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“I wonder if there 
is a school of 
unlearning”
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Do we have a global 
shortage of nurses, or 
do we have a global 
shortage of workplaces 
where registered 
nurses want to work?
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The Workforce Dilemma

The introduction of wellbeing strategies and 
practices (such as stress management, mindfulness 
classes, health apps) had no significant impact on 
employee wellbeing or job satisfaction. In some 

cases it made matters worse!
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Practice Context

▪Highly political & unsettling

Requires spaces that provide opportunities for creative problem 

solving and the determining of practical, context specific 

solutions and that create sufficient psychological safety 
(Brown & McCormack 2010; 2017)

Emotional survival depends on …

– Feeling psychologically safe

– Feeling good about oneself

– Feeling close and respected in relationships and groups that are important
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Insufficient support

Threat to working relationships

Lack of value

Lack of respect

Lack of support

Poor communication

Oppressive behaviours

Behaviours of staff in 

the unit

Multiple interruptions 

to nurses work

Vulnerability

Weak leadership

Power imbalance

Lack of autonomy

Leadership ability

Time constraints

Poor communication

PSYCHOLOGICAL SAFETY

(Brown & McCormack, 2017)



The Danger of Task Orientated Models of Care

nurses and care workers need 

to be ‘emotionally touched’ by 

their everyday care 

experiences and the systems 

in which we practice need to 

be structured and managed in 

such a way that they enable 

the quality of such encounters 

to be maximised

(McCormack & Skatvedt, 2016)
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Retention of Caring Attributes (after Cooke et al 2018)

Watson et al. (1999)
Murphy et al. (2009)
Benson et al. (2012) 

Berwick (2013)
Keogh (2013)
Bubb (2014)

Loke et al. (2015)
Phillips et al. (2015) 

Arreciado Maranon & Isla Pera (2017)
Bao et al (2023)

Cooke et al (2018)
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“… the results of the research by Cooke 

et al (2018) confirm that a curriculum 

framed in person-centredness enabled 

students to develop an increasing grasp 

of caring concepts over time and that 

these values were not diluted by the 

practice learning experience”. 

(Cooke et al 2018)

Personhood

Being 
with Self

Being in 
Relation

Being in 
the Social 

World

Being in 
Place

Being in 
Time
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Person-centred 

Practice Culture

(adapted from McCormack & McCance 2017)

A person-centred culture enables 

effective practices based on the 

formation and fostering of healthful 

relationships between all team 

members and key stakeholders. It 

has explicit values of respect for 

persons self-determination, mutual 

respect and understanding.  It 

empowers all staff to engage in 

continuous development and 

quality enhancement. 
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Person-centred Leadership

“Person centred leadership is a dynamic, contextualised, and 

complex practice, enabling leaders and teams to achieve 

empowerment and self–actualisation. Not only does person 

centredness improve team engagement and productive 

relationships, but also allows for the 'culture of healthfulness'; 

promoting shared leadership - team members as associates, rather 

than followers. It empowers teams to take ownership of outcomes 

from their practice with the focus on person-centredness. This 

improves staff productivity and satisfaction …” 

(adapted from CODH https://councilofdeans.org.uk/studentleadership/wp-

content/uploads/2018/12/Being-a-person-centred-leader.pdf )

https://councilofdeans.org.uk/studentleadership/wp-content/uploads/2018/12/Being-a-person-centred-leader.pdf
https://councilofdeans.org.uk/studentleadership/wp-content/uploads/2018/12/Being-a-person-centred-leader.pdf
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Outcome

A Healthful Culture (living a 

positive life embracing all 

dimensions of our being)

Measured By:

• Person-centred Practice Inventory 

(PCPI)

• Observations of Practice

• Narrative & Stories

• PCP-KPIs

• Routine data

A healthful culture is one in which decision-

making is shared, staff relationships are 

collaborative, leadership is 

transformational, innovative practices are 

supported and is the ultimate outcome for 

teams working to develop a workplace that 

is person-centred 
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Human Flourishing

Flourishing is the 

highest good of    human 

endeavours and that 

toward which all actions 

aim. It is success as a 

human being                                                        

(Aristotle)
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Human flourishing occurs 

when we bound and frame 

naturally co-existing energies, 

when we embrace the known 

and yet to be known, when 

we embody contrasts and 

when we achieve stillness 

and harmony.  When we 

flourish we give and receive 

loving kindness.

(McCormack & Titchen, 2015)

www.cpcpr.org

http://www.cpcpr.orf/
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The Four Elements of Flourishing

• Challenge

• Connectivity

• Autonomy

• Using our valued competencies

(Gaffney, 2011)
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Key Findings

1. Ward managers often experienced a lack of timely, relevant 
information, involvement in decision-making and 
acknowledgement from the head nurse of department and the 
executive management … caused by the existing organizational 
cultures and the traditional hierarchy of communication.

2. Ward managers with a formal management education had the 
managerial competences to effectively manage the COVID-19 
situation; and those leaders with more than five years of 
experience identified having the managerial competences to 
effectively manage the situation.
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Leadership practices that enable healthful cultures in clinical practice

(Dickson et al, 2023)

Leaders who promote healthful cultures know themselves as leaders and use facilitative practices. 

They are caring and compassionate, embody their values and are present for nurses and teams. They 

are able to do this when they are informed and adequately prepared for the role and the organisation 

privileges wellbeing. The outcomes of healthful leadership practices are nurses are engaged in 

shared decision-making, motivated to practice with confidence and competence. They experience 

increased morale because they feel valued/heard/supported, experience a sense of safety, and 

ultimately job satisfaction.
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“By our very attitude to 
another we help to shape 
that person’s world. By our 
attitude to the other person 
we help to determine the 
scope and hue of his or her 
world; we make it large or 
small, bright or drab, rich or 
dull, threatening or secure.” 
(Knud Ejler Løgstrup)

My Leadership Philosophy

Create the conditions for all 
persons to flourish and be 
the best that they can be.



Person-centred Leaders Need to …

• Use a coaching model that promotes a sense of safety, openness, 

and trust.

• Be authentic and real persons.

• Adopt a learner-centred approach to working with teams.

• Facilitate autonomy, participation and collaboration.

• Engage with activities that enable 

honest exploration, problem-solving, 

critical reflection, and shared 

decision-making.

Create Safe spaces for 

brave conversations



“You never change things by fighting the 

existing reality.  To change something, build 

a new

model that 

makes the 

existing model 

obsolete

(Buckminster Fuller, cited in 

Quillien, 2008) 
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What imprint do you want to leave on those with 
whom you connect?

Leaving a Person Centred Imprint
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