
644
The Role of the Wider Organization
and Community in Meaningful Nurse
Manager Recognition
Mary Beth Hovda Davis, MSN, RN, VA-BC,
M. Lindell Joseph, PhD, RN, FAAN, FAONL,
Deb Zimmermann, DNP, RN, NEA-BC, FAAN, and Danielle Ward, MBA, CFRE
The span of control of the nurse manager role argues for an interdependent
approach to generate meaningful nurse manager recognition. As part of a larger
descriptive qualitative study, nurse managers, directors, and chief nursing officers
(CNOs) were interviewed using open-ended semistructured questions to examine a
culture and climate of meaningful recognition. The purpose of this article is to
advance the call to improve nurse manager recognition by the wider health care
organization and community. Triggers and best practices to enable nurse manager
recognition are presented based on observations with key stakeholders: CNOs, the
C-suite, internal departments, and the wider community.
ursing has a social contract with society to
enable health indirectly or directly. Within this
KEY POINTS

� Nurse managers’ large span of control calls
for increased stakeholder involvement in
meaningful recognition.

� Recognition of the nurse manager may be
garnered through interdepartmental
teamwork, innovation, and collaboration by
meeting organizational and community
outcomes.

� Despite professional and volunteer
organizations offering ways to recognize
nurse managers, nurse managers continue
to feel invisible and unrecognized for their
efforts in the community.
N social contract the nurse manager’s (NM) in-
fluences health through others and steers organiza-
tional culture at the unit level to achieve health systems
outcomes and organizational excellence.1,2 This cre-
ates an interdependency with stakeholders within and
without of the institution which calls for a wider
organizational and community approach to ensure
NM recognition (Figure 1). Meaningful NM recognition
can help improve the satisfaction, joy, and resiliency of
people serving in this high stress/high burnout role at
the intersection of nursing care and organizational goal
attainment.3

The purpose of this article is to advance the call for
broader recognition of NMs by presenting findings
from a larger qualitative descriptive study regarding
nurse manager recognition.2 These results will illus-
trate how internal and external stakeholders can
contribute to NM recognition due to the interdepen-
dency of the NM role with their unit, health care ex-
ecutives, departments, and the wider community.
Triggers for NM recognition and best practices will be
presented for the chief nursing officer (CNO), C-suite,
departments, and the wider community.

THE CALL FOR NM RECOGNITION
In a 2021 American Organization for Nursing Lead-
ership (AONL) longitudinal study with more than
December 2023
2,000 participants, 11% reported a desire for increased
recognition. To address this gap The DAISY
Foundation and the American Organization of Nurse
Leaders (AONL) Foundation, partnered to launch the
campaign Beyond Gratitude: A Tribute to Nurse
Managers with support from symplr and Careismatic
Brands, Inc. The aim of this national campaign was to
bring awareness and recognition to the role of the NM
and to provide resources to impact NM recognition. To
address the research needs of this campaign, a
qualitative descriptive study was conducted with 30
nurse leaders. This article describes the role of the
www.nurseleader.com
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Figure 1. Interdependency With Stakeholders
Impacting NM Recognition
wider organization and community in contributing to
NM recognition and, ultimately, to workforce
management.
THE COMPLEXITY AND CHALLENGES OF THE
NM ROLE
Nurse managers provide a critical role within their
organization and frequently interact with health care
executives and ancillary departments. They are not
only responsible for the unit environment in which
their staff work, and their patients reside, but also serve
as advocates for patients, team members, and the
health and welfare of members of the wider commu-
nity. The broad scope and complexity of managing
clinical operations is expansive, requires 24 hours a
day, 7 days a week accountability, and is closely tied
with health care system outcomes, which, in many
instances, are now nationally benchmarked.4,5

Nurse managers feel pulled between hospital
leadership goals and the high expectations of their
frontline staff and patients to provide excellent care.
Despite this ongoing pressure, NMs find satisfaction in
their work through peer collaboration, staff recogni-
tion, mentorship by their director, and support. This, in
turn, impacts their ability to continue to drive positive
outcomes.6 However, a large span of control and 24-
hour accountability may result in lower organizational
commitment, which is sometimes triggered by a lack of
NM recognition. Further, this large span of control
may be linked to poor organizational alignment and
the inability to embrace their Professional Identity in
Nursing (PIN), resulting in dissatisfaction, tension, and
uncertainty.7
www.nurseleader.com
USE OF INTERDEPENDENCY LENS FOR NM
RECOGNITION
The conceptual model for Professional Identity in
Nursing (PIN) illustrates that nursing is global and is
influenced by societal, political, historical, and cultural
influences. The authors call for the public, family
members, and other stakeholders to contribute to the
PIN of all nurses, either in direct or indirect roles, by
ensuring positive actions to reinforce and embrace their
PIN and as they transition into new roles either in
practice, industry, regulation, or academic careers.8 This
additional span of control for NMs requires greater
reinforcement of their PIN (values and ethics, knowl-
edge, nurse as leader, and professional comportment)
because the role transcends across the wider organization
and community and requires interactions and interde-
pendence with other stakeholders to achieve outcomes.9

Interdependency is the structure and process
through which people interact, exchange information,
interpret observations, adapt, and exert efforts for
performance.10,11 The theory of interdependence states
that embedded in every interaction are cognition and
motivational factors. Therefore, interactions may be
best understood by adopting an interdependence-based
lens. Interdependency with NMs may be fostered by
increased knowledge of team members’ roles, gauging
the quality of relations, building trust, using affirma-
tions, showing respect, ensuring adequate information
for decision-making, and knowing how best to
communicate for goal attainment.9-11

METHODS
The University of Iowa Institutional Review Board
approved this qualitative descriptive design study. In-
dividual interviews were conducted using semi-
structured questions. Thirty participants were inter-
viewed, of which there were 10 NMs (unit level re-
sponsibility), 10 CNOs (1 to 2 hospitals responsibility),
and 10 chief nursing executives (CNEs) (multi-hospital
or system responsibility). Qualitative software was uti-
lized to conduct conventional content analysis.

ANALYSIS
Conventional content analysis was conducted by
looking for observations during data analysis.12 Thirty
transcripts consisting of 219 pages were generated in
Zoom interviews and transcripts were then analyzed in
MAXQDA, a qualitative software program for
computer-assisted qualitative and mixed methods
data.13,14 A team of 2 researchers individually coded
the raw data from beginning to end for 15 semi-
structured questions. The unit of analysis was a phrase
to answer a specific question. After the initial coding,
preliminary codes were assigned, and subcategories
were identified. These subcategories were then
analyzed to determined super categories and themes.
Triggers and best practices for NM recognition will be
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presented based on their interactions with organiza-
tional and community stakeholders.

RESULTS
Four super categories emerged as triggers for NM
recognition and are listed below. They include meeting
organizational outcomes, innovation, collaboration,
and saving the day. Beyond these 4 super categories, a
theme of NM invisibility pervaded participants’ re-
sponses. In addition to the listed triggers, super cate-
gories and anecdotes related to best practices for key
stakeholders are presented and listed by the CNO, C-
suite, internal departments, and wider community
categories (Tables 1, 2, 4, and 4).

WHAT TRIGGERS NM RECOGNITION?

Meeting Organizational Outcomes
Meeting organizational outcomeswas shared as a frequent
trigger for recognizing NMs when the NM demonstrates
Table 1. CNO Best Practices and Quotes for NM Reco

Best Practices

Public recognition � Well, I think she
single minute, of
too.she’s very v

� She does value re
the great 100, th

� I do believe that
called out, especi
that that the team

Developing and mentoring � It’s a joy and a pr
and it’s an absolu
mentor and coac
themselves, and t
and stay connect
because all of us
than we are doin

� We developed ou
you’re new as a m
and it takes abou
are some other o
learning.

� I poke at our sen
I’m on the verge o
now that will go

Positive interactions � The last CNO I ha
us.

� I value them as pe
that’s important.

� When you get to
their position, and
respect, and that
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positive efforts in improving patient, financial, and oper-
ational outcomes. Some anecdotal comments for triggers
of NM recognition are when they achieve, “great quality
outcomes, innovation, customer experience,” “excellent
care that our patients receive,” “results for safety and
quality because that’s who we are, and what we’re obliged
to do,” and “really going above and beyond.”

Innovation
Identifying issues, sharing solutions, and knowing when
to elevate problems with associated solutions was a
primary trigger for recognition. One participant’s
response included, “I appreciate them bringing the
problems, because they also bring solutions. I think the
CNOs have learned that the nurse managers are the
best solutionists.” The scope of the NM influence is
also recognized when it can provide guidance and
leadership across an organization. Another participant
mentioned the following traits as being valued
gnition

Exemplary Quotes

truly recognizes the hard work that we do. Every
every single day, and she’ll call you out on it,
isible.
cognition, she’s the one who wrote me a letter for
at meant so much.
the managers are the clinical directors [that] are
ally when there is a positive patient experience, or
goes above and beyond.

ivilege to lead people and serve them in their roles,
te privilege and a joy to do that, so you want to
h and help people be the very best version of
hen.stay connected to their joy in being a nurse
ed to why they’re doing what they’re doing,
could be doing work that would be so much easier
g today.
r own new nurse/nurse manager education. So, if
anager, you’ll go through educational modules,
t 6 months to complete. We recognize that there
nline courses, but there is value in classroom

ior leaders to get more nursing philanthropy. And
f getting several million dollars’ worth of gifts right
to scholarships.

d recognized us and recognized the value in each of

ople first, and then I value their position, and I think

know them as people and then you support them in
if you do it in that order, I think you gain trust and
helps in recognizing them.

www.nurseleader.com
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Table 2. C-Suite Best Practices and Quotes

Best Practices Exemplary Quotes

Gather value stories � When I think about the C-suite at my hospital, and even our C-suite
at the system level.my president will attend some of my nursing
leadership meetings, and I do this intentionally. I’ve always believed
that you must take them to where the people are. He’ll attend both
the nurse manager meetings specifically, and sometimes a nurse
leadership meeting, every month.

� She wants to know the process is working and that we are going to
be performing, but she values people first and foremost and making
the hospital a good place to be at and that the values trickle down
from that.

� One of the things that we do well during our monthly leadership
meeting, there is a value story. So, a different member of the team
across the organization has an opportunity to share their story of how
they live their organizational values.

Recognition of efforts � They understand the value of nursing, and they say it all the time.
� I will tell you that just last week we rolled out a massive market
adjustment, and that was inclusive of our nurse managers. Because
we also believe that they’re so critical to the evolving success of the
organization that we wanted to send a message to them.

� She called me out on how hard it is to work within budget, and
reasons why we’re tied on our budget, right now, so in a sense, that’s
positive recognition if that makes sense.

Rounding and alignment
with frontline staff

� Formal rounding that really brings the C-suite to the clinical director
when rounding he always takes the time to connect with the person
and know something about them.

� So, if I’m out rounding.I want to know that someone in that
department, let’s say, has done something above and beyond.and
then being visible and out, and calling it out when you see people to
let them know that their work has been recognized.
“boundary spanning leadership, people who work
across teams and who really help to breakdown orga-
nizational silos, teamwork, and improve workflow”.

Collaboration
Nurse managers are valued for their ability to collab-
orate with other departments and organizational team
members to improve processes and contribute to
increased patient satisfaction. Participants reported
that many organizational projects require nursing
input, and NMs are valued for being able to provide
insight to improve outcomes. One participant stated,
“when other departments feel like nursing has been
collaborative in a solution or they are working with the
patient or helping is get through a process, I think that’s
what they value the most.”

Save the Day
Nurse managers are highly valued and respected for
their practical, real-time problem-solving skills that
have organizational impact. Participants referenced
www.nurseleader.com
instances where a NM provided staffing support to a
struggling unit and resolved complex clinical issues
impacting other departments. One participant stated,
“You’ll hear stories of how someone was struggling,
and the nurse leader stepped in and helped with the
situation, and they are so grateful for (the nurse
leader’s) willingness to be a part of a solution.”

Invisible
A theme of invisibility pervaded comments from mul-
tiple participants. One participant stated, “When I say
I’m a nurse manager, I think people don’t really know
what that is.I will say I work in surgery or I work with
children, and they will say thank you for working with
children, but I don’t think they really know what the
nurse manager does.”

The feeling of the community not understanding
their role was expressed by several participants: “I don’t
think people understand that we’re getting our staff and
our projects and everything in line to support strategic
goals which support the community, our patient
December 2023 647
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Table 3. Ancillary Departments Best Practices and Quotes

Best Practices Exemplary Quotes

Teamwork � I always tell everybody, you’re able to take any of my ideas, and let me
steal your ideas from you, because that’s how we all work to improve.

� They would recognize collaboration communication, assuring that good
experience for a patient and recognizing what another nurse manager
would do.

� I think inclusion and interprofessional kind of collaboration and work,
and I’ve seen a lot of that over the years, where we even do team
awards during our nurses’ week.

Improving
patient care

� They value the ROI; [which] could be around achieving, let’s say, a
benchmark with national ranking U.S. News & World Report. The
attribution that nursing contributed is what I think is valued.

� if you can collaborate and make their practice so much better.they
thanked me one on one and that felt good because I did things to make
the patients flow better, and that made it easy for them to practice.

� Case management and social workers, all the teams are available to
each other, so I see many high fives or recognitions from other disci-
plines recognizing our nurse leaders for their support and assistance.

Recognition returns
recognition (reciprocation)

� I try to make a point if I see another leader has done something that not
only has been beneficial for their own department, but especially when
it benefits another department, to reach out to them to recognize that,
and I’ve had others do the same back to me.

� Other departments follow suit when somebody supports them, and they
are very quick to recognize the nurse manager. So, that collaboration is
amazing, and they were always recognizing each other, especially
during COVID.

� When another department tends to go above and beyond or do
something out of the ordinary. Our nursing leaders are quick to
acknowledge and recognize those folks, which I think in turn makes it to
be reciprocal.

648
community, patient satisfaction, patient safety, and pa-
tient outcomes. I don’t think people realize that, so
when I tell people I’m a nurse manager to the outside
community, unless they’ve been a nurse manager,
they’re just like, ‘Oh, paperwork’.” There were also
mentions of recognition for the staff nurse role, but there
was a lack of awareness of what the nurse manager is
responsible for. In one response from a participant, “It’s
just the visibility of the work that a nurse leader does,
most folks are ignorant of what that work is.”

BEST PRACTICES FOR MEANINGFUL NM
RECOGNITION
Best practices and supportive anecdotes are presented in
Tables 1 through 4 for all stakeholders. Best practices
and anecdotes generated for the CNO are presented in
Table 1. These include positive interactions, developing
and mentoring nurse managers, and engaging in public
recognition of NM work. Best practices and anecdotes
for the C-suite are presented in Table 2. These include
December 2023
gathering value stories and recognition of efforts, and
rounding and alignment with frontline staff. Best prac-
tices for ancillary departments are presented in Table 3.
These include teamwork, improving patient care, and
recognition returns recognition (reciprocation). Best
practices for the wider community are presented in
Table 4. These include volunteer organization, com-
munity, and nursing college/university partnerships;
promote awareness for scope of work of the NM; and
public awards and recognition.

DISCUSSION
Interdependency with stakeholders that synchronizes
work activities is crucial to attaining optimal outcomes
at the health care system level and fulfilling our social
contract with society.1 Organizations with collabora-
tive relationships function more efficiently with
reduced cost and improved responsiveness.9 The
interdependency of the NM role within the organiza-
tion and the wider community is an opportunity to
www.nurseleader.com
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Table 4. Community Best Practices and Quotes

Best Practices Exemplary Quotes

Volunteer organization and
community nursing college
and university partnerships

� Improvements are done in collaboration or partnership with a com-
munity partner and so it creates visibility into the work that that nurse
leader is doing to improve health care for all. And I think those are
the instances that trigger more external recognition than anything
else.

� Our nurse manager is incredibly involved in some of the community
action for infant mortality and other things and so they have always
appreciated her input and given me feedback that she has done a
great job and made it made a difference or made an impact. So,
when we are present when we are involved, when we bring value to
the community that we serve, and that nurse manager does that,
that’s what gives the recognition.

� We have relationships with all the schools of nursing and other health
professions, but I’ll speak to the school of nursing, and they’re very
quick to recognize their managers that are supportive of students.

Promote awareness for
scope of work of the NM

� I think that’s due to just the visibility of the work that a nurse leader
does. I think that for the most part folks are fairly ignorant of what
that work actually is.

� We get letters from the outside from family members, and they not
only recognize that clinical staff, but they also recognize the leader.
That tells me that that leader has touched that family [of] that patient
[and] had done rounds [and] had met with them.

� Nurse managers have an opportunity to round on their patients.
really make their presence known and partner with patients, and
making sure that they are having a good experience, and things
along those lines. Sometimes that gets out to the community in the
form of social media posts or email recognition to senior executives.

Public awards and recognition � We had a number of our nurse managers that have been recognized
by the community, by schools of nursing, by community organiza-
tions. So, I can think of the Chamber of Commerce that recognized
one of our nurse managers for the work that they did in the com-
munity, serving the community, doing health care fairs, and working
with churches during COVID.

� Specialty professional organizations recognize when the leader is
actively engaged with that group.

� In our state we have our own state organization for nurse leaders.
We actually have an aspiring nurse leader program that we put on
every single year to recognize people and to offer some educational
opportunities.
enhance the PIN of NMs. A healthy PIN requires
alignment between self, role, and context whereas poor
alignment of self, role, and context results in stress,
tension, uncertainty, and lower retention.7,8 Successful
collaborations, partnerships, and alignment with NMs’
PIN may result in gratitude for the NMs’ contribution,
positive relationships, reduced stress, better patient
outcomes, satisfaction, retention, and, overall, the
development of a sense of meaning and purpose in the
work.7,15
www.nurseleader.com
From the participants interviewed several themes
for best practices emerged that reflected when NMs felt
most appreciated and recognized. They include ways
to ensure the NM develops positive connections as they
engage with the CNO, C-suite, internal departments,
and the wider community, which in turn leads to ways
in which their efforts are recognized. Implementing
these best practices may enhance the PIN of nursing
and improve satisfaction, resiliency and intent to stay of
NMs and teams.8
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CNO
Public recognition, developing and mentoring, and positive in-

teractions were themes that emerged relating to NM
recognition. Recognizing NM efforts, verbally
acknowledging their work through personal in-
teractions, publicly sharing positive outcomes
associated with their specific unit, and being visible and
present to the NMs help NMs feel appreciated.
Developing mentoring relationships with NMs helps
not only build NMs into stronger leaders but also helps
them continue to find joy in their work.6 Offering
education and financial aid for NM-specific training
can help NMs feel valued and develop a sense of trust
and respect between the NM and the organization.
These actions may enhance the PIN domain of
knowledge.8

C-Suite
Gather value stories, recognition of efforts, and rounding for

alignment with frontline staff were identified as best prac-
tices from the C-suite for NMs to feel recognized.
Participants mentioned that the C-suite clearly valued
nursing and recognized how NMs can impact the
success of the organization from meeting budget goals
to learning patient stories through formal rounding
practices. Monetary compensation for the worth of the
NM’s scope and skill was also mentioned as an
important way to recognize NM efforts. Rounding with
the NM and engaging with the frontline staff helped
validate the feelings of appreciation for the NM
meeting organizational goals. As one participant said,
“Of course, you know the talent and the ability to be
able to do the work, but I think they also value those
skills and leadership that go beyond just the trans-
actional interactions.” In addition to providing mean-
ingful recognition, these actions may enhance the PIN
domain of values and ethics.8

Departments
Participants mentioned teamwork, improving patient care,

and recognition returns recognition (reciprocation) as best
practices. One participant felt that teamwork was
imperative to share the best ideas and improve patient
care. Several participants mentioned the importance of
meaningful recognition in creating an organizational
culture of gratitude. These actions may contribute to
enhancing the PIN domain of professional
comportment.8

Community
Volunteer organizations and local nursing schools and universities

promote awareness for scope of work of the NM, and public

awards and recognition were mentioned as a way NMs are
recognized in their community when unit and patient
outcomes are achieved, and especially when NMs are
December 2023
actively engaged in community and educational en-
deavors. Acknowledging and honoring NM leadership
is imperative as they impact nursing student develop-
ment and create community collaborations to improve
and raise awareness for specific health populations.
While the community may more easily be able to
celebrate and recognize the role of a nurse, they may
need more information regarding the scope of the NM
role to fully appreciate how the NM position improves
health for patients and populations everywhere. Uti-
lizing these actions may enhance the PIN domain of
nurse as leader.8

IMPLICATIONS AND RECOMMENDATIONS
Nurse managers have a social contract to enable health
either directly or indirectly, and they are expected to
influence health through others with 24-7 account-
ability. This expectation is great and requires collabo-
ration and support from stakeholders and the public.
The following are recommendations to ensure NMs’
satisfaction, visible pride, and a stronger PIN through
meaningful recognition:

� Due to the interdependency of the role, NM recog-
nition should not rest solely on the department
of nursing but the organization, and wider
community.

� Health care executives have an obligation to pub-
licly acknowledge and celebrate the contributions
of nurse managers. By doing so, executives rein-
force the professional identity and value of nurse
managers.

� Future research needs to be developed to determine
additional interventions to consistently engage the
wider community in nurse manager recognition and
the c-suite.
CONCLUSION
The invisibility of the NM role has many consequences
for health care and the individual NM’s PIN.2,8 The
absence of PIN and meaningful recognition has been
linked to stress, tension, and uncertainty.7,8 Nurse
managers hold a vital and complex role in the orga-
nization, and intentional efforts to recognize their
demanding work and achievements need to be
engrained in institutional processes that transcend the
unit level and the overall organization. In the wider
community, NMs reported a lack of understanding
regarding their role. NMs only feel recognized as direct
care nurses when volunteering but have the desire to be
recognized for their span of control expertise. Mobi-
lizing all stakeholders who work interdependently with
nurse managers to participate in their recognition is a
necessary first step.
www.nurseleader.com
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