Effective Leadership Styles
Communication breakdowns between nurses and physicians during handoff pose a significant threat to patient safety and care quality (Blazin et al., 2020). Implementing the SBAR (Situation, Background, Assessment, and Recommendation) tool would be an appropriate solution for the problem. For a transformational leader, the problem would require inspiring, motivating, and encouraging the multidisciplinary team to adopt the change in communication. As supported by Xian and Huang (2020), a transformational leader would establish a inspiring vision to challenge the stakeholders’ innovativeness in ensuring effective communication strategies. A clear vision would motivate members to embrace the goals, with the leader providing direction, guidance, and support to address the factors hindering effective communication. In addition, empowerment of the members would ensure shared responsibility for communication (Brún et al., 2020). In turn, this would embed a culture of excellence. Conversely, a transactional leader would involve establishing expectation and using reinforcement (rewards and punishment) to ensure the adoption of the expected behavior. For instance, this could involve establishing guidelines to ensure adherence to the SBAR communication tool, with specific rules about the consequences of nonadherence. Consistent with Saleem et al. (2022), this would involve maintaining the status quo following the adoption of SBAR to drive goal attainment, without necessarily providing any support to the members. The assessment of maintenance of status quo would inform the reinforcement to use. Although both leadership styles could drive the adoption of SBAR, the transformational leadership style would be suited for sustainable change. As supported by Cheraghi et al. (2023), transformational change requires trust-based and human-oriented approaches to leadership that leverage interpersonal relationships. With transformational leadership, the members would feel supported in adopting the expected changes. In turn, this could enable the sustainment of the change and its embedment in daily practices.
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