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Influence of Nurse Managers’ Authentic Leadership on Nurses' Organizational Commitment
and Job Satisfaction: Focused on the Mediating Effects of Empowerment

Choi, Han-Gyo - Ahn, Sung Hee

College of Nursing, The Catholic University of Korea, Seoul, Korea

Purpose: The aim of this study was to examine the mediating effect of empowerment in the relationship of nurse managers’ authen-
tic leadership, with nurses’ organizational commitment and job satisfaction. Methods: The participants in this study were 273 regis-
tered nurses working in five University hospitals located in Seoul and Gyeonggi Province, The measurements included the Authentic
Leadership Questionnaire, Condition of Work Effectiveness Questionnaire-ll, Organizational Commitment Questionnaire and Korea-
Minnesota Satisfaction Questionnaire. Data were analyzed using t-test, ANOVA, Scheffé test, Pearson correlation coefficients, sim-
ple and multiple regression techniques with the SPSS 18.0 program, Mediation analysis was performed according to the Baron and
Kenny method and Sobel test. Results: There were significant correlations among authentic leadership, empowerment, organization-
al commitment and job satisfaction. Empowerment showed perfect mediating effects in the relationship between authentic leader-
ship and organizational commitment. It had partial mediating effects in the relationship between authentic leadership and job satis-
faction, Conclusion: In this study, nurse managers’ authentic leadership had significant influences on nurses organizational commit-
ment and job satisfaction via empowerment, Therefore, to enhance nurses’ organizational commitment and job satisfaction, it is
necessary to build effective strategies to enhance nurse manager’s authentic leadership and to develop empowering education pro-
grams for nurses.

Key words: Nurse administrators; Leadership; Nurses; Power (Psychology); Job satisfaction
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Table 1. Differences in Authentic Leadership, Empowerment, Organizational Commitment, and Job Satisfaction by General

Characteristics of Participants (N=273)
Authentic Organizational Job
: Empowerment : . .
Characteristics Categories n (%) or M+SD leadership P commitment satisfaction
M=SD M+SD M=+SD M+SD
Age (yr) 28.19+5.02
<25 83(30.4) 2.56+0.53° 3.13+0.49° 3.87+0.73° 3.09+0.46°
26~30 133 (48.7) 2.58+0.47° 3.11+£0.41° 3.75+0.68° 3.02+0.35°
31~35 30(11.0) 2.63+0.41¢ 3.16+0.44¢ 3.96+0.66° 3.11+0.39
>36 27 (9.9) 2.87+0.37%¢ 3.50+0.40%¢ 4.52+0.84%¢ 3.36+0.50®
torF (p) 12.41 (.006) 5.99 (.001) 18.35 (<.001) 5.51(.001)
Marital status Single 213 (78.0) 2.61+0.49 3.14+0.43 3.83%£0.71 3.07+0.40
Married 60 (22.0) 2.62+0.46 3.24+0.50 4.09+0.82 3.14+0.46
torF (p) 0.03 (.974) 1.53(.127) 2.40 (.016) 0.77 (.439)
Education level Diploma 133 (48.7) 2.61+£0.48° 3.15+0.43° 3.82+0.67° 3.05+0.38°
Bachelor 121 (44.3) 2.57+0.48° 3.13+0.46° 3.84+0.74° 3.07+£0.42°
> Master 19 (7.0) 2.85+0.39® 3.43+0.45% 4.62+0.91%® 3.39+0.51%®
torF (p) 6.63 (.036) 3.74 (.025) 13.84 (.001) 8.91(012)
Religion Yes 183 (67.0) 2.63+0.47 3.20+0.46 3.98+0.73 3.12+0.42
No 90 (33.0) 2.57+0.49 3.07+£0.43 3.69£0.73 3.00+0.40
torF (p) 1.86 (.062) 2.35(.020) 2.44 (.015) 2.36(.019)
Department General ward 123 (45.0) 2.62+0.50 3.24+0.43° 3.98+0.73 3.13+£0.42
Emergency room 51(18.7) 2.57+0.48 3.11+0.51 3.83+0.86 3.08+0.42
Intensive care unit 89 (32.6) 2.61+047 3.06+0.43° 3.76+0.68 3.03+0.41
Operation room 10 (3.7) 2.67%0.29 3.25+0.42 4.05+0.68 3.06+0.40
torF (p) 0.76 (.683) 2.99(.032) 2.08 (.353) 2.15(.341)
Career (yr) 5.97+4.56
=3} 103 (37.7) 2.56+0.55 3.11+047° 3.83+£0.74° 3.07+0.45
4~6 88(32.2) 2.60+0.43 3.09+0.39° 3.72+0.68° 3.02+0.32
>7 82 (30.1) 2.68+0.43 3.30+0.45% 4.13+0.75® 3.17+£0.45
torF (p) 3.58 (.167) 5.76 (.004) 13.76 (.001) 2.61(.075)

a, b, ¢ Scheffé test (means with the same letters are significantly different).

Table 2. Level of Authentic Leadership, Empowerment,

Organizational Commitment, and Job Satisfaction (N=273)
Variables Categories M+SD Range
Authentic 2.61+£0.48 0.00~4.00

leadership  Relational transparency 2.61+£0.51 0.00~4.00
Internalized moral perspective 2.64+0.56 0.00~4.00

Balanced processing 2.62+0.61 0.00~4.00

Self awareness 2.56+0.57 0.00~4.00

Empowerment 18.89+2.71 6.00~30.00

Opportunity 3.26x0.61 1.00~5.00
Support 3.44+0.56 1.00~5.00
Resources 2.62+0.72 1.00~5.00
Information 3.13£0.67 1.00~5.00

Informal power
Formal power

3.37+£0.52 1.00~5.00
3.07£0.58 1.00~5.00

Organizational 3.88+0.74 1.00~7.00

commitment
Job satisfaction Intrinsic factors 3.22+0.43 1.00~5.00
Extrinsic factors 2.83+0.50 1.00~5.00
General factors 3.08+0.42 1.00~5.00
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Table 3. Correlational Relationships among the Variables (V=273)

Authentic £ Organizational
. : mpowerment .
Variables leadership commitment
rp) r(p) r(p)
Empowerment .50 (<.001)
Organizational .36 (<.001) .57 (<.001)
commitment
Job satisfaction .46 (<.001) .66 (<.001) .65 (<.001)
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Table 4. Mediating Effect of Empowerment in the Relationship between Authentic Leadership and Organizational Commitment (V=273)

Equations B B t 0 Adj. R? F o
1. Authentic leadership — Empowerment 18 .50 9.51 <.001 25 90.49 <.001
2. Authentic leadership — OC 52 .36 6.27 <.001 12 39.36 <.001
3. Authentic leadership, empowerment — OC 32 66.22 <.001
Authentic leadership — OC 14 10 1.67 .096
Empowerment — OC 2.14 52 9.02 <.001
0C=0rganizational commitment.

Table 5. Mediating Effect of Empowerment in the Relationship between Authentic Leadership and Job Satisfaction (N=273)
Equations B B t 0 Adj. R? F o
1. Authentic leadership — Empowerment 18 .50 9.51 <.001 25 90.49 <.001
2. Authentic leadership — JS .50 46 8.45 <.001 21 71.41 <.001
3. Authentic leadership, empowerment — JS 45 111.04 <.001

Authentic leadership — JS 19 A7 3.30 .001
Empowerment — JS 1.75 .57 10.93 <.001
JS=Job satisfaction.
o )

Authentic
leadership

Equation 1

B=.50 (p<.001)

Sobel test: (A) Z=6.41, p<.001; (B) Z=6.99, p<.001

Organizational
commitment

(B)
Job satisfaction

— = direct effect
-» = indirect effect

Figure 1. Model showing the influence of authentic leadership on organizational commitment and job satisfaction, and the mediating ef-

fect of empowerment.
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