


Assessment on Nurse Manager Leadership and Management Competence on Work Retention in Clinical Setting: A comprehensive systematic Review



ABSTRACT

Background: In modern healthcare systems, nurse managers are at the forefront of shaping the quality and effectiveness of patient care. These professionals are responsible for not only managing nursing staff but also ensuring that healthcare institutions function efficiently. Leadership is about influencing other people towards a common goal. Traditionally, nurse managers were seen primarily as supervisors of nursing staff, focusing mainly on operational and logistical responsibilities. Nurse managers with strong leadership skills can also influence the organizational culture, instilling values that prioritize patient safety, collaboration, and continuous improvement. Nurse managers are responsible for the daily administrative tasks that keep healthcare units functioning efficiently. This includes overseeing budgets, staffing, resource allocation, and ensuring compliance with regulations and policies.
Purpose:  The aim of study is to synthesize the literature findings on assessment of leadership and management competence on work retention in clinical setting. It will analyze the ability of nurse manager to inspire and influence others especially in crucial in healthcare settings.
Methods:  A systematic review as an methods in analysis. EBSCO, PubMed, Elsevier, CINAHL,ERIC and google scholar data bases was utilized in searched for relevant articles published between 2020- 2025.  The process include methodological process as framework including defining the issue, formulating the research question, conducting a focused literature search, and utilizing mixed-methods or qualitative data processing strategies to reduce the risk of bias and error.
Result:  The study reveals that a total of 10  were identified that relevant in leadership competence on staff  nurses work retention in health care setting. The process of evaluation has been conducted to determine evidence based on competence of nurse manager in area such as team work, effective communication and decision making. The result reveal that leadership and management competence are  manage work performance, creation of supportive work environment and  staff development monitoring

Conclusion: The systematic review highlights in the assessment of nurse manager leadership and management competence on work retention in clinical setting. The  nursing work force problem  suggest that part of solution is to retain staff nurse working within the health institution, thus urgency in understanding how to improve retention is important for nurses to stay in the organization.
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BACKGROUND

In modern healthcare systems, nurse managers are at the forefront of shaping the quality and effectiveness of patient care. These professionals are responsible for not only managing nursing staff but also ensuring that healthcare institutions function efficiently. Leadership is about influencing other people towards a common goal. Traditionally, nurse managers were seen primarily as supervisors of nursing staff, focusing mainly on operational and logistical responsibilities. Nurse managers with strong leadership skills can also influence the organizational culture, instilling values that prioritize patient safety, collaboration, and continuous improvement. Nurse managers are responsible for the daily administrative tasks that keep healthcare units functioning efficiently. This includes overseeing budgets, staffing, resource allocation, and ensuring compliance with regulations and policies. The management and leadership competency of nurse managers is important in the success of any institution.  This competency identified as body knowledge for nurse manager in creating pathway in the development of nurses at work Garcia, et al (2021). In, addition, leadership is essential for motivating and guiding staff, management competencies are critical for ensuring the smooth operation of healthcare organizations. Nurse managers are responsible for the daily administrative tasks that keep healthcare units functioning efficiently. This includes overseeing budgets, staffing, resource allocation, and ensuring compliance with regulations and policies. Management competencies are essential for nurse managers to achieve these tasks effectively. Sherman, (2021)
The nurse intention to stay as nurse perception in of likelihood of staying in current job. As nurse manager, it is important to assess why nurses leave and why nurses stay which interlock on its paradigm Lee, et al. (2018).  The influence of nurse’s choices to remain on their current role is important to lessen turnover. Johnson, et. al. (2021). Factor such as shift nurses, job satisfaction, the work environment, and organizational support were important predictors of nurse retention intention. Thus, effective leadership is critical in times of crisis or organizational change. Healthcare reforms or public health emergencies, nurse managers need to exhibit resilience, vision, and the ability to rally their teams around a common goal. Leadership competencies like strategic thinking, decision-making, and the ability to communicate a clear vision for the future help nurse managers guide their teams through transitions, ensuring that patient care remains unaffected by external challenges. Sahan,& Terzioglu (2022). Management competencies constitute body of knowledge essential for nurse manager. It’s a pathway for learning and development. Improving managerial competence program helps to improve quality of services and reduce manager burnout. Membrive-Jimnez et.al. (2020). 
OBJECTIVE: The aim of study is to synthesize the literature findings on assessment of leadership and management competence on work retention. It will analyze the ability of nurse manager to inspire and influence others especially in crucial in healthcare settings.

2.0 Methodology

	The  scientific review aims to assess the leadership and management competence among nurse manager in health care setting. The  review of literature was frame on question “ What are  the major roles among nurse manager to enhance management and leadership competence? how do nurse manager demonstrate leadership and management competence in daily clinical operation? Through synthesizing evidence base practice to analyze comprehensive understanding in clinical decision making  and professional development of the staff.  A review of the studies conducted with five years and will not imposed any restricted language. A wide range  of data base include EBSCO, PubMed, Elsevier, CINAHL, ERIC and google scholar data bases was utilized in searched for relevant articles
2.1. Design
The study employs systematic review design to synthesize literature on nurse manager leadership and management competence in clinical setting. This paper used Whittemore & Knafl (2005) process, where it developed a methodological framework for the integration of review process, defining the issue, formulating question for the issue, conducting a focused literature search, and utilizing different methods or qualitative data processing strategies to assess bias and error. The study main objective is to understand on how nurse manager manages the daily routine task in clinical setting. Data was extracted and synthesize thematically to analyze core competencies.
2.2. Search Strategies
This review adheres in the process of systematic review and Meta analysis (PRISMA). The supplement materials contain PRISMA checklist through EBSCO, PubMed, Elsevier, CINAHL, ERIC and google scholar data bases the term use “management or manager” OR “Leadership or Supervision or administration” and “Competence or Competency or performance”.
2.3. Data Evaluation and quality appraisal
	The study analyzes leadership and management competence among nurse manager in clinical setting. This is essential for nurse manager in decision making and to manage staff in daily activity in hospital setting. This ensures relevance in competence outcome among nurse managers. The study was assessed independently through seven reviewers. Mendeley Reference Manager was used to remove any duplicate studies. The following information was gathered from the reference literature: study locations (state and/or country), the type of study design, and number of participants studied. All outcome variables were summarized and then pooled in a meta-analysis through Review Manager version software (Cochrane Collaboration). Mantel-Haenszel method was used to analyze dichotomous data, which was presented as the odds ratio (OR). The continuous data on the other hand which came from the mean difference was used to present continuous data and was analyzed using the Inverse Variance method.
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Figure 1. PRISMA Flow Diagram of Literature search

Table 1. General Characteristics of Searching and selecting Articles for the Review
	Author’s & Year
	Aim
	Study site
	Methodology/data collection/Data Analysis
	Result

	Adalin, N., (2022)
	This study aimed to assess the relationship between nurse managers’ TL and staff nurses’ intent to stay and determine which TL dimensions predict intent to stay.
	Saudi Arabia
	 A cross-sectional online survey was conducted among staff nurses at a three-hospital academic medical city in Riyadh, KSA. A total of 523 eligible respondents successfully completed the survey, utilizing probabilistic cluster sampling to guarantee representation from various nursing units within the medical city.
	Nurse managers’ TL exhibited a positive association with staff nurses’ intention to stay in their current positions (r = 0.22, p < 0.001). Moreover, every dimension of TL demonstrated a strong positive relationship with the intent to stay (all p-values < 0.001).  The findings shows that practical salience of leadership competencies and attributes of nursing leaders, particularly TL, which recognizes the individual needs of staff nurses. This recognition subsequently fosters retention intentions, cultivates supportive nursing work environment, and enhances overall organizational success.

	Alharbi, S., & Almansour, A. (2025)
	The stud aimed was to assess the leadership behaviors and practices of nurse managers within Riyadh Second Health Cluster.
	Saudi Arabia
	The study utilize cross sectional quantitative reseach using Leadership Practices Inventory (LPI), a validated 30-item self-assessment tool. A total of 342 nurse managers working in Riyadh Second Health were recruited using convenience sampling. Data were analyzed using descriptive statistics, independent t-tests, and ANOVA to examine differences across their demographics.
	 Nurse managers exhibited very high leadership scores across all five domains of the leadership practices (average M = 4.57); Model the Way (M = 4.57), Inspire a Shared Vision (M = 4.56), Challenge the Process (M = 4.56), Enable Others to Act (M = 4.57), and Encourage the Heart (M = 4.57). This result that nurse manager leadership is important in the investment of leadership training and development program to enhance staff performance, retention, and quality of care. 

	Alkorashy, A., et.al. (2025)
	The aim of the study is to compare nurse manager self-rating with staff nurses. This also help to examine domain-specific links between perceived competencies and perceived turnover intention
	Saudi Arabia
	The study utilized cross sectional dual rater study with 225 staff nurses and 171 nurse managers in two tertiary hospitals in Saudi Arabia.
	 The findings shows that nurse manager has consistently rather higher than staff nurse across NCMI domain. The Largest descriptive gap was in promoting staff retention, recruit staff and perform supervisory responsibilities. This study shows that signal supervisory commitment and unit development focus on competency.

	Caramanica, L., et.al. (2022)
	The aim of the study is to validate nurse manager leadership competencies that support staff using evidence base practice
	USA
	The study utilizes Delphi study to establish the validity of nurse manager leadership competencies. the second phase was with the use of descriptive analysis to test the significant and reliability.
	The result shows that leadership competencies among nurse manager enhance the support in the staff in the delivery of care. It was shown that an expert panel achieve consensus of 22 leadership competencies that support evidence base practices.

	Gunawan, J. (2022)
	The aim of the study is to develop management scale to assess nurse manager competence of first line manager in public hospital
	Indonesia
	The study uses methods such as (1) generating scale items based on literature review and expert interviews, (2) pilot testing of face and content validity and (3) evaluating psychometric properties with 300 first-line nurse managers from 16 public hospitals in Indonesia selected using a multistage sampling.
	The final scale consists of 30 items in five dimensions, which explained 65.48% of the total variance. The dimensions include ‘training and evaluation, career planning and development, rewards scheme, recruitment and selection, and appraisal system’. Cronbach's α for the scale was .89, with a range of .85 to .88

	Mirzaei, A.,et.al.(2024)
	The aim was to examine the relationship between nurse managers competencies, job satisfaction and intention to leave among clinical nurses.
	Iran
	An analytical cross-sectional study was conducted on 354 nurses in five hospitals affiliated with Ardabil University of Medical Sciences from May to August 2023.
	The result shows that participants have 3.06 out of perceived nurse manager competence was satisfied on the job and less than half who intended to leave. In the study, employee support and development is important aspect in work retention as well as supervision and quality monitoring.

	Suliman, M.,et.al.(2025)
	The aim of the study was to assess the nurse manager leadership style on predicted nurses’ turnover in Hospital in Jordan.
	Jordan
	The study utilized descriptive cross sectional and correlational study designed. The study use Multifactorial Leadership questionnaire to assess nurses’ perception on nurse manager leadership style. The questionnaires were distributed to 280 nurses in three public sector hospitals and one university-affiliated (teaching) hospital in the north of Jordan.
	A total of 250 nurses working in a variety of clinical areas, yielding a response rate of 89%. which shows that transactional leadership style is most common followed by transformational style and passive avoidant style. This leadership style has shown that the staff nurse have slightly intended to leave the job but it was shown that to improve effective leadership is to improve job satisfaction and turn over through establishing support for the nurses in professional development.

	Trenholm, M., (2025)
	The aim of the study is to examine the relationship between healthcare leadership traits and employee retention and job satisfaction among registered nurses.
	British, Columbia
	A cross-sectional survey was conducted among registered nurses in Fraser Health Authority, British Columbia, utilizing the Leadership Trait Questionnaire (LTQ) alongside measures for job satisfaction and retention.

	The result shows that  a moderate-to-strong positive correlation between perceived leadership traits and both job satisfaction (r = 0.694, p < 0.001) and retention (r = 0.493, p < 0.001).  Thus effective leadership traits such as job satisfaction and employee retention is import in the development of health care setting.


	Xu, X.,et.al. (2022)
	The aim of the study is to develop leadership and management competency framework applicable to Chinese nurse champions guided by the competency matrix for clinical nurse leader (CNL).
	China
	This study used a qualitative descriptive design to explore nurse champions' competency requirements from clinical nurse managers' perspective. Semi-structure interviews guided by the CNL competency matrix were conducted with 27 clinical nurse managers from six large-scale tertiary grade A hospitals in Shanghai, China. Interview transcripts were analysed using deductive and inductive content analysis.
	 A total of three main categories emerges in the study such as nursing leadership, clinical outcome management and care environment management which represent the leadership and management competencies needed for nurse champions. this study results to lead care teams, improve quality of care for patient outcomes and enhance systems and equipment for the better care environment.

	Vizor, W. (2023)
	The aim of qualitative study was to examine the nurse manager leadership style in relation to Canada declining retention of registered nurses.
	Canada
	The data were collected through semi-structured interviews conducted with five Registered Nurse and Nurse Manager who had 5 years minimum of experience
	The emergent themes focus on compensation wages, facilitating access for continuous education and appreciation to the staff nurse. The finding implies that providing health care that incorporate strong leadership strategies and competency will boost retention of nurses in Canada.



The systematic review sought evidence on Assessment on  Nurse Manager Leadership  and Management Competence on work retention in Clinical Setting: A comprehensive systematic Review 

3.1.  Manage work performance and managing people

Issues such as turnover of nurses brings about nurse managers to become overburdened, which result in significant turnover of nurse managers.  These are the common issues which the nurse manager encounters. To reduce the workload of nurse managers, it is necessary to enhance their competences through support programs. Improving the managerial competence of nurse managers in  institutions can enhance the performance of nursing organizations, improve the quality of nursing services, and reduce managerial burnout Membrive- Jiménez et al., (2020). Flexible scheduling and recognizing reward staff positive performance are essential factors in staff retention. 

Manager competencies can improve management skills and influence the behavior of others, which can have a positive impact on the bottom line. To effectively manage employees, managers need to understand the basics of managing performance, whether as an employee or a temporary intern, as part of an internship program. Competent managers can help their organizations achieve their goals, solve problems, and create a positive work culture. Management competencies refer to the knowledge, skills and abilities possessed by effective managers who successfully lead and guide their teams. Offei, et.al. (2024).
To do this successfully, managers need to do the following: Set clear expectations for job assignments; write and monitor employee goals. Hold employees accountable for job responsibilities and achieving goals. Reward employees for doing a good job. A good manager must learn to solve problems related to employees, work processes, and product or service quality. Managers must be able to identify problems, understand basic problem-solving techniques, and facilitate a process for solving problems and resolving issues within the work environment.

3.2. Creation of Supportive Work Environment and Motivation Strategy

	Managing others can be a challenge for a new supervisor without management experience. raining new managers on what to do and what not to do can help minimize issues related to supervising others. For instance, when an employee is promoted to supervisor and then is put in the position to manage those who were peers, they must learn how to make that sometimes difficult transition. Learning how to navigate this sensitive situation can help the new supervisor be successful. Nurse managers are also tasked with promoting work protection work safety activities for staff healthy work environment. 

Engaging leaders foster a favorable work environment for nursing staff which is not only beneficial for their work motivation but also for their work-related well-being. Engaging leadership and job resources are modifiable aspects of healthcare organizations. Interventions aimed at developing engaging leadership behaviors among nursing leaders and building job resources will help healthcare organizations to create favorable working conditions for their nurses. Konen, et.al.(2024).
 Identification on what motivates employees and develop systems and processes that support those motivators. This is merely an example of leadership competencies. Invest the time and resources to identify specific competencies for your organization, and you can create a work environment that motivates, develops, and successfully manages employee performance. To create conducive learning environment and innovative methods the application of instill theoretical and practical concepts of leadership, management and teamwork must enhance and promote healthy working environment. Macabasag et al,( 2016). 

3.3.    Staff Development Monitoring and Shared Decision making

In the modern era, organizations are facing several challenges due to the dynamic nature of the environment. One of the many challenges for a business is to satisfy its employees to cope up with the ever changing and evolving environment and to achieve success and remain in competition. Staff development is important in developing effective team. The implementation of appropriate educational programs is essential for the growth of nursing management competences. Kim & Lee, (2022). Nurse managers need to be visible and approachable, as well as give regular feedback to their staff. Creation of nursing vision in the units help to build professional development. This serves as guide in integrating evidence base into practice. This encourages nurse in setting nursing excellence. Training and education for the staff nurses is essential in securing the services effectiveness. This also include mentoring and model conflict management. Support and orientation are also important in providing quality of services for the patient.
Leaders must build strong teams with a shared goal and rally around the organization’s mission and vision. This necessitates managers developing basic team leader skills that help them build teams, minimize team conflict, and manage team dynamics. Shared decision making also is important in fostering staff development. This allow for staff nurses to participate in continuous education that will enhance knowledge, skills and attitude that promote welfare. Coaching is also important will help others learn to build on their strengths and improve their weaknesses which an important aspect of professional development. 

4.0. Discussion 
Nurse managers play critical role in the overseeing the unit and supporting staff needs. Several studies shows that manager need to resolve interpersonal conflicts among staff and promote building relationship. Nurse manager responsibilities to foster strong link between leadership practice and management building relationship in promoting quality of care and services for the patient Arbiyiyik, et al.(2020). Leadership skills of nurses play an important role in fostering patient quality of care and providing enhancement in health care system. In the health care industry, the demand of nursing service is crucial in health care organization work force. Effective leadership influence staff nurses in achieving shared vision and common goal.  Leadership focus on helping people who are part of the organization and management aims to maintain order in the organization.
 Leadership competency of nurse managers has a significant impact on the overall structure and function of a healthcare organization, directly influencing how staff nurses perceive and perform their roles within that setting. Sahan & Tezioglu (2022) Competencies of nurse manager is the representation of skills, knowledge and capacity to achieve quality health care. Therefore, it is the combination of nurse manager knowledge, attitudes and skills in specific management functions that are observed and measured as behaviors Gunawan, et.al. (2020). The findings also identified knowledge and skills that are necessary to prepare hospital administrators for their managerial work and highlight strategies they use to gain a sense of being in control at work in a complex and changing work environment. The creation of program and staff development satisfaction is important the promoting strong relationship
.
4.0.Conclusion  

	The systematic review highlights in the assessment of nurse manager leadership and management competence on work retention in clinical setting. The  nursing work force problem  suggest that part of solution is to retain staff nurse working within the health institution, thus urgency in understanding how to improve retention is important for nurses to stay in the organization. The analysis of literature, implications for healthcare policy and practice offering insightful information about the intricate interactions among factors impacting nurse retention. It also identify  important elements such as (1) manage work performance and managing people, (2)creation of supportive work environment and motivation strategy (3) staff development and shared decision making that are linked to nurses' intentions to stay in their current positions. 
The finding affirms that creation of program, ways to satisfy the staff, identification of staff patient needs, and maintaining policies for staff foster work retention. Valuing the importance and work balance is also important. Flexible scheduling and recognizing reward staff positive performance are essential factors in staff retention. Thus, nurse managers should have knowledge of management functions and cultivate their leadership and managerial competences.
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