.

Table 7 describes the profile of the respondents, number of responses, and the

percentage.
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Table 7

Demographic Characteristics

Demographic Characteristics Description N (117) %
I. Personal Information
Age 21-30y.0. 20 17.1
31-40y.0. 67 57.3
41-50y.0. 23 19.7
>51y.0. 7 6.0
Sex Male 14 12.0
Female 103 88.0
Marital Status Single 52 44.4
Married 63 53.8
Widowed 1 0.9
Divorced 1 0.9
Educational Attainment Diploma 15 12.8
Bachelor’s Degree 100 85.5
Master’s Degree or higher 2 1.7
Nationality African 0 0.0
Filipino 78 66.7
Indian 5 4.3
Malaysian 27 231
Saudi 4 3.4
Others, specify 3 2.6
[I. Employment Information
Position SN 1 13 11.1
SN 2 104 88.9
Area of Assignment Adult Cardiology Ward 32 27.4
Adult Cardiology ICU 13 11.1
Pediatric Cardiology Ward 7 6.0
Pediatric Cardiology ICU 17 14.5
Adult Cardiac Surgery Ward 20 17.1
Adult Cardiac Surgery ICU 9 7.7
Pediatric Cardiac Surgery Ward 14 12.0
Pediatric Cardiac Surgery ICU 5 4.3
Years in Current Unit 3 months to <1 yr. 7 6.0
1to <5 yrs. 38 32.5
5to <10 yrs. 41 35.0
10 to <15 yrs. 13 111
>15 yrs. 18 15.4

It presented that majority were between 31 to 40 years old (57.3%) and the least
number from >51 years old (6.0%). Age group 31 to 40 were content with the quality
of nursing work life (Kaddourah et al., 2018). Majority were female (88%) respondents.
Florence Nightingale viewed the nursing profession as an extension of mothering
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(Prosen, 2022). Most respondents were married (53.8%) and single (44.4%), while
widowed and divorced were 0.9% each. Married nurses were significantly and
positively correlated with job satisfaction (Ouyang et al., 2019). Most respondents were
bachelor degree holders (85.5%), while a Master degree holder or higher was 1.7%.
Magnet hospitals hired more nurses with bachelor degrees unlike non-Magnet
hospitals, according to Rodriguez-Garcia et al. (2020). Thus, in preparation for
application of Magnet designation, more nurses with higher education were recruited
and hired while others were encouraged and supported to pursue it. More than half of
the respondents were Filipino nationality (66.7%), followed by Malaysian (23.1%). In
the Philippines, the entry level for nursing practice is a Bachelor of Science (Vestal &
Kautz, 2009), and it is the largest source of nurses worldwide, especially in KSA and
USA (Lorenzo, Galvez-Tan, Icamina & Javier, 2007).

Furthermore, most participants were staff nurse 2 or senior nurses (88.9%)
while staff nurse 1 or junior nurse (11.1%). Most participants were from the adult
cardiology ward (27.4%), composed of 2 units in the hospital, and the adult cardiac
surgery ward (17.1%). Many worked for 5 to <10 years (35%) and 1 to <5 years
(32.5%), while 3 months to <1 year (6.0%) as few new nurses are coming in.

Table 8 shows the Nurse Participation in the Hospital Affairs dimension of the
Practice Environment. It shows each mean score, the standard deviation of its 9
component items and the total mean score and standard deviation. It showed Nurse
Participation in Hospital Affairs (4.21 £ .501) has a high perception of practice
environment in this dimension, in contrast to Almuhsen and colleagues (2017) study

that revealed moderate perception.
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Table 8

Nurse Participation in Hospital Affairs

Nurse Participation in Hospital Affairs (9) Mean +SD
1. Career development/clinical ladder opportunity. 410 +.498
2. Opportunity for staff nurses to participate in policy 3.87 +.749
decisions.
3. A chief nursing officer who is highly visible and accessible 409 +.587
to staff.
4. A chief nursing officer is equal in power and authority to 3.89 £.692
other top-level hospital executives.
5. Opportunities for advancement. 403 +.692
6. Administration that listens and responds to employee 3.79 +.818
concerns.
7. Staff nurses are involved in the internal governance of the 3.85 +.715
Hospital (e.g., practice and policy committees).
8. Staff nurses have the opportunity to serve in the hospital 4.04 +.621
and nursing committees.
9. Nursing administrators consult with staff on daily problems 3.89 +.717
and procedures.
TOTAL 421 +£.501

Most staff nurses agreed with all 9 component items, as in the study by Alrefaei
etal., 2022. The item on the career development/clinical ladder opportunity had a mean
score and SD of 4.10 £ .498. Nurses must have appropriate professional qualifications
in license and registration, encouraged to have nursing affiliations and attend nursing
conferences or symposiums and encouraged and supported to pursue higher
education and nursing certifications. Furthermore, nurses have opportunities for
promotion within the ward/unit and nursing administration. According to Donner &
Wheeler (2001), career development is one way of supporting nurses to impact their
environment and make changes.

The item on a chief nursing officer who is highly visible and accessible to staff
had a mean score and SD 4.09 + .587. The staff are informed and aware of the open-
door policy of head nurses and nursing administrators. The medical and nursing

administrators do a weekly leadership round in all the wards/units. According to
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Almuhsen et al. (2017), a chief nurse who supports a solid and influential nursing
presence inside the company is one who allows clinical practice autonomy and control
over nursing practice, open and communicative, supports participative management.

In contrast, the item on an administration that listens and responds to employee
concerns had mean score and SD of 3.79 + .818. In each ward/unit nurses' station, a
suggestion box is available for nurses to drop their idea/s which nurse administrators
review then the head nurse is informed for action and feedback. An annual NDNQI RN
survey and related staff satisfaction surveys were also distributed by the Nursing,
Human Resource Department, and other departments, such as Housing and
Transportation, to know and improve staff satisfaction. According to Sodeify et al
(2013), that perception of support from managers affects the performance of
employees.

In addition, the items on staff nurses have the opportunity to serve on hospital
and nursing committees and opportunities for advancement had mean scores and SDs
of 4.04 + .621 and 4.03 £ .692, respectively. In contrast, the item on staff nurses are
involved in the internal governance of the hospital (e.g. practice and policy committees)
had a mean score and SD of 3.85 + .715. Most of the staff nurses are members of
ward/unit committees (e.g., quality improvement project, unit-based council) and hold
ward/unit link nurse or champion role positions (e.g. Infection Control, Wound Care,
Quality Improvement, NDNQI link nurses and Magnet Champion) and others are
members of nursing department councils (e.g., Magnet, Nursing Practice, Nursing
Research and Evidenced Based Practice Nursing, Quality, etc.). According to
Almuhsen et al. (2017), it is recommended in magnet hospital research to have senior
management nurse leader in organization to allow nursing sufficient power to impact

policy decisions or actions on concerns relating to nurses.
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Table 9 shows the Nursing Foundations for Quality-of-Care dimension of the
Practice Environment. It shows each mean score, the standard deviation of its 10
component items and the total mean score and standard deviation. It displayed that
Nursing Foundations for Quality of Care (4.19 £ .524) have a high perception on
practice environment in this dimension, like Almuhsen et al. (2017) study. It is reflected
in the current NDNQI RN survey, wherein more than half of the inpatient units/wards

overperformed based on the Magnet benchmark of all US Facilities.

Table 9

Nursing Foundations for Quality of Care

Nursing Foundations for Quality of Care (10) Mean +SD
1. Active staff development or continuing education programs  4.21 = .570
for nurses.
2. High standards of nursing care are expected by the 4.32 +.503
administration.
3. A clear philosophy of nursing that pervades the patient care 4.10 +.578
environment.
4. Working with nurses who are clinically competent. 4.26 +.589
5. An active quality assurance program. 412 +.560
6. A preceptor program for newly hired RNs. 439 +.491
7. Nursing care is based on nursing rather than medical, 412 +.590
model.
8. Written, up-to-date nursing care plans for all patients. 4.08 +.659
9. Patient care assignments that foster continuity of care, 3.85 +.925
i.e., the same nurse cares for the patient from one day to
the next.
10.Use of nursing diagnoses. 3.83 +.854
TOTAL 4.19 +.524

The majority of the staff nurses agreed on all 10 component items. The item on
a preceptor program for newly hired RNs had mean score and SD of 4.39 + .491. New
staff nurses have a hospital, nursing department, and unit orientation and will be
precepted in the ward/unit for 16 shifts. In addition, Nursing Education has started a

practice transition accreditation program (PTAP) for new nurses. According to Hong &
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Yoon (2021), preceptors can assist new nurses cope in the practice area and share
expertise needed in work. In addition, an earlier study discovered that preceptorship
can critically influence communication of preceptees with patients or other healthcare
professionals.

The item on high standards of nursing care is expected by the administration
had a mean score and SD of 4.32 + .503. Nurses are encouraged to have active
participation in achieving excellence in healthcare profession and practice through
strict compliance with policies and procedures and nurse practice guidelines as per
Joint Commission International (JCI) standards and Saudi Central Board for
Accreditation of Healthcare Institutes (CBAHI) requirements. According to Almuhsen
et al. (2017), in nursing settings, nurse and patient outcomes are developed in
institutions that support professional development of nurses and uphold high nursing
standards within a nursing model of care.

The item on active staff development or continuing education programs for
nurses had a mean score and SD of 4.21 £ .570. The Nursing Education Department
offers many study days, courses, and workshops throughout the year to gain or refresh
knowledge and skills applicable to their clinical practice. In addition, staff are acquiring
continuing education hours before their license renewal. According to IOM (2010), to
gain and maintain current knowledge and skills for patient care, health professionals
should continuously learn about research and treatment advancements on both in their

fields and related fields to become most effective.

The item on patient care assignments that foster continuity of care, i.e., the
same nurse cares for the patient from one day to the next had a mean score and SD

of 3.85 = .925. Clinical areas may or may not practice the same patient assignments
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for the same staff nurses per shift. According to Wong et al. (2019), an effective
handover is critical in making sure that the incoming nurse receives all important
patient information to facilitate continuity of patient care and safety.

Furthermore, items on use of nursing diagnoses had a mean score and SD of
3.83 £ .854. Nurses routinely apply the nursing process but do not formally use
approved NANDA nursing diagnoses; instead, they use body systems or problems
focused or risk factors when diagnosing patients and communicate it to appropriate
multidisciplinary team members per the SBAR communication tool. It was reported
standard nursing diagnoses are not easy to use in all situations and may be not
relevant (Cachon-Pérez et al., 2021).

Table 10 shows the Nurse Manager Ability, Leadership, and Support of Nurses
dimension of the Practice Environment. It shows each mean score, the standard
deviation of its 5 component items and the total mean score and standard deviation.
It showed Nurse Manager Ability, Leadership, and Support (3.97 £ .748) have high
perception in a practice environment in this dimension, in contrast to Almuhsen et al.

(2017) study that showed that nurses had moderate perception.

Table 10

Nurse Manager Ability, Leadership, and Support of Nurses

Nurse Manager Ability, Leadership, and Support of Nurses (5) Mean + SD

1. A supervisory staff that is supportive of the nurses. 3.99 +£.782
2. Supervisors use mistakes as learning opportunities, 3.89 £.828
not criticism.
3. A nurse manager who is a good manager and leader. 4.02 *.765
4. Praise and recognition for a job well done. 405 +.764
5. A nurse manager who backs up the nursing staff in 391 +.830
decision-making, even if the conflict is with a physician.
TOTAL 3.97 +.748

Most staff nurses agreed on all 5 component items. The item on praise and
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recognition for a job well done had a mean score and SD of 4.05 = .764. Nursing
Recognition Council actively acknowledges staff nurses in individual (Employee of the
Month, Best Preceptor, link nurses appreciation) and team levels (lowest nhumber of
falls, zero pressure injuries, etc.). In addition, nurses are recognized by patients or their
families through Daisy Awards (nominee or honoree). According to Ulrich et al. (2019),
Recognition also has a positive association with work satisfaction, intent to stay in
current position, and quality of care.

Significantly, items on supervisory staff that is supportive of the nurses and a
nurse manager who backs up the nursing staff in decision making, even if the conflict
is with a physician had mean scores and SDs of 3.99 = .782 and 3.91 + .830,
respectively. Acting Nurse Supervisor (4343 bleep holder) and nurse administrator on
call are available after office hours for staff to reach for advice and guidance regarding
any concerns related to staff and patients in their units/wards. Nursing administration
and management support nurses who express concerns regarding physician civility
and practice through discussion. According to van Bogaert et al. (2017), nurse
Managers know very well that supporting staff nurses in their daily routines facilitates
teamwork and creates a good team. It was less likely for registered nurses to quit who
expressed better support from their managers (Almuhsen et al., 2017), leading to both
contented nurses and satisfied patients (Wei et al., 2018).

On the other hand, the item on supervisors use mistakes as learning
opportunities, not criticism had mean score and SD of 3.89 = .828. Nurses are
encouraged to report gaps in nursing practice to improve patient safety. Furthermore,
Good Catch is awarded to nurses who report events or incidents. According to Woo &
Avery (2021), healthcare workers’ consistent voluntary error reporting (VER) is critical

to a solid error-management system of the organization. Authors argued that after
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reporting error, nurse leaders should communicate openly to involved nurses the
results of investigation through constructive feedback to facilitate learning from
mistakes (Woo & Avery, 2021).Hospitals can also enhance patient safety by using the
Good Catch Program (Wallace et al., 2017).

Table 11 Staffing and Resource Adequacy dimension of Practice Environment.
It shows each mean score, the standard deviation of its 4 component items and the
total mean score and standard deviation. It showed Staffing and Resource Adequacy
(3.35 + .959) have moderate perception in a practice environment in this dimension,
like Almuhsen and colleagues (2017) report. It is reflected in the current NDNQI RN
survey, wherein half of the inpatient units/wards underperformed based on the Magnet

benchmark of all US Facilities.

Table 11

Staffing and Resource Adequacy

Staffing and Resource Adequacy (4) Mean + SD
1. Adequate support services allow me to spend time 3.55 £1.055
with my patients.
2. Enough time and opportunity to discuss patient care 352 +£.96
problems with other nurses.
3. Enough registered nurses to provide quality patient care. 294  £1.169
4. Enough staff to get the work done. 297 £1.106
TOTAL 3.35 +.959

Most staff nurses agreed with the item on adequate support services allow me
to spend time with my patients had a mean score and SD of 3.55 + 1.055.
Multidisciplinary teams (e.g., respiratory therapist, physical therapist, etc.) are
available to support nurses to facilitate patients’ needs. According to a 2017 study by
Rivaz, having enough staff and resources has a big impact on job satisfaction and how
well nurses perceive the quality practice environment.

Additionally, most nurses agreed with the item on enough time and opportunity
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to discuss patient care problems with other nurses with mean score and SD 3.52 + .96.
1.S.B.A.R. communication tool is used during handover among healthcare providers in
which concerns regarding the patient are relayed to his/her covering nurse and nurse
in charge. According to Emmanuel et al. (2020), nurses who worked their planned
hours report that they had adequate time and opportunities to communicate with other
staff patient care concerns.

In contrast, most of the staff nurses neither agreed to disagreed with the item on
enough staff to get the work done with mean score and SD 2.97 £1.106 as well as
most staff nurses neither agreed to disagreed agreed in items on enough registered
nurses to provide quality patient care had a mean score and SD 2.94 +1.169.
Recruitment and hiring of nurses are ongoing. Some staff arrived in different
wards/units in varying numbers and months. Fair staffing allocation and distribution are
ensured among all wards/units through increased floating of nurses and an increase
in overtime, especially in areas with critical staffing needs. The nursing administration
and management alleviated understaffing issues in the inpatient department through
cross-training of staff nurses from Ambulatory Care Services (Outpatient
Department/OPD and Cardiac Investigation Unit/CIU) to inpatient wards and cross-
training staff nurses from the ward to intensive care units. Extension of cross training
period and transfer to cross trained areas is supported and allowed by the nursing
administration. Furthermore, the nursing management team of each ward or unit may
work in the clinical areas as needed. In addition, teamwork among nurses is
encouraged by the management and administration which is exhibited by the staff.
Human Resources Department has initiated nursing staff retention solutions such as
extending contract period for two to three years with an increase in annual salary

increments. According to Buchan & Aiken (2008), the search for resolutions to scarcity
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must concentrate on the motivation and incentives to recruit and retain nurses.

Table 12 shows the Collegial Nurse-Physician Relations dimension of the
Practice Environment. It shows each mean score, the standard deviation of its 3
component items and the total mean score and standard deviation. It showed Collegial
Nurse-Physician Relations (3.91 = .689) have a high perception of practice

environment in this dimension, like Almuhsen et al. (2017) study.

Table 12

Collegial Nurse-Physician Relations

Collegial Nurse-Physician Relations (3) Mean < SD

1. Physicians and nurses have good working relationships 3.97 £.656

2. A lot of teamwork between nurses and physicians. 3.93 £.679

3. Collaboration (joint practice) between nurses and 3.88 *.697
physicians.

TOTAL 3.91 +.689

Staff nurses agreed on all 3 component items. Although there is a slight
difference between the three items' mean scores and SDs, doctors and nurses
generally have good working relationships, teamwork, and collaboration. A survey
conducted in New Zealand found that advanced levels of communal functioning,
mental health, and vitality are positively correlated with nurse-doctor relationships
(Almuhsen et al., 2017). Excellent work relationships between nurses and physicians
are vital in making safe and satisfying practice environment in provision of nursing care
quality. The results of the investigation discovered that nurse and physician
relationship was distinguished by cooperation (El-Hanafy, 2018).

Table 13 shows Practice Environment’s five dimensions with each of its total
mean scores and standard deviation. It showed that staff nurses have a high

perception on four out five dimensions of the practice environment, remarkably with
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nurse participation in hospital affairs except in staffing and resource adequacy, which
is moderate. Similarly, Almuhsen et al. (2017) study on practice environment of nurses
in Saudi revealed that there was high perception on nursing foundations for quality of
care and collegial nurse-physician relations and contrary to moderate perception on
nurse participation in hospital affairs, nurse manager ability, leadership, and support of
nurses and staffing and resource adequacy. According to Kelly and colleagues (2013),
nurses scored foundations for quality of care the greatest than other dimensions
(Almuhsen et al., 2017). Among the five dimensions, the Staffing and Resource
Adequacy dimension frequently had the lowest score in all situations (Warshawsky &

Havens, 2011).

Table 13

Practice Environment

Nurse Nursing Nurse Staffing Collegial
Participation  Foundations Manager and Nurse-
in Hospital  for Quality of Ability, Resource Physician
Affairs Care Leadership, Adequacy Relations
and Support
of Nurses
Mean 4.21 4.19 3.97 3.35 3.91
S.td'. 501 524 .748 .959 .689
Deviation

Table 14 shows the Vigor dimension of Work Engagement, each mean score
and standard deviation of its 6 component items with total mean score as well as
standard deviation. It showed vigor (4.05 £1.105) has an average work engagement
level in this dimension, in contrast to Aboshaigah et al. (2016) study that showed high

work engagement.
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Table 14

Vigor
Vigor (6) Mean +SD
1. At my work, | feel bursting with energy 3.84 1.144
2. At my job, | feel strong and vigorous 4.07 1.104
3. When | get up in the morning, | feel like going to work 3.82 1.250
4. | can continue working for very long periods at a time 3.55 1.523
5. At my job, I am very resilient, mentally 4.03 1.306
6. At my work, | always persevere, even when things do not 409 1.286

go well

TOTAL 4.05 1.105

Most staff nurses responded 'very often or always' at my work, | always
persevere, even when things do not go well (4.09 +£1.286), and 'very often’ to the other
five items. Staff nurses are committed to work while providing safe and quality care,
even if they feel exhausted or burned out. According to Laschinger et al. (2009), nurses
experience more vigor as they interact with their patients, report feeling more absorbed
in their profession, and are proud of the treatment they deliver - when they have the
resources they need to practice professionally (Aboshaigah et al., 2016).

Table 15 shows the Dedication dimension of Work Engagement, each mean score
with standard deviation of its 5 component items with total mean score as well as
standard deviation. It showed that Dedication (4.47 + .961) has an average level of
work engagement in this dimension in contrast to Aboshaigah et al. (2016) study that

showed a high work engagement.
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Table 15

Dedication
Dedication (5) Mean *SD
1. | find the work that | do full of meaning and purpose 440 1.067
2. | am enthusiastic about my job 438 1.104
3. My job inspires me 4.37 1.080
4. | am proud of the work that | do 450 0.916
5. Me, my job is challenging 455 0.978
TOTA 4.47 0.961

Most staff nurses responded 'always' to all 5 component items. Nurses

acknowledge that providing nursing care is difficult but satisfying and self-fulfilling at

the end of the shift. According to Aboshaiqgah et al. (2016), dedication is seen as highly

significant work engagement dimension due to its positive impact on employees and

work. Van Bogaert et al. (2013) observed that dedication predicted positive job

outcomes.

Table 16 shows the Absorption dimension of Work Engagement showing each

mean score with standard deviation of its 6 component items with total mean score as

well as standard deviation. It showed absorption (4.08 £1.076) has an average work

engagement level in this dimension unlike Aboshaigah et al. (2016) study that showed

a high work engagement level of nurses.

Table 16
Absorption
Absorption (6) Mean * SD
1. Time flies when | am working 4.47 1.047
2. When | am working, | forget everything else around me 3.87 1.317
3. | feel happy when | am working intensely 3.90 1.392
4. | am immersed in my work 4.04 1.213
5. | get carried away when | am working 3.89 1.278
6. Itis difficult to detach myself from my job 3.55 1.465
TOTAL 4.08 1.076
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Most of the staff nurses responded 'always' time flies when I'm working (4.47
1+1.047), mostly responded ‘often’ when | am working, | forget everything else around
me (3.87 £1.317), and ‘very often’ with the four items. Nurses don’t notice time when
working, especially on a busy shift, and focus on the task. Some may recall the events
that happened within the shift afterward.

Table 17 shows the three dimensions of Work Engagement with each of its total
mean score as well as standard deviation. It showed that in work engagement,
Dedication (4.47 £SD .961) had the highest total mean score like Aboshaigah et al.
(2016), while vigor and absorption (4.05 + 1.105, 4.08 = 1.076) had almost same total
mean score as with Aboshaigah et al. (2016). In addition, staff nurses have an average

work engagement level in all three dimensions.

Table 17

Work Engagement

Vigor Dedication Absorption
Mean 4.05 4.47 4.08
Std. Deviation 1.105 .961 1.076

According to Aboshaigah et al. (2016), dedication is seen as highly
significant work engagement dimension due to its positive impact on employees
and work. Hanaysha (2016) study revealed that high employee engagement in
work leads to high commitment to organization which may be due to high courage
for achievement and passion.

Table 18 shows Practice Environment and Work Engagement total mean
score and standard deviation. It showed Practice Environment and Work

Engagement total mean scores of (3.93 = .507) and (4.2 + .910) respectively.
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Table 18
Practice Environment and Work Engagement

Practice Environment Work Engagement
Mean 3.93 4.2
Std. Deviation 507 910

Overall, staff nurses have high perception of the practice environment like
Almuhsen and colleagues (2017) findings which showed there was high perception on
work environment. Nurses’ perception in professional practice environment influences
job satisfaction. Furthermore, Zelenikova et al. (2020) study discovered that a high
level of nurse satisfaction was associated to internal work motivation.

Overall, staff nurses have an average work engagement level as with the findings
of Hosseinpour-Dalenjan et al. (2017) and in contrast to Aboshaigah et al. 2016 study
that found there was a high work engagement level.

Table 19 shows the correlation of dimensions of practice environment with work
engagement. It showed a positive significant correlation on Practice Environment with
Work Engagement of Staff Nurses in a Specialized Hospital in KSA, as shown through
Pearson Correlation as supported by the study of Park & Lee (2018). Both variables
were correlated with organizational commitment, as shown in the studies of Hanaysha

(2016) and Rohail et al. (2017).
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Table 19

Practice Environment and Work Engagement Dimensions

Practice Environment (5) Work Engagement (3)
Vigor Dedication Absorption
R Pvalue r P value r P value
Nurse Participation 261 .004 210 .023 .161 0.080
in Hospital Affairs
Nursing Foundations in .266 .004 200 .031 249 .007
Quality of Care
Nurse Manager Ability, 241 .009 281 .002 163 .079
Leadership, and Support of
Nurses
Staffing and Resource 325 <.001 194 .036 291 .001
Adequacy
Collegial Nurse-Physician 243 .008 152 101 299 .001
Relations
TOTAL r p-value
375 <0.001

*Statistically significant at P < 0.05

Furthermore, this research displayed staffing and resource adequacy is
significantly correlated with vigor (r .325, P <0.05) and nurse manager ability,
leadership, and support of nurses is significantly correlated with dedication (r.281,
P<0.05); staffing and resource adequacy and collegial nurse-physician relations is
significantly related with absorption (r.291, P <0.05 and r .299, P <0.05). According to
Wang and Liu's research, nurses are more engaged when they work in a supportive
workplace with enough resources (Szilvassy & Sirok, 2022).

Table 20 below shows the XZor rs and P value of each of the demographic

characteristics in relation with each dimension of Work Engagement.
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Table 20

Demographic Characteristics and Work Engagement Dimensions

Demographic Work Engagement
Characteristics
Vigor Dedication Absorption
P P P
value value value
Age (rs) 221 017 221 .017 .045 .628
Sex X2 1549 .818 8.282 .082 4.122 .390
Marital Status X2 16.382 .174 12.708 .391 10.566 .566
Educational Attainment (rs) 191 .039 .094 316 -.035 707
Nationality X? 21.433 .372 15.455 .750 8510 .988
Position X? 2548 636 1479 .830 1.108 .893
Area of Assignment X? 19.516 .881 18.252 .920 24.519 .654
Years in Current Unit (rs) 232 012 177 .057 .051 .587

*Statistically significant at P < 0.05

It showed weak positive significant association on age with work engagement in
terms of vigor and dedication (rs .221, p .017) as supported by the study Aboshaigah
et al. (2016); very weak positive significant association on educational attainment with
work engagement in terms of vigor (rs .191, p .039); weak positive significant
correlation between years in current unit and work engagement in terms of vigor (rs

232, p .012) as supported by the study Aboshaigah et al. (2016).

Table 21

Strength of Spearman Correlation

Range of Absolute

Correlation Coefficient (rs) Strength of Correlation

0.8- 1.00 Very strong
0.60-0.79 Strong
0.40-0.59 Moderate
0.20- 0.39 Weak
0-0.19 Very Weak
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Table 22 shows the mean and standard deviation of each specific demographic

characteristic in relation to each dimension of Work Engagement.

Table 22
Demographic Characteristics Description and Work Engagement Dimensions
Demographic Characteristics Work Engagement
Vigor Dedication Absorption
Mean SD Mean SD Mean SD
I Personal Information

Age 21-30y.o0. 3.80 1.152 4.25 1372 4.1 1.071
31-40y.0. 3.96 1.121 442 0.890 4.0 1.101
41-50y.0. 4.39 0.941 4.78 0.600 4.35 0.832
>51vy.0. 4.57 1.134 457 1.134 3.86 1.574

Sex Male 4.29 0.914 4.50 0.855 4.14 1.231
Female 4.02 1.129 4.47 0.978 4.07 1.060

Marital Status Single 3.77 1.182 4.35 1.046 3.88 1.096
Married 4.29 0.991 457 0.893 4.24 1.058
Widowed 5.00 - 5.00 - 4.00 -
Divorced 3.00 - 4.00 - 4.00 -

Educational Diploma 3.73 0.961 4.47 0.990 4.13 1.246

Attainment Bachelor's Degree 3.09 1.129 4.46 0.968 4.06 1.062
Master’s Degree or 4.50 0.707 5.00 0.000 4.50 0.707
higher

Nationality African 5.00 - 5.00 - 5.00 -
Filipino 4.17 1.110 4.46 0.963 3.99 1.099
Indian 4.40 1.342 4.20 1.789 4.00 1.414
Malaysian 3.63 1.043 4.44 0.892 4.22 1.050
Saudi 3.75 0.957 4.75 0.500 4.50 0.577
Others, specify 4.67 0.577 5.00 0.000 5.67 0.577

Il Employment Information

Position SN 1 4.23 0.832 4.69 0.630 4.08 0.954
SN 2 4.03 1.136 4.44 0.993 4.08 10.94

Area of Adult Cardiology Ward 4.06 1.268 4.59 0.837 4.16 1.019

Assignment Adult Cardiology ICU 4.38 0.768 4.46 0.776  4.46 0.776
Pediatric Cardiology 3.67 1.033 4.50 0.837 3.17 1.329
Ward
Pediatric Cardiology ICU  4.22 10.60 4.39 1.243 411 1.183
Adult Cardiac Surgery 3.90 1.021 4.45 0.887 4.15 1.040
Ward
Adult Cardiac Surgery 411 1.054 4.22 1394 411 1.054
ICU
Pediatric Cardiac Surgery 4.11 1.054 4.22 1.394 411 1.054
Ward
Pediatric Cardiac Surgery 4.20 0.837 4.60 0.894 4.40 0.894
ICU

Years in Current 3 months to <1 yr. 4.43 .535 5.00 0.000 457 .787

Unit 1to <5 yrs. 3.82 1.270 4.21 1.212 4.08 0.997
5to <10 yrs. 3.73 1.096 4.27 0.975 3.73 1.225
10 to <15 yrs. 4.38 0.870 4.85 0.376 4.46 0.660
>15 yrs. 4.89 0.323 5.00 0.000 4.39 1.037

Table 22 showed that ages 41-50 y.0 have high Dedication and absorption
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while>51 y.o. have high vigor, as supported by Aboshaigah et al. (2016) study that age
was positively correlated with Dedication. Male staff nurses have high work
engagement in all three dimensions in contrast to Aboshaigah et al. (2016) study that
showed that female nurses had high mean scores on all dimensions and total
engagement. Married nurses have high work engagement, especially absorption, as
supported by Aboshaigah et al. (2016) study, but absorption and Dedication have
equal scores. Staff nurses with master degree or higher had high work engagement in
all three dimensions, as supported by Aboshaigah et al. (2016) study that qualification
was positively correlated with Dedication. Furthermore, Aboshaigah et al. (2016) study
showed that higher qualifications were statistically significant and positive predictors of
absorption and vigor as more highly educated nurses have higher job and
organizational satisfaction. In contrast, Hontake & Ariyoshi (2016) showed no
association on level of education with work engagement. The present research
discovered that other nationalities of staff nurses, such as Irish, Moroccan, and
Slovakian have high work engagement in all three dimensions.

In addition, SNI or junior staff nurses have high vigor and Dedication but equal
mean scores in absorption with SN 1l or senior staff nurses; however, Hontake &
Ariyoshi (2016) study showed no relationship between job rank and work engagement.
Adult cardiology ICUs have high vigor and absorption; in contrast, pediatric Cardiac
Surgery ICU nurses have high Dedication, as supported by Hosseinpour-Dalenjan et
al. (2017) study showed that ICUs had the highest work engagement while the lowest
NICUs. Staff nurses employed for 3 months to <1 year have high Dedication and
Absorption, while those>15 years have high vigor and Dedication, as supported by
Aboshaigah et al. (2016) study that years of experience was significant and positively

correlated with dedication scores.
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Chapter V

SUMMARY, CONCLUSION, AND RECOMMENDATIONS

This chapter includes a summary of results, conclusions, as well as

recommendations.

Summary of Findings

This study showed that most of the respondents were between 31 to 40years
old (57.3%), female (88%), married (53.8%), and single (44.4%), with bachelor Degree
(85.5%) and Filipino nationality (66.7%).

In addition, this study showed that most of the participants were staff nurse 2
(88.9%); from the adult cardiology ward (27.4%) and adult cardiac surgery ward
(17.1%); and worked in the hospital for 5 to <10 years (35%) and 1 to <5 years (32.5%).

This research showed staff nurses had high perception on 4 dimensions of
practice environment except in staffing and resource adequacy, which is moderate.
Overall, staff nurses highly perceive the practice environment (3.93 £SD.507).

This study showed that staff nurses have an average level of work engagement
in all three dimensions. Overall, staff nurses have an average work engagement level
(4.2 + .910).

Furthermore, this study found a positive significant correlation on Practice
Environment with Work Engagement of Staff Nurses in a Specialized Hospital in KSA,
as shown through Pearson Correlation. Specifically, this study demonstrated staffing
and resource adequacy is significantly linked with vigor; nurse manager ability,

leadership, and support of nurses are significantly correlated with Dedication; collegial
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nurse-physician relations and staffing and resource adequacy are significantly
correlated to absorption.

Additionally, this research demonstrated a positive significant correlation on
age, educational attainment, and years in the current unit with work engagement of
staff nurses in a Specialized Hospital in KSA, as shown in Spearman Rho. Specifically,
this study showed that age was significantly correlated with vigor and Dedication,
educational attainment was significantly correlated with vigor, and years in the current
unit were significantly correlated with vigor.

Furthermore, this study showed that ages 41-50 y.o have high Dedication and
absorption while >51 y.o. have high vigor; male staff nurses have high work
engagement in all three dimensions; married nurses have high work engagement,
especially absorption; staff nurses with Master Degree or higher had high work
engagement in all three dimensions; other nationalities of staff nurses such as lIrish,
Moroccan and Slovakian have high work engagement in all three dimensions; SNI or
junior staff nurses have high vigor and Dedication but equal mean score in absorption
with SN II or senior staff nurses; Adult cardiology ICU have high vigor and absorption
while pediatric Cardiac Surgery ICU nurses have high Dedication; and staff nurses
employed 3 months to <1 year have high dedication and absorption while >15 years

have high vigor and Dedication.

Conclusions
The researcher concludes a positive significant relationship on Practice
Environment with Work Engagement of Staff Nurses in a Specialized Hospital in KSA,
as shown in Pearson Correlation. Thus, the alternative hypothesis is accepted. In

addition, this research demonstrated a positive significant correlation of Work
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Engagement with Demographic Characteristics regarding age, educational attainment,
and years in the current unit of staff nurses in a Specialized Hospital in KSA, as shown

in Spearman Rho. Thus, an alternative hypothesis is accepted.

Implications for Nursing

This study can be the basis of future research to understand the correlation
concerning practice environment and work engagement among staff nurses in a
Specialized Hospital and in KSA. This research will also add knowledge to the
perception of nurses on practice environment, work engagement level of nurses, and
what demographic characteristics of staff nurses influence work engagement.
Moreover, further study can be conducted for outpatient staff nurses or inpatient and

outpatient staff nurses in a Specialized Hospital and in KSA .

Recommendations
This paper is important to nursing administrators, managers, staff nurses, patients,

nursing practice, research, and education. Specifically, it recommends to:

Nurse Administrators

This study recommends continuing staffing retention strategies to mitigate staff
turnover and encourage staff involvement in unit/ward positions or roles, committees,
and councils that impact nursing practice and policies. Furthermore, this study
recommends regular communication to staff regarding plans and actions about

updates and changes on nurses' concerns.
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Nurse Managers

This study recommends continuing to support each ward/unit that critically needs
staff nurses through fair allocation and distribution of staff nurses in each shift and by
monitoring the effectiveness of ongoing staffing requirement strategies.

In addition, this study suggests continuously providing and improving
communication with the staff allowing constructive criticism and positive feedback and

supporting and guiding nurses in decision-making and problem-solving.

Staff Nurses

This study recommends continuing encouragement of staff nurses to participate
actively in surveys related to the practice environment and work engagement, as
results can create awareness of issues about both variables. Furthermore, this study
may help determine opportunities for staff nurses to have control over nursing practice
and encourage involvement in reviewing, revising, or creating practices, policies, and

procedures to enhance patient care.

Patients
This study recommends continuing work collaboration of nurses and physicians

to foster excellent patient experience and satisfaction.

Nursing Practice, Research, and Education

This study provided evidence on the practice environment and work
engagement of inpatient staff nurses in a Specialized Hospital in KSA. It may support
the need to review appropriate and creative interventions in maintaining or improving

the practice environment and work engagement.
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APPENDIX A

GANNT Chart - Timetable of Research Study
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APPENDIX B

Permission to use Practice Environment Scale of the Nursing Work Index
(PES-NWI)
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APPENDIX C

Permission to use Utrecht Work Engagement Scale (UWES)
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Dewar Abagail,

Thank you very much for vour interest m my work.

You may use the UWES frez of charge, but only for non-commercial, academic research. In case of commercial use we should draft a contract.
Please visit my website (address below) from which the UWES can be downloaded, as well as all my publications on the subject.

Good huck with your research.

With kand regards,

Wilmar Schaufeli

wilmarschaufeli.nl |citations|

Amold Bakker <bakkergassb.eurnl F, Dec 14, 2018, 7:51 M {? h

ome ¥

You have my permission to use the UWES
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APPENDIX D
PARTICIPANT INFORMED CONSENT
UNIVERSITY OF THE PHILIPPINES
OPEN UNIVERSITY

FACULTY OF MANAGEMENT AND DEVELOPMENT STUDIES

23 January 2022
Dear Participant,
Greetings!

My name is Ma. Abegail Crystel O. Garganera, BSN, RN, postgraduate student of Master of Arts in
Nursing in University of the Philippines Open University and charge nurse of Adult Cardiac Surgery
Ward 1.6. | am conducting a research study on “Practice Environment and Work Engagement of
Staff Nurses in A Specialized Hospital in the Kingdom of Saudi Arabia” as partial fulfillment of the
requirements for my degree.

In this regard, | am inviting you to participate in my research study which will take about 15 to 20 minutes
to complete. Below is the link and QR code to answer the questionnaires,
https://docs.google.com/forms/d/e/1FAIpQLScEymzCWV1PevgNBZTOAZ2knVV8xDyz91de9YCwdRO
RclAaWQ/viewform?lang=en

Practice Environment and

Participation in this research study has no risks or discomforts involved nor compensation be given.
Participant anonymity and data confidentiality will be considered of utmost important. No names shall
be mentioned. Questionnaires filled up will only be accessible to the researcher. Participation is
voluntary and withdrawal or termination has no penalty. The hospital Institutional Review Board had
reviewed and approved to conduct this study.

If you have any question/s or clarification/s, feel free to email me at mogarganera@up.edu.ph or
mgarganera@pscc.med.sa.

Thank you.

Respectfully yours,

Ma. Abegail Crystel O. Garganera, BSN, RN
Researcher

| have read and understood the information provided above. | voluntarily consent to participate
in this study.

Participant’s Name and Signature Date

Practice Environment and Work Engagement of Staff Nurses
in a Specialized Hospital in the Kingdom of Saudi Arabia 84


https://docs.google.com/forms/d/e/1FAIpQLScEymzCWV1PevqNBZT0AZ2knVV8xDyz9Ide9YCwdR0RcIAaWQ/viewform?lang=en
https://docs.google.com/forms/d/e/1FAIpQLScEymzCWV1PevqNBZT0AZ2knVV8xDyz9Ide9YCwdR0RcIAaWQ/viewform?lang=en
mailto:mogarganera@up.edu.ph
mailto:mgarganera@pscc.med.sa

APPENDIX E
Demographic Characteristics
Please answer the following questions about yourself. Please tick (V) in the appropriate box.
Note that for some questions it may be necessary to write the information required in the

appropriate box or space provided.

l. Personal Information

Name (optional): (
PSCC Email: (
Age: 21-30y.0.0O 31-40y.0. O 41-50y.0. O >51y.0.0

Sex: Male OFemale O

Marital Status: Single O Married O Widowed O Divorced O

Educational Attainment: Diploma O Bachelor's Degree O
Master’s Degree or higher O

Nationality: African O Filipino O Indian O Malaysian O Saudi O

Others specify: [

Il. Employment Information
Position: SN 10O0SN 20O
Area of Assignment:
Adult Cardiology Ward O Adult Cardiology ICU O
Pediatric Cardiology Ward O Pediatric Cardiology ICU O
Adult Cardiac Surgery Ward O Adult Cardiac Surgery ICU O
Pediatric Cardiac Surgery Ward O Pediatric Cardiac Surgery ICU O
Years in Current Unit:
3 monthsto<lyr. O lto<5yrs.0O0
5t0<10yrs.dO10to <15yrs. O >15yrs. O
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10

11

12

13

14

15

16

17

APPENDIX F

Practice Environment Scale of the Nursing Work Index (PES-NWI)

For each item, please indicate the extent to which you agree that the item is PRESENT

IN YOUR CURRENT JOB.

appropriate number.

Indicate your degree of agreement by circling the

Strongly Disagree Neither Agree
Disagree Agree nor
Disagree
Adequate support services allow me to spend time with my 1 2 3 4
patients.
Physicians and nurses have good working relationships. 1 2 3 4
A supervisory staff that is supportive of the nurses. 1 2 3 4
Active staff development or continuing education programs for 1 2 3 4
nurses.
Career development/clinical ladder opportunity. 1 2 3 4
Opportunity for staff nurses to participate in policy decisions. 1 2 3 4
Supervisors use mistakes as learning opportunities, not 1 2 3 4
criticism.
Enough time and opportunity to discuss patient care problems 1 2 3 4
with other nurses.
Enough registered nurses to provide quality patient care. 1 2 3 4
A nurse manager who is a good manager and leader. 1 2 3 4
A chief nursing officer who is highly visible and accessible to 1 2 3 4
staff.
Enough staff to get the work done. 1 2 3 4
Praise and recognition for a job well done. 1 2 3 4
High standards of nursing care are expected by the 1 2 3 4
administration.
A chief nursing officer equal in power and authority to other 1 2 3 4
top-level hospital executives.
A lot of teamwork between nurses and physicians. 1 2 3 4
Opportunities for advancement. 1 2 3 4
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18

19

20

21

22

23

24

25

26

27

28

29

30

31

A clear philosophy of nursing that pervades the patient care
environment.

Working with nurses who are clinically competent.

A nurse manager who backs up the nursing staff in decision
making, even if the conflict is with a physician.

Administration that listens and responds to employee
concerns.

An active quality assurance program.

Staff nurses are involved in the internal governance of the
hospital (e.g., practice and policy committees).

Collaboration (joint practice) between nurses and physicians.
A preceptor program for newly hired RNs.

Nursing care is based on a nursing, rather than a medical,
model.

Staff nurses have the opportunity to serve on hospital and
nursing committees.

Nursing administrators consult with staff on daily problems
and procedures.

Written, up-to-date nursing care plans for all patients.
Patient care assignments that foster continuity of care, i.e.,

the same nurse cares for the patient from one day to the next.

Use of nursing diagnoses.

Source: Eileen T. Lake.
“‘Development of the Practice
Environment Scale of the Nursing
Work Index.” Research in
Nursing & Health, May/June
2002; 25(3): 176-188.
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APPENDIX G

Utrecht Work Engagement Scale (UWES)

Work & Well-being Survey (UWES) ©

The following 17 statemenis are about how vou feel af work. Please read sach statement cargfully and decides if you
ever feel thiz way about vour job. [fvou have never had thiz feeling, crozz the 07 (zero) in the space qfter the
statement. [fvou have had thiz feeling, indicate how qften vou feel it by crossing the number (from 1 to 0) that best
describes how frequenty vou fesl thar way.

Almest never Farelv Somefimes Often Verv often Always
0 1 2 3 4 3 6
Never Afewtmeza Onceamonth Afewtmesa Onceaweek  Afewtmesa — Everyday
vear ar less or less month week

L. At my work, I feel bursting with energy

2 I find the work that I do full of meaning and pwpose

3. Time flies when I'm workmg

4 At my job, I feel strong and vigorons

3. I am enthusiastic about my job

&. When [ am workmg, I forget everything else around me

T. My job inspres me

3. When [ get up in the moming, [ feel like zoing to work

9. I feel happy when I am working intensely
10. I am proud of the work that I do
11. I am immersed i my work
12. I can continue workmg for very long penods at 2 toime
13. To me, my job iz challenging
14 I get camed away when I'm working
15. At my job, I am very rezahient, mentally
16. It iz difficult to detach myself from my job
17. At my work I always persevere, even when things do not go well

@ Schaufeli & Bakker (2003). The Urecht Work Engagement Scale i free for use for non-commercial soientific ressarch. Commercial
and/or non-scientfc use is probibited, unless previews written permission is granfed by the authers

Practice Environment and Work Engagement of Staff Nurses
in a Specialized Hospital in the Kingdom of Saudi Arabia 88



APPENDIX H

University Study Approval

THIVERSITY OF THE PHILIFPINES

OPEMN UNIVERSITY

FAOULTY OF \ANAGERMENT AND BEWVELOP MENT STLIES

18 Jamuary 2022

DE PEIMO C. CARCIA
Dean, Faculty of Management and Development Studies
Umniversity of the Philippines Open University

Los Bafios, Laguma
Through FROPEE. CHANNELS

Dear Dean (Garcia-

We have the honor to inform you that the undersigned served m the oral exsmination of MS. ABEGATL
CEYSTEL O. GARGANERA/NA candidate who presented ber thesis proposal with he final tifle “Practice
Ervironment ard Work Engagement of Staff Nurse: in a Speciolized Hospial in the Emgdom of Saudi
Arghia” en 16, Decenber, 2021, 1 .00pm via Zoom and voted as follows:

PANEL MEMBERS FOR APPROVAL FOE. DISAPPROVAL
ASST. PROF. QUEENIE R. RIDULME =~
Advizer
ME. FRITZ GERALD JABONETE
Co-adviser

MS. MARTA RTTA V. TAMSE
Memer

MS.MA FIMAL MIEANDITIA
Memer

ASST. PROF. RIA VALFRIE D.
CABANES
Member

Commillee"s Decision. {v YPASSED ()FALED
Additionsl Remark’s: Approved with nusor revisions

Very truly yours,

ASSTYPROF. QUEENIE K. RIDULME ASST. PROF.[RIA VALERIED. CABANES
Adviser Program Chair, MAN
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APPENDIX |

Hospital Nursing Department Study Approval

) - 5
'.'_ r—.'\

H'“ﬁﬁ"*‘-ﬂ,}ﬁ»‘w‘ug _j,r (_?'1";!: ‘u-

g‘&"f
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APPENDIX J

Research Proposal

23 January 2023

Prince Sultan Military Medical City
Sciantific Research Canter
Research Ethics Committea

RFESFARCH PROPOSAI (Non-Granted)

COVER PAGE

litle: Practice Environment and Work Engagement of Staft Murses in a Specialized Hospital
in the Kingdom of Saudi Arabia

Investigator/s Institution Department and Position
Ma. Abegail Crystel O. University of the Philippines Mursing Department
Gdiganerd Open Universily) Charpge Nurse, Adull Cardiac
Prince Sultan Cardiac Center Surgery Ward 1.6

Contact No. Email Id of person(s) involved in handling
the proposal

mugdl ganerdi@up_ eduph v
mgarganera@psccmed.sa

Location {department) and Expected Duration of the Study:
Mursing Department- Bldg. 6- Inpatient Units
6 months

Type of study
1. Non-clinical v

2. Clinical
Prospective
Retrospective
Observational
Interventional
Caze report

o

oD

Case genec
Grasera s vey
Amy other (Please specify)

i

[
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APPENDIX K

Investigator’s Undertaking

i -: :

Prince Sultan Medical Military City -"-:;3
" L] . '-
Scientific Research Center S‘HC
S0P 29, Effective: December 2017, REC - PSAMMC
e I._.._Ell Agad
INVESTIGATOR S UNDERTAKING
I DrMr/Ms. Ma. Abegail Crystel O. Garganera, |ssel  /oadl  dypsdl LGF 30 g

Investigatar from the of Nursing ;
Adult Cardiac Swmgery Ward 18- Prince Sultan Cardiac Cenl."er

m;umgﬂn&m g%eqf Unwerstty of the F'hlirbpmes Open Unnrersrr',r
iac

.fF’nnoE Sultan nter,
hereby declare that I will shoulder all the

responsibilites pertanmg to the Research Project No.
, entifled = i

F'ra.ctu:e E.nulmnmem, aruj wm; Engagenmnts:ct ]
_in A Specialized Hospital in the Kingdom of Saud
in my capacity as principal/co-investigator.
This undertaking includes the following duties and
responsibilites:
1 I will be jomtly responsible for all techmical,

ethical and admmistrative aspects of the research |

mvolving human  subjects, and nmane treatment
of laboratory animals if required to be used during
the course of this research project

I will furmish the Director of Scienhfic Research
Center, PSMMC with a report on the progress of
the research project once every six months.

Upon completion of the research project, T wall
submit a summary of the results, objectives
achieved and benefits which the Eingdom of Sandi
Arabia shall gain from this research project.

Wosiie:,, WEL O LIGIEL D). oaniers

Sigmature:

Date: 2370172022

Contact MNo.

il nmgarganera@upeduph

mgarganera@ psct.med.sa

LI b iy lae]

ide /o fealy fa30a

Fasdl lall oy St d) Delem leatle b 5§
i o=t

taff Murses RSN [

Al By £ ety s s
I Sl Sl 1 g s ey

Lol Sfped] Dalm pe Dmzeny ey - 1
Lpdal] oloelly DElel] gl @AY
B L] agladl] califgeat S0l Dlalaliy
B B Lpal iz §ygpade lia fpsed fla
g...:....t'i il i
el By Doalal] Sla¥) Gim e e g
e A Yy g2y Rpat] L) Gl
T B 5 3 pe S 9,500 el
Ligl 133.1) Cafpa¥ly ptldl alle g
L=yl ole g3 AN WSpdlly Aad] g g 2
Barshl ke RES g e Rapedl b

b2

...................................... R I.__‘&_,:JI
4 .t"m:""-"”

e ez el
I:1.'11_,.:.'_-‘-=n-.'l'5-'| ] fylgae

Pleasa attach a copy of your National ID
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APPENDIX L

Investigator Financial Interest Disclosure

"
L

Prince Sultan Medical Military City :- ,.-‘3 ;
Scientific Research Center SRC

Investigator Financial Interest Disclosure

wme Ma. Abegail Crystel O. Garganera

ID Mumber:. 23207 91939  Department Nursing Department- Adult Cardiac Surgery Ward 1.6- PSCC

@ 1 have no financial interests to distlose

Signed# Date 27 January 2022
f{}r*inal fgwu_m'm only—a “per” signomre is not accepiabis)

() Yes ( Funding agency and agreement details to be addressed below or attached)

I am disclosing the following financial interests and attaching supporting documentation (in an
envelope marked confidential) that identifies the business enterpmise or entity involved and the
nature and amount of the interest:

Salary or other payment for services (e g., consulting fees or honorara).

Equty mterests {e.g_, stocks, stock options, or other ownershyp interests).

Intellectnal property nghts (e g, patents, copynghts, and royalties from such nghts).
(Mher financial mterest that possibly could affect or be percerved to affect the results of
my research or educational actvities.

To update this disclosure either on an annual basis, or as new reportable financial interests are obtained.
To cooperate with the Research Adwisory Council (RAC) m the development of a2 Memorapdum of
Understanding (MO} that constitutes a confliet of interest resolution plan.

f To comply with any conditions or restictions mmposed by the RAC fo manape, reduce, or eliminate
actual or potential conflicts of interest.

g, gy,

Endorzements:

I have reviewed the financial mterest disclosure and balisve that an MOT 15

] required [0 notrequired
Department Chatrman:
Sigoed Tane
I have reviewed the financial interest disclosure and believe that an MOTT 15
[0 required [0 notrequired
Research Adwvisory
Council Chairman Signed Date
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APPENDIX M

Institutional Review Board (IRB) Approval

ML 2953
Frumt
Prince Sultan Military Medical City
Scientific Rescarch Center
P.O. Box 7897, Riyadh, 11159
Kingdom of Saudi Arabia
nstituti v ard (IRB
HP-01-R079
5™ Oct 2022
Ma. Abegail Crystel O. Garganera
Nursing Dep.
PSMMC

RE: Practice Environment and Work Engagement of Staff Nurses in a Specialized
Hospital in the Kingdom of Saudi Arabia
Ma. Abegail Crystel O. Garganera

This is in reference to your submitted proposal, which has been reviewed by the appointed member(s) of the
committee through and expedited review process. Onthe recommendation of the board of review in the ethical aspects
of the proposal, Institutional Review Board (IRB) is pleased to approve and grant permission to conduct your study.
Your research protocol has been documented under:

IRB Approval No 1648
Date Approved : 5% Oct
Series of 1 2022
Kindly quote the project number indicated herein in all tions and communications. You are advised

1o submit & report in relation o this research scheme to update the committee of its progress. Additionally, changing
in approved propossl’s (title, name(s) of the investigators, addition or deletion) is/are NOT allowed unless taken
peior permission from IRB. Furthermore, minor adjustment in the title from approved proposal in manuseript for
publication purpose must also be informed 1o the aforesald office in writing prioe to its submission.

Also, please note that this approval is valid only for ONE YEAR commencing from the date of issue of this
Jetter. | teust your research scheme provides fruitful and beneficial outcome to the Prince Sultan Military Medical
City and its affiliated health centres.
Best Regards,

Dr. Nawaf Alkhayat
Chalrman of the lastitutional Heview Board (IRH)
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APPENDIX N

CURRICULUM VITAE

Ma. Abegail Crystel ©. Garganera

Jarnmwccd Resarl Willas
Fta Mina Bur, dcevala, llaila Cits
5300 Ph lippines

macjarganaraGeutionk. com

PERSCNAL INFORMATION

Fea Fearcle
DrartecF Sirk Javaary 14 R
Pilaze ol Birth it Ctr
Malioraily Fil g
Relgian Foman Catale
Gl Bzl Enple

WORK EXPERIEMCE

Charge Nurse, Adult Cardias Surgery Ward 1.5

“rimee Sultan Cardiae Cender (P 3CC)

Reyecth, Kimgoom ol Saud fvatia

April 18, 2013 - prasert

JESCRIPTICN: Assesses and montoss, deably pretdems, gars and mplements angd evases pre and pos! scult candiac
siigany | e CABG, walve rpar or e placz ey ) and e and posd candias cathes i tion padents. S0 pmds unl g sl
in povdng e hifest sasdeds of cars a2 per GJoint Commelon Intamebional [JCT, Saudl Zantral Board Tar
Accredtsiion of Heatbeers Insitbuts (CELRI) 30 Megret RecognElay Progrem, for al adilt cardias aed cardor sigen,
patensd. De ey i nusrg tasks sppoopristely. Ao g unit rescuroe pirsor ior nesing <ol 2e per poicy 2nd proced res

O35 it arns peramanesppraisls ofrursing stalf. Conliwes Dot as TeEmeTy Wss, fraceaior oF i e SFTN crarpe
o rLsE” LT Irfeeficy Confro’ Lk hvse PCELN] snd Fie WWarmen s 500 4345 ERer Holdeniivse Suoesisor
10 rafEiCn]. Manaces the milivihe sheence 3l the Hesd hiree AT WeTpar 3 LTE Goei) iErmEment Gl agled 2207
T Woks 5 Sal arse g5 reeded i e il Memier of PECC huiyg Foseerch sd Boense Beged Bredice
Tamcl

PE0C Bed Capacty-188, Ward 14 Bede- 23 irckding § 40U beck|

5taff Murse, Adult Card ze Surgery Ward 1.6

Frinee Sultan Cardiae Conder (P 530C)

Ryacth, Kigrcm ol Saud fvabia

Jaanary &, 1012 - Apri 15, 2013

JESCRIPTICN. fegasaes 2nd rnilors, idertiy pobbvs s arc indements gl evalisss pre ol pasl scull candiac
sirgsny s, CABS, e aar o replacement] and pre and pos! sardas cathaterayion paferts. Ak, warks 25 HOU
faemely. SHE 1 Cheige murse: precephor o new ST end SL0STE i awictiae Comirod Lirk Mrse (RGN and Fie W TEn
A FEDC 4743 Blegp Shuoeridiss Supaweor [ rolS o S50 1 CRImEl. Farthermons, aokes s resded in Adal Crifica
rtergve Care Lk (AZCAU] Cxenary Gars Unt{OCL], ard cardinbegy waes

PSCC Bed Capaciy-186, Ward 146 Bede- 23irckuding § 40U beck)

5Gtaff Murse, Swurgical Inensive Czre Unit [ SICU)

St Paul's Hospital licile [37HI)

Sewra Lena 3t Ihis Gte Shilppines

Jums 13, 2003 - Jamuary 1, 202

JESCRIPTION: fessgees and maniiors, dently sobieres, plars ard ivperserts a1l evalisms pre- and posts apasy e
nearabgeal, sidoming, o4 and o Bobacks prinepecic, and pefere) atd rauma petients. Slee, works as A1 Senar Al
sz and of new S5 and suderds and SPHT e venaes T I (Ecerssd 1N, Teerasy and Ly
Coamaesany Muse) Furtbermoens, warks 26 rendad mall ruesing mis

1S HIl Eed Capecity-265 5 CL Sadi- )

5taff Murse, Fain Manzgement Center (FMC) {in rotation)

5t Paul's Hospital licilo [57HI)

Gawera Lena 32, lbla Cte Hhiippine:

Juanary 22, 1010~ Jareary 1 22

JESCRIPTION: Assesses and monbors, deaiify prookems plirs sad imsemens and svsiates sapaiiris Tor LW
cherothessy and LY. dhe ra Ferapy r=andinfistos oivecions addals incancer relabed dagstcs lestd f.= bomne rarow
aspicaion and urnbar punctine; 2nd 2esies iy cancer pormranagemend. fAlse, workd as 2 SRR ST WS and preceaor g’
ae al 500 STty O M oconter 507 SPH iwamus T Tha osreid | Thaspy ard LW
Cramofesany Nurse ) Co-wrier O e Pole s and Froced'ves & he e 'er Furbermions, warks o readed in el rursing i
3P HI Eed Capacty- 265 PMC Beos- 4)
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EXAMINATIONS

International English Language Testing System (IELTS)
IDP |ELTS Tast Cenire

Riyadh, Ringdom of Saudi Arabia

My 12, 2022

Band Scores- L- 8.6 R85 W-8.5 8-8

Owerall Band Score- 7.5

Saudi Commission for Health Specialties [ 5CFHS)
Saudi Mursing Licensing Examination | SMLE)
Nurse Specialist

Akaria Mall- Saudi Cammission Tor Health Spacialties [SCFHE)
Riyadh, Ringdom of Saudi Arabia

SBaplermbar 16, 2021

Soore- 614 Pageed

National Council of Licensure Examination (NCLEX) for Registered Nurses (RM)
Northern Mariana Islands Board of Nursing

Pearsan Prafessional Canders Manila

It City, Philippines

Jaruary 18, 2018

Pasged

Saudi Commission for Health Specialties | 5CFHS) Prometric Examination
Nurse Technician

Alenea Professional Schoals (APS)

It City, Philippines

Decamber 8, 2011

Grade - T0% - Bagead

Philippine Nurse Licensure Examination (PNLE)
Registered Murse

liaila City, Philippires

Jure 10 & 11, 2007

Gararal Avarage - B4.20% - Passed

EDUCATION

Master of Arts in Nursing (MAN)
Major in Mursing Administration

Minor in Health Emergency Management and Geriatrics and Gerontology Mursing

University of the Philippines Open University (UPOU)
Lo Banos, Laguma Philippines
August 2016 - prasen

Bachelor of Science in Mursing (BSN)
5t. Paul University lloilo {SPUL)
Gaparal Lura 51, laila City Philppines

Juines H035 = April 2007

Secondary, Elementary, Kindergarten

Ateneo de lloilo - Santa Maria Catholic School (ADI-SMCS)
San Rafasl, ikagausag, loio City Philippines
June 19549 - March 2003; June 1958 - March 1999 June 1981 - March 1993

Page 2 of & May 2023

S

in a Specialized Hospital in the Kingdom of Saudi Arabia 96



ACHIEVEMENTS

Daisy Nominee - October 2022
Mdult Cardiae Surgery Ward 1.6

Prirce Sultan Cardia: Carnler

Riyadh, Kingdom of Saudi Arabia
January 5, 703

Employee of the Month - November 2021
Aefult Cardise Surgery Ward 1.6
Pririce Sultan Cardis: Carler

Riyadh, Kingdom of Saudi Arabia
Decamber 12, 7021

Trapseuural, Nursing Competencies and
Experience

of Paulinian Nurses around the World
Resource Speaker via Zoom

51 Paul Univarsity lloilo

Gereral Luna 32, laila City Philppines

December 13, 30121

Perfect Attendance Awardee 2010
E1 Pauls Hospital loike

Ganaral Lura 3, laila City Philppines
Decamber 22, 3010
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Lifebank, Foundation, Inc. Medical Mission

Volunteer
San Jesguin, loilo Philippines
Movember 28, 2010

Barangay Health Workers Forum on
Cancer Awareness Facilitator

&, Paul University lloilo

Genaral Lura 22, laila City Philppines

Agril 15, 2010

Administering Chemotherapy Drugs

Resource Speaker;

Tracheostomy Care Resource Speaker
51 Pauls Hospital lkailo

Genaral Lura 3, laila City Philppines

August 28, 008, Saptember 14, 2011

Dean’s List AY 2003-2004

Sl Paul University llcilo

Geraral Lura 22, laila City Philppines
July 24, 2004

Citizens Army Training {CAT) Officer
Bravo Executive Officer (X0)

Sanita Maria Catholic Schoal - Alenea da lloio
San Rafae], i@, loike City Philipines
March 31, 2003

May 2023



TRAINING 5. ORIENTATION . LICEN SURES

Advancad Cardiac Li Support [ACL 8) Provider
Priricee Sultan Cardias Center (PSCC)

Riyadh, Kingdom of Saudi Arabia

April 20-21, 2022

Baalc LIfa Support (ELS) Provider
Prirce Sultan Cardia: Cenler (PE0C)
Riyadh, Kingedom of Saudi Arabia
Jarwary §, 20 E

Rabat PowsrChart Mursing Foundations Training
Prince Sultan Cardia: Genler

Riyadh, Kingedom of Saudi Arabia

Bugust 2 - 5, 70T

Advanced Cardlac Life Support [ACL &)
Inakructor Coures

Prircie Sulkan Cardia: Canler

Riyadh, Ringdom of Saudi Arabia

May 28, 2021

POCT Train the Trainar Program:

AEL Blood Gan Anghzar;
Firet Step Pregnency Test and Fecal Occult Blood

ﬁw &lgneature {Whole Blood Mlsoepaguiation
m

Prircie Sulkan Cardia: Canler
Riyadh, Ringdom of Saudi Arabia
Fabruary 9, 2027, September 3, 2019, May 28, 50149

Infectlon Contral Pracéiflonar Leava Cover
Pririesie Sulban Cardiae: Corler

Riyadh, Ringdom of Saudi Arabia

Movember 19, 3017 - Jamiary 6, 2018

Baalz Couree for infection Control Link Hures [ICLK)
Program

Prince Sultan Cardias Cenler

Riyadh, Kingedom of Saidi Arabia

June 22 - 3, 2014
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P3CC Hm““%

PSCC Deparimeantal "

PSCC Ward 1.6 Adulf Cardiac Surgery Orlantation
Prinice Sultan Cardias Conler

Riyidh, Ringdom of Saudi Arabia

Fabruary 4, 2012, January 20, 2042

January 27 = March 1, 2012

Tralning of Tralnars Infravenous Therapy
1, Pauls Hospital Ik

Gorwral Lura 5, laika City, Philigpines 5000
July 18, 2011

Advanced Chemotherapy Tralning
Chiness General Haspital

Santa Crue Manila, Philippnes
Saplember d, 2010

Hmah:lluwnrmuluay'l.ml
Cabu Cancer Ingtituts (CC1) Tralning
Parpeiual Sussous Hospital of Cebu, Inc.
Cebu Ciy, Philippines

July 15 - Seplember 15, 20089

Intravenous Therapy Tralning Coures for Huress
51, Pauls Hospital laik

Gureral Luna 3., laika City Philppines

Agril 14 - 168, 2004

Emgrgancy Nureing Training

51, Pauls Hospital laik

Gereral Luna 32, laila City Phifppines
Agril 8 - 10, 2008

Orientation and Training Program for Staff Nurses
1. Pauls Hospital laik

Gereral Luna 32, laila City Phifppines

arch 24 - Juns 12, 2008

Frazhman Leatership Training Ssminar Warkshop
5. Paul University licilo

Gereral Luna 2., laikla City Phifppines

August 10, 2003

Catat Officera Leaderehlp Tralning (COLT)
Leadershlp Tralning (Pra COLT);

Sarila Maria Calhaliz Schoal - Alenea da llolo

San Rafasl, bhagdsgag, loile City Philippines

Iy 11 - 25, 2002; March 12 - 26, 2002

May 2023



SEMINARS, STUDY DAYS

Mentorzhip Workehop

Pririce Sultan Cardise Canfer
Riyaedh, Kingdom of Saudi Aratia
Agril 4, 2023

Magnat Waorkahop

Pririce Sultan Cardise Canfer
Riyadh, Kingdom of Saudi Arabia
arch 12, 2023

Profaeslonal Hureing Practice Course
Pririce Sultan Cardise Canfer

Riyacdh, Kingdom af Saudi Arabia
Jaruary 8, 2023

Culture of Civliity

Pririce Sultan Cardise Canfer
Riyadh, Kingdom of Saudi Arabia
January 8, 2023

Tranaformetional Leadarship Couree
Prinios Sultan Cardia: Carlar

Riyadh, Ringdom of Saudi Arabiz
Oclober 31, 2022

Clinlcal Reasaning Courga
Prince Sultan Cardia: Canter
Riyacdh, Kingdom af Saudi Arabia
March 28, 2022

Baalz Qually Coursa

Pringe Sultan Cardias Canter
Riyacdh, Kingdom af Saudi Arabia
Fabruary 24, 222

Facdlify Manzgament and Safety (FM3)
0 Frogram- Annual

Pririce Sultan Cardise Canfer

Riyadh, Kingdom of Saudi Arabia
January 11, 2023

In Service Re Orentatlon of Infectlon Control- Annual
Prirca Sultan Cardias Canler

Riyadh, Ringdom of Saudi Arabiz

Sy 12, 2022

HurzeiCliniclan- Pyxls Med station E5 v1.&:
Eazanflale Hon-Profils Mode

BD Leaming Compase

Pririce Sultan Cardias Carler

Riyadh, Kingdom of Saudi Arabia

May 3, 2021

NDM@I Prewaurs Injury Training Course Verslon
Pririce Sultan Cardise Canfer

Riyadh, Kingdaom of Saudi Arabia

May 2, 2021

adation Coursa

Pririce Sultan Cardise Canfer
Riyadh, Kingdom of Saudi Arabia
Fabruary 9, 2021

Corongvirug [COVID 13) for Nurelng Professlonals
Pririce Sultan Cardise Canfer

Riyaedh, Kingdom of Saudi Aratbia

Agril 9, 2020

Page Sof 6

Major Medical Responas (MMR) Plan Lacturs
Prinioe Sultan Miltary Medical City

Riyadh, Kingdom of Saudi Arabia

Jarusary 17, 2020

2Day JOWCBAHI tandards Workehop
Pririce Sultan Cardiae Canfer

Riyadh, Kingdom of Sadi Arabia
December 8 & 15, 2019

Preaure Injury Pravention |PIP) Study Day
Prince Sultan Cardiae Canter

Riyadh, Ringdom of Saudi Arabia

July 4, 2019

Environmantal Health and Safefy Lacturs
{Fira Lectura)

Prinioe Sultan Miltary Medical City

Riyidh, Kingdom of Saudi Arabia

May 7, 2018

Cardlac Thaeatsr - Adult Cardlac Surgary One Day
Obesrvation

Pririce Sultan Cardiae Canfer

Riyadh, Kingdom of Sadi Arabia

Movember 8, 2017

2 Day JCI Standards

Pririce Sultan Cardiae Canfer
Riyadh, Kingdom of Sadi Arabia
Jarwary 17-18, 2017

3 Day ECG Course

Pririce Sultan Cardiae Canfer
Riyadh, Rirgdam aof Sadi Arsbia
April 244 27 & May 1, 2016

Peripharally Ingerted Cantral Cathetars [FICC)
Baglc and Advancad Seaslon

Prince Sultan Cardias Canter

Riyach, Kingdom of Saudi Arabia

Oeiebar 28, 2015

Hurzing Supsrvizory Coursa (4343Blesp);
Precaptorahlp Study Day

Pririce Sultan Cardiae Canfer

Riyadh, Kingdom of Sadi Arabia
Decamber 3, 2014; Augues 1, 2014

Adult Crifical Care Courss Sudy Day
Prinioe Sultan Cardiae Carer

Riyadh, Ringdom of Saudi Arabia

July B & 14, 2014

Pacing - §ingls Chamber Study Day
Hemodynamic Monltoring Study Day
Cardlac Druge Study Day;

Rhythm &nalyzslz Dy

Wound Care Sfudy Day

Prince Sultan Cardiae Canter

Riyaadh, Ringdom of Saudi Arabia

February 10, 2013; Decamber 16, 2012

My 14, 212; April 14, 2012; March 19, 2012

Cerdlac Baslce Study Day
Pririce Sultan Cardiae Canfer
Riyadh, Kingdom of Sadi Arabia
Fabruary 8, 11, 15, 2012

May 2023
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51 Pauls Hospital laile
Carg and Management for Intracrenlzl Ruptures Gereral Luna 32, laik City Prifprines

ARsummET, March 23, 2010; February 3, 2044
Blagd for Lie: Update on Blood Transfusion; May 26, 2009; February 25, 209
Canfllct

Beck to Baslcs: Rre-Op and Post Op Cars

SKILLS

Languages Spoken:
Computer Skills:
Medical Equipment:

Hiligaymon, Tagalog, Englieh, basic Aesbis
Micrasolt Ward, Excel, Powemnaint

At Critical Care and Anssthesia (ICCA) Rabel PowerChart

Abbolt FreaGa Feading Pump

Aeocu-Chek Blood Ghicoss Mater, Nova Biomedical Stat Strip Glucase Manitaring Syslem

Alares (IMED | Gemini Infusion Pumg; BD Alaris IV Infusion and Syringe Pumg

Covidien Genius Tympanic Tharmarmester, Welkdh Allyn SureTamp Thermameter

Draeger Infinity Gammia XL Patient Manitor; Philips SueSigasgasvial Signs Monilor

Driger Infinity M300 Telemetry and Infinky CartralStation Wida

HP Bampiies, EKG Machine

Patient Haiel:

Philips e MRx DefibrllatarManitor

Philis il Patient Monilor and Philips [paliyae Information Center Central Monikring
Syslem

Preumatic Tube im

Partable HEPA, Filtration Sysiem

Puriliad Air Purifying Respiraior (PAPR)

Smith Mephew Barggys, 50 Nagative Prassure Wourd Therapy (NFWT) or Vacuum Assished
Cleesure (VAC)

AFFILIATIONS

Philippine Nurses Association, Inc.

Iember
Saplember 14, 2007 - presant

Saudi Nurses Association (5NA)

IMembar
July 2020 - July 2021

Association of Nursing Service 5t. Paul University llcile Alumni Association,
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