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Background  

Nurses, through their unique 

rela tionships with pa tients, a re posit ioned to 

significantly influence hea lthcare in the United  

Sta tes. Nurses are instrum enta l in 

organiza tiona l change and posit ive pa tient 

outcom es yet, for this to be possib le, nurses 

need practice environm ents tha t a re sa fe, 

em powering , and sa tisfying  (Kroning  et a l., 

2019) . Em powerm ent in the workp lace is an 

essentia l elem ent of susta inab le and 

high-functioning  organiza tions (Abel & Hand, 

2018) . However, due to work environm ents and 

the stressful na ture of the nursing  profession, 

turnover ra tes and intention to leave am ong 

nurses rem ain high (Engström  et a l., 2022) .  

Nursing  is a  high- stress profession with 

num erous job  stressors. Job  stressors inc lude 

exposure to traum atic  situa tions, violence, 

coworker conflic t or bullying , high workloads, 

lack of suffic ient sta ff or resources, and 

ineffective leadership , a ll of which can lead to 

decreased job  sa tisfaction, increased turnover, 

and burnout (Heron & Bruk- Lee, 2020) . Nurse 

leaders m ust exam ine the im pact job  stressors 

p lace on nurses to crea te a  workp lace tha t 

m otiva tes and enab les nurses to develop  their 

full potentia l. Nurse em powerm ent leads to 

higher job  sa tisfaction and lower turnover, 

which can im prove nurse retention (Fragkos et 

a l., 2020) . With the current changes in the 

nursing  workforce, now m ore than ever, it  is 

crit ica l for nurse leaders to understand the 

im portance of em powerm ent and how 

em powerm ent can posit ively im pact nurses, 

pa tients, and hea lthcare organiza tions.   

Nurse Turnover and  Retent ion  

The turnover of nurses has widespread 

im pacts and is a  m a jor concern for the 

hea lthcare industry. In the last five years, the 

average hosp ita l turned over 95.7% of the RN 

workforce (NSI Nursing  Solutions, 2022) .  Nursing  

turnover is costly, com prom ises care delivery, 

and negatively im pacts both nursing  and 

pa tient outcom es (Bae, 2022) . Costs rela ted  to 

the orienta tion and tra ining  of new nurses 

a long with overtim e expenses associa ted  with 

The Role of Em pow erm ent  in  

Nursing  Pract ice 

In t roduct ion  

As the la rgest hea lthcare profession, 

nurses are essentia l to hea lthcare delivery.  

Effective hea lthcare delivery is reliant on nurses, 

which highlights the need to focus on stra teg ies 

to enhance and reta in the nursing  workforce. 

Nurse em powerm ent has been found to 

im prove unit effectiveness, nursing- sensit ive 

outcom es, pa tient sa fety, pa tient sa tisfaction, 

and care effic iency (Bogue & Joseph, 2019) , 

which leads to im proved nursing  care qua lity 

and organiza tiona l outcom es (Yesilbas & 

Kantek, 2021) . An em powered work environm ent 

enab les em ployees to face work- rela ted  

cha llenges (Al- Ham m ouri et a l., 2021) .  

Structura l em powerm ent consists of socia l 

structures in the workp lace tha t p rovide 

em ployees with access to inform ation, support, 

desired  resources, and opportunit ies to learn 

and develop , which a llows em ployees to 

achieve organiza tiona l goa ls (Kanter, 1993) .  

Psycholog ica l em powerm ent is defined as a  set 

of psycholog ica l sta tes necessary for 

ind ividua ls to feel a  sense of control over their 

work (Spreitzer, 1995) . Psycholog ica l 

em powerm ent involves four cognit ions, nam ely, 

m eaning , com petence, self- determ ina tion, and 

im pact (Spreitzer, 1995) . The use of 

evidence- based approaches to p rom ote 

em powered work environm ents can assist 

nurse leaders to better m eet the needs of 

nurses, pa tients, and hea lthcare organiza tions. 

This a rt ic le will exp lore the need for 

em powerm ent in the workp lace and the im pact 

em powerm ent has on nurses, patients, and 

organizational outcomes.   
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vacant posit ions com prise the la rgest 

p roportion of expend itures rela ted  to nursing  

turnover (Bae, 2022) . Nurse turnover crea tes 

poor work cond it ions tha t can be detrim enta l to 

pa tient care and sa fety, and crea te 

unnecessary hea lthcare expend itures (Bae, 

2022) . A hea lthy work environm ent is im portant 

for nurses? well- being , successful nurse 

recruitm ent, and retention, and the qua lity and 

sa fety of pa tient care (Wei et a l., 2018) . Hea lthy 

work environm ents tha t p rom ote 

em powerm ent a re posit ively correla ted  with 

em ployee engagem ent, organiza tiona l 

com m itm ent, and decreased turnover (Wei et 

al., 2018). Research has also shown that 
psychological empowerment correlates to reduced 
stress and lower turnover intention among nurses 
(Heron & Bruk-Lee, 2020). Due to the negative 
impacts of nurse turnover, nurse leaders must 
implement strategies to reduce nurse turnover and 
increase nurse retention.   

Job Sat isfact ion  

Another im portant nurse outcom e 

crit ica l for organiza tiona l success is nurse job  

sa tisfaction. Nurse job  sa tisfaction significantly 

im pacts pa tients, the organiza tion, and nurses? 

qua lity of life and well- being  (Barm anpek et a l., 

2022) . Job  sa tisfaction refers to an ind ividua l?s 

psycholog ica l and physiolog ica l sa tisfaction 

with the work itself and the environm ent in 

which the work is conducted  (Alan et a l., 2022) . 

Negative or unhea lthy work environm ents 

crea te increased job  stress and poor nurse 

well- being , which can lead to decreased job  

sa tisfaction and increased turnover 

(Barm anpek et a l., 2022) . When nurses have low 

job  sa tisfaction, pa tient care and sa fety a re 

negatively im pacted  (Alan et a l., 2022) .  

Organiza tions and leaders need to focus on 

efforts to im prove job  sa tisfaction to reta in the 

nursing  workforce and m ainta in qua lity pa tient 

care.   

                Burnout   

Due to the dem ands of today?s hea lthcare 

environm ent, nurses m ay experience burnout.  

Nurse burnout is a  widespread phenom enon 

characterized  by a  decline in nurses' capacity, 

which m anifests as em otiona l stress, 

depersona liza tion, and unhapp iness, tha t 

results in decreased workp lace productivity 

(Grande et a l., 2022) . Nurses cannot 

appropria tely care for pa tients if they do not 

p riorit ize their physica l and m enta l well- being .  

Nurse burnout leads to com prom ised 

decision- m aking , reaction t im e, and crit ica l 

thinking  (Wei et a l., 2020) . Long work hours, 

excessive workloads, sta ffing  issues, and 

com plex pa tient assignm ents can lead to 

burnout and fa tigue (Tea ll & Melnyk, 2021) .  

Nurse burnout is associa ted  with higher ra tes of 

depression, anxiety, substance use d isorders, 

and suic ide (Tea ll & Melnyk, 2021) . The 

increased preva lence of nurse burnout has 

been recognized as a  hazard  to qua lity pa tient 

care and sa fety (Wei et a l., 2020) . Approaches 

to address nurse burnout and crea te work 

environm ents tha t support the nursing  

workforce are needed in today?s hea lthcare 

landscape.    

Nurse Em pow erm ent  In fluences 

Leadership  style, leadership  behaviors, 

work environm ents, and job  perform ance 

im pact the level of nurse em powerm ent within 

an organiza tion. Each of these factors a re 

c losely rela ted  and influences one another. 

Leadership  styles and behaviors influence the 
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Transform ationa l, authentic , and rela tiona l 

leadership  styles posit ively im pact nurses? 

perceptions of their work environm ent which 

can significantly influence nurse 

em powerm ent.   

Leadersh ip  Behav iors 

Much like leadership  styles, leadership  

behaviors a re com m only seen in the litera ture 

rela ted  to em powerm ent. Leaders who invest in 

nurses through professiona l developm ent and 

leadership  opportunit ies, a llow for shared 

decision- m aking , p rom ote collabora tion, 

acknowledge nurses? contributions, p rovide 

appropria te feedback and m entorship , and 

have open com m unica tion are viewed as m ore 

em powering  leaders (Conna lly et a l., 2018; 

Cziraki et a l., 2020; Gholam i et a l., 2019) .  

Leadership  behaviors tha t p rom ote nurse 

em powerm ent have been found to im prove 

organiza tiona l com m itm ent and trust am ong 

nurses (Gholam i et a l., 2019)  as well as 

decrease the preva lence of supervisor inc ivility 

and nurses? intention to leave both the 

organiza tion and the profession (Yurum ezog lu 

& Kocam an, 2019) . Add it iona lly, leadership  

behaviors tha t enhance the m eaning fulness of 

work, foster high perform ance, fac ilita te goa l 

achievem ent, and enhance autonom y have 

been found to im prove self- efficacy (Cziraki et 

a l., 2020) .  Self- efficacy leads to higher levels of 

m otiva tion and em powerm ent, which is 

associa ted  with im proved nursing  and pa tient 

outcom es (Cziraki et a l., 2020) . Structura l and 

psycholog ica l em powerm ent a re d irectly 

im pacted  by leadership  behaviors.   

In today?s hea lthcare environm ent, 

nurses a t a ll levels of the organiza tion m ust be 

leaders in som e capacity. Structura l and 

psycholog ica l em powerm ent can strengthen 

nurses? leadership  behaviors (Abel & Hand, 

2018) . Leadership  behaviors of both form al and 

inform al leaders im pact the culture of 

work environm ent within the organiza tion which 

can posit ively or negatively im pact job  

perform ance. Effective nursing  leadership  

a llows for a  work environm ent where nurses use 

their power and influence to enhance pa tient 

care and achieve organiza tiona l goa ls (Am or et 

a l., 2020) . All of these factors p lay an active role 

in fostering  a  culture of em powerm ent.   

Leadersh ip  Sty les 

The role of leadership  styles on nurse 

em powerm ent has been thoroughly d iscussed 

in the litera ture. Leadership  style influences the 

work environm ent and the way em ployees 

perceive their work (Am or et a l., 2020) .  

Leadership  style can influence both structura l 

and psycholog ica l em powerm ent am ong 

nurses. While there are a  variety of leadership  

styles used in hea lthcare sett ings, 

transform ationa l, authentic , and rela tiona l 

leadership  styles a re posit ively correla ted  to 

nurse em powerm ent (Cum m ings et a l., 2018; 

Khan et a l., 2018; Shap ira - Lishchinsky & Benoliel, 

2019) , while la issez- fa ire leadership  is 

associa ted  with a  decrease in em powerm ent 

am ong nurses (Khan et a l., 2018) . 

Transform ationa l leadership  is associa ted  with 

increased nurse sa tisfaction, retention, and 

organiza tiona l com m itm ent (Khan et a l., 2018) . 

Authentic  leadership  is associa ted  with an 

increased perception of influence or power 

am ong nurses which can lead to an increased 

sense of purpose and persona l connection to 

their work (Shap ira - Lishchinsky & Benoliel, 

2019) . Nurses who have a  sense of power and 

purpose in their work a re m ore likely to 

posit ively im pact the organiza tion and perform  

above and beyond their form al role 

(Shap ira - Lishchinsky & Benoliel, 2019) .  

Rela tiona l leadership  is posit ively associa ted  

with p roductivity and effectiveness, team work 

and collabora tion, em ployee retention, job  

sa tisfaction, em ployee hea lth, and the working  

environm ent (Cum m ings et a l., 2018) .  
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Work Environm ent  

Work environm ents can either posit ively 

or negatively im pact nurse em powerm ent.  

Work environm ents where nurses are 

em powered are associa ted  with posit ive 

pa tient and nurse outcom es (Lund in et a l., 

2021) . Desp ite efforts to im prove nurse work 

environm ents over the last decade, recent 

research ind ica tes the hea lth of nurse work 

environm ents has dram atica lly decreased 

since 2018 (Ulrich et a l., 2022) . Although 

num erous factors im pact nurse work 

environm ents, structura l em powerm ent is 

consistently posit ively correla ted  to hea lthy 

work environm ents (Ba lay- odao et a l., 2022; 

Choi & Kim , 2019; Cziraki et a l., 2020; Eyubog lu et 

a l., 2019; Ta?an et a l., 2020; Teixeira  et a l., 2021) . 

Work environm ents a re strengthened through 

professiona l governance m odels (Choi & Kim , 

2019)  and interprofessiona l collabora tion 

(Cziraki et a l., 2020) . Add it iona lly, nurses who 

perceive their work environm ents as 

em powering  report higher p rob lem - solving  

ab ilit ies (Eyub lu et a l., 2019) . Work environm ents 

with lower pa tient ra tios a llowed nurses the 

t im e and opportunity to be involved in 

organiza tiona l activit ies, which led  to im proved 

em powerm ent (Ta?an et a l., 2020) . Hea lthy work 

environm ents and em powerm ent go 

hand- in- hand. Stra teg ies to im prove work 

environm ents will p rom ote em powerm ent and 

enhance the nursing  workforce.    

Work environm ents a re com prised of 

em powerm ent within a  unit, departm ent, or 

organiza tion. Poor structura l and psycholog ica l 

em powerm ent can lead to work environm ents 

where nurses lack the ab ility to serve as a  

leader. Therefore, organiza tions and nurse 

leaders m ust identify op tim a l leadership  

behaviors tha t p rom ote posit ive work 

environm ents and strengthen em powerm ent 

structures.   

interrela ted  m ult id im ensiona l concepts.  

Characterist ics and dem ographics of the 

nursing  workforce contribute to the work 

environm ent and im pact work engagem ent.  

Millennia l nurses prefer a  structured  work 

environm ent where they have access to 

opportunit ies for career advancem ent, work 

flexib ility, acknowledgm ent of work 

perform ance, and work/ life ba lance 

(Ba lay- odao et a l., 2022) . Nurses with m ore 

nursing  experience and longevity in their 

posit ions report higher levels of structura l and 

psycholog ica l em powerm ent, which can be 

a ttributed  to m ore estab lished socia l and 

interna l networks as well as increased 

confidence and m eaning  in their role (Teixeria  

et a l., 2021) . With the current m ult i- genera tiona l 

nursing  workforce, hea lthcare organiza tions, 

and leaders m ust vary leadership  approaches 

to im prove nursing  work environm ents, as each 

genera tiona l g roup brings d ifferences in 

a tt itudes, beliefs, work hab its, and expecta tions. 

Job Perform ance 

Job  perform ance is a  com plex 

phenom enon tha t requires leaders to exam ine 

m ult ip le variab les tha t im prove job  

perform ance. Job perform ance is defined as 

the result of an organiza tiona l activity or task 

over t im e (Al- Ham m ouri et a l., 2021) . While 

num erous factors contribute to job  

perform ance, a  posit ive correla tion exists 

between em powerm ent and job  perform ance 

(Al- Ham m ouri et a l., 2021; Ta?an et a l., 2020; Tan 

& Conde, 2021) . Job  perform ance im proves 

when nurses are structura lly and 

psycholog ica lly em powered (Al- Ham m ouri et 
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Im p lica t ions 

Leadership  style, leadership  behavior, 

work environm ent, and job  perform ance are 

consistently observed in the em powerm ent 

litera ture. Workp lace em powerm ent is an 

im portant contributor to organiza tiona l 

effectiveness and success (Ba lay- odao et a l., 

2022; Cziraki et a l., 2020; Gholam i et a l., 2019; 

Khan et a l., 2018; Shap ira - Lishchinsky & Benoliel, 

2019; Teixeira  et a l., 2021; Yurum ezog lu & 

Kocam an, 2019) . Transform ationa l, authentic , 

and rela tiona l leadership  styles increased 

nurses? perceptions of structura l (Cum m ings et 

a l., 2018; Khan et a l., 2018)  and psycholog ica l 

(Shap ira - Lishchinsky & Benoliel, 2019)  

em powerm ent. Leadership  behaviors such as 

effective com m unica tion, collabora tion, shared 

decision- m aking , recognit ion, support, trust, 

"Leadership behaviors such as effective 

com m unication, collaboration, shared 

decision- m aking, recognition, support, 

trust, and visibility were associated with 

increased levels of nurse em powerm ent."

a l., 2021; Heron & Bruk- Lee, 2018) . Com ponents 

of structura l em powerm ent, which inc lude 

access to inform ation, support, resources, and 

opportunit ies, a ll contribute to job  perform ance.  

As the com ponents of structura l em powerm ent 

im prove, so does overa ll job  perform ance 

(Al- Ham m ouri et a l., 2021; Ta?an et a l., 2020) . 

Nursing  workforce dem ographics can a lso 

im pact em powerm ent and job  perform ance. 

Job perform ance and structura l em powerm ent 

im prove as nurses age and ga in m ore 

experience within a  posit ion or organiza tion 

(Tan & Conde, 2021) . To m axim ize job  

perform ance, hea lthcare organiza tions should  

promote work environments where nurses are 
empowered. 

and visib ility were associa ted  with increased 

levels of nurse em powerm ent (Connolly et a l., 

2018; Cziraki et a l., 2020; Gholam i et a l., 2019; 

Yurum ezog lu & Kocam an, 2019) . Work 

environm ents tha t foster autonom y, shared 

decision- m aking , nurse leader support, and 

control or influence over pa tient care and the 

work environm ent had higher levels of 

structura l em powerm ent (Ba lay- odao et a l., 

2022; Choi & Kim , 2019; Cziraki et a l., 2020; 

Eyubog lu et a l., 2019; Teixeira  et a l., 2021) .  The 

concept of opportunity rela ted  to structura l 

em powerm ent was m ost frequently 

experienced by nurses (Ba lay- odao et a l., 2022; 

Choi & Kim , 2019) , while form al power was 

experienced the least (Ba lay- odao et a l., 2022; 

Gholam i et a l., 2019; Ta?an et a l., 2020) .  

Concepts of psycholog ica l em powerm ent such 

as m eaning , com petence, and im pact had the 

m ost posit ive influence on work environm ents 

(Cziraki et a l., 2020; Shap ira - Lishchinsky & 

Benoliel, 2019; Teixeira  et a l., 2021) . Job  

perform ance im proves as nurses? 

em powerm ent increases (Al- Ham m ouri et a l., 

2021; Ta?an et a l., 2020; Tan & Conde, 2021) .  

Am ong stud ies tha t ana lyzed partic ipant 

dem ographics, severa l identified  tha t as nurses 

age, ga in m ore experience, and have longevity 

in a  posit ion or departm ent, their perception of 

em powerm ent increases (Cziraki et a l., 2020; 

Eyubog lu et a l., 2019; Khan et a l., 2018; Tan & 

Conde, 2021; Teixeira  et a l., 2021) .  These find ings 

support the need for organiza tiona l leaders to 

focus efforts on ways to im prove 

em powerm ent am ong the nursing  workforce to 

im prove perform ance and retention.  

 Efforts to im prove nurse em powerm ent 

require a  g rea t dea l of support from  

organiza tiona l leaders. Stra teg ies to im prove 

nurse em powerm ent a re m ult ifaceted  and 

should  focus on both structura l and 

psycholog ica l concepts.  Education, 

com petency developm ent, and 
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coaching / m entoring  for nurse leaders on 

leadership  styles and behaviors a re benefic ia l 

to crea te posit ive work environm ents (Cziraki et 

a l., 2020; Khan et a l., 2018; Shap ira - Lishchinsky & 

Benoliel, 2019; Ta?an et a l., 2020) . Organiza tions 

should  im p lem ent structures, polic ies, and 

procedures to crea te work environm ents where 

nurses have access to resources, inform ation, 

opportunit ies, and support (Al-  Ham m ouri et a l., 

2021; Ba lay- odao et a l., 2022; Choi & Kim , 2019; 

Connolly et a l.,2018; Eyubog lu et a l., 2019; 

Gholam i et a l., 2019; Tan & Conde, 2021; Teixeira  

et a l., 2021; Yurum ezog lu & Kocam an, 2019) .  

Shared decision- m aking  is essentia l to nurse 

em powerm ent (Ba lay- odao et a l., 2022; Choi & 

Kim , 2019; Connolly et a l., 2018; Cziraki et a l., 

2020; Yurum ezog lu & Kocam an, 2019) .  Nurses 

can benefit from  professiona l developm ent and 

education rela ted  to structura l em powerm ent 

(Tan & Conde, 2019) .  Professiona l developm ent 

should  a lso focus on ways to im prove concepts 

of psycholog ica l em powerm ent as 

psycholog ica l em powerm ent is influenced by 

the organiza tiona l environm ent (Gholam i et a l., 

2019; Shap ira - Lishchinsky & Benoliel, 2019) . 

Nurse leaders im prove psycholog ica l 

em powerm ent when they foster a  sense of 

purpose and m eaning  am ong nurses in the 

organiza tion (Gholam i et a l., 2019) . Recognit ion, 

rewards, and incentives for contributions and 

perform ance can a lso im prove em powerm ent 

(Ba lay- odao et a l., 2022; Choi & Kim , 2019) .  

While em powerm ent is vita l to organiza tiona l 

perform ance, stra teg ies to im prove 

em powerm ent in the litera ture a re g loba l and 

lack specific ity.   

Desp ite the volum e of litera ture on nurse 

em powerm ent, add it iona l research is needed 

post- pandem ic to determ ine how the current 

workforce is im pacted  by structura l and 

psycholog ica l em powerm ent. In the past two 

years, approxim ately 100,000 reg istered  nurses 

left the workforce due to stress, burnout, and 

retirem ent (Nationa l Council of Sta te Boards of 

Nursing  [ NCSBN] , 2023) , which crea ted  

vacancies in every level of nursing  inc lud ing  

leadership  posit ions. Due to the vast changes in 

the post- pandem ic workforce, stra teg ies to 

im prove nurse em powerm ent p re- pandem ic 

m ight not be effective with the current 

workforce.    

Conclusion  

Nurses are instrum enta l in overa ll 

organiza tiona l perform ance and hea lthcare 

delivery. Therefore, organiza tiona l leaders m ust 

im p lem ent stra teg ies to enhance and reta in 

the nursing  workforce to be successful. 

Workp lace em powerm ent has significant 

im pacts on pa tients, nurses, and hea lthcare 

organiza tions. Hea lthcare organiza tions tha t 

em power the workforce will have increased 

nurse sa tisfaction, lower nurse burnout, and 

im proved nurse retention.  Init ia t ives to im prove 

em powerm ent am ong the nursing  workforce 

should  focus on leaders? styles and behaviors, 

work environm ents, and job  perform ance.  An 

increase in role stress, burnout, and retirem ent 

am ong nurses in recent years has crea ted  vast 

changes to the nursing  workforce tha t highlight 

the im portance of em powerm ent of a  

post- pandem ic workforce.   

Case Scenario 

A m ed ica l- surg ica l floor a t a  loca l 

hosp ita l was known to be a  ?d ifficult unit? with 

low m ora le, poor pa tient sa tisfaction scores, 

and a  lack of team work. The nurse m anager, 

Susan, had an authorita tive leadership  style in 

which sta ff feedback was not va lued and sta ff 

m em bers were not involved in decision- m aking  

or p ractice changes. The sta ff feared  Susan 

because she would  often p lace b lam e when 

m istakes occurred  and d id  not trea t sta ff 

equa lly. As a  result, sta ff m em bers d id  not have 

a  trusting  rela tionship  with Susan and d id  not 

feel com fortab le b ring ing  concerns and ideas 
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to her a ttention, which negatively im pacted  

the sta ff and pa tients. Sta ff m em bers d id  not 

feel m otiva ted  or insp ired  to go above and 

beyond what was asked of them  and were 

not invested  in the overa ll success of the unit. 

The unit had a  high turnover ra te and often a  

heavy workload due to sta ff turnover.   

Kendra  was hired  to rep lace Susan 

when she retired . Kendra  was aware of the 

cha llenges the unit faced and was 

com m itted  to turning  the unit a round.  

Kendra  knew tha t for change to occur she 

needed to estab lish a  trusting  rela tionship  

with the sta ff and show them  she was 

com m itted  to the unit?s success. Kendra  took 

t im e to m eet with each sta ff m em ber to learn 

m ore about them  and m ake a  m eaning ful 

connection. Kendra  asked for sta ff feedback 

on how to im prove the unit, a llowed them  an 

opportunity to feel heard , and actively 

listened to their concerns and ideas. Kendra  

rounded on the unit severa l t im es a  day 

during  those first few m onths to observe the 

flow of the unit and better understand the 

cha llenges tha t needed to be addressed. 

Kendra  a lso provided feedback and 

encouraged the sta ff to think outside the box 

on how to address these cha llenges.  Kendra  

frequently com m unica ted  with sta ff 

m em bers through da ily hudd les, em ails, and 

m onthly sta ff m eetings to address any 

concerns and com m unica te any issues tha t 

m ight a ffect the unit before changes were 

m ade. Kendra  requested  feedback from  sta ff 

m em bers and a llowed them  to be active 

part ic ipants in unit and organiza tiona l 

changes.    

Over the next severa l m onths, Kendra  

developed a  strong rela tionship  with the 

sta ff, and they began to trust and respect 

Kendra  as a  leader.  Shared decision m aking  

a llowed sta ff to feel they had a  voice in the 

unit, which crea ted  a  sense of m eaning  and 

purpose am ong sta ff. Sta ff m em bers had a  

vested  interest in the success of the unit as a  

whole, which a llowed Kendra  to m otiva te and 

encourage sta ff to work towards unit and 

organiza tiona l goa ls. Kendra  continued to be 

ava ilab le to the sta ff when they cam e to her 

with questions or concerns; however, she d id  

not tell them  what to do. Kendra  em powered 

them  to use their knowledge and ab ilit ies to 

address the issue and m entored  them  through 

tha t p rocess when needed. Kendra  cha llenged 

the sta ff to question current p rocesses tha t 

were in p lace and gave them  the t im e and 

resources to im prove or change those 

processes.  

As the sta ff developed a  trusting  

rela tionship  with Kendra , they felt m ore secure 

in their work environm ent and developed 

stronger rela tionships with their coworkers, 

which increased team work, boosted  unit 

m ora le, and gave them  a  sense of inform al 

power. Turnover on the unit decreased due to 

im proved sta ff sa tisfaction and team work, 

which resulted  in m ore m anageab le workloads. 

The sta ff had m ore t im e to spend with pa tients 

m aking  connections and addressing  needs, 

which resulted  in im proved pa tient and nursing  

outcom es.  

Kendra  consistently relayed to the sta ff 

tha t they were the reason for the unit?s success 

and d id  not take cred it for their contributions. 

Kendra  recognized and celebra ted  each sta ff 

m em ber?s contributions, which m ade them  feel 

va lued. Kendra  took t im e to m entor and coach 

sta ff m em bers as they assum ed com m ittee 

and leadership  roles both on the unit and a t the 

organizational level. Kendra created a supportive 
work environment for the staff, which encouraged 
them to reach their full potential and strengthened 
their commitment to the organization.  
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Reflect ive Quest ions 

1. List exam ples of structura l and psycholog ica l 

em powerm ent from  the case scenario. 

2. Com pare Susan?s leadership  style to Kendra?s 

leadership  style.  

3. What characterist ics of Kendra?s leadership  

style were m ost im pactful?  

4. If you were Kendra , how would  you have 

addressed the culture and unit work 

environm ent? 

5. How d id  Kendra  foster a  culture of 

em powerm ent am ong her sta ff? 

Now think about the culture within your organiza tion:  

1. What factors in your organiza tion prom ote 

and/ or hinder em powerm ent?   

2. How are nurses' com petencies developed to 

enab le them  to thrive?  

3. What opportunit ies does your organiza tion 

offer for nurses to be involved in policy 

developm ent or organiza tiona l change?  

4. How are nurses? contributions and 

com m itm ent recognized by leadership?  Do 

you feel this is suffic ient? 

5. What aspect of empowerment do you think is 
most impactful? Why?  

6. What factors influence your empowerment? How 
would you rate your level of empowerment within 
your organization?
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