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ABSTRACT

Nurse Managers are promoted to their managerisitipns with little or no preparation. They leatrdugh
following traditional management practices of othdrial and errors, and word of mouth. This stueds conducted to
evaluate the effect of management training progemthe nurse managers' knowledge and performanue.quasi-
experimental design was utilized to attain the afrthe study. The study sample consisted of 20enoranagers working
at the selected hospital. Three tools developethbyesearcher were used for data collection: mssdssment checklist,
knowledge test, observational checklist, & prog@saessment tool. The study results indicated tleaptogram showed
significant improvement in the participants' mamagat knowledge and performance. The participanpsessed their
satisfaction with the program. The total performarnc immediate and follow up program implementatjweriod is
positively correlated with the participants' agefperience. The study recommended :thatesting resources into the
ongoing development of the leadership and manageshkdls of the nurse managers will improve thegérformance and
can provide significant contribution to staff aneblth care organizations. Nurse educators in héalithing institutions in
consultation with other stakeholders should retligecurricula for training nurse managers in otdetevelop courses that

will adequately prepare the nurses for the managemoes in the health care organizations.
KEYWORDS: Training Program, Nurse Manager
INTRODUCTION

Change in health care is constant, and sustaityaisithe major importance. One innovative stratisgy develop
integrated health services to create optimal hgadimvironments, but this requires knowledgeablsalgaders who can
enable this transformation for a sustainable fufdje Nurse Managers often find themselves overboedl with ever
increasing workloads and responsibilities and thay not be the ideal time to provide intensive ngamaent training.
Rather, a more effective approach would be to tpatential ward managers as part of structuredession planning
activities, enabling ward managers to enter thegitppn with knowledge and confidence [2].

Healthcare organizations are putting high demamdswse managers, challenging how they are educated
trained [3]. So learning is very important. Edueatand training are the base of learning and @nismportant factor in
improving human resources. [4]. Management traipirggrams have been shown to be an effective wayhance nurse
manager leadership and management behaviors afutmance. The development efforts of the prograsedrto focus

on those management competencies most often atesbeieih successful nurse managers outcomes [5].

Impact Factor(JCC): 3.6754- This article can be downloaded fromwww.impactjournals.us




| 122 Faten Salama Abdelaziz & Laila Mohamed Abdo |

Aim of the Study

The aim of this study was to evaluate the effecinahagement training program on nurse mangeeosviedge

and performance.
Research Hypothesis

The training program has a significant impact orseaumanagers' performance.
Operational Definitions

Nursing Manager: (sometimes called head nurse}herpurpose of this study, it is defined as a euwith
management responsibilities of one nursing unitoHshe reports to the nursing director & respdesibout day-to-day

operations of the unit.

Training program: For the purpose of this studyg ilefined as activities and courses that are dtgdno develop

and improve the performance of the nurse managers
Ethical Consideration

An official permission to conduct the proposed gtuehas obtained from the ethical committee to camy the
study. Participation in the study was voluntary draded on the subjects’ acceptance to give inforooedent; where
informed consent was signed by the participaner afiading all its details; the ethical issues,sagrations included an
explanation of the purpose and nature of the sty subjects were reassured that they have thetagvithdraw at any

time, and the information wouldn't be accessedryyaher party without taking permission from them.

MATERIALS AND METHODS

Research Design

The quasi-experimental design (single-group, pr&-gtudy design) was utilized to evaluate the éffeness of

the program.
Setting

This study was conducted at a teaching hospitalgypt. The hospital bed capacity is (400) bedss Huispital
provides cost free care for various emergency sesyiintensive care, as well as treatment of bupagiénts. The hospital
includes 8 departments which are emergency depattmgerating department, intensive care, immediate, and finally

two inpatient departments.
Sample

A convenience sample of all available nurse marsayer20) who were actually in the active workfook&ing
the time of data collection and program implemearatinclusion criteria for the nurse managers tmair assistants were:

work experience at least one year, and agreegtigipate in the study.
TOOLS OF DATA COLLECTION

Three tools were developed by the researcher base literature review and roll component structofdéhe

nurse manager and on light work of Abdul FattaitM H6]. Data collection Tools validity was done byjuay of experts
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(five) in nursing administration. Data was collettesing the following tools

Self- Need Assessment Questionnairét was used to identify the participargslf expressed need. It consisted

of two parts

1st Part: Socio Demographic Data of the Participarg included the demographic data of the participaoish
as age, qualifications, job Position, number ofryeworking as a nurse manager or assistant, eduehtievel&

conferences and/or workshops had attended witkeifast two years.

List of Management Activities: the participants were asked to rank them basedsoimportance to the nurse
manager managerial role and whether they have amettiate Need, Future Need, or No Need at this fondraining.

The researcher found six categories of tasks vieagegssential for nurse managers.

Performance Observational Check List It included the actual management activities tidentified by the
participants related to their role components. €heanagement activities are organized by the relseaaccording to six
categories which are Work assignment activitigsingludes seven items, Performance monitoringvaigts: - it includes
six items, Documentation activities: -it includeigh# items, Unit management activities: -it inclsdsix items, Staff

management activities: -it includes eight itemd\é&rsing Round: - it includes seven items.
PROCEDURE

To fulfill the aim of the current study an officipermission was obtained from the Medical Dire@aneral and
the Nursing Director General of the hospital, afteat a list of the nurse managers' names wasnauatdiom the nursing
director. Then a meeting was conducted with theigipants to explain the purpose of the study amdséek their
cooperation. The study was conducted in the folhgwphases: assessment phase, planning phase, iemiédion phase

and evaluation phase.

* Assessment phasdt was started with participant'self expressed needs. To validate the resultseoidentified

needs; the researcher assessed the participarfitshpence using the observational checklist.

» Planning phase:Based on the results of the assessment, the iga&stidesigned the training program to meet
the participant's needs. The program content weastifted, the program was made up of 7 sessiond,th®
duration of each session was three hoSigpporting material for each session such as ppemt slides was
prepared. Methods of evaluation were identifiedabmmounts of participants' background were suggesom

time to time.

* Implementation phase After designing the program, it was implemented riurse managers, according to the
program plan. The assistant of nursing director thadacilitator for the program. She helped in pihegram time
scheduling, reaching for the participants and omgathe place that the session was conducted ithdrfirst
session of the program the nursing director wasgmieand the supervisor of thesis explain the dirthe

program. Dates, times, sequence of program deliwasy/explained.

« Evaluation phase:Evaluation of the participants' performance befamd after the program implementation was
done using an observational checklist. Follow ugl@ation was done at the end of the third month posgram

implementation using the same tools.
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STATISTICAL DESIGN

The data collected from the observations (handaf€@dure and continuity of care) were coded andredtinto
(SPSS), Version 21.0, for analysis. Data were aealyusing the descriptive statistics in the form Feéquency
distribution, Percentage, Mean and Standard Dewiaéind inferential statistics in the form of on@ywANOVA, t-test and

correlation. The significance level of all statisti analysis was at < 0.05 (P-value).
RESULTS AND DATA ANALYSIS

Table 1: Distribution of Sample According to Personal Characteristics (A20)

Variable Values No. %
Nursing diploma 6 30
Academic status Nursing institute 7 35
Nursing bachelor 7 35
. - Yes 7 35
Attending training program No 11 65
Mean SD
Age 34.80 5.54
Years of experience as a nurse manager 5.95 3.74

Table 2: Mean Percentages and Difference among tiNurse Manager's Observed
Performance Dimensions Pre & ImmediateProgram Implementation. (N=20)

: : IR Pl Immediate Program
Performance Dimensions Performance Mean T P
% Performance Mean %

Work assignment activities 58.46 81.9 4.447 .000
Performance monitoring activities 44.3 79.3 6.521 .000
Documentation activities 52.7 82.76 2.863 .004
Unit management activities 51 82.33% 5.889 .002
Staff management activities 33.98 58.63 2.789 .027
Nursing Round 38.85 66.83 6.386 .00Q
Total performance 46.54 75.29 37.9 .00(

Table (2) illustrated that the total performanceameercentage (75.29%) in immediate program imptéatien
was significantly (at 37.55¢0.000) higher than the pre total mean percenté§®4%). It is apparent that the immediate
program mean percentage of each performance diorenss significantly higher than the pre progranampercentage.

Table 3: Mean Percentages and Difference among tiNurse Manager's Observed
Performance Dimensions Pre & follow upProgram Implementation. (n=20)

Performance dimensions IS O EllEy L [ t p
performance mean % | performance mean %

Work assignment activities 58.46 77.24 3.639 .001
Performance monitoring activities 44.3 75.9 5.775 .000
Documentation activities 52.7 87.21 2.544 .038
Unit management activities 51 75.31 4,975 .004
Staff management activities 33.98 59.67 2.742 .029
Nursing Round 38.85 76.08 6.042 .00(
Total performance 46.54 75.24 40.0b .000

Table (3)illustrated that the total performance mean peegni{(75.24%) in follow up program implementation
period was significantly (at 40.05®.000) higher than the pre total mean percentd§&4%). It is apparent that in the
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follow up program period, the mean percentage chgeerformance dimension was significantly highent the mean

percentage in pre program.

Table 4: Correlation between Total Participants' Peformance & Knowledge with
Their age & years of Experience as a Nurse & as auxkse Manager

Knowledge & Performance Dimension r Age 5 Years of Erxperlence As A Nursg Manage
Total knowledge pre 199  .637 216 .607
Total knowledge, immediate 598 121 .301 469
Total knowledge follows up -.268 521 -.013 .975
Total performance pre 011  .979 .156 712
Total performance immediate 738 .007 .765* .042
Total performance follows up .740* .006 .769* .006

Table (4) illustrated that the total performanceinmmediate and follow up program implementationiqeris
positively correlated with the participants' age=(f738, p<. 05) & years of experience as a nurse managerg® <.
05).

Table 5: Difference between Participants' Total Pdiormances in Pre,

Immediate and Follow up Program Implementation Perod
By Their Attending Training Program before

Performance Attend![ng Training propgram
Total performance pre program 1.426 171
Total performance immediate .298 .769
Total performance follows up 2.272 .043

Table (5) showed that there is no statisticallyngigant difference between participants' totalfpenance pre,
immediate program implementation period, but thera statistically significant difference {p 05) between participants'

total performance in follow up periodically by thektending training program before.

DISCUSSIONS

Healthcare reform and poor nursing working condgiaffect the nursing management function, whiafeitned
as the application of professional judgment to ptaganize, motivate, and supervise nursing cangcss, and which it is

performed by trained nursing department heads,rgigoes, and hospital services [7].

Bridging the performance gap refers to implementingelevant training intervention for developingtjalar
skills and abilities of the workers and enhancingplyee performance. He further elaborates the equtrigy stating that
training facilitates organization to recognize thatworkers are not performing well and a thusrtkeowledge, skills and

attitude needs to be shaped according to the faeds [8].

The finding of the current study indicated that tibeal performance means the percentage of nursagesas & in
pre program period is unsatisfactory as well ad gemrformance dimension, this may be related t@eunanagers are
promoted to managerial positions based on theiresscin operational or technical roles; managemsiits, however, are
totally different and not expected to be mastengdhe managers in their previous roles. They aleckwinder pressure

from both the higher levels of management and theleyees below them.

Tai, W. T. Stated that nurse managers usually omd@d and seem to receive the least amount ofitiain the
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whole organization. The unsatisfactory performapiceurse managers may also relate the type of twepital, which is
affiliated with public sector [9]. Turkmen, S, & &#ir, F [10] concluded that public hospitals areenstffed, face lower
budgets and a higher nurse-patient ratio as welleas access to advanced technology. In such & teylipped

environment, it is more difficult to manage progedompared with environments which are well apfesn

Swart et al [11] stated that there might be vari@asons for unsatisfactory performance of the eygas such as
workers may not feel motivated anymore to use tb@inpetencies, or maybe not confident enough iim tiapabilities, or
they may be facing work- life conflict. All the ab® aspects must be considered by the organizathdle selecting most
appropriate training intervention that helps orgations to solve all problems and enhance employativational levels

and reach the desired performance.

This finding is in contrary to the study of Wateks, Gale [12], who concluded that the overall nursgnager's
performance ranking was between competent andggofion the scale. A barrier to the study was B2%| participants
had been in their current management role fromtoréve years and many of the rankings in categor@vealed low

scores that could be attributed to the lack of eérpee in the role of the Nurse Manager.

Nurse managers performance is vital to promotinglthg work environments, staff performance and fpaesi
patient outcomes [13]. The results of the studycagd that the lowest performance dimension meansent in the pre
program period was related to staff managementities for nurse managers; this may be due to angteb description
& lack of perception of the importance of staff mgement due to lack of awareness of the numeratfsnsanagement
activities because there is no manual for mandgeniasing procedures which clarify the purpose ateps all

management activity.

This finding is congruent with the finding of Mufdas, Mohamed N, Mahmoud H, [14], which revealest e
limited time of the head nurses was spent in stefhagement. This area of duties and responsibilitielude directing
staff nurses through giving feedback, encouragmttework as a team, orient new staff nurses, peefime schedule,
teach staff nurse to manage her time, proper usepglies and equipment, supervising and monitofireyaluating staff

nurses' performance, and participate in in-servaieing programs

Management development programs show positive tsffeaffecting two types of outcomes: knowledge
(principles, facts, and skills) and changes in guanince. Management training seems to enhancettiedes and
performance of followers [15]The finding of the current study indicated that thi&al performance means the percentage
of nurse managers in immediate & follow up programplementation was significantly higher than the potal mean
percentage. It is apparent that the immediate &Wolup program mean percentage of each performdimeension was
significantly higher than the pre program mean @etage, this indicate that the program was effedtiimproving nurse
managers performance dimensions as reflected mibwhediate and follow up program score. Theseifigsl support the
study hypotheses that the training program hasgaifgiant impact on nurse managers' performance.thgostudy

hypothesis is accepted.

Training programs are effective only to the extdrdt the skills and behaviors learned and practibedng
instruction are actually transferred to the workplg16]. So the program effectiveness in enhantivgg participant

performance may be due to that the training sessi@re closely related to actual nurse mangers thkg they apply it in
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every work day.

This finding is congruent with the study of Guekt], he mentioned that training and developmengms, as
one of the vital human resource management pragiastively affects the quality of the workers'okvledge, skills and
capability and thus results in higher employee granince on the job. This relation ultimately cdmites to supreme

organizational performance.
CONCLUSIONS AND RECOMMENDATIONS

The result of the current study concluded thatithelemented management training program was e¥fedh
improving the performance of nurse managers asatedll in both immediate and three months followrnplementation
mean scores. These findings support the study hgpes that the training program has a significanptaict on nurse

managers' performance. So the study hypotheszepted.

Recommendations: the hospital should conduct coatiprofessional development for the nursing urdahagers
on their managerial functions and responsibilifiesusing on the staff & unit management. Nurse Mgns should be
encouraged and motivated for the serious participain training courses. The hospital should cotvega on highly
qualified nurses with a minimum of baccalaureatgree graduates to fill the nurse manager level stl@wducators in
health training institutions in consultation witther stakeholders should revise the curricularftining nurse managers in
order to develop courses that will adequately meeplze nurses for the management role in the tads@nd other health
care organizations. There is a need for a natistualy to determine the quality of nursing unit ngaraent in Egypt. As
there are no national standards for nursing unitagament and therefore the quality of nursing mm@hagement cannot
be determined.
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