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Abstract

The aim was to identified workplace factors related to the well-being of employees in nursing.
A cross-sectional study was conducted in nine from twelve Slovenian hospitals. Descriptive
statistics and multivariate regression analysis were used. According to a qualitative study, se-
mi-structured interviews were used. The content analysis gave six main categories: Leader-
ship style; Leaders' personal qualities; Leaders' knowledge and skills; Stress; Patients; Organi-
zation; that is important for employees' well-being in nursing. It was revealed that 93 % of
employees' well-being in nursing could be predicted with leadership style, leaders' knowledge
and skills, leaders' personal qualities, frequency of workplace stress, stress management work-
ing experiences, and education level. The study confirmed the importance of leaders' skills
and knowledge, leaders' personal qualities, and leadership styles for higher employees' well-
being in nursing.
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Introduction

Well-being is an essential basis for health (WHO 2014). Different definitions of
well-being can be found in the literature (Dodge/Daly/Huyton/Sanders 2012; Di-
ener 2013; Ng/Fisher 2013; Schulte/Guerin/Schill/Bha 2015; Ryff 2016), but in
all, it is well known as a multi-dimensional construct. The promotion of well-
being becomes more and more important according to the social and economic
changes (Kirkwood/Bond/May/McKeith/Teh 2010; Kallay/Rus 2014). Well-be-
ing, like happiness, life satisfaction, and self-growth, represents one of the most
important aspects of an efficient individual psychological functioning (Huppert
2009; Nikolaev/Boudreaux/Wood 2019; Shir/Nikolaev/Wincent 2019).

Ryff and Keyes (1995) identified six dimensions of psychological well-being:
(1) autonomy is an ability to function free from others' influence and control and
regulate emotions and behaviour. This dimension evaluates people's indepen-
dence in different aspects of their lives; (2) environmental mastery reflects a per-
son's capacity to design environments appropriate for their propensities. This di-
mension refers to the ability to deal with a challenging environment, having the
ability to adapt to adverse circumstances; (3) positive relationships with others
represent the capacity to develop and maintain warm, affectionate, and trusting
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human relationships. This dimension measures how an individual interacts with
others openly and sincerely; (4) purpose in life represents the capacity to deter-
mine and (re)construct meaning in life. This dimension measures the peoples'
ability to interact with others openly and sincerely; (5) personal growth refers to
our capacity to realize our potentials and perceive life as a process of continuous
change, challenges, and opportunities, through which we continuously grow.
This dimension measures the people's ability to learn from themselves, being
open to new experiences and challenges; (6) self-acceptance is considered an in-
dispensable aspect of mental health, being both a characteristic and a necessary
element of self-actualization optimal human functioning. This dimension re-
flects the acceptance of every aspect of an individual and one's own past (Ryft/
Singer 2006). All six dimensions represent multi-dimensional conceptualization
of psychological well-being and are often used in international studies (Ryff
2017).

Leadership is an essential concept, but it is also tough to define. McCleskey
(2014) noted that a single definition of leadership is not possible, since the defi-
nition of leadership depends on the researcher's interest and the type of studied
problem. Almost in all descriptions, leadership is a process where leaders influ-
ence their employees to achieve organizational goals (Lussietr/Achua 2007; Hu-
ber 2013). In healthcare is a crucial leaders' skill, using different leadership
styles (Casida/Parker 2011). Before introducing the transformational leadership
style, the transactional leadership style was perceived as the most effective lead-
ership style in organizations and motivated employees by rewards and discipline
(Bass/Avolio/Jung/Berson 2003). The transformational leadership style focus on
team-building, motivation, and collaboration with employees at different levels
of the organization to accomplish change for the better (Marshall 2011; Marquis/
Huston 2017). Transformational leadership refers to influencing others to
achieve goals with change beliefs, values, and needs of employees (Casida/Park-
er 2011). In the last few decades, transformational leadership has been studied in
many studies (Dinh/Lord/Gardner/Meuser/Liden/Hu 2014). According to Bass
and Riggio (2006), transactional leadership complements and increases the ef-
fects of transformational leadership outcomes. Researches (Bono/Judge 2004;
Deinert/Homan/Boer/Voelpel/Gutermann 2015) have shown that transformation-
al leadership is associated with personality qualities. Marques and Huston
(2017) noted that the leadership style that leaders use is based on a combination
of their beliefs, values, and preferences, as well as the organizational culture and
norms, which encourage some leadership styles and discourage others.

Leadership style is used by leaders depending on the personal qualities of the
leader. A leadership style that the leader will adapt on its way and selected ac-
cording to the leader's past knowledge, experience, and skills. Musek (1997:242)
states that personal qualities, physical and mental qualities, knowledge, skills,
and motivation affect achievements and success. The leadership literature in-
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volves several unique qualities, knowledge, and skills of successful and effective
leaders. Leaders' attributes, knowledge, and abilities affect employees through
the leader's reaction according to their leadership style (Berson/Oreg/Dvir 2008).
Their decisions and behaviour are also reflected in the organizational culture and
employees' attitudes and behaviour. Exploring leaders' qualities is useful, and
some personal qualities define a successful leader, and the active promotion of
these characteristics can develop an individual into a strong leader. Of course,
there are several leadership theories and more leadership styles; thus, the differ-
ent leaders' qualities come into consideration. The most important is that a lead-
er is appropriately qualified for successful leadership.

Workplace and work-life are significant predictors of various organizational out-
comes, such as employee performance, lower absenteeism, organizational effec-
tiveness, and employee well-being (Montes-Berges/Augusta-Landa 2014;
Pineau Stam /Spence Laschinger/Regan/Wong 2015; Williams/Smith 2016;
Nielsen/Nielsen/Ogbonnaya/Kansala/Saari/Isakson 2017; Tarcan/Hikmet/Schoo-
ley/Top/Yorgancioglu Tarcan 2017; Ozylmaz/Erdogan/Karaeminogullari 2018).
Some researchers have found a positive relationship between well-being and
control over work tasks (Rivkin/Diestel/Schmidt 2015; Bakker/Demerouti
2018), transformational leadership (Sudha/Schahnawaz/Farhat 2016; Arnold
2017; Gyu Park/Sik Kim/Yoon/Joo 2017; Inceoglu/Thomas/Chu/Plans/Gerbasi
2018; Pinck/Sonnetag 2018), and independence of employees (Schultz/Ran/
Niemiec/Legate/Williams 2015). Leaders who can provide a high-quality work
environment positively impact employee well-being (Kauhanen/Nitti 2015;
Arif/Katafygioutou/Mazroei/Kaushik/Alsarrag 2016). The leaders who nurtured
employee well-being through quality leadership perceived a positive impact on
their well-being over time. Happy people have better physical health, better rela-
tionships, high-level performance (Huppert 2009; Huang/Ahstrom/Lee/Chen/
Hsieh 2016; Nielsen et al. 2017; Peir6/Kozusznik/Rodriguez-Molina/Tordera
2019) and quality work-life (Durkin/Beaumont/Hollins Martin/Carson 2016;
Kumar/Gupta 2017).

Well-being affects not only the organizational outcomes but also individuals.

The level of employees' well-being is essential for health care institutions. To

better understand and identify determinants that affect the multi-dimensional

concept of well-being, it is reasonable to use different research methods. The

aim of the study was to identified workplace factors related to employees' well-

being in nursing.

The following hypotheses were tested:

1 Leaders' personal qualities, knowledge, and skills are related to the nursing
employees' well-being.

2 Transformational leadership is an essential determinant of employees' well-
being in nursing.
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Methods
Participants and procedures

A study with a cross-sectional questionnaire took place in 9 from 12 Slovenian
hospitals. One thousand three hundred questionnaires were distributed, which
amounts to 14 % of 9404 employees in nursing in all Slovenian hospitals. Seven
hundred twenty questionnaires were correctly and filled out, and the response
rate was 55 %. This sample represented 8 % of all employees in nursing in
Slovenian hospitals. 62 % of participating employees were between 30 and 50
years of age. 58 (8 %) had less than five years working experiences in nursing,
151 (21 %) had 5 to 10 working experiences in nursing, 245 (34 %) had 11 to 20
working experiences, 144 (20 %) had 21 to 30 working experiences, and 122
(17 %) had more than 31 working experiences in nursing.

In the qualitative study, twelve employees in nursing from three participating
hospitals in Slovenia were included. For semi-structured interviews, the purpose
sampling was used. A key criterion for the selection of participants was at least
ten years of working experience in nursing. The age group of participants varied
from 34 to 52 years; all of them were female.

Written permission for the study from the National Medical Ethics Committee of
the Republic of Slovenia (No.157/09/13), followed by approvals from all eight
participating hospitals were received. We ensured the voluntariness of the partic-
ipation in the research; the participants also had an option of refusal or interrup-
tion of the cooperation. Anonymity was guaranteed. In the survey, every partici-
pant received an application for participation, instructions, a questionnaire, and a
guarantee of anonymity with the paid envelopment with the postage stamp and
the researcher's address. Before conducting interviews, we also acquired written
consent from the participants and informed them individually about the role,
content, purpose of the study, and their rights. All participants were informed of
the confidentiality and security of the obtained data. They were also notified
about the right to refuse participation, which was voluntary and non-binding. We
were careful to ensure that the interviewer did not name any co-workers during
the interviews to ensure the co-workers' anonymity.

Instrument
Questionnaire contains:

m Demographic and other characteristics (age, gender, working experiences in
nursing, educational level, job position, frequency of workplace stress, and
stress management).

m  Multifactorial Leadership Questionnaire (Bass/Avolio 1990) measure the
transformational leadership style (Cronbach alpha was 0.812) and transac-
tional leadership style (Cronbach alpha was 0.960). Twenty items were as-
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sessed on a six-point Likert scale ranging from 1 (strongly disagree) to six
(strongly agree).

m Ten leaders' personal qualities (Lorber/Skela-Savi¢ 2011): honesty, organiz-
ing, interpersonal relations, decisiveness, reliability, objectivity, responsibili-
ty, communication skills, self-confidence, and ambition, were assessed on a
six-point Likert scale ranging from one (strongly disagree) to six (strongly
agree). Cronbach's alpha was 0.943.

m Leaders' knowledge and skills (85 items related to knowledge and skills
about communication skills, teamwork, delegating, decision making, prob-
lem-solving, emotional intelligence, managing changes, motivation, career
development, quality, and safety) were assessed on a six-point Likert scale
ranging from one (strongly disagree) to six (strongly agree). This part was
designed by O.K. Consulting (Company for transformational management).
Cronbach's alpha was 0.932.

m Ryff Scales of Psychological well-being (Ryff/Keyes 1995) measure six di-
mensions of well-being (autonomy, positive relations with others, environ-
mental mastery, personal growth, the purpose of life, and self-acceptance).
Forty-two items were assessed on a six-point Likert scale ranging from one
(strongly disagree) to six (strongly agree). Cronbach's alpha was 0.991.

In the context of qualitative methodology, we obtained the data through partici-
pant observation and a semi-structured interview with six open questions, some-
times followed by sub-questions depending on the need for clarification of the
received information. The interviews were conducted at locations and time se-
lected by the participants. All the interviews were done in the workplace at the
end of their morning shifts. Interviews lasted approximately 30 to 40 minutes.

Data analysis

Multiple regression analysis was used to determine the effect of independent
variables (demographic characteristics, transformational leadership, transaction-
al leadership, leaders' personal qualities, and leaders' knowledge and skills) on a
dependent variable (well-being). We were also interested in differences of well-
being according to the frequency of workplace stress, stress management, level
of education, and workplace experiences. To find statistically significant differ-
ences in employees' well-being in nursing, Kruskal-Wallis, and Mann-Whitney
test were used. A p-value of <0.05 was considered to be statistically significant.

After the transcription, the interviews were coded and compared. Multiple re-
readings aimed to search for codes through a coding process that links and com-
bines similar events and thoughts in the statements in the empirical material.
The codes were combined into more abstract categories, which were used to ex-
plain the determinants' effect on nursing employees' well-being more transpar-
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ently and systematically. The nursing employees' statements were left un-
changed, which is permitted in qualitative analysis.

Results

238 (33 %) nursing employees are always exposed to workplace stress, 360
(50 %) are often exposed to workplace stress, and 122 (17 %) are sometimes ex-
posed to workplace stress. 562 (78 %) nursing employees assessed that manage
workplace stress. The average level (Table 1) of using a transformational and
transactional leadership style, leaders' personal qualities, knowledge, and skills
are at a moderate level (from 3.63 to 4.36 from 6). The level of employees' well-
being in nursing is also at a-moderate level (x=161.27 from 252).

Table 1: Results of descriptive statistic

Variables Min Max X s

Transformational leadership 2 3.77 135
Transactional leadership 1 3.63 1.42
Leaders’ personal qualities 1 6 4.36 139
Leaders' knowledge and skills 1 3.63 1.49
Well-being — Autonomy 9 42 2678 9.95
Well-being — Positive relations 10 42 26.12 9.45
Well-being — Environmental mastery n 42 29.16 8.55
Well-being — Personal growth 8 42 2534 10.82
Well-being — Purpose in life 9 42 28.07 879
Well-being — Self-acceptance 10 42 26.19 932
Well-being 67 252 161.27 5519

Note: Min=minimum; Max=maximum; X= average value; s= standard deviation

Statistically significant differences in employees' well-being in nursing were
found according to working experiences in nursing (F=2.364; p=0<0.001), level
of education (F=1.892; p=0.018), frequency of workplace stress (F=47.504;
p<0.001) and stress management (Z=7.798, p<0.001). No statistically significant
differences were found in nursing employees' well-being according to job pos-
ition (Z=1.218; p=0.275). A higher level of well-being was found in those who
are employed several years in nursing, those who have a higher level of educa-
tion, those exposed to stress less frequently, and those who are managing stress
better. It was also found that leaders' personal qualities (r=0.756; p<0.001) and
leaders' knowledge and skills (r=0.803; p<0.001) are statistically significant pos-
itively associated with employees' well-being in nursing.

To test the influence leaders' personal qualities, knowledge, skills, leadership
style, stress management, and some other variables on well-being in nursing, a
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multiple linear regression was performed. Transformational leadership style,
transactional leadership style, leaders' personal qualities, leaders' knowledge and
skills, working experiences, level of education, job position, frequency, and
managing stress were entered into the model as the independent variables. Well-
being was used as the dependent variable. We revealed that 93 % of employees'
well-being in nursing could be statistically predicted with leadership style, lead-
ers' personal qualities, leaders' knowledge and skills, working years in nursing,
level of education, frequency of workplace stress, and stress management (Table
2). It was found that the transformational leadership style was the strongest pre-
dictor (B=0.487; p<0.001) of employees' well-being in nursing.

Table 2: Results of regression analysis for the prediction of well-being

Variables B S.E. B t p-value
Working experiences 0.025 0.008 0.056 2327 0.030
Level of education 0.040 0.009 0.087 4.424 <0.001
Job status -0.004 0.030 -0.028 -1.861 0.063
Transformational leadership 0.486 0.040 0.487 7.035 <0.001
Transactional leadership 0.068 0.038 0.048 2.205 0.028
Leaders’ knowledge and skills 0.091 0.029 0.091 3138 <0.001
Leaders’ personal qualities 0.877 0.066 0177 3.650 <0.001
Frequency of workplace stress -0.059 0.015 -0.080 -3.839 <0.001
Stress management 0.028 0.023 0.066 2.425 0.018

Adjusted R*=0.935; F=391.706; p<0.001

Note: B=unstandardized regression coefficient; S.E.=standard error; p=standard regression
coefficient; t=t-value of t-statistic; R*=coefficient of determination

It was found that 367 (51 %) of nursing employees assessed their well-being
positively (assessed four or more), and 353 (49 %) was not (assessed three or
less). Based on the results obtained with the interviews, we also can divide em-
ployees in nursing into two groups; those who are satisfied and feel good in their
workplace: "I feel very good, and I'm satisfied with my job."; "I am pleased
when I go to work. I am very happy in the workplace. I like to work with my co-
workers. I feel very good in the unit." and those who do not feel good in their
workplace and are not satisfied: "I am not too happy, and I do not feel committed
to the organization."; "Well-being in workplace is poor. In the morning, when [
have to go to work, my heart is breaking. Those feelings also affect my family at
home."

Looking through the analysis of empirical material, we examined the answer to
the research question. After few times reading, we combined similar codes into
six thematic categories to explain nursing employees' well-being: Leadership
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style; Leaders' personal qualities; Leaders' knowledge and skills; Stress; Pa-
tients; Organization.

Leadership style

In this category, we have combined codes "leadership by example", "providing
assistance", "cooperation", and "promptly informing." We noted that the leader-
ship style is fundamental to the participants. Leaders' behavior and functioning
are crucial and have a meaningful impact on employees and their well-being.
One of the participants said: "The advantage of leadership is based on leaders’
experience and their skills.” and another: "The leader has to encourage open re-

lationships, the possibility of expression and participation.”

Leaders' personal qualities

nn

In this category we have combined the following codes: "honesty," "willingness
to help", "accessibility", "decisiveness", "good organizer", "team colleague,"
"kindness," "equality," "mentoring", and "participation". This category suggests
that the personal qualities of leaders are essential because they affect employees'
well-being. Participants precisely identify leaders according to their personal
qualities: "The leader is a good organizer and a team colleague.”; "The leader is
very accessible, always ready to help, highly motivated for work and trying to
arrange that everything is right."; "The leader is a good team colleague and re-

spects all co-workers..."; "The leader is sometimes not enough decisive and
sometimes confused."

Leaders' knowledge and skills

In this category we have combined the following codes "communication", "in-
terpersonal relations", "motivation", "employees’ development”, "teamwork",
"qualification", and "quality". It is well known that leaders' performance and be-
haviour according to their knowledge and skills have an important and major ef-
fect on employees' well-being and satisfaction. Only leaders with appropriate
knowledge and skills can encourage effective communication, good interperson-
al skills, teamwork, motivation, take care of employees' development and quali-
ty of care: "The leader encourages mutual trust and organizes work well...";
"The leader informs us daily about developments. We get all information on
time. Despite the fact that communication is good, sometimes there are also
some conflicts..."; "The leader encourages further education, personal develop-
ment, motivation, and gives reward..."; "The leader's knowledge and skills are
good; that helps to improve the treatment of patients."
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Stress

Into this category, we included the following codes "organization" and "co-
workers". The organization, work, leaders, and co-workers are associated with
workplace stress of employees in nursing. It seems that the organization is the
leading and most vital factor of tension in the workplace. Good co-workers are
often those who help individuals to manage stress: "We all look at labor costs
and work in different workplaces, which are not pleasant and cause the

stress..."; "Work is sometimes very stressful, due to the lack of personnel, sick
leaves..."

Patients

This category included the following codes: "satisfied patients" and "number of
patients". Employees in nursing are in daily contact with patients, and they have
an essential effect on the well-being and satisfaction of nursing employees. This
influence can be positive or a negative, but in our study, we noticed a positive
impact of satisfied patients on the well-being of employees in nursing: "The
most important to me are satisfied patients; it fills me with energy.”; "Due to the
lack of personnel and re-organization, patients are suffering.”

Organization

In this category we included the following codes "co-workers", "material",
"safety culture", "workload", and "lack of staff". It is known that an organization
with all work fields has a significant effect on the employees' well-being in nurs-
ing. These codes covered the operation of the entire organization: "The cause of
disagreements are changing in work shifts, overload, and the lack of staff."; "Al-
most every day I work in a different unit."; "Night shifts upset my biorhythm, and
1 have problems with my health. Due to work at night, on the weekends and dur-
ing holidays, we have lost most of our acquaintances and friends."; "It is impor-
tant to me that I get along well with my co-workers and that they appreciate my
professional work."

Discussion

The well-being of employees in nursing in Slovenian hospitals an average on a
moderate level. Approximately half of the employees in nursing (in the survey
and interviews) estimated well-being as good and excellent, and the other half as
poor. The well-being of employees in nursing on a moderate level can be ex-
plained by the austerity measures in the public sector, working hours, shift work,
work during weekends and holidays, and nurses' shortage. To our interpretation
helped results from the interviews, respondents said that they have a significant
number of working hours, mainly due to staff shortages and austerity measures.
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Also  researchers  (Caruso/Baldwin/Bergre/Chasens/Landis/Redeker/Schott/
Trinkoff 2017; Taghighi/Rees/Brown/Breen/Hegney 2017) identified a higher
number of working hours and heavy workload associated with employees' well-
being.

Through interviews, we identified the following determinants of employees'
well-being in nursing: leaders' personal qualities, leadership style, leaders'
knowledge, and skills, patients, stress, and organization. According to the re-
sults, we concluded that the quantitative part of our study supports the effect of
the resulting determinants on employees' well-being in Slovenian hospitals.
Leaders' knowledge and skills, leaders' personal qualities, leadership style, fre-
quency of workplace stress, and stress management significantly affect employ-
ees' well-being in nursing. With them, we can explain 85 % (together with work-
ing experiences and level of education 93 %) of the variability of employees'
well-being in nursing. It was also found that leaders' personal qualities (r=0.756;
p<0.001) and leaders' knowledge and skills (r=0.803; p<0.001) are statistically
significant strongly positively correlated with employees' well-being in nursing
what confirmed our first hypothesis.

Transformational leadership (B=0.487; p<0.001), leaders' personal qualities
(B=0.177; p<0.001), and leaders' knowledge and skills (f=0.091; p<0.001) were
three of the strongest predictors of employees' well-being in nursing. Some other
studies also found that transformational leadership (Sudha et al. 2016; Arnold
2017; Gyu Park et al. 2017; Inceoglu et al. 2018; Pinck/Sonnetag 2018), leaders'
knowledge and skills (Hunter 2009; Gamble 2011; Lornudd/Tafvelin/von Thiele
Schwarz/Bergman 2015; Pomery/Schofield/Xilaga/Gough 2016) and leaders'
personal qualities (Volmer/Koch/Goritz 2016; Inceoglu et al., 2018) effect on
employees' well-being. Out of the nine independent variables, the transforma-
tional leadership style was the strongest predictor of employees' well-being in
nursing, which confirmed our second hypothesis. Also, some other researchers
(McKee/Driscol/Kelloway/Kelley 2011; Tavfelin/Armelius/Westberger 2011;
Mencl/Wefald/van Ittersum 2016; Kossek/Petty/Bodner/Perrigino/Hammer/
Yragui/Michel 2018) found that the transformational leadership is an essential
predictor of employees' well-being. Our results provide new support to previous
studies about the importance of employees' well-being for organizational effec-
tiveness and performance. It is vital that every health care organization meet the
needs of employees and recognize positive and negative effects on employees'
well-being (Grawitch/Trares/Kohler 2007; Van der Heijden/Mulder/Konig/
Anselmann 2017) and quality of work-life (Zhao/Ghiselli/Law/Ma 2016; Barr
2018).

It is essential to be aware of all employees in nursing that the well-being is vital
not only for the employees, for contributing better health, positive opinion about
themselves, better relations with other people, and to facilitate overcoming the
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burden on the workplace (Huppert 2009) and effectiveness (Carolan/Harris/
Cavanagh 2017); but also for the organization in terms of increased productivity
(Jeffrey/Mahoney/Michelson 2014) and quality of care (Scheepers/Boerebach/
Arah/Heineman/Lombarts 2015; Yepes-Baldo/Romeo/Westerberg/Nordin 2018;
Schneider/Wehler/Weigl 2019). National Health Service (2009) noted that em-
ployees' well-being in health care organizations reduces MRSA incidence in pa-
tients, which is also one of the indicators of the quality of Slovenian hospitals,
defined in 2010.

According to various studies (McKee et al. 2011; Tavfelin et al. 2011; Mencl et
al. 2016; Sudha et al. 2016; Arnold 2017; Gyu Park et al. 2017; Inceoglu et al.
2018; Kossek et al. 2018; Pinck/Sonnetag 2018) and also of our results we can
confirm the importance of the studied determinants such as the leaders' knowl-
edge and skills, leaders' personal qualities, and leadership style, which are ex-
pressed with the leaders' behaviour and have a significant effect on employees'
well-being in nursing. The study's main contribution is finding that leaders' be-
haviour, which is a result of leaders' knowledge and skills, leaders' personal
qualities, and leadership style, have a significant effect on employees' well-being
in nursing. The study's surprise could be that the well-being of employees in
nursing is still moderate, despite the lack of staff, demanding working condi-
tions, workload, and frequent exposure to stress. Of course, there are significant
differences in employees' well-being in terms of organizational characteristics,
leadership style, aspects of work, personal qualities, expectations, and values.
The results, following the interest of participating hospitals, were presented to
the hospital management. With this, hospital management recognized the level
of employees' well-being in nursing and tried to recognize the importance of ad-
equately training nursing leaders. That has to be carefully and adequately select-
ed to ensure better employees' health and achieve better organizational out-
comes. The study results are comparable with other studies in the level of well-
being, leadership style, and leaders' personal qualities in different healthcare in-
stitutions.

Despite the above facts, leaders' behaviour, is one that can make a significant
contribution to employees' well-being and also better organizational and pa-
tients' outcomes. At the same time, it is necessary to emphasize the importance
of appropriate training of leaders in nursing, monitor employees in nursing regu-
larly, and intervene timely to ensure the well-being and prevent adverse stress
outcomes. With good interpersonal relationships, understanding, and encourag-
ing colleagues, we can create a healthy work environment where employees will
feel good, overcome stress more quickly, and contribute to better organizational
and patient outcomes.
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The results have important implications for those practice aiming to implement
changes to improve employees' well-being:

m Hospital management must consider employees' engagement in nursing and
their well-being in everyday decision-making because these factors are an-
tecedents how committed are employees in nursing to their hospitals, and it
is also a strong predictor of their retention.

m  Hospital management must become more sensitive to essential role leaders—
employees' relationships, organizational support, teamwork, and engagement
for good well-being of nursing employees.

m Rather than implementing wide organizational changes for a large number of
employees, suggest that training clinical leaders might have a similar impact
and might be cost-effective.

m A systemic view of training for leaders might improve employees' well-being
by creating jobs that allow employees in nursing to be involved.

Although these findings are notable, several limitations should be taken into ac-
count. It is noteworthy that the study was cross-sectional rather than longitudi-
nal. It was studied the influence only of some predictors on employees' well-be-
ing. A quantitative study was composed of multiple-choice closed-ended ques-
tions, which limited the respondents on a list of prepared answers. The re-
searcher was not available during the quantitative research, and the respondents
did not get help in the case they did not understand items. Among the limita-
tions, it is also an incomplete response on some of the scales, which reduced the
adequate sample size for some analyses. In the interviews, only a few employees
in nursing participated. Future research should examine the possible interaction
between well-being, nursing practice environment, and patient outcomes longi-
tudinally and be spread to health care institutions at all levels.

Conclusion

The present study results confirmed the importance of leaders' knowledge and
skills, leaders' personal qualities and leadership style, expressed with leaders' be-
haviour, had a significant effect on employees' well-being in nursing. The impli-
cations of these findings suggest that leaders in nursing have an essential role in
the promotion of well-being and health among employees in nursing since em-
ployees in nursing play a crucial part in patients' satisfaction and safety. Every
leader can improve employees' well-being when he/she try to provide determi-
nants of well-being for each employee, incorporate all employees as equal co-
workers, and promote a positive work climate with a healthy work environment.
To take care of the balance between work and private life, take care of employ-
ees' safety, and develop an interpersonal relationship and workplace satisfaction.
Our research suggests health benefits for nursing employees by creating a
healthy work environment to encourage better interpersonal relationships
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through preparing and training leaders in nursing. Workplace well-being can be
enhanced by the workplace atmosphere; therefore, a holistic approach is needed
to promote the health of employees, incorporating individual and workplace fac-
tors.
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