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ABSTRACT

This study aimed to examine workplace environment that affects the workplace satisfaction of
novice public health nurses (PHNs). An anonymous, self-administered questionnaire was sent
to 670 PHNs working at municipalities. The survey comprised basic attributes, a comfortable
workplace scale (Japanese version), and workplace satisfaction. We classified the PHNs into two
groups, “novice” and “others,” based on their years of experience. We compared the scores on the
comfortable workplace scale between the two groups. Multiple regression analysis was per-
formed with workplace satisfaction as the dependent variable and comfortable workplace scale
as the independent variable. Three hundred and fifty (52.2%) PHNs returned the questionnaire.
Novice PHNs highly appreciated “human relations” and “work discretion” in their workplaces.
The scores of novice PHNs on “career development” were significantly higher than that of the
others. Workplace satisfaction in novice PHNs was improved by “human relations,” “labor load,”
and “connection with society.” “Career development” affected other PHNs’ workplace satisfac-

tion, but it did not affect the novice PHNs.
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Municipal public health nurses (PHNSs) are ex-
pected to provide high quality care, as they handle
primary to tertiary prevention in response to rap-
id aging in Japan, the country with the highest ra-
tio of elderly people in the world. PHNS’ skills are
enhanced by experience?. According to the basic
survey on the activity base of PHNs in 20149, the
most common amount of experience was less than 5
years for PHNs (20.1%). Those with less than 5
years of experience are considered “novice.” The
workplace satisfaction of nurses is influenced by
good relationship with colleagues, working as pro-
fessionals, appreciation from the surroundings, and
work discretion'®. That is, the workplace satisfac-
tion of nurses is affected by the workplace environ-
ment. Nurses having a high workplace satisfaction
could prevent burnout®?® and enhance staff perfor-
mance!®. However, no studies have dealt with the
relationship between PHNs and work environment.
A work environment that allows one to believe that
his/her work has a social significance is related to
PHNSs’ motivation towards work'®. Relationships
with colleagues and supervisors are known to af-
fect workplace satisfaction!®. However, the factors
of the work environment that affect PHNs’ work-
place satisfaction are unknown. Novice PHNs are

aware of their immaturity as PHNs!Y; since nega-
tive self-evaluation can lead to burnout®, they
need supportive relationships with their surround-
ings. Examining the factors influencing work-
place satisfaction of novice PHNs would be useful
for enhancing their performance.

Therefore, this study aimed to examine the
workplace environmental factors that affect the
workplace satisfaction level of novice PHNs.

MATERIALS AND METHODS

1. Target Participants and Method

The subjects were 670 PHNs who worked for the
municipalities in A Prefecture. First, we requested
the supervising PHN in A Prefecture to cooperate
in this research. Second, we requested her to in-
troduce us to the supervising PHN of the munici-
pality in A prefecture. There is just one in each
municipality. One of their roles is human resource
development. We contacted them by telephone in or-
der to explain the purpose and method of this study.
After obtaining their consent, we asked for the
number of questionnaire forms required. Following
this, we mailed information sheet of the research,
self-addressed envelopes, and questionnaires to each
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municipality. We requested the supervising PHN
to hand over the information sheet, envelope, and
questionnaire to the PHNs in the municipalities.
The PHNs who received the questionnaires re-
turned the questionnaire by mail using the en-
closed self-addressed envelope after filling out the
responses. The survey was carried out from August
to November 2014.

2. Content of the survey

Regarding the basic attributes, we asked about
the municipality of affiliation (prefecture, desig-
nated cities, and local government), their basic ed-
ucational institution (specialty vocational school or
university), presence or absence of nursing experi-
ence, number of years of public health nursing ex-
perience, whether or not the manager was a PHN,
and the number of PHNs affiliated with the work-
place. We also used the comfortable workplace
survey (hereinafter the comfortable workplace
scale)” developed by the Japan Industrial Safety
& Health Association with the aim of understand-
ing soft aspects (psychological, organizational,
and social aspects), such as human relationships
in the workplace, and evaluating the workplace
environment from a broad perspective. It consists
of seven areas (career development, human rela-
tionship, work discretion, salary, contribution to
the society, welfare, and labor load). The contents
of this scale are shown in the appendix. “Career
development” includes items related to education,
training, and human development. “Human rela-
tionship” includes items related to organization
and management of managers. “Work discretion”
asks whether the staff can proceed freely work.
“Salary” includes satisfaction with the staff wages
based on the management situation of the compa-
ny. “Contribution to the society” includes the
theme wherein the staff feels that their work is
useful to the society. “Welfare” includes items of
vacation system and welfare benefits. “Labor
load” includes items about fatigue and stress relat-
ed to the work of the staff?. This scale has 35
items (5 items in each area), and the responses are
made on a 5-point scale. The mean value for each
area is considered as the score. The reference
score for each area of the scale is 2.5 to 3.5. This
scale indicates that the higher the score, the more
comfortable the work environment. We considered
that “salary” does not apply to PHNs. Therefore,
we used 30 items of the 6 areas instead. In addi-
tion, we asked about the subjects’ level of satisfac-
tion with the current workplace in five stages,
from “Agree” to “Do not agree,” in response to the
question “I am satisfied with this workplace.”

3. Method of analysis

We divided PHNSs into 2 groups based on their
years of experience. We classified PHNs with less
than 5 years of experience as “novice PHNs” and

PHNs with more than 5 years of experiences as
“other PHNs.” We confirmed the distribution of
the basic attributes using descriptive statistics.
We calculated the total score on the comfortable
workplace scale and the score in each area. Next,
we assumed that each area of the comfortable
workplace scale affected workplace satisfaction;
we confirmed Spearman’s correlation coefficient.
Thereafter, a stepwise multiple regression analy-
sis was performed using the workplace satisfaction
level as the dependent variable and the six areas
of comfortable workplace scale as the independent
variables in order to examine the areas related to
workplace satisfaction. For the analyses, we used
SPSS ver.22.0 for Windows, with a significance
level of p<.05.

4. Ethical considerations

The questionnaires were anonymous, and re-
turning the questionnaires was considered as con-
sent to participate in this study. The research in-
formation sheet explained the purpose and method
of the study, the method of protecting personal in-
formation, the voluntary nature of participation,
and the disclosure of research results. Prior to
conducting the study, the study was approved by
Health Sciences Major, Graduate School of Bio-
medical & Health Sciences Research Ethics Re-
view Board (Approval No. 26-06).

RESULTS

Of the 670 PHNs, 350 (52.2%) returned the
questionnaires. Excluding subjects who did not
respond to multiple items and those who were em-
ployed irregularly, we analyzed 329 question-
naires.

1. Basic attributes

Table 1 shows participants’ characteristics. The
number of novice PHNs was 61 and others was
238. The affiliation of the municipality was al-
most the same in both groups. While 90.2 % of the
novice PHNs received education at a university,
the proportion of other PHNs who were educated
at universities was 20.2%. More than half of the
novice PHNs had experienced of nurse, but other
PHNSs was only 25.6%. Other PHNs were assigned
to workplaces with 2 or fewer PHNs (21.8%).

2. Recognition in the workplace environment
based on comfortable workplace scale
scores
The mean values of the comfortable workplace

scale scores are shown (Table 2). Novice PHNs

appreciated higher than standards in the two ar-
eas of “human relationship” (4.01) and “work dis-
cretion” (3.53). No areas fell below the reference
range in both groups. Novice PHNs rated “career
development” significantly higher than did other
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PHNs.

3. Correlation between area of comfortable
workplace scale and workplace satisfaction
Table 3 shows the results of the correlation be-

tween area of comfortable workplace scale and

workplace satisfaction. A positive correlation was
observed in the six areas of comfortable workplace
scale in both the groups. Novice PHNs evaluated

“career development” higher than other did PHNs
(p=0.014).

4. Factors affecting workplace satisfaction
We carried out a stepwise multiple regression
analysis (Table 4). Workplace satisfaction of nov-
ice PHNs was related to “human relationship” (8 =
0.48), “labor load” (8 = 0.28), and “contribution to
society” (8 = 0.26). On the other hand, “labor load”

Table 1. Participants’ characteristics

Novice PHNs (n=61)

PHNSs with more than 5
years of experience (n=238)

n % n %

Affiliation

Prefecture 7 11.5 31 13.0

Designated cities 27 44.3 99 41.6

Local government 27 44.3 108 45.5
Basic education

Non-degree 6 9.8 190 79.8

Degree 55 90.2 48 20.2
Experience of registered nurse

No 29 47.5 177 74.4

Yes 32 52.5 61 25.6
Supervisor’s occupation

PHN 37 60.7 101 42.4

others 24 39.3 137 57.6
Number of PHNs in the workplace

Fewer than 2 4 6.6 52 21.8

3-5 12 19.7 45 18.9

More than 6 45 73.8 141 59.2

Table 2. Comparison of the mean scores of comfortable workplace scale

Novice PHNs (n=61)

PHNs with more than 5 years of

experience (n=238) p
M SD M SD
Career development 3.12 0.80 2.87 0.76 0.014%**
Human relationship 4.01 0.81 3.84 0.73 0.062
Work discretion 3.53 0.77 3.40 0.77 0.112
S(gg;buﬁon to 3.27 0.80 3.42 0.63 0.290
Welfare 3.26 0.84 3.32 0.77 0.599
Labor load 3.01 0.93 2.73 0.94 0.096

M, mean; SD, Standard deviation; p<0.001, ***; p<0.05, **; p<0.1, *; Mann-Whitney U test

The standard score range of the scale is from 2.5 to 3.5.

Each item is rated on a scale from 1 to 5 points.

Table 3. Correlation between the area of comfortable workplace scale and workplace satisfaction

Novice PHNs (n=61)

PHNs with more than 5 years of
experience (n=238)

Career development 461
Human relationship .615
Work discretion 471
Contribution to society .529

Welfare .394

Labor load .534

*k

*kk

.458

ok

412

ok

422

*%

.400

*k

.242

ok

.430

Spearman’s correlation coefficient; p<0.001, ***; p<0.01, **; p<0.05, *
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Table 4. Multiple regression analysis of the comfortable workplace scale and level of satisfaction

Novice PHNs (n=61)

PHNs with more than 5 years of experience (n=238)

Independent variables

SE g 95%CI VIF B SE p 95%CI VIF
Career development 0.18 0.07 0.15% 0.04 to 0.32 1.60
Human relationship 0.61 0.12 0.48%** 0.38 to 0.85 1.13 0.23 0.07 0.19%* 0.09 to 0.37 1.48

Work discretion

Contribution to society ~ 0.33 0.12 0.26** 0.08 to 0.58 1.16 0.35 0.08 0.25%** 0.20 to 0.51 1.32
Labor load 0.31 0.10 0.28%* 0.10 to 0.51 1.22 0.35 0.05 0.38%** 0.26 to 0.45 1.10
R? 0.57 0.45

SE, Standard Error; CI, Confidence interval; p<0.001, ***; p<0.01, **; p<0.05, *

(B = 0.38), “contribution to society” (8 = 0.25),”
“human relationship” (# = 0.19) and “career devel-
opment” (f = 0.18) affected other PHNs" workplace
satisfaction . “Career development” did not affect
the workplace satisfaction of novice PHNSs.

DISCUSSION

1. Recognition of workplace environment

Novice PHNs stated that “human relationships”
and “Work discretion” are comfortable. This sug-
gests that the workplaces where the novice PHNs
belonged had smooth human relationships and
they could express their own opinion. As Campbell
et al.? has suggested, the presence of a supervisor
with whom one can discuss ways to handle the
work and provides positive feedback can increase
the level of work satisfaction, it was suggested that
PHNs’ workplace satisfaction is strongly influ-
enced by the supervisor. As Sveinsdottir'” has
stated, nursing administrators can increase the
positive feelings of the staff by approving the
staff’s behavior specifically. As novice PHNs re-
ceive specific approval for their activities from a
supervising PHN who has a practical grasp on the
activities of a PHN, this can help reduce anxiety
in novice PHNs. Hori? and Yoder'” has stated
that the supervisors and senior staffs that the
workers meet at the beginning of their careers
have an important influence on their subsequent
lives and careers. It was suggested that for novice
PHNSs, a supervising PHN is beneficial in helping
PHNs shape their careers.

2. Workplace environment affecting work-

place satisfaction

The difference between novice PHNs and others
was the presence or absence of “career development”
and the influence of the “human relationship” and
“labor load.” Regarding “human relationship,” for
nurses, the lack of support from colleagues is the
greatest stress factor'®. Interpersonal aid workers
have stated that support from colleagues and ap-
proval from clients strongly affects the level of
satisfaction®. In order to enhance the workplace
satisfaction of novice PHNs who feel immature as

a PHN, support from supervisors and peers is
important. As Schon'® has suggested, approval
from colleagues encourage reflection of a worker’s
activities and leads to confidence; it is, therefore,
important for colleagues to be supportive con-
sciously by identifying the strengths of the novice
PHNs and vocalize them. Furthermore, the item
“labor load” was considered to represent the cur-
rent situation of PHNs in Japan. According to a
survey in 20149, since 2010, there has been a sig-
nificant increase in the proportion of PHNs who
consider their workload to be high, and it was also
reported that cases and work being handed to
them have become more complex. Ozyurt!? also
stated that labor load affects work satisfaction,
while Abu-Bader? found that excessive workload
and complication of work content reduce workplace
satisfaction and cause burnout. We think that it is
necessary to monitor the work volume and content
to prevent burnout of PHNs due to exhaustion.

Meanwhile, only other PHNs being affected by
“career development” represents the current state
of the arrangement. Because they are assigned to
departments with few PHNs, it is difficult to par-
ticipate in the training they want to receive. In
addition, the career ladder of PHNs had just been
created in 2016, and the training of other PHNs
has not been established. Therefore, staffs may
not think that other PHNs need training.

Conclusions

Workplace satisfaction of novice PHNs was
found to be affected by the relationship with
staffs, work content that enables them to feel con-
nected with the society, and labor load. Based on
this, it would be effective for novice PHNs to par-
ticipate in activities that enable them to perceive
their contribution to the society, through appropri-
ate workload and interaction with the residents
under the supervision of PHNs.
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Appendix: The Comfortable Workplace Scale

Japanese English
1 BHEg | EHL0, ) IR IDEE P fTDONL TS My workplace provides education for motivation and career
development.
9 FEVIBDONROMEEEZ 2 CANFEHEDIITDONTWS Personnel management in my workplace is carried out
* considering the future career paths.
3' 3 TN —TRMNZ LI HE - RO BESHEIC SN TN S My. Workplace goals have been clarified for each group and
7 individual.
4 zﬂﬁﬁ%“ﬂi\ FHETHLELRFCLEREE -IHA )15 My workplace provides the necessary education and training.
5 ZOWBETIIMEREEFCHLIENKYAZEEZSNTWS  Fostering employees is considered important in my workplace.
777777777 6 LRl ALICEo7EXBISAs My supervisor s reliable when I have a trouble at work,
A 7 ERNGGEBTORRICHBELRL NS My supervisor understands the situation of his subordinates.
F;E'g 8 LRIRHEFEARERICHEAITESD I can speak freely with my supervisor or colleagues at my office.
G 9 ZOWMETIE, RRIEH TR RDO L WERICH S The supervisor and members have a friendly relationship.
10 LRI AFDD) FLATK I RERER T2 LT s My supervisor helps me to work proceeds smoothly.
1 HROBLOTAF TR A TEE Ican work with my own ideas.
% 12 HFEOHEEZASTY T HEEZETEDLIENTES I can work freely towards my goal.
%)i 13 B oR)FeHEETHFHNTES I can work based on my own ways and responsibility.
‘% 14 HFoOFHH, g, EOHFEASTRDOLILDTES I can plan, judge, and proceed with my own work.
15 B O &R R—ATHFNTES I can work at my own pace.
16 HBOMEL LD LOHARECOI R oD My work is contributing towards making the society better.
i‘% 17 B OAHES AR EEN->TNWDLILEFKTES I can feel that my work is connected to the society.
0?) 18 HA O HE»SE Wi Z T2 My work is highly appreciated by the society.
?.C 19 FOMFICETAHI LN FHPL T LEICLL TS Happenings about my work are often reported on TV and
2 newspapers.
’ 20 23?%?&@&%6 bbb —HTHAHZ LI #EDZE - Tam proud of being a member of this workplace.
, CORBIERIED bEVEFRECFKEA S My workplace has a longer duration of leave than other
workplaces.
99 OB T IR BIRIKIEL /- IRIRDSE D Rd v It is easy to take maternity leave, childcare leave, and nursing

care leave in my workplace.

ZOWS TIHERARBRIRIRZIND R 3 WHIER TR 5 My workplace has a system or environment that makes it easier
to obtain paid leave.

B2 8
[\
w

ZOWIHE DR B R DRI > TSNS EI RSy My workplace has staffs for health consultation.
TG

LR F RO AR D72 DI A DR 72 &% K[ BRIC T can easily visit the hospital for health consultation at my

FIHTE5 workplace.

26 ALFHIFVOLIFEHNILETES T always can finish my work within the working hours.

27 &R L THFoREEI. #4722 ES I think the content and quantity of my work is appropriate.
o
pl
1) 28 BRZERBKIRZ D THWEDOH5 L4728 B I think that my work is appropriate, including overtime and
= holidays.
i

29 BHFCIHFoOENEER T LTV I do not leave fatigue of work until the next day.

30 RIMHFEEFBR-722LEID -/ I rarely bring my work home.

Researchers translated the questions into English.



