Committee participation by staff mirses was mandated by the
Ministry of Health in Ontario in 1989 and the findings of Skelton-
Green's study support increased involvement of staff nurses in

- committee work, The study also uncovers some interesting observa-
tons about origntation to.and participation in committes work; as
well as a caution about gver-using the individual nurse. She also
notes nurses who are “decisionally deprived” respond positively to
commitiee invelvement. However, thers are others who are less than
enthusiastic. This dichotomy is expressed again, less directly. in
Ferguson-Paré's study on autonomy.

Ferpuson-Paré examines the nurses’ perception of autonomy in the
long term care serting and gives further strength to the notion of
prometing a more paricipative management style for nurse
managers. An inlerssiing finding in this study relates to cultural
diversily, where nurses prepared outside of Nornh America did not
score high in their perception of autonomy.

A persisient theme throughout the anicles is the need for a greater
participative management style. As well, there is the need for
visible nurse manager support of staff nurses, which may now be
harder to display when the span of control for managers is ever-
increasing; and, they as well as the staff nurse fael a sense of insecu-
rity for their role.

Ciliska and colleagues describe a collaborative project among urki-
versity, hospital and public health ingututions 1o expand the decision
making mle of the staff nurse in hospital. This study demonstrates
how to use research to study Lraditional administrative and clinical
nursing practices and determine more effective and cost saving
methods of service.  The project exposed nurses in both settings to a
learning experience in nursing research and produced serendipitous
results for individual nurses. As well, the relatdonships between the
three institutions was strengthened; the project provides a good
mode] for use by olhers.

The Perceived Impact of Committee
Participation on Job Satisfaction and
Retention of Staff Nurses

J. M., Skelton-Green

Abhstract

In 1989, in response to the nursing shortage and
much literature on dissatisfiers for practising nurses, the
Ontario Minister of Health introduced a new reguolation to
the Public Hospitals Act, requiring that staff nurses and
nurse managers have widespread representation on hospital
committees. While invelvement of nurse managers on such
committees was not new, the participation of staff nurses
certainly was.

From the literature, the researcher developed a model
in which “mental image” was the central descriptor of staff
nurses’ committee experience. In the model, a number of
factors were identified which might influence nurses’ men-
tal image of their committee experience; the model also
proposed that mental image of committee experience would
directly affect both job satisfaction and retention.

A large scale study {comprising 423 staff nurses from
around the province) was conducted to test the model. The
methodology was a survey, utilizing cormputer assisted
telephone interviewing {(CATT) technology.
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The results of the study:

= demonsirate a swong and positive correlation berweean
committee participation and job satisfaction;

= provide new data sbout nurses’ mental image of
committee experience, and about the factors which enhance
of inhibit the formation of a positive mental image; and,

= offer concrete suggestions to staff nurses and nurse
administrators to improve the quality of commitiee
participation.

Ethical Review

- Ethical review of this study took place in a number of
venues. As part of the regular dissertation process at The
Fielding Institute, the project was reviewed and approved by
the Fielding Research Ethics Committee. The project was
conducted at the Ontario Nursing Human Resources Data
Centre at the University of Waterloo (where personnel .
mm_.mnn_ to allow access to the CATI system, and to adminis-
ter the grant funds); because of this connection, the study
was also approved by the Office of Human Research at that
university. The study was also required to undergo ethical
* review in some of the participating hospitals. This require-
ment was at the call of the Chief Nursing Executive, and

+  steered by that individual, based on information provided by

the researcher.

Introduction / Background
: In 1989, in response to the nursing shortage and much
literature on dissatisfiers for practising nurses, the Ontario
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Minister of Health introduced a new regulation [Regulation
518 {83)(89)] to the Public Hospitals Act, requiring that
staff nurses and nurse managers be represented on any and
all administrative, financial, operational and planning
cornmittees within the hospital

While involvement of nurse managers on such com-
mittees was not new, the participation of staff nurses
certainly was. In the years since the regulation was passed,
a significant number of staff nurses have had the opportun-
ity to participate in committees whe had not done so before.

It is iImportant to know:

= how nurses — &s new committee members —
perceive their experiences to date;

» what factors (both positive and negative} affect these
perceptions; and,

+ whether nurses who have had committee experience
express increased job satisfaction and increased
likeliheod of remaining in acove practice as a result.

The theoretical background for this smdy is found m &3@
main areas:
1. literature on retention {or mrnover) of nurses;
2. literature on job satisfaction of nurses —as a
determinant of turnover; and
3. literature on participation — particularly participa-
ticn in decision making — as a means to enhance job
satisfaction.
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Retention. . :

Thronghout the 1970s and 80s, as the nursing shortage.
accelerated in both Canada and the United States, a plethora
of surveys and studies were published examining the rea-
sons for the problem, Certainly there were 1ssues of supply
and demand, part of which could be addressed by increasing
places in schools of nursing and by stepping up recruitrment
(both of poténtial candidates into nursing schools, and of
unemployed nurses back into the workforce). Buta disturb-
ing pattern began to emerge from the data, indicating that
retention was a much more significant factor than recruit-
ment.

Over the years, a number of authors have undertaken
extensive reviews of the literature in relation to nursing
turnover. These include Brief (1576), Price (1977),
Hinshaw and Atwood {1984}, Frisina, Murray and Aird
{1988}, and most recently, [rvine and Evans (1992), Of

_these, the Irvine and Evans review was the most extensive.

In guiding the reader through the tumover literature,
Irvine and Evans use a generic model {see Figure 1). In
their model, “voluntary turnover is viewed as the cutcome
of behavioural intentions, which, in tumm, are influenced by
the lavel of an individual’s job sadsfaction” (Irvine &
Evans, 1992, p.5-6). Job satisfaction is in turn, influenced
by a number of economic, structural and individual/demo-
graphic variables.
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Figure: 1
Model of Nurse Turnover Behaviour
[irvine, D. & Evans, M. (1992) satigfaction rney
on es: ATeviewan 18- gis. Toronto, Ont: Quality
of Worklife Research Unit, U. of T., p.5.]

Using this model as a backdrop, Irvine and Evans
categorized the variables affecting nurse InOVer as Stage 1,2
and 3. Stage 1 variables are those which have a direct causal
effect on tumover. Intent to leave is the major such variable.
This causal link was established by several studies, including
Mobley (1977), Price and Mueller (1931), and Weismarn,
Alexander and Chase (1981). An additional Stage 1 factar,
identified by Price and Mueller, is job market opportunity.
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Stage 2 variables are those which act to influence
turnover through their effects on one or more of the Stage 1
variables. The predominant Stage 2 variable, as the model
demonstrates, is job satisfaction (Mobley, 1977; Price and
Mueller, 1981; Weisman, Alexander & Chase, 1981). How-
ever, a number of other Stage 2 variables have been supported

by research: erganizational commitment (Curry, Wakefield,
Price, Mueller & McCloskey, 1985); professionalism,
generalized aining and kinship responsibilities (Poice &
Mueller, 1981; Curry et al , 1985); organizational tenure
{Weisman, Alexander & Chase, 1981); and, opportunity to
leave (Mobley, 1977).

{Parasuraman, 1989; Weisman, Alexander & Chase, .
1981);
2. a5 an attitudinal state (Hinshaw & Atwood, 1984,

- Price & Mueller, 1981);
3. as an evaluative outcome (Sleightholm-Caims &
Cragg, 1987); and
4. as a need fulfilment state (Bush, 1988; McCloskey,
1990).

Attemnpts have been made to link job satisfaction to a
host of antecedent variables. Slavit, Stamps, Piedmont and

. Haase (1978), in a large cross-sectional study spanning two

years, found that antonomy was, without doubt, the most

Stage 3 variables, in torn, impact turmover through their
effect on the Stage 2 variables. Irvine and Evans nots that itis |
in the area of Stage 3 variables that the most disparity amongst
the various models is demonstrated. Over the years, varfous
models of nursing mrnover have focused on particular Stage 3 |
variables. At the present time, there has been insufficient :
research on any one model for it to predominate,

Job Satisfaction

. In all of the studies reviewed for retention, job dissatis-
faction emerged as the overwhelming factor precipitating
nUrsing twnover.

Irvine and Evans {1992) point ont that job satisfaction !
has been defined in different ways by different authors and !
researchers:

1. as an affective state, or sense of well-being
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\ important factor in determining the job satisfaction of hospital

nurses. In a large panel study, Weisman, Alexander and

. Chase (1981) also found that the strongest predictor of job
- satisfaction was autonomy. In each of these studies, au-

tonomy was, in tum, related 1o a number of perceived anteced-

: ent events.

Several other large sample studies used Price and
Mueller’s model for iurnover to study nurses job satisfaction

~ in more detail (Price & Mueller, 1981; Curry et al., 1985;
" Blegan & Mueller, 1987, Mueller & Price, 1990). Across all

of these studies, the most influential factors which related to
increased job satisfaction were decreased routinization,
increased promotionel opportunities, increased autonomy,
increased dismibutive justice, increased participation,
increased perception of faimess of rewards, increased job

. communication, increased age and length of service.
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In addidon o the major inidatives discussed above,
many smaller studies have been conducted which make
- bridges between job satisfaction and varions other factors,
Undl recently, the complexity and overlap of studies has
meant that the relative impact of various factors on job
satisfaction has been difficult to determine, Irvine and Evans
(1992} achieved a breakthrongh in this regard. In their ' systematic empirical evidence regarding their efficacy.
comprehensive review of the literature relating to job ' Nonetheless, in their respective lterature reviews, OBrien
satisfaction and mumover among nurses, the authors offered an _ (1982}, Srivastava (1983), Spector (1986) and Macy et al.,
extensive and integrated descriptive analysis of the research to : (1989) do allow the following;
date. The descriptive analysis was followed by a carefully m
constructed and executed meta-analysis. The meta-analysis “

Participation

Macy, Peterson and Norton {1989), in a teview of
selected works on participation, noted that despite a large
amournt of concepmal and theoretical literature on group-
based participation programs, there was a surprising lack of

1. Participation is widely valued by many people in all

14 CIONA

vielded several key generalizations:;

1. a relationship between job satisfaction and intent to
. leave;

2. a relagonship between job satisfaction and mmover;

3. moderate to high correlations between job satisfac- -

tion and autonomy, between job satisfaction and
stress, and between job satisfaction and supervisory
relations;

4. correlations between job satisfaction and age, job
tenure, head nurse leadership, work overload, role
conflict, and feedback;

5. 2 small to moderate relationship between job satis-
faction and remuneration; and,

6. ambiguous findings in relation to the relationship
berween primary nursing and job satisfaction.

MAY - TUNE 1996

societies where research data is obtainable.

2, Organizational research generally demonstrates that
most workers would prefer to have a greater role in
defining the task-specific aspects of their jobs.

3. Some studies have shown participation to be effective
in improving job satisfacdon and organizational
effectiveness, and in decreasing turnover.

4. Participation in decision making is most likely to
lead to satisfaction when the decisions are meaningful
to employees, when they lead to changes in job

content andskill utilization, and when wage increases
are alse linked to increases in skill or responsibility.

3. Some studies have linked participation to enhanced
administrative functioning, morale and creativity.

6. Other studies have shown participadon to contribute
to the fulfilment of employees’ mental health needs

for autonomy, responsibility and identification with the
workplace. :
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Alutto & Belasco (1972) demonstrated that a cmcial METHOD
variable in the perceived value of participatien is the discrep-
ancy between the worker’s current and desired rate and kind of Development of the Model
decision-making. The thesis is that if employees who are From a review of the literature, the author developed a
decisionally deprived (that is, they are participating in fewer  model (see Figure 2) to describe the factors influencing the
decisjons than they would like) are offered the opportunity to  : effect of committee participation on staff nurses job satis-
participate, they will respond positively. Those who are in  faction, and organizational/professional retention.
decisional equilibrium or saturation, on the other hand, may be °
less enthusiastc, . In the model, the nurse’s overall feeling or perception
| : about her committee experience was felt to be the central
Research on nurses” experiences with patticipation have | integrating factor which would influence her job satisfacton
been -— on the whole — consistent with these generalizations, | and, through it, her retention. The terminclogy “mental
Staff nurses and nurse educators alike were found to prefera | image” was used to describe this factor. [n the model, it was

role definition which consisted of greater decisional particip- _ suggested that the following factors would influence the

ation, and to experience greater job satisfaction when they had m.__J_EHmnm, mental image of her committee experience directly:
(Alutto & Vrendenburgh, 1977; Grandjean, Bonjean & Aiken,
1982; Kusserow, 1988; Marriner & Craigie, 1977; Murmay & 1. professional experience of the staff nurse;
Leatt, 1992). . .
2. committee “fluency” of the staff nurse;

In conclusion, the review of the literature demonstrated

‘an mterconnected series of findings: 3. the staff nurse’s decisional conditon;
'+~ + retention of nurses is, to a great extent, dependent on
their job satisfaction; ; 4, committee effectiveness; and,
* participation in decisions that affect their work and
worklives is a factor which enhances nurses” job 5. comumittee influence.
gatisfaction; m

* committee membership s one form of participation i
- which nurses seek and appreciate; and,

* there are many aspects of committee membership

which may affect the nurse’s perception of its worth

a5 a mechanism for participation.
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Figure: 1 Model of Relationship Between Staff Nurse
Committee Participation and Job Satisfaction, and
Retention — PROPOSED
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The model also suggested that a number of other

. factors might, or might not be influential. These other
. factors included:

6, structure of the committee;
7. structure of the hospital; and,
8. personal attributes of the nurse.

The model further proposed that the nurse’s mental

‘| image of her committee experience would directly affect

her job satisfaction and organizational /professional reten-
tion, That is, if she perceived her committes experience to
‘be posidve, she would be more satsfied and more likely to
[ stay. If negative, less satisfied and more likely fo leave.

The purpose of the research study was to test the
| relaticnships in the model.

| Subjects
: In the design, a stratified sampling approach was

! ntilized. A complete listing of Ontario hospitals was
obtained from the Ministry of Health. From this list, 28
hospitals were selected, proportionally representing the six
geographic regions of the province, as well as the various

- sizes and types of hospitals {tzaching vs non-teaching).

Once the hospitals were identified, the Chief Nursing
Executive (CNE) of each institution was approached by the
principal researcher and invited to cooperate in the conduct
of the study. If they agreed to participate, they were asked to

MAY - JUNE 1996
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furnish names of gll the staff nurses who were currently
members of hospital, nursing (other than unit-based), medi-
cal and board committees in their arganization. The sample
of staff nurse committes members was thus a total
enumeration within each hospital selected. A total of 639

. staff RNs were invited to participate; the final number of
staff nurses interviewed for the study was 423, ar 66.2% of
the eligihle sample. :

Demographic data were obtained recording both
perscnal and professional characteristcs of nurses in the
stndy. These data were then compared to an oversll popula-
tion profile of staff nurses employed in Ontarie hospitals
{obtained from the registrant survey data collected by the
College of Nurses of Ontario for the 1992 registration year),
While the subjects in this stody were quite similar to other
hospital staff nurses in the province, there were some
differences:

+ a larger proportion of the study subjects were between 31
and 45 years of age (57%, as compared to the provincial
average of 48%), and a smaller proportion were over 45
(24% of the stady sample as compared to 32% in the
provinee);

» a larger proportion of the study subjects received their
basic mursing education in a university program (12% as
compared to 7% provincially); and,

= a greater proportion of the study sample were employed
full-time (72% as compared to the provincial norm of 54%).
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Procedures for Data Collection - . o
The study utilized a structured questionnaire, adminis-

‘tered by telephone interview using computer mmﬂwﬁn.ﬁ__h-

phone interview (CATT) technology. The major secnons of

the questionnaire were structured to correspond to the

[ variables to be examined; iterns within each section were

designed to test various dimensions of the respective varl-

able.

The McCloskey Mueller Satisfaction Scale Q.Eﬁwm“_
__ which was used as the foundation for the job satisfaction
section of the questionnaire — has been subjected to exten-
 sive validity and reliability testing (Mueller & MeCloskey,
' 1990). Validity and reliability for the balance of the study
| questionnaire were established as follows: face validity was
carefully considered by the author in the actual construction
of the questionnaire items, in that each item was drawn from
the literature. Further, a selected group of health Hnm.,mﬁnﬂ@_.m
was asked to assess the content validity of the quesuornaire
by reviewing it and giving feedback on whether or not the
items were appropriately selected and constructed to
measure the respective variables.

The questionnaire was pretested on a sample of staff .
. nurse committee members from the researcher’s own hospi-
tal, with the Interviews conducted by two of the research
assistants who would be doing the actual study. H.EH.EE._
the questionnaire was reviewed in detail by the principal
researcher and the Tesearch assistants both before and after

| the pretest, providing a subjective assessment of inter-rater

MAY - JUNE 1996
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reliability. Each of the eligible subjects who agreed to
participate in the study was contacted at work by a research
assistant. At the time of this initial telephone call, the staff

nurse was reagsured of the confidentiality of the data and that

they could withdraw from participation at any time prior to or
during the interview. If they agreed to participate, a date, time
and place were arranged to conduct the actual interview. A
group of three trained research assistants administered the
SUIVEY questionnaire.

Data Analysis .
The following wers the primary means nsad to conduoct
the statistical analysis of data gathered by the questonanaire:

1. For individual items yiglding nominal and ordinal data:
frequencies.

2, For individual items yielding interval data: frequencies,
ranges, means and standard deviadons. .

3. To examine whether or not the patterns in 1 and 2, above,
varied with hospital size, hospital type (teaching vs non-
teaching), or geographic region: oneway analysis of variance.
4. To exploere the relationship between pairs of variables with
continuous values: correlations.

3. To explore the relationship between a variable with
continucus values, and one with categorical values: oneway
analysis of varjance, followed by Tukey’s HSD test,

6. To examine the reliability of scales and/er subscales;
Cronbach’s alpha.

7. To analyze respenses to open-ended guestons: content
analysis.
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ULTS .
t of the implementation of Regulation 518

The resnlts showed widespread implementation of
gulation 518 throughout Ontario. While the number of
1aff murse committes representatives was quite variable
ss hospitals, the minimum number of committees on
hich staff nurses had been seated, ¢ven in hospitals under
0 beds, was four. [n many of the hospitals sampled, staff

nurse representation on committees was extensive.

n

NOTE: Throughout the balance of the results section, only
:ose results which were stadstically significant {p<.001)
ill be Teported.]

ependent Variables, and their wm_maoEEﬂm

To evaluate the model, the dependent variables and
their interrelationships were examined first. The .Em:ﬁ_
image of these staff nurses regarding their commitiee eXpe-
rience was very favourable. They felt that being & commit-
tee member had positively influenced their sense of belong-
ing in the hospital community, their sense of poweror
influence, the recognition which they received at work, their
w.nﬁium and growth, and their overall sense of self-worth.

The study subjects were generally very mm_mmmnn 459
their jobs. They also indicated that their waanﬁnwm partici-
-pation had had a pasitive effect on their job mmﬁ?nnw?
This was true for overall satisfaction, for a subset of items
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examining control and responsibility, and for a subset examin-§-

ing praise and recognition. In order to assess whether or not

there was a relationship between the nurses” perception of thei

committee experience and their job safisfaction, correlations
were run between the mental image scale and all of the job
satisfaction scales and subsceles indicated above. Tahle 1
presents the correlations between these variables.

s the literature predicied, there was also a direct relationship
)between job satisfaction and retention, although it was weaker
ithan might have been expected.

' Independent Variables, and their Relationship to Mental
 Image :

The study then examined the various independent
wariables, and their relationships to the nurses’ mental image of

their committee experiences.

There were a number of the variables which did not

late in any significant way with mental image:
1. There was no relationship between personal attributes of

he nurse {such as age, marital stams, number or life stage of
ildren) and the mental image of committee participation.

2 The mental image of commiitee work did not appear to be
influenced by ihe staff nurses’ professional experience

(including basic or post-basic nursing education,
employment status, and/or the length of their nursing

. EXperience),
3. There was no difference in the norses’ overall impressions of

Scale Mental Image
Satisfaction- Control & Rasponsibility .4a”
Attribution- Contral & Responsibility 54"
Satisfaction- Praise & Recognition ..mm,
Aftribution- Praise & Rscoghition h4*
| Chverall ,._c_..._ Satisfaction A9
Qverall Job Atiribution 86"

their committee experience among different committce
structures {(1ypes, sizes or chairs).

“pa 00

..HwEm 1: Correlation Matrix: Mental Image with Job
Satisfaction and Atribution Scales
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4, There was also no difference in mental image among
hospitals with different structural aitributes (size, type, or

geographic region).

A number of aspects of committee fluency were,
' however, significant. Those nurses who felt that their
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orientation to the hospital committee was effective held more frequency of meetings, length of time served, percentage of
positive opinions. Armong subjects whe had the opportunity fo m.._nnmhmm attended, and support of peers did not appear ©
artend the “Partners in Leadership™ seminar offered by the have any influence.

Registered Nurses’ Association of Ontario, those who eval-
naied the seminar as effective had a more favourable impres- | In relation to decisional condition, as predicted by the
sion of committee work. The more comfortable and confident [literature, nurses who were “decisionally deprived” or who
nurses were in their membership roles, the more positive they fwere “in decisional equilibrium™ held more positive mental
felt abont comrmittee work. Cornfort and confidence included [fimages of their committee experience. This conclusion may
such considerations as the frequency of contributions, the -fhelp to explain the above finding regarding diminished
extent to which those contributions were felt to be appreciated, fnental image with increased participation, ie: Involvement
whether or not the staff nurses felt accepted by the other in 100 many committees leads to decisional samration, with
committee members, and how confident they felt as commit- [ corresponding kind of “burn-cut™ effect.

tee participants. Nurses who judged their contributions to be [
equal to or greater than the average committee member, also
felt better about their committes experience. This would

- imply that being present at a committes is not enough, cne
must actually participate — and actively — to reap the
benefits of attendance, Nurses who had a vote on the
committee were more likely to feel positive about their
cominitiee work. Finally, those nurses who felt supported by
-their managers in their committee work were found to be more |
positive about their overall committee experience.

. Also important was the committee effectiveness.
SWhen the committee was run effectively, when the chair

as performning competently, and when the environment
was collegial, participants’ mental image of committes
:E.nﬂﬁmuom was enhanced_ Technical matters, such as prior
__cnna of meetings, and circutation of agendas and minutes
did not prove to be important.

Finally, the influence which the committee had within -
he hospital was perceived 10 be particularly important.
Surses who felt that their committees had significant influ-
Ence within the hospital were more positive about their
CoMnmttes nﬂ.ﬂ_ﬂﬁﬂﬂﬂﬂ and more satighied with ﬂ—._.ﬂ.m.—..ﬂﬂ‘n__m
mm.nnﬁ of commitiee influence that had a positive effect on
fnental image included: power over policy issues,
fFectivencss in meeting goals and objectives, and influence

mnEmﬁnm change.

Interestingly, the more commitiees on which norses sat,
the less likely it was that their commnittee experience was
pesitively perceived. At first glance, this finding would seem
. ta be of concern, since it might imply a honeymoon-type of
effect, wherein nurses become somewhat jaded about the
effect of committees when they are involved in many of them.
(rther factors, such as previous committes experience,
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In summary, the following independent (and continu-
onus) variables had statistically significant correlations with
mental image of committee experience:
= In relation to the committee: effectiveness of the
orientation, collegiality, effectiveness of the chair,
overall effectiveness of the group process, and
committee influence.

+ In relation te the nurse: comfort and confidence,
perceived contribution, number of committees
currenty attended, support felt from managers; and
decisienal condition.

Agkandoh

Job Sullsinclop=r

Forward entry stepwise multiple regression was
performed to assess the cumulative effect of these indepen-
dent variables. Taken together, the above named independent |,
variables explained nearly 36% of the variance in the nurses’ §
mental image of thew commitiee experiences.

i ; f
Implications— For Theory Mm w mw W g m
- . . GRS
In this study, the staff nurses’ mental image of their .mm.m mm ] s 28,2 =
committee experience had a statistically significant effect on mmmwmw % 5 .mmm- m
their job satisfaction, but not directly on their retention. Ret- mw B wnmm 2 5T8T =
- L] -

ention was significantly (but weakly) related to job satisfac-
tion. And finally, to a greater or lesser extent, almost all of
the factors which were predicted to have a direct influence
on staff mrses’ mental image of committee experience did, in
fact, have such an effect. These factors included: professional
experience, committee fluency, decisional condition,
committee effectiveness, and committes influence. FHgure 3
is the model which the simdy results supported.

Figure: 3 .

L. Model of Relationship Between Staff Nurse GEW..E_:E

Participation and Job Satisfaction, and Retention —
SUPPORTED BY THE STUDY RESULTS
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For the most part, the findings of this study were
censistent with the literature on turnover, job satisfaction
and participadon. The current piece of research, however,
extends the previous literatare by providing new and statisti-
cally significant data about nurses’ mental image of com-
mittee experience, about the factors which may ephance or
inhibit the formation of a positive mental image, and about
the direct relationship berween committee work and job
setisfaction,

The findings of this study support increased involve-
ment of staff nurses in committee work. They also support
the enactment of legislation like Regulaticn 518 to spur
empleyers to offer the opportunity for staff nurses to have
such involvement. But beyond these major findings, the
data also contain a number of practical observations which
will be of interest to staff nurses and nurse administrators
alike: .

= Committecs which are given meaningful tasks and power
to act on their recommendations will be viewed more
positively by staff nurse participants and will, in turn, have &
more favourable effect on their job satisfaction.

= The quality of staff’s crientation to committee work will
affect both their perception of that committee and their job
satisfaction pursuant to committee work.

.= Activities which promote staff nurses’ comfort and
confidence as committee members will enhance their over-
all perception of the experience, as well as their job
satisfaction,

30 CIONA MAY
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L, Activities which promote collegiality, effective group
brocess and effective chairing of committees will have

ilar desirabhle outcomes,
% Ensuring that staff nurses have a vote on committees will
have posttive effects on their mental image and job
, atisfaction.
L Staff nurses who are over-used on committees may
tecome decisionally saturated and find their mental image
ind job satisfaction adversely affected. It will be important
b strike the right balance between encouraging participation
Bhi over-extending the participants, and to “check-in” with
aff nurses. about their level of decisional deprivation or
Eﬂau pericdically.
muﬁ_a: frorm managers for staff nurse committes work is
g important factor in promoting staff nurses’ positive
Sental image of committee work and job
Batisfaction.

11T

And finally, the findings of this study should be
bonsidered supportive of other participative management
®fforts which are being tried in hospitals thronghout North
frmerica (for example, shared governance, self-scheduling).

i is ﬁEﬁ reasonable to think that participation in decision

[naking outside of committees would be as beneficial to

Liursing job satisfaction as participation within committees.

A ::E..
fipdith Skelton-Green, BScN, MScN, PhD is Presideni of

. BERANSITIONS, a consulting firm that facilitates successul

G A gEe.
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For the most part, the findings of this study were
consistent with the literature on turnover, job satisfaction
and participation. The current piece of research, however,
extends the previous literature by providing new and statisti-
cally significant data about nurses’ mental image of com-
mittee experience, about the fadtors which may enhance or
inhibit the formation of a positive mmental image, and about
the direct relationship between committee work and job
satisfaction,

The findings of this study support increased involve-
ment of staff nurses in committee work. They also support
the enaciment of legislation like Regulation 518 to spur
empleyers to offer the opportunity for staff nurses to have
such involvement. But beyond these major findings, the
data also contain a number of practical observations which
will be of interest to staff nurses and nurse administrators
alike: _

» Commiitees which are given meaningful tasks and power
to act on their recommendations will be viewed more
positively by staff nurse participants and will, in turn, have a
more favourable effect on their job satisfaction.

-+ The quality of staff’s orientation to committee work will

affect both their perception of that cornmittee and their job
satisfaction pursuant to committes work.

= Activities which promeote staff nurses” comiort and
confidence as committee members will enhance their over-
all perception of the experience, as well as their job
satisfaction. :

30 CIONA

L Activities which promote collegialiry, effective group
process and effective chairing of commitiees will have
Eimilar desirable outcomes. . .

% Ensuring that staff nurses have a vote on comumiltees will
have positive effects on their mental image and job

“”.u ptisfaction. ‘

L, S taff nurses who are over-used on commutces may
bacome decisionally saturated and find their mental image
Ed job safisfaction adversely affected. It will be important
¥ strike the right balance between encouraging participation
R over-extending the participants, and to “check-in” with
u f nurses.about their level of decisional deprivation or
e turation periodically. . .
P Support from managers for staff nurse committee work 1s
ba important fagtor in promoting staff nurses’ posiove
enental image of committee work and job

.mh atisfaction.

And finally, the findings of this study should be
-onsidered supportive of other participative management

.. forts which are being tried in hospitals thronghout North

| America (for example, shared governance, mn:..mnwnn_.p_.ﬂmw_.
1t is quite reasonable to think that participation in m.nn_m_bu
making cutside of committees would be as _u.ﬂﬂ@mﬂﬂ,ﬁ
ursing job satisfaction as participation within committees.

...."E_E_. .
Bndith Skelton-Green, BScN, MScN, PhD is President of

Eon ANSTTIONS, a consulting firm that facilitates successful
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