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Abstract:

Background: The nursing work environments had the characteristics of the workplace that
promote or hinder the provision of professional care by nurses. Positive work environments
lead to better health outcomes including job involvement and readiness for change among
staff nurses. Aim: assess the relationship between professional nursing practice
environment, job involvement and readiness to change among staff nurses. Research
Design: A descriptive correlational design was utilized to achieve the aim of this study.
Setting: The study was conducted at Benha University Hospital in critical care units.
Sample: Convenience sample of (225) staff nurses were included in the study. Tools of
data collection: Data was collected by using three main tools namely; Practice Environment
Scale of the Nursing Work Index (PES-NWI), Job Involvement Questionnaire, and
Readiness for change scale. Results: The majority of staff nurses (84.0%) reported for
favorable/ positive environment, and majority (87.1%) of them had high level of job
involvement. Also, (73.3%) of them had high readiness to change level. Conclusion: There
was a statistically significant relation between total scores of professional nursing practice
environment, total scores of job involvement, and total scores of readiness to change among
staff nurses Recommendations: Hospital administrators suggested maintaining a positive
and desirable environment for staff nurses to increase job involvement to retain in the
organization to achieve organizational goals.

Keywords: Professional, nursing practice, Environment, Job involvement and
Readiness to change.

Introduction:

Staff nurses are key members of the healthcare team, and their work attitude is linked to
patient health and safety. Environments that are appropriate to the practice of staff nurses,
as some hospitals have been identified as having an easier time attracting and retaining
professionals and so increasing nurses' responsibility in providing high-quality healthcare.
Magnet hospitals are the names given to these facilities (" The presence of certain
characteristics in professional nursing practice environments, such as the philosophy of
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quality-focused care, interdisciplinary cooperation, responsibility with professional
authority, promotion of nursing leadership, support for nurse professional development, and
the development of cooperative relationships among health workers, can promote
professional development and favor safe practices. Patients, nursing staff, and the institution
all benefit from facilities with these characteristics @

A positive and favorable work environment for healthcare providers was critical for
providing excellent patient care; it decreases hospital-acquired infection rates, hospital
mortality, re-admissions, and adverse events. Furthermore, having a positive WE is linked
to attracting and maintaining healthcare providers which is vital in times of staff shortages
®- As a result, professionals working in negative or unfavorable environments are
dissatisfied with their jobs, and more likely to report feeling isolated and uninvolved, have
expressed a desire to leave their jobs, and are more susceptible to burnout, a condition that
negatively affects professionals as well as the environment's characteristics and patient
outcomes

A professional nursing practice environment is a work environment in which policies,
processes, and systems are structured to accomplish organizational goals while also
ensuring personal employees’ job satisfaction. It's also where the nurse can be productive,
provide excellent patient care, and meet personal needs. As a result, the benefits of a healthy,
favorable and positive work environment include enhancing organizational commitment,
increased retention of experienced nurses, increased quality of care delivered, decreased
staff turnover, improved patient outcomes such as length of stay and complications of
inpatien(t,) and increased nurse attraction, job satisfaction, job involvement, and readiness for
change ©

Job involvement defined as the degree to which staff nurses are interested in and excited
about their work. Internalizing values of "goodness and importance of working" among staff
nurses has also been termed as job involvement. It is a personal condition that causes people
to be dedicated to their profession to put forth their best effort in their work and
organizational positions ©- Job involvement has impact on health care setting goals,
resulting in improved outcomes. Nurses who have high levels of job involvement and
participation consider their work responsibilities to be an important part of their life, and
how they perform on their individual occupations is directly linked to how they feel about
themselves. Working well on the job is incredibly vital for employees who are extremely
concerned about their self-esteem: (-

Four different dimension of job involvement were identified. These dimensions are; work
as a primary life interest, active job involvement, performance as a source of self-esteem,
and performance compatible with self-concept. In the context of work as a primary life
interest, job involvement is defined as the degree to which a staff nurse considers his or her
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work position as significant and central to his or her identity as a means of meeting basic
needs. High job involvement denotes the ability to make job decisions, contribute
significantly to health care setting goals, and exercise self-determination. Active
participation in the workplace is regarded to make achieving demands like status, self-
respect, autonomy, and self-esteem easier. Job involvement suggests that performance on
the job is fundamental to his or her sense of worth in the context of performance as central
to self-esteem. @

Staff nurses' readiness for change refers to the amount to which they will begin or continue
to engage in change-related behavior such as support or participation. It has four
dimensions: appropriateness, which indicates that staff nurses believe the change is
appropriate for the organization; managerial support, which indicates that staff nurses
believe their managers are supportive of change; self-efficacy, which indicates that staff
nurses believe they have the skills and competence to successfully cope with change; and
emotional arousal, which indicates that staff nurses believe the change will benefit them
personally. Individual readiness for change is influenced by trust, the relationship between
staff nurses and management, fear and concern about what might be lost, staff experience,
the seriousness of the change, past history with both personal and work-related change,
communication effectiveness, staff and management commitment to the organization, and
the organization's environment ©

The health-care system is rapidly changing these days, which requires appropriate
behaviors. Staff nurses' attitudes about change play an important part in changing attitudes.
Nurses are vital to the success of institutional change and play an important part in the
process. Many studies in nursing have indicated that 70% of all change attempts fail owing
to resistance to change, which is linked to the development of negative attitudes toward
change, therefore staff nurses' preparation for change is critical. Readiness for change is
influenced by many factors; pertain to the aspects of the work environment that influence
institution change preparedness, as well as the professional nursing practicing setting. It
concerned on self-determination, educational opportunities, nursing practice control, and
the nurse—physician relation. 9

Significance of the Study

Staff nurses working in Intensive Care Units (ICUs) at hospitals are responsible for
providing care to patients in an environment that is associated with complex care and the
imminent risk of death. They are exposed to situations of death and mourning on a daily
basis, increasing their vulnerability to emotional repercussions and stress, which can lead to
burnout. Identifying and analyzing the characteristics of the professional nursing practice
environment is difficult, but such an effort aims to suggest better working circumstances
and support changes in hospital environments that expand nurses' involvement and improve
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their willingness for change. As a result, the study's aim was to determine the relationship
between the nursing practice environment, job involvement, and nurses' readiness to change

Aim of the Study

The present study was aimed to assess the relationship between professional nursing
practice environment, job involvement and readiness to change among staff nurses.

Research questions:

- What is the level of professional nursing practice environment as perceived by staff
nurses?

- What is the level of job involvement as perceived by staff nurses?

- What is the level of readiness to change among staff nurses?

- Is there a relationship between nursing practice environment, job involvement and
readiness to change among staff nurses?

Subjects and Method
Research Design

A descriptive correlational design was utilized to achieve the aim of this study.
The Study Setting

The study was conducted at Benha University Hospital in critical care units; (General
intensive care unit (ICU), Cardiac care unit (CCU) and Cardiothoracic intensive care unit,
Chest intensive care unit, Pediatric intensive care unit, hepatic care unit, intermediate care
unit, psychiatric care unit, and dialysis unit).

Subjects

Convenience sample of staff nurses (225) working at previously mentioned settings with at
least one year of job experience in their working place at the time of study.

Tools of Data Collection
Data for the present study was collected by using the following three tools:

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

It was adopted from (Lake, 2002) % to assess characteristics within the nursing practice
environment from staff nurses' points of view. It consisted of two parts: First part; included
personal characteristics of staff nurses as age, gender, unit, marital status, educational
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qualification, and years of experience. Second part; The scale consisted of thirty-one items
and composed of five subscales namely: Nurse Participation in hospital affairs (nine items);
nursing foundations for quality of care (ten items); nurse manager ability, leadership and
support of nurses (five items); staffing and resource adequacy (four items); and the degree
of collegial nurse—physician relations (three items). Each subscale measures one supportive
aspect in the practice environment that helps staff nurses in the provision of care.

Scoring System

Nurses™ responses were measured by using a 5-point Likert scale. Ranging from; 5 =
strongly agree; 1 = strongly disagree. The total score was ranged from 31-155 so that the
higher scores indicate a better practice environment and vice versa. Nursing practice
environment was classified as favorable/ positive if total score was equal to 65% or more
(101-155) and unfavorable/ negative if total score was less than 65% (31-100). 112

Second tool: Job Involvement Questionnaire

It was developed by (Kanungo, 1982) ¢ and modified by the researchers after reviewing
of related literature to measure Job Involvement among staff nurses. It included 18-items
Questionnaire; the items were as “The most important things that happen to me involve my
present job role”.

Scoring system:

Responses were scored on a three-point Likert scale (ranging from one, disagree to three,
agree). The 18 items were summed to provide a total involvement score, two of which are
negatively phrased and hence reverse scored. High scores reflect a higher level of job
involvement. The cut point at 60 %, a> 60% considered high level of Job involvement while
< 60% considered low level of Job involvement. (Mabrouk, El- Shrief, 2018) 4!

Third tool: Readiness for change scale:

It was adopted from Hanpac hern, (1998) *® to measure staff nurses' readiness for change.
It consisted of 14 items as "l am able to change the way | work because of the change, Do
things in a new or creative way".

Scoring system:

The responses of the statements were measured by using 3 points Likert scale ranging from
1= disagree to 3= agree. The score of items was summed-up and the total divided by the
number of the items, giving the mean score. The level of nurses' readiness for change score
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was Low: if the score < 60% and considered high if score > 60%. (Ibrahim, et al., 2019)
(16).

Methods

The study was executed according to the following steps:

Approval

An official permission to conduct the study was obtained from the director of Benha
University Hospital after explaining the aim of the study.

Preparatory phase

The preparatory phase started from the beginning of February 2021 to end of April 2021,
covering three months and including the following: Reviewing the national and international
related literature using journals, periodicals, textbooks and theoretical knowledge of the
various aspects concerning the topic of the study.

Pilot study

Pilot study was conducted at May 2021 to assess tools face and content validity; it also
served in estimating the time needed for filling the two tools. It was done on 10% of the
total subjects (23 nurses). The tool was finalized based on the result of the pilot study. The
pilot study was included in the main sample.

Field work

The actual field work was conducted at June 2021 to July 2021. The researchers gathered
data on their own by interviewing staff nurses and explaining the study's aim to them. The
data was collected from staff nurses before and after work hours, based on their availability
for two days each week; the number of staff nurses interviewed daily ranged from 10 to 13.
The time it took to complete the questionnaire sheet ranged between 20 to 30 minutes. The
completed forms were gathered on time and double-checked for accuracy to ensure that no
data was missing.

Tools Validity and Reliability

The two tools (first and third tools) contents were adopted, translated into Arabic and tested
for its content validity by 3 juries, who were experts in the related field. Based on their
recommendations the necessary modifications were made. Also, the reliability of the tools
was conducted to determine the internal consistency and homogeneity of the used tools by
Cronbach’s Alpha test. The internal consistency of Practice Environment Scale of the
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Nursing Work Index (PES-NWI) was r=0.91, Job Involvement Questionnaire was r=0.89,
and Readiness for change scale was r=0.86.

Ethical consideration

Prior to the conduction of the study, ethical approval was obtained from the scientific
research committee at Faculty of Nursing, Benha University. All participants interviewed
for explaining the purposes and procedures of the study, and they have the right to
withdrawal from the study any time during the study. In addition, confidentiality and
anonymity of the subjects were assured through coding of all data. Oral consent to
participate was assumed by attendance of filling questionnaires sheet.

Statistical Design

The collected data organized, tabulated and statistical analyzed using statistical package for
social science (SPSS) version 22 for windows, running on IBM compatible computer.
Descriptive statistics were applied (e.g., frequency, percentages, mean and standard
deviation). Test of significance, correlation coefficient (r) was used. A significant level
value was considered when p < 0.05 and a highly significant level value was considered
when p < 0.001. No statistical significance difference was considered when p > 0.05.

Results

Table (1): Shows that more than one third (35.5%) of staff nurses were working at General
Intensive Care Unit, and less than half (48.9%) of them aged less than 25 years with mean
age (25.524+3.397) years. And (61.8%, 54.7%) of them were females and married
respectively. In relation to their educational qualification (41.3%) of them were had
Baccalaureate degree of Nursing. As far as their years of experience (60.4%) of them had
less than 5 years of experience with mean (4.368+2.950) years.

Table (11): Shows that mean and standard deviation of nursing practice environment among
staff nurses was (122.85+15.68) that represent 79.3% of total scores. Mean and standard
deviation of job involvement was (41.62+5.47) that represent 77.1% of total scores. Mean
and standard deviation of readiness to change was (31.02+4.78) that represent 73.9% of
total scores.

Figure (1): Reveals that the majority of staff nurses (84.0%) reported for favorable/ positive
environment. While (16.0%) of them reported for unfavorable/negative environment.

Figure (11): Hlustrates that the majority of studied staff nurses (87.1%) had high level of
job involvement. And (12.9%) of them had low job involvement.
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Figure (111): llustrates that less than three quarters of studied staff nurses (73.3%) had high
readiness for change level. And more than one quarter (26.7%) of them had low readiness
for change level.

Table (111): Demonstrates that there was statistically significant relation between total
scores of nursing practice environment, total scores of job involvement, and total scores of
readiness to change among staff nurses.

Table 1: Demographic characteristics of studied staff nurses (n= 225).

Demographic characteristics No %
General Intensive Care Unit (ICU) | 80 35.5
Cardiac Care Unit (CCU) 25 11.1
Chest Intensive Care Unit 15 6.7
Unit Hep.atic. Care Upit . 13 5.8
Pediatric Intensive Care Unit 35 15.6
Psychiatric Care Unit 16 7.1
Cardiothoracic Care Unit 10 4.4
Emergency Care Unit 31 13.8
less than 25 years 110 48.9
25-30 years 86 38.2
Age 30-35 years 25 11.1
More than 35 years 4 1.8
Mean = SD 25.524+3.397
Male 86 38.2
Gender Female 139 61.8
. Married 123 54.7
Marital status Unmarried 102 4523
) Diploma in Nursing 63 28.0
Eduga_tlor_lal Associated degree of Nursing 69 30.7
qualification -
Baccalaureate degree of Nursing 93 41.3
less than 5 years 136 60.4
Years of experience 5-10 years 72 32.0
10-15 years 14 6.2
More than 15 years 3 1.3
Mean = SD 4.368+2.950
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Table (11): Mean and standard deviation of Professional nursing practice
environment dimensions, job involvement as reported by staff nurses (n= 225).

Variables| Maxscore| Mean+SD| Mean %*
Nurse Participation in hospital affairs 45134.60£9.42 769 %
Nursing foundations for quality of care 50/38.05+7.74 |76.1 %
rI:qurrssees manager ability, leadership and support of 75 20.19+4.92 80.8%
Staffing and resource adequacy 20(17.01+2.23  |85.1%
The degree of collegial nurse—physician relations 15/12.99+1.41 86.6%
Total nursing practice environment 155(122.85+15.68 79.3%
Total job involvement 54 41.625.47 77.1%
Total readiness to change 42 131.02+4.78 73.9%

* Percentages are calculated relative to maximum score.

Figure (1): Percentage distribution of nursing practice environment levels of as
reported by staff nurses (n=225).
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Figure (2): Percentage distribution of job involvement levels of as reported by staff

nurses (n=225).
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Figure (3): Percentage distribution of readiness to change levels of as reported by

staff nurses (n=225).
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Table (111): Correlation matrix between total scores of nursing practice
environment, total scores of job involvement, and total scores of readiness to change
among staff nurses.

Overall score of Overall score Overall score

£l nursing practice of job of readiness to
ements environment involvement change

r p-value | r p-value | r p-value
Overall score of nursing |, ; 0.754 | 0.000%* | 0.211 | 0.001%*
practice environment
Overall score of job 0.754 | 0.000%* |1 |- 0.203 | 0.002
involvement
Overall score of readiness 0211 0.001** | 0203 | 0.002 1 i
to change

Discussion:

Improving flexibility to enhance staff nurses' confidence and provide them with an
appropriate nursing practice environment that enhances job involvement and readiness for
change in any institution is a global concern, so the quality of the practice environment plays
a crucial role through the work by enhancing flexibility to improve staff nurses' confidence
and provide them with appropriate nursing practice environment that enhances job
involvement and readiness for change in any institution <7

The current study was aimed to assess the relation between nursing practice environment,
job involvement and readiness to change among staff nurses.

Regarding staff nurses' personal characteristics, the findings of the current study revealed
that more than one third of staff nurses were working at General Intensive Care Unit, and
less than half of them aged less than 25 years, females and married respectively. In relation
to their educational qualification more than one third of them were had Baccalaureate degree
of Nursing. As far as their years of experience less than two thirds of them had less than 5
years of experience.

As regards nurses’ perception toward professional nursing practice environment, the study
results revealed that the majority of staff nurses reported for favorable/ positive
environment. From researcher’s point of view this may be due to nurse participation in
hospital affairs indicating that the nurses have enough opportunities to participate in the
decision-making in their hospitals. Nurse Managers and directors improve this situation by
giving nurses more authority, involving them in the decision-making process and listening
to their opinions and suggestions. Additionally, encouraging nurses to improve their
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knowledge and experience by attending workshops and participating in staff development
activities would empower nurses and prepare them to be good participants and effective
decision-makers.

The finding of the present study was agreed with ® found that there were moderate
attributes that favor professional nursing practice environment among study participants.
Also, ® concluded that the nursing practice environment was favorable for autonomy and
relationships, and it showed vulnerability for control of practices and organizational
support. This result was supported by ?® who found that nurses had moderate perception
toward professional nursing practice environment. And @V found that there was a high
attribute favoring professional nursing practice environment. In contrast ?? found that
nurses perceived their professional working environment as stressful, and this is due to low
attributes favoring professional nursing practice environment.

The findings of the current study revealed that the majority of studied staff nurses had high
level of job involvement. From researcher’s point of view this may be due to nurses have a
high want action and achievement try and be additional concerned within the tasks and
activities through accepted larger responsibilities and taking higher risks to succeed in their
goal of achieving success.

The finding of the current study was supported with ?® found that the majority of staff
nurses had high job involvement level. And with ¢4 24 stated that the majority of studied
nurses had high level of job involvement. And ®® who indicated that the bulk of nurses had
sensible level of job involvement. Also, this study results congruent with ¢ who disclosed
that two third of study sample had high job involvement score. This result was in the same
line with @” who declared that the general for job involvement was high among nurses.
And another one conducted by @, who assess the relationship between motivation and job
involvement, in Egypt, and they revealed that job involvement level was high. Conversely,
the previous study finding is in disagreement with, @® 39 they found that the job
involvement level was moderate to low.

The findings of the current study revealed that less than three quarters of studied staff nurses
had high readiness for change. From researcher’s point of view this may be due to the fact
that studied staff nurses prepared during their under graduation study how to deal with
change through studying change, causes of change, and steps to manage change process and
how to deal with resistance in a good manner. So, they can apply this very easily and deal
with resistance professionally. Additionally, everyone sees herself/ himself as the best in
doing things.
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The study finding was in the same line with: 6 stated that the highest percentage of staff
nurses had a high level of readiness for change. Also, was in agreement with the study of
(31,32 who found that the nurses had a moderate to high level of readiness for change.

Moreover, the study results illustrate that there was a highly statistically significant positive
correlation between professional nursing practice environment and staff nurses’ readiness
for change. From the researchers’ point of view, the favorable and positive work
environment that allows staff nurses to make decisions for patient and freedom to make
essential work decisions may enhance their readiness for change. This finding indicated
that, as perception of the professional nursing practice environment improved, nurses’
readiness for organizational change also improved.

The study finding was in the same line with ®® found that there was statistical positive
correlation between nurses’ readiness for organizational change and professional nursing
practice environment. This result was in agreement with that of ®¥, who also found a
significant positive association between professional nursing practice environment and
nurses’ readiness for organizational change.

The study results showed that there was a highly statistically significant positive correlation
between professional nursing practice environment and staff nurses’ job involvement. From
the researchers’ point of view, positive work environment that allows staff nurses to be
involved in their job as getting support from their supervisor, enough time and opportunity
to discuss patient care problems with other nurses and working as a team with physicians
through good relationship and collaboration may enhance willingness of staff nurses to job
involvement.

The study finding was in the same line with ®% stated that there was statistical positive
correlation between nurses’ involvement and professional nursing practice environment.
Also, was disagreement with - Who showed that a weak positive relationship between
nurses’ involvement and professional nursing practice environment.

Conclusion:

There was statistically significant relation between total scores of nursing practice
environment and total scores of job involvement, total scores of readiness to change among
staff nurses.
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Recommendations:

Centered on the outcomes of the study the following recommendations can be
indicated:

e Hospital administrators suggested maintaining a positive and desirable climate for staff
to increase their responsibility and involvement to remain with the organization to reach
organizational goals.

e Health care organizations proposed to identify barriers and facilitators of staff nurses’
job involvement and provide various educational opportunities for education and training
to promote job involvement

e Nurse Managers recommended to adopt new ways to enhance staff nurse’s involvement
in clinical decision making

¢ Nurse Managers suggested encouraging sprit of teamwork among staff nurses to improve
their readiness for change.

References:
Tan, A. Intent to Stay, Moral Distress, and Nurse Practice Environment among Long-Term Care Nurses. A

dissertation submitted to the Graduate Faculty in Nursing in partial fulfillment of the requirements for the
degree of Doctor of Philosophy, The City University of New York 2021.

Maassen, S., van Oostveen, C., Vermeulen, H., Weggelaar, A. Defining a positive work environment for
hospital healthcare professionals: A Delphi study. PLoS ONE 2021; 16(2): e0247530.
https://doi.org/10.1371/journal.pone.0247530

Rugulies R. What is a psychosocial work environment? Scand J Work Environ Health. 2019; 45(1):1-6.
https://doi.org/10.5271/sjweh.3792 PMID: 30643919.

Andrew, A. Relationship between employee readiness for organizational change and employee performance.
J Stud Manage Plan 2017; 3:23-35.

Oppel, E., Mohr, D., Benzer, J. Let’s be civil: Elaborating the link between civility climate and hospital
performance. Health Care Manage Rev. 2019; 44(3):196—205.

Mahmoud, H. Job crafting and Job involvement as a Mediator to Promote Head Nurses’ Organizational
Citizenship Behavior at Mansoura University Hospitals. International Journal of Nursing Didactics, 2017;7
(12), 1-9.

Alammar, K., Alamrani, M., Algahtani, S., and Ahmad, M. Organizational Commitment and Nurses’
Characteristics Ad Predictors of Job Involvement. Nursing Leadership, 2016 ;24 (4).

EJNHS Vol.2, No.2 77



EJNHS | ISSN 2682-2563 Egyptian Journal of Nursing & Health Sciences, 2021

Umiriyana, L., Cahyono, A., Puspaningrum, A. The Relationship between Organizational Justice and Job
Involvement on Nurse’s Organizational Citizenship Behavior (Examining the Mediating Role of
Organizational Commitment). Journal of Applied Management (JAM) 2020; 18(2) Pages 211-218.

Wong, D. How Organizational Culture Impacts Individual Readiness for Change and Turnover Intentions. A
thesis submitted to the School of Behavioral and Applied Sciences in partial fulfillment of the requirements
for the degree Master of Science in Organizational Psychology Azusa, Azusa Pacific University, California
May, 2021.

Gea-Caballero, V., Martinez-Riera, J., Garcia-Martinez, P., Casafia-Mohedo, J., Anton-Solanas, .,
Verdeguer-Gomez, M., Santolaya-Arnedo, |., Judrez-Vela, R. Study of the Strengths and Weaknesses of
Nursing Work Environments in Primary Care in Spain, Int. J. Environ. Res. Public Health 2021;18, 434.

Lake, E. Development of the practice environment scale of the nursing work index. Research in Nursing &
Health, 2002; 25(3), 176-188. https://doi.org/10.1002/nur.10032.

Patrician, P., Shang, J., Lake, E. Organizational determinants of work outcomes and quality care ratings
among Army Medical Department registered nurses. Research in Nursing & Health, 2010; 33(2), 99-110.
https://doi.org/10.1002/nur.20370.

Kanungo RN. Measurement of job and work involvement. J Appl Psychol 1982; 67(3), 341-349

Mabrouk, S., El- Shrief, H. Nurses' Job Involvement and Its Relation to their Organizational Citizenship
Behavior.” IOSR Journal of Nursing and Health Science (IOSR-JNHS) 2018 ;7, (5), 17-26.

Hanpachern C. An extension of the theory of margin: A framework for assessing readiness for change. Hum
Res Dev Q.1998; 9:339-350.

Ibrahim, S., EI-Sayed, S., Metwally, F. Effect of professional nursing practice environment and
Psychological empowerment on nurses' readiness for change, Zagazig Nursing Journal, July; 2019 ;15, (2)
168-186.

Emsza, P., Eliyana, A., Istyarini, W. The Relationship between Self Efficacy and Readiness for Change; The
Mediator Roles of Employee Empowerment. Mediterranean Journal of Social Sciences. 2016;7 (3).

El-Sayed, F., Seada, A., EIGuindy, H. Factors Associated with nurses Readiness for Organizational Change
at Beni-Sueif University Hospital. Faculty of Nursing. Beni-Sueif University. Egyptian Nursing Journal,
2017; 14, (2), pp. 141-151.

Oliveiral, E., Barbosall, R., Andolhelll, R., Eiras, F., Padilha, K. Nursing practice environment and work
satisfaction in critical units, Online Brazilian Journal of Nursing, 2017; 70(1):73-80.
http://dx.doi.org/10.1590/0034-7167-2016-0211

EJNHS Vol.2, No.2 78



EJNHS | ISSN 2682-2563 Egyptian Journal of Nursing & Health Sciences, 2021

Raquel, M. Professional nursing practice: Environment and emotional exhaustion among intensive care
nurses. Rev Lat Am Enfermagem 2013 ;21: 765-772.

Duva I. Factors impacting staff nurse care coordination. Published Doctoral [dissertation]. Faculty of the
James T. Laney School of Graduate Studies of Emory University.2010.

Lambrou P, Merkouris A, Middleton N, Papastavrou E. Nurses’ perceptions of their professional practice
environment in relation to job satisfaction: a review of quantitative studies. Health Sci J.2014; 8:3354-3365.

Gouda, E., Abdeen, M., Abdelwahid, A. Job Crafting, Work Involvement and Organizational Citizenship
Behavior among Head Nurses, Annals of R.S.C.B., ISSN: 1583-6258, 2021; 25, (4) .17045-17060.

Mahmoud, H. (2017). Job crafting and Job involvement as a Mediator to Promote Head Nurses’
Organizational Citizenship Behavior at Mansoura University Hospitals. International Journal of Nursing
Didactics, 2017; 7 (12), 1-9.

Zolaykha, M. Nurses' Job Involvement and Their Personality Traits in Teaching Hospitals Affiliated to
Shiraz University of Medical Sciences, February 24, 2014;3

Alireza, R. Job Involvement and Organizational Commitment of Employees of Pre hospital Emergency
Medical System, Dec; 2015; 4(4), 2015, 30646.

Chughtai, A. Impact of Job Involvement on In-Role Job Performance and Organizational Citizenship
Behaviour Dublin City University Ireland citizenship behavior in schools. Teaching and Teacher Education,
2011; 277-289.

Ibrahim, S., El-Sayed, S., Metwally, F. (2019). Effect of professional nursing practice environment and
Psychological empowerment on nurses' readiness for change, Zagazig Nursing Journal, July; 2019 ;15(2),
pp. 168-186.

Kim, M. (2013). Effects of Hospital Nurses’ Perceived Organizational Support on Job Involvement and
Organizational Citizenship Behavior. J Korean Acad Nurs Adm, 2013;19 (4), 480-490.

Ravangard, R., Mohamadi, Z., Sajjadnia, Z., &Ghanavatinejad, Z. Nurses' job involvement and their
personality traits in teaching hospitals affiliated to Shiraz University of medical sciences. Health Scope;
2014 ;3(1)1-5.

Abd-Elkawey, H., Sleem, W. Factors Affecting Nurses Readiness for Change in Health Care Organizations.
International Journal of Advanced Research. 2015; 3(11).1330-1343.

El-Sayed, F., Seada, A., EIGuindy, H. (2017). Factors Associated with nurses Readiness for Organizational
Change at Beni-Sueif University Hospital. Faculty of Nursing. Beni-Sueif University. Egyptian Nursing
Journal,2017 ;14(2), pp. 141-151.

EJNHS Vol.2, No.2 79



EJNHS | ISSN 2682-2563 Egyptian Journal of Nursing & Health Sciences, 2021

Wittenstein, R. Factors influencing individual readiness for change in a health care. Published Doctorate
Dissertation, Faculty of the Graduate School of Education and Human Development, George Washington
University, 2010.

Zareen M, Razzaq K, Mujtaba BG Job Design and Employee Performance: The Moderating Role of
Employee Psychological Perception European Journal of Business and Management, 2013; 5(5) 46-55.

Alamri, M., Zuraikat, N. Financial Incentives System for Nursing in the Kingdom of Saudi Arabia. Journal
of Accounting and Finance,2011 ;11(2).

EJNHS Vol.2, No.2 80



EJNHS | ISSN 2682-2563 Egyptian Journal of Nursing & Health Sciences, 2021

g:iﬂ\uaﬂ-d\
o paal) o silll 2w g A o) AS jlial) L) (B shal) sdigeall Ay pail) A jlaal) ddyy

0 e i) e it Gaad 5l 5303 1 Jaall (S ailady o sadl Jaall iy Sl -Aasial
sl S0V 5 Aol ) AS Ll lly 8 Ly bl A ks ) s el iy 5355yl
O yaall G sl alaain¥) g datala 6l A LI 5 Auigall daay pail) A jlaal) 2y (g A8a) vl s dagd)

:\.u\JJM oA L8N L&M@m_g.ku‘)\ (::\A.\AS(:\J;:\M\ (.\3 ua | (.\.m.a..as

(aaa (225) Leal 8 Aie Aiall 38 pal) Alial) las g Lgy drala iiin Al all oy jal ;S

(ol Jas gl A jlaal) Ly Guliie 1 Ay ) 5ol 00 aladiialy L) aas 2 - i) gan <l g
[ aie L e (784.0) Cpa seall dudle Sl 1ziliil) | juaill 4 saladl (ubia s ¢ ddada o) A8 Laall (i
1aasius) | 54l agia (773.3) O LS Akl 51 A8 jLiall (e Jle (5 siana 3 agria (787, 1) Aallal il 5 ¢ Al

PECInN

Al ol AS LI 3L ) e peall Ay g ja g Anlag) Ay o Blal) aliiadl o ggual ) 58 cilua gl
Apalatll CalaaY) ial Aadaially ags LalaiaY)

sl aae¥) ¢ Al gl AS Ll ¢ Rl ¢ gy yadl A slaall ¢ e ialidall L)

EJNHS Vol.2, No.2 81




