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Factors associated with engagement in nursing workers
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Ana Paula Carvalho Campos!?, “~ Patricia Campos Pavan Baptista?
Received: 29/07/2024 Accepted: 01/08/2024 Published: 20/09/2024

Abstract:

Objective: to measure the engagement of nursing workers and verify the association between engagement and
sociodemographic variables in these workers. Method: quantitative cross-sectional research, with nursing workers,
from the Mother and Child Department, of a private and philanthropic hospital, in the city of Sdo Paulo - SP/Brazil. Data
collection took place in 2022, via the REDcap™ digital platform, with sociodemographic questions and the UWES-9
(Utrecht Work Engagement Scale). Descriptive analyzes were carried out and correlations between variables were
obtained using Spearman's correlation coefficient, using the free software R version 4.2.2 for the analyses. Result: for
half of the 210 respondents, all dimensions and the total scale score presented median values above 5.00, indicating high
worker engagement. The variables Age and Professional category had a positive statistical association with engagement,
and it was identified that nursing workers who did not have health issues in the previous month had a higher median
score. Conclusion: the study showed high participant engagement, with all items scoring greater than or equal to 5.00.
Engagement was positively correlated with the variables age, with greater engagement among older ages, and with the
professional category, which showed the highest median score among nursing assistants and technicians, 5.33, while
nurses had a median score of 5.06.
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Resumo:

Objetivo: mensurar o engajamento em trabalhadores de enfermagem e verificar a associagdo entre o engajamento e as
variaveis sociodemograficas nestes trabalhadores. Método: pesquisa transversal quantitativa, com 210 trabalhadores
de enfermagem, do Departamento Materno-Infantil, de um hospital particular e filantrépico, da cidade de Sao Paulo -
SP. A coleta de dados aconteceu em 2022, pela plataforma digital REDcap®, com questdes sociodemograficas e a escala
de engajamento UWES-9 (Utrech Work Engagement Scale). Foram realizadas analises descritivas, e as correlagdes entre
as variaveis foram obtidas através do coeficiente de correlagdo de Spearman, utilizando o software livre R versio 4.2.2
para as analises. Resultado: para metade dos respondentes, todas as dimensdes e o escore total da escala apresentaram
valores medianos superiores a 5,00, indicando alto engajamento dos trabalhadores. As variaveis Idade e Categoria
profissional tiveram associacdo estatistica positiva com o engajamento, e identificou-se que o trabalhador de
enfermagem que ndo apresentou problema de satide no ultimo més teve escore mediano maior. Conclusao: o estudo
evidenciou alto engajamento dos participantes, com todos os itens com escore maior ou igual a 5,00. O engajamento
apresentou correlagdo positiva com as variaveis Idade, com Maior engajamento entre as idades mais avancada, e com a
Categoria profissional, que evidenciou entre os auxiliares e técnicos de enfermagem o escore mediano maior, de 5,33,
enquanto o enfermeiro obteve escore mediano 5,06.

Palavras-chave: Cuidados de Enfermagem; Engajamento no trabalho; Organiza¢do e administracao.

Resumen:

Objetivo: medir el compromiso de los trabajadores de enfermeria y verificar la asociacién entre el compromiso y las
variables sociodemogréficas de estos trabajadores. Método: Investigacidon cuantitativa transversal, con trabajadores de
enfermeria, del Departamento Materno-Infantil, de un hospital privado y filantrépico, en la ciudad de Sado Paulo, SP,
Brasil. La recogida de datos se realiz6 en 2022, a través de la plataforma digital REDcap®, con preguntas
sociodemogréaficas y la UWES-9 (Utrecht Work Engagement Scale). Se realizaron andlisis descriptivos y se obtuvieron
correlaciones entre variables mediante el coeficiente de correlacion de Spearman, utilizando el software libre R version
4.2.2 para los analisis. Resultado: Para la mitad de los 210 encuestados, todas las dimensiones y la puntuacion total de
la escala presentaron valores medios superiores a 5,00, lo que indica un alto compromiso de los trabajadores. Las
variables edad y categoria profesional tuvieron una asociacion estadistica positiva con el compromiso, y se identifico
que los trabajadores de enfermeria que no habian presentado ningtn problema de salud en el tltimo mes tenian una
puntuaciéon mediana mas alta. Conclusion: el estudio mostré un elevado compromiso de los participantes, ya que todos
los items obtuvieron una puntuacién mayor o igual a 5,00. El compromiso se correlacioné positivamente con las
variables edad, con un mayor compromiso entre las edades mas avanzadas, y con la categoria profesional, que mostro la
puntuaciéon mediana mas alta entre los auxiliares y técnicos de enfermeria, 5,33, mientras que los enfermeros tuvieron
una puntuacién mediana de 5,06.

Palabras Clave: Atencion de enfermeira; Compromiso laboral; Organizacién y administracion.
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INTRODUCTION
ngagement can be understood as commitment, involvement, absorption, dedication,
and focus on work and energyl2. In theoretical discussions, engagement originated
from Positive Psychology, which prioritizes the development of the optimal aspect of
human beings, when thinking about their health and well-being3.

The pioneers on engagement were theorists Abraham Maslow and Carl Rogers, citing
engagement in Humanistic Psychology, presented by Maslow in 1954 in the work “Motivation
and Personality”, but it received little attention. Positive Psychology effectively spread in 1998,
with psychologist Martin Seligman, who said that Psychology should go beyond just repairing
errors and deficiencies, and it should identify and strengthen skills. The movement presented
the construct “Work Engagement”, a positive motivational construct that is related to work,
having a psychological, contemporary and prosperous background, both for the administration
and academic spheres3.

It is important to state that engagement is not something imposed. The individual
chooses to engage. This happens through a favorable organizational environment created by
the organization, with availability of resources, autonomy and security, where there is meaning,
connection and satisfaction in carrying out the work*.

In this aspect, research has shown that health professionals are among the most engaged
occupational groups®. This may be related to the object of action of these workers, since their
activities are related to the care, treatment and recovery of individuals.

Data from the World Health Organization (WHO) indicate that, nowadays, there are over
27.9 million nursing workers worldwide, of which 19.3 million are nurses; showing an increase
of 4.7 million between 2013 and 2018. This reinforces nursing as the majority in the health
sector, representing around 59% of health professionals. The demand for a skilled nursing
workforce is ongoing due to aging and population growth, as well as the increasing complexities
of healthcare needs®.

Young nursing professionals (generation X, born between 1965 and 1980; generation Y,
born between 1981 and 2000; and millennials, born after the year 2000) have not been as
connected to work as those born before 1964 (the Baby Boomers) who are considered
workaholics. Younger people more often leave the profession, as they do not feel fulfilled and
want balance between work and personal life and better opportunities. To stay at work, they
see appreciation of teamwork and feedback from managers as encouragement’. Therefore,
retaining good professionals has represented a major challenge in contemporary times and a

crucial need for health services.
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It is becoming increasingly important to admit a culture of collaborative management,
in which leaders and nursing workers complement each other and are the key to the
institutions' collective initiatives, a model that improves professional health, integration in
interprofessional work, safety in work environment and care results8?.

Therefore, the positive results of an institution are directly influenced by worker
engagement, with better financial results, customer satisfaction, worker retention and lower
turnover, in addition to the predominance of quality and innovation#*.

This topic has been explored both in Brazil and internationally. In nursing, it is important
to recognize that a nursing staff member with reduced energy and dedication can be extremely
harmful for health institutions.

Thus, it has become relevant to study engagement among nursing workers, with a view
to identifying factors that can permeate this construct, enabling the development of
management strategies that can improve the engagement of nursing workers in health services.

The study aims to measure the engagement of nursing workers and verify the

association between engagement and sociodemographic variables in these workers.

METHOD

Quantitative cross-sectional study, carried out between October and December 2022, as
part of the research entitled “Presenteeism and engagement in nursing workers”. For the
development and design of the study, the STROBE (STrengthening the Reporting of
OBservational studies in Epidemiology) intrument was used?0.

The chosen location was the Mother and Child Department of Hospital Israelita Albert
Einstein, a large general, private and philanthropic hospital in the city of Sao Paulo/SP - Brazil,
chosen for convenience, as it was the researcher's workplace.

Population comprised by 358 nursing workers, with the sample calculation carried out
by the PASS program, assuming the minimum expected calculation of 180 evaluated
professionals. This number would be enough to test a Spearman correlation coefficient
regarding the null hypothesis of equality at zero with a significance level of 5% and power of
94% for coefficients from 0.30011.

The sample was collected through e-mail invitation, with an individual link, via the web
platform for the construction and management of databases and online research REDCap™
(Research Electronic Data Capture) 12. Two instruments were used to collect data:
“Questionnaire for Sociodemographic and Work Analysis (QSD)” and the Scale translated and

validated into Brazilian-Portuguese “Utrecht Work Engagement Scale of 9 items (UWES-9)”.
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The QSD questionnaire was designed with structured questions to identify the studied
population. This instrument was created by the authors, and developed exclusively for use on
this study, with variables addressing personal questions (age, sex, marital status, children and
family provider), work (professional category, time since graduation, time working on
company, work environment, work shift, if there is any other employment relationship),
transportation (transportation means and time spent to get to work), and health (were there
any health issues in the last month)

The UWES-9 instrument, chosen for its worldwide scope, is divided into three
dimensions (Vigor, Dedication and Absorption) and assesses workers' engagement at work
using a seven-point Likert scale (0 = never to 6 = always), with evaluation of the total score or
each independent dimension. Answers vary between 0 and 6, and the higher the total score, the
greater the worker's engagement>1314, Engagement can be categorized as very low, low,
average, high and very high, for this reason the UWES instrument was standardized,
establishing statistical values13.

Numerical data are presented with descriptive statistics, and for qualitative variables
absolute and relative frequency distributions were presented and, for quantitative variables,
the main summary measurements were presented (mean, standard deviation (SD), first
quartile (Q1), median, third quartile (Q3), interquartile range (Q1-Q3), minimum value and
maximum value).

Due to the asymmetric distributions of scores on the scale, the non-parametric Mann-
Whitney and Kruskal-Wallis tests were used to evaluate the association of scores with
qualitative variables. Spearman's correlation coefficient was used to associate the quantitative
variables with the dimension scores and the total scale score. The significance level adopted
was 5% and the free software R version 4.2.2 was used in the analyses”1>16, For the analysis,
data was exported from the REDCap™ platform to Microsoft Office Excel™ spreadsheets via the
Microsoft 365™ online platform.

The research was approved by the Research Ethics Committees of the School of Nursing
of the University of Sao Paulo (EEUSP), under opinion, CAAE: 58240922.2.0000.5392 and by
Hospital Israelita Albert Einstein, under opinion, CAAE 58240922.2.3001.0071, through
Plataforma Brasil. The Informed Consent Form (ICF) was accepted virtually by all participants,
before responding to the survey, still following the Resolution of the National Health Council

466/201217.18 and the guidelines of Circular Letter n® 2 /2021 /CONEP/SECNS/MS19,
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RESULTS

210 nursing workers met the inclusion criteria, as illustrated in Figure 1. Their
characteristics are presented in Table 1. The majority of respondents were female (99.05%),
with an average age of 38 years, were married or in a stable relationship (64.76%), had children

(67.14%) and were their family's financial provider (92.38%).

Figure 1. Study population and participants who answered the sociodemographic questions
and the UWES-9 instrument. Sdo Paulo/SP - Brazil, 2023.
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Table 1. Distribution of nursing workers according to sociodemographic data and work

characteristics (n e %). lIQ: interquartile range. Sao Paulo/SP - Brazil, 2023.

Variable n (%)
Sex Feminine 208 (99.05)
Masculine 2 (0.95)
Age (years) mean (SD) 38(8)
median (I1Q) 38 (33-43)
minimum-maximum 19-63
Marital status Married/Stable relationship 136 (64.76)
Single 74 (35.24)
Have children? No 69 (32.86)
Yes 141 (67.14)
Is the provider financial of the family? No 16 (7.62)
Partially 125 (59.52)
Main 69 (32.86)
Category Professional Nursing Assistant and Technician 108 (51.43)
Graduate Nurse 102 (48.57)
Workplace Pediatric ICU 36 (17.14)
Neonatal ICU 48 (22.86)
Pediatrics 26 (12.38)
Maternity 78 (37.14)
Obstetric center 17 (8.10)
Birth center 26 (12.38)
Nursery 8 (3.81)
Work shift Daytime 132 (62.86)
Night shift 12 x 36 hours 72 (34.29)
Hourly 6 (2.86)
Has another link employment? No 191 (90.95)
Yes 19 (9.05)
Time working in nursing (years) mean (SD) 13.3(7.7)
median (11Q) 13.0 (7.0-18.0)
minimum-maximum (0.0-38.0)
Time working in nursing (years) mean (SD) 13.3(7.7)
median (11Q) 13.0 (7.0-18.0)
minimum-maximum (0.0-38.0)
Operating time in the company (years) mean (SD) 8.5 (6.6)
median (I11Q) 8.0 (3.0-12.0)
minimum-maximum (0.0-32.0)

It was found that 51.43% were nursing assistants and technicians. The three places with
the most participants were: maternity ward (37.14%), Neonatal ICU (22.86%) and Pediatric
ICU (17.14%). 93 (44.29%) respondents reported a health problem in the last 30 days.

For 50% of respondents, the median score in all dimensions of the UWES-9 scale (Vigor,
Dedication and Absorption) was higher than 5.00, and the total score was 5.22, indicating high
engagement (Table 2).

The variables Age and Professional category were the only ones that had significant
statistical associations with the UWES-9 scale. Age correlated with the dimensions Vigor,
Absorption and the total score, indicating a directly proportional relationship between age and
engagement, that is, the older the nursing profession, the greater their engagement (Figure 2).
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Nursing assistants and technicians presented significantly higher scores, dimensions and total

when compared to nurses, indicating that they are more engaged (Table 3).

Table 2. Median value of the dimensions and total score of the UWES-9 scale of nursing

workers. I1Q: interquartile range. Sao Paulo/SP - Brazil, 2023.

UWES-9 median (11Q) minimum-maximum
Vigor 5.00 (4.33-5.67) (0.67-6.00)
Dedication 5.67 (4.67-6.00) (0.33-6.00)
Absorption 5.00 (4.00-5.67) (0.33-6.00)
Total 5.22 (4.44-5.67) (0.56-6.00)

Figure 2. Dispersion between AGE and dimension and total UWES 9 scale scores. The red line
(ascending) represents the regression line between the two variables in each graph. R:
Spearman correlation coefficient. Sdo Paulo/SP - Brazil, 2023.
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Regarding Workplace (keeping in mind that workds could work in more than one
location, due to relocations) those who worked in the pediatric ICU had a significantly lower
total score, with a median value of 4.84, and those who worked in the ICU had a higher median
total score in the maternity and/or nursery (5.33), in the birth center and obstetric center (both
5.56), with significantly higher scores in the Absorption dimension (p=0.016, 0.026, 0.045,
respectively) and workers in the obstetric center had a significantly higher score, also, in the

Dedication dimension (6.00, p=0.029) (Table 3).
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The Work shift, like the other variables, did not show statistical significance; however,
hourly workers had the lowest engagement scores. In the present study, the UWES-9 scores
were higher, with statistical relevance, in nursing workers who did not present health problems
in the last 30 days, with a median value of 5.33 for Vigor (p= 0.001), Absorption 5.33 (p=0.068)
and Total 5.33 (p=0.005) and 5.67 for Dedication (p=0.006), indicating greater engagement of

these professionals (Table 3).

Table 3. Value of the dimensions and total scores of the UWES-9 scale according to the

professional category and workplace. [1Q: interquartile range. Sdo Paulo/SP- Brazil, 2023.

Force Dedication Absorption Total
Variable n median (IIQ) P median (11Q) P median (IIQ) P median (IIQ) p
Category Professional
Nursing 108 5.00 0.022 5.67 0.0004 5.33 0.004 5.33 0.004
Assistant and (4.67; 5.67) (5.00; 6.00) (4.33;5.67) (4.89; 5.78)
Technician
Graduate 102 5.00 5.33 5.00 5.06
Nurse (4.00; 5.33) (433;5.92) (4.00; 5.33) (4.00; 5.44)
*Pediatric ICU
No 174 5.00 0.208 5.67 0.034 5.33 0.028 5.22 0.058
(4.33; 5.67) (4.67; 6.00) (4.08; 5.67) (4.56; 5.67)
Yes 36 5.00 5.17 4.67 4.84
(3.92; 5.67) (3.67; 5.75) (3.67; 5.67) (3.41; 5.62)
*Neonatal ICU
No 162 5.00 0.310 5.67 0.485 5.33 0.069 5.22 0.182
(4.33;5.67) (4.67; 6.00) (4.33;5.67) (4.56; 5.67)
Yes 48 5.00 5.67 5.00 5.00
(4.00; 5.33) (4.33; 6.00) (3.67;5.67) (3.86; 5.59)
*Pediatrics
No 184 5.00 0.301 5.67 0.292 5.33 0.138 5.22 0.182
(4.33;5.67) (4.67; 6.00) (4.00; 5.67) (4.44;5.70)
Yes 26 5.00 5.33 4.67 5.17
(4.33;5.33) (4.33;5.67) (4.00; 5.33) (4.14; 5.33)
*Maternity/ Nursery
No 130 5.00 0.215 5.67 0.319 5.00 0.016 5.11 0.114
(4.00; 5.67) (4.33; 6.00) (3.67; 5.67) (4.11; 5.67)
Yes 80 5.00 5.67 5.33 5.33
(4.67; 5.67) (4.67; 6.00) (4.33;5.67) (4.81;5.78)
*Obstetric center
No 193 5.00 0.388 5.67 0.029 5.00 0.045 5.22 0.082
(4.00; 5.67) (4.33; 6.00) (4.00; 5.67) (4.22;5.67)
Yes 17 5.33 6.00 5.67 5.56
(4.67; 5.67) (5.67; 6.00) (5.00; 5.67) (5.11; 5.67)
*Birth center
No 184 5.00 0.275 5.67 0.235 5.00 0.026 5.22 0.061
(4.33; 5.67) (4.59; 6.00) (4.00; 5.67) (4.41;5.67)
Yes 26 5.33 5.67 5.67 5.56
(4.67; 5.67) (5.08; 6.00) (4.75; 5.92) (4.78; 5.75)
Shift
Daytime 132 5.00 0.233 5.67 0.426 5.33 0.096 5.22 0.215
(4.33;5.67) (4.67; 6.00) (4.00; 5.67) (4.53;5.78)
Hourly 6 4.50 5.00 4.00 4.50
(3.84; 4.67) (4.25; 5.50) (3.33;4.67) (3.73; 4.95)
Night 72 5.00 5.50 5.00 5.22
(4.00; 5.33) (4.59; 6.00) (3.92;5.67) (4.22; 5.44)
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DISCUSSION

The population analyzed in this study showed high engagement, with a score of 5.00.
High engagement at work means that the worker has a greater identification with the objectives
of the work, inspiration to carry it out, and the necessary resources to meet demands or go
beyond, with high performance, differentiating themselves.

Porto-Martins et al.13 show in their study that the total average work engagement score
corresponds to 3.74 and that score values above 4.67 are considered high engagement and
above 5.51, very high engagement. In the present study, it was found that older nursing workers
and nursing assistants and technicians were the most engaged.

Corroborating this study, da Silva et al2° found a positive correlation between
engagement and age, with a higher score among nursing workers over 40 years old. Also,
Garbin et al.?1, in research in Southern Brazil, obtained similar findings, with a similar median
value of 5.22, with emphasis on the dedication dimension, and the only sociodemographic
variable to be statistically related to engagement was age, with a higher score among
professionals above 40 years old, however, also found high levels of engagement in the under
34 age group.

In Porto and Azores, Borges et al.22 obtained high levels of engagement in the population
of nursing workers, with a positive correlation with older people and emphasis on the
Dedication domain, proposing that the most dedicated nurse faces the profession with a feeling
of belonging, and experience can facilitate familiarity.

The positive correlation between age and work engagement can be justified by
associating it with the individual's career stage. When grouping individuals by age group,
associating them with the phase of their professional career that they are in, there are: between
18 and 28 years old, this is the beginning of active life, with lower engagement in work
(Average= 4.1); between 29 and 39 years old, when the professional career is defined (Average
=4.4); and above 40 years of age, the consolidation of the professional career, this is the phase
in which engagement reaches greater levels (Average = 4.7)514.

Hisel23 highlighted that, among 1,004 nurses, the veterans showed higher engagement,
and Millenials showed less engagement. Also Balay-Odao et al.24, studying the differences
between generations of nurses, identified that Millennials had low engagement at work (4.08),
with the average engagement being for veterans 4.80, Baby Boomers 4.48 and Generation X
4.19. These findings support the idea that older generations are more engaged in various

aspects of their work, showing higher dedication, focus, and lower likelyhood of leaving their
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jobs, or their profession entirely. However, with many older nurses approacing retirement, it is
important to develop strategies to better engage younger generations.

In this scenario, the entry of recent graduates through junior positions represents an
opportunity to value new talents, while valuing experienced professionals, allowing the worker
to continue working until their career ends in retirement, as long as they adapt to the
institution’s values.

All workers studied are engaged, although the study reported that the median
engagement scores were lower among those who worked in the pediatric ICU, and higher
among those who worked in the maternity ward and/or nursery, in the birth center and in the
obstetric center, remembering that the same worker can work in more than one location.

The location and work shift for most workers in the study hospital is fixed; however,
hourly workers, who had less engagement, are allocated according to the demands of the
institution, being able to work in several sectors and varied shifts, respecting legal resting time.

Low work engagement produces decreased productivity, high turnover, lost revenue
and concerns about patient safety. Nurse retention is essential for safe patient care, and chronic
occupational fatigue, negative engagement and joy (negative direction) at work are known
predictors of nurse turnover intentions2>.

It is possible to understand that not only individual characteristics influence
engagement, but there are factors related to the work itself, and that despite different locations,
different people and advancing age, engagement can be maintained and motivate the individual.

Itis very likely that in adequate conditions and with adequate resources, feeling satisfied
and seeing meaning in their work, despite their advanced age and not being at full health
capacity, the individual may still have high engagement.

According to the Regional Nursing Council (Conselho Federal de Enfermagem -
COFEN)?26, the predominance of nursing professionals in the working class in average. In a study
done in a Brazilian public hospital, Santos et al.2” had a greater number of nursing technician
participants. A disparity was observed when comparing the present study with the national
reality, in which nurses are in a much smaller proportion in most realities.

The small difference found between the number of nurses and other nursing
professionals can be explained by the characteristics of the units studied and the hospital itself.
This hospital, which focuses on private care and health plans, has always aimed to excel in the
quality of care provided. It has received important internationa recognition, such as the Joing

Commision International accreditation since 1999, and Magnet ™ designation in 2022. The
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institution has understood, since the 1980s, that quality is a global phenomenon, crucial for the
growth and economic survival of healthcare organizations in the new century?28

An interesting finding from the study is that, despite the overall predominance of
engagement across the population, nursing workers who had not experiences health prblems
in the past 30 days showed higher engagement levels. Fiorini et al.2° found that initally highly
engaged workers, when ill, exhibited lover productivity when compared to thos ewho were
initially less engaged.

De Beer3? corroborates this study by describing that illness negatively influences
attitudes, dedication and satisfaction at work, exhibiting a negative relationship between
working while ill and engagement.

Therefore, itis a crucial part of leaders' work to pay attention to the health of their teams,
seeking not only the early diagnosis of diseases that can cause disabilities, but also promoting

improvements so that work is carried out in a welcoming, stimulating and healthy environment.

CONCLUSION

The present study showed that more than half of participants were classified as high
engagement or more, with a total median score of 5.22. The Engagement had positive
correlation with the variables age, with greater engagement among older ages, and with the
professional category, which showed the highest median score among nursing assistants and
technicians, 5.33, while nurses had a median score of 5.06 (p=0.004).

Among the limitations of the study were the difficulty in accessing the research, as
workers are not used to accessing institutional email frequently, limiting the number of
participants; many participants interrupted the research before completion due to difficulty in
handling the technology, and the cross-sectional design of the study, which does not allow
monitoring of outcomes.

However, the present study aimed to identify how engagement correlates with nursing
workers, to implement gaps and progress studies in the future, benefiting human resources
management, with possibilities of devising strategies to maintain and strengthen engagement

in nursing, collaborating with the culture of safety and quality in care at the health institution.
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