
Asian Social Science; Vol. 15, No. 6; 2019 
ISSN 1911-2017   E-ISSN 1911-2025 

Published by Canadian Center of Science and Education 

59 
 

Influence of Transformational Leadership and Public Service 
Motivation on Job Performance of Nurses in Thailand 

Kanon Trichandhara1, Ratana Somrongthong1, & Idsaratt Rinthaisong2 
1 College of Public Health Sciences, Chulalongkorn University, Bangkok, Thailand 
2 Faculty of Management Sciences, Prince of Songkla University, Songkhla, Thailand 
Correspondence: Ratana Somrongthong, College of Public Health Sciences, Chulalongkorn University, Bangkok, 
Thailand. Tel: 66-81-692-8582. E-mail: Ratana.So.chula.ac.th 
 
Received: May 2, 2019     Accepted: May 11, 2019      Online Published: May 31, 2019 
doi:10.5539/ass.v15n6p59                  URL: https://doi.org/10.5539/ass.v15n6p59 
 
Abstract 
Leaders’ role is significant in motivating employee performance. The present study examines the influence of 
transformational leadership and public service motivation (PSM) on task performance of nurses in three 
southernmost provinces in Thailand. Based on the data collected from 813 nurses in public hospitals, the results 
showed that the proposed model was well-fitted to the empirical data. The results of the study indicated that 
transformational leadership and public service motivation had effects directly on both task performance and 
contextual performance. Furthermore, transformational leadership had indirect effects on task performance and 
contextual performance through public service motivation. These findings suggest that nurses’ job performance 
could be enhanced by the motivational influence of their immediate leaders.  
Keywords: task performance, contextual performance, transformational leadership, public service motivation 
1. Introduction 
The unrest in the three Southern border provinces of Thailand has continued to be an important problem for the 
country, which has immeasurably affected the area in terms of life and property, mental health, culture and the 
way of life. Among the most frequently mentioned causes of the unrest are the deteriorating relationship and the 
lack of trust between the government officials and the local people. Thus, government officials could be an 
important factor to drive the mechanism in the bureaucracy or the governmental system for solving the problem 
in the three Southern border provinces. 
Studies in management sciences have found that organizations give much importance to their personnel because 
they are considered as human capital. Indeed, employees constitute an important foundation of work and thus 
personnel management can have effects on organizational security in the long run. In the future, the changing 
social, economic, political and cultural conditions, and technology advancements will change work conditions 
and work characteristics and, thus, personnel will need more work skills, knowledge, ability and learning to meet 
the needs of organizations. Organizations attach more importance to employees’ behavior because they come 
from different backgrounds to work together for their organizations to meet both organizational and personal 
goals. Therefore, employees’ behavior is an important factor that promotes their organizational performance 
(Motowidlo, Borman, & Schmidt, 1997). Thus, it is argued that if the job performance of public personnel is 
recognized and accepted by people in the three Southern border provinces, violence resulted from the unrest in 
the area should be reduced to some extent.  
The aim of this study is on nurses who play a vital role in delivering high quality, patient-centered care that is 
related to healthcare system’s effectiveness (Alliance for Health Reform, 2007). Therefore, it is necessary for 
them to have behavior for job performance which is key to organizational success (Rahman, 2014), especially to 
facilitate public health work for people in the Southern border provinces so that they have highest satisfaction 
which is the main target of government administration. 
To date, industrial psychologists and organizations have attempted to examine factors affecting employee job 
performance. Transformational leadership, where leader behaviors can stimulate subordinates to a higher level of 
thinking (Bass, 1985; Burns, 1978), is an approach well-accepted for providing understanding of leader 
effectiveness. Task performance and organizational citizenship behavior (OCB) have been known to be resulted 



ass.ccsenet.

 

from tran
Neverthele
as trust in
Schreishei
1993).  
The presen
orientation
leaders cou
among em
competenc
motivation
leading to 
and Raine
(Cerase &
there is ass
further stu
can affect 
The presen
contextual
literature 
performan
leadership
only a few
model is il

 
2. Literatu
2.1 Job Pe
Academics
group of a
second gro
emphasis o
two categ
performan
two-dimen
performan
by the org
from the 
addition t
organizatio

.org 

nsformational 
ess, the mecha

n the employer
im, & William

nt research dra
n to do good f
uld help to en

mployees. Acco
ce and related
n derived from

positive work
ey, 2008, publi

& Farinella, 200
sociation betw

udies are still n
employee outc
nt study aime
l performance 
on this matte

nce and conte
. However, or

w studies (Per
llustrated in Fi

ure Review an
erformance 
s have given v
academics suc
oup such as B
on both behav
ories: in-role 

nce is one of th
nsion theory o
nce or extra-ro
ganization in ac
organization w
o the respons
on. These beha

leadership (F
anisms which a
r satisfaction, 

ms, 1999) self-e

aws attention t
for the society 
nhance the effe
ording to self-
dness, which 
m within indiv
k-related perfo
ic service mot
09; Leisink & 

ween public ser
needed to explo
comes, this pre
d to explore t
of nurses in 

er, and it has
extual perform
rganizational i
rry & Vandena
igure 1. 

Figur

nd Hypothese

various definiti
ch as Campbe
Bernardin and 
viors or action

behaviors an
he theories tha
of job perform
le behaviors (B
ccordance with
while extra-ro
sibilities requi
aviors are instr

Asian

Fuller, Patterso
affect the outc
personal iden

efficacy or gro

to the role of 
at large (Perry

ect of PSM an
f-determination

are the three
viduals or intr
ormance (Gagn
tivation (PSM
Steijn, 2009; 

rvice motivatio
ore further the 
esent study wil
the effects of 
the southernm
s also introdu

mance, which 
nfluence whic
abeele, 2008; 

re 1. The Hypo

es 

ions to job per
ell (1990) plac

Beatty (1984)
s and outcome
d extra-role b
at describes pe
mance. That 
Borman & Mo
h the responsib

ole behavior re
ired by the o
rumental for th

n Social Science

60 

on, Hester, &
comes of trans
ntification, and
oup potency (B

public service
y, 2000). Spec
d this in turn c

n theory (SDT
e basic psycho
rinsic motivati
ne´ & Deci, 2
) is a self-dire
Vandenabeele
on and work-r
mechanisms th
ll further inves
transformation

most provinces
uced self-dete

are employe
ch is one of th
Gould-William

othesized Theo

rformance whi
ces emphasis 
) places emph
es. According 
behaviors. Bor
erformance do
is, task perfo
otowidlo, 1993
bilities assigne
efers to behav
organization w
he organization

& Stringer, 1
sformational le
d perceived fa
Bono & Judge,

e motivation (P
cifically, it is a
could lead to h

T), the satisfac
ological need
ion and the in

2005). Accordi
ected motive, 

e, 2009; Taylor
elated results s
hrough which 
stigate especia
nal leadership
s of Thailand.
ermination the
ee outcomes, 
he antecedents
ms et al., 2013

oretical Model

ch can be clas
on behaviors 

hasis on outco
to academics,
rman and Mo
mains more ac

ormance or in
3). In-role beh
ed to employe
vior that indiv
without expect
nal effectivene

996; Judge &
eadership are s
airness (Kark e
 2003; Shamir

PSM), which r
argued here th
higher levels o

ction of the ne
s, will result 
nternalization 
ing to Vanden
and as found 

r & Westover, 
such as citizen
public service

ally PSM medi
, PSM on task
. Thus, it has 
eory (SDT) t
are related to

s of PSM has 
3). The hypoth

sified into thre
or actions of 

omes, and the 
, behaviors can
otowidlo’s (19
ccurately. The

n-role behavio
havior refers to
ees or as they m
viduals engage
ting monetary
ess.  

Vol. 15, No. 6

& Piccolo, 2
still necessary 
et al., 2003; P
r, House, & Ar

refers to a per
hat transformat
of job perform
eeds for auton

in high leve
of external v

nabeele, 2007; 
by various stu
2011; Kim, 2

nship behavior
e motivation (P
iating variables
k performance
contributed to

o show how 
o transformat
been examine
hesized conce

ee groups. The
f persons whil

third group p
n be classified
993) theory of
e theory propo
ors; and conte
o behavior req
must do for re
e in voluntari

y returns from

2019 

004). 
such 

Pillai, 
rthur, 

son’s 
ional 

mance 
nomy, 
ls of 
alues 
Park 

udies 
012), 
s. As 

PSM) 
s. 
e and 
o the 

task 
ional 

ed by 
ptual 

e first 
e the 
laces 

d into 
f job 
sed a 
xtual 
uired 
turns 
ly in 

m the 



ass.ccsenet.org Asian Social Science Vol. 15, No. 6 2019 

61 
 

In nursing, based on the two-dimension theory domains (task performance and contextual job performance) of 
Bowman and Motowidlo (1993), Greenslade (2008) proposed six aspects of job performance: three aspects of 
task performance and three aspects of contextual performance. The task performance aspects are: (1) social 
support, referring to the behaviors nurses perform to meet the emotional needs of patients; (2) information 
provision, referring to the behaviors nurses provide when giving information and educating the patients and 
families about the patient’s condition and treatment; and (3) technical care, referring to the behaviors nurses 
perform towards meeting the physical needs of patients by serving and helping patients to address their needs 
and interests. The three contextual performance aspects are: (1) interpersonal support, defined as the behaviors 
that support the organization through interpersonal communication including assisting and cooperating with 
co-workers; (2) job support emphasizing the behaviors that are not required by the organization, demonstration 
of dedication and persistence, and utmost job performance; and (3) organizational support defined as behaviors 
where nurses demonstrate commitment to the organization by complying with rules and regulations of the 
organization as well as allegiance, loyalty, and commitment to organizational objectives (Greenslade, 2008).  
2.2 Transformational Leadership and Job Performance  
Transformational leadership theory is based on Burns’ concept (1978) stating that the leader who realizes his 
subordinates’ needs, searches incentives for them and encourages them to be aware of their own needs and such 
a leader tries to meet subordinates’ needs even more. This corresponds with the meaning given by Bass (1985) 
who defines transformational leader as the leader who tries to encourage and motivate his subordinates to work 
for the organization to achieve its goal. At the same time, the leader tries to make his subordinates realize the 
importance of the group’s objectives and points out their benefits through those of the organization or the group.  
Studies found that the leader who possesses transformational leadership is diligent, works hard, and has 
outstanding job performance and organizational commitment. Thus, transformational leadership or transactional 
leadership is considered suitable for this present changing world (Bass, 1985). Transformational leadership is 
accomplished through four interrelated components: 1) Idealized influence, 2) Inspirational motivation, 3) 
Intellectual stimulation, and 4) Individualized consideration (Bass, 1985; Burns, 1978). Piccolo and Colquitt 
(2006) concluded that positive job behaviors and transformational leadership are related. Transformational 
leadership predicts job performance of public employee performance (Bass & Riggio, 2006; Paarlberg, Park, & 
Rainey, 2008; Trottier, Van Wart, & Wang, 2008; Wright, Moynihan, & Pandey, 2012) that helps improve 
organizational functioning (Smith, Organ, & Near, 1983). Studies also found that transformational leadership 
influences good organizational citizenship behavior (Boerner, Eisenbeiss, & Griesser, 2007; Piccolo & Colquitt, 
2006) and correlations that are strongly consistent with task performance (Judge & Piccolo, 2004; Piccolo & 
Colquitt, 2006). Based on the above reasoning and past empirical evidence, the present study hypothesizes that; 
Hypothesis 1: Transformational leadership is positively related to task performance. 
Hypothesis 2: Transformational leadership is positively related to contextual Performance.  
2.3 Transformational Leadership and Public Service Motivation (PSM) 
The present research argues that transformational leadership has indirect effect and influence on employees’ 
motivation. Specifically, it focuses on PSM, which is a desire to serve the public or to do good for other people 
in society or the community (Kjeldsen & Jacobsen, 2013, p. 901). There are four dimensions to PSM: 1) 
Attraction to public service is when individuals extremely desire to participate in making public policy which 
increases their self-esteem. Kelman (1987) specifies that participating in forming public policy is one way 
individuals who desire to serve the public can do. 2) Compassion or “Patriotism of benevolence” - in this context 
it is defined by Frederickson and Hart (1985) as loving people who have the same political ideologies as ours 
and we must protect their rights. 3) Commitment to public values means an individual’s wish to do good for the 
public and is basically altruistic even when it is associated with an individual's opinion (Downs, 1967). 4) 
Self-sacrifice means an individual’s willingness to sacrifice oneself and do good for others for personal rewards 
(Perry, 1996).  
Perry and Wise, 1990 state that people who have higher levels of PSM are not very likely to be dependent on 
extrinsic rewards to perform their job effectively. According to self-determination theory (SDT), individuals who 
are motivated are not the only group of people who have PSM. Some individuals may adopt organizational 
values through effective management and become motivated to serve the public. PSM theory states that people 
can be convinced by work-related policy to have public-mindedness and desire to serve the public (Perry, 2000; 
Moynihan & Pandey, 2007a). Therefore, as a result of the organization’s policies, employees may become 
individuals who have public service motivation (PSM). 
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So far, studies have been conducted to find out the effects of transformational leadership on public service 
motivation (PSM). It has been found by Judge and Piccolo (2004) that transformational leadership had positive 
effects on fellow co-workers’ motivation as also found by Piccolo and Colquitt (2006). Leaders’ behaviors were 
found to be positively related to PSM by Ritz (2009) especially in relation to desire to participate in public policy 
making as well as devotion to public interest. While Park and Rainey (2008) found transformational leadership 
and PSM associated with employees’ performance, Paarlberg and Lavigna (2010) suggested that transformative 
leadership is associated with person-organization fit, socialization, work environment, goal-setting theory and 
self-determination theory with public service motivation. 
Based on the above empirical evidence, it is proposed that transformational leadership can satisfy individuals 
with the three basic psychological needs leading to higher levels of self-motivation. That is, the present study 
views transformational leadership as an antecedent of PSM. Thus, it is hypothesized that: 
Hypothesis 3: Transformational leadership is positively related to public service motivation. 
2.4 The Mediating Role of Public Service Motivation (PSM) 
Self-determination theory (SDT) proposes that, fulfillment of the three basic psychological needs which are 
needs for autonomy, competence, and relatedness within the organization will lead to intrinsic motivation and the 
internalization of external values that will result in positive job-related results such as positive performance, 
good attitudes and improved behaviors, and self-adjustment as well as well-being (Gagne´ & Deci, 2005). As 
mentioned above, transformational leadership can help satisfy the employee’s basic psychological needs within 
the organization. Hence, motivating employees to display ability and motivation and providing them with 
opportunity to participate are likely to fulfill the needs for their basic psychological needs, which would result in 
positive employee outcomes. 
This study employs the principles of the theory which state that it is possible to predict the effects of 
transformational leadership on employee performance. Based on the basis of self-determination theory, this study 
hypothesizes that: 
Hypothesis 4: Transformational leadership is positively related to task performance through public service 
motivation. 
Hypothesis 5: Transformational leadership is positively related to contextual performance through public service 
motivation. 
2.5 Public Service Motivation (PSM) and Job Performance 
As Brewer (2008) and Houston (2006) mentioned that academics and practitioners are interested in investigating 
PSM in relation to behavioral and other performance related outcomes. Among the first to investigate the 
association between PSM and job performance were Perry and Wise (1990) who found that they are related and 
likewise other studies revealed that PSM is linked to job performance (Grant, 2007; Hondeghem & Perry, 2009; 
Kim, 2005; Vandenabeele, 2009), Hence, it is hypothesized that: 
Hypothesis 6: Public service motivation is positively related to task performance. 
Hypothesis 7: Public service motivation is positively related to contextual performance. 
3. Methodology 
3.1 Sample and Data Collection 
The sample of this present research was collected from the nurses working in public hospital in the three 
Southern border provinces: Yala, Pattani, and Narathiwat. The nurses who qualify as respondents for this present 
research are required to have worked for at least one year in their respective hospitals. The lead author sent out 
1,100 survey questionnaires to the nurses and 813 completed surveys were returned, resulting in a response rate 
of 73.9 percent. As shown in Table 1, the majority of the respondents were female (94.9%) and are aboit 31 to 40 
years old (43.5%). Most are also married (62.4%) with a bachelor’s degree (92.6%) and a tenure of less than 10 
years (42.5%). Almost all are registered nurses (99.0%). and work in community hospitals (48.2%) in Narathiwat 
province (40.5%).  
3.2 Measurements 
Most of the items used in the survey were developed based on concepts and theories related to measuring 
variables in models. The measures were rated based on a five-point Likert scale (1 as a strongly disagree to 5 as 
strongly agree) for transformational leadership and public service motivation and seven-point Likert scale (1 = 
not at all to 7 = a great deal) for job performance. The details of each variable are as follows.  
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Transformational leadership (TL) used 20 items that were developed based on Avolio (1999), Bass & Avolio, 
1995, Tejeda, Scandura, & Pillai (2001), Hinkin & Schriesheim (2008). Items 1-8 measure idealized influence 
(TL1); item 5-8 measures inspirational motivation (TL2); item 13-16 measures intellectual stimulation (TL3) and 
item 17-20 measures individualized consideration (TL1) . The reliability was 0.965, and the item-total 
correlation was between 0.522 – 0.852. 
Public service motivation (PSM) consisted of 5 items (PSM1-PSM5) adapted from Perry’s (1996) five-item scale. 
The reliability was 0.849, and the item-total correlation was between 0.612 – 0.748. 
Task performance (TP) consisted of 11 items: social support (TP1 = 4 items), information provision (TP2 = 4 
items), and technical care (TP3 = 3 items) that was developed based on Greenslade (2008). The reliability was 
0.815, and the item-total correlation was between 0.587 – 0.768. 
Contextual performance (CP) consisted of 14 items: job task support (CP1 = 4 items); interpersonal support 
(CP2 = 5 items); and organizational support (CP3 = 5 items) that was developed based on Greenslade (2008). 
The reliability was 0.833, and the item-total correlation was between 0.678 – 0.705. 
Table 1. Characteristics of the nurses 
 Characteristics Frequency Percent (%) 
 Gender (n=800)   
 Male 41 5.1 
 Female 759 94.9 
 Age (in years) (n=803)   
 20 to 30 157 19.6 
 31 to 40 349 43.5 
 41 to 50 212 26.4 
 51 to 60 85 10.6 
 Marital Status (n=780)   
 Married 507 62.4 
 Single 247 30.4 
  Widowed, Separated 26 3.2 
 Education (n=753)   
 Diploma 9 1.2 
 Bachelor Degree 679 92.6 
 Master Degree 47 6.2 
 Years Work (n=802)   
 10 or less than 10 341 42.5 
 11 to 20 245 30.5 
 21 to 30 216 26.9 
 Position (n=813)   
 Registered Nurse 794 99.0 
 Technical Nurse 8 1.0 
 Type of Hospital (n=813)   
 Community Hospital 392 48.2 
 general hospital 319 39.3 
 regional hospital 102 12.5 
 Province (n=813)   
 Yala 217 26.7 
 Pattani 267 32.8 
 Narathiwat 329 40.5 
 
3.3 Data Analysis 
This study involving empirical analysis examined causal relationships between variables, particularly between 
multiple independent and dependent variables. Structural Equation Modeling (SEM) with LISREL Software 
Version 8.72 was used in the following analyses where maximum likelihood (ML), which is a widely-used 
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method for structural equation model analysis, was employed in estimating parameters of the models. As SEM, a 
multivariate statistical approach, is the most suitable analytical strategy (Byrne, 2010; Hair et al., 2010), it is 
usually used, by testing the relationships among multiple independent and dependent constructs, to explore the 
measurement and structural components of a model. However, this present study used Anderson and Gerbing’s 
(1988) two-step procedure which comprises estimation of: first, the measurement model, and then the proposed 
structural model. First, the validity and reliability of the study variables were examined via confirmatory factor 
analyses (CFAs). Second, the hypotheses were examined via a structural equation model. To assess the model fits 
which include the overall model’s chi-square, several indices were used, and the normed fit chi-square must not 
be over 5 (χ2/df < 5) (Schumacker & Lomax, 2004); the indices were the comparative fit index (CFI), the 
Tucker-Lewis Index (TLI), and the root mean square error of approximation (RMSEA). To indicate a good fit, 
CFI and TLI should be above 0.90 (Hu & Bentler, 1999); and RMSEA should be between 0.05 and 0.08 
(MacCallum, Browne, & Sugawara, 1996). 
4. Results 
4.1 The Measurement Model 
As shown in Table 2 and Figure 2, confirmatory factor analysis (CFA) was performed for the overall 
measurement model. It was found that in the model all the latent constructs were interrelated with each other. 
The results of the confirmatory factor analysis (CFA) showed that all the standardized factor loadings were more 
than 0.60. The t-values were all significant at p < 0.001. Additionally, the overall measurement model was 
well-fitted to the data (𝜒2/df = 2.076, CFI = 0.978, GFI = 0.953, TLI = 0.973, and RMSEA = 0.040). Consistent 
with the CFA results, it was found that the bivariate correlations among these key variables fall within an 
acceptable range (r < .70) (see Table 3). 
In this study, significant factor loadings on each construct, which were statistically significant, were examined to 
establish convergent validity of which, according to Hair et al., 2010, 0.5 or higher is recommended for 
standardized loading estimates. Assessing convergent validity was conducted by examining the average variance 
extracted (AVE) from the measures. If the average variance extracted is 0.5 or over, then convergent validity is 
adequate (Hair et al., 2010). As shown in Table 4, all the factor loadings were above the recommended .50 value, 
ranging from .62 to .96. Furthermore, it was found that the average variance extracted (AVE) ranged 
from .58-.71, which exceeded the recommended value of .50. In order to assess the discriminant validity of the 
constructs, the square roots of the average variance extracted (AVE) was employed (Fornell & Larcker, 1981). It 
is recommended that these values should be higher than the correlations that are shared, in the model, between 
the construct and other constructs. As shown in Table 3, the square roots of the AVE are greater than the 
off-diagonal elements. 
The square root of the average variance extracted AVE of each construct, which recommended by Hair et al., 
2010, to exceed the correlation estimate between that construct and all other constructs, was compared with the 
correlation estimates between constructs in order to assess divergent validity. Table 3 shows comparison between 
the square root of the AVE and the inter-construct correlations for all constructs. 
To assess the reliability of the study, the composite reliability (CR) was employed; to the CR a set of indicators 
share in their measurement of a construct (Koufteros, 1999), and Cronbach’s alpha. It is a measure of the 
homogeneity and internal consistency of the items comprising a scale. Constructs with highly inter-correlated 
indicators are highly reliable. Therefore, they show they are measuring the same latent construct. Composite 
reliabilities (CR) of constructs also ranged from .79 to .87, exceeding the recommended value of .60 (Bagozzi & 
Yi, 1988). Furthermore, Cronbach’s alphas showed satisfactory levels of internal consistency, ranging from .82 
to .96 (Nunnally, 1978).  
When a construct is different from other constructs, it means discriminant validity (Hair et al., 2010), and to 
assess discriminant validity of the construct, the square root of the average variance extracted (AVE) values is 
compared with the inter-construct correlations for all constructs in the model (Fornell & Larcker, 1981). 
According to Hair et al., 2010, the square root of the average variance extracted (AVE) for each construct should 
be higher than the correlation estimate between that construct and all other constructs. As shown in Table 3, the 
square roots of the AVE are higher than the off-diagonal elements. Thus, it was concluded that the constructs are 
distinct. 
Table 2. Factor Loadings, AVE, CR, and Cronbach’s Alpha 

Construct Items Std. Factor Loading t-value CR AVE Cronbach’s Alpha 
Public service motivation PSM1 0.81 ……* 0.87 0.58 0.85 
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The results showed that transformational leadership was positively correlated with both task and contextual 
performance. These findings correspond to with results found by recent studies (Boerner, Eisenbeiss, & Griesser, 
2007; Judge & Piccolo, 2004; Piccolo & Colquitt, 2006).  
Furthermore, it was found that PSM was one of the important mediators in the association between 
transformational leadership and task performance. This suggests that transformational leaders can help enhance 
motivation among nurses and create opportunities for them to utilize their skills in their organization in order to 
serve their patients. The finding and the assumptions of SDT are in congruence, which indicates that when the 
basic psychological needs are fulfilled, employees’ autonomous motivation can be cultivated. This finding also 
provides support recent research (Paarlberg & Lavigna, 2010; Park & Rainey, 2008; Piccolo & Colquitt, 2006; 
Ritz, 2009), which found that intrinsic motivation plays a very important role in explaining the virtuous 
influence of transformational leaders. 
The results of the present study have several important implications for public hospitals and their managers. In 
particular, organizations should make efforts to develop transformational qualities in their managers who play a 
crucial role in translating organizational policy into practice. In so doing, the managers will become more 
equipped with specific tools that will motivate their employees to accept change in values which can help 
increase work effectiveness to an extent beyond that expected by the organization. Specifically, managers can do 
this by regularly communicating and reinforcing the desired organizational values to nurses under their 
supervision through group meetings and giving informal feedback. Supervisors may do this by setting work 
objectives for nurses and allow them to freely decide how to reach these adjectives and including them in the 
decision-making process. The findings of the present research also suggest that managers should try to be good 
role models and to give encouragement and motivation to their employees so that they could become more 
interested and enthusiastic in doing work that affects the lives of their patients. At the same time, it is important 
to pay attention to their employees’ individuality and also support to improve their potential.  
Although the current findings provide contribution to the leadership literature, there are several limitations that 
future research should take into account. First, the data were collected from a single source (i.e., nurses), which 
may raise concerns about common source bias. Future research should try to collected data from multiple 
sources. Secondly, it is likely that the nurses are nested within work units in each hospital and thus multilevel 
modeling could provide a more nuanced understanding of the influence of nurses’ leaders. Thirdly, there could 
be other plausible explanation for the influence of leadership including in the nursing context including social 
learning and social exchange. Future research will benefit from examining a brooder set of mediators. Finally, it 
should be acknowledged that the hospitals are located in the Deep South of Thailand, which has long been 
affected by the unrest and uncertainty, which may have amplified the influence of leadership in this region. 
Future research will need to replicate the current findings in a different sample and context.  
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