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Abstract. Background and aim: The leadership of the Nursing Coordinator is essential to ensure quality care 
and to empower the nursing staff. To identify the leadership style used by the coordinator as nurses and the 
support staff perceive the leadership behaviors of the coordinator. Methods: Data were collected through an 
online questionnaire including the Empowering Leadership Questionnaire. Results: Positive associations were 
recorded between participants’ satisfaction levels and high standards of job performance (p<0.001), being 
a good example for the whole group (p=0.004) and to encourage sharing ideas and suggestions (p=0.003), 
hearing ideas and suggestions (p=0.013), giving the opportunity to express their opinions (p=0.046); in the 
“Coaching” dimension, according to attitudes to help the group to become aware (p<0.001), among all group 
members (p=0.044); by focusing on their goals (p<0.001); in the “Informing” dimension according to levels 
and attitudes to explain decisions (p<0.017) and rules and expectations (p=0.046); in the “Showing Concern/
Interacting with the Team” dimension according to attitude in personal problems (p<0.028); to discuss con-
cerns (p=0.033); to show interest (p<0.040) and to chat with members (p=0.003). Negative association was 
registered between the ability to make decisions based solely on the coordinator’s ideas (p=0.010), ability to 
pay attention to the group’s efforts (p<0.015). Conclusions: The role of the Nursing Coordinator within the 
work setting is very fundamental. The latter must be able to guarantee, through good leadership, a serene 
work environment so that professionals can provide optimal care to patients and safeguard their profession.  
(www.actabiomedica.it)
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Introduction

Every day, healthcare organizations are in continu-
ous and profound transformations associated with new 
regulations and human resources management, thanks 

to new technologies, especially after the pandemic pe-
riod (1). All these causes require a high capacity to im-
plement changes in order to improve performance to 
deliver quality of care to patients (2). In this sense, a key 
role is played by the nursing coordinator, who should 
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find new solutions and therefore, adopt proactive and 
innovative behaviors, which represent a challenge for 
all organizations (3).

In the recent literature, there are many contri-
butions that underline how today nursing coordina-
tors and managers can have a decisive impact on the 
healthcare organization and, specifically, the ability to 
motivate and encourage staff can lead to higher satis-
faction and higher performance (4,5).

A 2021 review of nurse leadership styles and job 
satisfaction found that, regardless of the working en-
vironment, style adopted and sample, there is an im-
portant correlation between leadership styles and job 
satisfaction (5). Different leadership styles (such as 
transitional, resonance, authentic, multi-factor and ser-
vice leadership) can exert both a positive and a  negative 
influence on nurses’ job satisfaction. (6,7). Other inves-
tigated studies show that resonant and authentic lead-
ership could improve job satisfaction by increasing the 
development of nurses’ empowerment (8,9).

From the study conducted by Bobbio et al. (10) 
on the phenomenon related to the Nursing Coordi-
nator, it emerged that the practice of an empowering 
leadership style of the Nursing Coordinator can favor 
the growth of the nurse’s commitment to the organi-
zation and consequently improve the work experience 
and the general satisfaction of the collaborators. Over-
all, the study highlights the application potential of 
empowering leadership and the psychosocial dynamics 
that characterize a complex environment such as the 
healthcare organization, where it is essential to seek 
greater well-being for employees and managerial staff 
so that there can be greater well-being for patients as 
well. Despite this, it emerged that Nursing Coordina-
tors are not particularly distinguished by the imple-
mentation of an empowering leadership style.

Empowerment is a very complex issue in nurs-
ing practice and, above all, coordinators should use 
an empowerment style to promote commitment and 
effectiveness in their work and on new graduates and 
more experienced nurses (11,12). A study conducted 
in Finland identified how different relationships be-
tween the work activities of nurse coordinators, patient 
satisfaction, and the number of nurses per caring can 
influence both the job satisfaction of nurses but also 
generate therapeutic errors (13).

Other elements such as poor leadership, low nurs-
ing responsibility, insecure working environment and 
inadequate staffing negatively influence staff satisfac-
tion (14,15).

In contrast, meaningful interprofessional com-
munication, easy accessibility to the coordinator and 
positive feedback to staff members promote positive 
job satisfaction among professionals i (16-19).

Also in the study by Zaghini et al. (20) an asso-
ciation was found between leadership style and inter-
personal tension with incorrect and counterproductive 
behaviour in patient care and consequent dissatisfac-
tion. While the literature on the relationship between 
leadership styles and job satisfaction is fairly well repre-
sented, there are few studies that relate leadership styles, 
job satisfaction and the personal life of the nurse (21).

The aim of the study is to make a further con-
tribution to the literature on the relationship between 
leadership styles and job satisfaction, in Italy, also fo-
cusing on the influence of these variables on nurses’ 
personal lives.

Patients and methods

Study design

Observational and cross-sectional study with op-
erational timing from May 2022 to May 2023.

Enrollement

All nurses and social-medical workers employed 
in public and private hospitals, healthcare residential 
structures from all over Italy who decided to participate 
in the study by signing the informed consent, through 
a snowball sampling, were invited to participate.

The questionnaire

The questionnaire was created using the Google 
Forms platform and disseminated online via  social 
 networks, such as Instagram, on groups such as 
“ Infermiere Informato”, and “Rianurse”, Facebook 
pages such as “Infermieri Attivi” and Whatsapp 
through a link to which each professional could join. 
The questionnaire included of three main sections.
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Specifically, the first section collected of health-
care workers:

 - Sex: female, male, or not answered;
 - Age: until 30 years, 31-40 years, 41-50 years, 

51-60 years, over 61 years;
 - work experience: until 10 years, 11-20 years, 

21-30 years and over 31 years;
 - job profile: if the participants was a registered 

nurse or an auxiliary healthcare worker;
 - marital status: unmarried, married or divorced/

separated.

The second part of the questionnaire contained a 
total of 10 items referring to the participant’s percep-
tion on the coordinator influence in his/her working 
motivation and satisfaction, by focusing on the positive 
and negative influence of the nursing coordinator, also 
on professional motivation, on stress, anxiety condi-
tions perceived, on satisfaction level compared to the 
participant’s work-life balance, the numbers of work-
ing hours and the satisfaction levels concerning on the 
scheduling way. This second questionnaire was devel-
oped by the research team, based on references and own 
expertise and was not validated. For each question, the 
participant should only answered as yes or not.

The third section of the questionnaire investigated 
the main leadership styles were identified as part of the 
empowering one thanks to the Italian version of the Em-
powering Leadership Questionnaire (ELQ) (10). The 
questionnaire consisted of a total of 38 items, expressed 
through a Likert scale ranging from “1”, as: “never”, 
to “5”, as: “always”. All the 38 items were divided into 
five sub sections of the empowering leadership, namely:

 - sub dimension no.1: “Leading by example” 
(item no.1, 6, 11, 16, 21);

 - sub dimension no.2: “Participative Decision-
Making” (item no.2, 7, 12, 17, 22, 26);

 - sub dimension no.3: “Coaching” (item no.3, 8, 
13, 18, 23, 27, 29, 31, 34, 35, 38);

 - sub dimension no.4: “Informing” (item no.4, 9, 
14, 24, 28);

 - sub dimension no.5: “Showing Concern/ 
Interacting with the Team” (item no.5, 10, 15, 
20, 25, 30, 32, 33, 36, 37).

Data analysis

All data were collected into an Excel spreadsheet 
and processed thanks to the SPSS, version 20 program. 
Demographic characteristics and items referring to 
the participant’s perception on the coordinator influ-
ence in his/her working motivation and satisfaction 
were presented as categorical variables and processed 
as frequencies and percentages. By considering the 
ELQ, each sub dimensions were assessed according 
to current satisfaction on participants’ work and linear 
regressions were performed to investigate how indi-
vidual satisfaction perception depended on the nursing 
manager empowerment perception. All p<0.05 values 
were considered as statistically significant.

Ethical consideration

At the beginning of the questionnaire, it was high-
lighted that participation was voluntary and that the 
participant could decline participation in the  protocol 
whenever they wished. Those interested in participat-
ing were given an informed consent form, which re-
minded them of the voluntary nature of participation, 
as well as the confidentiality and anonymous nature of 
the information.

Results

A total of 369 healthcare workers were enrolled 
in this study. Among them, 72.9% were females and 
25.5% were males and 1.6% preferred to not declare 
their sex identity. 87% of participants were registered 
nurses and 13% were auxiliary healthcare workers. 
Most of participants were young, as 48% aged less 
30 years and 63.4% worked less than 10 years (Table 1).

As regards the 10 specific items referring to the 
participant’s perception on the coordinator influence 
in the participant’s working motivation and satisfac-
tion levels, Table 2 showed all the answers given.

The data obtained show, among other things, that 
stress and anxiety is also present outside the work con-
text (Item 6), that professionals are not satisfied overall 
with their work (Item 7) and that they have difficulty 
balancing work and private life (Item 8).
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between the current participants’ satisfaction levels 
and the participants’ actions and high standards of job 
performance for all the professional group (β=0.283; 
p<0.001) and also the attitude to be a good example 
for the whole group (β=0.166; p=0.004).

In the “Participative Decision-Making” sub di-
mension, positive associations were reported between 
the current participants’ satisfaction levels and the at-
titudes to: encourage in the group to share ideas and 
suggestions (β=0.166; p=0.003), hear ideas and sug-
gestions from group members (β=0.150; p=0.013), 
give all group members the opportunity to express 
their opinions (β=0.114; p=0.046). On the other hand, 
negative association was registered between the cur-
rent participants’ satisfaction levels and ability to 
make decisions based solely on the coordinator’s ideas  
(β=-0.145; p=0.010).

In the “Coaching” sub dimension, positive associ-
ations were reported between the current participants’ 
satisfaction levels and the attitudes to: help the group 
to become aware of areas where more training could be 
needed (β=0.171; p<0.001); to help all group members 
(β=0.112; p=0.044);

To help the group focus on their goals (β=0.290; 
p<0.001). While, negative association was registered 
between the current participants’ satisfaction lev-
els and ability to pay attention to the group’s efforts  
(β=-0.137; p<0.015).

Table 1. Demographic characteristics (n=369).

Demographic characteristics n(%)

Sex
Female
Male
Not answered

269(72.9%)
94(25.5%)
6(1.6%)

Age
Until 30 years
31-40 years
41-50 years
51-60 years
Over 61 years

177(48%)
79(21.4%)
57(15.4%)
52(14.1%)
4(1.1%)

Work Experience
Until 10 years
11-20 years
21-30 years
Over 31 years

234(63.4%)
67(18.2%)
45(12.2%)
23(6.2%)

Job profile
Registered Nurse
Healthcare worker

321(87%)
48(13%)

Marital status
Unmarried
Married
Divorced

32(8.7%)
93(25.2%)
244(66.1%)

Table 2. Satisfaction levels among participants (n=369).

Item proposed Answers

yes
n(%)

no
n(%)

Item no.1: In the last year, has your coordinator positively influenced your job satisfaction? 177(48%) 192(52%)

Item no.2: In the last year, has your coordinator negatively influenced your job satisfaction? 185(50.1%) 184(49.9%)

Item no.3: In the last year, has your coordinator positively influenced your professional motivation? 183(49.6%) 186(50.4%)

Item no.4: In the last year, has your coordinator negatively influenced your professional motivation? 202(54.7%) 167(45.3%)

Item no.5: In the last year, have you experienced situations of stress, anxiety due to psychological 
pressure perpetrated by your coordinator within the work setting?

199(53.9%) 170(46.1%)

Item no.6: In the last year, have you experienced situations of stress, anxiety due to psychological 
pressure perpetrated by your coordinator outside the work setting?

262(71%) 107(29%)

Item no.7: To date, are you satisfied with your current job? 94(25.5%) 275(47.5%)

Item no.8: To date, how satisfied are you with your work-life balance? 127(34.4%) 242(65.6%)

Item no.9: To date, how satisfied are you with the number of working hours? 113(30.6%) 256(69.4%)

Item no.10: To date, how satisfied are you with your scheduling typology (daytime, night, shifts, etc.)? 113(30.6%) 256(69.4%)

By considering the ELQ, each sub dimensions 
were assessed according to current satisfaction on par-
ticipants’ work (Table 3).

As regards the first sub dimension, as “Lead-
ing by Example”, positive associations were recorded 
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Table 3. How satisfaction perception was influenced by nursing 
coordinator leadership?

Dimension Items β T C.I. 95% p-value
Min. Max.

Leading By 
Example
Item no.1
Item no.6
Item no.11
Item no.16
Item no.21

0.283
0.038

-0.085
0.166
0.075

4.598
0.641

-1.741
2.931
1.196

0.142
-0.070
-0.159
0.049

-0.042

0.353
0.138
0.010
0.247
0.173

>0.001*
0.522
0.083
0.004*
0.233

Participative 
Decision-Making
Item no.2
Item no.7
Item no.12
Item no.17
Item no.22
Item no.26

0.166
0.150
0.058
0.114
0.014

-0.145

2.963
2.496
0.945
2.004
0.215

-2.602

0.049
0.029

-0.055
0.002

-0.098
-0.221

0.242
0.244
0.157
0.197
0.122

-0.031

0.003*
0.013*
0.345
0.046*
0.830
0.010*

Coaching
Item no.3
Item no.8
Item no.13
Item no.18
Item no.23
Item no.27
Item no.29
Item no.31
Item no.34
Item no.35
Item no.38

0.171
0.038
0.055
0.032
0.112
0.030

-0.137
0.018
0.061
0.290

-0.023

3.227
0.588
0.861
0.476
2.024
0.523

-2.432
0.286
0.758
3.778

-0.411

0.058
-0.079
-0.063
-0.086
0.003

-0.076
-0.218
-0.092
-0.085
0.123

-0.123

0.240
0.145
0.162
0.141
0.195
0.130

-0.023
0.123
0.192
0.391
0.080

0.001*
0.557
0.390
0.634
0.044*
0.601
0.015*
0.775
0.449

>0.001*
0.681

Informing
Item no.4
Item no.9
Item no.14
Item no.19
Item no.24
Item no.28

0.155
0.053
0.063
0.110
0.114
0.120

2.401
0.929
0.954
1.792
2.000
1.926

0.024
-0.058
-0.059
-0.010
0.002

-0.002

0.246
0.163
0.169
0.209
0.198
0.215

0.017*
0.354
0.341
0.074
0.046*
0.055

Showing 
Concern/
Interacting with 
the Team
Item no.5
Item no.10
Item no.15
Item no.20
Item no.25
Item no.30
Item no.32
Item no.33
Item no.36
Item no.37

0.150
-0.046
-0.018
0.156
0.119
0.033

-0.090
0.092
0.006
0.204

2.209
-0.730
-0.285
2.141
2.061
0.454

-1.300
1.377
0.105
2.967

0.014
-0.148
-0.128
0.011
0.005

-0.097
-0.198
-0.035
-0.099
0.060

0.248
0.068
0.96
0.265
0.202
0.156
0.040
0.196
0.111
0.297

0.028*
0.466
0.776
0.033*
0.040*
0.650
0.195
0.169
0.916
0.003*

*p<0.05 is statistical significant.

In the “Informing” sub dimension, positive as-
sociations were reported between the current partici-
pants’ satisfaction levels and the attitude to: explain the 
decisions made by the belonging company (β=0.155; 
p<0.017); explain to the group what the rules and 
 expectations are at work (β=0.114; p=0.046).

In the “Showing Concern/Interacting with the 
Team” sub dimension, positive associations were re-
ported between the current participants’ satisfaction 
levels and the attitude to: be interested in the personal 
problems of the group members (β=0.150; p<0.028); 
take the time to calmly discuss the issues of individ-
ual group members (β=0.156; p=0.033); show inter-
est in group members’ successes (β=0.119; p<0.040); 
fond the time to chat with group members (β=0.204; 
p=0.003).

Conclusion

The study was conducted on a sample of nurses 
and healthcare professionals with the main objective of 
evaluating to what extent the Leadership of the Nurs-
ing Coordinator influences the satisfaction, motivation 
and life of the professional.

Literature studies show that leadership affects the 
balance of the working climate and whose imbalance 
is strongly related to work and personal burnout with 
consequences on patient safety and on personal or 
family work plans (27).

From the analysis of participants’ satisfaction lev-
els, we can highlight the presence of a type of toxic 
leader, in which the coordination not only affects their 
own working environment but also the outside, with 
a dissatisfaction with the life-balancework, current 
working status (21), shift time and number of working 
hours, conditions also found in other studies (22-24). 
Often, in fact, the shortage of personnel leads to an ex-
cess of work imposed by leaders to achieve the desired 
goals (25-26).

By analogy with other studies, the data  collected 
on dissatisfaction with work-life balance are also 
 related to a rather young sample under the age of 
30 (28). The study also found a correlation between 
the perception of authentic leadership behaviors and 
the perception of newly graduated nurses with respect 
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Nursing leadership should promote changes and solu-
tions to support the mental health of front-line nurses, 
focusing on the implementation of strategies focused 
on variables that are simultaneously related to work 
organisation and nursing workload, in order to double 
the benefits and improve work results by ensuring high 
quality care (49). This is compounded by the turno-
ver, the working environment and the working con-
dition that further undermine the emotional state of 
the health care professional, bringing him into a strong 
state of stress, especially accentuated by the pandemic 
period just ended, with all the psychological and phys-
ical repercussions of the workers, with repercussions 
also on family life (50-52).

In general, from the results obtained, we can de-
duce how crucial is the role of the Nursing Coordina-
tor within the work approach.

However, we should take into consideration some 
limitations associated with the results of this study, 
for example, a probable reluctance on the part of the 
participants, despite their anonymity, not to state what 
they really think for fear of possible repercussions or 
even from possible selection bias, as the results of the 
study cannot be generalized to the entire category of 
social and health workers. In addition, again from the 
data obtained from the present study, there is evidence 
that the Nursing Coordinator, over the past year, has 
not been able to positively influence the motivation 
and satisfaction of the professional. There is also a lim-
itation of method, because a part of the questionnaire 
used is not validated.
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to empowerment, with a negative correlation to staff 
shortages and working life, and both of these factors 
associated with increased burnout, as well as work dis-
satisfaction affecting direct patient care (29,30).

From the analysis of the ELQ in its dimensions, 
it was possible to ascertain a significant association be-
tween the satisfaction and the sub-dimension “partici-
patory decision making”in which positive associations 
from participants were reported regarding the encour-
agement to share and listen to ideas and suggestions 
in the group, with a negative association regarding the 
ability to make decisions based exclusively on the ideas 
of the coordinator, in analogy to what is present in 
other studies (31, 32).

Within the “Coaching” sub-dimension, positive 
associations were found with regard to reflection on 
training and objectives, while a negative association 
was found regarding the ability to pay attention to the 
efforts of the group. Health workers who receive posi-
tive feedback on their activities, both individually and 
collectively, are encouraged to take personal initiatives 
and laugh at solutions to the problems they face, which 
leads them to feel more and more involved in their ac-
tivities, data in line with other studies (33,34).

In addition, the results obtained can also be ex-
plained by the impact that Covid-19 has caused in the 
professional; it has been highlighted that, in case of 
crisis, the lack of clear leadership and regulatory pro-
tocols leads to an increase in psychological discomfort 
of staff (35). In fact, several studies have highlighted 
how the pandemic and leadership interventions have 
changed the basic care of patients (36-39) and trans-
formed the workplace by adopting command and 
control leadership to manage the uncertainty of the 
situation during the early stages of the pandemic (40).

This phenomenon contrasts with the literature 
and style of transformational leadership (41), which 
implies charisma, capacity for inspiration and intel-
lectual stimulus, which lead the subordinate to self-
determination and to such abilities, which has been 
found to be correlated with better quality of life and 
job satisfaction (42-47), and better patient care (48).

The organization of the work of nurses affects the 
physical and emotional load of the operator and op-
erational and organizational stress can contribute to 
the mental health problems of the nursing population. 



Acta Biomed 2023; Vol. 94, N. 6: e2023266 7

12. Levati W, Panari C. Le risorse umane nelle organizzazioni 
sanitarie: l’esperienza in tre contesti. Fidenza: Mattioli 
2016. [Italian].

13. Nurmeksela A, Kinnunen J, Kvist T. Nurse managers’ work 
content: development of the questionnaire and results of the 
pilot study. Scand J Caring Sci. 2020; 34(4):839-851. Doi: 
10.1111/scs.12796.

14. Alloubani A, Akhu-Zaheya L, Abdelhafiz IM, Almatari M. 
Leadership styles’ influence on the quality of nursing care. 
Int J Health Care Qual Assur. 2019; 32(6):1022-1033. Doi: 
10.1108/IJHCQA-06-2018-0138.

15. Copanitsanou P, Fotos N, Brokalaki H. Effects of work en-
vironment on patient and nurse outcomes. Br J Nurs. 2017; 
26(3):172-176. Doi: 10.12968/bjon.2017.26.3.172.

16. Sveinsdóttir H, Ragnarsdóttir ED, Blöndal K. Praise mat-
ters: the influence of nurse unit managers’ praise on nurses’ 
practice, work environment and job satisfaction: a question-
naire study. J Adv Nurs. 2016; 72(3):558-68. Doi: 10.1111 
/jan.12849.

17. Omery A, Crawford CL, Dechairo-Marino A, Quaye BS, 
Finkelstein J. Reexamining Nurse Manager Span of Con-
trol With a 21st-Century Lens. Nurs Adm Q. 2019; 43(3): 
230-245. Doi: 10.1097/NAQ.0000000000000351.

18. Stevanin S, Voutilainen A, Bressan V, Vehviläinen-Julkunen 
K, Rosolen V, Kvist T. Nurses’ Generational Differences 
Related to Workplace and Leadership in Two  European 
Countries. West J Nurs Res. 2020;42(1):14-23. Doi: 
10.1177/0193945919838604.

19. Cosentino C, De Luca E, Sulla F, et al. Leadership styles’ 
influence on ICU nurses’ quality of professional life: A cross-
sectional study. Nursing in Critical Care. 2023; 28(2):193-
201. Doi: 10.1111/nicc.12738.20.

20. Zaghini F, Fiorini J, Piredda M, Fida R, Sili A. The relation-
ship between nurse managers’ leadership style and patients’ 
perception of the quality of the care provided by nurses: 
Cross sectional survey. Int J Nurs Stud. 2020;101:103446. 
Doi: 10.1016/j.ijnurstu.2019.103446.

21. Senek M, Robertson S, Ryan T, King R, Wood E, Taylor 
B, Tod A. Determinants of nurse job dissatisfaction - find-
ings from a cross-sectional survey analysis in the UK. BMC 
Nurs. 2020;19:88. Doi: 10.1186/s12912-020-00481-3.

22. Geta A, Biks GA, Dellie E, Yazachew L. Job Satisfac-
tion and Associated Factors among Health Profession-
als Working at Public and Private Hospitals in Bahir Dar 
City, Northwest Ethiopia: A Comparative Cross- Sectional 
Study. Biomed Res Int. 2021; 2021:6632585. Doi: 
10.1155/2021/6632585.

23. Arnone A, Vicario M, Cardarelli, NI, Vanvitelli NI. Be-
nessere organizzativo e soddisfazione lavorativa: studio 
cross-sectional in una popolazione di infermieri. NSC Nurs 
2020; 1: 16-24.

24. Lasebikan OA, Ede O, Lasebikan NN, Anyaehie UE, 
Oguzie GC, Chukwujindu ED. Job satisfaction among 
health professionals in a federal tertiary hospital in Nigeria. 
Niger J Clin Pract. 2020; 23(3):371-375. Doi: 10.4103/njcp 
.njcp_292_19.

Authors Contribution: Conceptualization: R.L., N.I., L.C., E.V.; 
Methodology: R.L., N.I., L.C., E.V.; Investigation: R.L., N.I., 
A.C., I.R., M.C, C.L.; Resources: R.L., E.V., G.A.; Data curation: 
E.V., L.C., S.B.; Writing—original draft preparation: A.L., N.I., 
R.L., E.V.; Writing—review and editing: E.V., A.L., L.C., R.L.; 
Visualization and Supervision: All Authors; All authors have read 
and agreed to the published version of the manuscript.

References

1. Flessa S, Huebner C. Innovations in Health Care-A Con-
ceptual Framework. Int J Environ Res Public Health. 2021; 
18(19):10026. Doi: 10.3390/ijerph181910026.

2. Supriharyanti E, Sukoco BM. Organizational change 
capability: a systematic review and future research di-
rections. Management Research Review 2022; ahead-of-
print(ahead-of-print). Doi: 10.1108/MRR-01-2021-0039.

3. Ivziku D, Ferramosca FMP, Filomeno L, Gualandi R, 
De Maria M, Tartaglini D. Defining nursing workload pre-
dictors: A pilot study. J Nurs Manag. 2022; 30(2):473-481. 
Doi: 10.1111/jonm.13523.

4. Vitale E, Calabrò A, Ilari F, et al. Which socio- demographic 
patterns influence nursing managers’ empowerment per-
ceptions among nurses? An investigatory study. Acta Bi-
omed. 2022 Dec 16;93(6): e2022347. Doi: 10.23750/abm 
.v93i6.13302.

5. Specchia ML, Cozzolino MR, Carini E, Di et al.  Leadership 
Styles and Nurses’ Job Satisfaction. Results of a Systematic 
Review. Int J Environ Res Public Health. 2021; 18(4):1552. 
Doi: 10.3390/ijerph18041552.

6. Al-Hussami M. A Study of Nurses’ Job Satisfaction: The 
Relationship to Organizational Commitment, Perceived 
Organizational Support, Transactional Leadership, Trans-
formationa Leadership, and Level of Education. European 
Journal of Scientific Research 2008; 22: 286-295.

7. Saleem M, Prot S, Anderson CA, Lemieux AF. Exposure to 
Muslims in Media and Support for Public Policies Harming 
Muslims. Communication Research 2017; 44(6): 841–869. 
Doi: 10.1177/0093650215619214

8. Bawafaa E, Wong CA, Laschinger H. The Influence of Res-
onant Leadership on the Structural Empowerment and Job 
Satisfaction of Registered Nurses. Journal of Research in Nurs-
ing 2015; 20: 610-622. Doi: 10.1177/1744987115603441

9. Wong CA, Laschinger HKS. Authentic leadership, per-
formance, and job satisfaction: the mediating role of em-
powerment. Journal of Advanced Nursing 2013; 69(4): 
947–959. Doi: 10.1111/j.1365-2648.2012.06089.x

10. Bobbio A, Manganelli Rattazzi AM, Muraro M. Empow-
ering leadership style in ambito sanitario. Uno studio sul 
coordinatore infermieristico. [G Ital Med Lav Ergon. 2007; 
29(1 Suppl A): A37-49. [Italian].

11. Vitale E, Lupo R, Fortunato S, et al. Correlations between 
performance and shift work in the nursing activities: a pi-
lot approach. Acta Biomed. 2022; 93(3): e2022251. Doi: 
10.23750/abm.v93i3.12403.



Acta Biomed 2023; Vol. 94, N. 6: e20232668

38. Carleton RN, Afifi TO, Taillieu T, et al. Assessing the Rela-
tive Impact of Diverse Stressors among Public Safety Per-
sonnel. Int J Environ Res Public Health. 2020;17(4):1234. 
Doi: 10.3390/ijerph17041234.

39. Konyk K, Ricciardelli R, Taillieu T, Afifi TO, Groll D, 
 Carleton RN. Assessing Relative Stressors and Mental Dis-
orders among Canadian Provincial Correctional Workers. 
Int J Environ Res Public Health. 2021;18(19):10018. Doi: 
10.3390/ijerph181910018.

40. Phillips N, Hughes L, Vindrola-Padros C, et al. Impact of 
leadership on the nursing workforce during the COVID-19 
pandemic. BMJ Lead. 2023; 7(1):21-27. Doi: 10.1136 
/leader-2021-000588.

41. Choi SL, Goh CF, Adam MB, Tan OK. Transformational 
leadership, empowerment, and job satisfaction: the mediat-
ing role of employee empowerment. Hum Resour Health. 
2016; 14(1):73. Doi: 10.1186/s12960-016-0171-2.

42. Sabbah IM, Ibrahim TT, Khamis RH, et al. The association 
of leadership styles and nurses well-being: a cross-sectional 
study in healthcare settings. Pan Afr Med J. 2020; 36:328. 
Doi: 10.11604/pamj.2020.36.328.19720.

43. Gashaye M, Tilahun D, Belay A, Bereka B. Perceived Uti-
lization of Leadership Styles Among Nurses. Risk Manag 
Healthc Policy. 2023; 16:215-224. Doi: 10.2147/RMHP 
.S388966.

44. Pishgooie AH, Atashzadeh-Shoorideh F, Falco-Pegueroles 
A, Lofti, Z. Correlazione tra gli stili di leadership dei di-
rigenti infermieristici e lo stress lavorativo degli infermieri 
e il turnover previsto. Rivista di gestione infermieris-
tica 2018; 26 (1): 1–8. Doi: 10.1111/jonm.12707

45. Khan BP, Quinn Griffin MT, Fitzpatrick JJ. Staff Nurses’ 
Perceptions of Their Nurse Managers’ Transformational 
Leadership Behaviors and Their Own Structural Empow-
erment. J Nurs Adm. 2018;48(12):609-614. Doi: 10.1097 
/NNA.0000000000000690.

46. Labrague LJ, Nwafor CE, Tsaras K. Influence of toxic and 
transformational leadership practices on nurses’ job satisfac-
tion, job stress, absenteeism and turnover intention: A cross-
sectional study. J Nurs Manag. 2020 Jul;28(5):1104-1113. 
Doi: 10.1111/jonm.13053.

47. Ferrari L, Panari C, Mannari E. L’impatto dell’empowering 
leadership infermieristica sulla soddisfazione dell’équipe dei 
professionisti, Counseling 2022; 15: 14-36.

48. Heinen M, van Oostveen C, Peters J, Vermeulen H, 
Huis A. An integrative review of leadership competencies 
and attributes in advanced nursing practice. J Adv Nurs. 
2019;75(11):2378-2392. Doi: 10.1111/jan.14092.

49. Stelnicki AM, Carleton RN. Nursing Leadership Has an 
Important Role in the Management of Nurses’ Mental 
Health. Nurs Leadersh (Tor Ont). 2021;34(2):12-15. Doi: 
10.12927/cjnl.2021.26537.

50. Carriero MC, Conte L, Calignano M, et al. The psycho-
logical impact of the Coronavirus emergency on physicians 
and nurses: an Italian observational study. Acta Biomed. 
2021;92(S2): e2021030. Doi: 10.23750/abm.v92iS2.11575.

25. Guo X, Xiong L, Wang Y, et al. Chinese nurses’ perceptions 
on toxic leadership behaviours of nurse managers: A quali-
tative study. J Nurs Manag. 2022; 30(7):3256-3263. Doi: 
10.1111/jonm.13758.

26. Trepanier S-G, Boudrias V, Peterson C. Collega-
mento di forme distruttive di leadership alla salute dei 
dipendenti. Giornale per lo sviluppo della leadership e 
 dell’organizzazione 2019; 40 (7): 803–814. Doi: 10.1108 
/LODJ-04-2019-0168

27. Schwartz SP, Adair KC, Bae J, et al. Work-life balance 
behaviours cluster in work settings and relate to burn-
out and safety culture: a cross-sectional survey analy-
sis. BMJ Qual Saf. 2019; 28(2):142-150. Doi: 10.1136 
/bmjqs-2018-007933.

28. Tan SHE, Chin GF. Generational effect on nurses’ work val-
ues, engagement, and satisfaction in an acute hospital. BMC 
Nurs. 2023; 22(1):88. Doi: 10.1186/s12912-023-01256-2.

29. Boamah SA, Read EA, Spence Laschinger HK. Factors 
influencing new graduate nurse burnout development, job 
satisfaction and patient care quality: a time-lagged study. J 
Adv Nurs. 2017; 73(5):1182-1195. Doi: 10.1111/jan.13215.

30. Zito M, Cortese CG, Colombo L. The Role of Resources 
and Flow at Work in Well-Being. SAGE Open 2019; 9(2). 
Doi: 10.1177/2158244019849732

31. Alsadaan N, Salameh B, Reshia FAAE, et al. Impact 
of Nurse Leaders Behaviors on Nursing Staff Perfor-
mance: A Systematic Review of Literature. Inquiry. 2023; 
60:469580231178528. Doi: 10.1177/00469580231178528.

32. Chen F, Tholl D, Bohlmann J, Pichersky E. The family of 
terpene synthases in plants: a mid-size family of genes for 
specialized metabolism that is highly diversified throughout 
the kingdom. The Plant Journal 2011; 66: 212-229.  Doi: 
10.1111/j.1365-313X.2011.04520.x

33. Billings J, Ching BCF, Gkofa V, et al. Experiences of 
frontline healthcare workers and their views about support 
during COVID-19 and previous pandemics: a systematic 
review and qualitative meta-synthesis. BMC Health Serv 
Res. 2021; 21: 923. Doi: 10.1186/s12913-021-06917-z

34. Moeta ME, Du Rand SM. Using scenarios to explore 
conflict management practices of nurse unit managers 
in public hospitals. Curationis. 2019;42(1):e1-e11. Doi: 
10.4102/ curationis.v42i1.1943.

35. Mao X, Fung WMO, Hu X, Loke Yuen JTA. Psychologi-
cal impacts of disaster on rescue workers: A review of the 
literature. International Journal of Disaster Risk Reduction. 
2018; 27:602-617. Doi: 10.1016/j.ijdrr.2017.10.020

36. Amaral FG, Castrucci AM, Cipolla-Neto J, et al. Environ-
mental Control of Biological Rhythms: Effects on Develop-
ment, Fertility and Metabolism. J Neuroendocrinol. 2014; 
26: 603-612.  Doi: 10.1111/jne.12144

37. Sugg HVR, Russell AM, Morgan LM, et al. Fundamental 
nursing care in patients with the SARS-CoV-2 virus: results 
from the ‘COVID-NURSE’ mixed methods survey into 
nurses’ experiences of missed care and barriers to care. BMC 
Nurs. 2021; 20(1):215. Doi: 10.1186/s12912-021-00746-5.



Acta Biomed 2023; Vol. 94, N. 6: e2023266 9

Correspondence:
Received: 12 September 2023
Accepted: 10 November 2023
Elsa Vitale
Department of Mental Health, Local Healthcare Company 
Bari, Italy
Via X marzo, 43, 70026 Modugno, Bari
E-mail: vitaleelsa@libero.it

51. Vitale E, Galatola V, Mea R. Observational study on the 
potential psychological factors that affected Italian nurses 
involved in the COVID-19 health emergency. Acta  Biomed. 
2021 Mar 31;92(S2):e2021007. Doi: 10.23750/abm 
.v92iS2.11305.

52. Vitale E, Lupo R, Artioli G, et al. How shift work influences 
anxiety, depression, stress and insomnia conditions in  Italian 
nurses: an exploratory study. Acta Biomed. 2023;94(2): 
e2023102. Doi: 10.23750/abm.v94i2.14230.


