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Abstract: Work environment is the totality of all factors that influence satisfaction, 

performance, encompasses, intrinsic and extrinsic factors that make a work setting.  

Conceptual clarity about work environment factors gives empirical direction for future 

research and a theoretical underpinning for the myriad studies about nurses. Purpose: 

The present study was conducted for the purpose of clarifying and defining the concept 

of work environment, its factors, and negative and positive work environment. 

Methods: in this study, the steps of concept analysis were as follows: Select a concept, 

determine the aims of the concept analysis, identify various definitions of the concept, 

determine the concept of Work Environment Factors and identify negative and positive 

work environment. All studies between the years 2016 and 2021 were reviewed for the 

purposes of this concept analysis, PubMed, Google search engines, Ovid, and Pro 

Quest, were scanned and searched using the keywords. Conclusion: The positive work 

environment could significantly improve organizational outcomes. Identifying factors, 

which influence the positive environment, may reduce turnover intention and increase 

work engagement among nurses. These factors include autonomy, environmental 

control, the relationship between doctors and nurses and organizational support. Nurse 

Manager need to build a supportive work environment as effective way to increase 

nurses’ psychological bonding and enhancing positive work outcomes that may in turn 

enhance organizational performance and their work engagement. 

Keywords: Autonomy, environmental control, organizational support, relationship 

between doctors and nurses, work environment. 

Introduction 

The working environment of nurses is 

getting global interest and concern 

because there is a growing consensus 

that identifying opportunities for 

improving working conditions in 

hospitals, it is essential to maintain 

adequate staffing, high-quality of 

patients care, nurses' work engagement 

and minimize their retention (Khan, 

2021).  

The nurses’ work environment is 

defined as the characteristics of a 

practice setting that facilitate or 

constrain professional nursing practice 

and has been linked to patient 

outcomes. Nurses’ work environment 
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plays a key role in the quality and 

quantity of the care that they can 

provide as well as in workforce 

retention. The Study shows that the 

work environment is related to nurses’ 

intent to leave. When nurses perceived 

better working conditions, the intent to 

leave the job decreased and their work 

engagement increased (McHugh, 

Rochman, & Sloane, 2016). 

Purpose 

The present study was conducted for 

the purpose of clarifying and defining 

the concept of work environment, its 

factors, and negative and positive work 

environment. 

Methods 

The purpose of concept analysis is to 

clarify and define the basic elements of 

a concept. The process allows 

researchers to distinguish between 

similarities and differences between 

concepts. The concept analysis method 

helps to clarify concepts used in 

nursing practice that have a broad 

scope. In this study, the steps of 

concept analysis were as follows: 

Select a concept, determine the aims of 

the analysis, identify various 

definitions of the concept, determine 

the concept of environment factors and 

negative and positive consequences.  

Data Collection 

For purposes of this concept analysis, 

PubMed, Google search engines, Ovid, 

and ProQuest, were scanned. These 

databases were searched for the 

keywords "work environment '', '' 

factors'', and “work environment 

factors in nursing.".  All studies 

between the years 2016 and 2021 were 

reviewed.  Inclusion criteria were: 

written in English, and described or 

studied work environment in any 

setting with any population. 

Concept of Work Environment 

Work environment is the totality of all 

factors that influence satisfaction, 

performance, encompasses, intrinsic 

and extrinsic factors that make a work 

setting. Work environment is 

acknowledged as a key predictor of 

work related outcomes, such as higher 

quality of care and lower turnover 

intention (Huang et al., 2021). 

According the broad view of Edem et 

al. (2017), the work environment 

entails employees’ safety, job security, 

good working relationship among 

employees, recognition for best effort 

and performance, greatly inspired for 

performing well and effective 

involvement in decision-making 

processes of the organization.  

Moreover, the supportive work 

environment is a key indicator of 

organizational support for professional 

employees. Employees yearn for a 

better work environment, which 

creates a conducive setting under the 

support provided by leadership for 

employee retention (Johnson, Nguyen, 

Groth, &White, 2018). 

Nursing practice environment is 

defined as the organizational 

characteristics of a work setting that 

facilitate or constrain professional 

nursing practice (Lake et al., 2019).  

Nurses’ work environment has many 

aspects: nurses’ participation in 

hospital affairs, nursing foundations 

for quality of care, nurse manager 

ability, leadership and support of 

nurses, staffing and resource adequacy 

and collegial nurse-physician relations. 

Improving work environments lead to 

improve nurses’ outcomes and patient 

outcomes such as job satisfaction, 

work engagement decreases missed 

nursing care and patient safety, less 

burnout, higher quality of care and 

safer care (Liu et al., 2019). 

Work Environment Factors  
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The positive work environment could 

significantly improve organizational 

outcomes. Identifying factors, which 

influence the positive environment, 

may reduce turnover intention and 

increase work engagement among 

nurses. These factors include 

autonomy, environmental control, the 

relationship between doctors and 

nurses and organizational support 

(Rodriguez-Garcia et al., 2021). 

Autonomy is a comprehensive issue 

that requires specific precursors to 

exist before an individual is considered 

sovereign. Some antecedents to 

autonomy are support from senior 

organizational leadership, personal 

knowledge and experience, 

acknowledged competence, leader 

recognition that the individual has the 

associated authority to act without 

barriers and guardrails to provide 

guidance in decision-making. These 

factors are paramount for self-

governance or self- determination in 

the work place (Lopes, Calapez, & 

Lopes, 2017). 

Nurses represent the largest percentage 

of healthcare providers. They play an 

important role in transforming 

healthcare. When nurses make 

autonomous decisions about care, they 

are questioning the status quo, they are 

looking to find ways to improve the 

healthcare system, improve health 

outcomes, reduce adverse events, and 

improve patient satisfaction and 

quality. While providing quality care 

has always been paramount, quality of 

care is under particular scrutiny in the 

current healthcare system. Hospitals 

and healthcare providers are expected 

to deliver patient-centered and value-

based care, otherwise healthcare 

organizations are negatively impacted 

with financial penalties (Rao, Kumar, 

& McHugh, 2017). 

The positive consequences of 

autonomy include increased job 

satisfaction, increased commitment to 

the work at hand, position retention, 

improved work relationships, increased 

work efficiencies and productivity. The 

negative impact of autonomy for the 

organization is that the individual, who 

feels autonomous, may leave as they 

have grown in confidence and seek 

new experiences. Negative 

consequences of low autonomy levels 

in nurses such as burnout, depression, 

job strain, absenteeism and moral 

distress (Tang, 2021). 

Control over the nursing work 

environment is a democratic process 

facilitated by a visible, organized and 

supportive structure. The structure 

should give nurses input and 

involvement in decision making 

concerning clinical policies and 

problems in practice and personnel 

issues which affect nurses. The 

essential control over nursing work 

environment consists of control over 

the nursing practice and personnel 

policies in terms of a structure that 

enables control, the input and decision 

making power, recognition of other 

professionals concerning the control 

over the nursing practice and the extent 

to which there is shared decision 

making and this increase nurses' 

autonomy which in turn increase their 

work engagement (Kutney-Lee et al., 

2017).  

Control-over-practice (environmental 

control) in the context of this study is 

defined as the support and opportunity 

an individual receives so that they may 

meet their practice expectations in 

order to provide quality services. 

Supports include such factors as 

enough time to discuss client care, 

sufficient qualified staff and an 

immediate supervisor who is a good 

manager and leader. These facets 

provide an environment where nurses 

are better able to manage the demands 

of their practice (Lake et al., 2019). 

It was suggested that group practices in 

primary care foster collaboration with 
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other health care providers, which 

encourages care coordination and leads 

to a higher quality of primary care. 

Primarily, nurses were introduced in 

primary care practices to meet a 

perceived shortage of primary care 

physicians (Organization for Economic 

Co- operation and Development, 

2016). Over time, nursing roles and 

responsibilities expanded. Practice 

nurses were able to provide holistic 

care for patients that were not limited 

to traditional nursing boundaries. 

Nurses have been found to often 

provide cost effective patient care and 

equal high-quality patient care 

compared to primary care physicians, 

even with higher patient satisfaction 

(Pollock, Fernandes, & Hartling, 

2017). 

The professions of nursing and 

medicine together make up a 

significant portion of healthcare 

providers. Supporting collaboration 

between them is essential in the 

development of appropriate treatment 

plans that lead to the best patient 

outcomes. Patients feel the healthcare 

team is working together to ensure care 

delivered is carried out appropriately 

when they visually observe active 

collaborative measures. A true 

partnership must be formed to begin a 

collaborative effort between the nurse 

and physician. The connection is 

rooted in trust and best communication 

practices. The link can be achieved 

when each profession starts to relate to 

one another with mutual purpose and 

respect (Forbes, Larson, Scott, & 

Garrison, 2020). 

Good working relationship is essential 

for nurses and doctors to build an 

effective, safe and conducive 

environment. These relationships are 

indeed in teamwork followed by 

collaboration, communication, 

respectful and honesty to strengthen 

the relationship between them. It was 

produced beneficial towards the patient 

and their relative in delivering a high 

quality of care by both of these 

professions (Tang, Zhou, Chan, & 

Liaw, 2018).  

In fact, maintaining successful nurse-

doctor relationships have been shown 

to be associated with higher 

satisfaction and better outcomes 

among hospitalized patients. In 

contrast, several studies recorded the 

nurse-doctor relationship negatively 

influences the nurse’s job satisfaction, 

stress, empowerment, retention and 

productivity and the outcomes of 

health care services to patients. The 

nurses have their own perception of the 

nurse doctor relationship. With the 

occurrence of negative thinking or bad 

behavior, it can affect the nurse-doctor 

relationship (Nickelsen, 2019). 

Globally, all manner of healthcare 

employees are expected to deliver 

quality care experiences that keep 

patient satisfaction scores high. This 

calls for perceived organizational 

support to increase the health 

personnel inner obligation to help the 

hospitals reach their objectives and 

their affective commitment to the 

health care providers. In the converse 

hospitals can be dangerous places. This 

compels the management to embrace 

employee engagement strategies in 

healthcare as a key strategic tool for 

righting the ship (Matt, 2020).  

However, research shows engagement 

that is fragmented in the industry, with 

non-clinical departments exhibiting 

higher levels while clinical and nursing 

departments’ trend lower. Besides the 

drivers of employee engagement 

remain diverse as there are critical 

differences arising in the way in which 

each hospital has institutionalized its 

own unique set of behaviors and 

actions across its functions, roles and 

departments (Wang, Liu, Zou, Hao, & 

Wu, 2017). 

Organizational support is one of the 

most important organizational concepts 
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that keep employees in the 

organization, since organizational 

support is known as a key factor in 

increasing job satisfaction and the 

organizational commitment of 

employees. Employees start having 

universal opinions about how much 

their effort are valued and how much 

the organization cares about their 

welfare in order to see their 

organization’s readiness to honor 

employees’ contributions and to 

answer their emotional and social 

needs (Wen, Huang, & Hou, 2019). 

Perceived organizational support is 

treated as a guarantee that will help 

employees fulfill their tasks, do their 

job efficiently and handle stress. It is 

also a sign of the relationship between 

an organization and employees 

because it tests employees’ beliefs 

about how much their organization 

rewards employees’ efforts and well-

being (Qi, Liu, Wei, & Hu, 2019). 

Characteristics of Good and Healthy 

Nurses' Work Environment 

Good nurses' work environment is 

characterized by safe nurse staffing 

levels, good communication and 

teamwork with physicians, competent 

nurse managers and support from 

hospital management to enable nurses 

to provide effective and efficient 

patient care (McHugh et al., 2016). 

Nurses practicing in good work 

environment are also highly engaged in 

the governance and decision-making of 

their institutions (Garcia-Sierra, 

Fernandez-Castro, & Martinez-

Zaragoza, 2016). 

Health-care organizations and health 

policymakers place great emphasis on 

identifying conditions with the highest 

impact on achieving better health 

outcomes. As a major factor in health 

care, significant efforts have explored 

the role of the work environment of 

nurses in enhancing the quality of 

health-care delivery. Efforts to 

improve the quality of health-care 

could result in a healthier workforce, 

which could benefit the whole 

community (International Council of 

Nurses, 2018). 

Healthy nursing work environment is 

defined as a safe, empowering and 

satisfying workplace, in which all 

health care staff works conscientiously 

for optimal health and safety. A 

healthy work environment provides a 

fertile ground for effective 

communication which then contributes 

to job satisfaction, work engagement 

and intent to stay. It has been 

ascertained that nurse satisfaction and 

patient outcomes are improved in such 

a healthy work environment (American 

Nurses Association, 2016).  

Healthy work environments (HWE) 

are characterized by; (a) a high level of 

trust between management and 

employees, (b) a culture that supports 

communication and collaboration, and 

(c) a climate where employees' feel 

physical and emotional safety and 

well‐ being (Kol, Ilaslan, & Turkay, 

2017).  

The American Association of Critical 

Care Nurses listed six standards that 

create a healthy work environment: 

communication, collaboration, 

effective decision making, appropriate 

staffing, meaningful recognition and 

authentic leadership. Excellence in 

nurse leadership is essential to 

promoting nurse interpersonal 

relationships, physical and 

psychological health and work 

productivity (Wei, Sewell, Woody, & 

Rose, 2018). 

Concept and Effect of Positive Work 

Environment Factors 

The American Nurses Association 

(ANA) has stated that nurses should 

have a positive work environment, one 

that is supportive, protective, 



Work Environment Factors in Nursing Practice  

Menoufia Nursing Journal, Vol. 6, No. 2, Nov 2021        70 

empowering, satisfying and nurturing 

of optimal health (American Nurses 

Association, 2017). In recent decades, 

many countries have restructured, 

reorganized and re-engineered their 

health-care systems, and as a result, a 

positive work environment for health-

care delivery has become an important 

and powerful factor affecting nurses in 

clinical practice. Positive work 

environment has been defined as a 

work setting in which nurses can 

achieve organizational goals and to 

derive personal satisfaction from their 

work (Lin, Lu, & Huang, 2016). 

The positive environment for nursing 

practice leads to higher quality patient 

care may enable nurses to show their 

professional skills and knowledge and 

may foster self-actualization among 

nurses. Finally, a positive work 

environment may help in increasing 

employee retention and engagement in 

a current workplace (Al-Hamdan, 

Manojlovich, & Tanima, 2017).  

The positive work environment could 

significantly improve organizational 

outcomes. Identifying factors, which 

influence the positive environment, 

may reduce turnover intention and 

increase work engagement among 

nurses. These factors include 

autonomy, environmental control, the 

relationship between doctors and 

nurses and organizational support (Al 

Sabei et al., 2020). 

However, there are negative factors 

such as increased workloads, an 

insufficient number of nurses, 

communication problems within 

teams, insufficient equipment and a 

lack of managerial support that result 

in an unhealthy work environment. 

Inadequate work environment and 

negative perceptions are 

counterproductive to providing high‐
quality and safe health care. Research 

has linked favorable nursing work 

environments to better nurse and 

patient outcomes internationally. 

However, many nurses report 

disengagement and dissatisfaction with 

their jobs for reasons that can be 

attributed to the work environment 

(Olds, Aiken, Cimiotti, & Lake, 2017). 

Negative work environment factors, 

such as irregular shift schedules and 

having to perform physically and 

psychologically intense nursing tasks, 

nurses tend to have an unhealthy 

lifestyle, which can negatively 

influence their ability to work. Adverse 

work characteristics could serve as 

stressors and barriers to nurses 

practicing self-care and prevent them 

from having a healthy lifestyle. For 

example, extending working hours due 

to low staffing can result in nurses 

having insufficient energy to perform 

self-care behaviors. Besides, negative 

managerial support can hinder the 

practice of nurses' health promoting 

behaviors (Ross, Bevans, Brooks, 

Gibbons, & Wallen, 2017). Poor 

practice environments were found to 

have negative consequences not only 

on nurses but also on patients (Swiger 

et al., 2017).   

Rasool, Wang, Zhang, and Samma 

(2020) established that the moment 

employees understand that their 

organization places a high priority on 

them; they would likely exhibit a 

greater level of dedication and sense of 

ownership in the workplace. Diverse 

elements associated with a working 

environment such as wages, working 

hours, employee independence, 

organizational structure and effective 

communication between management 

and its workforce may positively 

impact on employees’ job satisfaction 

and engagement. When the work 

environment is not supportive, 

employees face occupational stress, 

which leads to negative consequences 

such as low work engagement, 

absenteeism and work destruction. 

Conclusion  
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A conducive work environment plays a 

vital role in stimulating employees’ job 

satisfaction and engagement, 

especially in the health-care industry 

which is plagued with incessant strike 

actions because of the poor work 

environment. Such a physical and 

emotional surrounding defines the 

working conditions, employee rights, 

employee voice, and safe conditions of 

work, cooperative team members and 

friendly supervisor among others. This 

concept analysis provides a clearer 

direction for future research in nurses' 

work environment. 

Implications for Practice  

 Nurse manager need to build a 

supportive work environment as 

effective way to increase nurses’ 

psychological bonding and 

enhancing positive work-related 

outcomes that may, in turn, enhance 

organizational performance and 

their work engagement. 

 Encourage individualism and 

teamwork that aims to respect 

different ideas and unique skill sets 

that distinguish nurses from one 

another. 

 In-service training program about 

nurse practice environment and 

patient safety for studied nurses 

need to be conducted. 
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