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IHI: Institute for Healthcare Improvement

» For over 25 years the IHI has
used improvement science to

advance and sustain better .
outcomes in health and IIlSt]tlltEfﬂr

healthcare across the world HEEI]thEEII‘E

e Based in America but work [mpmvement
across the world

e The term Joy in Work was
started by the IHI
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What brings you joy in work?




Why Joy in Work?

The Joy Gap at Work

A survey of more than 500
workers found that, while the
vast majority of respondents
expect to feel joy at work,
comparatively few actually do.

The average person spends
90,000 hours at work in their
lifetime -

one third of your entire life

Expect to feel joy: 90%

Actually feel joy: 37%

“Joy gap”: 53%

Source: Analysis of a 2018 AT. Kearney survey by Siegel+Gale

From: “Making Joy a Priority at Work,” by Alex Liu, 2019



Why Joy in Work?

Healthcare ill health rates are statistically
51gmf1cantly h]gh Health and safety statistics 2020 (hse.gov.uk)

Purpose driven work can lead to an increased
risk of burnout wnen passion Leads to Burnout (hbr.ore)

Stressors at work can lead to anxiety, anger,
unethical behaviour, poor decision making and

chronic exhaustion and burnout Cope with Stress, Try
Learning Something New (hbr.org)

Micro-stresses - 20 - 30 each day pon't Let Micro-

Stresses Burn You QOut (hbr.org)

Metastress - we stress about having stress making

Sure Your Stress Isn’t Contagious (hbr.org)

Stress is contagious Making Sure Your Stress Isn’t Contagious
(hbr.org)

In the NHS the most reported reason for
sickness absence is anxiety/stress/depression

/other psychiatric illnesses NHs sickness Absence Rates
April 2020, Provisional Statistics - NHS Digital

Stress is bad for your health and the health of
your organisation



https://www.hse.gov.uk/statistics/overall/hssh1920.pdf
https://hbr.org/2019/07/when-passion-leads-to-burnout
https://hbr.org/2018/09/to-cope-with-stress-try-learning-something-new
https://hbr.org/2020/07/dont-let-micro-stresses-burn-you-out?utm_medium=email&utm_source=newsletter_daily&utm_campaign=dailyalert_activesubs&utm_content=signinnudge&deliveryName=DM87535
https://hbr.org/2019/07/making-sure-your-stress-isnt-contagious
https://hbr.org/2019/07/making-sure-your-stress-isnt-contagious
https://digital.nhs.uk/data-and-information/publications/statistical/nhs-sickness-absence-rates/april-2020-provisional-statistics

Thriving
“I got this.”

Calm and
steady with
minor mood
fluctuations

Able to take
things in stride

Consistent
performance

Able to take
feedback and to
adjust to changes
of plans

Able to focus

Able to
communicate
effectively

Normal sleep
patterns and
appetite

Surviving
“Something isn't
right.”

Nervousness,
sadness, increased
mood fluctuations

Inconsistent
performance

More easily
overwhelmed or
irritated

Increased need
for control and
difficulty adjusting
to changes

Trouble sleeping
or eating

Activities and
relationships you
used to enjoy
seem less
interesting or
even stressful

Muscle tension,
low energy,
headaches

Struggling

‘I can't keep this up.”

Persistent fear, panic,

anxiety, anger,
pervasive sadness,
hopelessness

Exhaustion
Poor performance
and difficulty
making decisions
or concentrating

Avoiding interaction

with coworkers, family,

and friends

Fatigue, aches
and pains

Restless, disturbed
sleep

Self-medicating
with substances,
food, or other
numbing activities

Adapted from: Watson, P., Gist, R., Taylor, V. Evlander, E., Leto, F., Martin, R., Vaught, D, Nash, W.P.Westphal, R., & Litz, B. (2013).
Stress First Aid for Firefighters and Emergency Services Personnel. National Fallen Firefighters Foundation.
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How to Cite This Paper: Perlo J, Balik B, Swensen S, Kabeenell A, Landsman J, Feeley D. IHI Framework for Improving Joy in Work. THI
White Paper. Cambridge, Massachusetts: Institute for Healtheare Improvement; 2017. (Available at fhiorg)

IHI Framework for Improving Joy in Work | IHI - Institute for Healthcare Improvement



http://www.ihi.org/resources/Pages/IHIWhitePapers/Framework-Improving-Joy-in-Work.aspx

IHI Framework

Happy

for improving

Productive

Joy in Work : People




Organisation

(supportive work context, commitment-
" based HR practices, high-quality
/ relationships)
_

Group
(Inclusive leadership, role clarity,
interdependence, autonomy, peer support,
trust, mutual respect)

Physical and ]
Psychological _-—N

Psychological
Safety


https://stel.bmj.com/content/6/3/164

Meaning and
Purpose

* Engaged staff are at a higher risk

of burnout (1.in 5 Emplovees Is Highly
Engaged and at Risk of Burnout (hbr.org)



https://hbr.org/2018/02/1-in-5-highly-engaged-employees-is-at-risk-of-burnout?autocomplete=true&fbclid=IwAR1Xw7POFm53OrheuG9-huiYK1JFdDB2W72h_JWpKM2ybUY88ATRuo0I2Xg

Choice and Autonomy

« Staff feel like they have some
choice in how they go about their
daily responsibilities

» They have a voice in the way things
are done in daily work

» They are part of the decisions on
processes, changes, and
improvements that affect them

Autonomy

The need to have control
over one’s work life, and to
be able to act consistently
with one’s values

Belonging

The need to be connected

to, cared for by, and caring of
colleagues, and to feel valued,
respected and supported

Contribution

The need to experience
effectiveness in work and
deliver valued outcomes

The courage of compassion: Supporting nurses and midwives to delivery high-quality

care Sept 2020)

word template (kingsfund.org.uk)

Figure 1: The ABC framework of nurse and midwife core work needs

Authority, empowerment and influence
Influence over decisions about how care is structured
and delivered, ways of working and organisational culture

Justice and fairness
Equity, psychological safety, positive diversity and
universal inclusion

Work conditions and working schedules
Resources, time and a sense of the right and necessity to
properly rest, and to work safely, flexibly and effectively

Teamworking
Effectively functioning teams with role clarity and shared
objectives, one of which is team member wellbeing

Culture and leadership

Nurturing cultures and compassionate leadership enabling
high-quality, continually improving and compassionate
care and staff support

Workload
Work demand levels that enable the sustainable
leadership and delivery of safe, compassionate care

Management and supervision
The support, professional reflection, mentorship and
supervision to enable staff to thrive in their work

Education, learning and development
Flexible, high-quality development opportunities that
promote continuing growth and development for all



https://www.kingsfund.org.uk/sites/default/files/2020-09/The courage of compassion full report_0.pdf

Recognition and
Rewards

UGGED becauss you .
ed for all that. ven del 38
.

YOU'VE BEEN
SPOTTED!

Recognition - what matters?

II.PEIN[Y You've been spotted doing @m
—- something amazing! udhing

Who the recognition comes
from

Timing
Make it public
Details matter

Research: A Little Recognition Can Provide a Big
Morale Boost (hbr.org) March 21



https://hbr.org/2021/03/research-a-little-recognition-can-provide-a-big-morale-boost?utm_medium=email&utm_source=newsletter_daily&utm_campaign=dailyalert_notactsubs&deliveryName=DM125374&fbclid=IwAR0Re08KbxBatvH0Je3JB4zlczxW4yrtfzXbQQbiht4q1VmO8e8-C_jwK_A

Participative
Management

Leaders should:

» Engage before acting
* Inform

 Listen




Camaraderie and Teamwork

» Social cohesion is generated through productive teams,
shared understanding and trusting relationships

« Do you and your team:

provide mutual support and companionship?

feel you are all part of a team, working together
towards something meaningful?

trust the organization’s leadership?

feel leaders regularly practice transparent
communication?

regularly express appreciation for each other’s
work?




__

Example questionnaire questions

| am treated with respect every day by everyone who works within
my team

People generally support one another in the team which | work
Overall I believe | work in an excellent team
| feel | have control over my daily work

| have the resources | need to do my job well

My manager encourages me to suggest ideas for improvement

My manager treats me with respect

| regularly feel burned out from my work




Daily

Improvement

Use of improvement tools and
techniques to identify, test,
and implement improvements

Plan, Do, Study, Act (PDSA) Cycle

Plan

Act

Capture the problem or idea
Plan what you will change
and predictions for what the
impact will be

Plan what information you
will collect to measure
whether the change has had
an effect

Standardise your
improvement; or

Decide whether to make
further change

Plan how to improve on the
original change made

Cumbria Learning and Improvement Collaborative

Try out the change on a

small scale

Collect the information

required to measure the
change

Study

Analyse the information collected
to understand the impact of the
change

Compare your analysis with the
predictions from the ‘Plan’ stage
Summarise what you have
learned




Wellness and
Resilience

Happiness

Concentration
Pleasure &

Enjoyment e

Optimism POSITIVE
EMOTION

—— * Contentment
Eudaimonia

PERMA
MOdEI Friends &

The PERMA Model is the core of Family
Dr. Martin Seligman’s Well Being

Theory. It is an acronym that
defines the five factors that
contribute to a person’s well-
being and happiness.

Fulfillment RELATIONSHIPS

In-the-zone

Support

Feeling of Positivity
accomplishment

Intimacy

Self-
satisfaction

Purpose
Significance



Wellness and
Resilience

[?I}UE?SIJ@&& 'Taing care of your looaltj?

2gp:Are you getting enough sleep, exercise, § nutrition!

NTELLECTVAL

L B ~Taking cace o‘F Your bnfin
\\\\\ m:Are You cha“ensmg Your Braun.bg
‘SA\ reading,learning new things ¢ buna
L creative?

“Taking care & Nr / - Takin care of your
money NS relationships
24 Do you know how o budget, — : 2g4: Are you Taking ‘i_imc o nus.'Ture.
manage your money and save? Y  ond develop fela.honshirs with

/ the sianificant le i |ife?
CEEUPATICNALYSS preTIOMAL

UNGE /L

-Ta\:inj care of wour work
satisfaction § hours
: Do you enjoy your work? Are
%ﬂw mindful of not Priori’rizing
work over your private [ife?

'f&king care of Your emotions
%:Are You aclmowkdging ,analysing and
validating Your fedinss in cerfain situations?
Do you have coping mechanisms ifﬂour féelinjs

are overwhelmina?

Adt:@sylviaduckworth Souras:@sogouumﬂofalkaboufglerghhlminA.c,om.;UCDavis.edu



Wellness and
Resilience

8 STEPS 2come more RESILIENT

© @ ©

'D Q. 2 4
Accept change Become a Take charge Find your sense
continuous learner of purpose
Find ways to become Take charge of your own
more comfortable with Learn new skills, gain new career and your own Helps you to assess setbacks
change understanding and apply development & within the framework of a
them in times of change 2 broader perspective

)
@

skill shift Reflect Cultivate Pay attention to
relationships self-identity

Reframe how you see your Reflection fosters learning,
skills, talents and interests new perspectives and Develop and nurture a broad Form your identity apart
sell-awareness network of personal and from your job
professional relationships

2016 Center for Creative Laadership. All nghts reserved s (




Real Time Measurement

» System-level measures:
Have v had a

* Turnover aood dayv at
. work todav™?

e Retention

» Sickness/absence

» Staff survey (yearly)

e Local level measurements:
 Counters
* Questionnaires

* Apps

East London Foundation Trust



IHI Framework
for improving procucive [N
Joy in work

Autonomy

Recognition







ldentifying frustrations and root causes
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Making changes

Plan, Do, Study, Act (PDSA) Cycle

Plan

Capture the problem or idea
Plan what you will change
and predictions for what the
impact will be

Plan what information you
will collect to measure
whether the change has had
an effect

Try out the change on a
small scale

Collect the information

required to measure the
change

Study
Standardise your = Analyse the information collected
improvement; or

Decide whether to make
further change

Plan how to improve on the
original change made

to understand the impact of the
change

Compare your analysis with the
predictions from the ‘Plan’ stage
Summarise what you have
learned



/
Learn from others -

' London | Q Community (health.org.uk)



https://q.health.org.uk/event/trust-wide-joy-in-work-collaborative-at-the-royal-free-in-london/?dm_i=501H,I38H,3QAA5O,255QE,1&fbclid=IwAR2nDGgaPMUwklIi_P9Zps-TB88zz8yb1lugXhJ6tkK13kUiokGdST_4Kd4
https://qi.elft.nhs.uk/collection/enjoying-work/

Th@ Stdrfish Story i \\

By: Loren Eiselay |

Ohe day a mah was walkihg alohgthe beach wheh f
he hoticed a boy pickihg up ahd gehtly throwihg
\ thihgs ihto the oceah.

\
 Approachingthe boy he asked: “Youhg mah, what

I are you doihg?”

i
; The boy replied, “Throwihg starfish back intothe
, oceah. The surf is up ahdthe tide is goihg out. If I
doh’t throw them back, they’ll die.

The mah laughedto himsself ahd said, “Do you
\ realizethere are miles of miles of miles of beach
ahd huhdreds of starfish?” “You cah't make ahy
differehce.”

After listehihg politely,
the boy beht dowh,
picked up ahother
starfish and threw it
into the surf, theh
shmilihg at the mah, he
said: ‘I made a
differehce to that ohe”




My Joy in Work Pledge







