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N=90, PTSD Checklist-Civilian, Perceived Stress Scale

N=23 nurses
Three psychological stages:
Early – Ambivalence
Middle – Emotional Exhaustion
Later – Energy Renewal

N=2,981 nurses, Connor-Davidson Resilience Scale
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Methods

Sample

N=146 nurses

OR, Post-Anesthesia, 
Labor & Delivery Units

Measures

Demographics

Maslach Burnout 
Inventory

Finger prick

Data Collection

Collected before and 
during the COVID-19 

pandemic

Results
• Demographics highlights:

– Predominately female and Caucasian
– Median age range was ~45 years
– Most nurses had a bachelor’s degree or higher
– Most nurses were at the second of four levels of seniority
– Median years of experience as an RN was ~20
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Prevalence of Burnout

MBI Emotional Exhaustion by Age Groups
Age groups (yrs; n) Score Range Mean

20 – 29 (31) 28.57 – 37.05 32.81

30 – 39 (28) 29.38 – 38.48 33.93

40 – 49 (25) 26.31 – 35.13 30.72

50 – 59 (34) 29.53 – 38.59 34.06

>60 (18) 22.27 – 30.39 26.33

Total (136) 30.15 – 34.07 32.11
(score: 0 – 54) 
High burnout > = 27 
Moderate  19 – 26
Low burnout  0 – 18
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https://blog.insidetracker.com/strategies-slow-telomere-reduction

https://www.akesohealthsciences.com/longer-telomeres-longer-life/telomere-2/

Telomeres
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Telomere Lengths Pre and During the Pandemic

Introduction
Currently in recovery from COVID-19, Nurse leaders 
from all levels are uniquely positioned to provide 
insight into the current challenges, identify root 
causes, and obtain feedback from clinical nurses 
needed to develop strategies for change at system, 
organization, and unit levels. A better understanding 
and prioritization of challenges through the lens of 
the nurse leader is vital for planning best use of 
current resources and planning for the rebuilding of 
the nursing work force.

Methods
• Descriptive cross-sectional study
• Data collected via confidential online survey. 
• Recruitment via professional contacts, 

social media, & email listservs
• Eligibility nurse leader position of assistant 

nurse manager and above
• Cover letter consent obtained prior to 

access to the survey
• Demographic Data: age, ethnicity, 

education, current position, years as a 
nurse, and years as a nursing leader.

• Open ended questions: 
1. Please list the top 3 challenges you face 
currently, in order of priority with “1” being highest priority.
2. Please list the top 3 strategies you are 
currently using to address each of these challenges.

Analysis
• Descriptive analysis of the sample

• Summative content analysis and analyses of open-
ended questions

Demographics

Contact Information
nballard@kennesaw.edu
weihl1@mail.etsu.edu
tussing.9@osu.edu
gorsuchp@summahealth.org

Nurse Leaders’ Perceptions of Challenges and the Strategies in a Post-Covid-19 
Environment

Nancy Ballard, PhD, RN, NEA-BC; Holly Wei, PhD, RN, CPN, NEA-BC, FAAN; 
Todd E. Tussing, DNP, RN, CENP, NEA-BC; Penelope F. Gorsuch, DNP, RN, NEA-BC, FACHE

Purpose
The purpose of this study was to describe current 
stressors that nursing leaders face, and the strategies 
used to offset the challenges.

Research Question(s)

1. What do nursing administrators view as
their most pressing challenges?

2. What strategies do nursing
administrators use to address these challenges?

Results

:

Conclusions:

• Workforce issues continue 
to be a challenge and a 
priority

• Wellbeing of staff and 
leaders are a focus to 
impact workforce conditions 
and retention

• Economic conditions are 
contributing to the stress 
and challenges identified.

• Leadership presence 
recognized as an important 
tool. 

Limitations:

• A cross sectional study 
may not be representative 
of all areas.

• Geographic areas were not 
equally distributed in the 
survey.

• Organization size and 
complexity were not 
addressed which could 
contribute to stressors.

• Limited responses from the 
CNO level limits 
applicability to executive 
level issues.

References
Chan, G.K., Bitton, J.R., Allgeyer, R.L., Elliott, D., Hudson, L.R., Moulton Burwell, P., (May 31, 
2021) "The Impact of COVID-19 on the Nursing Workforce: A National Overview" OJIN: The 
Online Journal of Issues in Nursing Vol. 26, No. 2, Manuscript 2.
Davis C. ANA calls for the nurse staffing shortage to be declared a national crisis. HealthLeaders. 
2021; Retrieved from: https://www.healthleadersmedia.com/nursing/ana-calls-nurse-staffing-
shortage-be-declared-national-
Wei, H., & Horton-Deutsch, S. (2022). Visionary Leadership in Healthcare: Excellence in 
Practice, Policy, and Ethics. Sigma Theta Tau International.

Top 3 Stressors

1) Workforce challenges
a.Staffing shortages
b.Retention issues
c.Psychological and 

emotional distress
Stress
Burnout
Work/demands balance

d. Team well-being

• “I am the manager and nurse. 
I just don’t have enough hours 
to do the job.”

• “It’s hard to keep nurses.”

• “Difficult to hire qualified 
nursing staff.”

• “Nurses are tired.”
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Top 3 Stressors

2) Organizational culture
a) Work environment concerns
b) Morale worries
c) Leadership 

• “Creating a practice 
environment that supports 
resiliency.”

• “Finding time for professional 
development.”

• “Coming out of crisis mode, 
reestablishing 
accountability/standards of 
care.”

• “Working in silos.”

Top 3 Stressors

3) Resource deficiency 
a. Compensation 
b. Equipment/supplies
c. Staff development needs
d. Financial challenges 

• “Competing with pay offered 
by travel nursing.”

• “Working with outdated 
equipment and lacking funds 
for replenishing.”

• Unmanageable financial 
expectations and staffing 
challenges.” 

Top 3 Strategies

1) Improving workforce
a. Innovative staffing/practice 

models
b.Onboarding/orientation/educati

on
c. Mentorship/Professional 

development

• “Using flex scheduling, weekend 
program.”

• “Creative staffing models like hiring 
more ancillary staff (LPNs, 
paramedics, techs, etc.).”

• “Education regarding ways of 
accountability.” 

• “5-step process: Assume positive 
intent, ask questions, provide 
education, provide tools, and move 
to progressive discipline if needed.”
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Top 3 Strategies

2) Promoting well-being 
a.Morale building
b.Alleviating 

psychological/emotional 
health

c. Leadership rounding

• “Provide new nurses a safe 
space to allow them to vent, 
offer validation, and reduce the 
verbal trap of offering empty 
promises.”

• “Leadership rounds.”

• “Face-to-face communication.”

Top 3 Strategies

3) Organizational strategies
a.Evidence-based decision 

making and process 
improvement

b.Breakdown 
silos/collaboration/teamwork

c. Compensation
d. Resources 

• “Utilizing time wisely, staying 
organized, and saying no to 
unnecessary projects.”

• “Skill mix modeling with 
changing Epic navigators to 
reduce time at the computer.”

• “Robust nursing ladder program 
and increase compensation 
opportunities.”

Implications for Nurse Leaders: 
Strategies to Prepare Beyond the Pandemic
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Vroom’s Expectancy Theory

• The assumptions:

• The more an employee values 
the outcome, the more 
motivated they are to achieve 
it. 

• The more effort they put in to 
succeed, the more certain 
they are to get that satisfying 
reward.

• Keep promises.

• Value nurses’ work.

• Recognition. 

The Human Mind 

New Age author and spiritualist Don Miguel Ruiz

Human Brain and Emotions

–The emotion control functions
–Neocortex 
–The Limbic system

–Two types of processing
–Sensation processing 
–Perception processing

–Hypothalamic–pituitary–adrenal (HPA) axis
–Hypothalamus: corticotropin-releasing 

hormone (CRH) and arginine vasopressin 
(AVP)

–Pituitary gland: the adrenocorticotropic 
hormone (ACTH) 

–Adrenal glands: cortisol
resource

This Photo by Unknown Author is licensed under CC BY-SA
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Wei & Wei, 2020

Energy Sources

Two energy sources:

• Physical energy sources. 
• Emotional energy courses. 

Science behind: 

• The hypothalamic-pituitary-adrenocortical (HPA) 
axis, central oxytocin pathways, and Endorphin.  
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Nurturing Kindness

Emotional Hygiene 

• Emotional Regulation

• “down-regulation”
– Deep Breathing

– Exchange positions

– Focus on reasons to feel calm

– Disclose difficult feelings

– Expressive writing

– Mindfulness practice

– Yoga and Meditation

• “up-regulation
– Service to others

– Develop inner power

Do you have a best 
friend at work?

• The Gallup Q12 employee engagement 
survey. 

• Gallup has found staff who have a best 
friend at work are more engaged and 
less likely to leave.
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Refocusing and Refining Purpose 

• Cognitive reappraisal

• Shift focus

• Limiting news consumption

• Letting go perfectionism 

• Being compassionate with ourselves

• Finding meaning in what we do

• New opportunities

Blue dot

Germinating Positivity

• Cultivate optimism

• Optimistic ABCDE

– Appreciating life

– Beginning our day with gratitude

– Cultivating a growth mindset

– Developing positive habits

– Encouraging constructive 
language
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We are all in this together 

Google Images

A Leader: a coach, a cheerleader, and a gardener

This Photo by Unknown Author is licensed under CC BY-SA
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Thank you!
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