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Tool 1

Stress-related work analysis
Staff survey for hospital doctors










Description of the tool
Do you know what the health of your doctors is like? Do you have an insight into how the working conditions of your clinic affect the medical staff in the different departments? If you want to get to the bottom of these processes, ask specifically. No one knows the answers better than your employees themselves.
The aim of this instrument is to reduce stress for employees. The stress-related work analysis supports clinic management.

Target group
· Managing Directors of hospitals
· Doctors

Benefit of the tool
With the stress-related analysis, you can specifically check the amount of stress of your employees. Please check each individual workplace, as the conditions will always differ. 

Duration
Depends on the number of employees who are working on the questionnaire.

How to use the tool
The tool supports you in the preparation and the conduction of the analysis and will give you specific derive measures for the reduction of work-related stress for your employees.
This tool covers 4 areas:
1. Guideline to prepare and conduct survey
2.Survey
3. Evaluation
4. Derive measures
5. Action Plan


	1. How to prepare and conduct the survey

	The staff survey presented here is primarily suitable as an as-is-analysis to record the stress-relevant work characteristics of the hospital doctors. However, you can also use the survey to monitor success, for example after change measures. Ideally, the survey should be integrated into an overall concept of personnel or organisational development.

Steps:

	1.1 Form steering committee
	Clarify at the beginning what you want to achieve with the survey. Remember that the survey will raise expectations among your clinicians that something will change or improve in the future. The results of the survey should therefore definitely lead to appropriate interventions to keep staff motivated and avoid frustration.
It is advisable not to organise the survey alone. Form a steering group that accompanies the entire process of the measure. Existing working groups, such as the health and safety committee, are also suitable as a steering committee.
The steering committee should consist of the following persons:
· Hospital management
· Chief physician and senior physician
· Workplace representation of interests

	1.2 Inform hospital doctor
	For the acceptance of the survey and the highest possible participation, it is very important that you inform your employees clearly and comprehensively about the objectives and the content of the survey in advance. Describe the procedure and the process as precisely as possible. Also inform your clinicians about the results of the survey, regardless of whether they were positive or negative. Your credibility, but also the willingness of employees to participate in further surveys, depends on it. It is best to announce right at the beginning of the survey when and in what form you will present the results.

	1.3 Information
	How do I counter possible objections?
A common objection concerns the time needed to complete the questionnaire. Explain to your doctors that it usually only takes a few minutes to answer the 30 questions. The question of anonymity should be taken seriously. Reassure your staff that no
reassure your staff that no socio-demographic characteristics such as age or gender will be collected and that it will therefore not be possible to draw conclusions about individual persons. The evaluation is carried out by a trusted person, such as the company doctor, who is bound by the duty of confidentiality. If doubts remain, it can be agreed that the evaluation is carried out for the entire clinic.

What happens after the interview?
Does the survey have consequences and does it actually lead to an improvement in the work situation? These are other frequently asked questions. It is possible that some employees have unrealistic expectations of the measure or think "It's all useless anyway! or think "It won't do any good anyway". If you succeed in making the process, implementation and realistic goals of the measure transparent, you can also reduce these concerns in advance.

Which period is favourable for a survey?
In order to conduct the survey in a manageable time frame, you should set yourself a deadline of two to three weeks. Otherwise, there is a risk that the survey will be forgotten. Shortly before the deadline, remind the chief physicians or post a notice to hand in the questionnaires on time. It only makes sense to extend the deadline if the timing of the survey was wrong or the distribution of the questionnaires did not work. Do not place the survey period during holiday periods and take into account absence or workload peaks.

What else do I have to consider?
If extensive processes of personnel and organisational development are already underway in your clinic, you should postpone the survey for the time being.
for the time being. The willingness of employees to take part in another survey decreases if questionnaires on various topics have already been distributed in the recent past, the results of which are not (yet) comprehensible.

	1.4 Distribute and collect questionnaires
	Prepare reply envelopes
Prepare the reply envelopes for return at the same time as the questionnaires to ensure the anonymity of the information. The reply envelopes should contain the address of the person selected for the survey, e.g. the company doctor or the employee representative. Alternatively, or in addition, a clearly marked, locked container can be placed in the entrance area of your clinic, clearly marked, locked container for the return of the questionnaires.

Distribute questionnaires
The questionnaires are then distributed to the participating wards by the person in charge of the survey. Most doctors will meet you after service meetings. Here you have the opportunity to inform them personally about the survey, clear up misunderstandings and encourage them to participate.

Response rate
In order to obtain the most meaningful information possible, as many doctors as possible should participate. A response rate of 50 per cent is considered a guideline. For small units (up to ten employees), there should be at least seven completed questionnaires in order to preserve data protection. Low participation may indicate problems or dissatisfaction with the organisation of work or the working atmosphere. In this case, you should try to find out the reasons for the low response rate in a suitable setting, for example at a staff meeting, and if necessary develop initial solutions directly with those affected.





	2. Short questionnaire on stress-related work analysis for doctors

	In which field do you work? Please decide on the main area of work.

Anaesthesia							
Ophthalmology / ENT / Dermatology / Urology		
Surgery							
Gynaecology and obstetrics				
Internal medicine						
Paediatrics and adolescent medicine			
Neurology/Neurosurgery					
Orthopaedics/Physical and Rehabilitation Medicine	
Psychiatry/psychotherapy					
Radiology							
Other subject area						

	First of all, it is about the conditions under which you carry out your everyday work:

1. How often are you under time pressure?
1 x per week and less often	
Several times a week		
About every day			
Several times a day			
Constantly				

2. How often do you have to make important decisions under time pressure?
1 x per month and less often	
Several times a month		
Several times a week		
About every day			
Several times a day			

3. How often does it happen that you have to make a decision without having sufficient information to do so?
Less frequently than 1 x per month	
about 1 x per month				
Several times a month			
Several times a week			
Daily						

4. How often do you have to make decisions where you find it difficult to assess the consequences?
Less frequently than 1 x per month	
about 1 x per month				
Several times a month			
Several times a week			
Daily						

	5. How often does it happen that you run out of time for patient care because you have to do documentation and administration tasks?
1 x per month and less often	
Several times a month		
Several times a week		
About every day			
Several times a day			

6. How often do you find yourself delivering patient care in a way that is different from what you think is appropriate, due to requirements from the clinic and/or superiors?
1 x per month and less often	
Several times a month		
Several times a week		
About every day			
Several times a day			

7. Measured against your own standards in your work, how often do conversations with patients and relatives come up short?
1 x per month and less often	
Several times a month		
Several times a week		
About every day			
Several times a day			

8. How much freedom do you have to determine the way you do your work?
very small		
small			
moderate		
large			
very large		

9. How much freedom do you have to determine how you contact patients and relatives?
very small		
small			
moderate		
large			
very large		

10. How much opportunity do you have to learn new things in your work?
very little		
little			
moderate		
much			
very much		

	11. How much variety does your work offer you?
very little		
little			
moderate		
much			
very much		

	The following questions concern cooperation with superiors and colleagues:

12. How often do these people pass on information/documents to you late, not at all or incorrectly?
Doctors in your department		Employees of your department from (supervisors and colleagues)		other professional groups (e.g. 							nursing staff, MTA, secretary)

Very rare					Very rare		
Rare						Rare			
Occasionally					Occasionally		
Frequently					Frequently		
Very frequently				Very frequently	

13. How often do they fail to keep agreements with you?
Doctors in your department		Employees of your department from (supervisors and colleagues)		other professional groups (e.g. 							nursing staff, MTA, secretary)

Very rare					Very rare		
Rare						Rare			
Occasionally					Occasionally		
Frequently					Frequently		
Very frequently				Very frequently	

	The following questions are about your work with patients and relatives:

14. How often do patients or relatives make excessive demands on you?
Less frequently than 1 x per month	
about 1 x per month				
Several times a month			
Several times a week			
Daily						

	15. How often do patients or relatives reproach you?
Less frequently than 1 x per month	
about 1 x per month				
Several times a month			
Several times a week			
Daily						

16. How often does it happen in your work that you have to suppress your own feelings in order to appear "neutral" to the outside world?
1 x per month and less often	
Several times a month		
Several times a week		
About every day			
Several times a day			

17. How often does it happen in your work that you have to outwardly show feelings that do not correspond with your actual feelings?
1 x per month and less often	
Several times a month		
Several times a week		
About every day			
Several times a day			

	The following is once again about your superiors and colleagues:

18. How much can you rely on the following people when things get difficult at work?
Your direct supervisor(s)		Medical colleagues in your department
not at all				not at all	
little					little		
partially				partially	
quite					quite		
totally					totally		

19. How much do these people support you so that you have an easier time at work?
Your direct supervisor(s)		Medical colleagues in your department
not at all				not at all	
little					little		
partially				partially	
quite					quite		
totally					totally		


	The following questions deal with the general conditions

20. I have sufficient influence on the design of work processes that directly affect me.
not correct		
little true		
partly true		
pretty much true	
absolutely true	

21. I have sufficient influence on the design of changes.
not correct		
little true		
partly true		
pretty much true	
absolutely true	

22. Inexperienced medical colleagues have ample opportunity to benefit from the knowledge and skills of experienced colleagues.
not correct		
little true		
partly true		
pretty much true	
absolutely true	

23. Resident training is well supported.
not correct		
little true		
partly true		
pretty much true	
absolutely true	

24. The professional development of the doctors is well supported.
not correct		
little true		
partly true		
pretty much true	
absolutely true	





	3. Evaluation

	1. Before the evaluation, check whether all questions have been answered. If one or more answers are missing on a questionnaire, the questionnaire cannot be evaluated. 
2. The response rate is calculated as follows: Number of completed questionnaires x 100 by number of employees (medical staff). 
3. Record the questionnaires and insert the answers using f. ex. Excel. 
4. if necessary: take appropriate intervention measures.

	The illuminances (average 500 lux) are sufficient.
	· Use lighting.
· Open the sun protection device when it is no longer needed.
· Indicate defective lamps.
	 Yes

 No
	

	Suitable adjustable sun protection devices are available to help avoid glare and reflections.
	· Use the existing equipment (e.g., blinds, partitions) accordingly.
	 Yes

 No
	





	4. Derive measures

	Danger
	Measure

	Time pressure
	Personalised
· Key skills training 
· Seminars, e.g. "Health promotion through stress management at the workplace".

Organisation-related
· Participation in duty scheduling
· Occupational health management
· Team coaching

	Uncertainty about the contents of the work
	Personalised
· Professional development
· Introduction of a mentoring system for new (or assistant) physicians

Organisation-related
· kollegial Supervision

	Problems in the processes with superiors and in the collegium
	Personalised
· Communication training
· Team supervision
· Seminars for managers
· Training in key skills 
· Individual coaching/team coaching

Organisation-related
· Professionalise service meetings
· Dealing with interface problems
· Occupational health management

	Problems in the processes with other professional groups
	Personalised
· Key skills training

Organisation-related
· Joint service meetings
· Team coaching

	Frustration because of overriding goals
	Personalised
· Key skills training

Organisation-related
· Occupancy planning

	Social stressors with patients/relatives
	Personalised
· Seminars for managers

Organisation-related
· De-escalation training

	Emotional dissonance
	Personalised
· Key skills training

Organisation-related
· Teamsupervision





Action plan:
Please list the points in which you answered no. Determine the importance of the individual measures (priority) and determine the concrete need for action in the planned action plan: What do you have to do to optimally design the office workplace?
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	Action plan

	What?
(What action is being taken?)
	
	
	

	For what?
(Further specification of the measure and definition of goals)
	
	
	

	Who is responsible?

	
	
	

	Who supports?

	
	
	

	In what period will the measure be implemented?

	
	
	

	What are the costs for the realization?
	
	
	

	Remarks
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