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Abstract
| | | Results
Our Department of Nursing strategic goal to develop recruitment and
retention plans for nurse managers is foundational to this project. Manager Perceptions of Work Effectiveness and Empowerment Extent Managers are Able to Mobilize Resources
Laschinger’s (2007) framework of empowerment, self-evaluation, and B _
manager job satisfaction provides the framework for understanding The Conditions of Work Effectiveness Item Mean | SD
factors in recruiting and retaining managers and establishing Questionnaire (CWEQ) assessed 6- Lot it das 0
associations to outcomes. Results from 25 managers responding to components of empowerment. Managers felt Opportunity in Job 426 | 79 Get tems on agenda at policy meetings? | 3.3
the COnditiOnS Of WOI’k EﬁeCtiveneSS and OrganizatiOnaI DeSCFiption they had many JOb Opportunltles tO galn Sk.|”S Get fast access to top decision makers? _ 3.1
Questionnaires are presented. Results are explored in context of and knowledge; that they made use of their | Access to Support 3.57 | .77 ot spprvaor expancures sbove e R .
Laschinger’s framework that posits situational and personal factors abilities and information; and that they are _ Get backing for mnovative actvites? | N 2 °
Shape Work environments_ Manager percept|ons Of Work Cond|t|ons engaged N Cha”eng|ng WOI'k. In ContraSt, Access to Information 3.41 /8 ot dochabie o y N IR
. . . 1 et a desirable placement for a subordinate? _ .
and organizational supports are discussed. Lessons learned from our access to resources was viewed less . . . i
Institutional Review Board approved exploratory StUdy are shared to favorably_ They expressed there was not Organlzatlonal RelathnShlpS 3.32 .66 Get regular access to top decision makers? _ 2.8
provide practical Strategies and better understanding for nurse enough time ava”able to dO theJOb and that 16l Achiies 3.24 70 Bring resources to enable goal achievement? _ 2.8
manager recruitment and retention. acquiring temporary help was difficult. Get earty information about decisons” | NN 25
- - Overa_”’ empowerment SCOres ShOW ValueS at Access to Resources 2.54 78 Initiate innovative risk taking activities? _ 24
Objec-uves the mid range. Managers total structural
‘s Get salary increases for subordinates? _ 2.4
1. Describe the conceptual basis of manager influence on nursin SUIFSLTENUSAISESCS S [Pl SRl |t ST
' workforce satisfactign 9 9 correlated with global empowerment (ability 1018 200 25 30 35 4045 80
_ T . | to accomplish work effectively and the Total Structural Empowerment | 3.41 | .53 very Low Mgl
2. Reco.g.mze pOtentlal relatl(.)nShIPS among rr?anager_s wo_rk Workplace IS empowering [Spearman’s rho = Activities Scale results illustrate that managers did not rate highly their ability to get things done.
conditions, staff nurse satisfaction, and patient satisfaction . 575, p = .006]) Scores range from 1 (low) to 5, high perceived empowerment The overall mean score was 2.9 (SD =.74) for the 11-item scale.
Lessons Learned Conclusions/Recommendations
Results suggest that Nurse Managers need ways to promote work effectiveness as well ® NEC continues to work with other departments to include nursing in
as control and influence within the organization. Discussions at Nurse Executive Council redesign processes that directly impact manager efficiency and
(NEC) addressed actions for practice. At monthly focus group meetings, the Chief Nurse effectiveness in the work environment.
]E)ﬂ;cer str?teg|zed v;nth n?jar:jagers on pn?\lrIIEtICZ:mgllanCtl %aladrg.:,l[hg tllmde f‘”d as&stmgt’_chem 0 e Attention has been given to enhancing current work environment
in wgtys otretques nee t_e resgudrces.rt tCO ec 'ett addi Icc)jnta ke:ca 2N Rl tnrke practices such as hiring procedures; performance evaluations; and
seliiiten s 1o oyt Itz ey SITe) EER it Coltiniiises cluel ks Tetitss. time, attendance, and payroll related issues. Further efforts include
® Time is a primary resource concern. Competing demands result in less time spent identifying roles that can assist managers to accomplish
on clinical units. Strategic planning time and critical thinking time are minimal. administrative tasks.
® Work expectations vary by division. Managers had differences in their ® Scheduled time for strategic planning and problem solving would be
understanding of organizational context, accountabilities, and the clarity of one means to address managers low perceived ability to innovate,
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