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Abstract
Meaningful recognition from nurse managers is
considered a powerful tool for improving staff nurses’
psychological capital to deal effectively with stressful
challenges they are exposed to during the COVID-19
pandemic through raising their sense of coherence (SOC)
and improving their self-efficacy.
Aim: This study aimed to assess the effect of nurse
managers’ meaningful recognition program on staff
nurses’ sense of coherence and self-efficacy.
Design: A quasi-experimental, one-group (pretest-
posttest) research design was used. Setting: This study
was conducted at Shebin El Kom Teaching Hospital,
Menoufia Governorate, Egypt.
Sample: A purposive sample of 35 nurse managers and
50 staff nurses.
Data collection tools: Three tools were used; Recognition
Behavior Questionnaire, General Self-efficacy Likert Scale,
and Sense of Coherence Scale (SOC), in addition to
demographic characteristics.
Results: There was a highly statistically significant
improvement of the total recognition behavior of nurse
managers and its subscales as reported by staff nurses
after implementation of the program and on follow up
than before (P<0.01). Additionally, there was a statistically
significant improvement in the mean scores of the sense
of coherence and self-efficacy of staff nurses after
implementation of the program and on follow up than
before (P<0.001).
Conclusion: The nurse managers' recognition program
was effective in improving staff nurses' sense of
coherence and self-efficacy.
Recommendation: Meaningful recognition behavior
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program can be widely adopted and applied for the
nurses and all health care teams in different health care
settings especially in such a stressful period due to the
COVID-19 pandemic.

1. INTRODUCTION
Working in healthcare organizations is laborious and
stressful, especially during the COVID-19 spread which is
emotionally challenging for many people. Nurses’
physical health, wellbeing, and performance ability are
threatened due to excessive fatigue and tiredness, cases
workload, fear of being infected, working long hours with
strict personal protective barriers, inadequate resources,
being confronted with the death of many cases including
members of the health care team, and difficulty to balance
personal life and work responsibilities [1] .This
incorporation of physical and emotional tension on the
nursing workforce has become a distinguished
principality of the COVID-19 pandemic [2]. For a majority
of nurses, recognition and reward for exceptional
contributions to patients and colleagues demonstrates
appreciation, value, and caring by peers, managers,
administration, and the healthcare organization [3].
Employee recognition refers to acknowledging the
contribution and accomplishments of the employees and
teams within the organization. Meaningful recognition is
concerned with ensuring that the feedback is relevant to
the recognized situation and is equal to the person’s
contributions [4]. Meaningful recognition must be an
ongoing process that is built over time, thus becoming a
norm within the organization's culture [5]. There are
different ways for effective recognition and appreciation
of employees such as: treat employees with respect,
provide a clear picture of organizational goals, provide
necessary resources and information to carry out their
assigned duties, appreciate their ideas, support them and
allow solving problems in their way, provide positive and
constructive feedback, provide learning opportunities,
make the employee feel pride that they are part of
something important, and supporting a clinical
advancement system, and career advancement
opportunities [6].
Several principles should be considered when
implementing a meaningful recognition program such as;
ensuring that everyone understands the importance of
the recognition program and how it works, make
recognition personal by appreciating someone for tasks
that’s already been done, administer awards fairly and
equitably, recognition activities should be individualized
through careful investigation of ways in which staff prefer
to be recognized and share employee’s life interests and
priorities and look for a great recognition that matches
those interests. Make recognition and reward either
formally and informally as a usual and customary part of
the everyday work life and a part of staff meetings [7].
Additionally, it is important to clearly define recognition
rules, specifying the guidelines for the behaviors and
attitudes that should be rewarded, monitor recognition
activity regularly, and keep track of where recognition is
working well and where it is not being practiced [8] .
A stressful working environment requires great coping
abilities. For this reason, nurses’ sense of coherence
needs to be strong enough to deal with several stressful
working experiences [9] . The capacity to cope with stress
during challenging times is the sense of coherence (SOC),
which systemizes the individual experience of a stressful

event, thus maximizing their ability to skip such strain
periods successfully. SOC comprises comprehensibility,
manageability, and meaningfulness; comprehensibility
represents the cognitive component used to perceive the
faced problems, manageability indicates the availability
of instrumental or behavioral components and resources
to successfully cope with the problem, and
meaningfulness refers to the motivational component,
which represents the extent that one wishes to cope
[10,11]
According to Bandura [12], Self-efficacy refers to the
capability to carry out the necessary behaviors to achieve
specific performance accomplishments. There were four
main sources for one’s self-efficacy that can be
incorporated with meaningful recognition behaviors;
Mastery experiences, success builds self-efficacy, and
failures damage it. Vicarious experience is concerned
with having a positive role model to observe, which
encourages to simulate those positive beliefs about the
self. The verbal persuasion, getting positive verbal
feedback while doing a job convinces a person thoughts
that they have the ability and skills to succeed. Finally, the
emotional and physiological state of the individual can
affect the perception of his abilities in a particular
situation [13]. A nurse’s self-efficacy is related to the
extent of the experience they have in their field of patient
care. Therefore, the longer a nurse has worked in a
clinical setting, the higher the nurse’s belief in his or her
ability to do the job and do it well as more hands-on
experience leads to higher self-efficacy [14].
Nurse managers are considered successful efficacy
builders as they do more than conveying positive
appraisal, in addition to reinforcing nurses’ belief in
their capabilities. Therefore, influencing how
effectively nurses perform the functions of their
role, it can also act as a buffer between nurses and
negative or unhealthy workplace behaviors, protect
them from burnout, and reduce turnover intentions.
Nurse managers can provide opportunities for
enhancing self-efficacy, such as role modeling and
verbal persuasion [15].
Based on Bandura self-efficacy theory, self-efficacy
is a self-sustain trait reinforced by meaningful
recognition from others therefore, when the person
is derived to with different challenges and stressful
situations, his proper sense of coherence
(comprehensibility, manageability, and
meaningfulness) could help him to gain experiences
to deal effectively with these situations that in turn
boost their self-efficacy even more. Consequently,
the relationship between the two concepts is
interrelated and reinforced by meaningful
recognition [12]. Consequently, the researchers
diagramed the relationship between meaningful
recognition, sense of coherence, and self-efficacy.

Significance of The Study:
Due to reduced accessibility to psychological support, less
first-hand medical information, less intensive training on
personal protective equipment, and infection control
measures during the COVID-19 pandemic, health care
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workers were more likely to experience stress and
psychological distress [16]. Meaningful recognition (MR)
appeared to be a fairly abstract concept among nurses
and nurse leaders, there is a need to create awareness
regarding the evidence-based standard of meaningful
recognition, its role in creating a healthy work
environment, and the far-reaching influence of
meaningful recognition on nurse satisfaction and nurse
retention, patient outcome, patient satisfaction, and
organizational outcomes [17]. Recognition of health
workers as one of the short-term activities that should be
included in the health plan after the Covid-19 pandemic
crises and claimed that; it is important to prepare lists of
outstanding individuals who have distinct roles in
combating epidemic and caring for patients in such
critical times to raise the morale of the health workers
and show acknowledgments of their efforts during this
pandemic. Moral and psychological appreciation is more

important than financial ones [18].
During the COVID-19 pandemic, nurses face high work
stress in addition to mistrusting their abilities to meet the
challenges to which they are exposed and complete their
assigned duties effectively and efficiently. In many health
care settings, especially public ones, recognition for the
nurses’ performance is not standardized and based on
assumptions, recommendations, and previous
experiences which may or may not be meaningful to
nurses and affect their physical and psychological well-
being. Thus, educating nurse managers about effective
measures of staff nurses’ recognition considering what is
valued by them within specific work environments is
essential especially during the stressful period of the
COVID 19 pandemic. Additionally, it is paramount to
explore the relationship between meaningful recognition
and nurses’ sense of coherence and self-efficacy.

Figure 1. The Relationship among Study Variables as Illustrated by The Researchers.

2. METHODS
2.1 The aim of the study:
The study aimed to assess the effect of nurse managers'
meaningful recognition program on staff nurses' sense of
coherence and self-efficacy.

2.2 Research Hypotheses:
H 1: The mean score of the nurse managers’ recognition
behavior will be higher after implementation of the
program than before
H 2: The mean score of the sense of coherence and self-
efficiency among staff nurses will be higher after
implementation of the program than before

2.3 Research Design:
A quasi-experimental, one-group (pretest-posttest)
research design was used to achieve the aim of the study.

2.4 Research Setting:

This study was conducted at Shebin El-Kom Teaching
Hospital, Menoufia Governorate, Egypt

2.5 Subjects:
A purposive sample of 113 from the nurse managers and
staff nurses. All nurse managers that worked in Shebin El-
Kom Teaching Hospital (48 nurse managers ) were
targeted to the study. Thirteen of the nurse managers
were excluded firstly as they didn't have one or more
items of the inclusion criteria of the study. Sixty five staff
nurses were selected from staff nurses worked in critical
care units and had the inclusion criteria, fifteen of them
not completed the program(because of the workload or
infected). Inclusion criteria; the nurse managers and staff
nurses that had more than one year of experience in their
position, didn't attend previous workshops regarding
meaningful recognition, accept to participate in this
study, don't have covid-19 and nurses that work at
critical care units because they working directly with sick
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or quarantined people and need more recognition in
these period .The final sample size of this study was 35
from the nurse managers and 50 from the staff nurses.

2.6 Measures: Three tools were used for data
collection:
Tool (I): Recognition behavior scale. It was adopted
from Blegen et al. [19], to assess nurse managers'
recognition behaviors from the nurse managers' and staff
nurses' point of view. It consisted of 40 items involving
six dimensions; opportunities for growth and
development, written acknowledgment, verbal Feedback,
and public acknowledgment, improving work conditions,
financial recognition, and supporting leadership roles. It
was a three-point Likert scale: (1) not applied, (2)
moderately applied, (3) greatly applied. The responses
were rated according to mean ±SD; high mean ±SD
indicated improved recognition behavior of nurse
managers either reported by nurse managers or staff
nurses. It was adopted and translated into Arabic by the
researchers and It was tested for its content and face
validity by a jury of 3 psychiatric nursing experts and 2
administrative experts. The reliability of the tool was
done using test-retest reliability and proved to be
strongly reliable; a Cronbach’s alpha coefficient was α =
(0.83).

Tool (2): General Self-efficacy Likert Scale: -This scale
was adopted from Schwarzer, & Jerusalem, [20]. It
consisted of 10 items each item was rated on a four-point
Likert scale; one for not at all true, two for hardly true,
three for almost true, and four for very true. The score
ranged from 10-40, the responses were rated according
to mean ±SD, a higher mean score indicating high self-
efficacy. It was adopted and translated into Arabic by the
researchers and it was tested for its content and face
validity by a jury of 3 psychiatric nursing experts and 2
administrative experts. The reliability of the tool was
done using test-retest reliability and proved to be
strongly reliable; a Cronbach’s alpha coefficient was α =
(0.85).

Tool (3): Sense of Coherence Scale (SOC-13): -It was
originally developed by Antonovsky, [21], then modified
by Takayama,et al [22]. This scale was designed to
measure the degree of staff nurses’ sense of coherence
(personality characteristics that promote stress
resistance of nurses). It consisted of 13 items rated on a
seven-point Likert scale (one to very often the worst
possible position and seven to never, the best possible
position). The sum of these scores ranges from 13 to 91
points, with higher mean scores indicating a stronger SOC.
It was adopted and translated into Arabic by the
researchers and It was tested for its content and face
validity by a jury of 3 psychiatric nursing experts and 2
administrative experts. The reliability of the tool was
done using test-retest reliability and proved to be
strongly reliable; a Cronbach’s alpha coefficient was α =
(0.93).
In addition to the demographic characteristics of the
nurse managers and staff nurses as age, educational level
and years of experience.

Ethical consideration:
An official letter was addressed about the purpose of the
study from the faculty of nursing, Menoufia University to
the directors of Shebin El-Kom teaching hospital to carry

out the study. Informed consent was taken from the
participants after explaining the purpose and the
importance of the study. The subjects who agreed to
participate in the study were assured about the
confidentiality and anonymity of the study. They were
informed about their right to withdraw from the study at
any time without giving a reason.

Procedure
Official approval was taken from the manager of Shebin
El-Kom Teaching Hospital, Menoufia Governorate, Egypt.
A Pilot study was conducted to assess the feasibility and
applicability of the questionnaires and determine the
time needed for data collection. It was conducted on 10%
of the participants. Participants in the pilot study were
excluded from the final analysis. The researchers
collected data from the first of February 2020 to the end
of July 2020. An interview was carried out by the
researchers for the participants during the different shifts
when most of the nurse managers and the staff nurses
were available to orient them about the benefits of the
program and they filled the three tools of the study (pre-
test). It took about 20 to 30 minutes for each participant.
Then the researchers prepared a recognition behavior
program after reviewing all the relevant literature,
different studies, magazines, textbooks, and periodicals.
This program was revised by 3 professors in psychiatric
mental health nursing and administration. The
researchers planned the program to include six sessions,
contents, and methods of teaching. The researchers
started to divide the participants into nine groups based
on the work schedule(each group not more than ten
nurse managers and staff nurses and applying infection
control measures, each group was given six sessions, each
session 60 minutes once a week for 6 consecutive weeks
for each group (three groups per day, three days per
week). The evaluation was done using the three tools
after completing the program (posttest), and then after
three months from completing the program (follow-up).

The description of the meaningful recognition
program:
The general aim of the program was to improve the
recognition behavior, sense of coherence, and self-
efficacy among the studied participants. It was achieved
through several teaching methods such as discussions,
lecture, brainstorming, role play, and sharing previous
experiences. Teaching materials included videos,
handouts, posters, and PowerPoint presentations. At the
end of each session summary, feedback and time were
allotted for asking any questions and explaining
homework assignments for the next session. The content
of the meaningful recognition program was divided into
six sessions. The first session aimed to increase the
participants' knowledge about recognition, sense of
coherence, and self-efficiency. This session included an
introduction about the meaning of recognition, sense of
coherence, and self-efficiency. Also, it included a
discussion about the participants' background and
experiences regarding meaningful recognition. The
second and third session: these sessions aimed to provide
the participant's information about the different types of
recognition behavior and which type of recognition that
have a great effect on nurses. It included the goals of
recognition behaviors and their effect on nurses' works.
The researchers encouraged the participants to write the
recognition behavior they use, or they prefer and discuss
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the response of nurses to it. The fourth session aimed to
help participants identify the components of sense of
coherence and analyze the correlation between
meaningful recognition and sense of coherence through
explaining the three components of sense of coherence
and ways to achieve it. The researchers encouraged the
participants to give examples of achieving a sense of
coherence in their actual clinical life. The fifth session
aimed to help participants gain knowledge about the
ways of improving self-efficiency and how to apply it by
explaining ways of improving self-efficiency and the
effect of meaningful recognition on self-efficiency. The
researchers divided the participants into groups to make
a role play on how to use meaningful recognition
behavior to improve self-efficiency. Session six aimed to
help participants identifying and draw the full picture of
the correlation between meaningful recognition, sense of
coherence, and self-efficiency. The researchers asked the
participants to summarize what has been learned
through the previous sessions and draw a figure of the
correlation between meaningful recognition, sense of
coherence, and self-efficiency, then give practical
examples from their actual practical life of ways to use
meaningful recognition, sense of coherence and self-
efficiency, and form team workgroups to share previous
experiences. By the end of the program, the researchers
asked all participants to write the message that they will
take to their work places.

Statistical Analysis
Data were collected, tabulated, statistically analyzed
using an IBM personal computer with Statistical Package
of Social Science (SPSS) version 20. Descriptive statistics
were applied in the form of mean, standard deviation
(SD), and range for quantitative data and numbers and
percentages for qualitative data. The paired t-test is used
for comparison between two related means. Pearson
correlation (r) is a test used to measure the strength and
direction of the association between two quantitative
variables. A p-value of <0.05 was considered statistically
significant.

3. RESULTS
Table (1): Showed that the age of most of the studied
nurse managers (65.7%) ranged from 30 to 40 years,
while the age of the studied staff nurse (56 %) ranged

from 20 to 30 years. A Bachelor's degree in nursing was
reported among (74.3) % of the studied nurse manager
and (88 %) among the studied staff nurses. Work
experience of more than 15 years was reported among
31.4 % of nurse managers.
Table (2): Presented that, there was a highly statistically
significant difference regarding the total recognition
behavior of nurse managers and its subscales before,
after, and on the follow-up of the program (P<0.01). The
nurse managers had the lowest mean score in all
subscales of recognition behavior before the
implementation of the program than after the
implementation of the program and follow-up.
Additionally, the opportunity for growth and
development had the highest mean and standard
deviation throughout the study phases, while; supporting
leadership roles and financial recognition had the lowest
mean and standard deviation.
Table (3): Indicated that, there was a highly statistically
significant improvement of the total recognition behavior
of nurse managers and its subscales as reported by staff
nurses after implementation of the program and on
follow up than before (P<0.01).
Figure (1): Illustrated that, there was a significant
difference between nurse managers' responses and staff
nurses' responses regarding recognition behavior before
implementing the program (P=0.001). While there was no
significant difference between their responses
immediately after the program and after three months of
follow up.
Table (4): Clarified that there was a statistically
significant improvement in the mean score of the sense of
coherence and self-efficacy of staff nurses with a
statistically significant difference between the mean score
of them before and immediately after the implementation
of the program. Also, there was a statistically significant
difference between the mean score of them before and
after three months of follow-up (P<0.001).
Table (5): Displayed that there was a significant positive
correlation between recognition behavior of nurse
managers and both a sense of coherence and self-efficacy
of staff nurses after implementation of the meaningful
recognition program (P<0.05). This means that when the
recognition behavior of nurse managers improved, the
sense of coherence and self-efficacy among the staff
nurses will be improved.

Table 1. Socio-Demographic Characteristics of The Studied Nurse Managers and Staff Nurses:

Socio-demographic characters
Nurse managers

(N=35)
Staff nurses
(N=50)

No. % No. %
Age / years
20 – 30 years
30 – 40 years

40 – less than 50 years
≥ 50 years

0
23
7
5

0.00
65.7
20.0
14.3

28
22
0
0

56.0
44.0
0.00
0.00

Educational level
Diploma of nursing
Bachelor of nursing
Technical institute

0
26
9

0.00
74.3
25.7

4
44
2

8.00
88.0
4.00

Years of experience
< 5 years

5 - < 10 years
10 - < 15 years
≥ 15 years

4
11
9
11

11.4
31.4
25.7
31.4

2
26
22
0

4.00
52.0
44.0
0.00
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Table 2. Recognition Behavior of Nurse Managers and Its Subscales Before, Immediately After Meaningful Recognition
Program and After Three Months of Follow Up as Reported by The Studied Nurse Managers

Recognition Behavior
Subscales and Total

Nurse Managers Paired t-
test P-valueBefore After Follow up

Mean ±SD Mean ±SD Mean ±SD
Opportunity for growth and

development
25.1±2.22 31.0±2.18 27.5±2.53 11.0

4.15
6.11

P1<0.001*
P2<0.001*
P3<0.001*

Written acknowledgment 24.8±1.69 29.1±1.38 25.9±1.42 11.4
2.90
9.34

P1<0.001*
P2:0.005*
P3<0.001*

Verbal feedback and public
acknowledgment

21.0±1.94 26.0±2.07 23.4±1.85 10.4
5.41
5.41

P1<0.001*
P2<0.001*
P3<0.001*

Improving work condition 24.6±3.25 29.1±2.39 25.8±2.14 6.56
1.85
5.99

P1<0.001*
P2:0.067
P3<0.001*

Financial recognition 18.9±1.90 23.6±2.11 20.9±1.79 9.85
4.58
5.80

P1<0.001*
P2<0.001*
P3<0.001*

Supporting leadership roles 19.4±1.09 19.9±1.14 22.6±1.06 1.71
12.5
10.6

P1:0.093
P2:0.001*
P3<0.001*

Total recognition 134.0±8.08 161.5±4.42 143.7±4.72 28.2
8.02
29.8

P1<0.001*
P2<0.001*
P3<0.001*

* Significant P1: Comparison between before program and after program P2: Comparison between before and follow up
program P3: Comparison between after and follow up program

Table 3. Recognition Behavior of Nurse Managers and Its Subscales Before, Immediately After Meaningful Recognition
Program and After Three Months of Follow Up as Reported By The Studied Staff Nurses:

Recognition total and subscales
Staff Nurses Paired t-

test P-valueBefore After Follow up
Mean ±SD Mean ±SD Mean ±SD

Opportunity for growth and
development

17.7±4.39 29.6±2.60 26.9±2.31 16.4
13.9
5.43

P1<0.001*
P2<0.001*
P3<0.001*

Written acknowledgment 19.3±5.04 28.0±2.72 24.6±261 10.7
32.1
6.36

P1<0.001*
P2:0.005*
P3<0.001*

Verbal feedback and public
acknowledgment

14.3±4.43 26.5±3.88 23.2±3.30 14.6
7.69
4.48

P1<0.001*
P2:0.007*
P3<0.001*

Improving work condition 15.9±2.54 25.2±2.90 28.6±3.12 0.114
22.2
5.59

P1:0.737
P2<0.001*
P3<0.001*

Financial recognition 17.6±2.65 25.5±1.51 21.1±1.82 18.1
8.06
13.2

P1<0.001*
P2<0.001*
P3<0.001*

Supporting leadership roles 15.4±2.39 24.4±2.10 20.7±1.55 19.9
12.6
9.93

P1<0.001*
P2:0.093
P3<0.001*

Total recognition 100.2±14.3 162.6±10.2 141.8±8.55 28.2
8.02
29.8

P1<0.001*
P2<0.001*
P3<0.001*

* Significant P1: Comparison between before program and after program P2: Comparison between before and follow up
program P3: Comparison between after and follow up program
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Figure 1. Comparison of Recognition Behavior from Nurse Managers’ and Staff Nurses’ Perspective Throughout The Study
Phases

Table 4. Comparison of Total Sense of Coherence and Self-efficacy among The Studied Staff Nurses Throughout The study
Phases

Studied variables
Staff nurses

Paired t –test P-valueBefore
Mean ±SD

After
Mean ±SD

Follow up
Mean ±SD

Sense of coherence

39.5±4.19 55.5±2.36 44.2±2.43

6.50
22.6
45.2

P1<0.001*
P2<0.001*
P3:<0.001*

Self-efficacy
22.6±2.78 30.4±2.20 26.9±2.36

16.7
8.85
31.0

P1<0.001*
P2<0.001*
P3<0.001*

* Significant P1: Comparison between before program and after program P2: Comparison between before and follow up
program P3: Comparison between after and follow up program

Table 5. Correlation between Recognition Behavior, Sense of Coherence and Total Self-Efficacy among The Studied Staff
Nurses Throughout The study Phases

Studied variables
Recognition behavior

Before After Follow up
r P value r P value r P value

Sense of coherence 0.224 0.118 0.314 0.026* 0.341 0.015*
Self-efficacy 0.026 0.859 0.348 0.013* 0.428 0.002**

*Significant r: Pearson correlation

4. DISCUSSION
Meaningful recognition (MR) is categorized as one of the
six standards needed for a healthy work environment;
therefore, it is important for nurses to feel that their job
makes a difference and a job well done adds meaning to
them, Additionally, creating awareness about MR and
developing MR skills in nurse leaders is essential to
maintain a stable nurses’ workforce in the
organization[23] . Nurse Managers have a paramount role
in creating a conducive workplace, additionally, they
ought to assume the administration qualities for nurse
managers including reflectiveness, openness,
correspondence, acknowledgment, and support [24] .
The current study is based on the hypothesis that nurse
managers' recognition behavior program will be effective
in improving nurse managers' recognition behavior,
consequently, improving nurses' sense of coherence and
self-efficacy. The current study findings revealed that

there was a highly statistically significant difference
regarding the total recognition behavior of nurse
managers and its subscales pre, post the program, and on
follow up of the program. Additionally, the nurse
managers had the lowest mean score in all subscales of
recognition behavior before the implementation of the
program than after the implementation of the program
and follow-up. This result supported the first hypothesis
of the current study. Also, the current study results
indicated that opportunity for growth and development
had the highest mean score throughout the study phases
while supporting leadership role and financial
recognition had the lowest mean score (Table 2). In the
same line, staff nurses reported the same response
(Table,3).From the researchers' point of view, this result
could be due to, nurse managers and staff nurses now
relinquished from hanging on hygienic factors of
motivation in the work environment and rather focused
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greatly on motivators such as the opportunity for growth
and development that were illustrated in the meaningful
recognition factors and further considered as the building
blocks for their career development and could boost their
self-efficacy. Moreover, financial matters are not
adequate in these hospitals, and nurse managers don't
have the full authority to give financial recognition as
they wish. The current findings were in agreement with
Kuijk, [25], who concluded that providing opportunities
for promotion and personal growth and job
reengineering make the work meaningful. However, both
salary and incentives can be viewed as entitlements and
lose their ability to motivate. While this result was
contradicted with Miyata et al., [26]. who reported that
“respect job schedule preferences” are considered as the
most important recognition behavior, however, “release
time is given to spend a day with the supervisor and
“release time is given to work on special projects for the
unit,” which were presented in the current study under
the dimension of opportunity for growth and
development. Additionally, Gaki et al., [27], found that
nurses view job meaningfulness and earned respect more
importantly as a motivator than remuneration, co-worker
support, or job attributes. Moreover, Willingham, [28],
found that salary and schedule were the most meaningful
forms of recognition for the participants. While
recognition is key to retention, it also needs to add value
to the nurse’s view of self.
Regarding recognition behavior reported by staff nurses,
there was a significant improvement in nurse managers’
recognition behavior as reported by staff nurses
immediately after implementation of the program and
after three months follow up than before implementing
the program(Table,3). This result also can support the
first hypothesis of the current study. Thus, the report
provided by staff nurses regarding their managers’
recognition behaviors gave fundamental data that nurse
supervisors can make the working environment
intriguing, engaging nurses to invest additional exertion
and enhance execution. This result was supported by
Pencheon [29] who claimed that it was paramount to
help staff members’ development and advancement by
displaying concern for the activities of each staff member
and to give people constructive feedback. In the same line,
Aslam et al [30], concluded that nurse managers can help
staff nurses by using their recognition behaviors to
identify the negative experiences that staff nurses may be
exposed to and helping them to cope with these negative
experiences. Moreover, Drake [31], claimed that; not
everyone has the same recognition preferences, so it is
important to survey staff to gain insight into their
preferences. The findings of the current study were
incongruent with Ulrich et.al, [32] who revealed that the
majority of registered nurses who responded to the
American Association of Critical-Care Nurses (AACN)
survey ranked acknowledgment from patients as the
most meaningful recognition (51.4%), followed by
recognition from fellow registered nurses (21.3%) and,
lastly, recognition from frontline nurse managers
(11.5%). This indicated that there is an urgent need to
explore the concept of meaningful recognitions (MR) and
increase awareness among nurse leaders about the
importance of MR and equip the leaders with tools to
provide MR to staff.
In the current study, there was a significant difference
between nurse managers’ responses and staff nurses’
responses regarding recognition behavior in the pre-

intervention phase that faded away in the post-program
and follow up. The current result provided a clue that
exposing both nurse managers and staff nurses to the
same recognition behavior program had a great impact
on the convergence of views and reaching consensus
between nurse managers and staff nurses regarding the
meaningful recognition behaviors on the part of nurse
managers (figure1). These findings were consistent with
Miyata et al [33] who believed that staff nurses'
perspectives regarding their recognition should be
considered by their nurse managers, also, their study
revealed the variations in awareness between the nurse
manager and staff nurses concerning recognition
behavior which suggested future directions for the
education of nurse managers.
Regarding nurses' sense of coherence and self-efficacy,
the current study results revealed that there was a
statistically significant difference regarding the sense of
coherence and self-efficacy of staff nurses among pre,
post, and follow-up of the meaningful recognition
program phases. Moreover, the mean score of staff
nurses’ sense of coherence and self-efficacy was lower
before the meaningful recognition program than
immediately after implementation of the program and
after three months follow-up(Table4). This result can
support the second hypothesis of the current study. From
the researchers’ point of view, low staff nurse’s SOC in the
pre-program phase indicates that nurses felt that their
situation was more difficult to manage and they had
fewer resources to help their situation as a nurse.
Another justification of the significant improvement in
nurses’ SOC as a result of improving nurse managers
recognition behavior could be based on the current study
conceptual framework and conclusion of Luthans, and
Youssef-Morgan, [34] who claimed that recognition
behaviors have been associated with elevating one’s self-
esteem which in turn corroborate psychological capital
factors and their sense of coherence and can lead to the
perception of organizational support that makes people
feel personally valued by their employers, rather than
feeling overworked and unappreciated, they will feel
more positive about work and motivated to continue
performing well. The current findings were in the same
line with Mittelmark et al., [35] who proposed that; when
Antonovsky’s theory about SOC transferred to the
working conditions, the SOC can be modified either
positively or negatively according to the nature of the
current working environment. Therefore, job resources
participate in the modeling of the worker’s SOC, which
consequently influences how the job demands are
perceived, appraised, faced, and overcome. Additionally,
the current finding was supported by Stock, [36] who
proposed that building a healthy work environment,
which fosters SOC, should be put on top priorities rather
than concentrating on resolving the effects of stress and
its management at the individual level. In the same line,
Miyata et al., [26] found that; recognition behaviors of
nurse managers were effective in improving the SOC of
staff nurses and support their mental health. Also,
concluded that it was important to be recognized by
colleagues such as nurse managers and senior nursing
directors, which can be entrusted with the responsibility,
and increasing work autonomy leads to improved SOC of
staff nurses.
Regarding nurses’ self-efficacy, the results of the current
study indicated significant improvement in nurses’ self-
efficacy after implementation of meaningful recognition
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program and after three months follow up (Table4). This
result confirmed that; nurse managers should provide
opportunities for enhancing self-efficacy, such as role
modeling and verbal persuasion, recognizing that
practice can be improved through improving self-efficacy.
Also, Ju Zhang et al., [37] recommended that nursing
managers can take measures to develop the self-efficacy
of student nurses depending on their educational levels.
In agreement, Sakai and Togashi-Arakawa., [38]
concluded that the need to assign roles to nurses based
on the careful judgment of their capabilities, to
acknowledge their experiences of success, convey the
intention of supporting them, and pay attention to the
management of their wellbeing are significant factors that
affect the self-efficacy of mid-career nurses. Moreover,
the current findings could be interpreted in the light of
the conclusion of Mayer[39] who illustrated that the
recognition of employee successes and on-the-job
learning is important to manage organizational activities
and inspiring employees to high levels of self-efficacy.
The relationship between meaningful recognition and
self-efficacy could be explained according to the current
study conceptual framework as follows; through
meaningful recognition, nurses will be highly motivated
to learn and succeed which in turn boosts their ability to
achieve their goals and gain the necessary experience
that contributes to their overall self-efficacy. On the other
hand, a lack of recognition constitutes the second-largest
risk factor for psychological distress in the workplace.
Therefore, effective recognition of staff nurses constitutes
a stress-tolerance factor and a key element in their ability
to handle difficult situations. In considering recognition
that was provided by nurse managers for their staff as a
motivational strategy to achieve and succeed, Hadid, [40]
found that motivation has a role in strengthening the
connection between self-efficacy and success. In
agreement with these findings, Gomel [41] revealed that,
with increasing motivation by experimental manipulation,
there was also an increase in the level of self-efficacy of
the participants. Also, recommended that the practical
significance is that managers can influence the level of
workers' motivation and so affect their perceived self-
efficacy.
Based on the current study findings, there was a
significant positive correlation between the recognition
behavior of nurse managers and both a sense of
coherence and self-efficacy of staff nurses at the post and
follow-up of the meaningful recognition
program(Table,5). The current study result was
supported greatly by the illustrated conceptual
framework who proposed that; self-efficacy is a self-
sustain trait reinforced by meaningful recognition from
others therefore when the person was derived with
different challenges and stressful situations, the proper
sense of coherence could help him to gain experiences to
deal effectively with these situations that in turn boost
their self-efficacy even more. In the same line, the study
by Drake, [31] concluded that recognizing nurses’
contributions in a meaningful way can reinforce their
sense of pride for the work they do.

5. CONCLUSION
The meaningful recognition program to the nurse
managers has a positive effect on improving staff nurses'
sense of coherence and self-efficacy during the COVID-19
pandemic

6. RECOMMENDATIONS
Meaningful recognition program should be widely
adopted and applied for the nurses and all health care
teams in different health care settings especially in such a
stressful period due to the COVID-19 pandemic. Nurse
and medical members (White Army) as called by social
media, should receive recognition from health care
managers, governmental systems, stakeholders, and
different social media for their contributions and efforts
to face negative experiences of the COVID-19 pandemic
which has a great impact on providing them with power,
purposefulness, and determination to comprehend and
manage such stressful situations and feel that it was
worthy. Additionally, such appreciation enabled them to
trust their capabilities in caring for different patients
during that troubled time.
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