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The  objectives  of  this  study are  (1)  to  study  the  level of transformational 

leadership;  (2)  examine  the  influence  of  leader  self-efficacy,  emotional  intelligence  

and   sense  of  humor on transformational  leadership in organizational management; 

(3) to  study  the  attributes  of   top  team  executives   in  the  criterion  of   leader  

self-efficacy,  emotional    intelligence  and  sense  of    humor  on  transformational   

leadership  of  the  executives  in  PTT  Public  Company  Limited,  Metropolitan 

Electricity Authority and Metropolitan Waterworks Authority. Research Methodology 

was  divided  into 3 steps: (1) review  the  literature  and  relevant  theories  to applied 

in    the    conceptual    research  with  mainly  transformational  leadership  theory,  the 

concept of leader-self-efficacy, emotional intelligence inventory and  humor  theory;  

(2)  quantitative  study  which  tests  the    generalization  of  the  model  by  existing 

executives  survey,  is  measured  using  empirical  data  gathered  from   385 executives.  

The  questionnaires  were  constructed  and distributed  to  existing  executives  during 

May to June, 2012. The responses were 385 persons.  Descriptive  statistics analysis is 

used to general information, levels of transformational leadership, leader self-efficacy, 

emotional  intelligence  and  sense  of  humor.  Multivariate  was  used  to  analyze  the 

complicated  data  about  the  influence  of leader  self-efficacy,  emotional  intelligence 

and sense of humor on transformational leadership. The study found that leader self-

efficacy,  emotional  intelligence  and  sense  of  humor  influences  on  transformational 

leadership  significantly  and  among  of  them,  leader  self-efficacy  influences  on 

transformational leadership at most (R2 change = .470).   

 



iv 

 

          The  results  indicate  that  the  intellectual  stimulation  in  transformational 

leadership  of  the  executives  is  the  most impact  in  each  State  Enterprise.  PTT  and 

MEA executives implemented leader self-efficacy in the most R2 change of each (R2 

change  =  .621  and  .599  orderly),  especially the  leader  efficacy  in  the  leader  self-

efficacy, while emotional intelligence influence on MWA executives in the most R2 

change (R2 change = .619), especially the social awareness in emotional intelligence. 

          The attitude toward sense of humor influence on transformational leadership of 

each State Enterprise mostly for all aspects. The results support that sense of humor 

enhances leader self-efficacy and emotional intelligence for coordinating in working. 

Gender and total years of employment influence on transformational leadership of all 

executives significantly in level .05 but they have no impact to intellectual stimulation 

of each State Enterprise in the selected model; and  (3) qualitative study divided  into 

2 parts;  Part I :  firstly by analyzing secondary data; Part II : In-depth interviews were 

conducted to CEOs and top team Executives total 17 persons. The results show that 

intellectual  stimulation,  leader-efficacy,  social  awareness  and  attitude  toward  humor 

influence on transformational leadership of three state enterprises significantly at the 

most  level.  Sympathy  of  executives  to  people  is  very  important  asset  to  ensure  the 

issue  of  corporate  governance.  A  key  of  good  coordination  is  that  executives  have 

good attitude toward humor to adapt in conversations and create good atmosphere. 

           For  each  case  study,  in  this  research  has    found    and  recommended  that  HR 

strategy of State Enterprises should  develop  itself  based  on  soft-skilled  research  in  

own organization  to design own HR strategies and HR practices for value-added and 

effective results. Moreover, executives should disclose and sacrifice with sharing their 

deep  knowledge  and  transfer  technique  procedures  to  the  next  generation  for  the 

benefits of organizational in the future.  PTT, MEA and MWA executives can develop 

the  other  aspects  of  transformational  leadership  in  balance  rather  than  intellectual 

motivation.   

           Finally, the research is recommended to consider a longitudinal analysis about 

leadership changes, find what the factors of successful executives that should retain, 

compare  the  difference  between  transformational  and  transactional  leadership  for 

empirical  evidence  in  Thai  research.  Additionally,  more  relevant  the  viewpoints  of 

stakeholders  to  evaluate  organizational  management  and  identify  more  factors  to 

organizational design and develop idealized leaders.  
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CHAPTER 1 
 

INTRODUCTION 

 

            This introductory chapter is composed of six parts, namely the statement of the 

problem  and  significance  of  the  study,  the objectives  of  the  study,  the  research 

questions,  the  scope  and  limitation  of  the  study,  the  potential  contribution  of  the 

research study and the structure of the dissertation. 

 

1.1  Statement of the Problems and Significance of the Study 

 

               The “human” is the most important resource of the organization that creates  

many  values  to works  and organization.  Human resource management is an activity 

that expresses the value of  human by matching the qualifications of  people with jobs, 

maximizes  the  efficiency  of  human  by  developing    skills,  knowledge  and  abilities; 

and retaining the good employees for long term success (Sompote  Noppakun, 2009).  

Human  need  efficient  leaders  to  conduct their  actions  to  organizational  success 

because their leadings can create the impacts to their organizations. 

            “Leaders”  are  important  people  to  deploy  manpower  in  organizations 

effectively and influence effective  human resource management. As we know, good 

human  resource  management  of  an  organization  determines  the  success  and 

establishes the competitive advantages of the organization (Casiso, 1998: 15). If the 

organization shifts the levels in developing human resource management by seeking 

the  methods  of    new  management,  it  will assist  to  create  new  innovations  in  the 

organization.  

            The inspirational vision of good leaders will contribute to the desired results of 

the organization and benefit long term progression (Daft, 2000: 5).  Such a person is a 

leader, specifically a transformational leader, who can develop the organization with 

creativity and changes to organizational culture, and effectively make an  impact on 

the  organization    at  most  (Crossan,  Lane  and  White,  1999  quoted  in  Mancheno-
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Smoak, Endres, Polak and Athanasaw, 2009: 10).  They   have  intentions  to  create  

many    good    opportunities    to  develop  the organization  along  with  a  fast-changing 

environment. Moreover, they can increase  the  attempts to respond to the follower’s 

needs and promote positive changes for individuals, groups and organizations.  

            Transformational  leaders  will  present  the  roles  of  leaders  with    performance 

above  standards  and  goal  setting  (Yammarino  (1994:  26-47).  Their  leadership  will 

support  the  organizational  strategy  to  create  the  confidence  for  employees,   

customers  and  investors (Ulrich  and  Smallwood,  2007:  1).  It  is  summarized  that 

transformational leadership is important to the quality of organizational management.  

             For  instance,  evidence  on  the  research  of  Pisit  Karnjananakphan  found  that 

the  resignation  of  employees  is  caused  partly  from  the  dissatisfaction  of  employees 

with  their  direct  supervision  (Pisit Karnjananakphan,  2008:  abstract).  And  the 

research  of Pharadee  Bootsaksri  (1995:  abstract)  noted  to  the  variables  that  can 

predict the trend in the resignation of employees including “job satisfaction, stability, 

progress and direct supervision that influences the decision-making of the resignation 

by employees. Kakabadse and Kakabadse (1999: 3-5) stated that leaders who lack of 

responsibility, self-efficiency, positive thinking, positive communication, and human 

relations often lead to the failure of organizational performance.  

            The  difference  of  gender,  religion,  status,  age,  and  experience  are  the  most 

challenging  for  leaders  to  seek  the  solutions  of  problems  for  human  resource 

development  (Schuler and Jackson, 2003: xxvii).  When the research is analyzed, the 

problems  and  obstacles  of  leaders  are  communication  skills,  human  resource 

management skills, adaptation skills and tension. 

             Communication  skill:  the  research  found  that  the  company  needs  an  

outsource company to solve the internal communication problems of leaders because 

they  do  not  realize  the  importance  of  complete  communication  to  employees  

(Reddington, Williamson and Withers, 2005: 76). The failure of leaders is due to the 

negative communication (Kakabadse and Kakabadse, 1999: 3-5) 

           Human  resource  management  skill  :  Hoogenboorn  and  Brewster,  1992:  4-11; 

Mcguire, Stoner and  Mylona (2008: 77) mentioned that managers today are assigned 

to be responsible for new roles other than the roles of budgeting or resource allocation 

which is human resource management. But line managers feel that they have no skills 
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to  control  the  frustration,  discipline,  lack  of  management,  performance  management 

in day-to-day tasks and lack of initiation in the role of human resource management, 

and  practices  to  adequately  manage  employees  well  (Mcguire,  Stoner  and  Mylona, 

2008: 80). The evidence of Hitt, Ireland and Hoskisson (2005: 374) stated that some 

leaders  have  prejudices  to  some  employees  and  attempt  to  eradicate  people  who 

disagree with them which causes an increase in the resignation of employees.   

            Adaptation  skill  :  Cross   and    Travaglione  (2003:  221-228)  mentioned  that 

leaders  who  have  problems  about  emotional  intelligence  are  the  weakness  of  the 

organization  for  their  performances  that  cause  the  followers  not  to  accept  and  trust  

their  leaders  because  the  employees  dislike  the  atmosphere  exposing  their  mental 

deficiencies (Goleman, 1998b: 317). Bass (2002: 105-118) noted a record that 50% to 

70%  of  employees  doubt  in the  leaders  who  have  emotional  deficiency  and  are 

uncomfortable  in  the  atmosphere  from  the  leaders  who  show  the  emotional 

deficiency.  The  results  of  these  emotions  negatively  impact  the  employees  and 

organization performance (Macaleer and Shannon, 2002: 9). 

            Tensions  :  Reinhold  (1996: 4)  stated  that  the  pressure  of  working  makes 

leaders face emotional management that leads to the stress. The fatigue from the stress 

negatively impacts on their health (both body and mental) that may lead to an increase 

of healthcare costs.   

             After World War II,  many  state  enterprises  were  established to restore the 

economic  and  social  progress  for  basic  infrastructure  of  industrial,  commercial, 

consumables  and  energy  of  the  national  security  affairs  and  public  services  such  as 

postal services,  transportation, etc. However, in that time, the private sector was not 

yet  ready  for  the  funding  and  capacity. So  in  1953,  an  action  committee  of  the 

government enacted a law to provide public services as State Enterprises. 

           The Budget Act of 1959  mentions  that a “state enterprise”  is  a  government 

owned  business  or  a  company  or  a  partnership  in  which  the  government  has  the 

capital holdings of more than 50 percent. In other words, whenever the government 

holds the stock position of more than 50 percent, it is called a State Enterprise.   

             Each  State  Enterprise  is  under  the  supervision  of  many  other  organizations 

from  boards  to  committees.  This  creates  an inferior  ownership  and  coordination  for  

the State Enterprises. There are limitations in supervision. In some State Enterprises,  
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executives may have a greater interest in their benefits rather than in the organization 

and society. This may be because of the system management and the structure of the 

State  Enterprise  which  is  very  bureaucratic  with  complex  levels  in  decision  and 

making and slow and inflexible processes. The incentive system of State Enterprises 

does  not  stimulate  employees  to  improve  their  work  performance. The  board  

and committees are not experts and have no work experience. Most consist of senior 

officials from some department of a government sector. They often have no time and 

do not pay attention to organizational management.  

            Many  unions  are  formed  to  negotiate  the  benefits  and  the  desires  of  

employees. The benefits of employees are compromised with their executives by the 

union  that  hinders  improvements  and  change  at  State  Enterprises (Provincial 

Waterworks Authority, 2010).   

                Nowadays,  the  State  Enterprise  Policy  Office forms  the  management  and 

implements the policies to develop State Enterprises. They are divided into nine fields 

including  transportation,  energy,  communications,  public  services,  industry  and 

commerce,  agriculture,  natural  resources,  society  and  technology,  and  financial 

institutions.  Ministry  of  Finance  has  duties  to  improve  the  management  of  State 

Enterprises and determines the measurement of performance including operations. In 

addition,  the  results  of  implementing  the policies,  organization  management,  risk 

management,  internal  control,  internal audits,  information  technology  management 

and  human  resources  management  is  to  increase  the  result-based  performance  and  

improve organizational goals keep competitive and enhance national security. 

            Updating modern technologies help State Enterprises by effectively increasing 

the productivity of organizational performance so the capacity of State Enterprise is 

not less than the private sector.  

             Since 2005, the annual Outstanding State of Enterprise Awards (SOE  Award) 

has  been  awarded    by  the  Minister  of  Finance  in  areas  such  as  good  management, 

board  of  committee  award,  etc.  The  announcement  of  the  State  Enterprise’s 

performance to the public encourages employees and creates a channel of awareness 

in the process of monitoring performance and supports the State Enterprise efficiency 

and aim for excellence  (State Enterprise Policy Office, 2009).  



5 

            Currently, there are 55 State Enterprises with few having been selected for a 

“Good Management Award” for at least three years consecutively since 2005. These 

few are PTT Public Company Limited (PTT) , the Metropolitan Electricity Authority 

(MEA) and the Metropolitan Waterworks Authority (MWA). 

            PTT  is    a    state  enterprise  that  with  profitable  growth,  strong  organizational 

development, and good environmental management.  

            MEA is a state enterprise that manages and creates problem solving initiatives 

for efficient organizational work conditions in the electricity industry.  

MWA is a state enterprise that processes water for consumption by the public.  

   Although  these  three  state  enterprises  have  received  the  Good  Management 

Award, many people have complained about the system management. In the case of 

PTT,  customers  demand  faster  filling  of  natural  gas  vehicle  (NGV)  gas  at  service 

stations. One often needs to wait upwards of an hour in line. There are also very few 

of  NGV  gas  stations.  In  relations,  another  problem  is  that  the  oil  price  is  sold  at  an 

artificially inflated price.  

People  have  the  complained  to  the  MEA  that  blackouts  occur  often  in  many 

areas  (Dailynews,  2012a).  In  some  cases, electric  posts  have  fallen  on  pedestrians 

while  walking  on  normal  footpaths  (Kom-chad-leuk,  2012). Additionally,  many 

people    died    during  the  recent  flooding    because  the  live electrical  wires  fell  into 

flood waters without necessary safety cut-offs.  

People  have  complained  to  the  MWA  that  the  water  did  not  flow  during  the 

disasterous  floods  of  2011/2012  (Pimthai,  2011a:  12).  Water  was  stopped  in  many 

districts  but  the  MWA  did  not  stop  to  issuing  the  utility  bills (Pimthai,  2011b:  12). 

The drinking water that did flow was yellow in color and contaminated with the smell 

of rust (Prachachart-dhurakit, 2011: 24).  

These situations are problems in the state enterprises which have received the 

Good  Management  Awards  that  are  related  to  the  leaders  of  the  organizations. 

Transformational  leadership  of  leaders will  be  investigated  in  organizational 

management. In this research, leader self-efficacy, emotional intelligence and sense of 

humor  influence  on  transformational  leadership  of  leaders  in  organizational 

management  will  be  examined  at  all  levels  of  leaders  including  CEOs  and  top 

management. This is because they coordinate all departments to play their own roles 
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in harmony with all employees and all aspects of organizational management (Jermier 

and Berkes, 1979: 1-23).  

Leader self-efficacy is an energy that drives the faith and temptations of leaders  

to get the desired good results (Hannah, Avolio, Luthans and Harms, 2008: 669-692). 

Emotional intelligence is necessary for leaders to manage the environment day 

–to-day day both for self and others (Cooper and Sawaf, 1997: 15). 

Sense  of  humor  is  important  for  both physical  and  mental  health  (Macaleer 

and Shannon, 2002: 9). Morreall (1994: 83) stated that leader development in modern 

organizations often use sense of humor in the organization for the success of persons 

and  organization.  The  research  results  of  Sala  (2000:  116-183)  found  that  sense  of 

humor of executives and effective leadership relates to emotional intelligence.    

Leader  self-efficacy,  emotional  intelligence  and  sense  of  humor  have 

influences on transformational leadership but there is some difference in their levels. 

Leadership is a process that a person tries to dominate another for the success of his 

goals  (Szilagyi  and  Wallace,  1990:  45).  Research  has  found  that  transformational 

leadership  is  positively  related  to  the  result  of  work  (Carson,  2011:  41-75).  Leaders 

will  initiate  “thinking  out  of  the  box”  and  offer  concepts  to  benefit  organizational 

performance (Sosik, Avolio, Kahai and Jung, 1998: 491-511). Thus, transformational 

leadership  will  impact  organizational  change  to  enhance  performance  results  of  

organizational management.  

            This  research  study  is  focused  on  the  state  enterprises  which  have  received  

the    Good    Management  Award  by    finding   the    empirical    evidence  about    leader 

self-efficacy, emotional intelligence, sense of humor, transformational leadership and 

examining  the  influence  of  leader  self-efficacy,  emotional  intelligence,  and  sense  of 

humor  on  transformational  leadership  of  executives.  Finally,  a  suggestion  for  future 

study in studying the difference between transactional leadership and transformational 

leadership will be presented. 
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1.2  Objectives of the Study  

 

           The  objectives of this paper are as follows:   

1.2.1   To  examine  transformational  leadership  level  in  five  aspects  of 

executives in PTT Public Company Limited (PTT), Metropolitan  Electricity Authority 

(MEA) and Metropolitan Waterworks Authority (MWA).   

1.2.2  To examine the influence of leader self-efficacy, emotional intelligence 

and sense of humor on transformational leadership in organizational management of 

executives at PTT, MEA and  MWA.   

1.2.3 To gain  the  attributes of  CEO and  top management  PTT, MEA and  

MWA  following  the  criteria  of  transformational  leadership  and  their  opinions  about  

the  influence  of  leader  self-efficacy,  emotional  intelligence  and  sense  of  humor  on 

transformational leadership in organizational management. 

 

1.3  Research Questions 

 

In order to fulfill the objectives of the study, the following research questions 

are addressed:    

1.3.1  What is the level of  the transformational leadership in the executives of  

PTT, MEA and  MWA?  

1.3.2 What is the level  of  the leader self-efficacy, emotional intelligence and 

sense of humor in the executives of PTT, MEA and  MWA?  

1.3.3 Among leader self-efficacy, emotional intelligence and sense of humor,  

does leader self-efficacy most influence transformational leadership in organizational 

management of the executives at PTT, MEA and  MWA?    

1.3.4 What are the attributes and behaviors of CEOs and top management in 

transformational  leadership,  leader self-efficacy,  emotional  intelligence  and  sense  of 

humor in PTT, MEA and  MWA in organizational management?  
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1.4  The Scope and Limitation of the Study 

 

The scope and limitation of the study are as follows: 

1.4.1  Scopes  of  the Study: This  study is scoped  to study only the executives 

in  PTT,  MEA  and    MWA  which  have  received  Good  Management  Awards 

consecutively. The data was collected during May to August 2012.   

1.4.2  Limitation of the study: This study is limited to the focus on PTT, MEA 

and  MWA only. 

 

1.5  The Potential Contribution of the Research Study 

 

The  contribution  of  this  research  is  two  fold: 

1.5.1  Academic Benefit   

           The research findings will act as a frame of reference, contribute to the body of 

knowledge    for    analyzing    and    identifying   the    interrelationships    among    leader 

self-efficacy, emotional intelligence, sense of humor and transformational leadership. 

Moreover,    it  will  assist  in  strategic  decision-making  of  top  management  for  better 

design of effective choices, developing leaders and selecting new leaders. 

1.5.2  Management Benefit  

The research findings will advocate the thinking of organization management, 

attributes, and behaviors towards the management approach and how to combine the 

environmental  conditions  (uncontrollable  components)  to  the  frame  of  good 

organizational  management  with  examining  the  levels  of  leader  self-efficacy, 

emotional intelligence, sense of humor and transformational leadership.  This is also 

for practical guidance to execute to the leaders in the organization.  

 

1.6  The Structure of the Dissertation 

 

The research study is composed of six chapters: 

 

1.6.1  Chapter One: Introduction 

This chapter addresses the need for the research questions. It is composed of  

six sections including  the  statement  of the problem and significance of the study, the  
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objectives  of  the  study, the  research  questions, the  scope and limitation of  the 

study,  the   potential  contribution  of   the  research  study  and  the  structure  of  the 

dissertation. 

 

1.6.2  Chapter Two: Literature Review 

This  chapter  reviews  literature  about  leader  self-efficacy,  emotional 

intelligence,  sense  of  humor  and  transformational  leadership.  There  are  discussions 

about the concepts, theories and approaches of measurement. In addition, this chapter 

also presents the framework of this research study to examine the relationships among 

the  key  construction  elements  and  the  research  hypotheses.  Some  empirical  studies 

are summarized. 

 

1.6.3  Chapter Three: Research Methodology 

This chapter describes the research design, instrument development, and data 

collection,  specifically  for  applying  both qualitative  and  quantitative  research.  Key 

definitions of variables are presented in this chapter. Furthermore, the researcher uses 

the case study approach which is the most suitable methodology for understanding the 

particular  situation,  event,  or  phenomenon  of  each  significant  factor  related  to 

organizational  management  in  the  state enterprises  (Yin,  1994,  2003).  It  allows  the 

researcher  to  obtain  the  required  in-depth interview  data  and  the  perceptions  of  key 

informants  through  exploratory  survey.  The  data  collection,  measurement,  validity 

and reliability are also given. 

 

1.6.4  Chapter Four: Qualitative Research 

This chapter focuses on the qualitative research in the case study. The awards 

and  State  Enterprises  are  overviewed  such  as  the  history  of  awards  and  related  to  

SOE award, criterion of SOE Awards, company overview. Each case study is focused 

on key informants that are CEOs and top management team of  PTT Public Company 

Limited, Metropolitan  Electricity Authority and Metropolitan Waterworks Authority. 

The  research  study  is  investigated  by  in-depth  interviews  and  secondary  data.  The 

observation is done in the field areas of research.  
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1.6.5  Chapter Five: Quantitative Research 

This  chapter  focuses  on  the  quantitative  research  by  company,  according  to 

three  State  Enterprises  namely  PTT,  MEA  and  MWA.  The  research  results  of 

descriptive statistics and multiple regressions are described from the tables of research 

results.  Gender,  age,  total  years  of  employment,  the  level  of  leader  self-efficacy, 

emotional intelligence, sense of humor and transformational leadership of leaders are 

identified.  Among  these  independent  variables  are  proof  of  influence  to  dependent 

variables. 

 

1.6.6  Chapter Six: Findings and Recommendation  

This  chapter  presents  the  recent  findings  derived  from  chapter  four  and 

chapter  five  about  the  influence  of  leader  self-efficacy,  emotional  intelligence,  and 

sense  of  humor  on  transformational  leadership.  It  concludes  the  research  study  and 

recommendations for organization management as well as the leader development and 

further  research opportunities. 

 

 

 



 

CHAPTER 2 

 

LITERATURE REVIEW  

 

The main purpose of this chapter is to review the literatures and discussion on 

the concepts. Theories and approaches in leader self-efficacy, emotional intelligence, 

sense  of  humor  and  transformational  leadership.  At  the  same  time,  the  research 

literature  review  presents  the  conceptual  framework  related  to  the  study  and  the 

research hypotheses. Some empirical studies are summarized and provided as follows:  

2.1  Transformational Leadership with Leader’s Attributes 

2.2  Influence of  Leader Self-efficacy to Transformational Leadership  

2.3  Influence of Emotional Intelligence to Transformational Leadership    

2.4  Influence of  Sense of Humor on Transformational Leadership 

2.5  History of the Award and Criterion of SOE Awards   

2.6  The Criterion for  the Outstanding of  State Enterprises 

2.7  Conceptual framework 

2.8  Research Hypotheses 

2.9  Summary 

 

2.1  Transformational Leadership with Leader’s Attributes 

 

           Leadership is the focus of transformational leadership. Leadership is the ability 

of  leaders  to  influence  and  force  upon  subordinates  their  desires  (Joseph,  2007b: 

abstract). It is the art of assignment to people to do something  (Berkman and Neiler, 

1987:  264).  Leadership  is  a  tool  for  changing  the  directions  of the  organization  to 

develop new activities and create the decisions in the investment.  Leadership  is  the 

important  part  in  setting  policies  (Lieberson  and  O’Conner,  1972:  117).  Leadership 

skills  can  be  taught  to  others  so  the  organization  can  develop  new  leaders  for  the 

future which will influence organizational management differently (Hall, 1998: 177).  

Transformational Leadership identifies leader’s attributes that creates the trust 

of  followers,  initiate  innovation,  share  and  drive  the  movement  to  combine  the 
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commitment  and  monitor  the  progress  in  changes.  It  is  mainly  in  transformational 

leadership theory (Bass, 1985a: 468-478). It is a process that a person influences each 

group  for  obtaining  the  goals  specifically (Joseph,  2007a:  13)  and  to  achieve  the 

success in the goals (Szilagyi and Wallace, 1990: 45).     

             Transformational leadership is  an important part in  advocating organizational 

development  and  creative  change  (Cech,  2010:  63-71).  It  can  highly  predict 

psychological  outcomes  (Martin  and  Epitropaki,  2001:  247-262). The  goals  are  to 

achieve targets of individuals and gain results of the follower’s behaviors because of  

performance-oriented  roles  of  leaders (Gooty,  Gavin,  Johnson,  Frazier  and  Bradley, 

2009:  353-367). The  results  are  in  trust,  respect  and  admiration  for  leaders  (Bass, 

1985b: 468-478).  

The  efforts  of  leaders  can  develop  into  trust  from  followers  (Childers,  2009: 

130-149).  Similaryly,  the  research  of Avolio,  Bass  and  Jung  (1999:  441-462;  

Mancheno-Smoak, Endres, Polak and Athanasaw, 2009: 9) stated that job satisfaction, 

organizational  commitment,  performance  efficiency,  trust,  etc.  of  followers  are  the 

results from their positive attitudes in working towards transformational  leadership of 

leaders.   

Bycio Hackett, and Allen, 1995: 468-478; Nielsen, Yarker, Brenner, Randall, 

and Borg  (2008: 465-475)  stated that the results of the relationship between attitudes 

in  working  and  behavior  are    job  satisfaction  and  organizational  commitment  of 

employees.  Similarly,  the  research  of  Carson  (2011:  41-75)  found  that 

transformational leadership is positively related to the results of working.  It creates 

the impacts to organizational performance (Sosik, Avolio, Kahai and Jung, 1998: 491-

511).  The  followers  are  stimulated  to  perform  more  than  in  the  past    (MacKenzie, 

Podsakoff and Rich, 2001: 115-134). 

The  working  of  transformational  leadership  depends  on  the  context  at  most. 

The research result of Wang, Gang and Oh (2011: 223-270) found that the strength in 

transformational  leadership  depends  on  contextual  performance  more  than  task 

performance.  The  different  context  and  environments  react  on  the driving difference 

of  leader’s  decisions  (Gundersen,  Hellesoy  and  Reader,  2012:  44-55).    Moreover, 

social  skills  and  leader  awareness  influences  transformational  leadership  (Carson, 

2011: 57-75).   
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            Transformational  leadership  can  be  explained  by  the  charismatic  leadership 

theory (House’s theory) that based a leader’s attributes as follows:  

           Transformational  Leaders  will  have  self-confidence  and  strong  moral  beliefs 

(House’s 1977). Their visions are reflected and empowering the followers for having 

responsibilities and driving the organization towards goal setting. The valuable vision 

for the future is often communicated (Cobert, 2004: 40-43). The vision is focused and 

stimulates the inspiration to build team work and increase potential for their followers 

(Davis, 2007: 78-103). Their positive thinking will make the changes and balance the 

thoughts of employees, groups and organization (Yammarino, 1994: 312-317). When 

transformational  leaders  are  in  the  appropriate  position,  they  will  work  immensely 

(Hall, 1998: 177). 

Their assignments will motivate followers driving the tasks and providing the 

freedom  of  knowledge  for  effective  performance.  Team  work  will  reflect  the 

qualitative  process  of  transformational leaders  through  creative  tasks,  greater 

participation in groups, improved decision-making practices, and effective training to 

educate  (Daft,  2000:  42).  The  special  effort  at  a  higher  level  is  used  to  motivate  

followers  impacting  job  satisfaction  with higher  outcomes  of  both  followers  and 

leaders (Cobert, 2004: 2-3).    

            Expressions of sympathy to group members are made and many activities are 

arranged  to  proactively  relate  the  goals  and  interests  of  the  group  (Berkman  and 

Neider,  1987:  271-273).  In  good  conduct  transformational  leaders  will  join  in  all 

activities of the organization (Cobert, 2004: 40-43).  

Many  innovations  are  initiated  for  organization  management  such  as  creative 

thinking, impact group thinking and organizational performance (Sosik, Avolio, Kahai and 

Jung,  1998:  491-511).  The  results  of  transformational    leadership  in  leaders  will 

combine the value of leaders and followers both directly and indirectly  (Lussier and 

Achua, 2007: 65). Their potential  impact through organizational changes effectively. 

Morever,  the  art  of  transformational leaders  can  convince,  stimulate  and 

inspire  followers  to  have  higher  performance  outcomes  (Bass  and  Avolio,  1994:  3). 

Creative inspiration becomes part of the organizational culture (Bass and Avolio, 1994: 

48-86). The followers will feel more free with open communication during times that 

that strategy of transformational leaders drives team work towards goals  (Hellriegel 
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and Slocum, 2004: 279-280). The leaders often express to followers that sacrifice in 

the short period leads to success in the long term (Atwater and Bass, 1994; Bass and 

Avolio, 1995: 48-83).  

Six  behaviors  that  determine  the  separation  of  charismatic  leadership  with  a 

non-charismatic  leadership  are  1)  values  and  beliefs,  2)  creating  an  image  of  

competency and success, 3) connecting goals with transparency, 4) high expectation 

and  expressions in confidence to followers, 5) influencing followers  to accept target 

goals and 6) stimulating and motivating people to accomplish set goals (House, 1977: 

189-207).   

Self-concept  is  the  base  of  charismatic  leadership.  The  impact  of 

transformational  leaders  with  charismatic  leadership  theory  will  successfully  create 

vision  for  followers  with  self-concepts (Shamir,  House  and  Arthur,  1993:  577-594). 

Leader’behaviors  are  outcomes  of  the  self-concepts  and  the  development  of  values 

and beliefs  from effective transformational leadership. 

Bryman  (1993: 290) mentioned  that  leaders  with  charismatic leadership 

theories  can    increase  the  effectiveness in  individual  and  teams with  motivation 

processes  for  employee  engagement  of  sacrifice  thereby  increasing  organizational 

performance.  

The researches about transformational leadership are shown in the table 2.1. 

 

Table 2.1  The Results of Researches on Transformational Leadership 

 

        Researcher                     The Results of Researches 
 
Podsakoff,  MacKenzie 
and Bommer, 1996: 259-
298. 

 
The concepts and attitudes of leaders react to the behaviors of 
transformational leadership.  
 

 

Gornniga 
Tantikanokporn, 1996: 
abstract.   

 

The consultations, stimulation, persuasion with rationality, 
relations , exchange,  legal tactics and pressures are positively 
related to transformational leadership. 
 
 

Wandee Chukan, 1997: 
abstract. 

Transformational leadership and job satisfaction are related to 
the employee engagement 
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Table 2.1  (Continued) 

 

        Researcher                     The Results of Researches 
 
Sumalee Khunjandee, 
1998: abstract. 

 
Transformational leadership supports the power of teachers 
such as the ability in planning, intelligence , management for 
democracy, optimism, ethics and morals in working, the ability 
of  HR and task management,  good attitudes to self and works, 
behaviors as a good model and lead other opinions. 
 
 
 

Supharadee Munyeun, 
1998: abstract. 

Creating  the popularity and intellectual stimulation of 
individuals  relates to high levels of transformational 
leadership. The positive empowerment relates to 
transformational leadership. 
 

Supaporn Rodtanom, 
1999: abstract. 

Transformational leadership is positively related with to high 
levels of organizational effectiveness. 
 

Martin and Epitropaki,  
2001: 247-262. 

Transformational leadership can predict psychological 
outcomes more than transactional leadership. 

Jaranuch Suwapradub, 
2001: abstract. 

Transformational leaders use intellectual stimulation at high 
levels. 
 

MacKenzie, Podsakoff, 
and Rich, 2001: 115-134. 

Transformational leader effects employee’ performance and 
organizational behavior more than transactional leadership. 
 

Nuanjan 
Arsaipanich,  2002: 
abstract. 
 

Emotional intelligence and social support is significantly 
related to transformational leadership. 
 

Yupin Yotsri, 2002: 
abstract. 

Transformational leadership  does  not  relate to the abilities in 
negotiation. 
 

Piyaporn Punyavachira,  
2002: abstract 

The behaviors of  transformational leadership positively relate 
to the trust of followers at high levels. 
 

Siriluck Kullavanitwat, 
2002: abstract.  

The motivation to achievement, organizational climate and 
reasons of ethics  relates with transformational leadership. 
 

Bryant,  2003: 32-44.  Leaders with transformational leadership influence knowledge 
management effectively at higher levels. 
 

Quigley, 2003: 76-85.  The self-assessment and self-effectiveness of a leader is  
important for transformational leadership. 
 

 

Gershenoff, 2003:  
51-58. 

 

The context of work-environment  influences transformational 
leadership.   
 

Hataya Rattanarchot,  
2003: abstract.   

Transformational leadership is positively related to social 
skills. 

 

Kumnueng Pudpong, 
2004: abstract. 

 

Individualized consideration, creating virtues, and stimulating   
the intellect of a transformational leader can affect the learning  
adaptation as a whole picture of the organization. 

 

Sudarat Laochalad, 2004.  
 

Transformational leadership and work- environment is   
 positively related to the creativity of  team behavior. 
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Table 2.1  (Continued) 

 

        Researcher                     The Results of Researches 
 

Pranee  Meehanpong, 
2004. 

 

Transformational leadership is positively related to  
organizational behavior.  

 

Tiparat Klunsakul, 2004: 
abstract. 

 

Transformational leadership is positively related to team   
 effectiveness. 

 

Nantarat Srinoonwichearn, 
2005: abstract. 

 

Transformational leadership is positively related to the   
effectiveness of the group. 

 

Pornchan Theppitak,  
2005: abstract. 

 

The effective transformational leadership and following is  
 positively related to organizational effectiveness. 

 

Pannipa Suebsuk, 2005: 
abstract. 

 

Transformational leadership is positively related with  
 happiness  within the working team. 

 

Siriporn Khlaiythim,  
2005: abstract. 

 

The elements of transformational leadership most relate to the   
 factors of empowerment or motivation towards followers.  

 

Mccann, Langford and 
Rawlings, 2006: 21-25. 

 

Transformational leaders with a charismatic leadership theory  
 and inspirational behavior effectively mediates with    
 employee engagement within the organization. 

 

Boerner, Eisenbeiss  and 
Griesser, 2007: 15-26. 

 

Leaders with transformational leadership will enhance the   
results of follower’ performances by stimulating employee’ 
behavior creating and enhancing development. 

 

Davis, 2007: 78-103 
 

Transformational leadership in females often represent the     
mentoring from the role within family.  
 

Childers, 2009:  
130-149. 

Leaders with transformational leadership integrate behaviors 
for developing trust of followers. 

 

Whitford, Tarli  and Moss, 
2009: 810-837. 

 

Transformational leadership affects cutting rules and 
regulations.  
 
 

Wolfram and Mohr, 2009: 
260-274 

Leaders with transformational leadership will be sensitive to 
the follower’s mindset when building a good relationship 
between the leader and follower. Transformational leadership 
affects the benefits of organizational behavior. 

 

Schell Iv, 2010: 96-104.  
 

Good transformational leadership of leaders and their  
experiences influences good behavior.   

 

Cech, 2010: 63-71. 
 

The role of communication is important in the transformational  
leader when creating internal and external opportunities for the 
organization.  

 

Rahn , 2010: 107-114. 
 

A behavior of transformational leadership is leadinging the   
exchanges between leaders and members as a mediator.  
 

Colloway, 2010: 55-77.  An attribute of  transformational leadership is leading with   
emotional intelligence and developing  leader self-efficacy.  

 

Carson, 2011: 41-75. 
 

Transformational leadership is positively related to the   
results of  work performance.  
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Table 2.1  (Continued) 

 

        Researcher                     The Results of Researches 
 
 

Tafvelin, Kerstin 
and Westerberg, 2011: 
480-492. 

 
 

Transformational leadership  effects the well-being of   
employees, both directly and indirectly.  

 

Franke, Franziska  and  
Felfe, 2011: 295-316. 

Individualized consideration and idealized attributes 

influencing transformational leadership are the most important 
in predicting the tension of leaders. 

Wang, 2011: 52-73. Transformational leadership influences trust and  

satisfaction of followers.  
 

Law, 2011: 94-105.  Transformational leadership positively affects  
organizational performance. 

 
 

Tapke, 2011: 93-103.  
 

Leaders with transformational leadership will have the   
total picture in mind and express through coaching. 
 

 
 

Wang, Gang and Oh, 
2011: 223-270. 

Transformational leadership is positively related to the 
individual performance of followers.  

 
 

Connell, 2011: 78-98. The role of motivation with the transformational leader is the 
exchange between leaders and followers.  
 

 

The results of the research studies on transformational leadership present the  

influence of transformational leadership with increasing employee and organizational 

performance  positively  which  will  create satisfaction,  trust  and  organizational 

commitment of employees. 

Transformational leaders often create and change the organizational culture as  

pioneers. Tippawan Lorsuwannarat (2006: 190) mentioned that leaders who have the 

vision can stimulate members to accept the vision and engage their working habits to 

respond  to  the  vision.  They  become  influencial  models  for  their  members  in  the 

organization. Followers will have the confidence to practice and  maintain changes. 

The  important  aspects  of  transformational  leadership  are  idealized  influence, 

inspirational  motivation,  intellectual  stimulation  and  individualized  consideration 

(Waldman, 1994: 84-103). They are shown in the table  2.2.  
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Table 2.2  The Relationship Between Transformational Leadership and Leader’s 

                  Behaviors 

 
  

Transformational 
Leadership 

                          Leader’s Behaviors 
 

Reference 

 
1)  Idealized  
      Influence 

 
Be a good model to the followers with a standard of 
ethics; and make  followers respect and trust.    
 

 
Bass and Avolio,  
1994: 3. 
 

Be a good model to followers as a prototype of 
prestige in ethics which makes followers respect 
and trust leaders. 
 

Bass, 1985b:  
468-478. 

Create the inspiration through vision and assign 
challenging jobs with risk and difficulty to seek the 
trust and confidence of the followers. 
 

Bass and Riggio, 

2006: 5. 

Followers will imitate a transformational leader to 
reflect the picture of their leaders.  Leaders  will 
sacrifice the own benefits for others and transfer 
power to others, not for their own benefits but  
benefits towards  power of expertise, power of 
reference, etc.  
  

Hellriegel and 
Slocum, 2004: 
279-280. 

Idealized  Influence  has  2 types  are  (1)  idealized 
attribute  influence  and  (2)  idealized  behavior 
influence.  

Hoy and Miskel, 
2005: 397-398. 

 

Leaders  will  present  the  values,  beliefs, 
intelligence,  and  wisdom  in  working.  It  is  the 
process  of  transformation  to  the  acceptance  of 
followers.  When  people  see  their  personality,  they 
would like to respect and feel the admiration. 

 

 

Leaders with charismatic leadership theory can 
persuade and stimulate the other ’s emotions to 
follow them. Leaders will stimulate them towards  
the standard of work and  challenge  subordinates 
with goal setting.   

 

Sermsak 
Wiselaphorn,  
2003: 62-63. 
 

2) Inspirational  
    motivation 

 

Motivate and encourage people towards 
challenging work, inspire them to work as a team , 
stimulate their team spirit, enthusiasm and 
optimism to find the methods to achieve goals 
clearly and commit the organization altogether 
towards goals and vision.  
Transformational leader will present the vision of 
the future to motivate followers to take meaningful 
jobs in practice. 

 

Bass and Avolio, 
1994: 3. 
 
 
 
 

Bass, 1985b. 

 The communication with behaviors and inspiration 
with guidelines will make followers realize the 
worth and challenge in working. 

Hellriegel and 
Slocum (2004: 
278) 
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Table 2.2  (Continued) 

 

Transformational 
Leadership 

Leader’s Behaviors 
 

Reference 

 
 

 

Transformational leaders aim for the future 
goals of the organization with the participation 
of subordinates in mind. They inspire and fish 
out the ideas and effort of followers for success.  

 

 

Sermsak 
Wiselaphorn, 
2003: 2547: 64. 

 

The followers feel enriched and committed to 
their leaders not being concerned with the 
empowerment of the leaders.  

 

Mccann, 
Langford and 
Rawlings, 
2006:  21-25. 

 

Transformational leaders will encourage and 
stimulate the followers into special roles.  

 

Jung and Avolio, 
1998: 29-66. 

 

3) Intellectual 
stimulation 
 

 
 

Transformational leaders stimulate the efforts of 
followers towards innovations and creative 
problem solving. The concepts of followers can 
prove different from the concepts of leaders.  
 

They encourage them to analyze and solve 
problems with actively yet cautiously.   

 

Bass and 
Avolio,1994: 3. 
 
 
 

Sermsak 
Wiselaphorn,  
1997. 

 
 

Transformational leaders encourage followers to 
seek new ways in problem solving, working 
with challenges and increasing  job satisfaction. 

 

Bass, 1999: 
 9-32. 

 
 

Transformational leaders stimulate their 
followers with creative questions and  
consideration to the needs of followers with 
two-way communication.  

 

Avolio, Bass and 
Jung (1999; 
Mancheno-
Smoak, Endres, 
Polak and 
Athanasaw, 
2009: 9). 

 
 

Transformational leadership can affect the 
followers and increase their capabilities;both 
quantitative and qualitative work efficiency, 
goal setting, etc.

 

MacKenzie, 
Podsakoff and 
Rich (2001: 115-
134). 

 
  

 
 

Transformational  leaders  are  often  creators  and 
teachers for new leaders. They will advocate the 
creativity  and  innovation  of  followers  by 
allowing  them  to  have  freedom  to  solve 
problems. 

 

Bass and Riggio, 
2006: 133-152. 
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Table 2.2  (Continued) 

 

Transformational 
Leadership 

Leader’s Behaviors 
 

    Reference 

 
 

 

Transformational  leaders  often  offer  hypothetical 
questions to unveil new ideas in different situations 
with  perspectives  from  followers.  They  will  not 
criticize  or  blame  subordinates  but  will  consider 
what  are  the  problems.  The  risks  and  aims  for 
successful development are necessary in long-term 
outlooks of organizations.    
 

 

 

Hellriegel and 
Slocum, 2004: 
279. 

 Transformational leaders support the needs of 
followers. 
 

Bass, 1985b: 
468-478. 

 The transformational leader will be a coach  or  
a mentor. They will accept the difference of 
individuals with two way communication and 
manage by walking around subordinates for care 
and consideration. 
 

Bass and Avolio, 
1994: 3-4). 

4) Individualized 

Consideration 

The transformational leader focuses on the  
relationship between subordinates in a group and 
mentors followers who require self-development 
giving advice. It depends on the desires, interests 
and abilities of followers. 

Sermsak 
Wiselaphorn, 
2003: 65-66). 

 The  subordinates who work well will be praised.  
The working weaknesses are pointed out and the  
team exchanges ideas with more learning from 
experiences and will develop leadership skills from 
each other. 

 

 The leadership of the transformational  leader will 
focus on the goals. They will  use  managing by 
walking around to informally visit subordinates 
creating  a feeling of commitment. 

 

 
 

Transformational leaders will have good listening 
skills, empowerment decision-making, follow-up 
support and advice and assessment of progress of 
subordinates.  

 

Hellriegel and 
Slocum, 2004: 
281. 

 

 

 

Transformational leaders support their followers to 
develop their potentials by individuals.  
 

 

Bass and Riggio, 
2006: 133-152. 
 

 

The  dimensions  of  transformational  leadership  are  idealized  influence, 

inspirational  motivation,  intellectual  stimulation  and  individualized  consideration 

(Bass and Riggio, 2006: 133-152). There are  high levels of relationship among each 

aspect  of  transformational  leadership  (Lowe,  Kroeck  and  Sivasabramaniam,  1996: 

385-425).   
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2.1.1  Indicators of Transformational Leadership in Leaders 
According  to  the  table  2.2,  the  aspects of  transformational  leadership  are 

mentioned showing the indicators of transformational leadership including  idealized 

influence,  inspirational  motivation,  intellectual  stimulation  and  individualized 

consideration (Waldman, 1994: 84-103). In this research, the five indicators that are 

idealized  attribute  influence,  idealized  behavior  influence,  inspirational  motivation, 

intellectual    stimulation  and  individualized    consideration  are  used  to  conform  to  

Multi-factors Leadership Questionnaire (MLQ x 5 short)  in  2.1.2. 

 

2.1.2  The Measurement of Transformational Leadership  

Multi-factors Leadership Questionnaire (MLQ): MLQ is the most popular and 

most often used with the principle of factor analysis. It is called  MLQ x 5short for 

idealized  attribute  influence,  idealized  behavior  influence,  inspirational  motivation, 

intellectual stimulation and individualized consideration (Bass and Avolio, 1995).  

Bycio, Hackett and Allen (1995: 468-478) compares the factorial structure of 

5  factors  model  which  tests  the  structure in  management  and  contingencies  of  the 

organization. 

 

2.2  Influence of  Leader Self-Efficacy to Transformational Leadership  

 

Abilities  and  attributes  of  leader’s  effect  on  leader’s  behaviors  (Gibson, 

Ivancevich  and  Donnelly,  1997:  273).  The new  transformational  leaders  often 

implement new  hypotheses  and formations to solve critical problems for change in 

management  (Schien,  1997:  323),  which  will show  transformational  leadership in 

their  roles  (Wang,  2011:  Abstract) Therefore,  leader  self-efficacy is  related  with 

transformational leadership.  

Leader  self-efficacy  is  the  belief  of  a  person  and  expression  of  specific 

behaviors  in  the    workplace   (Bandura, 1977:  191-215).  There  is  a sense  of  self- 

efficiency  as  the  power  of  enthusiasm, dedication  and  commitment  in  actions 

responds to purpose of  the  organization  in effective operations  (Blanchard, Carlos 

and Randolph 1996: 20).  

           The  abilities  in  listening  and  improving  work  performance  should  be  the 

characteristics of transformational leaders changing regularly and building the trust of 
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followers  (Rahn,  2010:  107-114)  because   transformational  leaders  expect  the 

satisfaction from followers (Avolio, 1999: 29-66).  

           Transformational leaders  can integrate the values between a leader’s attitude 

and the role of the leader (Role Perceptions) to create proper learning and operations 

relating  with  developing  continual  leader  self-efficacy  to  the  followers  and  the 

organization (Podsakoff, MacKenzie and Bommer, 1996: 259-298). Their beliefs and 

goals in self-improvement of leaders are important to influence team efficacy , work 

performance, response to team goals and stimulate team actions with process transfer 

(Quigley, 2003: 76-85).  

            Leader  self-efficacy  can  impact  not  only  performance outcomes  of  the 

subordinates but  also influence the follower’s goals (Schunk and Zimmerman, 2007: 

151).  It  stimulates  to  determine  works  and  goals  for  the  organization.  Moreover,  it 

impacts  the  motivation  in  creating  performance  outcomes  of  followers  to  get  new 

results for the desired changes (Hatsfield, 2003: 69-80). 

           Nevertheless,  the  goal  of  developing  leader  self-efficacy  relates  to  followers 

significantly    (Carson,  2011:  41-75).  It  can predict  the  individual’s  behaviors  in  the 

future (Bandura, 1997: 11-12).  

           Transformational  leaders  will  present  their  leader  self-efficacies  by 

communication  for    positive    changes  to individuals,  groups  and  organizations  

(Gooty, Gavin, Johnson, Frazier  and  Bradley, 2009: 353-367).  Leader self-efficacy 

is  expressed  in  the  communication  role  with  positive  attitudes,  visions  and  

inspirational stimulation  to  followers to have long term confidence and commitment 

(Sosik, Avolio, Kahai and Jung, 1998: 491-511). 

           The research of Lussier and Achua (2007: 172) mentioned that the competency 

in communication relates with the leader’s behaviors.  Communication can stimulate 

the  follower’s  awareness  and  attract  the attention  of  the  group  and  organization 

(Yammarino, 1994: 26-47). It seems that communication is necessary for leader self-

efficacy. 

           The abilities in coaching and mentoring of leaders are necessary in leader self-

efficacy for  good  transformational leaders because coaching and mentoring can 

teach    followers    to  maximize  their  potentials  for  progress  and  success  (Bass  and 

Avolio,  1994:  3-4).  Leader  self-efficacy  affects  the  potential  and  performance  of 
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followers.  The  relationship  between  job  satisfaction  and  commitment  is  created  

(Tapke, 2011: 93-103) to enhance the value in outcomes for the organization both in 

knowledge and performance. It creates a comparative advantage in sustainably.  

Team members can participate in sharing and transferring their knowledge and 

experiences formally and informally (Nonaka, 1994: 14-37). Knowledge management 

can be an instrument for leader self-efficacy in creating a database and generating the 

new methods for better outcomes.   

Luthans and Peterson (2002) found that leader self-efficacy positively impacts 

the organization such as when creating  an environment of achivement. 

 

Table 2.3  Influence of Leader Self-Efficacy  to Transformational Leadership  

  
 

                 Researcher                                                                                                                        The Results of Research Studies 
 

 

Mase, 2001:  
54-75. 

 

 

Leader self-efficacy can allow followers who have low 
performance grow towards better performance. 

 

McCormick, 2001: 23-33. 
 

Leader self-efficacy is essential to lead followers to 
organizational commitment. 

 

Hatsfield, 2003:  
69-83.  

 

Emotional intelligence is strongly related to leader self-
efficacy in transformational leaders. 

 

Hannah, Avolio, Luthans 
and Harms, 2008: 669-
692. 

 

Leaders who have the abilities in self-tuning will have 
positive thinking and good performances that identify  
leader self efficacy at good levels. 

 

Rawls, 2008:  
107-136. 

 

Persons who have the experiences of  having mentors in the 
past can predict  that  they will be good  professional 
consultants and have better commitment than their leader 
self-efficacy.  

 

Versland, 2009: 102-204.  
 

Leaders with idealized influence can stimulate and motivate   
behaviors of followers to their desires with persuasion and 
learning.  Followers can watch and listen to their leaders as a 
primary source in developing their personal-efficacy.  

 

Kelvin, 2009:  
57-75. 

 

Leader self-efficacy and leadership impacts the achievement 

of followers. 
 

Woodgate, 2011: 42-45.  
 

High task self-efficacy relates with self-regulation.   
 

Bank, 2012:  48-81.  
 

Leader self-efficacy relates to leadership by having more 

dedication in working.  
  

 

The  results  of  the  research   found  that  leader  self-efficacy    relates  with  

transformational leadership in various roles of transformational leaders. Leaders who 
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have higher leader self-efficacy will perform better than in the roles of leaders. Leader 

self-efficacy can promote the follower’s performance outcomes and achievement.   

 

2.2.1  Indicators of Leader Self-Efficacy   

Leader self-efficacy is divided into 3 levels as follows:  

2.2.1.1 Personal-Efficacy  means  the  attention  to  achieve  the  goals  by 
individuals with the power of faith and attempts for success although with difficulty 

and  challenge  in  the  competition.  Personal-Efficacy  is  the  first  level  of  leader-self-

efficacy.  

2.2.1.2 Leader-Efficacy  means power  of  faith  and  attempts  to 

effectively express team action for better performance and to achieve goals. Leader-

Efficacy is the level 2 of leader-self-efficacy.  

2.2.1.3 Outcome-Expectancy  means the  expectation  for  the  outcomes 
of  goals.  There  are  many  ways  to  get  effective  performance  outcomes.  Outcome-

Expectancy is the level 3 of leader-self-efficacy. 

 

2.2.2  The Measurement of Leader Self-Efficacy   

The design for the measurement of leader self-efficacy is used in specific and 

general  tasks.  It  is  called  the  Kuder  Task  Self-Efficacy  Scale  (Lucas,  Wanberg  and 

Zytowski, 1997: 432-459) as follows: 

The  measurement  of  leader  self-efficacy  for  occupational  tasks  such  as  

Phillips and Gully (1997) designed the measurement of self-efficacy for the specific 

context in education. 

The    measurement    of    leader    self-efficacy    for    general    tasks  is  such    as 

Sherer,  Maddux,  Mercandante,  Prentice-Dunn,  Jacobs  and  Rogers  (1982:  671) 

designed  the  general  model  of  measurement  of  self-efficacy,  commonly  called  the 

Self-Efficacy  Scale  (SGSE).  The  measurement  of  the  Self-Efficacy  is  a  popular 

general measurement (Chen, Gully and Eden, 2001: 62-83). 

The general model of measurement of self-efficacy is often used as a tool for 

medical research and developing personality research. It is used in studying the Self-

Efficacy Scale (SGSE). Its structure has a variety of factors based on the concept of 

general abilities. It is creatively developed to be the New General Self-Efficacy Scale 

(NGSE)  measuring a single dimension of general self-efficacy. 
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NGSE  are  generally  used  to  explain  the  motivation  and  operations  in 

organizations  (Chen  et  al.,  2001:  79).  It  is  used  to  measure  leader  self-efficacy  of 

leaders. 

Chen and  Bliese (2002: 549-556) mentioned  that the difference of leadership 

in  different  roles  can  predict  leader  self-efficacy  by  using  the  basic  conceptual 

questions  including  Personal-Efficacy,  Leader-Efficacy  and    Outcome-Expectancy 

(Bandura,  1993:  117-148)  to  measure  the  concepts  about  intellectual,  physical  and 

social efforts.  

 

2.3   Influence of Emotional Intelligence to Transformational Leadership    

        

Emotion  is    an    important    feature    of    leaders    that   affect    their    actions 

(Gibson,  Ivancevich  and  Donnelly,  1997:  273).  Emotion  significantly  influences 

behaviors in the workplace. The experiences of emotion both inside and outside of the 

workplace  will  create  happiness,  excitement,  sorrow,  anxiety,  anger,  etc.  that  can 

impact work performance (Wright and Taylor, 1994: 124). 

Leaders  need  to  learn  the  skills  of emotional  intelligence  because  of  its 

benefits. Emotional intelligence can motivate others effectively. (Cooper and Sawaf, 

1997: 15) Leaders can have good self-control of their emotions in responding socially 

with  emotional  intelligence  because  they  learn  how  to  use  information  through 

thoughts and actions of people (Mayer and Salovey,1997: 189). 

Fletcher  and  Baldry  (1999:  149-193)  found  that  persons  who  clear  the 

competency  of  emotions  will    enhance  their  work  performance  in    the  organization. 

Their emotional intelligence will lead to effective changes in the organization.    

Emotional  intelligence  relates  to  the  style  of  awareness  to  specific  goals  of  

day-to-day life (Martinez-Pons, 1997: 3-13).  Persons who have the maturity can use 

emotional  intelligence  meaningfully (Harmon,  2000:  43-51).  Persons  with  high 

emotional  intelligence  will  have  better  work  performance  than  persons  with  low 

emotional  intelligence.  It  means  that  emotional  intelligence  relates  with  work 

performance (Joseph, 2007a: 44-45).  

All  actions  of  leaders  will  indicate  their  emotional  intelligence  as  their 

behaviors that affect the success of the future leaders (Goleman, Boyatzis and Mckee, 
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2002:  6).  Leaders  need  to  learn  a  variety  of  self-awareness  to  effectively  use  the 

benefits of emotional intelligence (Cooper and Sawaf, 1997: 15).  

A  research  of  Cherniss  and  Goleman  (2001:  175-177)  mentioned  that 

emotional intelligence of leaders is associated with the potentials and progress of the 

organization. They are related with the percentage of organizational success. It means 

that leaders with emotional intelligence can give good directions and make changes to 

followers.  Transformational  leadership  will  be  implementing  effectively  through 

emotional intelligence (Sivanathan and Fekken, 2002: 198-204). 

Emotional  intelligence  can  create  good  environments  and  enhance  the  

motivations  of  others  as  well  (Kreitner and  Kinicki,  1999:  227).    It  shows  that 

emotional  intelligence  influences  through transformational  leadership  to  enhance 

organizational behavior.  

According to transformational leaders influence trust, respect and commitment from 

their followers (Gopinath and Becker, 2000: 63-83), means that leaders have received 

the emotional rewards from their followers (Carlson and Perrewe, 1995: 829). Unless 

leaders  take  care  of  using  their  emotions, it  will  deminish  the  trust  between  leaders 

and  followers.  They  will  destroy  the  leadership  to  followers  and  organization 

(MacKenzie, Podsakoff and Rich, 2001: 115-134). Transformational leaders with low 

emotional  intelligence  will face  the  challenges  and  risks  by  individuals  at  higher 

levels (Karl, 2000: 33-34).  

Therefore leaders should be careful of their self-emotional control because the 

emotions can impact both positively and negatively (Bass, 1999).   

The expression of self-confidence and confidence to followers is a technique 

of emotional intelligence that can highly enhance the potential (Barnett, McCormick 

and  Conners,  2001:  24-37)  and  lead  to  changes  of  the  individual  operations  in  the 

organization. The research of  Mereidith (2007)  found that leaders who have  higher 

emotional intelligence can implement transformational leadership better than leaders 

who  have  lower  emotional  intelligence.  As  similar, the  research  of  Saxe  (2011:  90-

148) found that transformational leaders with higher emotional intelligence will have 

greater  positive  performance  outcomes  than    transformational  leaders  with  lower 

emotional intelligence. 



27 

The negative stimulation for emotions such as anxiety, stress, etc. can impact 

leaders.    Leaders  should    learn    to  observe  the  situations  and  prevent  the  negative 

stimulations as a technique of emotional intelligence  (Krashen, 1982: 10-32). 

Moreover,  emotional  competencies  and  emotional  awareness  impacts  the 

transformational leadership of leaders (Goleman, 1995: 43), for instance, leaders who 

humbly  to  serve  people  will  have  better  emotional  competencies  and  emotional 

awareness. 

The  research  studies  about  emotional  intelligence  that  influences  to 

transformational  leadership  is  presented  in  table 2.4.     

 

Table 2.4  Influence of  Emotional Intelligence to Transformational Leadership   

 
 

   Researchers                                The Results of Research Studies 

 
Prapapun 
Koonboonchan,  2002: 
abstract. 

 
The emotional intelligence is developed into three aspects that 
are self-awareness and self management, social awareness and 
relationship management. Three aspects of emotional 
intelligence are positively related to the four aspects of 
transformational leadership including idealized influence, 
inspirational motivation, intellectual stimulation, and 
individualized consideration. 

 

Brown, 2005: 122.   
 

Emotional intelligence of leaders relates to the behaviors of 
employees  because they receive the motivation from leaders to 
impact change.  
 

Mereidith, 2007:  
117-144. 

Leaders who have highemotional intelligence will implement
transformational leadership better than  leaders who have low 
emotional intelligence. 

 

Niculescu-Michai, 2007:   
91-103. 

 

Leaders who understand the concept of emotional intelligence 
will affect the leadership and change management effectively. 

   
 

 

Reyes-Dminguez, 2008: 
152-164.   

 

The core composition of  emotional intelligence is comfort, 
sympathy and decisions that affect their leadership. 

 

Shields, 2008: 163-192. 
 

Self-awareness and social awareness of emotional intelligence  
makes  a continual process of the growth of learning. It can  
expand  abilities to get desired results and expected goal 
responses. 

Sandvig, 2008:  75-77.  Emotional intelligence of leaders by individuals  positively and 
significantly relates to the intimacy with their teams. 
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Table 2.4  (Continued) 

  

   Researchers                                 The Results of Research Studies 

Hatfield, 2009:  94-98.  Emotional competencies positively and significantly relate to 
leadership skills that  are strong enough to become predictors. 

 

Bramlage, 2009: 64-
78. 

 

Emotional intelligence relates to organizational behavior.    
Managers who can perceive the emotional intelligence of 
employees are beneficial in recruitment and in selection of 
employees who have tendencies to work for long periods with 
sustainable performance of their positions. This  affects 
transformational leadership of managers.  

 

Harris, 2009: 81-86. 
 

The emotional intelligence of sale representatives relates to the 
successful sales performance. 
 

Fernandez, 2011:  
76-117.  
 

Emotional intelligence relates to the results that impacts the 
success of followers.   

Kirkland, 2011:  
114-129. 

Emotional intelligence can  predict emotional  competencies 
and transformational leadership. 
 

 

The  results  of  research  studies  on emotional  intelligence  relates  to  

transformational   leadership   especially  emotional  intelligence  can  increase  the  

performances  of  employees.  Transformational  leaders  with  high  emotional 

intelligence will better impact the followers more than transformational leaders with 

low emotional intelligence. 

Consequently,  leaders  who  want  achievement  should  have  high  emotional 

intelligence (Cooper and Sawaf, 1997: 15-16). Good transformational leaders should  

build  the  confidence  in  the  status  quo  of  subordinates  by  individuals  (Gardner  and 

Stough, 2002: 68-78). 

 

2.3.1  The Measurement of Emotional Intelligence 

Work  performance    can    measure    emotional  intelligence  of  leaders    with 

observing  their  self-awareness,  self-management,  social  awareness  and  relationship 

management (Goleman, Boyatzis and Mckee, 2002: 6) as follows:  

2.3.1.1   Self-Awareness and Self-Management 

Self-Awareness  means  perceiving  self-emotions,  self-feeling  in  time, 

realizing the goodness, desires, strength, weakness, potentials and perceptions. 
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Self-management  means  the  abilities  in  self-control,  consciousness, 

trust,  initiative  thinking,  self-tuning  and  being  achievement-oriented  (Weerawat 

Pannitamai, 2008: 6-10).   

The  measurement  of  self-awareness  and  self-management  is 

achievement-orientation,  adaptability,  self  emotional-control,  initiative  thinking, 

optimism, and transparency (Goleman, Boyatzis and Mckee, 2002: 5-6).    

2.3.1.2   Social-Awareness 

Social-Awareness means the response of knowledge about persons and 

situations  in  the  organization  and  society.  The  indicators  of  social-awareness  are  

sympathy, organizational  awareness  and  social  orientation  (Goleman,  Boyatzis  and 

Mckee,  2002:  5-6).  Social  awareness  of emotional  intelligence  influences  through 

transformational leadership in the ethics of employees (Mereidith, 2007: 143). Social 

awareness is very important especially sympathy.  Likewise, Goleman (1998b: 25-41) 

stated that compassion is the social radar. It is the ability to understand the emotions 

of  others  (McMullen,  2003:  18-20).   Understanding  the  emotions  of  others  will  

create good  coordination  or liaising (Harrison, 1997: 4).  

2.3.1.3   Relationship Management 

Relationship Management means social skills that show leadership such 

as  developing  others,  creating  changes,  conflict  management, team  building  and 

persuasion  by  through  communication (Weerawat  Pannitamai,  2008:  10). The 

indicators of relationship management include change catalyst, conflict management, 

developing  others,  influence,  inspirational  leadership,  teamwork  and  collaboration 

(Goleman, Boyatzis and Mckee, 2002:5-6). 

The  research  of  Franke,  Franziska    and    Felfe  (2011:  295-316)  found 

that inspirational  motivation  of  transformational  leadership  creates  the  idealized 

behavioral  influence  of  followers  along  with  emotional  intelligence  towards 

cooperation and engaging the commitment of employees. 

Emotional  competencies  can  be evaluated  360  degrees.  These 

competencies include self-awareness (self-assessment, own emotional awareness, self-

confidence, social  awareness (compassion,  organizational  awareness,  emphasizing  on 

service, self-management,  self  emotional-control,  consciousness,  trust,  initiative 

thinking,  adaptability,  achievement-oriented),  social  skills  (developing  others, 
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inspirational  leadership,  persuasion,  communication,  creating  changes,  conflict 

management, creating commitment and team building work) (Weerawat Pannitamai, 

2008: 10). 

 

2.3.2  The Measurement of Emotional Intelligence 

Emotional   competencies   can   be   used   with   the  questionnaires  of Emotional  

Competence Inventory  in  table   2.5  to  measure the emotional intelligence  (Cherniss 

and  Goleman,  2001:  170-171).  Self-awareness  and self-management,  social    awareness 

and  relationship management will be measured for emotional intelligence.  

   

Table 2.5  Emotional Competence Inventory 

  
 

 

Self-Awareness  

& Self-Management 
 

 

Social Awareness 
   
Relationship management 

 

Achievement orientation 

 

Sympathy 

 

Change catalyst 

Adaptability  Organizational awareness Conflict management 

 Self emotional-control Social orientation Developing others 

Initiative thinking  Influence 

Optimism  Inspirational leadership 

Transparency  Teamwork and collaboration 

 

 

Source:  Cherniss and Goleman, 2001: 170-171.   
 
     

Emotional Competence Inventory is presented as the attributes and behaviors 

of good emotional competencies as follows:  

1) Self-awareness  and  self-management includes achievement orientation, 

adaptability, emotional self-control, initiative, optimism and transparency.    

2)   Social-awareness includes sympathy, organizational awareness and 

social orientation.   

3)  Relationship  management includes  change  catalyst,  conflict 

management,  conflict  management,  developing  others,  influence,  inspirational 

leadership, teamwork and collaboration. 
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Emotional intelligence can be measured from behaviors in areas such as self-

awareness, self-management, social awareness and relationship management that are  

the key quailifications (Goleman, Boyatzis and Mckee, 2002: 6) The questionnaires to 

measure emotional intelligence are the Emotional and Social Competency Inventory: 

ESCI (Saxe, 2011: 90-148). 

 

2.4  Influence of  Sense of Humor on Transformational Leadership 

 

The state of mind of leaders is very important. Power of minds can impact the 

actions of leaders (Gibson, Ivancevich and Donnelly, 1997: 273). The stress can effect 

on  the  mind  and  health  of  leaders.  Power  of  stress  can  produce  aggressiveness, 

negative  communication,  anger,  aging,  etc.  Followers  may  be  discouraged  and  fail 

with  under  the  actions  of  leaders.  Finally,  they  may  resign  because  of  bad  work 

atmosphere and the pressures from their leaders. 

A  research  of Pharadee  Bootsaksri  (1996)  mentioned  that  direct  supervisors 

impact  the  job  satisfaction  of  followers.  The  stress  of  leaders  can  decrease  a 

follower’s performance. It leads to why the organization cannot keep the employees 

for long time.   

In the modern workplace, emotional intelligence and sense of humor is applied 

for results  based on  the  satisfaction  and  desires  of  employees,  managers  and  leaders 

(Teehan, 2006: 17).  Humor use benefits many organizations. 

Sense of Humor (SOH) is producing the abilities in creating strange ideas. It 

creates a  funny period to achieve social goals (Thorson and Powell, 1991: 1993). 

The  duties  of  humor  are  to  produce  pleasure  and  relaxation,  improve  health,  reduce 

egotism and manage status (Nilsen, 1993: 293). 

The  voice  of  laughter  can  lower  blood  pressure,  increase  blood  circultation, 

reduce  muscle’  tension  and  enhance  the  immune  system.  Sense  of  humor  nourishes 

the  mind,  creates  flexibilities,  prevent  dangerous  emotions  and  creates  better 

solutions.  Sharing  a  sense  of  humor  creates  changes  and  maintains  teamwork 

(Morreall, 2005). 

Formerly, sense of humor was not accepted in the physical and psychological 

management  process  (Goodman,  1995:  152).  But  there  is  a  lot  of  negativity  from  
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stress  and  tensions.  The  statistics  show  that  52%  of  American  executives  were  sick 

and  died  from  stress  and  tension  (Morreall,  1994:  24-29).  It  is  shown  that  cells  of 

bodies  may  die  because  of  the  tensions  of  the  body  and  mind.  On  the  contrary, 

laughter and relaxation can stimulate cell bodies for new life. 

Humor  can  reduce  the  stress  and  tensions  of  followers  from  warnings, 

evaluations,  and  criticism  from  leaders.  It   can    convert  leaders  to  relax.    Mesmer 

stated that only the recognition of humor can reduce the stress and fatigues of leaders 

(Mesmer, 2000: 96-137). Leaders can use humor for adaptability (Nilsen, 1993: 293). 

It supports the leader’s behaviors (Bateman, 2006: 85-94). 

A research of Sala (2000: 233-256) found that humor uses of executives affect 

their leadership. It is used to motivate followers for goal achievement and control the 

feelings  of  fear,  anxiety,  anger  and  sorrow.  A  personal  competency  is  created  in 

facing problems effectively. 

A  survey  research by Robert  Half  International  Inc.  found  that  leaders  who 

have a sense of humor will have the potentials to adapt working with others and have 

good crisis management skills (Messmer, 1995: 131). 

Sense of humor is accepted to be meaningful in social values and creativity. It 

is found that the relationship between sense of humor and health can decrease tension 

and lead to good health (Martin and Lefcourt, 1983). The relationship between sense 

of  humor  and  personalities  such  as  positive  thinking,  emotional  intelligence,  etc. 

impacts decision-making at higher levels (Ruch, 1998: 145) It can use  to reduce the 

difference of  social status significantly (Eagly and Johnson, 1990: 233-256).  Humor 

can support transformational leadership and the social adaptability (Graham, Papa and 

Brooks, 1992: 161-183). 

In  Philippians  4:4  of  the  Bible  states  that  rejoice  in  the  Lord  all  the  time. 

(Thailand  Bible Society, 1971: 311). Laughing and delight to others is a process of 

good health and positive thinking for effective changes.  

Sense    of      humor    can    be      the    mechanism    for    positive    attitudes      in 

communication  (Sosik,  Avolio,  Kahai  and Jung,  1998:  491-511).  It  can  be  used  to 

develop  the  interpersonal  relationships  well,  when  laughter  is  shared.  People  will 

accept the weakness and the particularities of each other. Humor has two dimensions 

1) the ability to understand, reach and enjoy with  humorous messages or events with 
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inconsistencies 2) the ability to create humor with humorous messages or events with  

inconsistencies and communicate  them  to others (Ziv, 1984: 8).  

Humor  uses  can  awake  trainees,  support  teaching,  create  longer  memory  in 

learning, support social stability and social changes (Nilsen, 1993: 293). Humor can 

increase  social  driving  forces(Teehan,  2006:  17). When  humor  and  stress  is 

metabolized,  new  ideas  are  produced.  Leaders  who  understand  sense  of  humor  will 

properly influence the benefits and decision-making  in  management(Teehan, 2006: 

17). 

The executives in Kelleher of Southwest Airlines accept the values and humor 

uses.  They  focus  on  creating  the  organizational  culture  with  amusement  (Ryback, 

1998:  1).  It  is  similar  to  the  organizational  culture  of  IRPC Co.,Ltd.  (of  the  PTT 

group)  in  which  the  CEO  focuses  on  the  importance  of  happiness  in  the  workplace. 

The concept is that when the thoughts of employees enter into new thinking, it will 

change employee and organization performance (Krungthep Dhurakit, 2011).  

But  a  survey  research  in  500  organizations  found  that  sense  of  humor can 

make a leader either win or lose (Roth, 2002: 351-356). It shows that humor should be 

used  in  the  right  time  and  the  right  place.  Humor  always  comes  with    the  laughter 

(Wickberg, 1998: 272-279). 

Additionally,  leaders  often  use  humor on  impact  crowds,  especially  in  

positions of change and with middle managers in the organization (Katzenbach, 1996: 

148-163).   

The  understanding  of  the  relationship between  emotional  intelligence  and 

sense of humor will properly affect decision-making and allow for more benefits. The 

review  of  research  studies  on  sense  of humor that  influence  to  transformational 

leadership is shown in Table 2.6. 
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    Table 2.6   Influence of  Sense of Humor on Transformational Leadership 

  
 

 Researchers                                          The Results of Research Studies 
 
Sala, 2000: 
233-256. 

 
The executives who use sense of humor will be more successful than 

those who do not use humor  affecting the organizational management. 
 

Teehan, 2006: 
101-108. 

 

There is a significance of relationship between sense of humor and 
emotional intelligence. 
The relationship between sense of humor and job satisfaction is 
significant.  Job satisfaction will enhance changes in working. 

 

Bateman, 
2006: 85-94.  

 

Sense of humor can support various behaviors of leaders. 

 

Hoffman, 
2007: 55-77. 

 

There is a positive relationship between sense of humor and  
transformational  leadership.  Humor can manage conflicts. 
 

Okhuizen-
Stier, 2008: 
58-63. 

Sense of humor can solve problems aboutstress and reduce anxiety. It 
supports  personal competency.  

 

Evans-
Palmers, 
2009: 116-
131. 

 

There is a strong correlation between humor uses for social goals and 
self-efficiencies to strategies in teaching. 
 
 

Blevens, 
2010: 64-90. 

Sense of humor  can  heal andtreat minds of people. The relationship
between humor and the effectiveness of  consulting people is a role of 
the transformational leader. Humor can create the attributes of leaders. 
 

Fernandez, 
2011: 76-117.  

Sense of humor  affects the changes of followers.

 
 

 

The  results  of  research  studies  on  sense  of  humor  is  that  it  influences 

transformational leadership creating effectiveness of the organizational management. 

Sense of humor can reduce the stress and  fatigue. It supports the positive relations in 

operations,  creates  job  satisfaction,  increases  work  performance  and  eradicates 

conflicts.  Sense  of  humor  assists  leaders to  pass  crisis  and  boost  self-capacity  to 

maximize the effective performance for success. 

 

2.4.1  Humor Theory with Transformational Leadership  
Humor    theory  is  derived    from    the   root  of  three  theories  in  the  study  of  

humor  and  anthropology  in  the workplace including superiority theory, incongruity 

theory and surprise or relief theory.  These theories are  the foundation in the study of 

humor and laughter. 
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The  philosophers  associated  to  humor theory  are  Aristotle,  Thomas  Hobbs, 

Rene  Descartes,  Francis  Hutcheson,  Immanuel  Kant,  Arthur  Schopenhauer,  Soren 

Kierkegrad,  Herbert  Spencer,  Sigmund  Freud  and  Henri  Bergson  (Morreall,  1987).  

The concepts of three theories are follows.  

2.4.1.1 Superiority  Theory  :  This  theory  explains  that  laughter  of 

leaders is expressed as a meaning that leaders are superior to other people (Goldstein 

and McGhee, 1972: 5-13; Morreall, 1997: 24). 

2.4.1.2   Incongruity Theory:  This theory intellectually explains what  is 

unexpected and unreasoned. Kant (1790) and Schopenhauer (1819: 394-395) are the 

originators  of  this  theory.  Kant  said that  the  inconsistency  will  cause  body  panic 

because  of  comedy.  And  Schopenhauer  mentioned  that  the  inconsistency  is  the 

response between sense of knowledge and  intellect or the response between emotions 

and short knowledge. They will have sense of humor in their minds (Morreall, 1987: 

10-18).  

As Glenn (2003:19) suggests, laughter is caused by the mismatching of 

experiences    between  what  will  happen,  what  should  happen  and  what  actually 

happened in order that inconsistency is the process of cognitive appraisal theory and 

extension  into  incongruity  theory  to propose  the  creative  activities  to  stimulate 

physical  or  emotion  that  leads  to  inconsistency  (Duncan,  Smeltzer  and  Leap,  1990: 

255-270). 
 

2.4.1.3   Surprise  or  Relief  Theory:  This  theory  explains  that  laughter  

occurs  by  the  dimensions  of  physical  and  psychological  that  allows  the  nervous 

energy and tensions to release through humor. 

Herbert  Spencer  and  Sigmund  Freud  had  developed  this theory in 

the late of 18th with the ideas of science and philosophy.  Herbert Spencer said  that 

laughing is the hydraulic energy of nerves and needs to be liberated  (Morreall, 1987: 

10-18).  Likewise, Sigmund  Freud  said  that  nervous  energy  or  spiritual energy or 

sexual energy or sexual sensation is stored like a safety valve or valves to close and 

open to any ideas. It is a taboo as likely as a dream. 

 

2.4.2  Indicators of  Humor with Transformational Leadership 
Sense of humor can be measured from humor attitude, humor coping, humor 

creation  and  social  humor (Abel,  1998:  267-276).  As  likely  as  Thorson  and  Powell 
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(1991:  691-702)  stated,  humor  development has  steps  from  step  1,  adaptive  humor 

that  is  a  mechanism  of    humor  on  solve a  difficult  problem,  step  2,  appreciation  of 

humor that is a sensation of content in humor and understand easily, step 3, attitudes 

toward  humor  that  is  likely  to  listen  and  remember  comedy  issues,  step  4,  humor 

production  that is creating a sense of humor to indicate something funny, creative and 

relevant  in  the  circumstances  that  make  others  enjoy  in  situation,  and  lastly,  step  5 

humor uses for social goals that is the ability to use humor as a lubricant such as to 

reduce social tension, force social norms and strengthen the group. 

Hence,  this  research  study  about  sense  of  humor  applies  the  concept    of 

Thorson and Powell (1991) to use the indicators as follows: 

2.4.2.1   Appreciation  of  humor:  The  understanding  of  people  or 

situations to relax stress.   

2.4.2.2   Attitudes  toward  humor:  The  thoughts  of  humor  such  as  the 

memories about humor.  

2.4.2.3   Humor    production:  Creative  humors  of  amusement  and 

building the relationship with people’s individual situations. 

2.4.2.4   Humor  uses  for  social  goals:  Using    humor    to  decrease  the 

stress of society, building power to push the social norms and strengthening in group.    

 

2.4.3  The Instrument to Measure Sense of Humor in Leaders  

The  instrument  to  measure  sense  of  humor  in  leaders  is  called  the 

measurement  of  SOH  :  (MSOH)  measures appreciation  of  humor,  attitudes  toward 

humor,  humor production  and humor use for social goals.    

 

2.5  History of the Award and Criterion of SOE Awards   

 

The social challenges that change quickly impact all organizations.  According  

to   the stakeholder’s  satisfaction, cost  reduction  and  organizational development, 

identifies the organizational success for competitive advantages.  

 Awards  are  meaningful  determinations for  organizations.  The  first  award  is 

originated in the United States and develop to the other nations as follows: 
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2.5.1  Malcolm Baldrige National Quality Award (MBNQA):  

Malcolm Baldrige National Quality Award is the national quality prize of the 

United States. The main proposes was set up as follows:  

2.5.1.1   To stimulate the organizations in the United States for quality 

and productivity improvement for competitive advantages.     

2.5.1.2   To honor  the  successful  organizations  in  qualities of  goods and 

services to be good examples for other organizations. 

2.5.1.3   To    create    the    guidelines    and   criterion  to    evaluate    theentire 

business,  industrial  sector,  government  sector  and  other  organizations  for  self-

assessment and quality improvement.  

2.5.1.4   To  provide  the  specific  guidance  to  the  organizations.  The 

organizations  will  gain  new  knowledge  for organizational  management  such  as  the 

ways of changing organizational culture to success, etc. 

The  organizations  that  have  received  the  Malcolm  Baldrige  National 

Quality Award (MBNQA) are guaranteed the excellence of their quality management. 

But  this award does not guarantee the excellence of products or identify the strengths 

of  any  products  or  organizations.  The  purposes  of  this  award  are  to    promote    the 

competencies  of  organizational  management  at  higher    levels  and    lead    the 

organizations  towards  customer  satisfaction  and  good  business  results  (Thossaporn 

Sirisampan, 2006: 282-283).  

Malcolm Baldrige National Quality Award is the first global award of 

organizations. Later  this award developed to benefit other countries. 

 

2.5.2  KANO Quality Award 

The  KANO  Quality  Award is  based  on  Total  Quality  Management  (TQM). 

The  major  strategies  are  regarded  to  business  management  such  as  directing  the 

organization,  increasing  the  capabilities  in  all aspects  of  the  organization  for  the   

competitive advantages. 

Currently, TQM is implemented as the strategies of many organizations in the 

form of policy management, cross-functional management, bottom-up activities, etc. 

so the management will be effectively balanced in the organization effectively.  
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The KANO Quality Award was announced to be implemented in Thailand in 

2008  by  Technology  Promotion  Association  (Thailand-Japan)  following  the  guidelines 

of a professor, Dr. Noriaki Kano who is the authority of total quality management. 

Perspective  concern  for  TQM  is  necessary  for  industry  sector  in  Thailand 

because  Thai  industrial  companies  have  certificates  of  ISO  standards.  The  heart  of 

ISO  focuses  on  customers,  while  TQM  focuses  both  on  customers  and  corporate 

earnings  (especially  profits).  TQM  can  apply  to  organizational  management  in 

different sized companies such as  SME, big industrial companies,etc.  

Through guiding TQM in service industries (Kano, 1996), Dr. Noriaki Kano 

mentioned that TQM was widely accepted  especially by industrial manufacturing and 

services.  It  is not only strategic management in directing the organization, but also 

extension of the boundary of competition in all areas of the organization to implement 

new products, develop marketing, cooperate with new relations with other companies, etc.  

According  to  the  mechanisms  and  criterions  of  TQM,  the  products  and 

services of the organization improves with higher quality at all times. The system and 

procedure  of  TQM  will  help  the  organizations  strive  for  awards.  The  Diamond 

Award,  Golden  Award,  Silver  Award, Bronze  Award  and  Certificate  are 

classifications awarded companies by Technology Promotion Association (Thailand-

Japan)  encouraging  the  quality  improvement  of  companies (Witoon  Simachokedee, 

2009). 

 

2.5.3  Thailand Quality Award (TQA) 

The  creation  of  the  Thailand  Quality  Award  (TQA)  was  a  strategic  plan  to 

increase the productivity of the country and strengthen the capabilities of the public 

sector and private sector  and to implement an excellence of management system of 

world class standards.  

The criterion of TQA are based on the techniques and procedures as similar as 

the  Malcolm  Baldrige  National  Quality  Award  (MBNQA).  TQA  in  Thailand  is 

implemented to develop competencies in management, practices and operations into 

world class standards. When TQA is widely implemented to companies in Thailand, 

the competitive capabilities in Thailand will be developed and enhanced (Thossaporn, 

2006: 283-284).  
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The  principle  of  TQA  is  handling  the  process  of  integrating  management  to 

deliver  better  valuable  products  and  services  to  customers  and  stakeholders.  Self-

assessment and self-improvement will support individual learning and organizational 

learning through the effectiveness of  the operational improvement.  

Communication  and  information  technology  is  the  instrument  to  manage 

corporate  results,  lead  to  excellence  and  increase  the  opportunity  of  planning  and 

learning between organizations.  

Seven categories of TQA is composed of the organizational leader (CEO and 

Director  for  governance  and  corporate  social  responsibility),  strategic  planning 

(strategy formulation and strategy implementation), customer-oriented (the complaint 

of the customers and customer commitment), knowledge management (measurement, 

analysis,  corporate  results    improvement,  information  technology  management), 

people-oriented (people environment and employee commitment), operations-oriented 

(process  system),  and  results  (products  and  processes,  customer-oriented,  people-

oriented,  direction  of  organization,  corporate  governance,  financial  and  marketing 
(Thailand Productivity Institute,  2008). 

 

2.5.4  Good Governance Award (GGA) 

Good Governance Award (GGA) is an award for government official of all the 

provinces in Thailand.  

The principle of GGA is written in the Royal Decree of criterions and how to 

execute good governance in the year 2003 with the principles of MBNQA and TQA.  

This award benefits people and governmental tasks. The benefits are to reduce 

the  steps  of  performing  tasks,  and  to  facilitate  and  respond  to  people’s  needs  in  the 

bureaucratic government (Thossaporn Sirisampan, 2006: 284). 

The  Good  Governance  Award  (GGA)  focuses  on  governance  in  the  public 

sector  while  corporate  governance  focuses on  governance  in  the  private  sector.  The 

State  Enterprise  focuses  on  the  integration  between  good  governance  and  corporate 

governance.  

 

2.5.5  State Enterprise Awards (SOE Awards) 

SOE  Award  is  arranged  annually  by  Ministry  of  Finance  to  encourage  the 

employees of  State Enterprises and develop effective performance. 
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The  Cabinet  started  the  performance  agreement  in  1995  to  track  the 

operational  assessment  system  for  state enterprises  and  the  system  itself  was 

implemented in 1996. The motivational system is linked with the efficiency of state 

enterprises.  The  performance  of  state  enterprises  are  followed-up  and  controlled  for 

organizational development. Currently, fifty-five state enterprises are in this system.  

In  2004,  five  topics  of  organizational management  were  determined  for  the 

system  management  of  state  enterprises as  the  criterion  of  performance  evaluation 

including 1) the role of the committees, 2) risk management, 3) control and internal 

auditing,  4)  informational  technology  management,  and  5)  human  resources 

management.  The  expected  results  are  enhancing  the  state  enterprises  towards  the 

world  class.  The  center  committees  were  appointed  to  be  responsible  for  the 

operational assessment system (State Enterprise Policy Office, 2009).   

 

2.6  The Criterions for  the Outstanding of  State Enterprises 

 

The criterion are the standards to measure key performances. The performance 

of  state enterprises will be evaluated with the principles as follows: 

 

2.6.1  The Principles of  Performance Appraisal 

2.6.1.1   The team committees provide performance agreements for each 

state  enterprise  before  the  fiscal  year  will  be  start.  The  variables  and  goals  for  the 

operations are annually determined for state enterprises. The performance agreement  

will    be    signed    by    the    representative  of  the  Ministry  of  Finance  and  the  state 

enterprises.   

2.6.1.2   The    Board    of    State    Enterprises    determines  the  rules  and 

regulations for state enterprises to achieve the goals of the performance agreements. 

Some  rules  and  regulations  are  lessened  for  the  flexibility  of  actual  performance  in 

management of the state enterprises. 

2.6.1.3   The  plan  of  the  national  economic  and  social  development  is 

proposed in the formation of the state enterprises. The government will consider the 

major  attributes  of  each  state  enterprises to  define  the  variables  and  goals  including 

the quality of service.  
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2.6.1.4   The performance appraisal at the end of the year is broken out 

into 5 levels (grades 1-5) in the portfolio of state enterprises which is linked with the 

compensation  system.  If  the  performance  of the  state  enterprise  is  over  the  target 

goals in the agreement, the state enterprise will receive a good compensation.  

2.6.1.5   The    performance    appraisal    of    the    committees    and    the 

executives  in  state  enterprises  uses  the  same  variables  with  performance  appraisal 

based on performance agreement. 

 

2.6.2  The Process of  Performance Appraisal 

The State Enterprise  Performance Appraisal is  processed in  3 parts as 

follows: 

2.6.2.1  Performance Agreement 

The Performance Agreement is the terms of the operational assessment 

to define variables and goals of the state enterprise annually. The rights and duties of 

parties  should  be  clearly  recorded  in the  unbiased  and  independent  performance 

agreement. The process of measurement has three important steps as follows: 

Step 1:  Performance Criteria 

Three  main  areas  of  measurement  for  a  state  enterprise  are  1) 

the policies for the operations, 2) the performance of financial and non-financial and,  

3) the organizational management of committee role, internal control, internal audit, 

information technology and human resource management. 

                 State enterprises both listed and non-listed in the stock exchange 

of  Thailand  will  determine  the  key  performance  index  and  the  specific  targets  of 

operations  both    financial  and  non-financial  indicators  in  a  standard  of    business  or 

industry  and  consider  corporate  governance  ratings. But  the  state  enterprises  which  

are not listed in the stock exchange of Thailand increases the operational policies for  

the key performance index  that  is  different  from  the  state enterprise  which  are 

listed.  

Step 2:  Determining the Criterion of Weight  

Ten  variables  are  assessed  for  work  performance  that  impacts 

the operations unequally. Determining each variable in the different levels of weight 

depends on the importance of the variables. The more weight of variable means that 
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variable is more important. Determining the weight from the importance of variables 

will  support  the  executives  in  managing  the  state  enterprises  harmoniously.  For 

instance,  the  commercial-type  state  enterprise  will  focus  on  profit  versus  the  public 

utility and service type where the details of services are focused on more than in other 

areas. The different weights in the different categories of the key performance index 

are presented in table 2.7. 

  

Table 2.7   The  Criterion of  Weight  for  Performance Appraisal 

 

Group/Category  
State Enterprise  

                           The Criterion of Weight  
for Performance Appraisal 

 

 
   Listed SOEs 

 
1.  Performance management  70  percent 
2.  Organizational management  30  percent 
 

   Non-Listed SOEs 
 

1.  Operational policies  20  percent (+- 10) 
2.  Performance of State enterprises  50  percent (+- 10) 
3.  Organizational management  30  percent 

 

Source:  Tris Corp, 2011.  

 
 

The  registered  and  non-registered state enterprises are in  the 

listed  and  non-listed  in  the  stock  exchange  of  Thailand. The  topic  of operational 

policies  is  considered  to  be  a  key performance  index for performance evaluation. 

Step  3:   Determining  the  operational  targets  of  each  variable   

or the criterion  of values 

The operational  targets  are  determined  in  5  levels. Level 5 

is  the  highest  level.  Only  the  best  state  enterprise  will  achieve  the  target  level  5.  

Level  3  is  the  average  target  in  the  plan  and  level  1  is  significantly  lower.  The 

representative of government sector will review the performance of state enterprises 

based on their operations in the past and compare it with the standard in the next step 

with  private  sector  or  the  international  standards  to  stimulate  the  operations  of  the 

state enterprises.  

Although  standard    improvements  cannot  be  completed  in  a 

year, the higher target goals are promoted every year  for  more quality improvement.   
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2.6.2.2  Incentive System or Remuneration System 
Incentive  or  remuneration  system  is  the  instrument  for  assessment  to 

stimulate the efficiency of the state enterprises for the operations of the committees, 

CEO and employees with the profits of state enterprises. 

The remuneration  is  not  the  best indicator for the efficiency of state 

enterprises  but  the  best  indicator  for  the  aggregate performance.  Considering  the 

compensation  should  depend  on  the  actual  performance  in  accordance  with  the 

performance agreement, the remuneration system should be accepted from all parties. 

The  performance  evaluation  should  be  concerned  with  the 

compensation of the state enterprise at least to encourage the employees in the state 

enterprises. The results of operations may be a loss yet employees perform the best in 

the  workplace.  This  performance  should  be  defined  with  the  remuneration  both  of 

finance and non-finance in the performance agreement.  

The motivation system currently associated with the performance level 

is as follows:   

1)  Financial  Remuneration  is  the  system  of  bonuses  for 

employees and committee of state enterprises. 

2)  Non-Financial Remuneration  is 

 (1)  The  announcement  of  annual state  enterprise  ratings in 

accordance with the assessment system.                    

 (2)  The system of independence in management (except : 

no need to practice following the rules and regulations or  the resolutions of cabinet 

officials). It can be either general or give freedom at each level.  

2.6.2.3  Methods    and    Procedures   of    Assessment    System  in 

Operations:      

The  six  steps  of  assessment  system  are  as  follows: 

Step1:  Propose  business  plans,  strategies  plans  and  state 

enterprise plans to State Enterprise Policy Committees. The board of committees will 

approve them.   

Step 2:  Performance agreement and performance appraisal  is  

recorded by the State Enterprises Policy Committee Office in the Ministry of Finance. 

The  committees  are  associated  with  the  involved  departments  to  consider  business 

plans, strategic plans and state enterprise plans and to determine the key performance 

index, weight and goals. 
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Step 3:  The  State  Enterprise  Policy  Committee  Offices  in  

the  Ministry  of  Finance  informs  the  key performance  index,  weight  and  goals  of 

evaluation  in  operations to record the performance agreement for the assessments. 

Step 4: The  state  enterprises  report  quarterly    and    annual 

performances  to  the  State  Enterprises  Policy  Committee  Office  in the Ministry  

of Finance and the committees for  efficiency improvement.   

Step 5:  The  committees  receive  the  results  of  corporate 

performance  every  half    year  and  at  the end  of  year  in  the  account  of  the  state 

enterprise. 

Step 6:  Annual  reports  of  State  Enterprise  Operations  are 

reported  to the Cabinet. 

The SOE Award for the outstanding state enterprise is the indicator of 

the  efficiency  and  effectiveness  of  the  operations  that  follow  the  policies.  The 

working  results  can  produce  both  financial  and  non-financial  outcomes. 

Organizational management involves committee roles,  internal control, internal audit, 

human resources management, information management (Tris Corp, 2011).             

The  SOE  award  is  derived  from the  United  States  and  Japan.  The 

concepts  of  good  governance  and  corporate  governance  applies  to  the  state 

enterprises.  The  organization  is  developed  by  setting  the  target  goals  of  the  key 

performance index and gives the awards to the state enterprises.  

 

2.7  Conceptual Framework 

 

            After  reviewing  the  literature  on  each  variable,  the  researcher  proposes  the 

initial  framework  for  the  study  as  illustrated  in  Figure  2.1,  which  links  leader  self-

efficacy,  emotional  intelligence  and sense  of  humor on transformational 

leadership. 

             Leader self-efficacy is  in  the terms of personal self-efficacy, leader-efficacy 

and  outcome  efficacy.  Emotional  intelligence  is  in  the  terms  of  self-awareness  and 

self-management, social awareness and relation management. And sense of humor is 

in the terms of attitude toward humor, appreciation of humor, humor production and 

humor  uses  for  social  goals.  These  studied  factors  show  that  they  lead  to 

transformational  leadership.  The  components  of  transformational  leadership  are 
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Demographic Profile 
* Gender 
* Age 
* Total of years of  
   Employment 

idealized  attribute  influence,  idealized  behavior  influence,  inspiration  motivation, 

intellectual stimulation and individualized consideration. 

            The  conceptual  research  framework  is  adjusted  from  the  conceptual  theories 

by changing the variables reasonably for good decision-making (Warow Pengsawas,  

2008: 103).  The  research  results, various theories about the topic of research study 

and  the concept of the researcher with knowledge, thoughts and working experiences  

determine the conceptual framework (Suchart  Prasitratthasin, 1997: 68-71).   

         This  research studies  will  analyze the  influence of  independent variable to 

dependent    variables    so  the    demographic  profiles  are  the  variables  to  control  the 

factors of the executives.  

           Therefore, the  conceptual  framework  about influence  of  leader self-efficacy, 

emotional intelligence, and  sense of   humor on transformational leadership of leaders 

in the case  of  state  enterprises  which  have  received  good  management award  is 

in the framework as in Figure 2.1.   
 
 

 
 

 
 
 
 
 
 
 
 

 
 

 

 

 

 

 
 
 
 
 

Figure 2.1  Conceptual Framework 

 Leader Self-Efficacy 
* Personal-Efficacy 
* Leader-Efficacy 
* Outcome Expectacy 

Emotional- Intelligence 
 *  Self-Awareness and          
     Self-Management 
 *  Social-Awareness 
 *  Relationship Management 

Transformational Leadership 

Idealized Attribute Influence 

 Inspirational Motivation 

 Intellectual Stimulation 

 Individualized Consideration 

 Idealized Behavior Influence 

            Sense of Humor 
   * Attitude toward humor 
   * Appreciation of Humor 
   * Humor Production 
   * Humor Uses for Social Goals 
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                 The conceptual framework for this research study describes  the influence of 

demographic profiles, leader self-efficacy, emotional intelligence and sense of humor 

on  transformational  leadership  of  leaders.  They  are  applied  for  studying  the 

literatures, theories, research results and ideas of the researcher.  

 

2.8  Research Hypotheses 

          

            The research hypothesis is derived from the principle of reasons, theories and 

the  research  results  (Warow  Pengsawas,  2008:  97).  The  research  hypothesis  is 

determined  to  influence  leader  self-efficacy,  emotional  intelligence,  and  sense  of 

humor  on  transformational  leadership  of  leaders  in  case  of  the  state  enterprises  that 

receive good management awards. It is relevant to the objectives of research to study 

leader  self-efficacy,  emotional  intelligence,  sense  of  humor  on  transformational 

leadership as follows:  

            Hypothesis 1:  Leader self-efficacy, emotional intelligence and sense of humor 

 is positively related to transformational leadership in the three State Enterprises. 

           The influence of  leader self-efficacy on  transformational leadership is  related 

with  the  research  results  of  Chermers,  Watson  and  May  (2000:  267-277)  found  that 

leader  self-efficacy  is  a  power  to  push  the  increasing  potential  of  leadership.  It 

explains that if the confidence of individuals increases, they will perceive the work for 

their practices clearly.  

Quigley  (2003:  76-85)  found  that  leader  self-efficacy  for  inspiration  and 

positive  communication  is  crucial  for  transformational  leaders.  Theory  of 

transformational    leadership    was    studied  by  Avolio  and  Yammarino  (2002:  3-33). 

They describe this theory  that  it  is  the means of understanding the leadership and 

indicates the leader’s behavior above the performance standard.  It is explained that 

the  principles  of  high  leader  self-efficacy  is  engrossed  to  accomplish  the  goals  and 

make changes into success (Versland, 2009: 66). 

The  influence  of  emotional  intelligence  on  transformational  leadership  is 

congruent  with  the  research  results  of  Sosik  and  Megerian  (1999:  291-317).  They 

found that the relationship of emotional intelligence to transformational  leadership is 

that  the  leader  awareness  on  emotional  intelligence  strongly  resembles  to 

transformational leadership.  
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            Prapapun  Koonboonchan  (2002:  abstract) found  that  four  aspects  of 

transformational  leadership  include  idealized  influence  to  followers,  inspirational 

motivation,  intellectual  stimulation  and  individualized  consideration.  They  are  

positively  related  to  management  and  enhance  the  emotional  intelligence  in  three 

aspects  including  self-awareness  and  self-management,  social  awareness,  and 

relationship management.  

            Kirkland  (2011:  114-129)  found  that  emotional  intelligence  can  predict  the 

competencies  of  emotions  and  transformational  leadership. Cherniss  and  Goleman 

(2001:  181)  stated  that  the  principle  of  emotional  intelligence  is  managing  the 

emotions of individual feelings with treating and motivating employees.  

            The  influence  of  sense  of  humor  on  transformational  leadership  with  the 

research  study  of    Hoffman  (2007:  55-77) found  that  sense  of  humor  is  positively 

related to transformational leadership.  This research suggests that sense of humor can 

support conflict management. 

             Bateman  (2006) found  that  there  is  no  relationship  of  sense  of  humor  and 

leadership style. While Holmes and Marra (2006) mentioned that humor uses towards 

success is an attribute of  successful leaders. 

            Nadler and Tushman (1999) stated that successful leaders can manage conflict 

through memorable humorous stories.  

            Mesmer (2000: 96-137) found that  the recognition of humors can create sense 

of  humor,  relieve  stress  and  reduce  the  fatigue  of  the  team.  It  is  possible  that  the 

combination  of  leader  self-efficacy,  emotional  intelligence  and  sense  of  power  is 

positively related to transformational leadership. 

            Hypothesis  2:  Among  the  variables  of  leader  self-efficacy,  emotional 

intelligence  and  sense  of  humor,  leader  self-efficacy  influences  transformational 

leadership the most in the three state enterprises. 

            The  concept seen  from  the  research  result  of  Mase  (2001:  54-75) found  that 

self-efficacy can support the employees who have the lower performance to improve. 

And  the  research  of  Hatsfield  (2003:  69-83)  found  that  there  is  strong  relationship 

between emotional intelligence and leader self-efficacy of transformational leaders.   

             Teehan (2006: 101-108) found the relationship between sense of humor and 

emotional intelligence that impact  job satisfaction.  
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             The researcher analyzes and summarizes that leader self-efficacy is enhanced 

by emotional intelligence and sense of humor of leader. 

 

2.9  Summary 

 

Leadership  is  the  main  idea  of  transformational  leadership.  Transformational 

leadership is the art of assigning people to do and change something.   

Leader  self-efficacy  is  the  belief  and  attempt  of  leaders  to  be  empower  with 

enthusiasm, dedication  and commitment to respond to the needs and purposes of the 

organization.  Self-improvement  will  support  the  competencies  of  leaders  for  work 

performance,  team  efficacy,  team  actions, etc.  Positive  attitudes  of  leaders  will 

support  the  communication  of  visions  to  inspire  their  followers.  Their  competencies 

can stimulate their followers in communication skills and learning skills. Leader self-

efficacy can influence the transformational leadership of leaders.  

Leaders should have high emotional intelligence such as self-awareness, self-

management,  social  awareness  and  relation  management.  Emotional  intelligence  of 

leaders will create  good directions and make effective changes. Leaders should take 

care  of  their  own  emotions  that  rapidly impact  followers  both  negative  and  positive 

thinking.  Matuer  leaders  can  create  happiness  and  make  positive  impacts  in  work 

performance. Emotional intelligence is the art of using information for thoughts and 

actions of people. Leaders need to be aware of goodness, potentials, self-tuning, self-

control, initiative thinking, transparency, and optimism. The intimacy within a team is 

expressed in their emotional intelligence. Good leaders will have good coordination, 

development  skills  with  others,  and  make  effective  changes.  Emotion  tuned  leaders 

can  predict  emotional  intelligence,  organizational  behavior  and  organizational 

achievements  that  emotional  intelligence can  influence  towards  transformational 

leadership. 

Sense  of  humor  helps  leaders  to  be  accepted,  decrease  tensions,  encourage 

individuals to join with others in synergy, reduce the difference of social status and 

manage  conflicts.  Sense  of  humor  relates  to  personalities  such  as  positive  thinking, 

the  methods  in  communication,  and  laughter.    When  stress  is  metabolized  with 

humor,  it  affects  on  the  relaxation  and  better  decision-making  aspects  of  leaders. 

Humor influences transformational leadership with increasing effective changes. 
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This  review  is  summarized  regarding  the  influence  of  leader  self-efficacy, 

emotional intelligence and sense of humor on transformational leadership of leaders. 

The  awards  and    three  state  enterprises  in  this  research  studies  will  be  stated  in  the 

next chapter. 

 



 

CHAPTER  3 

 

RESEARCH METHODOLOGY 

 

            This  chapter  provides  readers  with  an  understanding  of  the  research 

methodology  employed  of  the  dissertation.  The researcher  studies  the  influence  of 

leader  self-efficacy,  emotional  intelligence,  and  sense  of  humor  on  transformational 

leadership  of  leaders.  The  details  in  this  chapter  are  explained  through  the  research 

methodology  of  quantitative  research  study as  well  as  qualitative  research  study. 

There are seven parts related to research study methodology as follows: 

3.1  The Case Study Method 

3.2  Context of the Study 

3.3  Unit of Analysis 

3.4  Research Methods 

3.5  Validity and Reliability 

3.6  Operational Definitions 

3.7  Summary 

 

3.1  The Case Study Method 

 

In  this  research,  the  research  has adopted  case-study  approach,  which  was 

designed  as  a  non-experimental  and  descriptive  study  by  nature.  The  technique 

encouraged  reliable  and  valid  information  for  further  analysis  the  data  according  to 

the research questions under this study (Yin,1993: 2003). 

            A combination of quantitative and qualitative methods are a more productive 

strategy,  the  quantitative  methods  has  produced  score  on  the  aspects  of  human 

experiences which allow the comparisons between individuals and groups, while the 

qualitative methods has captured the diversity of human experiences. 

            The risk of qualitative methods is beliefs, biases on the outcomes. Therefore, 

the research  methodologies  employed  the  in-depth  interviews of  key informants, 
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survey data and documentary analysis to investigate  and  integrate the interrelationships 

among the environment, leader self-efficacy, emotional intelligence, sense of humor, 

transformational leadership, strategies to analyze and synthesize.  

            Regarding  the  case  study  of  the  State  Enterprises  which  have  received  the 

good management awards for three years consecutively, require the opinions of their 

executives  in  finding  the answers for  the research questions. Additionally, in  the 

in-depth interviews, key informants can express their viewpoints, attitudes and values 

in response to questions. Their perceptions were support and lead to conclusions on 

the findings. 

            In sum, the  research  study  focuses   on  the  potentials  of  executives  in  the 

factors of leader self-efficacy, emotional intelligence, sense of humor, transformational 

leadership, especially  the  influence  of  leader  self-efficacy,  emotional  intelligence, 

sense of humor on transformational leadership of the executives for good organization 

management. 

 

3.2  Context of the Study 

 

           The study of the State Enterprises which have received the good management 

awards for three years consecutively uses an explanatory case study method. It seeks 

to  find  in-depth  answers,  and  clearly the influence among the factors of leader self-

efficacy, emotional intelligence, and sense of humor on transformational leadership.  

           Along  with  SOE  Award,  this  research  study,  the  efficiency  of    the  State 

Enterprises with good corporate management will have good risk management, good 

monitoring,  good  informational  technology,  good  human  resource  management. 

(Chapter  4)  Burns  and  Stalker  (1961)  mentioned  that  the  determination  of  the 

organizational  structure  and  managerial  practice  relates  to  different  environmental 

condition, both the external and internal environment relationship is vitally reflected 

to organization management as follows.      

 

3.2.1  Organization Management and the External Environment Relationship 

The  perspectives  of  organization  management  can  be  both  macro  and  micro. 

In this study, the view of organizational environment is in general (macro level) and 
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the opinions of leaders should also regard with  their tasks (micro level) because the 

careful  management  should  satisfy  and  balance  internal  needs  and  to  adapt  to 

environment circumstances (Morgan, 1986: 48).  

The general environment, in this research, includes political-legal, economics, 

social,  technology,  demographic  and  natural  resources  environments.  The  task 

environments are also a concept to stakeholders, people, government, competitors and 

so forth (Emery and Trist, 1965). All of these external environment conditions have 

an  impact  more  or  less  on  organization management,  depending  on  the  decisions  of 

leaders in the situations (Lawrence and Lorsch, 1967).  

Meanwhile,  in  a  simple  environment, the  firm  has  less  relation  with  the 

environment;  in  a  complex  environment,  the  organization  has  diverse  relationships 

within a diverse environment (Tippawan Lorsuwannarat, 2003: 127). 

For  a  holistic  view,  the  external  environment  would  impact  the  different 

degree to the State Enterprise but the good leaders shall integrate them in the best for 

organization management. 

 

3.2.2  Organization Management and the Internal Environment  

 Relationship 

The  organization  management  is  often  related  to  the  leadership  of  leaders  in 

the organization especially CEO and top management team; what they do, how they 

do, and particularly, they affect organizational outcomes (Finkelstein and Hambrick, 

1996:  xix)  and  its  organizational  structure  (Porter,  1979)  such  as  specialization, 

formalization,  centralization  in  which  organizations  define  group  jobs,  develop 

planning, control and coordinate systems, and determine the location of the decision-

making authority (Mintzberg, 1993: 280-281). 

Besides,for  a  more  holistic  view,  the attitudes  of  employees,  organizational 

culture, internal  process, learning  or  work  environment  can create the internal 

environment relationship with organization management.  

 

3.3  Unit of Analysis 

 

            PTT  Public  Company  Limited,  Metropolitan  Electricity  Authority  and 

Metropolitan Waterworks Authority are considered to good organization management 
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by SOE awards because these State Enterprises have received the good management 

awards for three years consecutively. Hence, the  Unit of Analysis is on organizational 

level. 

Although target population and sampling are all levels of leaders, but  the unit 

analysis  is  still  on  the  organizational  level.  In  this  research  study,  the  survey 

techniques  is  used  to distribute questionnaires both  headquarters  and  branches  of  

PTT  Public  Company  Limited,  Metropolitan Electricity  Authority  and  Metropolitan 

Waterworks Authority to expect the results of  research in the organizational level.  

Consequently,  the  meaning  of  interpretation  in  the  case  study  of    the  State 

Enterprises was taken carefully in data analysis.   

                                

3.4  Research Methods 

 

           The  research  methods  were  organized  into  three  sections.  The  first  section 

described  the  research  design,  which  contains  the  overview  of  the  research 

methodology.  The  second  section  presented  the  quantitative  research  method, 

including target population and sampling, measurement development, data collection 

and data analysis methods. The last section described the qualitative research method, 

focusing on sources of data, data collection and data analysis methods. 

 

3.4.1  Research Design 

The  main  objectives  of  this  study  were    to  examine    transformational 

leadership  level  in  five aspects of  leaders and to examine the influence of leader 

self-efficacy,  emotional  intelligence  and  sense  of  humor  on  transformational 

leadership in organizational  management of the executives in PTT  Public Company 

Limited, Metropolitan Electricity Authority and  Metropolitan Waterworks Authority. 

These objectives are suitable for the quantitative research method. 

The  study  was  primarily  a  survey  research,  relying  mainly  on  the  collection 

and  analysis  of  primary  data  collected  through  questionnaires.  The  questionnaires 

were  used  to  gather  information  from many  respondents,  covering  a  wide  range  of 

issues  about  their  beliefs,  opinions,  characteristics,  and  past  or  present  behavior  in 

actual environments regarding leader self-efficacy, emotional intelligence, and sense 
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of  humor  on  transformational  leadership.  The  quantitative  research was  applied  to 

examine the variables that influence to transformational leadership. 

The  another  main  objective  of  this  study  was  to  gain  the  attributes  of 

CEO and  top  management  team in  PTT  Public Company Limited, Metropolitan  

Electricity Authority and Metropolitan Waterworks Authority as following the criteria 

of  transformational  leadership  and  their  opinions  about  the influence of leader 

self-efficacy,  emotional  intelligence  and  sense  of  humor  on  transformational 

leadership in organizational management. 

The  qualitative research was used to understand the phenomenon in a specific 

period , to acknowledge  the  facts  of  organizational management and the  attributes  

of  the executives  each  organization.   

The three steps of the research design were divided as follows: 

Step 1:  Phenomena and Literatures Review    

The  researcher  studies  and  reviews  the  phenomena  and  literatures 

about  leader  self-efficacy,  emotional  intelligence,  sense  of  humor,  transformational 

leadership in organizational management of the executives.  

This  step    has  integrated  the  literature  reviews,  concept,  theories  and 

secondary data of leader self-efficacy, emotional intelligence, and sense of humor on 

transformational leadership                         

Step 2:  Quantitative Approach 

The  survey  research  was  implemented  in  the  quantitative  research to 

examine  the  transformational  leadership  level  in  five  aspects  of  leaders  and  to 

examine  the  influence  of    leader  self-efficacy,  emotional  intelligence,  and  sense  of 

humor on transformational leadership of the executives.  

This step can be measured  through the scores of the variables as the 

empirical evidence to describe population and test hypotheses. 

Step 3:  Qualitative Approach 

The  case  study  method  was  implemented  in  the  qualitative  research 

from multiple sources of evidence. A case study was employed with the advantages 

such as it can examine in a particular situation better than other designs.  

The research design has employed a multiple case study approach. The 

key informants were very important in a case study in explaining causal phenomena 

and relationships. 
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3.4.2  Quantitative Approach 

The survey research was implemented in the quantitative research to examine 

the transformational leadership level in five aspects of the executives and to examine 

the influence of  leader self-efficacy, emotional intelligence, and sense of humor on 

transformational leadership of the executives.  

The target population and sampling, measurement development, data  collection 

and data analysis methods in the quantitative approach are as follows: 

3.4.2.1  Target Population and Sampling  

Target  Population  are  persons  in  all levels  of  authority  from  the  three 

State  Enterprises.  The  target  population  was  chosen  with  random  as  shown  the 

number  of  sampling  in  table  3.1.  The  size of  sampling  uses  the  numbers  in  the 

Yamane’s table (Yamane, 1967: 105-110).    
  

Table 3.1  Target Population and Sampling  

 
 
 
 
 

 

 

 

       State Enterprise 
Populations 

(person) 

 Sampling   

 (person) 

 

PTT Public Company Limited 

 

1,232 

 

117 

Metropolitan Electricity Authority    985  153 

Metropolitan Waterworks Authority    731 115 

 

Total 2,948  385 

 
 
 

1)  Target Population:  The  persons  in  the  supervisor  level up 

to  CEO  of PTT Public Company Limited  are 1,232 persons (Petroleum Authority of 

Thailand,  2012b),  Metropolitan  Electricity  Authority  385  persons  (Metropolitan 

Electricity  Authority,  2012b)  and Metropolitan  Waterworks  Authority 731  persons 

(Metropolitan Waterworks Authority, 2012b).    

2)   Sampling: The good representatives of population mean that 

sampling  should  have  the  particularities  of  population  completely  (Kanlaya 

Wanichbancha,  2008:  51).  The  sampling  in this  research  study  was  the  proportion 

between  population  and  sampling  as  following  in  Yamane’s  table  (Yamane,  1967: 

105-110).  
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According  to  Yamane’s  table,  the  size  of  population 3,000  

persons  at  the  confidence  level  95%  was  indicated  the  size  of  sampling 385 

persons (Yamane, 1967: 105-110).  

The  385  persons  in  sampling  were  the  executives  in  the 

supervisor level up to CEO of PTT Public Company Limited 117 persons,  Metropolitan 

Electricity Authority 153 persons and leaders of Metropolitan Waterworks Authority 

115 persons.    

3.4.2.2  Measurement Development 

The  questionnaires  were  constructed  and  developed  based  on  the 

relevant  information  from  the  literature.  It  was  specifically  formulated  and  relied 

mainly on the variable studies found in the literature such as the framework based on 

the theories and concepts.  

The  instrument  in  the  measurement of  the  transformational  leadership 

level  is  Multifactor  Leadership  Questionnaire  (MLQ  x  5  Short).  In  additionally,  the 

instrument in the measurement of the leader self-efficacy , emotional intelligence  and  

sense  of    humor  level    was  called    that   the  measurement  of  leader  self-efficacy 

(MLSE),  the  measurement  of  emotional  intelligence  (MEI)  and  the  measurement  of 

sense of humor (MSH) orderly  (see Appendix A).  

Hence,  the  best  tool  was  developed  to  measure  the  variables  which 

defined in the research study.                      

The  instruments  of  measurement  were  integrated  as  a  questionnaire 

which  was  divided  into  4  sections.  The section  1  was  demographic  profile.  The 

section  2  to the section 4 were the questions about the variables to choose scores in 5 

points of  Likert-scale (Likert, 1931; Mclver and Carmines, 1981: 22-23).  One mark 

means the least agreement and increase until to five marks mean the most agreement 

for the positive scale. In the opposite way, the negative scale was one mark means the 

most  agreement  and  decrease  until  to  five  marks  means  the  least  agreement. 

Moreover,  question  2  and  question  4  of  section  4  are  determined  for  the  negative 

questions.  

3.4.2.3  Data Collection                               

The    survey  techniques    in    this    research    study    was    cross    sectional 

survey to    distribute    questionnaires    both    headquarters  and  branches  of  PTT  Public 
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Company Limited, Metropolitan Electricity Authority and Metropolitan Waterworks 

Authority.  

The letter  recommendation  and  the  questionnaires  were  posted to 

head  of  human  resource  department  of PTT  Public  Company  Limited,  Metropolitan 

Electricity  Authority  and  Metropolitan  Waterworks  Authority  to  request  the 

distribution of questionnaires for gathering information.  

After  the  State  Enterprises  have  allowed  the  researcher  to  gather 

information, the questionnaires were distributed in the Headquarters and the branches 

by self and direct mails. 

PTT  Public  Company  Limited  received  the  questionnaires  through  the 

headquarter, the oil inventory at Bangjak and Prakhanong for 117 persons. 

Metropolitan Electricity Authority received the questionnaires from the 

headquarter  at  Ploenjit,  the  branch  of Klongtoei  district,  the  branch  of  Bangkapi 

district, the branch of Ladprow district, the branch of Samsen district, the branch of 

Bangkhen  district,  the  branch  of  Bangplee  district,  the  branch  of    Phayathai  district 

and the branch of Pravet district for 153 persons. 

Metropolitan  Waterworks  Authority  has  received  the  questionnaires 

through the headquarter at Prachacheun, the branch of Sukhumwit district, the branch 

of  Phayathai  district,  the  branch  of Prakhanong  district,  the  branch  of  Bangkoknoi 

district, the  branch  of  Bangkhen district and the branch of Nonthaburi district for 

115 persons. 

The researcher  determined the personal contacts to return  back to 18 

places and gather 385 questionnaires.  

3.4.2.4  Data Analysis  

Data is keyed in Microsoft Excel before conveying to SPSS version 17 

for the calculations in the statistics as follows:   
1) Descriptive statistics: The percentage, frequency, mean and  

standard  deviation are compared to examine  transformational leadership level in five 

aspects of leaders and display in tables. 

2) Multiple  Regression:  Multiple  regression  was  a  technique 

to    examine    the    model.  The    models    were    tested,  and    later    the    correlation  of 

change  (R2 Change)   of    independent  variables    are  examined  to  conclude  the  best 
model that finding  Coefficient  of  Determination  (R Square: R2) was  the  basic in 

the structure of equation. 
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The  most  influence  of  variables effect  the  dependent  variable  

each  aspect  differently. The models   reflected the influence of  leader self-efficacy, 

emotional  intelligence  and  sense  of  humor  on  transformational  leadership  of  the 

executives    in  the  case  study  of    PTT  Public  Company  Limited,  Metropolitan 

Electricity Authority and Metropolitan Waterworks Authority. 

The  correlation  of  variables    influenced  to  the  dependent 

variable  in  one  way  (Asymmetrical  Relationship  or  Causal  Relationship).  It  was 

called  to  Causal  Relationship.  The  relations  were  changed  altogether  means  that 

whenever  a  value  of  a  variable  changes,  another  value  of  dependent  variable 

congruently changes  (Pichit  Pitakthepsombat,  2004:  76-78).    The  proportion  of  the 

independent  variables  impacts  the  dependent variables.  This  was  explained  that  the 

independent variables effect the changes of dependent variables.  

The importance of each independent variable has influenced to 

dependent  variables  because  the  unit  of independent  variables  was  similar.  The 

correlation  was  considered  in  significance. All  variables  were  analyzed  to  find  the 

best solutions for the independent variable.  

Age is highly related to total years of employment. They have a 

problem  about  multi-co  linearity  diagnostics;  the    researcher  chooses  total  years    of  

employment  because it was possible to reflect the working-experiences rather than age. 

The variable to measure the questionnaires appliedthe 5 points 

in  the  ordinal  level  of  likert-scale  measurement.  The  variables  in  the  ordinal  level 

cannot calculate Mean but when it was integrated to be a composed variable, it can 

compromise to be an interval scale (Pichit Pitakthepsombat. 2004: 548). It can bring 

to analyze the equation of multiple regression including leader self-efficacy, emotion 

intelligence and sense of humor.  

3.4.2.5  The  Reports  of  the  Results  Analysis for  the Model and  the 

Statistics has Stepped as Follows.   

1)  The results of analyzing the independent variables and the 

dependent  variables  in  all  equations,  both  significance  and  no  significance  write  on 

the table to consider the model of  R2 change.  

2)   Consider  the  significance  in  the  statistics   (Sig < .05) or   

not,  between    the    dependent   and    independent    variables    with    SPSS      program 
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version  17.0.  The  results  of  data  analysis can  obtain  the  objectives  of  the  research 

study in the scores.    

 

3.4.3  Qualitative Approach 

The case study method was employed in this qualitative research. The specific 

case study has 3 aspects 1) Case or things that researchers search knowledge and fact 

2) Process of searching knowledge and fact 3) Final results of  searching knowledge 

and  fact  (Merriam,  1998;  Stake,  1995;  Stake,  2000;  Stake,  2006;  Yin,  2003;  Ongart 

Naiyapat,  2011:  331).  The  sources  of  data, data  collection  and  data  analysis  are 

explained as follows: 

3.4.3.1  The Sources of Data 

The  case  study  method  derived  from  multiple  sources  of  evidence 

(Yin, 2003). A  case study  was  employed  with  the  advantages  such  as  it  enabled  

a  more in-depth examination of a particular situation than other designs.  

The case study in this research was the descriptive case study with the 

objectives  to  describe  and  compare  leader’s  behavior  about  leader  self-efficacy, 

emotional  intelligence  and  sense  of  humor  of  PTT  Public  Company  Limited, 

Metropolitan  Electricity  Authority  and  Metropolitan  Waterworks  Authority  which 

have receive good management awards for creative thinking about a theory.  

Key informants of these State Enterprises were used to present the data 

as the important sources data. The Executives in top management team were focused 

to  be  the  key  informants  as  Top  Management  Team  were  responsible  for  corporate 

policy  making  and  implementation  and  were  mainly  transformational  leader    for 

organization management in the State Enterprise.  

Therefore,  the  key  informants  in  this  qualitative  research  are  CEO, 

Governor,  Senior  Executives,  Executives,  Deputy  Governor,  Assistant  Governor,  in 

other words, so called Top Management Team. 

Some  State  Enterprise  officers  and  people  were  inquired  to  more 

information about the specific phenomena in the State Enterprise. 

In  additionally,  the  use  of  materials  published  by  companies  were 

another  important  sources  for  secondary  data  such  as  annual  report,  web  sites, 

magazines, organization charts, in-house journals, newsletters, newspapers, exhibitions, 

board information, internal TV and other available documents. 
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Consequently,  the  source  of  data  in  the  qualitative  research  were  key 

informants,  some  State  Enterprise  officers,  people,  annual  report,  web  sites,  magazines, 

organization  charts,  in-house  journals,  newsletters,  newspapers,  exhibitions,  board 

information, internal TV and other available documents. 

3.4.3.2  Data Collection 

The  three  State  Enterprises  were focusing on the intrinsic case study. 

The  research  methods  of  this  qualitative  approach  employed  in-depth  interviews  for 

the  key  informants.  The  questions  for  in-depth  interviews  and  inquiring  specific 

questions were conducted as the open-ended interviews.  

Practically,  for  the  procedure  in  this  study,  data  collection  include 

requested the letter recommendation, the attached open-ended questions and making 

appointment by telephone. The data collection was as follows: 

1)  In-depth  interview:  The  objective  of  in-depth  interviews 

was  to  unearth  preliminary  issues  to focus  on  issues  which  require  in-depth 

investigation and to transfer the framework for empirical testing. In-depth interviews 

can provide information which observation cannot. The open-ended interviews were 

conducted with every variables concerned. 

The key informants of this study were top team executives who 

have professional working experiences whicha comprehensive knowledge about their 

organization. These people are important sources of valuable information.  

During  the  interviews  with  several  key  informants,  the 

interview questions outlines (see Appendix B) was used as a guideline to ensure that 

the  researcher  asked  questions  in  the  same  way  and  to  ensure  that  the  contents 

covered  the  conceptual  framework.  The  researcher  heeded  their  speech  and  honors 

them in manner. 

The sequence of inquiries were changed and adapted during the 

interview  depending  on  the  conveniences  of  the  interviews.  All  interviews  were 

conducted in Thai and each interview spent at least one hour to two hour on a case-

by-case basis. The responses to each question were noted on paper together with using 

a MP3 recorder for every interview if permitted by interviewees.   

These  interviews  took  place  at  the  headquarters.  Due  to  the 

ethics of the researcher, some information gained from the key informants was treated 
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in strict confidence. The in-depth interviews of the key informants began with contact 

in May, 2012, and data collection ended on August, 2012.  

The  times  of  contacts  and  interviewing  were  not  less  than  30 

times, since sending letter, allowed by the key informants, making appointment with 

the  secretary,  postponed  the  appointment  immediately  because  of  priority  urgent 

working.  Seventeen  top  management  executives  were  formally  interviewed.    Three 

managers and seven senior officers were informally interviewed.  

The      researcher    took30    minutes    in  advance  to    prepare  the  

presentation  about  topics and question outlines. Each key informants was spent time 

at least one hour to two hour and a half.  

While collecting data, the researcher found that some responses 

of key informants were sensitive such as weak points, as well as some politics issues 

associated with the organization either indirectly or directly 

2)  Observation:  The methods  of  observing and recording the 

phenomena in the places of the State Enterprises was also used to gather information 

or  the  situations  during  the  periods  of  gathering  data  such  as  exhibitions,  board 

information, internal TV, etc. 

3)  Documentary  Data:    Documentary  data  was  employed  in 

this  qualitative  research.  It  was  usually  used  to  supplement  methods  which  were 

cheap  and  fast.  The  researcher  has  gathered  the  data  of  materials  published  by 

companies to a succinct conclusion and relevant with the variables. 

3.4.3.3  Data Analysis Methods. 

The process of data analysis in the qualitative research has 3 elements: 

data  organizing,  data  interpretation,  data  correction  (Miles  and  Huberman,  1994;  

Chai Potisitha, 2006: 361).             

After  the  interviewing,  observation,  archival  data  was  processed,  the 

researcher arranged data organizing in order to retrieve  data from  MP3, summarize 

the  data  of  each  State  Enterprise  and group  the  meaning  of  messages  into  each 

variables in the framework. 

The  data was  analyzed  the meaning  of  contents  in  the  messages of 

data from the speech. In additionally, the  observed  and  archival  data was analyzed. 

The  researcher  puts  the  codes  of  data  and  deducts  the  data  into  the 

concise information for meaning displays with the description (Chai Potisitha, 2006: 
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361). The comparison of data was kind of the discovery because of the results of the 

combination  and  the  integration  for  data organizing  (Krueger,  1998;  Chai  Potisitha, 

2006: 381-385).  

Summarized,  interpretation  and  examining  the  correction  of  research 

were telling clearly that what the discovery was, the summary may be both concrete 

objects (knowledge in the fact level) and abstract (Chai Potisitha, 2006: 389).  

Miles  and  Huberman  (1994)  states  that the summary should appear 

the important themes, the possibility of data, data grouping to compare the picture in 

analysis  clearly  with  the  numbers.  The  data  of  variables  was  secluded  to  theme  by 

analysis.  They  were  examining  between  variables  and  intervening  variables, 

combining  the  evidence  reasonably,  processing  in  the  conceptual  conclusion  and 

theories with reasons.        

Supang Chanthawanich (2003) states that data interpretation would be 

done, when the quality of data is good and supported with the other basic data. The 

data with good quality is the data that researcher should understand the phenomena’s 

first and then can clear the readers that what it is happened.    

The  facts   of  data  about  the  influence  of   leader   self-efficacy, 

emotional   intelligence  and  sense  of   humor  to  transformational  leadership  are 

presented  in  the  organization  management  of  leaders  as  outputs  and  outcomes. 

Therefore,  the  data  analysis    has  investigated  the  influence  of  leader 

self-efficacy,  emotional  intelligence,  and  sense  of  humor  on  transformational 

leadership  of  leaders  in  PTT  Public  Company  Limited,  Metropolitan  Electricity 

Authority and Metropolitan Waterworks Authority. 

 

3.5  Validity and Reliability 

  

The  validity  and  reliability  was  used  to  examine  tools  both  quantitative  and 

qualitative approach before they are implemented as follows:  

 

3.5.1  Quantitative Approach 

3.5.1.1  Validity 

The  content  validity  in  the  quantity  research  was  correcting  the 

questions  in  each  section.  Each  item  of  questions  related  with  the  literature  reviews 

and theories which concerning with the variables.  
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Associate  Professor  Dr.  Wichai  Utsahajit,    Associate  Professor  Dr. 

Pachitchanat  Siripanich  and  Associate  Professor  Dr.  Chindalak    Vadhanasindhu  are 

HR professionals to examine the content validity of questions.  

The  researcher  examined  all  contents  and  makes  them  clear  in  each 

item of questions following the professionals before the questionnaires are distributed 

in survey.  

3.5.1.2  Reliability 

The    reliability    of    the  measurement in    the    quantity    research  used 

pre-test for 30 questionnaires with respondents who were likely with the sampling.  

The  Pre-test  was  implemented  with  30  leaders  of  Metropolitan 

Electricity Authority in Klongtoei branch. The researcher interviewed some of them 

for their understanding and the suggestions.  

The  results  of  pre-test  research was  calculated  to  find  the  value  of 

Cronbach’s  coefficient  alpha  for  the  reliability  in  the  variables  and  the  items  called 

the internal reliability (Carmines and Zeller, 1979: 23).  

  

Table 3.2  The Results of Cronbach’s Coefficient Alpha in Questions 

 

Borg and Gall (1989; McMillan, 1996: 125) stated  that  the value of 

Cronbach’s  coefficient  alpha  is  more  than .9.  It  means  that  the  items  of  questions 

produce the reliability in high level.  

Hence,  the  questions  in  each  section  of  the  quantitative  approach 

produce the reliability in high level.   

The results of interviewing some respondents are suggested to improve 

in  the  section  1  about  demographic  profiles  that  the  questions  should  have  only 

                 Variables Numbers of 

Questions 

Cronbach’s coefficient alpha 

transformational leadership 18 .9624. 

leader self-efficacy 12 .962 

emotional intelligence 15 .962 

sense of humor 13 .9628 

Total 58 .962 



64 

gender, age and total years of employment because some of them were sensitive and 

the respondents were not sure to indicate it so that they neglected to answer and let 

them  missing.   

Therefore,  some  items  of  questions  in  demographic  profiles  are 

removed  to  response  and  understand  the  respondents.  Nevertheless,  the  sections  of 

variables  were  certified  by  the  value  of Cronbach’s  coefficient  alpha  in  the  high 

reliability. 

 

3.5.2  Qualitative Approach 

3.5.2.1  Validity 

According  to  find  the criteria by  which  to  judge  the validity of a 

case study (case-study validity); the research design employed a multiple case study 

approach.  Some  evidences  were  documented.  The  data  was  also  searched  from  the 

documentary  sources,  the  personal  evidences  both  internal  and  external.  The  key 

informants were selected to the objectives of this research. 

The points of questions were combined with the chain of evidence and 

examined the contents  in  the  principles of HR by HR professionals including Dr. 

Wichai Utsahajit and Dr. Chindaluk Vadhanasindhu.  

3.5.2.2  Reliability 

Reliability is ancrucial in data analysis. Key Informants were important 

to  communicate  their  perceptions  and  interpretation.  Every  wordings  in 

communication  were  gathered  and  transferred  the  information  completely  with 

recording both MP 3 recorder and writing down.  

The  use  of  multiple  research  methods  known  as  triangulation  (Flick, 

2007:  37-53;  Brewerton  and  Millward,  2001: 54-55)  was  generally  advocated.  The 

multi-method by triangulation in qualitative research seeks the reliability of different 

data to compare each other  (Supang Chanthawanich, 2003).   

The researcher used the multi-method by triangulation that the various 

executives  and  employees  in  the  State  Enterprises  are  interviewed  to  examine  the 

evidence in the State Enterprises for the data triangulation. Moreover, the researcher 

has  been  in  the  prolonged  and  persistent  fieldwork  with  the  numbers  of  key 

informants  in  different  positions  at  least  five  persons  of  three  State  Enterprises  to 

reliability  in  data.  The  results  of  data  analysis  were  examined  and  stands  on  the 
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strength  of  evidence  that  persuade  others to  have  agreement  and  reliability  to  those 

results. 

The  results  of  data  were  analyzed  with  different  theories  for  different 

meaning  or  different  discovery  to  new ideas.  Supang  Chanthawanich  (2003)  states 

that  data  sources  in  the  dialectic  method  should  have  reliability  for  analysis.  The 

opposite  data  is  called  antithesis.    Another  word  is  synthesis,  used  two  sources  for 

creating new data.    

The  investigator’s  position  can  join  the  suggestions  about  the  process, 

analysis, interpretation of this qualitative research for its complete.  

 

3.6  Operational Definitions  

 

This  research  study  used  the  special  words  both  in  the  quantitative  and 

qualitative research so the operational definitions are explained as following:  

 

3.6.1  Dependent Variables:  Transformational Leadership 
Transformational  leadership  in  this  research  means  the  attributes  of  leaders 

that  express  the  success  of  leading  followers  and  organization  to  the    outcomes  of 

working  effectively;  express  the  changes with  the  vision  of  success;  stimulate  the 

followers  to  hold  vision  and  tangible  values;  lead  employees  and  organization  to 

progress and grow up. It is the process of effective behaviors for the organization as a  

good  model  to  the  followers;  create  inspiration  to  the  followers    meaningfully; 

stimulate  intellect  to  new  innovations;  consider  individually  with  stimulate  the 

followers  by  two  way  communication  with  coaching  or  mentoring  and  share 

knowledge  to  the  new  skill-learning  of  the  followers.  Transformational leadership  is 

the important to changing the direction of department and organization to enhance to 

the new level of success.   

The appearance of transformational  leadership:  In this research, there are 5 

features  of  transformational  leadership  with  5i  that  is  Idealized  Attribute  Influence, 

Idealized Behavioral Influence, Inspirational Motivation, Intellectual Stimulation and 

Individualized  Consideration  of  supervisor  level  up  of  the  executives;  PTT  Public 

Company Limited, Metropolitan Electricity Authority and Metropolitan Waterworks  

Authority.   
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3.6.2   Independent Variables: Leader Self-Efficacy, Emotional Intelligence  

and Sense of Humor. 

3.6.2.1  Leader  Self-Efficacy (LSE):  In  this  research  means  the  power 

of leading that expresses the abilities of leader 3 levels which were personal-efficacy, 

leader-Efficacy and outcome expectancy.    

1) Personal-Efficacy  means  the  aim  of  persons  to  obtain  the 

success of goal setting and use their abilities to the success especially in the condition 

of the competitive status such as the confidence in the better presentation effectively.   

Personal-Efficacy in this research study which the leader self-

efficacy in level 1 that means leaders uses their knowledge and abilities as the core 

value in working such as solving problems, design the new projects, etc.    

2)  Leader-Efficacy means  power  of  faith  and  attempt  of 

leaders which expresses to the outcomes of team for more effectiveness and obtains 

the  goals  such  as  communicate  to  the  vision  continually, consider  and  advise 

followers, share and manage knowledge to the followers.  

Leader-Efficacy in  this  research  study  which  the  leader  self-

efficacy  in  level  2  that  means  leaders  always  work  with  their  subordinates  such  as 

direct their subordinates, advise followers, etc.   

3)  Outcome Expectancy means the expectation in the outcomes 

of goals or attentions or thoughts with many methods such as controlling the behavior 

of  followers,  manage  internal  group  or  organization,  communicate  effectively, 

increase new body knowledge for the working team.  

Outcome  Expectancy  in  this  research  study  which  the  leader 

self-efficacy in level 3 that means leaders focus on the received results mainly.  

The  leader  self-efficacy  level  depends  on  the  types  of  works, 

styles of working, attitudes of leaders. Thepurpose was not to compare that what level 

is better but the higher level was meaning to more complexity in using the leader self-

efficacy. 

3.6.2.2 Emotional  Intelligence (EI):  In  this research study means the 

emotional  management  of  leader  those  responses  to  persons  in  many  situations 

effectively both internal and external organization.  Emotional Intelligence of leaders 

has 3 levels is self-awareness and self-management; social-awareness; and  relationship 

management. 
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1) Self-awareness and Self-management means the attributes  of 

persons  that  manage  themselves  to  effectively  at  most  including  achievement-

orientation, adaptability, emotional self-control, initiative, optimism and transparency.    

Self-awareness  and  self-management  in  this  research  study  is 

the emotional intelligence level 1 that means leaders focus on self-control mainly to 

create  the  success.  They  believe  that  good  self-management  would  support  all 

management well.     

2) Social-awareness  means  the  attributes  of  persons  focus  on 

others,  organization  and  society  effectively  at  most  including  such  as  sympathy, 

organizational awareness and social orientation.   

Social-awareness  in  this  research  study  is  the  emotional 

intelligence level 2 that means leaders have the personality of caring and interacting 

with people and society.     

3)   Relation  Management means    the    attributes    of    persons 

that  have  the  abilities  to  manage  the  relations  between  self  and  other  people 

effectively  at  most  including  change  catalyst,  conflict  management,  developing 

others, influence, inspirational leadership, teamwork and collaboration that effect the 

followers.  

Relation Management in this research study was the emotional 

intelligence level 3 that means leaders have the personality to create good relationship 

with people, organization and society.   

The  emotional  intelligence  level  depends  on  the  goals  of  life, 

working  and  the  personality  of  leaders.  Thepurpose  was  not  to  compare  that  what 

level  was  better  but  the  higher  level  which meant  to  more  complexity  in  using  the 

emotional intelligence.       

3.6.2.3 Sense  of  Humor  (SOH):  In  this  research  study  means  the 

humorous  feeling  of  leaders  that  decrease  their  tensions    with    4  levels  including   

appreciation of humor, attitude toward humor, humor production  and humor use for 

social goals.    

1) Appreciation  of  humor  means  the  feeling  of  leaders  to 

humor such as good feeling to listen the jokes, like the jokes, etc.   

The  appreciation  of  humor  in  this  research  study  is  sense  of 

humor level 1 that means leaders feel good to sense of humor positively. 
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2) Attitude  toward  humor means  the  thoughts  of  leaders  to 
sense of humor such as memory of jokes, not think that jokes build the disturbance, etc.  

The  attitude  toward  humor  in  this  research  study  means  sense 

of humor level 2 that means leaders use thoughts to sense of humor positively.  

3) Humor  production means  the  originator  of  thoughts  and 
shows sense of humor such as joke sharing, make listeners funny and laugh.   

The  Humor  production in  this  research study means  sense  of 
humor level 3 that means leaders initiate to have speech or show the new joke stories 

and make people funny and laugh.   
4) Humor  use  for  Social  goal  means  the  leading  of    the 

benefits in sense of humor, thoughts and shows sense of humor such as humor uses to 

create  the  good  atmosphere  to  the  followers and  colleagues,  change    the  situations, 

create the new relations, conflict management.   
The humor use for social goals in this research study is sense of 

humor level 4 that means leaders lead the humor uses to create the good atmosphere 

in conversation or workplace.  

The sense of humor level depends on the personality, attributes  

and styles  of  leaders. Thepurpose was not to compare that what level is  better  but  

the  higher  level which  meant  to more  complexity  in  using  the  sense of  humor.  

      

3.6.3  Control Variables: Gender, Age and Total Years of Employment.  

3.6.3.1  Gender: In this research means male and female     

3.6.3.2 Age:  In  this  research  means  total  years  since  their  birth  until 

now. They are divided to 4 intervals including age below 35 years, age between 35 -

44 years, age between 45-54 years and age above 55 years.                     

3.6.3.3 Total  years  of  employment:  In  this  research  means  total  years 

of working. They are divided to 4 intervals including age below 10 years, age between 

11-20 years, age between 21-30 years and age above 31 years.                     

3.6.3.4 Leader:  In  this  research  means  persons  who  can  manage 

employees,  lead  them  with  the  visions  and  goals,  analyze  the  changes  and  have  the 

means to manage works and human resource of the organization.  

3.6.3.5 Executives: In this research means persons who take positions 

since  superviror  level  up  to  CEO.  This  research  focuses  on  managers,  executives, 
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senior executives and Chief Executives Officer who lead employees with the visions 

and  goals,  analyze  the  changes  and  have the  means  to  manage  works  and  human 

resource of the organization.  

In  the  qualitative  research  means  CEOs  and  top  management  team  of 

PTT  Public  Company  Limited,  Metropolitan Electricity  Authority  and  Metropolitan 

Waterworks Authority which have received good management awards consecutively 

as the key informants. 

CEOs and top management team of PTT Public Company Limited are 

Dr.  Pairin  Chuchothaworn:  President  and  CEO,  Mr.  Nattachart  Jarujinda:  Chief 

operational  officer  in  business  group  of  final  petroleum,  Mr.  Sarakorn    Kulatham :  

Senior executives in business unit of international trade, Mr. Sukrit  Surabotsopon :  

Senior executives in business unit of petrochemical and refinery, Mr. Supot  Laosuarpha: 

Executives  in  legal  office,  Mr.  Pipit  Hongjinda:  Executives  in  organizational 

effectiveness, Mr. Suphit Suwagul : Executives in organizational effectiveness. 

CEOs and top management team of Metropolitan  Electricity  Authority 

is Mr. Arthorn Sinsawas: Governor, Mr. Somchai Rojrungwasinkul: Deputy Governor 

for  organizational  development,  Mr.  Somsak  Srithongwat:  Deputy  Governor  for 

business, Mr.  Montree  Panichkij:  Assistant Deputy  Governor for  distributed  service 

system and Mr. Suwapee Aussawacheep:  Inspector.   

CEOs and top management team of Metropolitan Waterworks  Authority 

are  Mr.  Charoen  Passara:  Governor,  Mr. Urich  Markmaitree:  Deputy  Governor for 

information  technology,  Mr.  Tippawan  Bussayapalakorn:  Deputy  Governor for 

finance,  Mr.  Wisud  Noppakunthong:  Assistant   Deputy  Governor  for  the  system  of 

water production, Mr. Wisit Sirisubwong: Assistant Deputy Governor  for engineering 

and construction. 

In  the  quantitative  research  means  leaders  of  PTT  Public  Company 

Limited, Metropolitan Electricity Authority and Metropolitan Waterworks Authority 

which have received good management awards consecutively as sample. The  leader 

in this research study means a person who has subordinated at least one person.  

The variables are clustered for the definition of the operational variables 

in  table  3.3.  The  measurements  are  created  to  test  the  contents  of  variables  in  the 

research study.   
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The variables in the quantitative research are qualified in changing their  

values  from  a  person  to    another  person  or  from  a  situation  to  another  situation 

(Warow Pengsawas,  2008: 97).   

 

Table 3.3  Variables, Operational Variables and the Measurement Level 

 

 TRF5 4) Motivate the followers to have a behavior in  

    reporting.  

Ordinal 

Independent  Variables:  

2.  Leader self-efficacy   

 

 LSE 

The energy of leaders to drive their   

followers. 

       

       Ordinal 
   2.1  Personal self-efficacy 

 

LSE1  1) Goal setting to obtain the goal in working. 

2) Attempts to the success although they are  

     terrible.  

Ordinal 

  Variables   Code Operational Variables Measurement 

Level 

Dependent Variables  
1. Transformational  

     leadership            

  TRF 

 

The attribution of leader for the effective results in 

the operation.  

       Ordinal

1.1  Idealized attribute  
        influence  

TRF1 1) The followers respect. 

2) The good model in ethics.  

3) Be trusted. 

Ordinal

1.2  Idealized behavior  
        influence 

TRF2 1) The model of the sacrifice in working  

2) Implement the vision with the Inspiration. 

3) Assign the challenging works to the  

     followers. 

Ordinal

1.3  Inspiration  
       motivation 

TRF3 1) Stimulate the followers to the challenging  

    work. 

2) Stimulate the followers for teamwork.  

3) Inspire working to obtain the goals.  

Ordinal

1.4  Intellectual  

       stimulation  
TRF4  1) Stimulate the followers to create the  

     innovation for thinking problem solving. 

2) Encourage the followers to create the new  

    things.  

3) Inspire the followers to increase the level in  

     working.  

4) Encourage the followers to feel the  

     meaningful workings. 

Ordinal

1.5  Individualized  

      consideration 

TRF5 1) Coaching-Mentoring   

2) The concept of Enhancing the compensation  

    for followers.   

3) Support and help  each follower by individual.  

Ordinal 
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Table 3.3  (Continued) 
 

  Variables   Code Operational Variables Measurement 

Level 

   3) More self-development in their  abilities  

     especially in the status of competitions.  

4) To suggest the work performance to the  

     effective working. 

 

2.2  Leader-efficacy  LSE2  1) Attempt to present the work performance of  

     team effectively to increase the results of  

     operations. 

2) Communicate vision continually and  

    effectively 

3) Increase, manage, knowledge sharing for  

    followers.  

Ordinal

2.3  Outcome-Expectancy 

 

LSE3  1) Assist the follower’s learning  

2) Control the follower’s behaviors  

3) Internal management in the group or the  

    organization.  

4) Effective Communication  

5) Increase the new knowledge to the  

    followers.    

Ordinal

3. Emotional intelligence 

 

EI  Emotion Management to response persons in the 

situations effectively. 

Ordinal

3.1  Self-Awareness and  

       Self-Management 

EI1  1) success-oriented, 

2) adjustment in every situations  

3) self-control 

4) initiative to the new operations  

5) see the obstacles and problems as the    

    opportunities that is positive thinking  

6)  transparency 

Ordinal

3.2  Social awareness   EI2  1) sympathy to people in the organization.  

2) organization awareness and culture  

    organizational culture  

Ordinal 

3.2  Social awareness   EI2  3) social-oriented : social awareness and  

    follow the social news   

Ordinal 

3.3  Relation Management  EI3  1) change analyst in the organization  

2) conflict management 

3) development others to build more potentials. 

4) influence to positive working.  

5) create the inspiration to engage with the  

     organization 

Ordinal 
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Table 3.3  (Continued) 
 

  Variables   Code Operational Variables Measurement 

Level 

   6) stimulate the followers to have team spirit and  

    collaboration. 

 

4.  sense of humor   SOH  The method in decreasing the tensions.  Ordinal 

4.1  Appreciation of Humor  SOH1  1) Like to listen the humors  

2) Think of the humorous stories 

3) Easily to laugh 

Ordinal 

4.2  Attitude toward Humor  SOH2  1) Sense of humor assists the good  

     co-ordination.  

2) The funny is the good sounds.  

3) Sense of humor supports to relaxation. 

Ordinal 

4.3  Humor  Production   SOH3 1) The words create the voice of laughing. 

2) Tell the humor in the serious situations. 

3) Make listeners laugh and fun in the sharing. 

Ordinal 

4.4  Humor Use for Social  

       Goals 

 SOH4 1) Use the humor on create the good  atmosphere  

2) Use the humor on change the situations  

3) Use the humor on build the relationship 

4) Use the humor on manage the conflicts. 

Ordinal 

Control  Variables: 

5.  Sex 

 

SEX 

 

1) Male  2) Female 

 

Nominal 

6.  Age  AGE  1) Lower 10 years 

2) Between 11-20 years  

3) Between 21-30 years 

4) Above 31 years 

Ordinal   

7.  Total years of   

      employment 

TYE  1) Lower 35 years 

2) Between 35-44 years  

3) Between 45-54 years 

4) Above 55 years  

Ordinal

 

Transformational leadership is the leaders who combine both strategy 

management and operational management (Weerawat Pannitamai, 2008: 69) as follows:   

Transformational  leader  in  strategy  management  has  the  attributes  to 

predict  the  future,  plan  in  the  big  picture,  initiate  the  new  ideas,  develop  the 

innovation,  have  positive  thinking  that  reflects  the  idealized  things,  empower  in  the 

practices  properly,  build  team  work  to  release  the  hidden  potentials,  put  the 

challenges, emphasize on the honesty, righteousness, gather data in decision-making, 

create the acceptance and aware by perceiving and learning.  
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Transformational  leadership  in  operational  management  has  the 

attributes to consider today that what we should do, focus on management, maintain 

the  system,  process  following  the  steps  to  expected  results,  monitor  subordinates  in 

the lines to working more, use professionals, emphasize on the continuity, safety and 

correction for the expected efficiency, response policies, explain to make sure that the 

others understand and act in the lists rightly.  

Therefore, this research study was divided into two groups as follows:  

Group 1:  Strategy  management:  President  and  Chief  Executives 

Officer,  Senior  Executives  Officer,  Executives  Officer,  Governor,  Deputy  of  Governor, 

Assistant  Governor,  Inspector.    The  qualitative  research  was  implemented  in  this 

group. 

Group 2:   Operational  management:  Supervisor  level  up  to  top 

management. The quantitative research was implemented within this group. 

 

3.7  Summary 

 

The research methodology has guided the direction of this research study both 

quantitative  and  qualitative  research.  The  research  design  has  drawn  overall  picture 

before the process of research was implemented. The concepts of research study were 

initiated from literature reviews, theories and the concepts of the researcher. 

The  research  method  of  quantitative  research  has  explained  the  method  of 

gathering  data  and  analyzing  data  to  the  scores  for  empirical  evidences  by  the 

statistics, the data interpretation was important to combine with the objectives of the 

research study. 

The research method of qualitative research explained the method of gathering 

data  that  the  quantitative  research  cannot, to  support  the  results  of  the  quantitative 

research with open-ended interviews and documentary data.   

The results of quantitative and qualitative research has reported in the chapter 

4 and 5 respectively.   

 



 

CHAPTER 4 

 

QUANTITATIVE RESEARCH  

 

This  chapter  presents  the  results  from  quantitative  analysis  by  using  multivariate  

statistics  to  study  the  determinants  of  transformational leadership of the executives 

in the good management awarded State Enterprises.  

The details of results are purposed as follows: 1) To examine the transformational 

leadership level in  the  aspects  of  the executives in PTT  Public Company Limited, 

Metropolitan  Electricity  Authority  and  Metropolitan  Waterworks  Authority.   2)  To 

examine  the  influence  of  leader  self-efficacy,  emotional  intelligence,  and  sense  of 

humor  on  transformational  leadership  of the  executives  in  PTT  Public  Company 

Limited, Metropolitan Electricity Authority and Metropolitan Waterworks Authority. 

The results  of quantitative analysis  are  presented as follows:  

4.1  Background of Respondents  

4.2  The Influence of  Leader Self-Efficacy, Emotional intelligence, Sense of 

Humor on Transformational Leadership 

4.3  Summary 

 

4.1  Background of Respondents 

 

The survey was conducted in the period between May-June, 2012. The total of 

500 questionnaires were distributed to the studied State Enterprise’s  executives. The 

completed  385  questionnaires  were  keyed  in  Microsoft  Excel  and  conveyed  to 

calculate  in  SPSS  version  17.0  for  analysis the  demographic  profiles as  shown  in  

table 4.1. 
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Table 4.1  Demographic Profiles of Respondents  

 
 

Demographic profiles       PTT 

% (person) 

MEA 

% (person) 

MWA 

% (person) 

Total 

% (person) 

1. Gender     

     Male 60.68 (71)      68.63  (105 ) 60.87 (70)      63.90 (246) 

     Female        39.32 (46)     31.37   (48)         39.13  (45)    36.10 (139) 

2. Age     

    Below than 35 years 0.00 (0)  0.00(0)   6.09 (7) 1.82 (7) 

    Between 35-44 years  17.95 (21)  4.58 (7) 29.57(34) 16.10 (62) 

    Between 45-54 years  54.70 (64)  63.40 (97) 34.78 (40) 52.21 (201) 

    Above 55 years  27.35 (32) 32.03 (49) 29.57 (34) 29.87 (115) 

Mean (X) 50.17 49.98 47.83 49.39 

Standard Deviation (SD.)  5.529 6.416 8.820 7.049 

3. Total years of   

    employment 

    

    Below than 10 years 2.56 (3) 5.23 (8) 10.43 (12) 5.97 (23) 

    Between 11-20 years  23.93 (28) 11.11 (17) 33.91 (39) 21.82 (84) 

    Between 21-30 years  52.14 (61) 52.29 (80) 23.48 (27) 43.64 (168) 

    Above 31 years  21.37 (25) 31.37 (48) 32.17 (37) 28.57 (110) 

Mean (X) 25.38 26.12 23.54 25.12 

Standard Deviation (SD.)  7.046 7.876 10.197 8.461 

 Number (N) 117 153 115 385 

         

The personal attributes of  the State Enterprise’s executives have gathered in 

the survey were gender, age and total years of employment:    
1) The results of survey in PTT Public Company Limited have found 

that  the  respondents  were  male  60.68  percent,  aged  between  45-54  years  54.70 

percent  and  having  employment  records  about  21-30  years  which  counted52.14 

percent of the total sample, which is the highest among each category.         
2) The  results  of  survey  in  Metropolitan  Electricity  Authority  show 

that  the  respondents  were  male  68.63,  aged  between  45-54  years  63.40  percent  and 

having  employment  records  about  21-30  years  52.29  percent  which  is  the  highest 

among each category.         
3) The results of survey in Metropolitan Waterworks Authority show 

that  the  respondents  were  male  60.87  percent,  aged  between  45-54  years  34.78 

percent  and  having  employment  record  around  11-20  years  which  counted  33.91 

percent, which is the highest among each category.         
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4) The results of survey in three State Enterprises discovered that the 

respondents  were  male  63.90  percent,  aged  between  45-54  years  52.21  percent  and 

having employment records around 21-30 years which counted  43.64 percent, which 

is the highest among each category.                       

The  correlation  between age and  total years of employment  is  to  be 

highly  correlated  at  the  level  of  .844.  Therefore,  gender  and  the  total  years  of 

employment  is  used  in  examining  the  influence  of  the  independent  variables  on  the 

transformational leadership.                            

The proportion between gender and age in the three State Enterprises 

of the executives was analyzed and shown in table 4.2. 

 

 Table 4.2  Percent  Distribution  of  Respondents  in  the  three  State  Enterprises  

                   Classified  by  Gender  and  Total  Years  of  Employment  

 

 

State 

Enterprise 

 

Gender 

 

Total Years of Employment 

Less than  

10 years  

% (person) 

   11-20 years  

   % (person) 

21-30 years  

% (person) 

Above 31 years 

% (person) 

  Total years  

  % (person) 

PTT  Male       1.71 (2)  9.40 (11) 20.51, 52.17 (24) 7.69 (9)     39.32  (46) 

Female   0.85 (1)  14.53 (17)  31.62, 52.11 (37)   13.68 (16)    60.68  (71) 

Total    2.56 (3)  23.93 (28)  52.14 (61)   21.37  (25)    100 (117) 

MEA Male   0.65 (1)  3.92 (6) 12.42 (19)   14.38,39.58 (22)    31.37 (48) 

Female   4.58 (7)  7.19 (11) 39.87, 58.09 (61)  16.99   (26)    68.63 (105) 

Total   5.23 (8) 11.11 (17) 52.29  (80) 31.37 (48)     100 (153) 

MWA  Male   3.48 (4)  10.43 (12)  12.17 (14)   13.04  33.33 (15)      39.13 (45) 

Female   6.96 (8) 23.48 38.57 (27)  11.30 (13)   19.13 (22)     60.87  (70) 

Total    10.43 (12)  33.91 (39) 23.48 (27) 32.17 (37) 100 (115) 

Total  Male 
  
   1.82 (7) 

 

7.53 (29) 
 

14.81, 41.00 (57)   
 

11.95 (46) 
 

36.10 (139) 

Female  4.16 (16) 14.29 (55)  28.83 45.12 (111)   16.62 (64) 
 

63.90 (246) 

Total  5.97 (23)  21.82 (84) 43.64 (168) 28.57 (110)  100 (385) 

         

According  to  the  table  4.2,  the  proportion  between  gender  and  total 

year of employment is as following:  

1) In PTT Public Company Limited, 52.17 and  52.11  percent  

of  male and female respondents, respectively work  with  the organization for  21-30  

years, which are the highest among all categories of total years of employment.    
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2) In  Metropolitan  Electricity  Authority, 58.09 percent  of   

female  have  worked  with  the  organization  for  21-30  years  percent,  which  are  the 

highest among all categories of total years of employment.    

3) In  Metropolitan  Waterworks  Authority,  38.57 percent of 

female  have  worked  with  the  organization  for  11-20  years  percent,  which  are  the 

highest among all categories of total years of employment.    

4) Total of three State Enterprises, 45.12 percent    of    female 

have worked with  the organization for 21-30 years  percent, which  are  the  highest  

among  all categories of total years of employment.    

 

4.1.1  Transformational Leadership Level of the State Enterprises’ 

Executives   

In  the  present  study,  transformational  leadership  level  comprises  of  five 

dimensions,  namely  in  the  idealized  attribute  influence  in  table  4.3,  the  idealized 

behavior influence in table 4.4, the inspiration motivation in table 4.5, the intellectual 

stimulation  in  table  4.6  and  the  individualized  consideration  in  table  4.7 of    PTT 

Public  Company  Limited,  Metropolitan  Electricity  Authority  and  Metropolitan 

Waterworks Authority. 

4.1.1.1  Transformational Leadership Level: Idealized Attribute  

  Influence (TRF1) 

 

Table 4.3  Transformational Leadership Level: Idealized Attribute Influence (TRF1) 

         
TRF1  Executives lowest 

% (person)  

low 

% 

(person) 

middle  

% 

(person) 

high 

% 

(person) 

highest 

% 

(person) 

 Total 

% 

(person) 

Mean  SD. 

Followers often 

express respects to 

leaders. 

PTT 0.00 

(0) 

3.40 

(4) 
41.90 

(49) 
52.10 
(61) 

2.60 

(3) 
100 

(117) 
3.54  .609 

MEA 0.00 

(0) 

3.90 

(6) 
62.70 

(96) 
32.70 
(50) 

1.70 

(1) 
100 

(153) 
3.70  .551 

Followers often 

express respects to 

leaders. 

PTT 0.00 

(0) 

3.40 

(4) 
41.90 

(49) 
52.10 
(61) 

2.60 

(3) 
100 

(117) 
3.54  .609 

MEA 0.00 

(0) 

3.90 

(6) 
62.70 

(96) 
32.70 
(50) 

1.70 

(1) 
100 

(153) 
3.70  .551 

MWA 0.00 

(0) 

3.50 

(4) 
42.50 

(52) 
49.50 
(57) 

1.70 

(2) 
100 

(115) 
3.50  .598 
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Table 4.3  (Continued) 
 

TRF1  Executives lowest 

% (person)  

low 

% 

(person) 

middle  

% 

(person) 

high 

% 

(person) 

highest 

% 

(person) 

 Total 

% 

(person) 

Mean  SD. 

  

TOTAL 

0.00 

(0) 

3.86 

(14) 
51.20 

(197) 
43.60 

(168) 
1.60 

(6) 
100 

(385) 
3.43  .592 

Leaders express 

the standard ethics 

as a good model. 

PTT 0.00 

(0) 

1.70 

(2) 
62.40 

(73) 
35.00 
(41) 

0.90 

(1) 
100 

(117) 
3.35  .530 

      MEA 1.00 

(0.70) 

1.30 

(2) 
41.20 

(63) 
50.30 
(77) 

6.50 

(10) 
100 

(153) 
3.61  .661 

MWA 0.00 

(0) 

3.50 

(4) 
65.20 

(75) 
29.60 
(34) 

1.70 

(2) 
100 

(115) 
3.30  .562 

     TOTAL 3.00 

(1) 

2.10 

(8) 
54.18 

(211) 
39.50 
(152) 

3.40 

(13) 
100 

(385) 
3.44  .610 

Leaders receive 

trust and 

confidence from 

subordinates. 

 

PTT 0.00 

(0) 

0.90 

(1) 
23.90 

(28) 
67.50 

(79) 
7.70 

(9) 
100 

(117) 
3.82  .567 

MEA 0.00 

(0) 

1.30 

(2) 
38.60 

(59) 
54.20 

(83) 
5.90 

(9) 
100 

(153) 
3.65  .612 

MWA 0.00 

(0) 

3.50 

(4) 
30.40 

(35) 
53.90 
(62) 

12.20 

(14) 
100 

(115) 
3.75  .711 

    TOTAL 0.00 

(0) 

1.80 

(7) 
31.70 

(122) 
58.20 
(224) 

8.30 

(32) 
100 

(385) 
3.73  .633 

Total  (%) PTT 0.00 2.00 42.70 51.60 3.70 100 3.57  .504 

MEA 0.20 2.20 47.50 45.80 4.40 100 3.52  .478 

MWA 0.00 3.50 47.00 44.30 5.20 100 3.51  .566 

    TOTAL 0.09  2.51 45.88 47.10 4.42 100 3.53  .513 

 

Transformational  leadership  in  idealized  attribute  influence  is  as 

follows.   

1)   PTT Public Company Limited: According to the executives, 

the average value of their attitude toward followers often express respects to leaders  

is  3.54  with  standard  deviation  .609, leaders express the standard ethics as a good 

model  is   3.35 and standard  deviation .530  and leaders  receive  trust  and  confidence 

from subordinates is  3.82  and standard deviation .567. 

2) Metropolitan  Electricity  Authority:  According  to  the 

executives, the average value of their attitude toward followers often express respects 

to leaders is 3.70 and standard deviation .551, leaders express the standard ethics as a 

good  model is  3.61 and standard  deviation .661  and leaders  receive  trust  and 

confidence from subordinates is 3.65 and standard deviation .612. 
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3) Metropolitan  Waterworks  Authority:According  to  the 

executives, the average value of their attitude toward followers often express respects 

to leaders is 3.50 and standard deviation .598, leaders express the standard ethics as a 

good  model is  3.30 and standard  deviation .562  and leaders  receive  trust  and 

confidence from subordinates is mean 3.75 and standard deviation .711. 

4) Total  of  the  three  State  Enterprises:  According  to  the 

executives, the average value of their attitude toward followers often express respects 

to leaders is 3.43 and standard deviation .592, leaders express the standard ethics as a 

good  model  is 3.44 and standard  deviation .610  and leaders  receive  trust  and 

confidence from subordinates is 3.73 and standard deviation .633.                        

According  to  total  of  the  three  State  Enterprises  for 

transformational leadership  level in the aspect of idealized attribute influence: leaders 

receive trust and confidence  from  subordinates  in  high  level most 58.20 percent in 

the average value 3.73  and  standard  deviation .633. PTT Leaders  receive  trust  and  

confidence  from subordinates in high level most 67.50  percent in the average value  

3.82  and standard deviation .567.  

In summary, it is found that followers often express respects to 

PTT  leaders  in  high  level most  52.10  percent,  PTT  leaders  receive  trust  and 

confidence  from  subordinates  in  high  level  most 67.50  percent  and  MEA  leaders 

express the standard ethics as a good model in high level most 50.30 percent. 

4.1.1.2  Transformational Leadership Level: Idealized Behavior 

Influence (TRF2) 

 

Table 4.4  Transformational Leadership Level: Idealized Behavior Influence (TRF2) 

 

TRF2 Executives lowest 

% 

(person)  

low 

% 

(person) 

middle  

%  

(person) 

high 

% 

(person) 

highest 

% 

(person) 

 Total 

% 

(person) 

Mean  SD. 

Followers 

imitate attention 

and sacrifice in 

working. 

        PTT 0.00 

(0) 

3.40 

(4) 
50.40 

(59) 
41.00 

(48) 
5.10 

(6) 
100 

(117) 
3.48  .651 

MEA 1.30 

(2) 

3.90 

(6) 
60.83 

(93) 
31.40 
(48) 

2.60 

(4) 
100 

(153) 
3.30  .650 

MWA 0.90 

(1) 

4.30 

(5) 
41.70 

(48) 
47.80 
(55) 

5.20 

(6) 
100 

(115) 
3.52  .705 

 

TOTAL 

0.80 

(0) 

3.90 

(15) 
51.90 

(200) 
39.20 
(151) 

4.20 

(16) 
100 

(385) 
3.42  .673 



80 

Table 4.4  (Continued) 
 

TRF2 Executives lowest 

% 

(person)  

low 

% 

(person) 

middle  

%  

(person) 

high 

% 

(person) 

highest 

% 

(person) 

 Total 

% 

(person) 

Mean  SD. 

Leaders have 

good behaviors 

because of their 

visions to 

organization. 

PTT 0.00 

(0) 

0.90 

(1) 
62.40 

(73) 
35.00 
(41) 

1.70 

(2) 
100 

(117) 
3.38  .537 

MEA 0.00 

(0) 

2.60 

(4) 
36.60 

(56) 
51.00 
(78) 

9.80 

(15) 
100 

(153) 
3.68  .685 

MWA 0.00 

(0) 

4.30 

(5) 
59.10 

(68) 
33.90 
(39) 

2.60 

(3) 
100 

(115) 
3.35  .608 

 

TOTAL 

0.00 

(0) 

2.60 

(10) 
51.20 

(197) 
41.00 
(158) 

5.20 

(20) 
100 

(385) 
3.49  .638 

Leaders assign 

the challenging 

works to 

followers for 

their self-

development. 

PTT 0.00 

(0) 

9.40 

(11) 
37.60 

(44) 
44.40 

(52) 
8.50 

(10) 
100 

(117) 
3.52  .783 

MEA 0.70 

(1) 

3.30 

(5) 
45.10 

(69) 
47.10 

(72) 
3.90 

(6) 
100 

(153) 
3.50  .660 

MWA 0.90 

(1) 

7.00 

(8) 
38.30 

(14) 
46.10 
(53) 

7.80 

(9) 
100 

(115) 
3.53  .776 

 

TOTAL 

0.50 

(2) 

6.20 

(24) 
40.80 

(157) 
46      
(177) 

6.50 

(25) 
100 

(385) 
3.52  .733 

Total  (%) PTT 0.00  4.60 50.10 40.20 5.10 100 3.47  .542 

MEA 0.70  3.30 45.10 47.10 3.90 100 3.50  .493 

MWA 0.60 5.20 46.40 42.60 5.20 100 3.47  .588 

    TOTAL 0.09  2.51 45.88 47.10 4.42 100 3.53  .513 
                                                                                                                                 

                                     

Transformational  leadership  in  the  aspect  of  idealized  behavior 

influence is as follows.   

1)  PTT Public Company Limited: According to the executives, 

the average value of their attitude toward followers imitate attention and sacrifice is 

3.48 and  standard  deviation  .651,  the  results  show  that  the  leaders  have  good 

behaviors because of their visions to organization is 3.38 and standard deviation .537 

and leaders  assign  the  challenging  works  to followers  for  their  self-development  is 

3.52 and standard deviation .783. 

2) Metropolitan  Electricity  Authority: According  to  the 

executives,  the  average  value  of  their  attitude  toward  followers  imitate  attention  and 

sacrifice  in  working  is  3.30 and  standard  deviation  .650,  the  results  show  that  the 

leaders  have  good  behaviors  because  of their  visions  to  organization  is  3.68 and 

standard  deviation  .685  and  leaders  assign  the challenging works to followers for 

their self-development is 3.50 and standard deviation .660.      
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3) Metropolitan  Waterworks  Authority:  According  to  the 

executives,  followers    imitate  attention  and  sacrifice  in  working  is 3.52 and standard 

deviation .705, the results show that the leaders have good behaviors because of their 

visions  to  organization  is 3.35 and standard  deviation .608  and leaders  assign  the 

challenging  works  to  followers  for  their  self-development  is  3.53 and  standard 

deviation .776. 

4) Total  of  the  three  State  Enterprises:  According  to  the 

executives, the average value of their attitude toward followers imitate attention and 

sacrifice in working is 3.42 and standard deviation .673, leaders have good behaviors 

because  of    their  visions  to  organization  is 3.49 and standard  deviation .638  and  

leaders  assign  the  challenging  works  to  followers  for  their  self-development  is 3.52  

and standard deviation .733. 

According to total of the three State Enterprises for transformational 

leadership    level    in  idealized    behavior  influence:  leaders  assign  the  challenging 

works to followers for their self-development in high level most 46.00 percent in the 

average value 3.52 and standard deviation .733. Leaders of Metropolitan Waterworks 

Authority assign the challenging works to followers for their self-development in high 

level  most 47.10 percent in the average value 3.50 and standard deviation .660.  

In summary, it is found that MEA leaders have good behaviors 

because  of  their  visions  to  organization  in  middle  level most  51.00  percent,  MEA 

leaders assign the challenging works to followers for their self-development in high 

level  most 47.10 percent and followers imitate attention and sacrifice in working  of  

MWA  leaders in  high  level  most  47.80  percent. 

4.1.1.3  Transformational Leadership Level:  Inspiration Motivation 

(TRF3) 

 

  Table  4.5  Transformational Leadership Level:  Inspiration Motivation (TRF3) 

 

              TRF3  Executives lowest 

% 

(person)  

low 

% 

(person) 

middle  

%  

(person) 

high 

% 

(person) 

highest 

% 

(person) 

 Total 

% 

(person) 

Mean  SD. 

Leaders motivate 

and challenge 

followers with  

meaningful works. 

     PTT      0.00 

(0) 

    6.80 

(8) 
    47.90 

(56) 
  40.20     
     (47) 

    5.10 

(5) 
    100 

(117) 
 3.44  .670 

MEA 0.00 

(0) 

2.00 

(3) 
33.30 

(51) 
57.50 
(88) 

7.20 

(11) 
100 

(153) 
3.70  .629 
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Table 4.5  (Continued) 

 

              TRF3  Executives lowest 

% 

(person)  

low 

% 

(person) 

middle  

%  

(person) 

high 

% 

(person) 

highest 

% 

(person) 

 Total 

% 

(person) 

Mean  SD. 

  MWA 0.00 

(0) 

7.00 

(8) 
43.50 

(50) 
46.10 
(53) 

3.50 

(4) 
100 

(115) 
3.46  .679 

 

TOTAL 

0.00 

(0) 

49.00 

(19) 
40.80 

(157) 
48.80 
(188) 

5.50 

(21) 
100 

(385) 
3.55  .676 

Leaders stimulate 

followers to work 

as a team.  

PTT 0.00 

(0) 

2.60 

(3) 
41.90 

(49) 
50.40 
(59) 

5.10 

(6) 
100 

(117) 
3.58  .633 

MEA 0.70 

(1) 

0.00 

(0) 
40.50 

(62) 
49.00 

(75) 
9.80 

(15) 
100 

(153) 
3.67  .677 

MWA 0.00 

(0) 

6.10 

(7) 
38.30 

(44) 
53.00 
(61) 

2.60 

(3) 
100 

(115) 
3.52  .654 

 

TOTAL 

3.00 

(1) 

2.60 

(10) 
40.30 

(155) 
50.60 
(195) 

6.20 

(24) 
100 

(385) 
3.60  .658 

Leaders create  

imaginary to 

inspire followers 

to obtain the goals 

in working. 

PTT 0.00 

(0) 

6.00 

(7) 
42.70 

(50) 
44.40 

(52) 
6.80 

(8) 
100 

(117) 
3.52  .714 

MEA 0.70 

(1) 

7.80 

(12) 
52.30 

(80) 
35.30 
(54) 

3.90 

(6) 
100 

(153) 
3.34  .709 

      MWA        0 

(0.00) 

    7.80 

(9) 
    42.60 

(49) 
  41.70     
    (48) 

    7.80 

(9) 
    100 

(115) 
  3.50    754 

    TOTAL 3.00 

(1) 

7.30 

(28) 
46.50 

(179) 
40.00 

(154) 
6.00 

(23) 
385 

(100) 
3.44  .727 

Total (%)        PTT     0.00      5.10     44.20    45.00     5.70     100   3.51  .598 

MEA 0.40  3.27 42.00 47.30 7.00 100 3.57  .511 

MWA 0.00  6.96 41.40 47.00 4.60 100 3.50  .638 

    TOTAL 0.17 4.94 42.51 46.49 5.89 100 3.53  .578 
 

                           

Transformational  leadership  in  the aspect  of  inspiration  motivation is 

as follows.   

1)  PTT Public Company Limited: According to the executives, 

the  average  value  of  their  attitude  toward  leaders  motivate  and  challenge  followers 

with productive works is 3.44 and standard deviation .670, leaders stimulate followers 

to work as a team is 3.58 and standard deviation .633 and leaders create imaginary to 

inspire followers to achieve the goals in working is 3.52 and standard deviation .714. 

2) Metropolitan  Electricity  Authority: According  to  the 

executives, the average value of their attitude toward leaders motivate and challenge 

followers  with    productive  works  is 3.70 and standard  deviation .629, leaders 

stimulate followers to work as a team is 3.67 and standard deviation .677 and leaders 
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create  imaginary  to  inspire  followers  to  achieve  the  goals  in  working  is 3.34   and 

standard deviation .709.                       

3) Metropolitan  Waterworks  Authority:  According  to  the 

Executives, the average value of their attitude toward leaders motivate and challenge 

followers with productive works is  3.46 and standard deviation .679, leaders stimulate 

followers    to  work  as  a  team  is 3.52 and standard  deviation .654  and  leaders  create 

imaginary  to  inspire  followers  to  achieve  the  goals  in  working  is  3.50 and  standard 

deviation .754. 

4) Total  of  the  three  State  Enterprises:  According  to  the 

executives, the average value of their attitude toward leaders motivate and challenge 

followers    with  productive  works  is 3.55 and standard  deviation .676, leaders 

stimulate followers to work as a team is 3.60 and standard deviation .658 and  leaders 

create imaginary  to  inspire  followers  to obtain the goals in working in middle level 

most is  3.44  and standard deviation .727. 

According  to  total  of  the  three  State  Enterprises  for 

transformational  leadership  level  in  the aspect  of  inspiration  motivation,  leaders 

stimulate followers to work as a team in high level  most 50.60 percent in the average 

value  3.60 and  standard  deviation .658.  Leaders  of  Metropolitan  Waterworks 

Authority  stimulate  followers  to  work  as  a  team  in  high  level most 53.00  percent  in 

the average value 3.52 and standard deviation .654. 

In  summary,  it  is  found  that  PTT  leaders  create  imaginary  to 

inspire  followers  to  obtain  the  goals  in  working  in  high  level most   44.40  percent, 

MEA  leaders  motivate  and  challenge  followers  with  productive  works  in  high  level 

most  57.50    percent    and    MWA    leaders  stimulate  followers  to  work  as  a  team  in 

high  level  most 53.00  percent.  Therefore, leaders  should  challenge  followers  for 

meaningful working and work as a team. 
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4.1.1.4  Transformational Leadership Level: Intellectual Stimulation 

(TRF4) 

 

Table 4.6  Transformational Leadership Level: Intellectual Stimulation (TRF4) 

 

TRF4 Executives lowest 

% 

(person)  

low 

% 

(person) 

middle  

%  

(person) 

high 

% 

(person) 

highest 

% 

(person) 

 Total 

% 

(person) 

Mean   SD. 

Leaders give 

freedom to 

followers for 

attempts to make 

the innovations in 

solving problems 

creatively.  

      PTT     0.00 

(0) 

    1.70 

(2) 
    16.20 

(19) 
  53.00     
    (62) 

   29.10 

(34) 
    100 

(117) 
 4.09   .719 

MEA 0.70 

(1) 

0.70 

(1) 
24.20 

(37) 
58.80 
(90) 

15.70 

(27) 
100 

(153) 
3.88  .688 

MWA 0.00 

(0) 

5.20 

(6) 
23.50 

(27) 
57.40 
(66) 

13.90 

(16) 
100 

(115) 
3.80  .739 

 

TOTAL 

0.30 

(1) 

2.30 

(9) 
21.60 

(88) 
56.60 
(218) 

19.20 

(74) 
100 

(385) 
3.92  .721 

Leaders enhance  

creative thinking 

of followers 

although it makes 

them have 

different concepts. 

       PTT    0.00 

(0) 

    0.90 

(1) 
   21.40 

(25) 
  53.00     
    (62) 

  24.90 

(29) 
    100 

(117) 
 4.02  .707 

MEA 0.00 

(0) 

2.00 

(3) 
26.10 

(40) 
51.60 
(79) 

20.30 

(31) 
100 

(153) 
3.90  .732 

MWA 0.00 

(0) 

4.30 

(5) 
27.80 

(32) 
50.40 
(58) 

17.40 

(20) 
100 

(115) 
3.81  .771 

     TOTAL 0.00 

(0) 

2.30 

(9) 
25.20 

(97) 
51.70 
(199) 

20.80 

(80) 
100 

(385) 
3.90  .739 

Leaders stimulate 

the intellectual for 

followers to 

increase the level 

of working rather 

than only persist 

in the current 

process.  

PTT 0.00 

(0) 

0.90 

(1) 
23.10 

(27) 
59.80 

(70) 
16.20 

(19) 
100 

(117) 
3.92  .651 

MEA 0.00 

(0) 

1.30 

(2) 
39.90 

(61) 
50.13 

(17) 
8.50 

(13) 
100 

(153) 
3.66  .651 

MWA 0.00 

(0) 

5.20 

(6) 
24.30 

(28) 
60.59 
(70) 

9.60 

(11) 
100 

(115) 
3.75  .699 

     TOTAL 0.00 

(0) 
2.30 

(9) 
30.10 

(116) 
56.40 

(217) 
11.00 

(43) 
100 

(385) 
3.76  .672 

            

Leaders 

encourage  

followers to work 

meaningfully. 

PTT 0.00 

(0) 

0.90 

(1) 
16.20 

(19) 
66.70 

(78) 
16.20 

(19) 
100 

(117) 
 3.52  .714 

MEA 0.00 

(0) 

1.30 

(2) 
19.00 

(29) 
56.20 

(86) 
23.50 

(36) 
100 

(153) 
 4.02  .693 

MWA 0.00 

(0) 

7.00 

(8) 
29.60 

(34) 
52.20 
(60) 

11.30 

(13) 
100 

(115) 
 3.68  .767 

 TOTAL 0.00 

(0) 
2.90 

(11) 
21.30 

(82) 
58.20 

(224) 
17.00 

(68) 
100 

(385) 
  3.91  .705 

Leaders use  

questions to 

create two ways 

communication  

PTT     3.40 

(4) 

    0.00 

(0) 
    43.60 

(51) 
   41.90 

(49) 
    11.10 

(13) 
    100 

(117) 
  3.92  .570 

MEA 0.70 

(1) 

2.00 

(3) 
37.30 

(57) 
51.00 

(78) 
9.20 

(14) 
100 

(153) 
3.66  .699 
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Table 4.6  (Continued) 

 

TRF4 Executives lowest 

% 

(person)  

low 

% 

(person) 

middle  

%  

(person) 

high 

% 

(person) 

highest 

% 

(person) 

 Total 

% 

(person) 

Mean  SD. 

to express the 

consideration to  

the  needs of 

followers. 

MWA 0.00 

(0) 

8.70 

(10) 
38.30 

(44) 
47.00 

(54) 
6.10 

(7) 
100 

(115) 
3.50  .742 

TOTAL 1.30 

(5) 

3.40 

(13) 
39.50 

(152) 
47.00 

(181) 
8.80 

(34) 
100 

(385) 
3.59  .752 

 

Total Value (%) PTT     0.70      0.80      24.10    54.90    21.20      100   3.92  .570 

MEA 0.30 1.44 29.30 53.60 15.40 100 3.82  .529 

MWA 0.00  6.09 28.07 53.60 11.70 100 3.70  .612 

TOTAL 0.17 4.94 42.51 46.49 5.89 100 3.53  .578 
                                                                                                                                                                    

                             

Transformational leadership in the aspect of intellectual stimulation is 

as follows.   

1) PTT Public Company Limited: According to the executives, 

the  average  value  of  their  attitude  toward  leaders  give  freedom  to  followers  for 

attempts to make the innovations in solving problems creatively is 4.09 and standard 

deviation .719, the results show that the leaders enhance creative thinking of followers 

although  it  makes  them  have  different  concepts  is  4.02 and standard  deviation .707, 

leaders stimulate the intellectual for followers to increase the level of working rather 

than  only  persist  is  3.92 and  standard  deviation .651,  leaders  encourage followers  to 

work meaningfully is 3.52  and standard deviation .714 and leaders use questions to 

create  two  ways  communication  to  express the  consideration  to    the    needs  of 

followers is 3.92 and standard deviation .570. 

2) Metropolitan  Electricity  Authority:   According  to  the  

executives,  the  average  value  of  their  attitude  toward  leaders  give  freedom  to 

followers for attempts to make the innovations in solving problems creatively is 3.88 

and standard  deviation .688, the  results  show  that  the  leaders    enhance  creative 

thinking  of  followers  although  it  makes    them  have  different  concepts  is  3.90 and 

standard deviation .732, leaders stimulate the intellectual for followers to increase the 

level  of  working  rather  than  only  persist  in  the  current  process  is  3.66 and  standard 

deviation .651, leaders encourage followers to work effectively is 4.02  and standard 

deviation .693 and leaders use questions to create two ways communication to express 

the consideration to the needs of followers is 3.66 and standard deviation .699. 
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3) Metropolitan  Waterworks  Authority:  According  to  the 

executives,  the  average  value  of  their  attitude  toward  leaders  give  freedom  to 

followers for attempts to make the innovations in solving problems creatively is 3.80 

and standard  deviation .739, the  results  show  that  the  leaders  enhance  creative 

thinking  of  followers  although  it  makes  them  have  different  concepts  is  3.81 and 

standard deviation .771, leaders stimulate the intellectual for followers to increase the 

level  of  working  rather  than  only  persist  in  the  current  process  is  3.75 and  standard 

deviation .699, leaders encourage followers to work effectively is 3.68  and standard 

deviation .767 and leaders use questions to create two ways communication to express 

the consideration to  the  needs of followers  is  3.50  and  standard deviation .742. 

4) Total  of  the  three  State  Enterprises:  According  to  the 

executives,  the  average  value  of  their  attitude  toward  leaders  give  freedom  to 

followers for attempts  to  make the innovations in solving problems creatively is 3.92  

and  standard  deviation  .721, the  results  show  that  the  leaders    enhance    creative  

thinking  of  followers  although it  makes them have different concepts is 3.90 and 

standard deviation .739,  leaders  stimulate  the  intellectual for followers to increase 

the  level  of  working  rather  than  only  persist  in  the  current  process  is  3.76    and 

standard deviation .672, leaders encourage  followers to work effectively is 3.91  and 

standard deviation .705 and leaders use  questions to create two ways communication 

to express the consideration to the needs of followers is 3.59  and standard deviation .752. 

According  to  total  of  the  three  State  Enterprises  for 

transformational  leadership  level  in  the  aspect  of  of  intellectual  stimulation,  leaders 

encourage  followers  to  work  meaningfully  in  high  level most  58.20  percent  in  the 

average  value  3.91  and  standard  deviation .705.  Leaders  of  PTT  Public  Company 

Limited encourage followers to work effectively in  high  level most  66.70  percent in 

the average value 3.52  and standard deviation .714. 

In  summary,  it  is  found  that  PTT  leaders  encourage  followers 

to  work  effctively  in  high  level  most  66.70 percent,  MEA    leaders  give  freedom  to 

followers for attempts to make the innovations in solving problems creatively in high 

level most 58.80 percent and MWA leaders stimulate the intellectual for followers to 

increase  the  level  of  working  rather  than  only  persist  in  the  current  process  in  high 

level most 60.59 percent. 
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Therefore,  effective  work  is  important  to  employees.  Leaders 

should let them free and increase the level of difficulty in working.   

4.1.1.5  Transformational  Leadership  Level:  Individualized  

Consideration (TRF5) 

 

Table 4.7  Transformational Leadership Level: Individualized Consideration (TRF5) 

 

TRF5 Executives Lowest 

% 

(person)  

low 

% 

(person) 

middle  

%  

(person) 

high 

%  

(person) 

highest 

% 

(person) 

 Total 

% 

(person) 

Mean  SD. 

Leader is  a coach 

or   a mentor to 

followers. 

 

 

PTT     0.00 

(0)) 
    1.70 

(2) 
    50.40 

(59) 
    42.70 

(50) 
     5.10 

(6) 
    100 

(117) 
3.51  .624 

MEA 0.70 

(1) 
2.60 

(4) 
41.20 

(63) 
45.10 

(69) 
10.50 

(16) 
100 

(153) 
3.62  .735 

MWA 0.00 

(0) 
3.50 

(4) 
42.60 

(49) 
47.80 

(55) 
6.10 

(7) 
100 

(115) 
3.57  .664 

 

TOTAL 

0.30 

(1) 
2.60 

(10) 
44.40 
(171) 

45.20 

(174) 
7.50 

(29) 
100 

(385) 
3.57  .681 

Leaders have 

concepts of 

evaluation and 

promotion in the 

positions and 

salaries to 

followers.  

PTT 0.00 

(0) 

3.40 

(4) 
34.20 

(40) 
59.00 

(69) 
3.40 

(4) 
100 

(117) 
3.62  .612 

MEA 2.60 

(4) 
11.10 

(17) 
54.20 
(83) 

28.10 

(43) 
3.90 

(6) 
100 

(153) 
3.20  .787 

MWA 0.00 

(0) 
4.30 

(5) 
35.70 

(41) 
55.70 

(64) 
4.30 

(5) 
100 

(115) 
3.60  .650 

 

TOTAL 

1.04 

(4) 
6.80 

(26) 
42.60 

(164) 
45.71 

(176) 
3.90 

(15) 
100 

(385) 
3.45  .724 

Leaders access the 

subordinate’s needs 

and help them to 

have more 

potentials.  

PTT      0.00 

(0) 

    2.60 

(3) 
     33.30 

(39) 
     60.70 

(71) 
    3.40 

(4) 
     100 

(117) 
  3.65  .592 

MEA 0.00 

(0) 
3.3 

(5) 
41.20 
(63) 

47.70 

(73) 
7.80 

(12) 
100 

(153) 
3.60  .682 

MWA 0.00 

(0) 
4.30 

(5) 
47.00 

(54) 
45.20 

(52) 
3.50 

(4) 
100 

(115) 
3.48  .640 

 

TOTAL 

0.00 

(0) 
3.40 

(13) 
40.50 
(156) 

50.90 

(196) 
5.20 

(20) 
100 

(385) 
3.58  .645 

Leaders motivate  

followers to report 

behaviors and work  

results for their 

improvements. 

PTT 0.00 

(0) 

4.30 

(5) 
56.20 

(54) 
43.60 

(51) 
6.00 

(7) 
100 

(117) 
3.51  .677 

MEA 0.70 

(1) 
3.90 

(6) 
47.10 
(72) 

41.80 

(64) 
6.50 

(10) 
100 

(153) 
3.50  .708 

MWA 0.00 

(0) 
9.00 

(1) 
68.70 

(79) 
27.80 

(32) 
2.60 

(3) 
100 

(115) 
3.32  .540 

 

. 

      TOTAL     0.30 

(1) 
    3.10 

(12) 
    53.20 
(205) 

    38.20 

(147) 
    5.20 

(20) 
    100 

(385) 
3.44  .656 

  Total value  (%) PTT     0.00     2.99     41.50     51.50     4.50     100   3.57  .503 

MEA 1.00  5.23 45.90 40.70 7.20 100 3.48  .557 
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Table 4.7  (Continued) 

 

TRF5 Executives Lowest 

% 

(person)  

low 

% 

(person) 

middle  

%  

(person) 

high 

%  

(person) 

highest 

% 

(person) 

 Total 

% 

(person) 

Mean  SD. 

  Total value  (%)  MWA 0.00 3.26 48.50 44.10 4.10 100 3.50  .493 

TOTAL 0.39 3.96 45.45 45.00 5.45 100 3.51  .522 
                                                                                                                                                                     

                                                                                                                                                                   

Transformational  leadership  in  individualized  consideration  is  as 

follows.   

1) PTT Public Company Limited: According to the executives, 

the average value of their attitudes toward, leader is  a coach or a mentor to followers 

is  3.51 and standard  deviation .624,  leaders have  concepts  of  evaluation  and 

promotion  in  the  positions  and  salaries  to  followers is 3.62 and standard  deviation 

.612, leaders  access  the  subordinate’s  needs  and help them to have more potentials 

is 3.65 and standard deviation .592 and  leaders motivate followers to report behaviors 

and work results for their improvements is 3.51 and standard deviation .677. 

2) Metropolitan  Electricity  Authority:   According  to  the 

executives, the average value of their attitude toward leader is  a coach or a mentor to 

followers is 3.62 and standard deviation .735, leaders have concepts of evaluation and 

promotion  in  the  positions  and  salaries  to  followers is  3.20 and standard  deviation 

.787, leaders access the subordinate’s needs and help them to have more potentials is  

3.60 and standard  deviation .682  and  leaders motivate  followers  to  report  behaviors 

and work results for their improvements is 3.50 and standard deviation .708. 

3) Metropolitan  Waterworks  Authority:  According  to  the 

executives, the average value of their attitude toward leader is  a coach or a mentor to 

followers  is  3.57 and standard  deviation .664,  the  results  show  that  the  leaders  have 

concepts of evaluation and promotion in the positions and salaries to followers is 3.60 

and standard deviation .650, leaders access the subordinate’s needs and help them to 

have  more  potentials  is  3.48 and standard  deviation .640  and  leaders  motivate 

followers  to  report  behaviors  and  work  results  for  their  improvements  is  3.32 and 

standard deviation .540. 
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4) Total  of  the  three  State  Enterprises:    According  to  the 

executives, the average value of their attitude toward leader is a coach or a mentor to 

followers is 3.57 and standard deviation .681, leaders have concepts of evaluation and 

promotion  in  the  positions  and  salaries  to  followers is  3.62 and standard  deviation 

.612, the results show that the leaders access the subordinate’s needs and help them to 

have  more  potentials  is  3.64 and standard  deviation .592  and  leaders  motivate 

followers  to  report  behaviors  and  work  results  for  their  improvements  is  3.51 and 

standard deviation .677. 

According  to  total  of  the  three  State  Enterprises  for 

transformational leadership level in the aspect of individualized consideration: leaders 

access  the  subordinate’s  needs  and  help  them  to  have  more  potential  in  high  level 

most 60.70  percent  in  the  average  value  3.64 and standard  deviation .592.    PTT 

Leaders  access    the  needs  of  subordinates  and  help  them  to  have  more  potential  in 

high level most 60.70 percent in the average value 3.65 and standard deviation .592. 

In  summary,  it  is  found  that  PTT  leaders  access  the 

subordinate’s needs and help them to have more potentials in high level most 60.70 

percent  and  MEA leaders  are  coaches  or   mentors  to  followers  in  high  level  most 

47.80 percent.                              

Therefore, fulfil the needs of subordinates and helping them to 

have more potential are important to subordinates.  

 

4.1.2  The Results of Surveying the Level of Leader Self-Efficacy,  Emotional  

           Intelligence and Sense of Humor  

4.1.2.1  The Level of Leader Self-Efficacy: Personal-Efficacy, Leader-

Efficacy and Outcome Expectancy    

1)  The Level of Leader Self-Efficacy:  Personal-Efficacy 

(LSE1) 
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Table 4.8  The Level of Leader Self-Efficacy: Personal-Efficacy (LSE1) 

 

LSE1  Executives lowest 

% 

(person)  

low 

% 

(person) 

middle  

%  

(person) 

high 

% 

(person) 

highest 

% 

(person) 

 Total 

% 

(person) 

Mean  SD. 

Leaders set targets 

in working to 

achievement.    

PTT 0.90 

(1) 

2.60 

(3) 
12.00 

(14) 
74.40 

(87) 
10.30 

(12) 
100 

(117) 
3.91  .629 

MEA 0.00 

(0) 

0.70 

(1) 
22.90 

(35) 
53.60 
(82) 

22.90 

(35) 
100 

(153) 
3.99  .698 

 MWA 0.00 

(0) 

0.90 

(1) 
32.20 

(37) 
56.50 
(65) 

10.40 

(12) 
100 

(115) 
3.77  .640 

 

TOTAL 

0.30 

(1) 

1.30 

(5) 
22.30 

(86) 
60.80 
(234) 

15.30 

(59) 
100 

(385) 
3.90  .665 

Leaders focus on 

success with faith 

and attempts to the 

success, although 

they are difficult.  

PTT 0.90 

(1) 

1.70 

(2) 
19.70 

(23) 
60.70 
(71) 

17.10 

(20) 
100 

(117) 
3.91  .714 

MEA 0.00 

(0) 

0.70 

(1) 
20.90 

(32) 
54.90 
(84) 

23.50 

(36) 
100 

(153) 
4.01  .688 

MWA 0.00 

(0) 

0.90 

(1) 
33.00 

(38) 
53.00 
(61) 

13.00 

(15) 
100 

(115) 
3.78  .673 

TOTAL 0.30 

(1) 

1.00 

(4) 
24.20 

(93) 
56.10 
(216) 

18.40 

(71) 
100 

(385) 
3.91  .696 

Leaders have a lot 

of power to develop 

the abilities 

especially in 

competitions.  

PTT 0.90 

(1) 

0.00 

(0) 
33.30 

(39) 
41.90 
(49) 

23.90 

(28) 
100 

(117) 
3.88  .800 

MEA 0.00 

(0) 

2.60 

(4) 
42.50 

(65) 
47.70 
(73) 

7.20 

(11) 
100 

(153) 
3.59  .663 

MWA 0.00 

(0) 

0.90 

(1) 
33.00 

(38) 
51.30 
(59) 

4.80 

(17) 
100 

(115) 
3.80  .691 

TOTAL 0.30 

(1) 

1.30 

(5) 
36.90 

(142) 
47.00 
(181) 

14.50 

(56) 
100 

(385) 
3.84  .583 

Leaders have 

confidence to 

present more 

effective working 

results. 

PTT 0.90 

(1) 

0.70 

(1) 
28.20 

(33) 
52.10 
(61) 

17.90 

(21) 
100 

(117) 
3.85  .746 

MEA 0.00 

(0) 

0.70 

(1) 
39.90 

(61) 
45.10 
(69) 

14.40 

(22) 
100 

(153) 
3.73  .707 

MWA 0.00 

(0) 

1.70 

(2) 
34.80 

(40) 
53.00 
(61) 

10.40 

(12) 
100 

(115) 
3.72  .574 

TOTAL 0.30 

(1) 

1.00 

(4) 
34.80 

(134) 
49.60 
(191) 

14.30 

(55) 
100 

(385) 
3.74  .724 

Total  (%) PTT 0.90  1.28 23.30 57.30 17.30 100 3.89  .621 

MEA 0.00  1.14 31.50 50.30 17.00 100 3.89  .622 

MWA 0.00 1.09 33.30 53.50 12.20 100 3.77  .574 

TOTAL 0.26 1.69 29.55 53.38 15.65 100 3.83  .576 
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The    level    of    leader  self-efficacy  in  personal-efficacy  is  as 

follows: 

(1)   PTT  Public  Company  Limited:  According  to  the 

executives,  the    average    value  of  their  attitudes  toward    leaders  set    targets  in 

working for achievement is 3.91 and  standard  deviation .629, the results show that 

the leaders  focus  on  success with faith and attempts to the success although they are 

difficult is 3.91 and standard  deviation .714, leaders have a  lot of  power to develop 

the  abilities    especially    in    competitions   is    3.88  and  standard  deviation  .800  and  

leaders have  confidence  to  present  more  effective  working  results  is  3.85  and  

standard deviation  .746.   

(2)   Metropolitan  Electricity  Authority: According  to  the 

executives, the average value of their attitude toward the survey, leaders set targets in 

working for achievement is 3.99 and standard deviation .698, leaders focus on success 

with faith and attempts to the success although they are difficult is 4.01 and standard 

deviation  .688,  the  results  show  that  the  leaders  have  a  lot  of  power  to  develop  the 

abilities  especially  in  competitions  is  3.59  and  standard  deviation  .663  and  leaders 

have  confidence  to  present  more  effective  working  results  is  3.73  and  standard 

deviation .707.   

(3)   Metropolitan Waterworks Authority: According to the 

executives, the  average value of their attitude toward leaders set targets in working 

for achievement is 3.77 and standard deviation .640, the results show that the leaders 

focus on success with faith and attempts to the success although they are difficult is 

3.78  and  standard  deviation  .673,  the  results  show that  the  leaders    have    a    lot    of  

power    to    develop  the  abilities    especially    in    competitions  is  3.80  and  standard 

deviation .691 and leaders have confidence to present more effective working  results  

is 3.72 and standard deviation .574.   

(4)   Total  of  the  three  State  Enterprises: According  to  the 

executives,  the average value of their attitude toward leaders  set  targets  in  working  

to  goal  attainment  is  3.90  and  standard  deviation  .665, the results show that the 

leaders  focus  on  success  with    faith  and  attempts  to  the  success  although  they  are 

difficult is 3.91 and  standard  deviation .696, the results show that the leaders  have a  

lot  of power to develop the abilities especially in competitions is 3.84 and standard 
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deviation .583 and  leaders have confidence to present more effective working  results 

is 3.74 and standard deviation .724.  

According to total of the three State Enterprises for leader  self-

efficacy  in  the  aspect  of  personal-efficacy: leaders  set  goals  in  working  to  achieve 

them  in  high  level  most  60.80  percent  in  the  average  value  3.90  and  standard 

deviation .665.  

In summary, it is found that PTT leaders set targets in working 

to  achievement in high level  most 74.40 percent at mean 3.91 and standard deviation 

.629,  MWA  leaders  have  a  lot  of  power  to  develop  the  abilities  especially  in 

competitions  in  high  level  most  51.30  percent  at  mean  3.80  and  standard  deviation 

.691  and leaders  have  confidence  to  present more  effective  working  results  in  high 

level most 53.00 percent at mean 3.72 and standard deviation .574.   

Therefore,  setting  goals  in  working  for  achievement  is  very 

important. Leaders and team should realize that the working results will increase more 

efficiency. 

2)  The Level of Leader Self-Efficacy: Leader-Efficacy (LSE2) 

 

Table 4.9  The Level of Leader Self-Efficacy: Leader-Efficacy (LSE2) 

 

LSE2  Executives lowest 

% 

(person)  

low 

% 

(person) 

middle  

%  

(person) 

high 

% 

(person) 

highest 

% 

(person) 

 Total 

% 

(person) 

Mean  SD. 

Leaders have faith 

and attempts to 

present  better  

PTT 0.00 

(0) 

0.00 

(0) 
12.00 

(14) 
70.10 
(82) 

17.90 

(21) 
100 

(117) 
4.06  .596 

MEA 0.00 

(0) 

0.70 

(1) 
31.40 

(48) 
51.70 
(78) 

17.00 

(26) 
100 

(153) 
3.84  .699 

MWA 0.00 

(0) 

0.90 

(1) 
39.10 

(45) 
48.70 
(56) 

11.30 

(13) 
100 

(115) 
3.70  .675 

 

TOTAL 

0.00 

(0) 

0.50 

(2) 
27.80 

(107) 
56.10 
(216) 

15.60 

(60) 
100 

(385) 
3.87  .662 

Leaders have a goal 

to communicate 

visions to followers 

effectively.  

PTT 0.00 

(0) 

0.00 

(0) 
21.40 

(25) 
65.80 
(77) 

12.80 

(15) 
100 

(117) 
3.62  .612 

MEA 0.00 

(0) 

0.70 

(1) 
34.60 

(53) 
51.70 

(78) 
13.70 

(21) 
100 

(153) 
3.78  .681 

MWA 0.00 

(0) 

1.70 

(2) 
28.70 

(33) 
58.30 
(67) 

11.30 

(13) 
100 

(115) 
3.79  .656 

 

TOTAL 

0.00 

(0) 

0.80 

(3) 
28.80 

(111) 
57.70 
(222) 

12.70 

(49) 
100 

(385) 
3.82  .645 
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Table 4.9  (Continued) 

 

LSE2  Executives lowest 

% 

(person)  

low 

% 

(person) 

middle  

%  

(person) 

high 

% 

(person) 

highest 

% 

(person) 

 Total 

% 

(person) 

Mean  SD. 

Leaders focus on 

knowledge sharing 

to followers. 

PTT 0.00 

(0) 

0.00 

(0) 
35.90 

(42) 
50.40 
(59) 

13.70 

(16) 
100 

(117) 
3.78  .671 

MEA 0.00 

(0) 

1.30 

(2) 
27.50 

(42) 
52.30 
(80) 

19.00 

(29) 
100 

(153) 
3.89  .712 

      MWA 0.00 

(0) 

1.70 

(2) 
44.30 

(51) 
40.90 
(47) 

13.00 

(15) 
100 

(115) 
3.65  .726 

 

TOTAL 

0.00 

(0) 

1.00 

(4) 
35.10 

(135) 
48.30 
(186) 

15.60 

(60) 
100 

(385) 
3.78  .709 

Total  (%) PTT 0.00  0.00 23.10 62.10 14.80 100 3.94  .503 

 MEA 0.00  0.87 31.20 51.40 16.60 100 3.84  .605 

 MWA 0.00 1.45 37.40 49.30 11.90 100 3.73  .613 

 TOTAL 0.00 0.78 30.56 54.03 14.63 100 3.84  .583 

 

The level of leader self-efficacy in the aspect of leader-efficacy 

is as follows: 

 (1)  PTT  Public  Company  Limited:  According  to  the 

executives, the average value of their attitude toward leaders have faith and attempts 

to  present  better  effective  results  of  followers  is  4.06    and    standard  deviation  .596,  

the  results  show  that  the  leaders  have a  goal  to  communicate  visions  to  followers 

effectively in high level most 65.80 percent at mean 3.62 and standard deviation .612 

and leaders focus on knowledge sharing to followers is 3.78 and standard deviation .671.                    
(2) Metropolitan  Electricity  Authority: According  to  the 

executives, the average value of their attitude toward leaders have faith and attempts 

to present better effective results of followers is 3.84 and standard deviation .699, the 

results  show  that  the  leaders  have  a  goal  to  communicate  visions to  followers 

effectively  is  3.78  and  standard  deviation  .681  and  leaders  focus  on  knowledge 

sharing to followers is 3.89 and standard deviation .712.  

(3) Metropolitan Waterworks Authority: According to the 
executives, the average value of their attitude toward leaders have faith and attempts 

to  present  better  effective  results  of  followers  is  3.70  and  standard  deviation  .675, 

leaders  have  a  goal  to  communicate  visions  to  followers  effectively  is  3.79  and 

standard deviation .656, leaders focus on knowledge sharing to followers is 3.65 and 

standard deviation .726. 
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(4) Total  of  the  three  State  Enterprises: According  to  the 

executives, the average value of their attitude toward leaders  have faith  and  attempts 

to present better effective results of followers is 3.87 and standard deviation .662, the 

results  show  that  the  leaders  have  a goal  to  communicate visions to  followers 

effectively is 3.82 and standard deviation .645, leaders  focus on knowledge sharing to 

followers is 3.78 and standard deviation .709. 

According    to    total    of    the  three  State  Enterprises  for  leader 

self-efficacy in the aspect of leader-efficacy: leaders have a goal to communicate the 

vision to followers effectively in high level most 57.70 percent in the average value 

3.82 and standard deviation .645.    

In  summary,  it    is    found    that  PTT  leaders  have  faith  and 

attempts  to  present  better effective  results  of  followers  in  high  level  most  70.10 

percent  and  leaders  have  a  goal  to  communicate  visions  to  followers  effectively  in 

high  level    most  65.80  percent  and  MEA  leaders    focus  on  knowledge  sharing  to 

followers in high level most 52.30 percent. 

Therefore, faith and attempts to present better effective results 

of  followers  is  very  important  for  leaders  and  leader  should  communicate  vision  to 

followers effectively and share knowledge. 

3)  The  Level  of  Leader  Self-Efficacy:  Outcome  Expectancy 

(LSE3) 

 

Table 4.10  The Level of Leader Self-Efficacy: Outcome Expectancy (LSE3) 

 

            LSE3 Executives lowest 

% 

(person)  

low 

% 

(person) 

middle  

%  

(person) 

high 

% 

(person) 

highest 

% 

(person) 

 Total 

% 

(person) 

Mean  SD. 

Leaders 

motivate and 

support learning 

of followers 

who have low 

working results.  

PTT 0.00 

(0) 

5.10 

(6) 
58.10 

(68) 
28.20 

(33) 
8.30 

(10) 
100 

(117) 
3.40  .720 

MEA 0.00 

(0) 

3.30 

(5) 
25.50 

(39) 
56.20 
(86) 

15.00 

(23) 
100 

(153) 
3.83  .714 

MWA 0.90 

(1) 

7.00 

(8) 
60.90 

(70) 
30.40 
(35) 

0.90 

(1) 
100 

(115) 
3.23  .626 

 

TOTAL 

0.30 

(1) 

4.90 

(19) 
46.00 

(177) 
40.00 
(154) 

8.80 

(34) 
100 

(385) 
3.41  .736 
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Table 4.10  (Continued) 

 

            LSE3 Executives lowest 

% 

(person)  

low 

% 

(person) 

middle  

%  

(person) 

high 

% 

(person) 

highest 

% 

(person) 

 Total 

% 

(person) 

Mean  SD. 

Leaders control 

the behaviors of 

followers. 

PTT 0.00 

(0) 

6.00 

(7) 
35.90 

(42) 
47.90 
(56) 

10.30 

(12) 
100 

(117) 
3.65  .751 

MEA 1.30 

(2) 

9.80 

(15) 
55.60 

(85) 
28.10 
(43) 

5.20 

(8) 
100 

(153) 
3.26  .759 

MWA 0.90 

(1) 

8.70 

(10) 
40.90 

(47) 
47.80 
(55) 

1.70 

(2) 
100 

(115) 
3.41  .712 

 

TOTAL 

0.80 

(3) 

8.30 

(32) 
45.20 

(174) 
40.00 
(154) 

5.70 

(22) 
100 

(385) 
3.42  .756 

Leaders arrange 

system 

management 

system in group 

or organization. 

PTT 0.00 

(0) 

3.40 

(4) 
29.90 

(35) 
59.00 
(69) 

7.70 

(9) 
100 

(117) 
3.71  .657 

MEA 1.30 

(2) 

10.50 

(16) 
57.50 

(88) 
26.80 
(41) 

3.90 

(6) 
100 

(153) 
3.22  .734 

MWA 0.90 

(1) 

4.30 

(5) 
40.90 

(47) 
49.60 
(57) 

4.30 

(5) 
100 

(115) 
3.52  .693 

 

TOTAL 

0.80 

(3) 

6.50 

(25) 
44.20 

(170) 
43.40 
(167) 

5.20 

(20) 
100 

(385) 
3.46 .728

Leaders use 

communication 

effectively for 

everything. 

PTT 0.00 

(0) 

4.90 

(5) 
32.50 

(38) 
53.00 
(62) 

10.30 

(12) 
100 

(117) 
3.69  .713 

MEA 0.00 

(0) 

3.90 

(6) 
46.54 

(71) 
37.90 
(78) 

11.80 

(18) 
100 

(153) 
3.67  .687 

 MWA 0.00 

(0) 

4.30 

(5) 
36.50 

(42) 
50.40 
(58) 

8.70 

(10) 
100 

(115) 
3.63  .705 

  

TOTAL 

0.00 

(0) 

4.20 

(16) 
39.20 

(151) 
46.20 
(178) 

10.40 

(40) 
100 

(385) 
3.63  .725 

Leaders always 

enhance new 

knowledge to 

followers.     

PTT 0.00 

(0) 

9.00 

(1) 
59.00 

(69) 
29.90 
(35) 

10.30 

(12) 
100 

(117) 
3.50  .690 

MEA 0.00 

(0) 

2.00 

(3) 
39.20 

(60) 
48.40 
(74) 

10.50 

(16) 
100 

(153) 
3.51  .543 

MWA 0.00 

(0) 

5.20 

(6) 
45.20 

(52) 
40.00 
(48) 

9.60 

(11) 
100 

(115) 
3.54  .741 

TOTAL 0.00 

(0) 

2.60 

(10) 
47.00 

(181) 
40.30 
(155) 

10.10 

(39) 
100 

(385) 
3.58  .707 

Total  (%) PTT 0.00  3.93 43.10 43.60 9.40 100 3.58  .587 

MEA 0.50  5.88 44.80 39.50 9.30 100 3.51  .543 

MWA 0.50 5.91 44.90 44.00 5.00 100 3.47  .588 

TOTAL 0.36 5.30 44.31 41.97 8.05 100 3.52  .570 
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The  level  of  leader  self-efficacy  in  the  aspect  of  outcome 

expectancy is as follows: 

(1) PTT  Public  Company  Limited:  According  to  the 
executives,  the  average  value  of  their  attitude  toward  leaders    motivate  and  support 

learning  of  followers  who  have  low  working  results  is  3.40  and  standard  deviation 

.720, the results show that the leaders control the behaviors of followers is 3.65 and 

standard deviation .751, leaders arrange system management in group or organization 

is  3.71  and  standard  deviation  .657,  the results  show  that  the  leaders  use 

communication  effectively  for  everything  is  3.69  and standard deviation .713 and 

leaders always enhance new knowledge to  followers is 3.50 and standard deviation 

.690.     

(2) Metropolitan  Electricity  Authority:  According  to  the 

executives,  the  average  value  of  their  attitude  toward  leaders    motivate  and  support 

learning  of  followers  who  have  low  working  results  is  3.83  and  standard  deviation 

.714, the results show that the leaders control the behaviors of followers is 3.26 and 

standard deviation .759, leaders arrange system management in group or organization 

is  3.22  and  standard  deviation  .734,  leaders  use  communication  effectively  for 

everything  is  3.67  and  standard  deviation  .687  and  leaders  always  enhance  new 

knowledge to followers is 3.51 and standard deviation .543.     

(3) Metropolitan  Waterworks  Authority: According to the 
executives,  the  average  value  of  their  attitude  toward  leaders    motivate  and  support 

learning  of  followers  who  have  low  working  results  is  3.23  and  standard  deviation 

.626, the results show that the leaders control the behaviors of followers is 3.41 and 

standard deviation .712, leaders arrange system management in group or organization 

is  3.52  and  standard  deviation  .693,  leaders  use  the  communication  effectively  for 

everything  is  3.63  and  standard  deviation  .705  and  leaders  always  enhance  new 

knowledge to followers is 3.54 and standard deviation .741.       
(4)   Total  of  the  three  State  Enterprises: According  to  the 

executives,  the  average  value  of  their  attitude  toward  leaders  motivate  and  support 

learning  of  followers  who  have  low  working  results  is  3.41  and  standard  deviation 

.736,  leaders  control  the  behaviors  of  followers  is  3.42  and  standard  deviation  .756, 

leaders  arrange  system  management  in group  or  organization  is  3.46  and  standard 

deviation .728, leaders use the communication effectively for everything is 3.63 and 
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standard  deviation  .725  and  leaders  always  enhance  new  knowledge  to  followers  is 

3.58 and standard deviation .707.      

According to total of the three State Enterprises for leader self-

efficacy in the aspect of outcome expectancy: leaders use communication effectively 

for everything in high level most 46.20 percent in the average value 3.63 and standard 

deviation  .725.  Leaders  of  PTT  Public  Company  Limited  use  communication 

effectively for everything in high level most 53.00 percent in the average value 3.69 

and standard deviation .713. 

In  summary,  it  is  found  that  PTT  leaders  arrange  system 

management in group or organization in high level 59.00 percent most, MEA leaders 

motivate  and    support  learning  of  followers  who  have  low  working  results  in  high 

level  most  56.20  percent  and  MWA  leaders  use  communication  effectively  for 

everything in high level most 50.40. 

Therefore,  the  important  thing  is  that    leader  should  arrange  system  management  in 

group  or  organization,  motivate  and    support  learning  of  followers  who  have  low 

working performance.    

4.1.2.2  The Level of Emotional Intelligence: Self-Awareness and Self-

Management, Social-Awareness and Relation Management 
 

1) The  Level  of  Emotional  Intelligence:    Self-Awareness  and 

Self-Management (EI1) 

 

Table 4.11  The Level of Emotional Intelligence: Self-Awareness and Self-Management  

                    (EI1) 

 

EI1 Executives lowest 

% 

(person)  

low 

% 

(person) 

middle  

%  

(person) 

high 

% 

(person) 

highest 

% 

(person) 

 Total 

% 

(person) 

Mean  SD. 

Leaders focus 

on success in 

workings.    

 

 

PTT 0.00 

(0) 

2.60 

(3) 
34.20 

(40) 
51.30 
(60) 

12.00 

(14) 
100 

(117) 
3.73  .703 

MEA 0.00 

(0) 

0..70 

(1) 
13.10 

(20) 
58.80 
(90) 

27.50 

(42) 
100 

(153) 
4.13  .646 

MWA 0.00 

(0) 

12.20 

(14) 
33.00 

(38) 
48.70 
(56) 

6.10 

(7) 
100 

(115) 
3.49  .788 

 

TOTAL 

0.00 

(0) 

4.70 

(18) 
25.50 

(98) 
53.20 
(206) 

16.14 

(63) 
100 

(385) 
3.82  .757 
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Table 4.11  (Continued) 

 

EI1 Executives lowest 

% 

(person)  

low 

% 

(person) 

middle  

%  

(person) 

high 

% 

(person) 

highest 

% 

(person) 

 Total 

% 

(person) 

Mean  SD. 

Leaders can be 

self-adaptive in 

every situation. 

 

PTT 0.00 

(0) 

0.90 

(1) 
29.10 

(34) 
53.60 
(65) 

14.50 

(17) 
100 

(117) 
3.84  .669 

MEA 0.00 

(0) 

2.00 

(3) 
35.30 

(54) 
49.00 
(75) 

13.70 

(21) 
100 

(153) 
3.50  .712 

MWA 0.00 

(0) 

5.20 

(6) 
37.40 

(43) 
48.70 
(56) 

8.70 

(10) 
100 

(115) 
3.61  .722 

 

TOTAL 

0.00 

(0) 

2.60 

(2) 
34.00 

(131) 
50.90 
(196) 

12.50 

(48) 
100 

(385) 
3.73  .706 

Leaders can 

self-control. 

PTT 0.00 

(0) 

0.00 

(0) 
34.20 

(40) 
45.30 
(53) 

20.50 

(24) 
100 

(117) 
3.86  .730 

MEA 0.00 

(0) 

1.30 

(2) 
35.90 

(55) 
48.40 
(74) 

14.40 

(22) 
100 

(153) 
3.76  .707 

MWA 0.00 

(0) 

3.50 

(4) 
37.40 

(40) 
50.40 
(58) 

8.70 

(10) 
100 

(115) 
3.64  .691 

 

TOTAL 

0.00 

(0)) 

1.60 

(6) 
35.80 

(180) 
48.10 
(185) 

14.50 

(56) 
100 

(385) 
3.76  .713 

Leaders can 

create 

innovation to 

use in 

workings.  

PTT 0.00 

(0) 

0.00 

(0) 
21.40 

(25) 
54.70 
(64) 

23.90 

(28) 
100 

(117) 
4.03  .675 

MEA 0.00 

(0) 

2.00 

(3) 
45.80 

(70) 
41.80 
(64) 

10.50 

(16) 
100 

(153) 
3.61  .700 

MWA 0.00 

(0) 

0.90 

(1) 
26.10 

(30) 
60.00 
(69) 

13 

(15) 
100 

(115) 
3.85  .639 

 

TOTAL 

0.00 

(0) 

1.00 

(4) 
32.50 

(125) 
51.20 
(197) 

15.30 

(59) 
100 

(385) 
3.81  .696 

 

Leaders look 

obstacles and 

problems as 

good 

opportunities.  

PTT 0.00 

(0) 

0.00 

(0) 
17.90 

(21) 
59.00 
(69) 

23.10 

(27) 
100 

(117) 
4.05  .641 

MEA 0.00 

(0) 

0.70 

(1) 
37.30 

(57) 
46.40 
(71) 

15.70 

(24) 
100 

(153) 
3.77  .712 

MWA 0.00 

(0) 

0.00 

(0) 
23.50 

(27) 
61.70 
(71) 

14.80 

(17) 
100 

(115) 
3.91  .615 

TOTAL 0.00 

(0) 

0.30 

(1) 
27.30 

(105) 
54.80 
(211) 

17.70 

(68) 
100 

(385) 
3.90  .671 

Leaders always 

express their 

transparency.     

PTT 0.00 

(0) 

0.00 

(0) 
10.30 

(12) 
65.80 
(77) 

23.90 

(28) 
100 

(117) 
4.14  .571 

MEA 0.00 

(0) 

0.70 

(1) 
15.70 

(24) 
52.30 
(80) 

31.40 

(48) 
100 

(153) 
4.14  .692 

MWA 0.00 

(0) 

0.00 

(0) 
19.10 

(22) 
64.30 
(74) 

18.50 

(19) 
100 

(115) 
3.97  .599 

TOTAL 0.00 

(0) 

0.30 

(1) 
15.10 

(58) 
60.00 
(231) 

24.70 

(95) 
100 

(385) 
4.09  .633 
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Table 4.11  (Continued) 

 

EI1 Executives lowest 

% 

(person)  

low 

% 

(person) 

middle  

%  

(person) 

high 

% 

(person) 

highest 

% 

(person) 

 Total 

% 

(person) 

Mean  SD. 

Total  (%) PTT 0.00 0.57 20.90 46.20 15.70 100 3.94  .520 

MEA 0.00 0.87 22.90 42.50 17.10 100 3.86  .486 

MWA 0.00 3.04 23.20 47.20 9.90 100 3.76  .538 

TOTAL 0.00 1.73 28.35 53.07 16.84 100 3.86  .516 

 
 

The    level    of    emotional    intelligence in    self-awareness  and 

self-management is as follows: 

(1) PTT    Public    Company    Limited:    According    to    the 

executives,  the  average  value  of  their  attitude  toward  leaders    focus    on    success  in 

workings  is 3.73 and standard deviation .703, leaders self-adaptive in every situation 

is 3.84 and standard deviation .669, leaders self-control is 3.86 and standard deviation 

.730,  leaders  can  create  the  innovation  to use  in  workings  is  4.03  and  standard 

deviation .675, leaders look obstacles and problems as good  opportunities is 4.05 and 

standard  deviation  .641  and  leaders  always express  their  transparency  is    4.14  and 

standard deviation .571.     

(2) Metropolitan  Electricity  Authority: According  to  the 

executives,  the  average  value  of  their  attitude  toward  leaders  focus  on  success  in 

workings  is  4.13  and  standard  deviation  .646, leaders  can  be  self-adaptive  in  every 

situation is 3.50 and standard deviation .712, leadersself-control is 3.76 and standard 

deviation  .707,  leaders  can  create  the  innovation  to  use  in  workings  is  3.61  and 

standard deviation .700, leaders look obstacles and problems as good  opportunities is 

3.77 and standard deviation .712 and leaders always express their transparency is 4.14 

and standard deviation .692.      

(3) Metropolitan Waterworks Authority: According to the 

executives,  the  average  value  of  their  attitude  toward  leaders  focus  on  success  in 

workings is 3.49 and standard deviation .788, leaders self-adaptive in every situation 

is 3.61 and standard deviation .722, leadersself-control is 3.64 and standard deviation 

.691,  leaders  can  create  the  innovation  to  use  in  workings  is    3.85  and  standard 

deviation .639, leaders look obstacles and problems as good  opportunities is 3.91 and 
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standard  deviation  .615  and  leaders  always  express  their  transparency  is  3.97  and 

standard deviation .599.     

(4) Total  of  the  three  State  Enterprises: According  to  the 

executives,  the  average  value  of  their  attitude  toward,  leaders  focus  on  success  in 

workings is 3.82 and standard deviation .757, leaders self-adaptive in every situation 

is 3.73 and standard deviation .706,  leaders self-control is 3.76 and standard deviation 

.713,  leaders  can  create  the  innovation  to  use  in  workings  is  3.81  and  standard 

deviation .696, leaders look obstacles and problems as good opportunities is 3.90 and 

standard  deviation  .671  and  leaders  always  express  their  transparency  is  4.09  and 

standard deviation .633.     

According  to  total of the three State Enterprises for emotional 

intelligence  in  the  aspect  of  self-awareness  and  self-management: leaders  look 

obstacles and problems as good  opportunities in high level most 54.80 percent in the 

average value 3.90 and standard deviation .671. Leaders of Metropolitan Waterworks 

Authority look obstacles and problems as good opportunities in high level  most 61.70 

percent in the average value 3.91 and standard deviation .615.      

In  summary,  it  is  found  that  PTT  leaders  always  express  their 

transparency in high level most 65.80 percent, MEA leaders focus on the success in 

workings  in  high  level    most  58.80  percent  and  MWA  leaders  look  obstacles  and 

problems as good  opportunities in high level most 61.70 percent. 

Therefore,  expressing  on  transparency,  looking  obstacles  and 

problems  as  good  opportunities  and  focusing  on  the    success  in  workings  are  very  

important.  

2)  The Level of Emotional Intelligence: Social-Awareness  (EI2) 
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Table 4.12  The Level of Emotional Intelligence: Social-Awareness  (EI2) 

 

EI2 Executives Lowest 

% 

(person)  

low 

% 

(person) 

middle  

%  

(person) 

high 

% 

(person) 

highest 

% 

(person) 

 Total 

% 

(person) 

Mean  SD. 

Leaders feel 

sympathy to 

people in the 

organization. 

PTT 0.00 

(0) 

0.00 

(0) 
17.10 

(20) 
69.20 
(81) 

13.70 

(16) 
100 

(117) 
3.97  .556 

MEA 0.00 

(0) 

0.70 

(1) 
21.60 

(33) 
54.20 
(83) 

23.50 

(36) 
100 

(153) 
4.01  .693 

MWA 0.00 

(0) 

2.60 

(3) 
27.80 

(32) 
60.90 
(70) 

8.70 

(10) 
100 

(115) 
3.76  .643 

 

TOTAL 

0.00 

(0) 

4.70 

(18) 
25.50 

(98) 
53.20 
(206) 

16.14 

(63) 
100 

(385) 
3.92  .647 

Leaders 

perceive 

management in 

working and 

organization 

culture.   

PTT 0.00 

(0) 

0.00 

(0) 
20.60 

(30) 
47.00 
(55) 

27.40 

(32) 
100 

(117) 
4.02  .731 

MEA 0.00 

(0) 

1.30 

(2) 
24.20 

(37) 
55.60 
(85) 

19.00 

(29) 
100 

(153) 
3.92  .693 

MWA 0.90 

(1) 

1.70 

(2) 
40.00 

(46) 
45.20 
(52) 

12.20 

(14) 
100 

(115) 
3.66  .748 

 

TOTAL 

0.00 

(0) 

2.60 

(10) 
34.00 

(131) 
50.90 
(196) 

12.50 

(48) 
100 

(385) 
3.87  .642 

Leaders follow 

social news. 

PTT 0.00 

(0) 

0.00 

(0) 
19.70 

(23) 
64.10 
(75) 

16.20 

(19) 
100 

(117) 
3.97  .601 

MEA 0.00 

(0) 

0.70 

(1) 
33.30 

(51) 
49.00 
(75) 

17.00 

(26) 
100 

(153) 
3.82  .708 

 MWA 0.00 

(0) 

1.70 

(2) 
21.70 

(25) 
68.70 
(79) 

7.80 

(9) 
100 

(115) 
3.83  .581 

 TOTAL 0.00 

(0) 

1.60 

(6) 
35.80 

(138) 
48.10 
(185) 

14.50 

(56) 
100 

(385) 
3.89  .582 

Total Value (%) PTT 0.00  0.00 20.80 60.10 19.10 100 3.98  .538 

MEA 0.00  0.87 26.40 52.90 19.80 100 3.92  .590 

MWA 0.30 2.03 29.90 58.30 9.60 100 3.77  .597 

TOTAL 0.09 0.95 25.71 56.71 16.54 100 3.89  .582 

             

The  level  of  emotional  intelligence in  social-awareness  is  as 

follows: 

(1) PTT  Public  Company  Limited:  According  to  the 

executives, the average value of their attitude toward leaders feel sympathy to people 

in the organization is 3.97 and standard deviation .556, leaders perceive management 

in  working  and  organization  culture  is  4.02  and  standard  deviation  .731 and  leaders 

follow social news is 3.97 and standard deviation .601. 
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(2) Metropolitan    Electricity  Authority: According  to  the 

executives, the average value of their attitude toward leaders feel sympathy to people 

in the organization is 4.01 and standard deviation .693, leaders perceive management 

in  working  and  organization  culture is  3.92  and  standard  deviation  .693 and  leaders 

follow social news is 3.82 and standard deviation .708. 

(3) Metropolitan    Waterworks    Authority:  According    to  

the  executives,  the  average  value  of  their  attitude  toward  leaders  feel  sympathy  to 

people  in  the  organization  is  3.76  and  standard  deviation  .643, leaders  perceive 

management in working and organization culture is 3.66 and standard deviation .748 

and leaders follow social news is 3.83 and standard deviation .581.                

(4) Total  of   the   three   State   Enterprises: According  to  

the  executives,  the  average  value  of  their attitudes  toward  leaders  feel  sympathy  to 

people  in  the  organization  is  3.92  and  standard  deviation  .647,  leaders    perceive  

management in working and organization culture is 3.87 and standard deviation .642 

and leaders follow social news is 3.89 and standard deviation .582.                    

According  to  total  of  the  three State  Enterprises  for  emotional 

intelligence in the aspect of social-awareness: leaders feel sympathy to people in the 

organization in high level most 53.20 percent in the average value 3.92 and standard 

deviation .647.  PTT Leaders feel sympathy to people in the organization in high level 

most  69.20  percent  in the average value 3.97 and standard deviation .536. 

In  summary,  it  is  found  that  PTT  leaders  feel  sympathy  to 

people  in  the  organization  in  high  level most  69.20  percent,  MEA  leaders  perceive 

the  management  of  working  and  organization  culture  in  high  level  55.60  percent 

most and MWA leaders follow social news in high level most 68.70 percent.                

Therefore, leaders should follow social news, feel sympathy to 

people  in  the  organization    and    perceive  management  in  working  and  organization 

culture.  

3)  The Level of Emotional Intelligence: Relation Management 

(EI3) 
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Table 4.13  The Level of Emotional Intelligence: Relation Management (EI3) 

 

EI3 Executives Lowest 

% 

(person)  

low 

% 

(person) 

middle  

%  

(person) 

high 

% 

(person) 

highest 

% 

(person) 

 Total 

% 

(person) 

Mean  SD. 

Leaders can 

analyze 

organizational 

changes from 

each 

department.  

PTT 0.00 

(0) 

3.40 

(4) 
23.90 

(28) 
69.20 
(81) 

3.40 

(4) 
100 

(117) 
3.73  .582 

MEA 0.00 

(0) 

2.60 

(4) 
60.80 

(93) 
30.10 
(46) 

6.50 

(10) 
100 

(153) 
3.41  .653 

MWA 0.00 

(0) 

0.70 

(8) 
29.60 

(34) 
60.00 
(69) 

3.50 

(4) 
100 

(115) 
3.60  .873 

 

TOTAL 

0.00 

(0) 

4.20 

(16) 
40.30 

(155) 
50.90 
(196) 

4.70 

(18) 
100 

(385) 
3.56  .651 

Leaders can 

manage 

conflicts of 

followers.   

PTT 0.00 

(0) 

2.60 

(3) 
34.20 

(40) 
57.30 
(67) 

6.00 

(7) 
100 

(117) 
3.67  .630 

MEA 0.70 

(1) 

2.60 

(4) 
53.60 

(85) 
37.30 
(57) 

3.90 

(6) 
100 

(153) 
3.41  .644 

MWA 0.00 

(0) 

6.10 

(7) 
41.70 

(48) 
47.00 
(54) 

52.00 

(6) 
100 

(115) 
3.51  .693 

 

TOTAL 

0.00 

(0) 

3.60 

(14) 
44.90 

(173) 
46.20 
(178) 

4.90 

(19) 
100 

(385) 
3.52  .662 

Leaders develop 

followers to 

more potential.  

PTT 0.00 

(0) 

2.60 

(3) 
44.40 

(52) 
47.00 
(55) 

6.00 

(7) 
100 

(117) 
3.56  .648 

MEA 1.30 

(2) 

0.70 

(1) 
41.80 

(64) 
51.60 
(79) 

4.60 

(7) 
100 

(153) 
3.58  .656 

MWA 0.90 

(1) 

4.30 

(5) 
44.30 

(51) 
41.70 
(48) 

8.70 

(10) 
100 

(115) 
3.52  .753 

 

TOTAL 

0.80 

(3) 

2.30 

(9) 
43.40 

(167) 
47.30 
(182) 

6.20 

(24) 
100 

(385) 
3.56  .683 

Leaders have 

potentials in 

positive 

workings. 

PTT 0.00 

(0) 

2.60 

(3) 
48.70 

(57) 
40.20 
(47) 

8.50 

(10) 
100 

(117) 
3.55  .689 

MEA 0.70 

(1) 

1.30 

(2) 
39.90 

(61) 
51.00 
(78) 

7.20 

(11) 
100 

(153) 
3.63  .670 

MWA 0.00 

(0) 

6.10 

(7) 
46.10 

(53) 
40.00 
(46) 

7.80 

(9) 
100 

(115) 
3.97  .601 

 

TOTAL 

0.30 

(1) 

3.10 

(12) 
44.40 

(171) 
44.40 

(171) 
7.80 

(30) 
100 

(385) 
3.56  .694 

 

Leaders create 

inspiration to 

followers have 

commitment 

with the 

organization. 

PTT 0.00 

(0) 

2.60 

(3) 
47.90 

(56) 
37.60 

(44) 
12.00 

(14) 
100 

(117) 
3.59  .731 

MEA 0.00 

(0) 

1.30 

(2) 
41.80 

(64) 
50.30 
(77) 

6.50 

(10) 
100 

(153) 
3.62  .628 

MWA 0.00 

(0) 

6.10 

(7) 
47.00 

(54) 
41.70 
(48) 

5.20 

(6) 
100 

(115) 
3.46  .692 

 

TOTAL 

0.00 

(0) 

3.10 

(12) 
45.20 

(174) 
43.90 
(169) 

7.80 

(30) 
100 

(385) 
3.56  .682 
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Table 4.13  (Continued) 

 

EI3 Executives Lowest 

% 

(person)  

low 

% 

(person) 

middle  

%  

(person) 

high 

% 

(person) 

highest 

% 

(person) 

 Total 

% 

(person) 

Mean  SD. 

Leaders often 

build teamwork 

and 

collaboration.   

PTT 0.00 

(0) 

2.60 

(3) 
26.50 

(31) 
63.20 
(74) 

7.70 

(9) 
100 

(117) 
3.76  .625 

MEA 0.00 

(0) 

0.70 

(1) 
36.60 

(56) 
49.00 
(75) 

13.70 

(21) 
100 

(153) 
3.76  .686 

MWA 0.00 

(0) 

5.20 

(6) 
29.60 

(34) 
61.70 
(71) 

3.50 

(4) 
100 

(115) 
3.83  .640 

 

TOTAL 

0.00 

(0) 

2.60 

(10) 
31.40 

(121) 
57.10 
(220) 

8.80 

(34) 
100 

(385) 
3.72  .656 

Total  (%) PTT 0.00  2.28 29.50 45.70 5.80 100 3.64  .545 

MEA 0.30  1.31 39.40 36.40 5.90 100 3.57  .511 

MWA 0.00 5.07 32.03 41.70 4.20 100 3.56  .607 

TOTAL 0.17 31.60 41.60 48.31 6.71 100 3.59  .551 

                                                                                                             

The  level  of  emotional  intelligence in  the  aspect  of  relation 

management is as follows: 

(1) PTT  Public  Company  Limited:  According  to  the 
executives, the average value of their attitude toward leaders can be analyzed through 

organizational  changes  from  each  department  is  3.73  and  standard  deviation  .582, 

leaders can manage  conflicts of followers is 3.67 and standard deviation .630, leaders 

develop followers to more potential is 3.56 and standard deviation .648, leaders have 

potentials  in  positive  workings  is  3.55  and standard  deviation  .689,  leaders  create 

inspiration to followers have commitment with the organization is 3.59 and standard 

deviation  .731  and leaders  often  build    teamwork  and    collaboration  is  3.76  and 

standard deviation .625. 

(2) Metropolitan  Electricity  Authority: According  to  the 

executives, the average value of their attitude toward leaders can be analyzed through 

organizational  changes  from  each  department  is  3.41  and  standard  deviation  .653, 

leaders can manage conflicts of followers is 3.41 and standard deviation .644, leaders 

develop followers to more potential is 3.58 and standard deviation .656, leaders have 

potentials  in  positive  workings  is  3.63  and  standard  deviation  .670,  leaders  create 

inspiration to followers have commitment with the organization is 3.62 and standard 

deviation  .628  and  leaders  often  build   teamwork  and    collaboration  is  3.76  and 

standard deviation .686. 
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(3) Metropolitan Waterworks Authority: According to the 

executives, the average value of their attitude toward leaders can be analyzed through  

organizational  changes  from  each  departments  is  3.60  and  standard  deviation  .873, 

leaders can manage conflicts of followers is 3.51  and standard deviation .693, leaders 

develop followers to more potentials is 3.52 and standard deviation .753, leaders have 

potential  in  positive  workings  is  3.97  and  standard  deviation  .601,  leaders  create 

inspiration to followers have commitment with the organization is 3.46 and standard 

deviation  .692  and  leaders  often  build   teamwork  and  collaboration  is  3.83  and 

standard deviation .640.                     

 (4) Total of the three State Enterprises: According to the 

executives,  the  average  value  of  their  attitude  toward leaders  can  be  analyzed 

through organizational changes from each departments is 3.56 and standard deviation 

.651,  leaders  can  manage  conflicts  of  followers  is  3.52  and  standard  deviation  .662, 

leaders  develop  followers  to  more  potential  is  3.56  and  standard  deviation  .683, 

leaders  have  potentials  in positive  workings  is  3.56  and  standard  deviation  .694, 

leaders create inspiration to followers have commitment with the organization is 3.56 

and  standard  deviation  .682  and  leaders  often  build  teamwork  and  collaboration  is 

3.72 and standard deviation .656.  

According  to  total  of  the  three State  Enterprises  for  emotional 

intelligence in the aspect of relation management:  leaders often build  teamwork and  

collaboration in high level most 57.10 percent in the average value 3.72 and standard 

deviation .656.  

In summary, it is found that PTT leaders often build teamwork 

and  collaboration in high level most 63.20 percent, MEA leaders develop followers 

to  more  potentials  in  high  level  most  51.60  percent  and  they  have  potentials  in 

positive workings in high level most 51.00 percent. 

Therefore,  leaders  should  build  teamwork,  collaboration  and 

develop followers to more potentials in positive workings. 

4.1.2.3 The Sense of Humor Level in Appreciation of Humor, Attitude 

Toward Humor, Humor Production and Humor Uses for Social Goal   

1)  The Sense of Humor level: Appreciation of  Humor (SOH1)   
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Table 4.14  The Sense of Humor Level: Appreciation of Humor (SOH1) 

 

SOH1 Executives lowest 

% 

(person)  

low 

% 

(person) 

middle  

%  

(person) 

high 

% 

(person) 

highest 

% 

(person) 

 Total 

% 

(person) 

Mean  SD. 

Leaders like 

listening 

humorous stories.  

PTT 0.00 

(0) 

6.00 

(7) 
67.50 

(79) 
22.20 

(26) 
4.30 

(5) 
100 

(117) 
3.25  .628 

MEA 0.00 

(0) 

5.20 

(8) 
44.40 

(68) 
32.00 
(49) 

18.30 

(28) 
100 

(153) 
3.63  .841 

MWA 0.00 

(0) 

8.70 

(10) 
59.10 

(68) 
30.40 
(35) 

1.70 

(2) 
100 

(115) 
3.25  .633 

 

TOTAL 

0.00 

(0) 

6.50 

(25) 
55.80 

(215) 
28.60 
(110) 

9.10 

(35) 
100 

(385) 
3.40  .744 

Leaders like 

thinking of the 

humorous and 

funny stories.  

PTT 0.00 

(0) 

5.10 

(6) 
58.10 

(68) 
33.30 
(39) 

3.40 

(4) 
100 

(117) 
3.35  .634 

MEA 0.00 

(0) 

7.20 

(11) 
60.10 

(92) 
23.50 
(36) 

9.20 

(14) 
100 

(153) 
3.35  .746 

MWA 0.00 

(0) 

11.30 

(13) 
49.60 

(57) 
36.50 
(42) 

2.60 

(3) 
100 

(115) 

3.03  .703 

TOTAL 0.00 

(0) 

7.80 

(30) 
56.40 

(217) 
30.40 
(117) 

5.50 

(21) 
100 

(385) 
3.34  .699 

Leaders like 

humor and feel 

sense of humor 

easily.   

PTT 0.00 

(0) 

5.10 

(6) 

61.50 

(72) 

29.10 

(34) 

4.30 

(5) 

100 

(117) 
3.32  .641 

MEA 0.70 

(1) 

7.20 

(11) 
53.60 

(82) 
27.50 
(42) 

11.10 

(17) 
100 

(153) 
3.41  .807 

MWA 0.00 

(0) 

8.70 

(10) 
65.20 

(75) 
23.50 
(27) 

2.60 

(3) 
100 

(115) 
3.20  .624 

 

TOTAL 

0.30 

(1) 

7.00 

(27) 
59.50 

(229) 
26.80 
(103) 

6.50 

(25) 
100 

(385) 
3.32  .711 

Total Value (%) PTT 0.00 5.41 62.40 28.20 4.00 100 3.34  .556 

MEA 0.20  6.54 52.70 27.70 12.90 100 3.46  .642 

MWA 0.00 9.57 58.00 30.10 2.30 100 3.27  .565 

TOTAL 0.09 7.10 57.23 28.57 7.01 100 3.37  .598 
                                                                                                                                                                     

 

The sense of humor level in the aspect of appreciation of humor 

is as follows: 

(1) PTT  Public  Company  Limited:  According  to  the 
executives,  the  average  value  of  their  attitudes  toward  According  to  the  survey, 

leaders  like  listening  humorous  stories  is  3.25  and  standard  deviation  .628,  leaders 

like  thinking  of  the  humorous  and  funny  stories  is  3.35  and  standard  deviation  .634 

and leaders like humor and feel sense of humor easily is 3.32 and standard deviation 

.641.   



107 

 (2)   Metropolitan  Electricity  Authority: According  to  the  

executives, the average value of their attitudes toward leaders like listening humorous 

stories is 3.63 and standard deviation .841, leaders like thinking of the humorous and 

funny  stories  is  3.35  and  standard  deviation  .746  and  leaders  like  humor  and  feel 

sense of humor easily is 3.41 and standard deviation .807.   

 (3)  Metropolitan  Waterworks  Authority:  According  to  the 

executives,  the  average  value  of  their  attitudes  toward  leaders  like  listening  

humorous  stories  is  3.25  and  standard deviation  .633,  leaders like  thinking  of  the 

humorous  and  funny  stories  is  3.03  and  standard  deviation  .703  and  leaders  like 

humor and feel sense of humor easily is 3.20 and standard deviation .624.                   

 (4) Total    of    the    three    State  Enterprises:  According    to 

the  executives,  the  average  value  of  their  attitudes  toward leaders  like  listening 

humorous  stories  is  3.40  and  standard deviation  .744,  leaders like  thinking  of  the 

humorous  and  funny  stories  is  3.34  and  standard  deviation  .699  and  leaders  like 

humor and feel sense of humor easily is 3.32 and standard deviation .711.   

Total    of    the  three  State    Enterprises  in    the  sense  of  humor 

level  in  the  aspect  of appreciation  of  humor:  leaders  like  thinking  of  the  humorous 

and  funny    stories    in    middle  level    most  56.40  percent  at  mean  3.34  and  standard 

deviation .699. Leaders  of  Metropolitan Waterworks Authority like  thinking  of  the 

humorous  and  funny  stories  in  middle  level  most 49.60 percent at mean 3.03 and 

standard deviation .703.  

According  to  total  of  the  three State  Enterprises  for    sense  of 

humor  level  in  the  aspect of  appreciation  of  humor:  leaders  like  thinking  of  the 

humorous and funny stories in middle level most 56.40 percent in the average value 

3.34 and standard deviation .699. 

In  summary,  it  is  found  that PTT  leaders  like  humor  and  feel 

sense of humor easily in middle level  most 61.50 percent, MEA leaders like listening 

humorous stories in middle level  most 44.40 percent and MWA leaders like thinking 

of the humorous and funny stories in middle level most 49.60 percent. 

Therefore, leaders who feel sense of humor easily support their 

workings. 

2)  The Sense of Humor level: Attitude Toward Humor (SOH2) 
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Table 4.15  The Sense of Humor Level:  Attitude Toward Humor (SOH2) 

 

SOH2 Executives lowest 

% 

(person)  

low 

% 

(person) 

middle  

%  

(person) 

high 

% 

(person) 

highest 

% 

(person) 

 Total 

% 

(person) 

Mean  SD. 

Humor supports 

good coordination 

in working.  

PTT 0.00 

(0) 

0.00 

(0) 

35.00 

(41) 

55.60 

(65) 

9.40 

(11) 

100 

(117) 
3.74  .618 

MEA 0.70 

(1) 

2.60 

(4) 
27.50 

(42) 
49.70 
(76) 

19.60 

(30) 
100 

(153) 
3.85  .784 

MWA 0.00 

(0) 

6.10 

(7) 
36.50 

(42) 
55.70 
(64) 

1.70 

(2) 
100 

(115) 
3.53  .640 

 

TOTAL 

0.30 

(1) 

2.90 

(11) 
32.50 

(125) 
53.20 
(205) 

11.20 

(43) 
100 

(385) 
3.72  .706 

Humor does not 

cause of noises 

and disturb.  

PTT 0.00 

(0) 

1.70 

(2) 

52.10 

(61) 

35.00 

(41) 

11.10 

(13) 

100 

(117) 
3.56  .713 

MEA 2.00 

(3) 

9.20 

(14) 
44.40 

(68) 
31.40 
(48) 

13.10 

(20) 
100 

(153) 
3.44  .902 

MWA 0.00 

(0) 

4.30 

(5) 
53.00 

(61) 
35.70 
(41) 

7.00 

(8) 
100 

(115) 
3.45  .691 

 

TOTAL 

0.80 

(3) 

5.50 

(21) 
49.40 

(190) 
33.80 
(130) 

10.60 

(41) 
100 

(385) 
3.48  .787 

Humor supports to 

relaxation.  

PTT 0.00 

(0) 

0.90 

(1) 

37.60 

(44) 

53.00 

(62) 

8.50 

(10) 

100 

(117) 
3.69  .636 

MEA 0.70 

(1) 

0.70 

(1) 
28.10 

(43) 
48.40 
(74) 

22.20 

(34) 
100 

(153) 
3.91  .761 

MWA 0.00 

(0) 

3.50 

(4) 
45.20 

(52) 
48.70 
(56) 

2.60 

(3) 
100 

(115) 
3.50  .612 

 

TOTAL 

0.30 

(1) 

1.60 

(6) 
36.10 

(139) 
49.90 
(192) 

12.20 

(47) 
100 

(385) 
3.72  .702 

Total Value (%) PTT 0.00  0.85 41.60 47.90 9.70 100 3.67  .541 

MEA 1.10  3.49 33.60 42.70 19.20 100 3.73  .647 

MWA 0.00 4.64 44.90 46.70 3.80 100 3.47  .511 

TOTAL 0.43 3.29 39.31 45.63 11.34 100 3.64  .587 
                                                                                                                                                                     

 

The  sense  of  humor  level  in  attitude  toward  humor  is  as 

follows: 

(1) PTT    Public    Company    Limited:    According    to    the 

executives, the average value of their attitudes toward survey, humor supports good 

coordination in working is 3.74 and standard deviation .618, humor does not cause of 

noises  and  disturb  is  3.56  and  standard  deviation  .713  and  humor  supports  to 

relaxation is 3.69 and standard deviation .636.       
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(2) Metropolitan  Electricity  Authority: According  to  the 

executives,  the  average  value  of  their  attitudes  toward  the  survey,  humor  supports 

good  coordination  in  working  is  3.85  and standard  deviation  .784,  humor  does  not 

cause of noises and disturb is 3.44 and standard deviation .902 and humor supports to 

relaxation is  3.91 and standard deviation .761.    

(3) Metropolitan  Waterworks  Authority: According  to  the 

executives,  the  average  value  of  their  attitudes  toward  humor  supports good 

coordination in working is 3.53 and standard deviation .640, humor does not cause of 

noises  and  disturb  is  3.45  and  standard  deviation  .691  and  humor  supports  to 

relaxation is 3.50 and standard deviation .612. 

(4) Total  of  the  three  State  Enterprises: According  to  the 

executives,  the  average  value  of  their  attitudes  toward  humor  supports  good 

coordination in working is 3.72 and standard deviation .706, humor does not cause of 

noises  and  disturb  is  3.48  and  standard  deviation  .787  and  humor  supports  to 

relaxation is 3.72 and standard deviation .702.  

According  to  total  of  the  three  State  Enterprises  for  sense  of 

humor  level  in  the  aspect  of  attitudes  toward  humor:   humor  supports  good 

coordination in working in high  level  most  53.20  percent in the average value 3.72  

and standard deviation .706.  

In  summary,  it  is  found  that  MWA  leaders,  PTT  leaders  and 

MEA leaders use humor to  support good coordination in working in high level most 

55.70, 55.60 and 49.70 percent orderly. 

Therefore,  leaders  should  use  humor  to  support  good 

coordination in working. 

3)  The Sense of Humor level: Humor Production (SOH3) 
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Table  4.16  The Sense of Humor Level: Humor Production (SOH3) 

 

SOH3 Executives lowest 

% 

(person)  

low 

% 

(person) 

middle  

%  

(person) 

high 

% 

(person) 

highest 

% 

(person) 

 Total 

% 

(person) 

Mean  SD. 

Leaders always 

create laughs in 

humor on  

followers. 

PTT 1.70 

(2) 

8.50 

(10) 

47.90 

(56) 

33.30 

(39) 

8.50 

(10) 

100 

(117) 
3.38  .829 

MEA 2.00 

(3) 

15.00 

(23) 
60.10 

(92) 
18.30 
(28) 

4.60 

(7) 
100 

(153) 
3.09  .769 

MWA 1.70 

(2) 

13.90 

(16) 
53.00 

(61) 
27.00 
(31) 

4.30 

(5) 
100 

(115) 
3.18  .790 

 

TOTAL 

1.80 

(7) 

12.70 

(49) 
54.30 

(209) 
25.50 
(98) 

5.70 

(22) 
100 

(385) 
3.21  .802 

Leaders tell 

humorous stories 

to followers in the 

serious situations.  

PTT 0.00 

(0) 

1.70 

(2) 

7.70 

(9) 

53.00 

(62) 

26.50 

(31) 

100 

(117) 
3.38  .848 

MEA 3.30 

(5) 

18.30 

(28) 
57.50 

(88) 
18.30 
(28) 

2.60 

(4) 
100 

(153) 
2.99  .778 

MWA 0.00 

(0) 

13.00 

(15) 
61.70 

(71) 
18.30 
(21) 

7.00 

(8) 
100 

(115) 
3.19  .748 

 

TOTAL 

1.80 

(7) 

13.50 

(52) 
57.40 

(221) 
20.80 
(80) 

6.50 

(25) 
100 

(385) 
3.17  .806 

Leaders often 

make funny with 

their sharing. 

PTT 0.90 

(1) 

10.30 

(12) 

43.60 

(51) 

34.20 

(40) 

11.10 

(13) 

100 

(117) 
3.44  .855 

MEA 2.00 

(3) 

5.90 

(9) 
57.50 

(88) 
30.70 
(47) 

3.90 

(6) 
100 

(153) 
3.29  .723 

MWA 0.90 

(1) 

12.20 

(14) 
53.90 

(62) 
29.60 
(34) 

3.50 

(4) 
100 

(115) 
3.23  .738 

 

TOTAL 

0.30 

(1) 

1.60 

(6) 
36.10 

(139) 
49.90 
(192) 

12.20 

(47) 
100 

(385) 
3.72  .702 

Total Value (%) PTT 1.40 8.83 48.10 31.10 10.30 100 3.40  .800 

MEA 2.40  13.07 58.40 22.40 3.70 100 3.32  .740 

MWA 0.90 13.04 56.20 24.90 4.90 100 3.21  .669 

TOTAL 1.65 11.77 54.63 25.89 6.06 100 3.23  .726 
                                                                                                                                                                     

                       

The sense of humor level in the aspect of humor production is 

as follows: 

(1) PTT  Public  Company  Limited:  According  to  the 

executives, the average value of their attitudes toward survey, leaders  always  create  

laughs    in    humor      to    followers  is    3.38  and  standard  deviation  .829,  leaders  tell 

humorous stories to followers in the serious situations is 3.38 and standard deviation 

.848 and leaders often make funny with their sharing is 3.44 and standard deviation 

.855.  
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(2) Metropolitan  Electricity  Authority: According  to  the 

executives, the average value of their attitude towards  leaders  always  create laughs 

in  humor  on  followers  is  3.09  and  standard  deviation  .769,  leaders  tell  humorous 

stories to followers in the serious situations is 2.99 and standard deviation .778 and  

leaders    often  make  funny  with  their sharing  is  57.50  percent  at  mean  3.29  and 

standard deviation .723. 

(3)  Metropolitan Waterworks Authority: According to the 

executives, the average value of their attitudes toward leaders always create laughs in 

humor on followers is 53.00 percent at mean 3.18 and standard deviation .790, leaders 

tell  humorous  stories  to  followers  in  the serious  situations  is  3.19  and  standard 

deviation .748 and leaders often make funny with their sharing is 3.23 and standard 

deviation .738.  

(4) Total  of  the  three  State  Enterprises: According  to  the 

executives, the average value of their attitude toward leaders always create laughs in 

humor on followers is 3.21 and standard deviation .802, leaders tell humorous stories 

to followers in the serious situations is 3.17 and standard deviation .806 and leaders 

often make funny with their sharing is 3.72 and standard deviation .702.  

According  to  total  of  the  three  State  Enterprises  for  sense  of 

humor  level  in  the  aspect  of  humor  production: leaders  often  make  funny  with  their 

sharing  in  high  level  most  49.90  percent in  the  average  value  3.72  and  standard 

deviation .702.  

In summary, it is found that PTT leaders tell humorous stories 

to followers in the serious situations in high level most 53.00 percent.  

Therefore,  telling  humorous  stories  of  leaders  in  the  serious 

situations is am important skill to compromise the situations. 

4)  The  Sense  of  Humor  level:    Humor  Uses  for  Social  Goal 

(SOH4) 
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Table 4.17  The Sense of Humor level: Humor Uses for Social Goal (SOH4) 
 

SOH4 Executives lowest 

% 

(person)  

low 

% 

(person) 

middle  

%  

(person) 

high 

% 

(person) 

highest 

% 

(person) 

 Total 

% 

(person) 

Mean  SD. 

Humor can create 

good atmosphere 

to followers and 

colleagues.  

PTT 0.90 

(1) 

2.60 

(3) 

47.90 

(56) 

41.90 

(49) 

6.80 

(8) 

100 

(117) 
3.51  .702 

MEA 1.30 

(2) 

5.90 

(9) 
58.80 

(90) 
27.50 
(42) 

6.50 

(10) 
100 

(153) 
3.32  .740 

MWA 0.00 

(0) 

6.10 

(7) 
49.60 

(57) 
37.40 
(43) 

7.00 

(8) 
100 

(115) 
3.45  .716 

 

TOTAL 

0.80 

(3) 

4.90 

(19) 
52.70 

(203) 
54.80 
(134) 

6.80 

(26) 
100 

(385) 
3.42  .725 

Humor can 

support adaptation 

and change 

situations. 

PTT 1.70 

(2) 

4.30 

(5) 

49.60 

(58) 

34.20 

(40) 

10.30 

(12) 

100 

(117) 
3.47  .805 

MEA 1.30 

(2) 

9.80 

(15) 
54.20 

(83) 
28.80 
(44) 

5.90 

(9) 
100 

(153) 
3.28  .773 

MWA 0.90 

(1) 

7.00 

(8) 
56.50 

(65) 
27.00 
(31) 

8.70 

(10) 
100 

(115) 
3.36  .775 

 

TOTAL 

1.20 

(5) 

7.30 

(28) 
53.50 

(206) 
29.90 
(115) 

8.10 

(31) 
100 

(385) 
3.36  .785 

Humor can create 

human relations. 

PTT 0 

(0.00) 

3.40 

(4) 

52.10 

(61) 

33.30 

(39) 

11.10 

(13) 

100 

(117) 
3.52  .738 

MEA 0.70 

(1) 

6.50 

(10) 
43.10 

(66) 
42.50 
(65) 

7.20 

(11) 
100 

(153) 
3.49  .753 

MWA 0 

(0.00) 

9.60 

(11) 
51.30 

(59) 
29.60 
(34) 

9.60 

(11) 
100 

(115) 
3.39  .791 

 

TOTAL 

0.30 

(1) 

6.50 

(25) 
48.30 

(186) 
35.80 
(138) 

9.10 

(35) 
100 

(385) 
3.47  .760 

Humor can 

manage conflicts. 

PTT 1.70 

(2) 

9.40 

(11) 

44.40 

(52) 

36.80 

(43) 

7.70 

(9) 

100 

(117) 
3.39  .830 

MEA 2.00 

(3) 

14.40 

(22) 
59.50 

(91) 
20.30 
(31) 

3.90 

(6) 
100 

(153) 
3.10  .759 

MWA 0.90 

(1) 

13.00 

(15) 
42.60 

(49) 
33.90 
(39) 

9.60 

(11) 
100 

(115) 
3.38  .864 

 

TOTAL 

1.60 

(6) 

12.50 

(48) 
49.90 

(192) 
29.40 
(113) 

6.80 

(28) 
100 

(385) 
3.27  .823 

Total Value (%) PTT 1.10 4.91 48.50 36.50 9.00 100 3.46  .705 

MEA 1.30 9.15 53.90 29.70 5.90 100 3.31  .653 

MWA 0.40 8.91 50.00 32.00 8.70 100 3.35  .672 

TOTAL 0.97 7.79 51.10 32.47 7.66 100 3.37  .676 
                                                                                                                                                                    

 

 

 

The  sense  of  humor  level  in  humor  uses  for  social  goal  is  as 

follows: 
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(1)   PTT  Public  Company  Limited:  According  to  the 

executives, the average value of their attitudes toward survey, humor can create good 

atmosphere to  followers  and  colleagues is  3.51  and  standard  deviation  .702,  humor 

can  support  adaptation  and  change  situations  is  3.47  and  standard  deviation  .805, 

humor can create human relations is 3.52 and standard deviation .738 and humor can 

manage conflicts is 3.39 and standard deviation .830. 

(2)   Metropolitan  Electricity  Authority: According  to  the 

executives,  the  average  value  of  their  attitude  toward  the  survey,  humor   can  create 

good  atmosphere to  followers  and  colleagues  is  3.32  and  standard  deviation  .740, 

humor  can  support    adaptation  and  change  situations  is  3.28  and  standard  deviation 

.773, humor can create human relations is 3.49 and standard deviation .753 and humor 

can manage conflicts  is 3.10  and  standard  deviation .759. 

(3)   Metropolitan Waterworks Authority: humor  can create 

good  atmosphere to  followers  and  colleagues  is  3.45  and  standard  deviation  .716, 

humor  can  support    adaptation  and  change  situations  is  3.36  and  standard  deviation 

.775, humor can create  human  relations  is 3.39 and standard  deviation  .791  and  

humor can manage conflicts  is  3.38 and standard deviation .864.  

(4)   Total  of  the  three  State  Enterprises:  According  to  the 

executives,  the  average  value  of  their  attitude  toward humor   can  create  good 

atmosphere to  followers  and  colleagues is  3.42    and  standard  deviation  .725,  humor 

can  support    adaptation  and  change  situations  is  3.36  and  standard  deviation  .785, 

humor can create human relations is 3.47 and standard deviation .760 and humor can 

manage conflicts is 3.27 and standard deviation .823.  

According  to  total  of  the  three  State  Enterprises  for  sense  of 

humor  level    in  humor  uses  for  social  goal:  humor  can  create  good  atmosphere  to 

followers and colleagues in high level most 54.80 percent in the average value 3.42 

and standard deviation .725.   

In  summary,  it  is  found  that PTT  leaders  can  use  sense  of 

humor to create good atmosphere to followers and colleagues in high level most 41.90 

percent and MEA leaders can use humor  to create human relations in high level most 

42.50 percent. 
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Therefore, leaders should follow social news, feel sympathy to 

people  in  the  organization    and    perceive  management  in  working  and  organization 

culture.  

 

4.2  The Influence of Leader Self-Efficacy, Emotional Intelligence and  

       Sense of Humor on Transformational Leadership 

 

The  results  in  examining  the  influence  of  leader  self-efficacy,  emotional 

intelligence and  sense  of  humor  on  transformational  leadership  in the  three  State 

Enterprises:  PTT  Public  Company  Limited, Metropolitan  Electricity  Authority  and 

Metropolitan Waterworks Authority are as follows:  

 

4.2.1  The Influence of Leader Self-Efficacy, Emotional Intelligence and 

Sense of Humor on Transformational Leadership of the Executives  
4.2.1.1 The  influence  of  leader self-efficacy,  emotional intelligence and 

sense of  humor  on  transformational  leadership  of  the  executives  in  the  three 

State Enterprises.  

Table  4.18    shows  results    of    the  four  models  of  multiple  regression 

analysis  for  all  three  State  Enterprises.  Each  model  aims  to  determine  the  relative 

influence  of  leader  self-efficacy  (Model II),  emotional  intelligence  (Model  III)  and 

sense of humor (Model IV) on transformational leadership by controlling for leaders 

background characteristics. Overall, the results indicate that leader self-efficacy insert 

the highest influence on transformational leadership. 

Additionally,  the  relationships  between  various  dimensions  of    leader 

self-efficacy that are personal-efficacy, leader-efficacy and outcome expectancy, and 

transformational leadership are statistically significant at .001 level (Model II). 

The    dimensions  of  emotional  intelligence  that  influence  significantly 

transformational    leadership  are  self-awareness  and  self-management  and  relation 

management, whereas social awareness is not statistically significant. 

Finally, although the R2 change of Model IV is statistical significant at 

.001 level, its value is the lowest when compared with Model II and Model III. It 

suggests  that  of  all  three  independent  variables,  sense  of  humor  is  the  least 

important variable.     
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Table 4.18  The Influence of Leader Self-Efficacy, Emotional Intelligence and Sense  

                     of  Humor  on  Transformational  Leadership  of  the  Executives  in  the  

                     three State Enterprises 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 
 

Note:  Significantly at *.05, **.01 or ***.001   

 

4.2.1.2 The influence of leader self-efficacy, emotional intelligence and 

sense  of  humor  on  transformational  leadership  of  the  executives  in  PTT  Public 

Company Limited (PTT) 

Table  4.19  shows  results  of  the  four  models  of  multiple  regression 

analysis for PTT.  Each  model  aims  to  determine  the  relative  influence  of  leader 

self-efficacy  (Model  II),  emotional  intelligence  (Model  III)  and  sense  of  humor 

(Model  IV)  on  transformational  leadership  by  controlling  for  leaders  background 

  Model I  Model II  Model III  Model IV 

B  S.E  B  S.E  B  S.E  B  S.E 

Constant 3.33***  .088  .921***  .113  .923***  .121  1.911***  .150 

Gender .099*  .047  .072*  .030  .106***  .030  .084*  .040 

Total years of 

employment 

.062*  .026  .022  .017  .005  .017  .069**  .023 

Leader Self-

efficacy 

         

Personal-efficacy     .230***  .038        

Leader-efficacy     .169***  .041        

Outcome 

expectancy 

    .287***  .035        

Emotional 

intelligence 

Self-awareness and 

self-management   

     

 

.235*** 

 

 

.047 

  

Social awareness         .062  .026    

Relation 

management 

        .386***  .041    

Sense of Humor          

Appreciation of 

humor  

       

-.041 

 

.043 

Attitude toward 

humor 

            .124**  .041 

Humor production              .035  .046 

Humor uses for 

social goal   

            .291***  .050 

R2 ( Adjusted R2) .154(.019)  .624 (.619)  607 (.602)  .314 (.303) 

R2  change  .470*** .453*** .160*** 
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characteristics. Overall, the results indicate that leader self-efficacy insert the highest 

influence on transformational leadership. 

Additionally, the  relationships between various dimensions of  leader 

self-efficacy that are personal-efficacy and outcome expectancy, and transformational 

leadership are statistically significant at .001 level (Model II). 

The  dimensions  of  emotional  intelligence that influence significantly 

transformational    leadership  are  self-awareness  and  self-management  and  relation 

management, whereas social awareness is not statistically significant. 

Finally, although the R2 change of Model IV is statistical significant at 

.001 level, its value is the lowest when compared with Model II and Model III. The 

research results suggest that of all three independent variables, sense of humor is the 

least important variable.     

 

Table 4.19  The Influence of Leader Self-Efficacy, Emotional Intelligence and  

                     Sense  of  Humor  on  Transformational  Leadership of  the Executives     

                     in  PTT  Public Company Limited. 
 

 

 

 

 Model I  Model II  Model III  Model IV 

B  S.E  B  S.E  B  S.E  B  S.E 

Constant 3.524***  .176  .997***  .243  1.039***  .250  2.027***  .328 

Gender .113  .086  .112*  .053  .191***  .056  .188*  .076 

Total years of 

employment 

.005  .057  .000  .037  -.027  .037  .012  .049 

Leader Self-efficacy              

Personal-efficacy    .301***  .066       

Leader-efficacy    .121  .097       

Outcome expectancy     .251***  .074       

Emotional 

intelligence 

             

Self-awareness and 

self-management   

       .228*  .104    

Social awareness         -.007  .074    

Relation 

management 

       .456***  .087    

Sense of Humor              

Appreciation of 

humor  

       
-.116 

 
.100 

Attitude toward 

humor 

          .195* .092 
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Table 4.19  (Continued) 

 
 

 Model I  Model II  Model III  Model IV 

B  S.E  B  S.E  B  S.E  B  S.E 

Humor production            .064  .084 

Humor uses for 

social goal   

          .256**  .094 

R2 ( Adjusted R2) .015 (-.002) .636 (.620) .600 (.582) .275 (.235) 

R2  change  .621*** .585*** .260*** 

   

Note:  Significantly  at *.05, **.01 or ***.001   

 

4.2.1.3   The influence of leader self-efficacy, emotional intelligence and 

sense  of  humor  on  transformational  leadership  of  the  executives  in  Metropolitan 

Electricity Authority (MEA)  

Table  4.20  shows  results  of  the  four  models  of  multiple  regression 

analysis  for  MEA.  Each    model    aims    to  determine  the  relative  influence  of  leader 

self-efficacy  (Model  II),  emotional  intelligence  (Model  III)  and  sense  of  humor 

(Model  IV)  on  transformational  leadership  by  controlling  for  leaders  background 

characteristics. Overall, the results indicate that leader self-efficacy insert the highest 

influence on transformational leadership. 

Additionally,  the  relationships  between  various  dimensions  of    leader 

self-efficacy that are  personal-efficacy, leader-efficacy and outcome expectancy, and 

transformational leadership are statistically significant at .001 level (Model II). 

The dimensions  of  emotional  intelligence that influence significantly 

transformational    leadership  are  self-awareness  and  self-management  and  relation 

management, whereas social awareness is not statistically significant. 

Finally, although the R2 change of Model IV is statistical significant at 

.001  level,  its  value  is  the  lowest  when  compared  with  Model  II  and  Model  III.  It 

suggests that of all three independent variables, sense of humor is the least important 

variable.     
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Table  4.20  The Influence of  Leader Self-Efficacy, Emotional  Intelligence  and  

                     Sense  of  Humor  on Transformational  Leadership of  the Executives     

                     in  Metropolitan Electricity Authority 

 

 Model I  Model II  Model III  Model IV 

B  S.E  B  S.E  B  S.E  B  S.E 

Constant 3.471***  .157  1.046***  .193  .976***  .223  2.025***  .236 

Gender .107  .075  .056  .048  .093  .051  .032  .065 

Total years of 

employment 

.011  .044  .013  .028  .022  .030  .049  .038 

Leader Self-efficacy            

Personal-efficacy    .212***  .064        

Leader-efficacy    .183**  .059        

Outcome expectancy     .266***  .057        

Emotional 

intelligence 

           

Self-awareness and 

self-management   

      .232**  .074    

Social awareness        .062  .057    

Relation 

management 

      .373***  .070    

Sense of Humor            

Appreciation of 

humor  

         -.054  .062 

Attitude toward 

humor 

         .145*  .058 

Humor production           .048  .070 

Humor uses for 

social goal   

         .264**  .077 

R2 ( Adjusted R2) .013 (.000) .612(.599) .546 (.530) .314 (.286) 

R2  change  .599*** .533*** .301*** 

    

Note:  Significantly  at *.05, **.01 or ***.001 
  

4.2.1.4 The influence of leader self-efficacy, emotional  intelligence and 

sense  of  humor  on  transformational  leadership  of  the  executives  in  Metropolitan 

Waterworks Authority (MWA) 

Table  4.21  shows  results  of  the  four  models  of  multiple  regression 

analysis  for    MWA.  Each    model  aims  to determine  the  relative  influence  of  leader 

self-efficacy  (Model  II),  emotional  intelligence  (Model  III)  and  sense  of  humor 

(Model  IV)  on  transformational  leadership  by  controlling  for  leaders  background 

characteristics.  Overall,  the  results  indicate  that  emotional  intelligence  insert  the 

highest influence on transformational leadership. 
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Additionally,  the  relationships  between  various  dimensions  of  

emotional  intelligence  that  are self-awareness  and  self-management  and  relation 

management, and transformational leadership are statistically significant at .001 level 

(Model III). 

The  dimensions  of  leader  self-efficacy  that  influence  significantly 

transformational  leadership  are  personal-efficacy,  leader-efficacy  and  outcome 

expectancy.   

Finally, although the R2 change of Model IV is statistical significant at 

.001 level, its value is the lowest when compared with Model II and Model III. It 

suggests  that  of  all  three  independent  variables,  sense  of  humor  is  the  least 

important variable.     

 

Table 4.21  The  Influence  of  Leader  Self-Efficacy,  Emotional  Intelligence  and      

                    Sense of Humor  on Transformational  Leadership  of  the Executives  in  

                    Metropolitan Waterworks Authority 

 

 Model I  Model II  Model III  Model IV 

B  S.E  B  S.E  B  S.E  B  S.E 

Constant 3.119***  .142  .792***  .205  .757***  .186  1.813**
* 

.274 

Gender .082  .089  .064              
.058 

 .045  .052  .012  .075 

Total years of 

employment 

.134**  .043  .046  .029  -.011  .027  .112**  .037 

Leader Self-efficacy           

Personal-efficacy     .184*  .075        

Leader-efficacy    .180*  .083        

Outcome expectancy     .351***  .064        

Emotional 

intelligence 

          

Self-awareness and 

self-management   

       .241**  .078     

Social awareness         .149*  .069     

Relation 

management 

       .371***  .067     

Sense of Humor           

Appreciation of 

humor  

         
.015 

 
.081 

Attitude toward 

humor 

          .003  .088 

Humor production            .032  .101 

Humor uses for 

social goal   

          .373***  .097 
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Table 4.21  (Continued) 

 

 Model I  Model II  Model III  Model IV 

B  S.E  B  S.E  B  S.E  B  S.E 

R2 ( Adjusted R2) .083 (.067)  .641 (.625) .702 (.689) .400 (.367) 

R2  change  .558*** .619*** .317*** 

    

Note:  Significantly  at *.05, **.01 or ***.001   

 

4.2.2  The Influence of Leader Self-Efficacy, Emotional Intelligence and  

Sense of Humor on Transformational Leadership in Idealized 

Attribute Influence.  

4.2.2.1  The  influence  of  leader  self-efficacy,  emotional  intelligence and 

sense of humor on transformational leadership in idealized attribute influence of the 

executives in the three State Enterprises.  

Table  4.22  shows  results  of  the  four  models  of  multiple  regression 

analysis  for  all  three  State  Enterprises.  Each  model  aims  to  determine  the  relative 

influence  of  leader  self-efficacy  (Model II),  emotional  intelligence  (Model  III)  and 

sense  of  humor  (Model  IV)  on  transformational  leadership  in  idealized  attribute 

influence by controlling for leaders background characteristics. Overall, the research 

results  indicate  that  emotional  intelligence  insert  the  highest  influence  on 

transformational leadership in idealized attribute influence. 

Additionally,  the  relationships  between  various  dimensions  of  

emotional    intelligence  that are  self-awareness and self-management, and relation 

management,  and transformational  leadership  in  idealized  attribute  influence  are 

statistically significant at .001 level (Model III). 

The  dimensions  of  leader  self-efficacy  that  influence  significantly 

transformational  leadership  in  idealized  attribute  influence  are personal-efficacy 

and outcome expectancy, whereas leader-efficacy is not statistically significant. 

Finally, although the R2 change of Model IV is statistical significant at 

.001 level, its value is the lowest when compared with Model II and Model III. It 

suggests  that  of  all  three  independent  variables,  sense  of  humor  is  the  least 

important variable.     



121 

Table 4.22  The  Influence  of Leader Self-Efficacy, Emotional Intelligence and  

                     Sense of Humor on Transformational  Leadership  in  Idealized   

                    Attribute Influence of the Executives in the  three State Enterprises   

 

 Model I  Model II  Model III  Model IV 

B  S.E  B  S.E  B  S.E  B  S.E 

Constant 3.238***  .101  1.341***  .176  1.252***  .177  1.909***  .195 

Gender .109*  .054  .089*   .046  .116**  .044  .092  .049 

Total years of employment  .075**  .030  .047*   .026  .027  .025  .101**  .032 

Leader Self-efficacy         

Personal-efficacy   .236***  .059       

Leader-efficacy    .118  .064       

Outcome expectancy     .180***  .055       

Emotional intelligence         

Self-awareness and self-

management   

      .328***  .069*    

Social awareness        -.093  .055    

Relation management       .340***  .061    

Sense of Humor         

Appreciation of humor           
-.118** 

 
.051 

Attitude toward humor          .164***  .050 

Humor production          .117*  .056 

Humor uses for social goal            .200***  .061 

R2 ( Adjusted R2) .025 (.020) .306 (.297) .351 (.342) .223 (.211) 

R2  change  .281*** .326*** .198*** 

 

Note:  Significantly  at *.05, **.01 or ***.001   

   
4.2.2.2   The  influence  of  leader  self-efficacy,  emotional  intelligence and 

sense of humor on transformational leadership in idealized attribute influence of the 

executives in PTT Public Company Limited (PTT)  

Table  4.23  shows  results  of  the  four  models  of  multiple  regression 

analysis  for  PTT.  Each    model    aims    to   determine  the  relative  influence  of  leader 

self-efficacy  (Model  II),  emotional  intelligence  (Model  III)    and  sense  of  humor  

(Model  IV)  on  transformational  leadership  in  idealized  attribute  influence  by 

controlling  for  leaders  background  characteristics.  Overall,  the  research  results 

indicate that emotional  intelligence insert the highest influence on transformational 

leadership in idealized attribute influence. 

Additionally,  the  relationships  between  various  dimensions  of  

emotional    intelligence  that  are  self-awareness  and  self-management,  social 
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awareness  and  relation  management,  and transformational  leadership  in  idealized 

attribute influence are statistically significant at .001 level (Model III). 

The  dimensions  of  leader  self-efficacy  that  influence  significantly 

transformational    leadership  in  idealized  attribute  influence  are  personal-efficacy, 

whereas leader-efficacy and outcome expectancy are not statistically significant. 

Finally, although the R2 change of Model IV is statistical significant 

at .001 level, its value is the lowest when compared with Model II and Model III. It 

suggests  that  of  all  three  independent  variables,  sense  of  humor  is  the  least 

important variable.     

 

Table 4.23  The Influence of Leader Self-Efficacy, Emotional Intelligence and Sense  

                    of Humor  on Transformational Leadership in Idealized Attribute  

                     Influence of the Executives  in  PTT Public Company Limited.  

 

 Model I  Model II  Model III  Model IV 

B  S.E  B  S.E  B  S.E  B  S.E 

Constant 3.378***  .194  1.495***  .345  1.373***  .333   1.704***  .373 

Gender .156  .095  .151*  .076  .226**  .074     .233**  .087 

Total years of employment  .032  .063  .031  .053  .004  .077  .039  .056 

Leader Self-efficacy           

Personal-efficacy   .472***  .093       

Leader-efficacy    -.145  .137       

Outcome expectancy     .174  .104       

Emotional intelligence           

Self-awareness and self-

management   

      .376**  2.641     

Social awareness        -.228*  .099     

Relation management       .416***  .116     

Sense of Humor           

Appreciation of humor          -.076  .113 

Attitude toward humor              .240** .104 

Humor production         .114  .095 

Humor uses for social goal           .171  .107 

R2 ( Adjusted R2) .026 (.009) .409 (.382) .428  (.402) .245 (.204) 

R2  change  .383*** .402*** .219*** 

 

 Note:  Significantly  at *.05, **.01 or ***.001   
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4.2.2.3 The influence  of  leader  self-efficacy, emotional intelligence and 

sense of humor on transformational leadership in idealized attribute influence of  the 

executives in Metropolitan Electricity Authority (MEA) 

Table  4.24  shows  results  of  the  four  models  of  multiple  regression 

analysis  for  MEA.    Each    model    aims    to    determine    the    relative    influence    of  

leader self-efficacy (Model II), emotional intelligence (Model III) and sense of humor 

(Model  IV)  on  transformational  leadership  in  idealized  attribute  influence  by 

controlling  for  leaders  background  characteristics.  Overall,  the  research  results 

indicate  that  leader  self-efficacy  insert the  highest  influence  on  transformational 

leadership in idealized attribute influence. 

Additionally,  the  relationships  between  various  dimensions  of  emotional 

intelligence that are  self-awareness and self-management, and relation management, 

and transformational  leadership  in  idealized  attribute  influence  are  statistically 

significant at .001 level (Model III). 

The  dimensions  of  leader  self-efficacy  that  influence  significantly 

transformational    leadership    in    idealized   attribute    influence    are    leader-efficacy, 

whereas personal-efficacy and outcome expectancy are not statistically significant. 

Finally, although the R2 change of Model IV is statistical significant at 

.001  level,  its  value  is  the  lowest  when  compared  with  Model  II  and  Model  III.  It 

suggests that of all three independent variables, sense of humor is the least important 

variable.  

    

Table 4.24  The Influence of Leader Self-Efficacy, Emotional Intelligence and Sense  

                    of  Humor  on Transformational  Leadership  in  Idealized  Attribute  

                    Influence  of  the  Executives  in   Metropolitan  Electricity Authority 

 

 Model I  Model II  Model III  Model IV 

B  S.E  B  S.E  B  S.E  B  S.E 

Constant 3.357***  .178*       1.666***  .306  1.492***  .325  2.304***  .291 

Gender .064  .085  .042  .076  .063  .075  -.040  .081 

Total years of employment  .037  .050  .046  .045  .038  .044  .084  .047 

Leader Self-efficacy              

Personal-efficacy     .124  .101        

Leader-efficacy         .213**  .093        

Outcome expectancy     .110  .091        
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Table 4.24 (Continued) 

 

 Model I  Model II  Model III  Model IV 

B  S.E  B  S.E  B  S.E  B  S.E 

Emotional intelligence              

Self-awareness and self-

management   

      .329**  .108    

Social awareness           -.038  .084    

Relation management       .208*  .102    

Sense of Humor              

Appreciation of humor             
 -.214** 

 
.076 

Attitude toward humor             .231** .072 

Humor production                  .138  .086 

Humor uses for social goal                     .130  .095 

R2 ( Adjusted R2) .006 (-.007) .236 (.211) .240 (.214) .186 (.153) 

R2  change  .230* .234* .180* 

 

 

Note:  Significantly  at *.05, **.01 or ***.001   

 

4.2.2.4   The influence of leader self-efficacy, emotional intelligence and 

sense of humor on transformational leadership in idealized attribute influence of the 

executives in Metropolitan Waterworks Authority (MWA)  

Table  4.25  shows  results  of  the  four  models  of  multiple  regression 

analysis  for  MWA.  Each    model  aims  to determine  the  relative  influence  of  leader 

self-efficacy  (Model  II),  emotional  intelligence  (Model  III)  and  sense  of  humor 

(Model  IV)  on  transformational  leadership  in  idealized  attribute  influence  by 

controlling  for  leaders  background  characteristics.  Overall,  the  research  results 

indicate that emotional intelligence insert the highest influence on transformational 

leadership in idealized attribute influence. 

Additionally, the relationships between various dimensions of   emotional 

intelligence  that  are  self-awareness  and  self-management,  and  relation  management, 

and transformational  leadership  in  idealized  attribute  influence  are  statistically 

significant at .001 level (Model III). 

The  dimensions  of  leader  self-efficacy  that  influence  significantly 

transformational    leadership    in    idealized    attribute  influence  are  leader-efficacy, 

whereas personal-efficacy and outcome expectancy are not statistically significant. 
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Finally, although the R2 change of Model IV is statistical significant at 

.001 level, its value is the lowest when compared with Model II and Model III. It 

suggests  that  of  all  three  independent  variables,  sense  of  humor  is  the  least 

important variable.     

 

Table 4.25  The Influence of Leader Self-Efficacy, Emotional Intelligence and Sense  

                    of  Humor  on  Transformational Leadership  in Idealized Attribute  

                      Influence of  the  Executives  in  Metropolitan  Waterworks  Authority  

 

 Model I  Model II  Model III  Model IV 

B  S.E  B  S.E  B  S.E  B  S.E 

Constant 3.065***  .169  1.092**  .323  .948***  .300  1.933***  .340 

Gender .129  .106  .119  .091  .085  .084  .057  .093 

Total years of employment  .131**  .051  .053  .045  .000***  .043  .119**  .045 

Leader Self-efficacy          

Personal-efficacy    .133  .118        

Leader-efficacy    .197  .131        

Outcome expectancy     .276**  .101        

Emotional intelligence          

Self-awareness and self-

management   

      .304*  .126    

Social awareness        -.007  .112    

Relation management       .392***  .109    

Sense of Humor          

Appreciation of humor          
-.125 

 
.100 

Attitude toward humor          -.023  .109 

Humor production          .129  .125 

Humor uses for social goal               .383**  .120 

R2 ( Adjusedt R2) .063 (.046) .356 (.327) .438 (.412) .335 (.298) 

R2  change  .293*** .375*** .272*** 

    

Note:  Significantly  at *.05, **.01 or ***.001   

 

4.2.3  The Influence of Leader Self-Efficacy, Emotional Intelligence  

and Sense of Humor on Transformational Leadership in  

Idealized Behavior Influence  

4.2.3.1  The  influence  of  leader  self-efficacy,  emotional  intelligence and 

sense of humor on transformational leadership in idealized behavior influence of the 

executives in the three State Enterprises.                    
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Table  4.26  shows  results  of  the  four  models  of  multiple  regression 

analysis  for  all  three  State  Enterprises.  Each  model  aims  to  determine  the  relative 

influence  of  leader  self-efficacy  (Model II),  emotional  intelligence  (Model  III)  and 

sense of humor (Model IV) on transformational leadership by controlling for leaders 

background characteristics. Overall, the results indicate that emotional  intelligence 

insert the highest influence on transformational leadership. 

Additionally,  the  relationships  between  various  dimensions  of 

emotional  intelligence  that  are social  awareness  and  relation  management,  and 

transformational leadership in idealized behavior influence are statistically significant 

at .001 level (Model III). 

The  dimensions  of  leader  self-efficacy  that  influence  significantly 

transformational  leadership  in  idealized behavior  influence  are  personal-efficacy, 

leader-efficacy and outcome expectancy. 

Finally, although the R2 change of Model IV is statistical significant 

at .001 level, its value is the lowest when compared with Model II and Model III. It 

suggests  that  of  all  three  independent  variables,  sense  of  humor  is  the  least 

important variable.     

 

Table 4.26  The Influence of Leader Self-Efficacy, Emotional Intelligence and Sense  

                    of Humor on Transformational Leadership  in Idealized Behavior 

                    Influence  of the Executives  in the Three State Enterprises 

 

 Model I  Model II  Model III  Model IV 

B  S.E  B  S.E  B  S.E  B  S.E 

Constant 3.268***  .106  1.199***  .181  1.149***  .185  1.826***  .190 

Gender .058  .057  .037  .048  .059  .046  .043  .051 

Total years of 

employment 

.059  .032  .024  .027  .008  .026  .058*  .029 

Leader Self-efficacy         

Personal-efficacy   .182**  .061         

Leader-efficacy    .162*  .066         

Outcome expectancy     .246***  .057         

Emotional 

intelligence 

           

Self-awareness and 

self-management   

      .042  .072     

Social awareness        .146*  .057     



127 

Table 4.26 (Continued) 

 

 Model I  Model II  Model III  Model IV 

B  S.E  B  S.E  B  S.E  B  S.E 

Relation management       .429***  .063     

Sense of Humor            

Appreciation of humor         
  .008 

 
.054 

Attitude toward humor             .100  .052 

Humor production         .177**  .058 

Humor uses for social 

goal   

       .146***  .064 

R2 ( Adjusted R2) .011 (.006) .323 (.314) .355 (.346) .224 (.212) 

R2  change  .312*** .344*** .213*** 

 

Note:  Significantly  at *.05, **.01 or ***.001   

 

4.2.3.2  The  influence of leader self-efficacy, emotional intelligence and 

sense of humor on transformational leadership in idealized behavior influence of the 

executives in PTT Public Company Limited (PTT)  

Table  4.27  shows  results  of  the  four  models  of  multiple  regression 

analysis for PTT.  Each  model  aims  to  determine  the  relative  influence  of  leader 

self-efficacy  (Model  II),  emotional  intelligence  (Model  III)  and  sense  of  humor 

(Model  IV)  on  transformational  leadership  in  idealized  behavior  influence  by 

controlling  for  leaders  background  characteristics.  Overall,  the  research  results 

indicate that emotional intelligence insert the highest influence on transformational 

leadership in idealized behavior influence. 

Additionally, the relationships between various dimensions of  emotional 

intelligence that is  relation management, and transformational leadership in idealized 

behavior influence are statistically significant at .001 level (Model III). 

The  dimensions  of  leader  self-efficacy  that  influence  significantly 

transformational  leadership  in  idealized behavior  influence  are  personal-efficacy, 

whereas leader-efficacy and outcome expectancy are not statistically significant. 

Finally, although the R2 change of Model IV is statistical significant 

at .001 level, its value is the lowest when compared with Model II and Model III. It 

suggests  that  of  all  three  independent  variables,  sense  of  humor  is  the  least 

important variable.     
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Table 4.27  The Influence of Leader Self-Efficacy, Emotional Intelligence and  

                    Sense of  Humor  on Transformational  Leadership  in Idealized    

                      Behavior  Influence  of  the  Executives  in  PTT  Public  Company   

                      Limited. 

 

 Model I  Model II  Model III  Model IV 

B  S.E  B  S.E  B  S.E  B  S.E 

Constant  
3.245*** 

 
.211 

 
.982* 

 
.384 

 
1.004** 

 
.374 

 
1.736*** 

 
.402 

Gender .065  .103  .071  .084  .134  .083  .147  .093 

Total years of employment  .064  .068  .076  .058  .025  .055  .067  .061 

Leader Self-efficacy             

Personal-efficacy   .392***  .104        

Leader-efficacy   .067  .152        

Outcome expectancy   .121  .116        

Emotional intelligence             

Self-awareness and self-

management   

       -.014  .155    

Social awareness         .076  .111    

Relation management        .567***  .130    

Sense of Humor             

Appreciation of humor               -.206  .122 

Attitude toward humor            .248* .112 

Humor production            .260** .103 

Humor uses for social goal                .100  .115 

R2 ( Adjusted R2) .012 (-.006)  .367 (.339)  .376 (.348)  .243 (.201) 

R2  change  .355*** .364*** .231*** 

 

Note:  Significantly  at *.05, **.01 or ***.001   

 

4.2.3.3  The influence of leader self-efficacy, emotional intelligence and 

sense of humor on transformational leadership in idealized behavior influence of the 

executives in Metropolitan Electricity Authority (MEA) 

Table  4.28  shows  results  of  the  four  models  of  multiple  regression 

analysis  for  MEA.  Each    model    aims  to determine  the  relative  influence  of  leader 

self-efficacy  (Model  II),  emotional  intelligence  (Model  III)  and  sense  of  humor 

(Model  IV)  on  transformational  leadership  in  idealized  behavior  influence  by 

controlling  for  leaders  background  characteristics.  Overall,  the  research  results 

indicate  that  leader  self-efficacy  insert the  highest  influence  on  transformational 

leadership in idealized behavior influence. 
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Additionally,  the    relationships  between  various  dimensions  of    leader 

self-efficacy  that  are  leader-efficacy  and  outcome  expectancy,  and transformational 

leadership  in  idealized  behavior  influence  are  statistically  significant  at  .001  level 

(Model II). 

The  dimensions  of  emotional  intelligence  that  influence  significantly 

transformational  leadership in idealized behavior influence are social awareness and 

relation management, whereas social awareness self-awareness and self-management 

is not statistically significant. 

Finally, although the R2 change of Model IV is statistical significant at 

.001 level, its value is the lowest when compared with Model II and Model III. It 

suggests  that  of  all  three  independent  variables,  sense  of  humor  is  the  least 

important variable.     

 

Table  4.28  The Influence of Leader Self-Efficacy, Emotional Intelligence and Sense  

                     of  Humor  on  Transformational  Leadership  in  the  Idealized  Behavior   

                     Influence  of  the  Executives  in   Metropolitan  Electricity Authority 

 

 Model I  Model II  Model III  Model IV 

B  S.E  B  S.E  B  S.E  B  S.E 

Constant 3.460***  .184  1.214***  .283   1.169***  .309  2.008***  .296 

Gender .006  .088  -.036  .071  -.013  .071   -.070  .082 

Total years of employment  .010  .051  .014  .042   .026  .042    .037  .048 

Leader Self-efficacy             

Personal-efficacy     .160  .094        

Leader-efficacy     .222*  .086        

Outcome expectancy            .227**  .084        

Emotional intelligence             

Self-awareness and self-

management   

         .068  .102     

Social awareness        .163**  .080     

Relation management       .379***  .097     

Sense of Humor             

Appreciation of humor                -.024  .078 

Attitude toward humor          .193** .073 

Humor production            .117  .087 

Humor uses for social goal              .127  .096 

R2 ( Adjusted R2) .000 (-.013) .384 (.363) .353 (.331) .206 (.174) 

R2  change  .384*** .353*** .206*** 

 

Note:  Significantly  at *.05, **.01 or ***.001   
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4.2.3.4  The influence of leader self-efficacy, emotional intelligence and 

sense of humor on transformational leadership in idealized behavior influence of the 

executives in Metropolitan Waterworks Authority (MWA) 

Table  4.29  shows  results  of  the  four  models  of  multiple  regression 

analysis for MWA. Each  model  aims  to  determine the  relative  influence  of  leader 

self-efficacy  (Model  II),  emotional  intelligence  (Model  III)  and  sense  of  humor 

(Model  IV)  on  transformational  leadership  in  idealized  behavior  influence  by 

controlling  for  leaders  background  characteristics.  Overall,  the  research  results 

indicate  that  emotional  intelligence  insert  the  highest  influence  on  transformational 

leadership. 

Additionally,  the  relationships  between  various  dimensions  of  

emotional  intelligence  that  are social  awareness  and  relation  management,  and 

transformational leadership in idealized behavior influence are statistically significant 

at .001 level (Model III). 

The  dimension  of  leader  self-efficacy  that  influence  significantly 

transformational leadership in idealized behavior influence is outcome expectancy.   

Finally,  although  the  R2  change  of  Model  IV  is  statistical  significant  at 

.001 level, its value is the lowest when compared with Model II and Model III. It 

suggests  that  of  all  three  independent  variables,  sense  of  humor  is  the  least 

important variable.     

 

Table 4.29   The Influence of Leader Self-Efficacy, Emotional Intelligence and Sense  

                     of Humor on Transformational Leadership  in Idealized Behavior  

                     Influence of  the Executives in  Metropolitan Waterworks Authority 

 

 Model I  Model II  Model III  Model IV 

B  S.E  B  S.E  B  S.E  B  S.E 

Constant 3.146***  .178  1.347***  .352  1.080***  .328  1.771***     .349 

Gender .103  .112  .104  .099       .073  .092    -.024     .096 

Total years of employment  .093  .054  .024  .049     -.038  .047     .060     .047 

Leader Self-efficacy           

Personal-efficacy    -.009  .129      

Leader-efficacy    .239  .143      

Outcome expectancy     .326**  .110      

Emotional intelligence           

Self-awareness and self-

management   

           .047  .138    
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Note:  Significantly  at *.05, **.01 or ***.001   

 

4.2.4  The Influence of  Leader Self-Efficacy, Emotional  Intelligence and  

Sense of  Humor  on Transformational  Leadership  in Inspiration  

Motivation.  
4.2.4.1 The influence of leader self-efficacy, emotional intelligence and 

sense  of  humor  on  transformational  leadership  in  inspiration  motivation  of  the 

Executives in the three State Enterprises.  
Table  4.30  shows  results  of  the  four  models  of  multiple  regression 

analysis  for  all  three  State  Enterprises.  Each  model  aims  to  determine  the  relative 

influence  of  leader  self-efficacy  (Model II),  emotional  intelligence  (Model  III)  and 

sense  of  humor  (Model  IV)  on  transformational  leadership  in  inspiration  motivation 

by  controlling  for  leaders  background  characteristics.  Overall,  the  research  results 

indicate  that  leader  self-efficacy  insert the  highest  influence  on  transformational 

leadership in  inspiration motivation. 

Additionally,  the  relationships  between  various  dimensions  of    leader 

self-efficacy that are personal-efficacy, leader-efficacy and outcome expectancy, and 
transformational  leadership    in  inspiration  motivation  are  statistically  significant  at 

.001 level (Model II). 

The  dimensions  of  emotional  intelligence  that  influence  significantly 

transformational    leadership  in inspiration  motivation  are  self-awareness  and  self-

management  and  relation  management,  whereas  social  awareness  is  not  statistically 

significant. 

Table 4.29   (Continued) 

 

 Model I  Model II  Model III  Model IV 

   B  S.E  B  S.E  B  S.E  B  S.E 

Social awareness             .255*  .123    

Relation management      .367**  .119    

Sense of Humor          

Appreciation of humor          .117  .103 

Attitude toward humor             -.157  .112 

Humor production         .316*  .128 

Humor uses for social goal               .206 .123 

R2 ( Adjusted R2) .031 (.013) .289 (.257) .377 (.348) .347 (.311) 

R2  change   .258*** .346*** .316*** 
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Finally,  although  the  R2  change  of  Model  IV  is  statistical  significant  at 

.001 level, its value is the lowest when compared with Model II and Model III. It 

suggests  that  of  all  three  independent  variables,  sense  of  humor  is  the  least 

important variable.     

 

Table 4.30  The Influence of Leader Self-Efficacy, Emotional Intelligence and Sense  

                     of  Humor on Transformational Leadership  in  Inspiration Motivation of  

                     the Executives in the three State Enterprises 

 

 Model I  Model II  Model III  Model IV 

B  S.E  B  S.E  B  S.E  B  S.E 

Constant 3.280***  .114  .551***  .170  .598  .181*  1.637***  .200 

Gender .131*  .061  .097**  .045   .138  .045*  .116*  .053 

Total years of employment  .057  .034  .011  .025  -.007  .025  .068*  .030 

Leader Self-efficacy             

Personal-efficacy   .262***  .057        

Leader-efficacy    .170**  .062        

Outcome expectancy     .349***  .053        

Emotional intelligence             

Self-awareness and self-

management   

       .284***  .070    

Social awareness         .022  .056    

Relation management        .470***  .062    

Sense of Humor             

Appreciation of humor                 -.045    .057 

Attitude toward humor           .134* .055 

Humor production                 -.013  .061 

Humor uses for social goal                   .396***  .067 

R2 ( Adjusted R2) .018 (.013)  .488 (.481)  .466 (.459) .261 (.249) 

R2  change  .470*** .448*** .243*** 

 

Note:  Significantly  at *.05, **.01 or ***.001   

    

4.2.4.2 The  influence  of  leader  self-efficacy,  emotional  intelligence and 

sense  of  humor  on  transformational  leadership  in  inspiration  motivation  of  the 

executives in PTT Public Company Limited (PTT)  

Table  4.31  shows  results  of  the  four  models  of  multiple  regression 

analysis for PTT.  Each  model  aims  to  determine  the  relative  influence  of  leader 

self-efficacy  (Model  II),  emotional  intelligence  (Model  III)  and  sense  of  humor 

(Model  IV)  on    transformational  leadership  in  inspiration  motivation  by  controlling 
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for  leaders background  characteristics. Overall, the  research results  indicate  that  

leader  self-efficacy  insert  the  highest  influence  on  transformational  leadership  in 

inspiration motivation. 

Additionally,  the    relationships  between  various  dimensions  of    leader 

self-efficacy that are personal-efficacy, leader-efficacy and outcome expectancy, and 

transformational  leadership  in  inspiration  motivation  are  statistically  significant  at 

.001 level (Model II). 

The  dimensions  of  emotional  intelligence  that  influence  significantly 

transformational  leadership  in  inspiration  motivation  is  self-awareness  and  self-

management, whereas social awareness and relation management are not statistically 

significant. 

Finally, although the R2 change of Model IV is statistical significant at 

.001  level,  its  value  is  the  lowest  when  compared  with  Model  II  and  Model  III.  It 

suggests that of all three independent variables, sense of humor is the least important 

variable.     

 

Table 4.31  The Influence of Leader Self-Efficacy, Emotional Intelligence and Sense  

                    of Humor  on Transformational Leadership  in Inspiration Motivation of   

                    the Executives in  PTT Public Company Limited 

 

 Model I  Model II  Model III  Model IV 

B  S.E  B  S.E  B  S.E  B  S.E 

Constant 3.524***  .233  .316  .368  .824**  .390  1.572***  .442 

Gender   .107  .114  .117  .081  .196**  .087    .200  .103 

Total years of employment  -.026  .075  -.019  .056  -.057  .058   -.016  .067 

Leader Self-efficacy          

Personal-efficacy    .304**  .099         

Leader-efficacy     .303*  .146         

Outcome expectancy     .225*  .112         

Emotional intelligence                

Self-awareness and self-

management   

        .455**  .162     

Social awareness          -.170  .116     

Relation management           .445  .135     

Sense of Humor                

Appreciation of humor               -.168   .134 

Attitude toward humor                .291*  .124 

Humor production                .050  .113 

Humor uses for social goal                   .344**  .127 
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Table 4.31  (Continued) 

 

 Model I  Model II  Model III  Model IV 

B  S.E  B  S.E  B  S.E  B  S.E 

R2 ( Adjusted R2) .008 (.009) .521 (.500)  .441 (.416)  .248 (.207) 

R2  change  .513*** .433*** .240*** 

 

Note:  Significantly  at *.05, **.01 or ***.001  

  

4.2.4.3 The influence of leader self-efficacy, emotional intelligence and  

sense  of  humor  on  transformational  leadership  in  inspiration  motivation  of    the 

executives in Metropolitan Electricity Authority (MEA) 

Table  4.32  shows  results  of  the  four  models  of  multiple  regression 

analysis for MEA.  Each  model aims  to  determine  the  relative influence of  leader 

self-efficacy  (Model  II),  emotional  intelligence  (Model  III)  and  sense  of  humor 

(Model IV)  on  transformational  leadership  in  inspiration  motivation by controlling 

for  leaders  background  characteristics. Overall,  the  research results  indicate  that  

leader  self-efficacy  insert  the  highest  influence  on  transformational  leadership  in 

inspiration motivation. 

Additionally,  the    relationships  between  various  dimensions  of    leader 

self-efficacy that are personal-efficacy and outcome expectancy, and transformational 

leadership in inspiration motivation are statistically significant at .001 level (Model II). 

The  dimensions  of  emotional  intelligence  that  influence  significantly 

transformational  leadership  in  inspiration  motivation  are  self-awareness  and  self-

management  and  relation  management,  whereas  social  awareness  is  not  statistically 

significant. 

Finally, although the R2 change of Model IV is statistical significant at 

.001 level, its value is the lowest when compared with Model II and Model III. It 

suggests  that  of  all  three  independent  variables,  sense  of  humor  is  the  least 

important variable.     
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Table 4.32  The Influence  of Leader Self-Efficacy, Emotional Intelligence and Sense  

                    of  Humor on  Transformational  Leadership  in  Inspiration  Motivation   

                    the Executives  in  Metropolitan  Electricity Authority 

 

 Model I  Model II  Model III  Model IV 

B  S.E  B  S.E  B  S.E  B  S.E 

Constant 3.476***  .190  .840**  .267  .684*  .290  1.867***  .293 

Gender .124  .090  .060  .067   .110  .067  .041  .081 

Total years of employment .003  .053  .004  .039  .015  .039  .052  .048 

Leader Self-efficacy              

Personal-efficacy   .322***  .089        

Leader-efficacy    .092  .082        

Outcome expectancy    .310***  .080 
 

     

Emotional intelligence              

Self-awareness and self-

management   

      .273**  .096    

Social awareness        .041  .075    

Relation management       .435***  .091    

Sense of Humor              

Appreciation of humor            -.083  .077 

Attitude toward humor           .157*** .072 

Humor production             .009  .086 

Humor uses for social goal             .360***  .095 

R2 ( Adjusted R2) .013 (.000) 
. 

.491 (.473)  .472 (.454)  .281 (.251) 

R2  change  .478*** .459*** .268*** 

 

Note:  Significantly  at *.05, **.01 or ***.001   

 

4.2.4.4 The  influence  of  leader  self-efficacy,  emotional  intelligence and 

sense  of  humor  on  transformational  leadership  in  inspiration  motivation  of  the 

executives in  Metropolitan Waterworks Authority (MWA) 

Table  4.33  shows  results  of  the  four  models  of  multiple  regression 

analysis  for  MWA.    Each  model  aims  to determine  the  relative  influence  of  leader 

self-efficacy  (Model  II),  emotional  intelligence  (Model  III)  and  sense  of  humor 

(Model IV) on transformational leadership in inspiration motivation by controlling for 

leaders  background  characteristics.  Overall,  the  research  results  indicate  that 

emotional  intelligence  insert  the  highest  influence  on  transformational  leadership  in 

inspiration motivation. 

Additionally, the relationships between various dimensions of  emotional 

intelligence  that  are self-awareness  and  self-management  and  relation  management, 
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and transformational leadership in inspiration motivation are statistically significant at 

.001 level  (Model III). 

The    dimensions    of    leader    self-efficacy    that  influence    significantly 

transformational leadership in intellectual stimulation is outcome expectancy.   

Finally,  although  the  R2  change  of  Model  IV  is  statistical  significant  at 

.001 level, its value is the lowest when compared with Model II and Model III. It 

suggests  that  of  all  three  independent  variables,  sense  of  humor  is  the  least 

important variable.     

 

Table 4.33  The Influence of Leader Self-Efficacy, Emotional Intelligence and Sense  

                    of  Humor  on Transformational Leadership in Inspiration Motivation of  

                    the Executives in Metropolitan Waterworks Authority 

 

 Model I  Model II  Model III  Model IV 

B  S.E  B  S.E  B  S.E  B  S.E 

Constant 3.018***  .191  .324  .320    .337  .310  1.622***  .388 

Gender .156  .120  .141  .090    .111  .086  .074  .107 

Total years of employment  .140*  .058  .039  .045  -.028  .044  .122*  .052 

Leader Self-efficacy           

Personal-efficacy    .128  .117       

Leader-efficacy    .240  .130       

Outcome expectancy     .462***  .100       

Emotional intelligence           

Self-awareness and self-

management   

        .200  .130    

Social awareness          .187  .116    

Relation management              .483***  .112    

Sense of Humor 

Appreciation of humor 
       

.006 
 
.114 

Attitude toward humor             -.066  .125 

Humor production             -.003  .143 

Humor uses for social goal                   .513***  .137 

R2 ( Adjusted R2) .059 (.042) .504 (.481)  .531 (.510) .319 (.281) 

R2  change  .445*** .472*** .260*** 

 

Note:  Significantly  at *.05, **.01 or ***.001   
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4.2.5  The Influence of Leader Self-Efficacy, Emotional Intelligence and  

Sense of Humor on Transformational  Leadership in Intellectual  

Stimulation of the Executives  

4.2.5.1 The  influence  of  leader  self-efficacy,  emotional  intelligence and 

sense  of  humor  on  transformational  leadership  in  intellectual  stimulation of  the 

execuitives in the three State Enterprises.  

Table  4.34  shows  results  of  the  four  models  of  multiple  regression 

analysis  for  all  three  State  Enterprises.  Each  model  aims  to  determine  the  relative 

influence  of  leader  self-efficacy  (Model II),  emotional  intelligence  (Model  III)  and 

sense of humor (Model IV) on transformational leadership in intellectual stimulation 

by  controlling  for  leaders  background  characteristics.  Overall,  the  research  results 

indicate  that  leader  self-efficacy  insert the  highest  influence  on  transformational 

leadership in intellectual stimulation. 

Additionally,  the  relationships  between  various  dimensions  of    leader  

self-efficacy that are personal-efficacy, leader-efficacy and outcome expectancy, and 

transformational  leadership  in  intellectual stimulation  are  statistically  significant  at 

.001 level (Model II). 

The    dimensions    of    emotional   intelligence  that  influence  significantly 

transformational    leadership    in    intellectual    stimulation  are    self-awareness    and  

self-management, social awareness and relation management. 

Finally, although  the R2 change of Model IV is statistical significant  at 

.001 level, its value is the lowest when compared with Model II and Model III. It 

suggests  that  of  all  three  independent  variables,  sense  of  humor  is  the  least 

important variable.  
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Table 4.34  The Influence of Leader Self-Efficacy, Emotional Intelligence and Sense  

                    of  Humor on Transformational  Leadership  in Intellectual Stimulation  

                   of  the  Executives in Total of the Three State Enterprises 

                                           

 

Note:  Significantly  at *.05, **.01 or ***.001   

      

4.2.5.2 The  influence  of  leader  self-efficacy,  emotional  intelligence and 

sense of humor on transformational leadership in intellectual stimulation of leaders in 

PTT Public Company Limited (PTT)  

Table  4.35  shows  results  of  the  four  models  of  multiple  regression 

analysis for PTT.  Each  model  aims  to  determine  the  relative  influence  of  leader 

self-efficacy  (Model  II),  emotional    intelligence  (Model  III)  and  sense  of  humor 

(Model  IV)  on  transformational  leadership in  intellectual  stimulation by  controlling 

for  leaders background  characteristics. Overall, the  research results  indicate  that  

leader  self-efficacy  insert  the  highest  influence  on  transformational  leadership  in 

intellectual stimulation. 

 Model I  Model II  Model III  Model IV 

B  S.E  B  S.E  B  S.E  B  S.E 

Constant 3.465***  .112  .630***  .160  .635*  .175  1.861***  .199 

Gender .089  .060  .069  .042  .104**  .044  .068  .053 

Total years of employment  .100**  .034  .056*  .024  .034  .025  .113***  .030 

Leader Self-efficacy           

Personal-efficacy    .259***  .054        

Leader-efficacy    .283***  .059        

Outcome expectancy    .255***  .050        

Emotional intelligence           

Self-awareness and self-

management   

       .266***  .068    

Social awareness         .287***  .054    

Relation management        .243***  .060    

Sense of Humor           

Appreciation of humor           
-.119* 

 
.057 

Attitude toward humor            .246*** .054 

Humor production            -.071  .061 

Humor uses for social goal              .392***  .067 

R2 ( Adjusted R2) .027 (.022) .534 (.528)  .490 (.483)  .256 (.244) 

R2  change   .507*** .463*** .229*** 



139 

Additionally,  the    relationships  between  various  dimensions  of    leader 

self-efficacy  that  are personal-efficacy  and  leader-efficacy,  and transformational 

leadership in intellectual stimulation are statistically significant at .001 level (Model II). 

The  dimensions  of    emotional    intelligence  that  influence  significantly 

transformational  leadership  in  intellectual  stimulation  are  social  awareness  and 

relation management, whereas self-awareness and self-management is not statistically 

significant. 

Finally,  although  the  R2  change  of  Model  IV  is  statistical  significant  at 

.001 level, its value is the lowest when compared with Model II and Model III. It 

suggests  that  of  all  three  independent  variables,  sense  of  humor  is  the  least 

important variable.     

 

Table  4.35  The Influence of Leader Self-Efficacy, Emotional Intelligence and Sense  

                      of Humor on Transformational Leadership in Intellectual Stimulation of  

                      the Executives in PTT Public Company Limited 

 

 Model I  Model II  Model III  Model IV 

B  S.E  B  S.E  B  S.E  B  S.E 

Constant 3.915***  .222  .831*  .357      1.265***  .397  2.570***  .441 

Gender    .108  .109      .121  .079  .180*  .089     169  .102 

Total years of employment    -.022  .072  -.011  .054  -.047  .059   -.011  .066 

Leader Self-efficacy           

Personal-efficacy    .235*  .096         

Leader-efficacy      .372**  .142         

Outcome expectancy        .186  .108         

Emotional intelligence           

Self-awareness and self-

management   

     .018  .165     

Social awareness       .344**  .118     

Relation management      .340*  .138     

Sense of Humor           

Appreciation of humor           -.150  .134 

Attitude toward humor            .197  .123 

Humor production          -.143  .113 

Humor uses for social goal           .446***  .126 

R2 ( Adjusted R2) .009 (-.008) .505 (.483) .364 (.336) .176 (.132) 

R2  change  .496*** .355*** .167*** 

 

Note:  Significantly  at *.05, **.01 or ***.001   
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4.2.5.3 The  influence  of  leader  self-efficacy,  emotional  intelligence 

and  sense  of  humor  on  transformational  leadership  in intellectual  stimulation of  the 

executives in Metropolitan Electricity Authority (MEA) 

Table  4.35  shows  results  of  the  four  models  of  multiple  regression 

analysis for MEA. Each  model  aims  to  determine  the  relative  influence  of  leader  

self-efficacy  (Model  II),  emotional  intelligence  (Model  III)  and  sense  of  humor 

(Model  IV)  on  transformational  leadership  in   intellectual  stimulation by  controlling 

for  leaders  background  characteristics. Overall, the  research results  indicate  that  

leader  self-efficacy  insert  the  highest  influence  on  transformational  leadership  in 

intellectual stimulation. 

Additionally,  the    relationships  between  various  dimensions  of    leader 

self-efficacy that are personal-efficacy, leader-efficacy and outcome expectancy, and 

transformational  leadership  in intellectual stimulation are  statistically  significant  at 

.001 level (Model II). 

The  dimensions  of  emotional  intelligence  that  influence  significantly 

transformational  leadership  in  intellectual  stimulation  are  self-awareness  and  self-

management, social awareness and relation management. 

Finally,  although  the  R2  change  of  Model  IV  is  statistical  significant  at 

.001 level, its value is the lowest when compared with Model II and Model III. It 

suggests  that  of  all  three  independent  variables,  sense  of  humor  is  the  least 

important variable.     

 

Table 4.36  The Influence of Leader Self-Efficacy, Emotional Intelligence and Sense  

                    of Humor on Transformational Leadership in Intellectual Stimulation of  

                    the Executives in Metropolitan Electricity Authority  

 

 Model I  Model II  Model III  Model IV 

B  S.E  B  S.E  B  S.E  B  S.E 

Constant 3.628*  .195  .860**  .271  .752**  .303  1.915  .302* 

Gender .165  .093  .108  .068  .153*  .070  .076  .084 

Total years of employment  .027  .055  .032  .040  .039  .041  .073  .049 

Leader Self-efficacy            

Personal-efficacy    .279**  .090         

Leader-efficacy     .189*  .083         

Outcome expectancy      .284**  .081         
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Table 4.36  (Continued) 

 

 Model I  Model II  Model III  Model IV 

B  S.E  B  S.E  B  S.E  B  S.E 

Emotional intelligence            

Self-awareness and self-

management   

        .257*  .100     

Social awareness          .183*  .078     

Relation management        .752**  .303     

Sense of Humor            

Appreciation of humor            
-.071 

 
.079 

Attitude toward humor            .193* .075 

Humor production            .043  .089 

Humor uses for social goal               .308**  .098 

R2 ( Adjusted R2) .021 (.008) .512(.495) .462 (.444) .284 (.255) 

R2  change .021 .491*** .441*** .263*** 

 

Note:  Significantly  at *.05, **.01 or ***.001   

 

4.2.5.4 The influence of leader self-efficacy, emotional intelligence and 

sense  of  humor  on  transformational  leadership  in  intellectual  stimulation of  the 

executives in Metropolitan Waterworks Authority (MWA) 

Table  4.37  shows  results  of  the  four  models  of  multiple  regression 

analysis for MWA. Each  model  aims  to determine  the  relative  influence  of  leader 

self-efficacy  (Model  II),  emotional  intelligence  (Model  III)  and  sense  of  humor 

(Model  IV)  on  transformational  leadership in  intellectual  stimulation  by  controlling 

for  leaders  background  characteristics.  Overall, the    research  results    indicate    that  

emotional  intelligence  insert  the  highest  influence  on  transformational  leadership  in 

intellectual stimulation. 

Additionally,  the  relationships  between  various  dimensions  of  

emotional  intelligence  that  are self-awareness  and  self-management  and  relation 

management,  and transformational  leadership  in  intellectual  stimulation are 

statistically significant at .001 level (Model II). 

The  dimensions  of  leader  self-efficacy  that  influence  significantly 

transformational    leadership    in  intellectual    stimulation    are    personal-efficacy, 

leader-efficacy and outcome expectancy.   
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Finally, although the R2 change of Model IV is statistical significant at 

.001 level, its value is the lowest when compared with Model II and Model III. It 

suggests  that  of  all  three  independent  variables,  sense  of  humor  is  the  least 

important variable.     

 

Table 4.37  The Influence of Leader Self-Efficacy, Emotional Intelligence and Sense  

                    of Humor on Transformational Leadership in Intellectual Stimulation of  

                    the Executives in Metropolitan Waterworks Authority 

  

 Model I  Model II  Model III  Model IV 

B  S.E  B  S.E  B  S.E  B  S.E 

Constant 3.110***  .176  .367  .275  .147  .247  1.515***  .361 

Gender -.007  .111  -.024  .077  -.026  .069  -.022  .099 

Total years of employment  .216***  .053  .105**  .038  .043  .035  .189***  .048 

Leader Self-efficacy             

Personal-efficacy    .263**  .101        

Leader-efficacy     .262*  .112        

Outcome expectancy        .315***  .086        

Emotional intelligence             

Self-awareness and self-

management   

        .415**
* 

.104     

Social awareness          .356**
* 

.093     

Relation management         .155  .089     

Sense of Humor             

Appreciation of humor            
-.083 

 
.106 

Attitude toward humor             .295* .116 

Humor production             -.198  .133 

Humor uses for social goal               .466***  .128 

R2 ( Adjusted R2) .129 (.113) .599(.581) .674 (.659)  .358 (.322) 

R2  change  .470*** .545*** .229*** 

 

Note:  Significantly  at *.05, **.01 or ***.001   

 

4.2.6  The Influence of Leader Self-Efficacy, Emotional Intelligence  

and  Sense  of Humor on Transformational Leadership  in  

Individualized Consideration of the Executives 

4.2.6.1 The influence of leader self-efficacy, emotional  intelligence and 

sense of humor on transformational leadership in individualized consideration of the 

execuitves in the three State Enterprises.  
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Table  4.38  shows  results  of  the  four  models  of  multiple  regression 

analysis  for  all  three  State  Enterprises.  Each  model  aims  to  determine  the  relative 

influence  of  leader  self-efficacy  (Model II),  emotional  intelligence  (Model  III)  and 

sense  of  humor  (Model  IV)  on  transformational  leadership  in  individualized 

consideration  by  controlling  for  leaders background  characteristics.  Overall,  the 

results  indicate  that  leader  self-efficacy  insert  the  highest  influence  on 

transformational leadership in individualized consideration. 

Additionally,  the    relationships  between  various  dimensions  of    leader 

self-efficacy that are  personal-efficacy, leader-efficacy and outcome expectancy, and 

transformational leadership in individualized consideration are statistically significant 

at .001 level (Model II). 

The    dimensions  of  emotional  intelligence  that  influence  significantly  

transformational   leadership   in  individualized  consideration  are  self-awareness 

and  self-management  and  relation  management,  whereas  social  awareness  is  not 

statistically significant. 

Finally, although the R2 change of Model IV is statistical significant at 

.001 level, its value is the lowest when compared with Model II and Model III. It 

suggests  that  of  all  three  independent  variables,  sense  of  humor  is  the  least 

important variable.     

 

Table 4.38  The  Influence  of  Leader  Self-Efficacy,  Emotional  Intelligence  and  

                    Sense  of  Humor  on  Transformational  Leadership  in  Individualized  

                    Consideration of the Executives in Total of the Three State Enterprises 

 

 Model I  Model II  Model III  Model IV 

B  S.E  B  S.E  B  S.E  B  S.E 

Constant 3.324***  .103  .827***  .149   .919***  .161  2.163***  .189 

Gender .128*  .055  .093**  .039   .133***  .040   .127*  .051 

Total years of employment  .036  .031  -.010  .022  -.037  -.976   .039  .029 

Leader Self-efficacy            

Personal-efficacy   .173***  .050        

Leader-efficacy    .156**  .055        

Outcome expectancy     .395***  .432        
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Table 4.38   (Continued) 

 

 Model I  Model II  Model III  Model IV 

B  S.E  B  S.E  B  S.E  B  S.E 

Emotional intelligence            

Self-awareness and self-

management   

       .282***  .063    

Social awareness        -.055  .050    

Relation management        .474***  .055    

Sense of Humor            

Appreciation of humor            .088    .054 

Attitude toward humor            -.029  .052 

Humor production           -.020  .058 

Humor uses for social goal             .306***  .063 

R2 ( Adjust R2) .016 (.011) .518(.511) .482 (.475) .188 (.175) 

R2  change . .502*** .466*** .172*** 

 

Note:  Significantly  at *.05, **.01 or ***.001   
 

4.2.6.2  The  influence  of  leader  self-efficacy,  emotional  intelligence and 

sense of humor on transformational leadership in individualized consideration of the 

executives in PTT Public Company Limited (PTT) 

Table  4.39  shows  results  of  the  four  models  of  multiple  regression 

analysis  for  PTT.    Each    model    aims    to  determine  the  relative  influence  of  leader 

self-efficacy  (Model  II),  emotional  intelligence  (Model  III)  and  sense  of  humor 

(Model  IV)  on  transformational  leadership  in  individualized  consideration  by 

controlling  for  leaders  background  characteristics.  Overall,  the  research  results 

indicate  that  emotional  intelligence  insert  the  highest  influence  on  transformational 

leadership in individualized consideration. 

Additionally,  the  relationships  between  various  dimensions  of  

emotional  intelligence  that  are self-awareness  and  self-management  and  relation 

management,  and transformational  leadership  in  individualized  consideration  are 
statistically significant at .001 level (Model III). 

The  dimensions  of  leader  self-efficacy  that  influence  significantly 

transformational    leadership  in  individualized  consideration  are  personal-efficacy, 

leader-efficacy and outcome expectancy.   

Finally, although the R2 change of Model IV is statistical significant at 

.001 level, its value is the lowest when compared with Model II and Model III. It 
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suggests  that  of  all  three  independent  variables,  sense  of  humor  is  the  least 

important variable.     

 

Table  4.39  The Influence  of  Leader  Self-Efficacy, Emotional  Intelligence  and  

                     Sense of  Humor  on  Transformational Leadership  in  Individualized  

                     Consideration  of  the  Executives  in  PTT  Public  Company Limited. 

 

 Model I  Model II  Model III  Model IV 

B  S.E  B  S.E    B  S.E   B  S.E 

Constant 3.544***  .195  1.343***  .301  .715**  .262     2.523***  .395 

Gender .129  .095  .099  .066  .219***  .059  .195*  .092 

Total years of employment  -.019  .063  -.077  .046  -.054  .039  -.014  .059 

Leader Self-efficacy             

Personal-efficacy     .105  .081        

Leader-efficacy     .004  .120        

Outcome expectancy     .548  .091*        

Emotional intelligence             

Self-awareness and self-

management   

        .330**  .109    

Social awareness          -.061  .078    

Relation management         .500***  .091    

Sense of Humor             

Appreciation of humor                  .017   .120 

Attitude toward humor             .004  .110 

Humor production             .040  .101 

Humor uses for social goal                .219  .113 

R2 ( Adjusted R2) .016 (-.001) .547(.527)  .644 (.628) .151 (.104) 

R2  change  .531*** .628*** .135*** 

 

Note:  Significantly  at *.05, **.01 or ***.001   

 

4.2.6.3 The  influence  of  leader  self-efficacy,  emotional  intelligence and 

sense of humor on transformational leadership in individualized consideration of the 

executives in Metropolitan Electricity Authority (MEA) 

Table  4.40  shows  results  of  the  four  models  of  multiple  regression 

analysis    for    MEA.  Each    model    aims    to    determine    the    relative    influence    of  

leader  self-efficacy  (Model  II),  emotional intelligence  (Model  III)    and    sense    of 

humor (Model IV) on transformational leadership in individualized consideration by 

controlling  for  leaders  background  characteristics.  Overall,  the  research  results 

indicate  that  leader  self-efficacy  insert the  highest  influence  on  transformational 

leadership in individualized consideration. 
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Additionally,  the    relationships  between  various  dimensions  of    leader 

self-efficacy  that  are  leader-efficacy  and  outcome  expectancy,  and transformational 

leadership  in  individualized  consideration  are  statistically  significant  at  .001  level 

(Model II). 

The    dimensions    of    emotional    intelligence  that  influence  significantly 

transformational  leadership  in  individualized  consideration  are self-awareness  and 

self-management  and  relation  management,  whereas  social  awareness  is  not 

statistically significant. 

Finally, although the R2 change of Model IV is statistical significant at 

.001 level, its value is the lowest when compared with Model II and Model III. It 

suggests  that  of  all  three  independent  variables,  sense  of  humor  is  the  least 

important variable.     

 

Table 4.40   The  Influence  of  Leader  Self-Efficacy,  Emotional Intelligence  and  

                     Sense of Humor  on  Transformational  Leadership  in  Individualized  

                     Consideration of  the  Executives in Metropolitan Electricity Authority 

 

 Model I  Model II  Model III  Model IV 

B  S.E  B  S.E  B  S.E  B  S.E 

Constant .433***  .206  .661**  .289  .798**  .339  2.037***  .330 

Gender .170  .098  .102  .072    .151*  .078  .152  .091 

Total years of employment  -.022  .058  -.028  .043   -.008  .046  .000  .054 

Leader Self-efficacy              

Personal-efficacy    .177  .096        

Leader-efficacy    .200*  .088        

Outcome expectancy    .396***  .086        

Emotional intelligence              

Self-awareness and self-

management   

       .235*  .112    

Social awareness         -.041  .087    

Relation management        .521***  .107    

Sense of Humor              

Appreciation of humor            .118 .086 

Attitude toward humor            -.047  .082 

Humor production            -.062  .097 

Humor uses for social goal              .393***  .107 

R2 ( Adjusted R2) .023 (.010)  .496(.479)  .392 (.371)  .229 (.197) 

R2  change  .473*** .369*** .206*** 

 

Note:  Significantly  at *.05, **.01 or ***.001   
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4.2.6.4  The  influence  of  leader  self-efficacy,  emotional  intelligence and 

sense of humor on transformational leadership in individualized consideration of the 

executives in Metropolitan Waterworks Authority (MWA). 

Table  4.41  shows  results  of  the  four  models  of  multiple  regression 

analysis  for  MWA.  Each    model    aims  to determine  the  relative  influence  of  leader 

self-efficacy  (Model  II),  emotional  intelligence  (Model  III)  and  sense  of  humor 

(Model  IV)  on  transformational  leadership  in  individualized  consideration  by 

controlling  for  leaders  background  characteristics.  Overall,  the  research  results 

indicate  that  leader  self-efficacy  insert the  highest  influence  on  transformational 

leadership in individualized consideration. 

Additionally,  the    relationships  between  various  dimensions  of    leader 

self-efficacy that are personal-efficacy and outcome expectancy, and transformational 

leadership  in  individualized  consideration  are  statistically  significant  at  .001  level 

(Model II). 

The  dimensions    of    emotional    intelligence  that  influence  significantly 

transformational  leadership  in  individualized  consideration  are self-awareness  and 

self-management  and  relation  management,  whereas  social  awareness  is  not 

statistically significant. 

Finally, although the R2 change of Model IV is statistical significant at 

.001 level, its value is the lowest when compared with Model II and Model III. It 

suggests  that  of  all  three  independent  variables,  sense  of  humor  is  the  least 

important variable.     

 

Table 4.41  The  Influence  of   Leader   Self-Efficacy, Emotional  Intelligence  and  

                    Sense  of  Humor  on  Transformational  Leadership  in  Individualized  

                    Consideration of  the Executives in Metropolitan Waterworks Authority 

 

 Model I  Model II  Model III  Model IV 

B  S.E  B  S.E  B  S.E  B  S.E 

Constant 3.095***  .147  .808*  .230  1.190***  .249  2.153***  .319 

Gender .097  .092  .069  .065    .053  .069  .038  .088 

Total years of employment  .125**  .044  .041  .032   .006  .036  .106*  .043 

Leader Self-efficacy         

Personal-efficacy   .246**  .084       
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Table  4.41  (Continued) 

 

 Model I  Model II  Model III  Model IV 

B  S.E  B  S.E  B  S.E  B  S.E 

Leader-efficacy    .103  .093       

Outcome expectancy     .352*  .072       

Emotional intelligence         

Self-awareness and self-

management   

       .287**  .105    

Social awareness         -.062  .093    

Relation management        .397***  .090    

Sense of Humor         

Appreciation of humor            .141  .094 

Attitude toward humor           -.073  .102 

Humor production           -.051  .117 

Humor uses for social goal             .294**  .113 

R2 ( Adjusted R2)         .071 (.054)           .570(.550)          .492 (.469)            .229 (.186) 

R2  change   .499*** .421*** .158*** 

 

Note:  Significantly  at *.05, **.01 or ***.001   

 

4.3  Summary 

 

Transformational  leadership  of  PTT  executives  in  idealized  attribute 

influence,  inspiration  motivation,  intellectual  stimulation  and  individualized  

consideration  are  mostly  at  the  high  level  but  transformational  leadership  in 

idealized behavior influence is at the middle level. 

Leader self-efficacy in personal-efficacy, leader-efficacy, outcome expectancy 

and emotional intelligence  in  self-awareness and self-management, social awareness and 

relation management are at the high level. 

Sense of humor in appreciation of humor, humor production and humor uses 

for social goal are at the middle level but sense of humor in attitude toward humor are 

at the high level. 

At  the  high  level,  PTT  executives  have  transformational  leadership  that 

most  of  them  receive  trust  from  subordinates,  stimulate  followers  to  work  as  a 

team and encourage followers to work effectively, access the subordinate’s needs and 

help them to have more potentials.  
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They set targets in working to achievement, have faith and attempts to present 

better,  arrange  system  management  in  group  or  organization,  always  express  their 

transparency,  feel  sympathy  to  people  in  the  organization  and  able  to  analalze 

organizational changes from each department. Their humor can support coordination 

well in working.  

Transformational  leadership  of  MEA  executives  in  idealized  behavior 

influence, inspiration motivation and intellectual stimulation are mostly at the high 

level  but  transformational  leadership  in  idealized  attribute  influence  and 

individualized  consideration are  at  the  middle level. 

Leader self-efficacy in personal-efficacy, leader-efficacy are at the high level 

but outcome expectancy is at  the  middle level. 

Emotional  intelligence  in  Self-Awareness  and  Self-Management  and  social 

awareness are at the high level but  relation Management is at the middle level. 

Sense of Humor in appreciation of humor, humor production and humor uses 

for social goal are at the middle level but attitude toward humor are at the high level. 

At  the  high  level,  MEA  executives have transformational  leadership  that 

most  of  them  have  good  behaviors  because  of  their  visions  to  the  organization, 

motivate followers with productive works, give freedom to followers for attempts to 

make the innovations in solving problems creatively.  

They focus on success with faith and attempt to the success, although they are 

difficult, focus on knowledge sharing to followers, motivate and support learning of 

followers  who  have  low  working  results, focus  on  success  in  workings,  perceive 

management  in  working  and  organization culture  and  develop  followers  to  more 

potentials. Their humor can support well-coordination  in working. 

Transformational leadership of MWA executives in inspiration motivation 

and  intellectual  stimulation  are  mostly  at  the  high  level  but  transformational 

leadership  in  idealized  attribute  influence,  idealized  behavior  influenced  and 

individualized  consideration are  at  the  middle  level. 

Leader self-efficacy in personal-efficacy, leader-efficacy and emotional intelligence 

in self-awareness and self-management,social awareness and  relation management are 

at the high level but outcome expectancy is  at  the  middle level.  

Sense of Humor in appreciation of humor, humor production and humor uses 

for  social  goal are at the middle level but attitude toward humor are at the high level. 
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At the high level, MWA executives have transformational leadership that 

most of them stimulate followers to work as a team and stimulate the intellectual for 

followers  to  increase  the  level  of  working  rather  than  only  persist  in  the  current 

process.  

They  often  set  targets  in  working  to  achievement,  set  up  a  goal  to 

communicate  visions  to  followers  effectively,  always  express  their  transparency, 

follow social news and able to analalze organizational changes from each department. 

Their humor can support well-coordination well in working. 

Leader self-efficacy, emotional intelligence and sense of humor influenced  on 

transformational leadership of  the executives in PTT, MEA and MWA. 

Among leader self-efficacy, emotional intelligence and sense of humor, leader 

self-efficacy  significantly  influenced  on   transformational    leadership  of  the 

executives  in  the  three  State  Enterprises,  especially  PTT  and  MEA  at  most  but 

emotional  intelligence  significantly  influenced  on    transformational    leadership  in 

MWA at most. 

Among  leader  self-efficacy,  emotional  intelligence and  sense  of  humor, 

emotional  intelligence  significantly  influenced  on  transformational  leadership  in 

idealized attribute influence and idealized behavior influence of  the  executives in the  

three State Enterprises, PTT . MEA and MWA at most. 

Among leader self-efficacy, emotional intelligence and sense of humor, leader 

self-efficacy  significantly  influenced  on  transformational  leadership  in  inspiration 

motivation and intellectual stimulation of the executives in the three State Enterprises, 

PTT  and  MEA  at  most  but  emotional  intelligence significantly  influenced    on  

transformational    leadership  in  inspiration  motivation  and  intellectual  stimulation  of 

the executives in MWA  at most.            

Among leader self-efficacy, emotional intelligence and sense of  humor, leader 

self-efficacy significantly influenced on transformational leadership in individualized 

consideration  of  the  executives  in three  State  Enterprises, MEA  and  MWA  at 

most  but  emotional intelligence influenced  to  transformational  leadership  of  the  

executives in  PTT  at  most. 

In  summary,  the  quantitative  research  is  analyzed  the  transformational 

leadership level in 5 aspects, the level of leader self-efficacy, emotional intelligence 
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and  sense  of  humor  in  PTT  Public  Company  Limited, Metropolitan  Electricity 

Authority and  Metropolitan  Waterworks  Authority.  The  research  results  are  shown 

that  leader  self-efficacy,  emotional  intelligence  and  sense  of  humor  influence  on 

transformational leadership of the executives in the three State Enterprises.  

When  the  PTT  executives  and  MEA  executives  play  in  the  roles  of  leaders, 

they often use intellectual stimulation, leader-efficacy, social awareness and attitude 

toward  humor  in  high  level.  The  dimensions  of  leader  self-efficacy  often  affect 

transformational leadership of  the  PTT and  MEA executives. 

When the MWA executives play in the roles of leaders, it is likely PTT and 

MEA but  MEA excutives often use personal-efficacy instead of leader-efficacy. The 

MWA executives.  

Among  leader  self-efficacy,  emotional intelligence  and  sense  of  humor,  the 

dimension  of  leader  self-efficacy  affect    transformational    leadership    in    the    three  

State Enterprises mostly.  

The next chapter is the qualitative research results to explain more phenomena 

on  leader  self-efficacy,  emotional  intelligence  and  sense  of  humor  influenced  on 

transformational leadership of the executives.  

 

 



 

CHAPTER  5 

 

                                      QUALITATIVE RESEARCH 

 

The main purpose of this chapter is to analyze the qualitative data based on the 

three case studies in order to find out the influence of leader self-efficacy, emotional 

intelligence, sense of humor on transformational leadership of PTT Public Company 

Limited, Metropolitan Electricity Authority and Metropolitan Waterworks Authority.  

Along with the research studies, the researcher reviewed company overview, 

awards,  organizational  performance  and  the  research  results  included  the  case 

analysis.  Moreover,  the  results  of  qualitative  research  are  presented  the  data  from 

interviews  1)  employee  15  persons  2)  top  management  team 17 persons  by  in-depth 

interviews and 3) senior officers in the State Enterprises 3 persons about the problems 

of  the  organizational  management.  The  researcher  had  spent  at  least  4  months  to 

conduct in-depth-interviews.  

The  results  of  qualitative  research  presented  through  the  case  studies  which 

were  integrated  the  primary  data  and secondary  data  from  many  sources.  The 

secondary  data  is  presented    throughoverall  information  such  as  the  company 

background as well as it  was presents through the results in three case studies of the 

State  Enterprises  which  have  received  good  management  awards  for  three  years 

consecutively. 

Therefore, the comparative awards of three State Enterprises are shown among 

these case studies. This chapter presents as follows: 

5.1  Comparative SOE Awards of three State Enterprises  
5.2  Case Studies 

5.3  Summary 

 

5.1  Comparative SOE Awards of Three State Enterprises  

 

This research studies the State Enterprises which have received SOE Awards 

consecutively at least 3 years.  
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Each  State  Enterprise  has  developed  their  own  organizations  to  pass  

the  criterions  of  State  Enterprises  such  as  human  resource  management,  risk 

management,  IT  management,  etc.    Good    management  of    State    Enterprise  was  

accepted in the stages of  SOE Award. 

PTT  Public  Company  Limited,  Metropolitan  Electricity  Authority  and 

Metropolitan Waterworks Authority have received SOE awards for good organization 

management at least three years consecutively. The  comparative  awards  of them are 

shown in the table 5.1 as follows. 

 

Table 5.1  Comparative SOE Awards of Three State Enterprises 

 

State Enterprise PTT MEA  MWA 
 

Type of  State Enterprise 

 

Energy 

 

Energy 

 

Utility 

Listed company in SET      

2005, The Outstanding of State Enterprise Award     

2006, The Outstanding of State Enterprise Award    

2007, The Outstanding of State Enterprise Award Honor   

2008, The Outstanding of State Enterprise Award Honor Honor 

2009, The Outstanding of State Enterprise Award Best of  the Best   

2010, The Outstanding of State Enterprise Award Best of  the Best   

2011, The Outstanding of State Enterprise Award 

2011, The Outstanding of Organizational 

          Development Award 

2011, The Outstanding of Innovation Award 

 

 

 

   

 

 

  

  

 

Honor  

 

 

 

 

According  the  table  5.1,  Metropolitan    Electricity    Authority  have    received  

the Outstanding of  Organization Awards  for  the longest.  

Three  State  Enterprise  are  PTT      Public    Company    Limited,    Metropolitan 

Electricity Authority and Metropolitan Waterworks Authority,  have  received awards 

at least 3 years consecutively. 
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            Consequently, the  primary  data  and  secondary  data of  three  case studies 

were collected through qualitative research will be presented.     

  

5.2  Case Studies 

 

Three case studies were selected in this research study which each case study 

being divided into ten parts as follows: 

1)  Company Overview  

2)  Awards 

3)  Organizational Performance  

4)  The Influence of Leader Self-Efficacy on Transformational Leadership 

5)  The Influence of Emotional Intelligence on Transformational 

Leadership   

6)  The Influence of Sense of Humor on Transformational Leadership   

7)  The Influence of Gender, Age and Total Years of Employment on  

Transformational Leadership   

8)  Transformational Leadership Toward Organization Management 

9)   Case Analysis 

10)  Summary 

 

5.2.1  CASE STUDY No. 1:  PTT  Public Company Limited (PTT) 

In  the  research  study,  PTT    has    been    selected    due    to    transformational 

leadership. 

5.2.1.1  Company Overview 

PTT  is  a  leading  energy  company  in  Thailand,  was  originally  the 

Petroleum Authority of Thailand (PAT), a State Enterprise established on December 

29,  1978  under  the  Petroleum  Authority  of Thailand  Act,  A.D.  1978  to  operate 

petroleum and other related businesses on October 1, 2001. PTT was incorporated as 

a  public  company  under  the  corporation  Act  of  1999  that  PTT  transferred  of  all 

businesses,  rights,  debts,  liabilities  assets  and  equity  from  its  former  PAT.  PTT 

registered  in  the  Stock  Exchange  of Thailand  on  December  6,  2001  with  an  initial 

registered capital of 2,000 billion baht.  
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PTT  is  an  integrated  natural  gas  company,  engaged  in  the  marketing 

and  trading  of  crude  oil  and  refined  petroleum  products.  The  company  is  mainly 

involved  in  the  exploration,  development and  production  of  natural  gas;  condensate 

and  crude  oil  procurement  through  a  subsidiary.  Currently,  there  are  four  main 

business groups: Exploration & Production and Gas Business Group, the Oil business 

Group, the Petrochemical and Refining Business Group, and the International Trading 

Business Group.   

Currently,  PTT  is  the  group  of  petrochemical  production  in  the  top  of 

Asia and Southeast Asia.  (Petroleum Authority of Thailand, 2012a). 

The Organization Structure of  PTT is presented in figure 5.1  
 

 

  

 

 

 

  

 

 

 

 

 

 

 

 

 
 
 

Figure 5.1  The Organization Structure of PTT Public Company Limited  

Source:  Petroleum Authority of Thailand, 2012a.  

  

The  main  positions  in  the  organization  structure  of  PTT  are  

Shareholders,  Audit  committee,  Corporate  governance  committee,  Nomination 

Board of Directors

Audit Committee Nomination Committee  

 Corporate governance Remuneration 

President & Chief Executive Officer 

SEVP, Corporate  
Management 

SEVP, Corporate 
Strategy & 
Organization  
Management 

 

Chief Financial Officer 

Chief Operating Officer, Upstream 
Petroleum & Gas Business Group 

Chief Operating Officer, downstream 
Petroleum & Gas Business Group  

 SEVP, Gas 
Business Unit

SEVP, Oil 
Business Unit 

SEVP, 
International 
trading 
Business Unit

SEVP, 
petrochemical 
& refining 
Business Unit 

   Shareholders Auditor 
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committee,  Remuneration  committee,  President  and  Chief  Executive  Officer,  Senior 

Executive Vice President of Corporate management, Senior Executive Vice President 

of  Corporate  strategy  and  Organization  Management,  Chief  Financial  Officer,  Chief 

Operating Officer of Upstream petroleum and gas business group :  Senior Executive 

Vice  President  of  Gas  business  unit,  Chief  Operating  Officer  of  Downstream 

petroleum and gas business group : Senior Executive Vice President of Oil business 

unit,  Senior  Executive  Vice  President  of Petrochemical  and  refining  business  unit; 

Senior Executive Vice President of International trading business unit. 

The responsibilities of  the main positions in PTT are follows:    

1) Shareholders: Shareholders  hold    the    equities    in  PTT 

business with  a  right  of  the investors in  perceiving the financial reports of  PTT.   

2)  Auditor: Auditor  will  examine  and  approve the accounts 

of   PTT   with  reviewing  the  accounting  and  financial  reports   accurately  to   the 

standards. 

3)  Committee: They have 4 the board of committees as follows:   

 (1)   Audit  committee: Audit      committee    review      the 

internal  control  systems,  internal  audit  such  as  financial  report,  risk  management, 

recruitment,  appointment,  payment,  etc.  compared  with  policies,  rules,  laws  of 

property,stock market, the resolutions of cabinet, corporate governance, informational 

technology,  ethics  and  other  regulations.  Audit  committee  are  assigned  in  the 

regulation for Audit committee in the criterion and practices of Audit committee year 

2009 and PTT committee.  

(2)   Nomination committee: The  duties  of  Nomination 

Committee are recruiting Chief Executive Officer, selecting the name lists for the new 

committees,  determining  the  method  of  recruitment  with  the  principles  and 

transparency. 

(3)  Corporate  governance  committee: The  duties  of 

Corporate governance committee are suggesting the guideline about the principles of 

corporate  governance  for  the  committees  in  company,  advising  the  executives  and 

managers,  implementing  the  policies  and guideline  about  corporate  governance  for 

team  operations  and  corporate  social  responsibility  (CSR)  to  take  care  society, 

community  and  environment.  Corporate  governance  committee will  report  their 

workings to PTT committee. 
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(4)  Remuneration  committee: The  duties  of  remuneration 

committee  are  conducting  the determination  of  remuneration.  And  CEO  determines 

the criterions or the methods to remuneration committee with fairness and reasonable 

proposals. The meeting of shareholders will approve these proposals.   

4) President   and   Chief  Executive  Officer:  President  and 

Chief Executive  Officer  are  responsible  for organization management of PTT in the 

status of  the  top  management, who  has  the  authority to make decision about the 

issues of PTT and approved by PTT committee. 
 

5)   Senior  ExecutiveVice  President  of    Corporate  Management: 

Senior   Executive Vice  President  of  Corporate  Management  is  responsible  for 

corporate regulation, risk management reviews for improvement and suggestion in the 

status of top management team. 

6)   Senior Executive Vice President of Corporate Strategy and 

Organization Management: Senior Executive Vice President of Corporate strategy and 

Organization  Management is  responsible  for  strategy  management  for  Organizational 

effectiveness related with human resource strategy, organizational development, etc. 

in the status of the top management team. 

7)  Chief Financial Officer: Chief Financial Officer is responsible 

for treasurer related to financial and accounting management of company in the status 

of the top management team.           

8)  Chief  Operating  Officer  of   Upstream  Petroleum    and  Gas 

Business  Group: Chief  Operating  Officer  of  Upstream  petroleum  and  gas  business 

group is  responsible  for  the  operations  about  upstream  petroleum  and  gas  business 

group in the status of the top management team.      
 

9)  Senior  Executive Vice president  of  Gas  Business  Unit: 

Senior Executive Vice president of Gas business unit is responsible for the operations 

about gas business unit in the status of the top management team.           

10) Chief Operating  Officer of  Downstream Petroleum  and 

Gas  Business  Group:  Chief  Operating  Officer  of  Downstream  Petroleum and Gas 

Business Group is responsible for the operations about downstream petroleum and gas 

business group in the status of the top management team. 
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11)   Senior  Executive Vice  President  of Oil  Business  Unit: 

Senior Executive Vice President of oil business unit is responsible for the operations 

about oil business unit in the status of the top management team.           
 

12) Senior  Executive Vice  President of  Petrochemical  and 

Refining  Business  Unit: Senior  Executive  Vice  president  of  petrochemical  and 

refining business  unit is responsible  for the  operations  about  petrochemical  and 

refining business unit in the status of the top business management.           

13) Senior  Executive  Vice  President  of  International  Trading 

Business Unit: Senior Executive Vice President of International trading business unit 

is responsible for the operations about international trading business unit in the status 

of the top management team (Petroleum Authority of Thailand, 2012a). 

5.2.1.2   Awards   

PTT  has  received  the  awards  in  category of State Enterprise and 

personnel as follows:  

1)  Awards  for  PTT  in  the  category of  State  Enterprise: 

Awards for PTT in the category of State Enterprise are shown 

the  potentials  of  PTT in the table 5.2. 

 

Table 5.2  Awards of  PTT  in the Category of State Enterprise 

 

Year Awards By Details 
 
May,2006 

 
The Best of Corporate 
Governance Award 

 
Finance Asia 
magazine. 

 
The second year 

July 26,2006  The Best of Investor 
Relations Awards 

The stock exchange of 
Thailand and finance 
magazine 

The first ranking in Set 
Awards 2006 for efficiency 
in operations and investor 
relations. 

 
November 15, 
2006  

 
The Outstanding of State 
Enterprise Award year 
2006 

 
Ministry of Finance 

 
Five criterions are  
1) the role of the committees 
2) risk management  
3) control & internal audit 4) 
informational technology 
management 5) human 
resources management. 

the Outstanding  of 
Performance Award 
the Outstanding of State 
Enterprise Committee 
Award 
the Outstanding of  
Projects about Social 
Award 
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Table  5.2  (Continued) 

 

Year Awards By Details 
 
April 30, 2007 

 
Thailand Quality Award 
(TQA) 2006 
at gas separation plant in 
Rayong 
 
TQA Award =  Score 
points >  650 /1,000  
 
TQC Award =  Score 
points 351-650 /1,000 

 
The National 
Committee for Quality 
Award 

 
7 criterions of organizational 
management: 
1) leading the organization  
2) strategic planning   
3) customer-oriented & 
marketing-oriented 
4) measurement in the 
analysis and knowledge 
management  
5) human resource  
6) process management  
7) business results 
 
These criterions are under 
the same standard of TQA at 
USA. 
 

August 15, 
2007 

Thailand Corporate 
Excellence  
Awards 2006 : 

Business Management 
Association of 
Thailand and Sasin 
Graduate Institute of 
Chulalongkorn 
University. 

Nine aspects of 
organizational management : 
1) financial management  
2)  human resource 
management  
3) innovation  
4) marketing plan  
5) quality of goods and 
services   
6) society  
7) visionary of leadership  
8) commitment to. energy-
saving  
9) overall business 
management 

 the Outstanding of 
Visionary Leadership 
Award 

 the Outstanding of 
Financial Management 
Excellence Award 

 the Commitment to 
Energy Saving Award 

    (by survey 501 top 
executives of the leading 
company with ranking in the 
highest income 1,000 
companies) 
 

August 29, 
2007 

The Outstanding of State 
Enterprise Award year 
2007 

Ministry of Finance   

 The Outstanding of 
Performance Award 

 The third year consecutively 

 The Outstanding of 
Social Action  and  
Environment 
 

  

Year 2008  The Outstanding of 
Performance Award. 

The National 
Committee for Quality 
Award 

The Seven criterions of 
organizational management: 
1) leading the organization  
2) strategic planning   
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Table  5.2  (Continued) 

 

Year Awards By Details 
    

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Thai Institute of 
Directors (IOD) , Thai 
Chamber of  
Commerce , the 
Federation of Thai 
industries, Thai 
bankers’ Association, 
Thai Listed 
Companies  
 
Association, 
the Stock Market of 
Thailand 
 

 
3) customer-oriented 
& marketing-oriented 
4) measurement in the 
analysis and 
knowledge 
management  
5) human resource  
6) process 
management  
7) business results 
 
These criterions are 
under the same 
standard of TQA at 
USA. 
 
The third year 
consecutively 

 The Excellence of 
Administration Award 
(The natural gas 
transmission system in 
the natural gas business 
unit) 
 

 
 
 
 
 
 
 
 
December 11, 
2007 

 
 
 
 
 
 
 
 
The Board of the Year 
for Exemplary Practices 
Awards year 2006 – 
2007   

 Honor special declare 
award for the Board of 
Directors with the 
Outstanding 
Achievements   
(Board with Consistent 
Best Practices) 

Year 2008  The Outstanding of 
Performance Award. 

The National 
Committee for Quality 
Award 

7 criterions of 
organizational 
management: 
1) leading the 
organization  
2) strategic planning   
3) customer-oriented 
& marketing-oriented 
4) measurement in the 
analysis and 
knowledge 
management  
5) human resource  
6) process 
management  
7) business results 
 
These criterions are 
under the same 
standard of TQA at 
USA. 
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Table  5.2  (Continued) 

 

Year Awards By Details 
 
August 26, 
2008 

 
The Outstanding of 
Performance  
Award (Honor) 

 
Ministry of Finance 

 
The fourth year 
 
The second year with 
considering 58 State 
Enterprises. 

October, 2008  The Plats Top 250 
Global Energy Company 
Ranking 
 

the Plats the top of fastest growing 
company about petroleum 
business in Asia 

 Asia Leadership Awards 
year 2008 

 
 
Ministry of Finance 
 
Ministry of Finance 

 
 
The fifth year 
 
The fifth year 

 

 
 

the Outstanding of State 
Enterprise Award 

September 3, 
2008 

The Corporate Social 
Responsibility Award 

 the Leadership 
Excellence Award 

Thailand Management 
Association (TMA) 
and Sasin Graduate 
Institute of Business 
Administration of  
Chulalongkorn 
University. 

The second year by the 
surveys 520 top executives 
management who received 
highest income 1,000 
persons  

December, 
2008 

Asia ’s the Best 
Managed Companies 
Award. 
Convincing and 
Coherent Strategy 
(Thailand)  Award 
 
The Best Corporate 
Governance  (Thailand) 
Award 
 
Asset Triple Awards 
2008 : The  
Best in Corporate 
Governance 

Financial institute in 
Asia. 
 
 
 
 
 
 
 
 
 
Asset Magazine, 2008 

The results of poll in the 
financial institute analyst 
group in Asia.  
 
 
 
 
 
 
 
 
The results of poll in the 
leading institutions of Asia 
capital market. 

Year 2009  The Excellence of State 
Enterprise Award 

Thailand Management 
Association (TMA) 
and Sasin Graduate 
Institute of Business  
Administration of  
Chulalongkorn 
University. 

 
 

March 12, 2009  The Excellence of 
Administration Award : 
TQC 2008 (Natural gas 
transmission system 
division of natural gas 
business unit) 

The National 
Committee for Quality 
Award 

The second year 
7 criterions of organizational 
management: 
1) leading the organization  
2) strategic planning   
3) customer-oriented & 
marketing-oriented 
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Table  5.2  (Continued) 

 

Year Awards By Details 
 
 

 
 

 4) measurement in the 
analysis and knowledge 
management  
5) human resource  
6) process management  
7) business results 
 
These criterions are under 
the same standard of TQA at 
USA. 

September 21, 
2009 

The certificates for the 
standard in  
the management system  
3 awards: occupational 
health and safety award  
(OHSAS 18001), the 
standard of quality 
management system  
(ISO 9001)  and the 
standard of 
environmental 
management system  
(ISO 14001). 

  

November 13, 
2009 

SET Awards 2009  the Stock Exchange of 
Thailand and Thai 
Bank financial 
magazine 

Consider work  performance  
of the listed company in the 
Stock Exchange of Thailand 
and the securities of mutual 
fund Co., Ltd. 

 Top Corporate 
Governance Report 
Awards 

  

 IR Excellence Awards    

 CSR Awards year 2008 
and 2009 

  

December, 
2009 

Asset Triple Awards 
2009 :  Platinum 
Corporate Awards 

Asset Magazine, 2009  The results of poll in the 
leading institutions of Asia 
capital market. 

Year 2005-2009  The Excellence of State 
Enterprise Awards for 
organization 
management. 

Ministry of Finance 
 
 
 

 

January 6, 2010  The “Excellence”  
ratings of  governance in 
the survey group  

The Stock Exchange 
of Thailand, Securities 
and Exchange 
Commission (SEC) 
and Institute of 
Directors (IOD). 

The excellence rating  group  
52 companies are the 
excellence ranking from the 
290 listed companies in the 
survey under the corporate 
governance with the 
principles  in OECD : 
1) authority of shareholders 
shareholders 3) the role of 
stakeholders 4) disclosure of 
information transparency   
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Table  5.2  (Continued) 

 

Year Awards By Details 
  

Best of the Best Award 
  

The second year 
 The  Outstanding 

Leadership Award 
 The second year 

 The Best Innovation 
Award 

  

March 25, 2010  Gold Award Trusted 
Brands 

Reader’s Digest 
Magazine 

The ninth year (2001-2009) 

Year 2011  The Excellence of  State 
Enterprise Awards 
 

Ministry of Finance   

 

Source:   Petroleum Authority of Thailand, 2012a. 

 

2)  Awards  for  PTT  in  the  category  of  Personnel: 
Awards  for  PTT in the category of  Personnel are shown the 

potentials  of  PTT executives in the table 5.3. 

 

Table 5.3  Awards for PTT in the Category of Personnel 

 

Year  Awards  Receivers By Details 
 
December, 
2004  
 

 
The corporate 
executive of the  
year 2005 
 

 
Mr. Prasert 
bunsumpan: 
CEO of  PTT 

 
Asia Money 
Magazine 

 

January, 
2005 

The Best managed 
companies 2005 
 

    

July 18, 
2005 

Thailand business 
leader award of  the 
year 2005 as the best 
CEO of  SET Awards 
2005 
 

Mr. Prasert 
bunsumpan : 
CEO of  PTT 

  

February 
27, 2006 

The Boss of the Year 
2005 Award in the 
type of reformation 
and public 
administration year 
2006 
 

Mr. Prasert 
bunsumpan: 
CEO of  PTT 

The Boss magazine   

December, 
2006 

Global Top 40 
Executives in 
Chemical by ICIS 
Award 

Mr. Prasert 
bunsumpan:  
CEO of  PTT 

ICIS magazine  The twenty-
eighth of  80 
leaders from 
ICIS magazine,  
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Table  5.3  (Continued) 

 

Year  Awards  Receivers By Details 
     

voted by ICIS 
reporters  all 
the countries.  

        
June 29, 
2007 

The Outstanding of 
Human Resource 
Professionals” Award   

Mr. Prasert 
bunsumpan: 
CEO of  PTT 

The Institute of 
Human Resources, 
Thammasat  
University. 

1 in 19 CEOs 
 
 
 
 

December 
11, 2007 

The Board of the Year 
for Exemplary 
Practices Awards year 
2006 & 2007 
Honor special declare 
award for the Board of 
Directors with the 
Outstanding 
Achievements  (Board 
with Consistent Best 
Practices) 
 

 Thai Institute of 
Directors (IOD), 
Thai Chamber of 
Commerce, the 
Federation of Thai 
industries, 
Thai bankers’ 
Association, Thai 
listed  
companies 
Association 

The third year 

December 
3, 2008 

Plats  Global Energy  
Awards 2008  the type  
of  “CEO of the Year” 
 

Mr. Prasert 
bunsumpan: 
CEO of  PTT 

 He reflects the 
attempt to 
create the 
excellence 
potentials in the 
world stage 

        
July 26, 
2009 

The Leadership 
Excellence Award   

 Thailand 
Management 
Association (TMA) 
and Sasin Graduate 
Institute of Business 
Administration of  
Chulalongkorn 
University. 
 

The third year 
He is 
excellence in 
organization 
management to 
improve and 
develop the 
efficiency of 
organization. 

August 20, 
2009 

The Outstanding of 
Corporate Leader 
Award year  2009 

Mr. Prasert 
bunsumpan: 
CEO of  PTT 

He can manage 
the 
organization in 
sustainable 
success with a 
good vision and 
push the 
organization to 
achieve the 
vision 
efficiently. 
 

September 
23, 2009 

The Best CFO Award  Mr. Phichai  
Chunhawachira 
(CFO) 

Finance Asia 
Magazine 

The third of 
Thailand with 
the best  
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Table  5.3  (Continued) 

 

Year Awards  Receivers  By Details 
     

investor 
relations award 
and the most of 
strong dividend 
policy by the 
survey of fund 
analyst 
managers and 
financial 
leaders in Asia. 

      

October 21, 
2009 

The most  popular  
Executives   

Mr. Prasert 
bunsumpan 
(CEO) and Mr. 
Phichai  
Chunhawachira 
(CFO) 

 The Executives 
from the 
registered 
company of  
Securities 

     Analysts 
Association in 
the Energy and 
Petrochemicals 
group. 
 

November 26, 
2009 

The board of the year 
award year 2008 and 
2009 

Committees  Thai Institute of 
Directors (IOD), 
the Stock 
Exchange of 
Thailand,  Thai 

 

    Chamber of 
Commerce, the 
Federation of Thai 
industries, 
Thai bankers’ 
association, Thai 
Listed Companies 
Association. 

 

        
 The  board of the year 

for exemplary 
practices year 2008 
and 2009 

Committees   The special 
declare for the 
best Practices 
in Hall of fame  

 The Audit Committee 
of the year Award 
 

Committees    

December 2, 
2009 

ASEAN Outstanding 
Engineering 
Achievement Award 

Mr. Prasert 
bunsumpan : 
CEO of  PTT 

Engineering 
Institute 
Association of 
Thailand in the 27th 
conference of 
ASEAN 
Federation of  

He is a good 
contributor to 
the engineering 
industry in the 
status of the 
successful 
CEO.   
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Table  5.3  (Continued) 

 

Year  Awards  Receivers By Details 
        
   Engineering 

Organizations 
(CAFEO 27) at 
Singapore 

He provides 
well-being to 
people and 
society, 
resolving the 
problems 
wisely. He is  a 
pioneer in using 
new materials,  
methods in 
planning and 
design with 
creative and 
strange 
perspectives.    
 

Year 2010  The Outstanding  of  
Corporate Leader 
Award 

Mr. Prasert 
bunsumpan : 
CEO of  PTT 

Thai Institute of 
Directors (IOD), the 
Stock 
Exchange of 
Thailand ,  Thai 
Chamber of 
Commerce, the 
Federation of Thai 
industries, 
Thai bankers’ 
association, Thai 
Listed Companies 
Association. 
 
 

 

 

 Source:  Petroleum Authority of Thailand, 2012a. 

 

5.2.1.3  Organizational Performance 

According to the awards, both State Enterprise and personnel are found 

that  PTT  is  the  State  Enterprise  with  good  corporate  governance,  good  efficient 

investor  relations  with  other  companies,  good  practices  to  shareholders  equally, 

transparency, good performance and  practices , the excellence of the corporate social 

responsibility,  the  qualities  in  leading  the  organization,  strategic  planning,  customer 

and marketing-oriented, knowledge management, process management, the policy of 

the  best  dividend,  the  excellence  of  organizational  management,  the  excellence  of 

financial management, the excellence of leadership, good marketing plan, innovation-
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oriented,  HR-oriented,  goods  and  services-oriented,  energy-saving,  good  organizational 

development,  be  trusted,  be  certified  by  OHSAS  18001,  ISO  9001,  ISO  14001  in 

management system. PTT is the fast growth in Asia.  

CEO  of  PTT:  Mr.  Prasert  bunsumpan  has  good  leadership,  good 

visions,  good  attempts,  excellence  in  sustainable  management,  good  relations,  and 

good performance. He is HR professional.  

Since  October,  2011,  Dr.  Pairin  Chuchotethaworn  is  CEO  of  PTT 

certified with Asia Talent Management Award by CNBC Asia Pacific on September 

24,  2011.  He  was  an  Asia  Executives  in  six  executives  with  the  potentials  and 

capabilities in management. He can recover IRPC Co., Ltd. with a big loss to a big 

profit in billion baths only 2 years.    

Moreover, the board of PTT has good performance results consecutively. 

The  success  of  PTT  is  working  of  all  employees  in  PTT  with  good  performance  to 

their  State  Enterprise  and  the  leaders are  very  important  to  good  organization 

management.   

According  to  the  in-depth  interviews,  the  top  management  team  of 

PTT Public Company Limited 7 persons is interviewed that are:   

1)  Dr.  Pairin    Chuchotethaworn:  President  and  CEO  (Pairin  

Chuchotethaworn, 2012: 7.30 am. - 8.45 am.)        

2)  Mr. Nattachart  Jarujinda:  Chief   operational  officer   in 

business group of final petroleum (Nattachart  Jarujinda, 2012:  1.30 pm. - 2.45 pm.)    

3)  Mr. Sarakorn  Kulatham: Senior executives in business unit 

of international trade (Sarakorn  Kulatham, 2012: 3.30 pm. - 4.30 pm.)  

4)   Mr.  Sukrit    Surabotsopon:  Senior  executives  in  business 

unit  of   petrochemical  and  refinery  (Sukrit    Surabotsopon,  2012:    4.30  pm.  -  5.30 

pm.).  

5)   Mr.  Supot  Laosuarpha:  Executives  in  legal  office  (Supot 

Laosuarpha, 2012 : 10.00 am. - 11.00 am.)   

6)   Mr. Pipit Hongjinda:  Executives in  organizational  effectiveness  

(Pipit  Hongjinda, 2012 : 10.00 am. - 11.00 am.)  

7)   Mr. Suphit Suwagul:  Executives in  organizational  effectiveness 

(Suphit Suwagul, 2012: 11.00 am. - 12.00 pm.)  
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The  results  of  interviewing  top  management  team  are  presented  in 

5.2.1.4 - 5.2.1.8 as follows. 

5.2.1.4    The    influence    of    leader    self-efficacy  on    transformational 

Leadership  of  PTT Executives 

According  to  the  in-depth  interviews,  seven  PTT  executives  present 

their opinions about leader self-efficacy as shown in the table 5.4.  

 

Table  5.4   The  Influence  of  Leader  Self-Efficacy on  Transformational Leadership  

                    of  PTT Executives 

 

Leader Self-Efficacy 
Personal-efficacy Leader-efficacy  Outcome expectancy 

 

Some status needs the fast 

decisions. It can use every 

condition. 

 

It uses formal and informal 

communication. 

 

It is self-talent to drive 

employees in the bottom 

line. 

It is ready for the flexibilities, 

changes and difference.  

It gives directions in 

workings and assignments. 

 

 It uses to planning and 

determining the steps of 

process to push the good 

organization management. 

 

 It arranges a team for change. 

 

 

 

According to the opinions of seven PTT executives about leader self-

efficacy,  four  executives  use  leader-efficacy  at  most,  two  executives  use  personal-

efficacy at most and an executive use outcome expectancy at most.  

5.2.1.5  The  influence  of  emotional  intelligence  on  transformational 

leadership of PTT Executives  

According  to  the  in-depth  interviews,  seven  PTT  executives  present 

their opinions about emotional intelligence as shown in the table 5.5  
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Table 5.5   The Influence of Emotional Intelligence on Transformational Leadership  

                   of  PTT  Executives 

 

Emotional Intelligence 
 Self-awareness and self-

management 
Social-awareness   Relation management 

Initiative Social –oriented Conflict  management 
Self-awarding, know the weak 
points, self emotional control, 
and adaptability.  
Use all situations for good 
benefits 

Sympathy Co-operation 

Positive thinking Sympathy to create human 
relations 

Conflict  management 

Transparency Social –oriented Co-operation to encourage 
the employees 

Initiative Social -oriented  to create 
human relations and network 

Conflict  management 

Positive thinking : 
accept self-mistakes and 
improve them 

Organizational awareness  Change Analysis 

Positive thinking, Initiative to 
support the cooperation and 
best practices 
 

Sympathy to others Inspire others  

 

According  to  the  opinions  of  seven  PTT  executives  about  emotional 

intelligence,  four  executives  use  self-awareness  and  self-management  at  most,  two 

executives use relation management at most and an executive use social-awareness at 

most.  

PTT  executives  mention  that  emotional  intelligence  is  the  foundation 

of top management executives to create changes. When the crisis occurred, we should 

not alarm but calm to seek the solutions because leader is as likely in spotlight. Leader 

should  cooperate  to  pass  by  in  the  crisis.    Positive  thinking  and  adaptability  is  very 

important  to  self-awareness  and  self-management  of  executives.  Social-oriented  and 

sympathy  to  others  is  very  important  to  social-awareness  of  executives.  Conflict 

management and cooperation is very important to relation management of executives.  

5.2.1.6  The  influence  of  sense  of  humor  on  transformational 

leadership of PTT executives 

According    to    the    in-depth    interviews,    seven    PTT    executives 

presents their opinions about sense of humor as shown in the table 5.6. 
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Table 5.6   The Influence of Sense  of  Humor on Transformational Leadership    

                   of  PTT Executives 

        

Sense of Humor 

Appreciation for 

humor 

Attitude toward 

humor 

Humor production  Humor uses for 

social goal 

  

It needs for working to 

healthy and 

adaptability. 

 

It is important to 

recover our 

physicals. 

 

 Good leaders need to 

self-stress control. 

It decreases the 

anxiety and controls 

our mental. 

 

 

According  to  the  opinions  of  seven  PTT  executives  about  sense  of 

humor, four executives use humor production and three executives use attitude toward 

humor.  

PTT  executives  mention  that  the  stress  relates  with  our  personalities. 

When we have the best practices, we should have time to rest and relax. Unless we 

rest, our speech has little. 

5.2.1.7  The influence of gender, age and total years of employment to 

transformational leadership of  PTT Executives 

According  to  the  in-depth  interviews,  seven  PTT  executives  present 

their  opinions  about  gender,  age  and  total  years  of  employment  as  shown  in  the    

table 5.7. 

 

Table  5.7   The Influence of Gender, Age and Total Years of Employment on 

                    Transformational Leadership  of  PTT Executives 

        

Gender, Age and Total Years of Employment toTransformational Leadership 

Gender   Age Total Years of Employment 

 

No impact 

 

impact 

 

Collect the experiences of success 

that create the confidence to 

followers. 
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Table  5.7  (Continued) 

        

Gender, Age and Total Years of Employment toTransformational Leadership 

Gender   Age Total Years of Employment 

impact impact The length of working gives more 

experiences, more visions and 

positive or negative overviews. 

Male is more 

strengthening than 

female. 

Age of each person relates 

with the different personalities 

and power. 

The background of working delivers 

powers of leader. 

impact impact The length of working affects the 

maturity and experiences, 

depending on culture and business.  

impact The seniority impacts 

decision-making. 

It impacts decision-making. 

impact impact It teaches techniques to execute 

working and create the trust because 

of their competencies for changes. 

 

According to the opinions of seven PTT executives about gender, age 

and  total  years  of  employment,  four executives  use  humor  production  and  three 

executives use attitude toward humor.  

The seven executives mention that the experiences of coaching taught 

leaders to direct and assign works to followers. 

The researcher analyze that the type of  working experiences deliver to 

the  trust  of  transformational  leadership such  as  organization  development  award, 

making a lot of profits in the former company, etc.  

5.2.1.8   Transformational leadership toward organization management  of  

PTT Executives 

According  to  the  in-depth  interview,  seven  executives  present  their 

opinions  about  transformational  leadership  toward  organization  management  about 

their motivations as following :    

1)   The attempts occur from the belief to see changes;  

2)  The integrity, the flexible communication, the brave to step 

out the still status, attitudes to success and fast decisions are important characters; 
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3)  The fast learning toward the globalization, the creativity for 

human relations, the expression for demand in change; 

4)  The results of working are expected; 

5)  The  attention  is  important  to  engross  into  good  decision-

making; 

6)  The good model is the best inspiration through work 

performance and self-decisions which relate work performance;                 

7)  The  career  opportunity  and organizational  goal  supports 

organizational management.     

The  seven  PTT  executives  mentions  transformational  leaders  should 

have good leadership, good instincts, accurate goals, good communication to inspire 

others and good relationship with colleagues. The energy of physicals and minds are 

important  such  as  expert,  fast,  bold,  work-hard  enthusiastically,  self-control,  good 

attitudes, adaptability, good vision, etc. 

Moreover,  leaders  should  be  honest, endure,  dedicate,  careful,  adaptive.. 

The  brave  leaders  shall  express  to  lead, to  practice  challenging  works,  to  face  and 

accept  facts.    The  attributes  of  leader  can  either  encourage  or  discourage  followers. 

Good leaders should understand others.  

According  to  the  opinions  of  seven  PTT  executives  about  the 

aspectance  of  transformational  Leadership,  three  executives  applied  idealized 

behavior influence, three executives applied inspiration motivation and an executive 

applied idealized attribute influence. 

Almost executives state that their behaviors often are good model and 

manage their employees by walking and help solving problems. 

CEO  of  PTT  mentions  that  the  roles  of  leader  should  create  changes 

and  initiate  the  progress  significantly.  The  leadership  is  the  most  important. 

Sometimes,  if  the  organization  has  still  good  management,  leader  need  not  to 

implement major change, it may be use only minor change. The questions for changes 

are  first  priority.  It  should  imply  meaning  in  changing.  The  principles  of  change 

management are the core concept to implement the framework of changes as shown in 

figure 5.2.        
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Leading Change 

System and Structures 

                    
                  
 

  
 
 
 
 

 
 
 

 
Figure 5.2  The Applied Implementation in the Principles of Change Management 

 

The  opinions  of  seven  executives toward  organization  management 

state as following:    

1)  Turn    the    crisis    to  new  opportunities,  change  the  way  of 

management  and  attempt  to  communicate  the successful  stories  of  other  business  to 

be  a  good  model.  The  modern  organization would  benefit  to  social,  not  only  own 

business  because  of  the  sustainability.  Organization  management  is  to  make  the 

solution  for  the  growth  of  organization  with  research  and  technology  instead  of  the 

foundation of resources;  

2)  The   priority  in  management  is  important such  as  the 

content of communication should clear before the vision is shared with others clearly 

and  repeal.  The  organization  management should  present  overview  all  organization. 

The dimension of environment should be more considered in balance such as NGO, 

customers, stakeholders, people, etc. Our preparation is ready to every crisis. We shall 

know who should contact, coordinate, communicate, follow, brainstorm, etc. with the 

principle  of  corporate  governance,  high  performance  organization,  corporate  social 

responsibility;   

3)  Use  the  trustworthy  talking, determine  the  schedule for 

accurate  communication,  search  the  cause  of  crisis,  who  can  help  the  organization, 

how to help by self, and what the instruments for teamwork, can do to obtain the same 

goal and solve the crisis;     

Creating a Share Need 

Shaping a Vision 

Mobilizing Commitment 

Making Change Last 

Monitoring  Progress
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4)  Use the communication in meeting and seminar, if there are 

any problems, the advice will be suggested. The knowledge and abilities can support 

to pass the crisis that we should know what the problems and the causes of them are. 

5)  Communicate    the    messages    to    the    chiefs    through    all 

employees; 

6)  Dare  to  accept  the  truth  and  mistakes.  Self-honest  is 

important.  The  tools  of  communication which  would  support  transmitting  messages 

faster; 

7)  Give  the  importance  to the  stakeholders and  access the 

business partners.    

The opinions of seven PTT executives toward organization management 

in the aspect of human resource management state as following:    

1)  Change   the   concept   of   employees   into   the  need  of 

organization success;   

2)  Balance Working Life  for   leaders   is  important.  A   PTT 

executive  said  that  “almost  leaders  go  back  home  after  6.30  pm.  and  have  meeting 

every 7.00 am., they are rarely with their families”;    

3)  Promote  learning  to  the fast changes of globalization and 

environment with the brave of expression and creativity;    

4)  Create the spirits and encouragement to workers, decrease the 

gap between the old and the new generation to be ready for changes, adaptability and 

difference;    

5)  Use    two    way    communications.  Communicate    from  top 

level to bottom level and integrate people to cooperate working in the organization; 

6)  Measure  the  results, follow the  progress, and improve to 

increase    the    productivity,  set    goal    to    prepare    for    crisis  especially  planning  in 

communication,  determine  working  with  bureaucratic  office,  determine  career  path 

and practices, and determine the faster communication; 

7)  Arrange the plan into the best step with the reasons for the 

acceptance and the opportunities to express the opinions and integrate Gen X and Gen Y. 

The  opinions of seven PTT executives toward  organization management 

in the aspect of knowledge management state as following:    
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1)  Be trainer 

2)  Transmit  the  body  of  knowledge  and  experiences  of 

mistakes to be a lesson learned. 

3)    Knowledge management into the system that easily present 

the knowledge to group such as filing, etc.  

4)    Technical knowledge is required.  

5)   The  process  and  the  division  of  working  are  clarified  in 

website,  manual  process,  etc.  because  the other  employees  can  work  instead,  if  a 

person in that position cannot work. 

6)   Use   the   search   in  computer  to   data   center  of   the 

organization. Searching can be a tool of working in the organization. 

7)   Pick  up  the pictures, clips of video or techniques to each 

for search and exchange in weekly meeting. Knowledge sharing to ensure the clarity 

of agenda.  

The selection is summarized that PTT uses the recruitment system and 

select the right person for the right position. The foundation of competency is the core 

of  selection.  PTT  suposes  to  select  persons  who  are  acceoted  by  the  team.  Team 

selection  is  important.  We  need  good  teamwork  and  select  good  leaders  who  have 

leadership.  PTT  selects  the  young  generation  to  prepare  and  develop  to  be  the 

executives in the future as PTT executives selection process is their first priority. 

Leader development is summarized that PTT needs the leaders with a 

big  energy  to  drive  the  growth  of  organization.  PTT  executives  often  talk  with  the 

subordinates to increase the skills, self-seeking knowledge, let the talk walk, promote 

reading, exchange knowledge and abilities to integrate for new concepts, understand 

both    the  eastern  and  western  culture. We  should  practice  and  create  the  skills, 

endurance,  enthusiastic,  team  work, good  decision-making,  the  appearance  of 

competency, the acceptance of organization and good decision-making. 

The  preparation  for  career  path  is  planning  to  pace  step  by  step, 

working  plan,  explaining  the  reasons  for changes,  learning  in  the  field,  managing 

stakeholders, developing leaders each grades.  

A concept of good leader is summarized that the good leaders should 

have accurate theories, understand business, support strategy to push into goal, create 



176 

good human relations, good network, build the faith, confidence and trust both inside 

and  outside  organization.  Good  leaders  should  have  the  wide  views  and  specific 

perspectives to work with responsibilities. They should be omniscient about finance, 

economics and environment changes so that learning and seeking new knowledge is 

important to fast changes of the world.   

The  suggestions  of  seven  executives  for  new  executives  are 

summarized  that  the new  executives  should  understand, apply  and  approve  change 

management  theory.  They  should  seek  knowledge  by  self,  develop  self  to  catch  up 

with  the  evolution,  use  creative  thinking, technology,  and  work  as  team,  energetic, 

have leadership skills, have principles and arts. The important attributes of leaders are 

adaptability, honest, diligent, sincerity, flexible and be alble to provide good examples 

to employees. 

At the beginning, leaders should drive the growth of organization from 

internal  organization.  The  collaboration  is  important;  the  old  generations  should 

understand the new generations to decrease the gaps. They should be ready to change 

and adapt. A prospect of communication, leaders should be honest to colleagues and 

can use tools to support their speed in communication. 

5.2.1.9  Case Analysis 

The researcher studied some problems about organization management  

of  PTT  from  the  voices  of  people  such as  the long queue in filling NGV gas and 

the expensive price of oil and gas.  

Dailynews  (2012a)  is  written  down  to  the  voice  of  people  says  that 

NGV  gas  station  has  the  poor  management  system,  why  the  big  gas  station  has  the 

quality  of  service  only  one  star  level.  Chatchawan  Chadsudthichai  (2012)  writes  

down in the news that PTT is the rebel of oil on the cries of Thai people.   

Therefore, the researcher tries to interview some people who use NGV 

gas  to  find  a  fact.  Almost  people mention that  “...Taxi  waits  a  long  queue  in  PTT 

NGV  gas  station.  Each  car  spends  an  hour  per a  filter  in  every  station  especially  in 

rush  hour.  ”,  “..  I  see  the  taxi  waiting a  long  time  in  all  PTT  NGV  gas  station…”, 

“...Some PTT gas stations have less employees to service ”, “.. the gas price of some 

period in PTT gas stations is expensive than some periods in the same day, when it is 

compared with the other gas stations...”.   
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According  to  the  problems,  the  researcher  interviews   PTT executives 

in  the  outline  questions    and    talks    to  these    problems    to    find    the    influence  of  

leader self-efficacy, emotional intelligence and  sense  of  humor on transformational  

leadership of  PTT  executives. 

The  executives  say  that  the  government  policy  forces  to  implement 

NGV, they ever offer the gas pipelines to increase the stations for filling NGV gas but 

the budget is very expensive and it is supported by government.  Currently, the cost is 

not  above  break-even  price.  PTT  attempts to  find  the  best  solutions  for  government 

policy and consumers.  

The  behaviors  of    PTT    executives  in    top  management    about 

transformational leadership  are  often  stimulate  intellects   of   subordinates  from  

working   as  a team with  positive  thinking,  sharing  knowledge  and  challenging  

followers  from  their status to  learning  and  adaptabilities  for  progress. 

The  results  are  consistent  with  the  quantitative  research  that 

transformational leadership  in  the  aspect  of    intellectual    stimulation  is    most.    It    is 

used to encourage  followers  to  work  effectively. 

PTT executives say  that  they  attempt   to  balance  the  cost   and  

revenue  of  organization  in  management  effectively but there are other factors that 

cannot control such as  politics, international trades,  investment and  policies  from 

government  including some rumor in social which distorted the facts. They say that 

people  have  little  knowledge  about  oil  and  gas  business  so  that  PTT opens  an 

institution  to give knowledge  and facts  about  oil  and  gas. 

The  researcher  analyzes  that   PTT  executives  has emphasized  on  

good  corporate   governance   and   keep   no   corruption  for  their  ethics.  They  

lead      the  organization    to   response    the    rapid  changes  of  environment  and  satisfy 

stakeholders. 

Leader  self-efficacy  of    PTT    executives    in  top  management    are 

presented  that    they    likely  to  work    as   a    team    and    try  to  utilize  knowledge  and 

abilities  to  the  utmost,  improve  the  productivity,  cut  the  loss  with  system 

management.  

The  results  are    consistent  with  the   quantitative    research  that  they  

attempt to set the targets to goal achievement to manage in group and the organization 

in leader-efficacy at most. 
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Emotional intelligence of  PTT leaders in top management are shown 

that  they  act  social-oriented,  organization  awareness  and  conflict  management.  as 

their  routine.  The  art  of  working  is  social  awareness  to  benefit  socials  and  sustain 

business.   

Many projects are initiated to new technologies, innovations, develop  

the  knowledge  of  people  in  socials  and  support  social  responsibilities  for  PTT 

sustainability.  

The  results    are  consistent  with  the quantitative    research    that    they  

use  social-awareness  and  relation  management  nearby  to  sympathy  to  people  in  the 

organization and analyze organizational changes each departments.  

Sense  of  Humor  of  PTT  executives  in  top  management are often  

use  to  create  good  atmosphere to  followers  and  colleagues  in  meeting,  training  and 

teaching.  The  culture  of  humor  can  be  created  in  the  organization  to  work  and  live 

happily. 

PTT  executives  explain  that  we  should  control  our  stress  with  the 

relaxation  for  the  long  period  in  working.  Some  attitudes  suggest  that  the  stress  is 

required in working. It should be reduced, if that stress effects on healthy.  

The results  are consistent with the quantitative research  that   they use 

attitude  toward  humor  at  most to  control  their  stress  with  thinking  of  joke  for 

relaxation. 

5.2.1.10  Summary 

Leader  self-efficacy,  emotional  intelligence,  sense  of    humor  of  PTT 

leaders influence on transformational leadership. The principle and art of each leader 

affect  the  changes  at  most.  The  working  experiences  of  leaders  give  power  of  faith 

and  confidence  to  followers.  Making  solutions  of  leaders  uses  leader  efficacy  by 

gathering  the  related  information  to  the  best  decision-making  in  organizational 

management. 

 

5.2.2   CASE STUDY No. 2:  Metropolitan Electricity Authority     

In  the  research  study,  Metropolitan  Electricity  Authority  (MEA) has  been 

selected due to transformational leadership. 
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5.2.2.1  Company Overview 

The  commencement  of  Metropolitan  Electricity  Authority  was  in  the 

era of King Chulalongkorn (King Rama V) and its evolution has been developed until 

the present.  

Field  Marshal  Chao  Praya  Surasakmontree  (Jerm  Saengchutoa)  is  the 

father of the Electricity in Thailand. He initiated the Electricity in Thailand after he 

saw the lights in Paris. 

Firstly,  he  assigned  Mr.  Mayola  who  was  Italian  coach  of  soldiers  to 

purchase  the  machines  such  as  generator,  cable  lines  and  lamps  in  England  for  the 

Royal of King Chulalongkorn’s birthday on September 20, 1884.  

Later  the  Electricity  was  popular  in the  palaces  and  the  rich  citizens. 

The plant of Electricity was primarily built for the light and energy. 

Tram  was  initiated  for  travelling  of  people  in  Bangkok  and  nearly 

provinces from drawing by horses to using the Electricity. Danish company primarily 

have  concession  for  the  Electricity  of Tram  Company  and  auctioned  to  “Bangkok 

Light  Syndicate  Co.,  Ltd  before  it  was  transferred  to  “Siam  Electricity  Co.,Ltd.  and 

renamed as Thai Corporation Electricity Co., Ltd.  

In  the  year  1950,  when  the  concession  finished,  the  government 

renamed  it  to  Bangkok  Electricity  Co.,  Ltd.  The  duties  of  this  company  were 

production  and  spreading  the  Electricity into  the  areas  of  Bangkok  Noi  and  Klong 

Banglumpu.   

King Chulalongkorn realized the importance of the Electricity Power. 

He  aimed  to  establish  the  Electricity  Authority  at  Samsen  for  the  cheap  price  and 

supporting water pump for the Electricity so he assigned Chao Praya yommarat (Pan 

Sukhum) who was the Minister of Metropolis in that time to process this project. 

Firstly,  Chao  Praya  yommarat  (Pan  Sukhum)  borrowed  1,000,000 

baths  from  Ministry  of  Finance  and  pay  the interest  4  percent  per  year  to  build  the 

Electricity Authority and the acquisition of production and sales the Electricity.  

The  bidding  method  was  used  for  the construction  of  the  Electricity 

Authority and Allgameine Elektricitats Gesellsehaft Co., Ltd  (AEG) from Germany 

can bid the price as the winner. 
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When  the  construction  finished,  the  Electricity  Authority  at  Samsen 

had started the processing to produce and spread the Electricity to the living areas of 

people formally at the first time in the areas of Bangkok Noi and Bang Lumpu. 

Later,  the  Government  period    of    General    Thanom    Kittikachorn 

joined  both   Bangkok  Electricity  Co., Ltd.  and  the  Electricity  Authority   to  be 

Metropolitan Electricity Authority (MEA).       

The  main  duties  of  Metropolitan  Electricity  Authority  are  to  service 

and  facilitate  people  in  the  districts  of  Bangkok,  Samutprakarn  and  Nonthaburi,  to 

establish the Electricity plant, to maintain the Electricity power system efficiently and 

to spread the Electricity throughout all the living areas of people. 

The earnings  are  yield  back to Ministry of Finance. After that, they 

partly  become  the  compensation  and welfare  for  the  employees  of  MEA 

(Metropolitan  Electricity  Authority, 2012a).  The  Organization  Structure  of 

Metropolitan  Electricity  Authority  is  presented  in  figure 5.3.  

 

 
 

 
 
 
 
 
 

 
 

 
 

Figure  5.3  The Organization Structure of Metropolitan Electricity Authority 

Source:  Metropolitan Electricity Authority, 2012a. 

 

The  main  positions  in  the  organization  structure  of  Metropolitan 

Electricity  Authority  are  Governor,  Deputy  Governor  of  Finance,  Academics  and 

Work plan, Operation, Service Distribution System, Technology and Communication 

System, Organization Management and Assistance Governor.   
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The  responsibilities of the main  positions  in  Metropolitan Electricity 

Authority are follows:    

1) Governor:  Governor  of  Metropolitan  Electricity  Authority 

have the duties to work with the board of directors and determine the policies.  

The authority of  Governor can command all positions in MEA 

to  manage  and  operate  the  works.  He  is  the  representatives  of  MEA  to  act,  operate 

and empower to process the work under the approval of board including the decisions 

in  the  legal  documents.  Any  decisions  of  Governor  which  are  not  approved  by  the 

board, the results will be invalid besides the ratification of the board. 

Governor  can  appoint,  remove,  promote,  demote  employees 

included  diminishing  salaries  and  determining  the  conditions  of  workings  for 

employees  under  the  regulation  of  the  board.  The  rules  and  regulation  of  governor 

must  not  conflict  with  the  regulation  that  has  declared.  The  status  of  employees 

especially  specialists  or  the  directors  of  departments  must  be  allowed  and  approved 

only by the board. 

Whenever, if Governor cannot work for whatever reasons, the 

board has a right to appoint any employee to replace in temporary. That employee has 

the  authority  as  same  as  Governor except  the  duty  of  committee  (Metropolitan 

Electricity Authority Act, 1958: 18-33).  

2) Deputy  Governor: Deputy  Governors  support  governor  in   

the  specific  duty  such  as  finance,  academic  and  work  plan, operation, service 

distribution    system,    technology    and    communication    system    or    organization 

management. 

3)   Assistance governor: Assistance governor support governor  

in the specific duty as similar Deputy governor but this  level is  lower than (Metropolitan 

Electricity Authority, 2012a). 

5.2.2.2  Awards   

Metropolitan    Electricity    Authority   has    received    the    awards    in 

category of State Enterprise and personnel as follows:  

1)  Awards for MEA in the category of State Enterprise: 

Awards  for  MEA  in  the  category of  State  Enterprise are 

shown  the  potentials of  MEA  in the table 5.8.  
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Table  5.8  Awards for MEA in the category of State Enterprise 

 

Year Awards By Details 
 

Year  

2005 -2008 

 

The Outstanding of Organization 

Management Award 

 

Ministry 

of Finance 

 

Five criterions are  

1) the role of the 

committees  

2) risk management  

3) control & internal audit  

4) informational 

technology management  

5) human resources 

management. 

Year 2009  The Outstanding of 
Organizational Performance 
Award (honor)  

Year  
2010-2012 

The Outstanding of Organization 
Management Award 

 

Source:  Metropolitan Electricity Authority, 2012a. 

 

2)  Awards  for  MEA  in  the  category  of  Personnel: 

Awards  for  MEA  in  the  category  of  Personnel  are  shown  the 

potentials of MEA leaders in the table 5.9. 

 

Table 5.9  Awards  for  MEA in the  Category of  Personnel 

 

Year  Awards  Receivers  By Details 
Year 2007 

& 2009   

The Outstanding of 

State Enterprise  

Committee Award 

Committee  Ministry of 

Finance 

Five criterions are  

1) the role of the  

    committees  

2) risk management  

3) control & internal  

    audit  

4) informational  

    technology  

    management  

5) human resources  

    management. 

Year 2009  The Outstanding of 
Corporate Leader 
Award & 
the Compliment of 
Innovation Award 

Governor 

Year 2010  The Outstanding of 
Corporate Leader 
Award 

Governor 

 

Source:  Metropolitan Electricity Authority, 2012a. 

                               

5.2.2.3  Organizational Performance 

According  to  the  awards,  both  the type  of  State  Enterprise  and 

personnel  are  found  that  Metropolitan  Electricity  Authority  is  the  efficiency  of  the 
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State Enterprise with good corporate management with good risk management, good 

monitoring, good informational technology, good human resource management.  

MEA Executives are good corporate leaders. Governor has  leadership 

vision  and  strategic  planner.  Team  Executives  have  good  leadership  and  create  the 

innovation  for  productivity  effectively.  Moreover,  the  board  of  committee  has  good 

responsibilities to the State Enterprise.  

According  to  the  in-depth  interviews,  the  top  management  team  of 

Metropolitan Electricity Authority 5 persons is interviewed that are:   

1)  Mr. Arthorn Sinsawas: Governor of Metropolitan  Electricity 

Authority (Arthorn Sinsawas, 2012: 10.30 am. -12.20 am.)    

2)   Mr. Somchai   Rojrungwasinkul :  Deputy   Governor   of 

Metropolitan    Electricity    Authority  for    organizational    development    (Somchai 

Rojrungwasinkul, 2012: 13.00 pm. - 14.00 pm.)   

3)   Mr. Somsak  Srithongwat: Deputy Governor of Metropolitan 

Electricity Authority for business (Somsak Srithongwat, 2012: 15.00 pm. -16.00 pm.)   

4)   Mr.  Montree    Panichkij:  Assistant    Deputy    Governor    of 

Metropolitan Electricity Authority for distributed service system (Montree Panichkij, 

2012: 14.00 pm. -15.00 pm.)  

5)  Mr. Suwapee Aussawacheep:Inspector  (Suwapee  Aussawacheep, 

2012: 11.00 am. -12.00 pm.)   

The  results  of  interviewing  are  presented  in  5.2.2.4 - 5.2.2.8   as 

follows. 

5.2.2.4  The    influence  of    leader  self-efficacy    on    transformational 

leadership  of  MEA  executives 

                              According  to  the in-depth interviewing, the five  MEA  executives  

presents their opinions about leader self-efficacy as shown in the table 5.10. 
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Table  5.10  The Influence of Leader Self-Efficacy on Transformational Leadership 

                     of  MEA Executives 

 

                                                       Leader Self-Efficacy 
Personal-efficacy  Leader-efficacy Outcome expectancy 

 
Work step-by-step 

 
To requite people. 
Use various skills in 
management. 

 
The concept of result-oriented 

Exert in working  Change the methods in workings. 
Seek new knowledge to work 
more.  

 Set goal 
Create system  

  Find the end of problems 
Meeting to conclusion and 
implementation pro-active 

  Pro-active working 
 

                           

According  to  the    opinions    of    five    MEA  executives    about    leader 

self-efficacy, three executives use leader -efficacy at most, an executive use personal-

efficacy at most and another executive use outcome expectancy at most.  

Leadership  can  observe  from  leader’s  responsibility,  changes  and 

results.   “Leaders work on the duties for the outcomes”. 

5.2.2.5  The  influence  of  emotional intelligence  on  transformational 

leadership of MEA executives 

According  to  the  in-depth  interviewing,  five  MEA  executives  present 

their opinions about emotional intelligence as shown in the table 5.10  

 

Table  5.11  The Influence of Emotional Intelligence on Transformational Leadership 

                     of  MEA Executives 

 

                                                  Emotional Intelligence 
Self-awareness &  
Self-management 

   Social-awareness   Relation management 

 
Self-emotional control 

      
     Social -oriented 

 
Co-operation 

Achieve-oriented      Sympathy to others  Inspire others 
Positive thinking  Change Analysis 
Adaptability   
Transparency 
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According  to  the  opinions  of  five  MEA  executives  about  emotional 

intelligence, three executives applied relation management at most and two executive 

use self-awareness and self-management at most.  

The MEA executives mentions that emotional intelligence emphasizes 

on  being  considerate,  collaboration,  human  relations  to  achievement,  emotional 

control,  communicate  to  refuse  suitably,  good  adaptability,  personality  analysis  and 

adapt in good manners.    

5.2.2.6  The      influence    of    sense   of    humor    on    transformational 

leadership  of  MEA executives 

According  to  the  in-depth  interviews,  five  MEA  executives  presents 

their opinions about sense of humor emphasizes on only humor production and humor 

uses for social goal to reduce stress and adaptability to calm down orderly.   

The  opinions  of  five  MEA  executives  about  sense  of  humor,  three 

executives  implement  humor  uses  for  social  goal  and  three  executives  use  humor 

production.     

The  MEA  executives  mention  that  the  stress  can  change  into  humor 

with laugh stories in conversations. The stress should be released, whenever nobody 

is. Physical touch such as pat the shoulders, writing note to encourage employees, etc. 

can  be  done.  Humor  can  use  in  adaptability.  Learning  to  calm  down  and  quietly 

solving problems is an effective  way of a good leader.                                   
5.2.2.7   The influence of gender, age and total years of employment on 

transformational leadership of MEA executives. 

According  to  the  in-depth  interviews,  five  MEA  executives  present 

their opinions about gender, age and total years of employment, most of them suggest 

that  gender,  age  and  total  years  of employment  influence  on  transformational 

leadership.  

The  five  MEA  executives  mention  that  total  years  of  employment  is 

meaning to express more maturity, know what they should do and how to increase the 

expertise.  Working  experiences  would  influence the  way  of  working  efficiently  and 

creative thinking. The new MEA executives from the internal organization tend to be 

accepted  among  employees  rather  than  the external.    Total  years  of  employment 

should be at least 7-8 years.  

Some weak points of ages are that when persons are older, they may be 

not change anything. It depends on their personalities, also.   
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5.2.2.8  Transformational  leadership  toward  organization  management of 

MEA executives 

According to the in-depth interviews, five executives of MEA leaders 

present  their  opinions  about  transformational  leadership  toward  organization 

management  about  their  motivations  that  the  executives  can  be  change  agent,  work 

for  next  generation,  managing  by  walking, anticipate  in  advance  plan,  clear  and 

motivate  followers,  be  good  examples  such  as  on  time,  accepting  mistakes  and 

apologizes, etc.   

The  opinions   of   five   MEA  executives   about   the  aspects  of 

transformational Leadership, four executives use idealized behavior influence and  an 

executive use idealized attribute influence.                      

The five MEA executives mention transformational leadership that the 

duties make us view the overall pictures that the goals are needed to drive for success 

so that leaders should create working to achieve goal, create human relationship and 

create the flexibility. The foundation of education makes us confidence. Some  works  

may  have  limitations  but  the  collaboration  of  employees  can  support  work 

performance,  thus  human  relations  and  positive  thinking  of  leaders  are  required  for 

leadership skills. 

The  opinions   of    five    MEA   executives   toward   organization 

management are stated as  following:    

The  type  of  organization is  considered in organization management. It 

impacts  to  the  forms  of  practices.  For  instance,  MEA  is  the  public  service 

organization. The executives need the same knowledge to create the best results. The 

criterions  are  clearly  determined.  Whatever  the  MEA  executives  think,  they  will  be 

implemented  in  the  practices  so  that  leader  should  understand  works  and  set  goals.  

Sometimes, advisor and consultant need to MEA to design the fit solutions with the 

situations because each problem uses different techniques for making solutions.   

The  opinions  of  five  MEA  executives  toward  organization  management 

in the aspect of human resource management state as following:    

Leader’s  attitude  and  communication is  important  in  working  with 

people. Leaders should communicate what the final goal is, who we should talk, what 

the practices should be in the division. Leaders will arrange the meeting monthly to 

rush and follow their workings.  
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Meeting is a channel to exchange the opinions of employees, suggest 

working to open the two-way communication. Leader shall approach to employees to 

develop  learning  in  working  by  individual  to  stimulate  the  results  of  works; another 

channel is visiting employees to create the encouragement.  

Leader  often  create  the  collaboration  of  followers  to  give  freedom  in 

their own styles. Subordinates always report the direct supervisor to get the ideas of 

solving  problems  and  encouragements.  Good  leaders  should  attempt  to  retain  their 

employees  to  not  overtired,  give  the  best  solutions  to  continue  their  work 

performance,   

The opinions of five MEA executives toward organization management in 

the aspect of knowledge management state as following:    

The knowledge in MEA is at most techniques; manuals or clip video or 

expertise or interviewing lessons are needed to share and transfer their experiences. It 

needs to pass on to next generation with tools. The ally can support in transmitting the 

knowledge. We should understand employee’s behaviors.   

The  selection  is  summarized  that MEA  considers  a  person  to  be  a 

leader  candidate  with  total  years  of  employment,  experiences,  concepts,  team  work, 

decision-making and leadership.    

Leader    development    of      MEA    executives      is      summarized      that 

They need to work practice together, their attitudes of working in collaboration, the 

competency  of  communication,  emotional  intelligence,  knowledge  and  time 

management should be developed. 

The  suggestions  of  five  MEA  executives  for  new  executives  are 

summarized that the content of working is not only difficult but also the difficulty  in 

people  management  for  leader’s  desires  by  using  communication.  Praising,  warning 

and  guiding  persons  can  create  the  perception  of  each  individual  and  the  ways  of 

practices  that  they  can  support  the  potentials  of  their  careers  but  leader  should  not 

reprimand  them.  Communication  is  the  heart  of  organization  management.  The 

channels of perceptions should be created, for instance, the employees can know their 

mistakes and accept them or the channels of persuasion make employees realize the 

benefits of changes in the organization, etc. 

Leaders  should    be    considerate    the  others  with  sincerity,  build  the 

respects, attend in working of organization, teach the attitudes of employees to be a 
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part of organization as a representative of organization, make them happy and ensure 

good quality of life. In order to solving problems, the priority should be ranked; leader 

should know that what the lacks of organization are and what the goals of creating the 

good model to the next generation should be. Leaders should be a role model to lead 

and  motivate  the  employees.  The  attributes  of  leaders  should  have  consciousness, 

thinking over carefully and not give up passing through all obstacles.  

5.2.2.9  Case Analysis 

The  researcher  studied  some  problems  about  organization 

management    of    MEA  from  the  voices  of  people.    Dailynews  (2012b)    is  written 

down that  no lights in many areas. The  light  often  turns  off.  People  died  because 

of  the electricity. The electricity posts fall down to footpath and make a lot of loss 

(Kom-chad-leuk, 2012).                             

Therefore, the researcher tries to interview some people who use  the 

electricity. Almost people state that some areas have old wires,  some electricity leaks 

out, the transformer often explode, some areas have no lights, some areas are  often 

switched off, etc.    

According    to    the    problems,    the    researcher    interviews      MEA 

leaders  in  the  outline questions  and  talks  to these  problems  to  find  the  influence 

of  leader  self-efficacy,  emotional  intelligence  and    sense    of    humor  on 

transformational  leadership of  MEA  leaders.  

The executives say that we attempt to examine every area and  replace 

new wires instead of the old ones. We response all requests immediately.  

The  behaviors  of    MEA  executives  in  top  management  about 

transformational leadership are shown  by  giving followers the freedom to create the 

innovation,  stimulate    their    motivation   in    challenging  and  producing  effective 

works. Leaders share organizational visions, be good models to followers and access 

the  needs  of  subordinates  to  support  their  potentials  to  receive  trust  and  confidence 

from  followers.  The    factor    about  education  and  working  experiences  influences  to 

leadership  of  MEA  leader.   

MEA  executives  act  as  change  agents  to  organizational  goals  and 

create  the  good  models  for  the  next  generation. The  priority  of  solving  problems  is 

ranked by the contexts. MEA executives  attempts to visit in many electric areas and 

prepare the urgent plans to support in emergency (Eit Magazine.  2011: 10).   
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The  results  are  consistent  with  the  quantitative  research  that 

transformational  leadership  about  the  intellectual    stimulation  is    most  to  share  the 

visions and their ideas of changes. 

Leader self-efficacy of  MEA leaders in top management are presented 

that MEA leaders always solve the problems about MEA service so that team work is 

important. They often enhance knowledge with sharing to followers, attempt into the 

success although there are some troubles. Everyone can express their opinions to find 

the best solutions for the organization.  

The    results    are  consistent with the quantitative research  that  leaders  

use  leader-efficacy at most. They likely play in their roles as a team. 

Emotional  intelligence  of  MEA  executives  in  top  management  are 

presented  that  they  act  achievement-oriented,  positive  thinking,  self-emotional 

control,  social-oriented,  sympathy,  cooperating,  sincere  and  listening  people  to 

support  service.  They  often  follow  social messages  and  news  about  the  electricity 

because  they  focus  the  success  of  working  and  enhance  potentials. MEA  leaders  

say  that  almost  problems  of  the  electricity  occur  from  the  natural  disaster.  People 

often  misunderstand  that  the  cable  is  the  electric  wires  because  of  disorder  cables.  

Therefore,  using  public  relations  is  an  important  mechanism  to  educate  people  in 

safety.  Moreover,  MEA  leaders  often  encourage  employees,  award  and  not  blame 

them. 

The results are consistent with the quantitative  research  that  executives 

use social  awareness at most to their working and the stakeholders concerned. 

Sense    of    Humor    of    MEA    executives      in    top  management  have 

opinions   that  humor  can  help  coordinating  in  works, create  human  relations,  

share  the  laughter,  reduce  the  stress,  continue  working  efficiently,  create  good 

atmosphere    and    adapt    in    conversation.  Moreover,  the    physical    contacts    can 

encourage  employees  such  as  patting  on  the  shoulder, visit  some  employees, etc.   

The    results    are    consistent    with  the  quantitative    research    that  

leaders  use  attitude  toward  humor at most  by  thinking of  joke  and  humorous 

stories  to  relax  and  create  the new topics of conversation. 

5.2.2.10  Summary 

Leader self-efficacy, emotional intelligence, sense of humor influence 

on transformational leadership of MEA executives. Attributes and concepts of leaders 
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impact  to  organizational  management.  The  communication  of  leaders  can  create 

changes to the organization at most, thus the channels of communications can deliver 

leader  self-efficacy,emotional  intelligence,  sense  of  humor  in  transformational 

leadership.   

 

5.2.3  CASE STUDY No. 3:  Metropolitan Waterworks Authority 

In  the  research  study,  Metropolitan  Waterworks  Authority  (MWA) has  been 

selected due to transformational leadership. 

5.2.3.1  Company Overview 

The commencement of Metropolitan Waterworks Authority was in the 

era  of  King  Chulalongkorn  (King  Rama  V)  on  July  13, 1909    to  supply  water  for 

people in many areas. 

Firstly,  Metropolitan  Waterworks  Authority  was  called  “Siam 

waterworks”  for  the  water  service  in  the  district  of  Bangkok  and  established  at 

Chiengrak  canal  in  Patumtani  province.  That  canal  was  dug  in  the  line  down  to  the 

northern of Samsen Canal paralleled with the railway. Pump power was installed to 

cleanse that water with the filter method without germs before the water was supplied 

to every place in the city and extended to nearly provinces. 

Siam waterworks  became  the State  Enterprise of the year 1967 in the 

Act of legislation of Siam waterworks year 1967. The duties of Siam waterworks are 

exploring raw water to produce and supply water for sales to people in the district of 

Bangkok, Nonthaburi and Samutprakarn and control the water standards in the private 

company for the benefits of people. 

Year  1970,  Siam  waterworks  hired  an  engineering  consultant  from 

USA to make the improvement project as the Master plan for 30 years. It was divided 

the operations 5 years for each periods.  

The  Master  plan  of  year  1974-1979  was  to  increase  the  capacities  of 

the water system to water supply. There were improving the water delivery from the 

canal,  constructing  the  new  main  pumps at  Sumlae  subdistrict,  Pathum  Thani 

Province, constructing the water filter plant at Bangkhen, constructing the water pump 

and tanks in the 4 corners of Bangkok including Tha-Phra, Lumphini, Klong Toei and 

Phaholyothin to lay down the master pipelines. 
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After  year  1986,  The  Master  plan  was  changed  to  operate  the 

Waterworks  from  the  loss  to  profit.  The capacities  of  water  supply  are  improved  to 

increase the users 8-9% per year annually. 

Year  1987,  Siam  waterworks  began the  western  water  project  to 

support the community because of increasing people in Thonburi and Nonthaburi. A 

new resource of raw water was supplied from Chao Phraya River.   

Year  1990,  the  new  headquarter  of  Siam  waterworks  was  built  by 

moving  from  Mansri  Office  to  Bangkhen  in  the  year  1990  and  renamed  to 

Metropolitan Waterworks Authority. 

Meanwhile,  the  water  shortage  is  the  crisis  of  people  in  many  times, 

Metropolitan  Waterworks  Authority  has attempted  to  resolve  this  problem  by 

constructing the water filter plant at Mahasawas and excavating the new canal for the 

water supply from Mae-klong river in Kanchanaburi province. 

A  new  canal  was  excavated  toTahjeen  river  through  Kanchanaburi 

province with the length of 106 kilometers. It was completed in the year 2002 for the 

water supply. 

Year 1996, Economic crisis occurred with the exchange rate of money 

in  baht.  The  strategic  plan  was  adjusted to  the  civil  service  rapidly.  The  water 

standard  with  ISO  9002  used  to  certify  the  water  quality.  This  policy  was 

implemented  to  practice  at  Bangkhen  in headquarter  and  all  branches  for  the 

responses to the social needs. 

The organization for public service about healthy was required to reach 

the  professional  standard.  Year  1999,  the  water-drinking  project  was  launched  to  the 

households.   

Since year 2006, the good governance has been the main guidelines to 

the  corporate  policies  to  support  the  management  system  in  ethics,  virtues,  social 

responsibility  to  the  environment.  Heads  of  fire  extinguisher  were  installed  for  the 

security  in  the  communities  especially  in  the  narrow  ways  with  the  overcrowded  or 

the water trucks could not go into that area in case of fire.   

The  fifteen  branches  of  Metropolitan  Waterworks  Authority  are 

established to service the community and villages. The four times per year of a branch 

was  spent  to  service  the  communities  annually  such  as  perceiving  the  complaints, 
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repairing  and  improving  the  internal  pipelines,  moving  the  gauges  appropriately, 

expanding  the  pipelines  for  social  service to  reduce  the  water  shortage,  maintaining 

the  waterworks  system  such  as  exploring the  leaks,  repairing  the  pipelines  and  the 

equipment  in  the  house,  installing  the  new  equipments including  surveying  their 

satisfaction  to  improve  and  arrange  the  activities  for  people  satisfaction  because 

people pay the cost of the utilities.  

Furthermore,  the  campaign  for  training  people  who  live  besides  the 

canals of waterworks that is the water treatment to reduce the chemicals and garbage 

before  let  it  into  the  canals  or  the  rivers.  This  campaign  stimulates  people  to  social 

responsibilities (Metropolitan Waterworks Authority.  2012a). 

The Organization Structure of Metropolitan Waterworks Authority  is 

presented in figure 5.4  

 

 

 

 
 
 
 
 
 
 
 

 

Figure 5.4  The Organization Structure of Metropolitan Waterworks Authority 

Source:  Metropolitan Waterworks Authority, 2012a. 

 

The  positions  mainly  in  the  organization  structure  of  Metropolitan 

Waterworks  Authority  are  the  Board  of  Directors,  Governor,  Deputy  Governor  of 

Finance, Plan and development, Engineer and construction, Services, Production and 

distribution,  Advisor level 10 and Financial specialist.   

The responsibilities of the main positions in MWA are follows:    

1) The  Board  of    Directors: the  Board    of    Directors  has    a 

legal authority to plan policies, have meeting, make decisions, suggest Metropolitan 

The Board of directors 

Governor

Financial specialist Advisor level 10 

Deputy Governor 
(Executives) 

Deputy Governor  
(Finance)

     Deputy Governor 
 (Plan & Development) 
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Deputy Governor  
(Production & Distributions) 
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Waterworks Authority. The report of meeting indicates the reasons of their approvals. 

The planning of directions, goals and policies are determined in short term and long 

term to assign the subcommittees for the practices and improvement. The plans will 

be reviewed and considered every step before  the  implementation  is  passed  through 

the  policies  and  practices.  The  risk  management,  internal  control  and  internal  audit, 

information management and human resource management are four systems that will 

be examined and balanced in management. 

2) Governor: Governor of Metropolitan Waterworks Authority  

have  the  duties  in  the  Act  of  the  law in  the  year  1967  by  the  determination  of 

committee.  

His authorities can command all positions in MWA to manage 

and  operate  the  workings.  He  is  the  representative  of  MWA  to  act,  operate  and 

empower  to  process  the  workings  under  the  approval  of  the  board  including  the 

decisions in the legal documents.  Any decisions of Governor which are not approved 

by the board, the results will be invalid besides the ratification of the board.  

The  authority  of  Governor  can  appoint,  remove,  promote, 

demote  employees  included  diminishing  salaries  and  punishing  by  the  rules  and  the 

regulations  which  must  be  approved  by  the board  especially  advisors,  expertise  or 

directors up. The regulation of governor should not be in conflicts with the declared 

regulation.   

3)  Deputy  governor: The  team  of  Deputy  Governor support 

MWA  Governor.  Their  responsibilities  are working  about  finance,  plan  and 

development,  engineer  and  construction, services,  production  and  distribution.  They 

practice  in  the  rules,  the  regulations  and  the  policies  that  the  board  has  declared  or 

assigned by Governor to organization management. 

4) Financial  specialist: The  duties  of  financial  specialist  are 

giving  the  suggestion  about  the  investment  and  financial  planning  to  increase  the 

value  of  asset,  reduce  the  risk  at  least and  allocate  the  assets  appropriately  for 

Metropolitan Waterworks Authority. 

5) Advisor level 10:  The duties of advisor level 10 are giving 

advices about in-depth information of information technology such as the benefits of 

IT  investments,  the  risks  of  IT  policies,  IT  sources,  strategies,  skills,  etc.    Their 
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workings  associated  with  the  board  are  to  direct  the  operations  and  protect  risks 

(Annual Report of Metropolitan Waterworks Authority, 2007: 64-65).  

5.2.3.2  Awards   

MWA  has  received  the  awards  in  category  of  State  Enterprise  and 

personnel as follows:  

1)  Awards for MWA in the category of State Enterprise: 

Awards for MWA in the category of State Enterprise are shown  

the potentials  of  MWA in  the table 5.12. 

 

Table  5.12  Awards for MWA in the Category of State Enterprise 

 

Year Awards By Details 
Year  
2006, 2008 
and 2009 

The Outstanding of 
Organization 
Management Award in 
good management 

Ministry of Finance  Five criterions are  
1) the role of the committees 
2) risk management  
3) control & internal audit  
4) informational technology  
    management  
5) human resources   
    management. 

September 1,  
2010 

The Outstanding of 
Organization  
Management Award 
(Honor) 

Ministry of Finance  

Year 2010 and 
2011 

The Outstanding of  
Disclosure  
Information Award. 

Ministry of Finance  

Year 2011  The Outstanding of 
Organization  
Management Award 
(Honor) and 
Organizational 
Development Award. 

Ministry of Finance  

 

Source:  Metropolitan Waterworks Authority, 2012a. 

 

2)  Awards for MWA in the category of Personnel: 

Awards for MWA in the category of Personnel are shown the 

potentials of MWA leaders in the table 5.13. 

 

 



195 

 Table  5.13  Awards  for  MWA in  the  Category  of  Personnel 

  

Year Awards Receivers  By  Details 
September 1,  

2010 

The Outstanding of 

Organization  

Management Award 

(Honor) 

Mr. Charoen Passara 

: Governor 

Ministry of 

Finance 

The third year 

Year 2010  The Outstanding of 

Corporate Leader Award 

Mr. Charoen 

Chaikittisin : The 

former Governor 

  

Year 2010 & 

2011 

The Outstanding of State 

Enterprise  

Committee Award 

Committee   

Year 2011  The Outstanding of  

Innovation Award  

(group)  

Employees  At good level 

 

Source:  Metropolitan Waterworks  Authority, 2012a. 

              

5.2.3.3  Organizational Performance 

According to the awards, both State Enterprise and personnel are found 

that Metropolitan Waterworks Authority is the State Enterprise with good corporate 

management  with  good  risk  management,  good  monitoring,  good  informational 

technology, and good human resource management.  

MWA Governor has good corporate leadership with visions. The board 

of committee has good responsibilities to State Enterprise and the employees design 

the production of working as a team effectively. 

According  to  the  in-depth  interviews,  the  top  management  team  of 

Metropolitan Waterworks Authority 5 persons is interviewed that are:   

1) Mr.  Charoen  Passara:  Governor  of  Metropolitan  Waterworks 

Authority  (Charoen Passara, 2012: 10.50 am.-12.00 pm.)   

2)  Mr.  Urich  Markmaitree:  Deputy  Governor  of    Metropolitan 

Waterworks Authority for information technology (Urich Markmaitree, 2012: 9.00 am. 

- 10.00 am.)  

3)  Mr.  Tippawan  Bussayapalakorn :  Deputy  Governor  of 

Metropolitan  Waterworks  Authority for finance  (Tippawan  Bussayapalakorn,  2012: 

10.00 am.-11.00 am.)  
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4)   Mr. Wisud Noppakunthong : Assistant Deputy Governor of 

Metropolitan  Waterworks  Authority for  the  system  of  water  production  (Wisud 

Noppakunthong, 2012: 11.00 am. -12.00 pm.)  

5)  Mr.  Wisit    Sirisubwong:  Assistant    Deputy    Governor    of 

Metropolitan  Waterworks  Authority for  engineering  and  construction  (Wisit 

Sirisubwong, 2012: 13.00 pm. -14.00 pm.)    

The results of interviewsi among top team management are presented 

in 5.2.3.4 - 5.2.3.8 as follows. 

5.2.3.4  The  influence  of    leader   self-efficacy  on    transformational 

Leadership of  MWA Executives 

According to the in-depth interviewing, five MWA executives present 

their opinions about leader self-efficacy as shown in the table 5.14.  

 

Table 5.14   The Influence of Leader Self-Efficacy on Transformational Leadership 

                      of  MWA Executives 

 

Leader Self-Efficacy 

Personal-efficacy Leader-efficacy  Outcome expectancy 

 

The education and learning 

with observation, reading 

books, and guru are applied to 

practices.  

 

Leading followers to apply 

the knowledge. 

 

The results. 

Fast learning. 

Prepare employees to ready. 

 

Accept changes  

 

5.2.3.5  The   influence  of  emotional  intelligence  on  transformational 

Leadership of  MWA Executives   

According  to  the  in-depth  interviews,  five  MWA  executives  present 

their opinions about emotional intelligence as shown in the table 5.15. 
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Table  5.15   The Influence of Emotional Intelligence on Transformational Leadership 

                      of  MWA Executives 

 

Emotional Intelligence 

Self-awareness and self-

management 

Social-awareness   Relation management 

Initiative Sympathy Co-operation 

Positive thinking Social –oriented Develop others 

Achievement-oriented  Organizational awareness  Conflict  management 

Self-emotional control   Change Analysis 

                           

According  to  the  opinions  of  five  MWA  executives  about  emotional 

intelligence,  two  executives  use  self-awareness  and  self-management  at  most,  two 

executives use relation management at most and an executive use social-awareness at 

most.  

The  five  MWA  executives  mention  that  leaders  who  have  positive 

thinking would understand the others better, initiate new things, share the problems to 

join  the  decisions  and  co-operate,  focusing  on  the  uses  of  organization  more  than 

corruption,  accept  the  other  suggestion  and  in  the  same  time  standing  on  own 

opinions.   

5.2.3.6   The influence of sense of humor on transformational leadership 

of  MWA Executives 

According  to  the  opinions  of  five  MWA  executives  about  sense  of 

humor,  two  executives  use  attitude  toward humor,  an  executive  use  appreciation  of 

humor,  an  executive  use  humor  production  and    an  executive  use  humor  uses  for 

social goals.  

The five MWA executives mention that sense of humor is benefit for 

informal  meeting.  Humor  can  use  to  reduce  the  conflicts  and  encourage  people. 

Leaders  should  not  shout  in  negative  way and  put  the  blame  on  others.  Physical 

exercises  support  working  and  reduce  the  stress.  Sometimes,  MWA  promotes  the 

atmosphere of relaxation to create the innovation effectively.  

5.2.3.7  The influence of gender, age and total years of employment to 

transformational leadership of  MWA Executives 
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According  to  the  in-depth  interviews,  five  MWA  executives  present  

their  opinions  about  gender,  age  and  total  years  of  employment as shown in 

table 5.16.  

 

Table  5.16  The Influence of Gender, Age and Total Years of Employment on 

                     Transformational Leadership of MWA Executives 

 

Gender, Age and Total Years of Employment toTransformational Leadership 

Gender Age Total Years of Employment 

        No impact                   impact           Influence to changes. 

 

According to the opinions of five MWA executives about gender, age 

and total years of employment,   

The  five  MWA  executives  mention  that  nowadays,  many  leaders  are 

female and work successfully. The weak point may be the strong in physicals. Age is 

related  with  the  confidence  and  total  years  of  employment  which  are  related  with 

working  experiences  though  learning  and  authority  in  the  regulation.  Age  and  total 

years  of  employment  nearly  influence  to  maturity,  perceptions  and  changes.  A 

problem  of  aged-gap  is  IT.  A  change  of  concept  is  IT  acceptance  to  more  efficient 

works 

5.2.3.8  Transformational leadership toward organization management 

of  MWA Executives 

According  to  the  in-depth  interviews,  five  MWA  executives  present 

their  opinions  about  transformational  leadership  toward  organization  management 

about their motivations as following:   

The  opinions  of  five  MWA  executives  about  the  aspects  of 

Transformational  leadership, three  executives  use   inspiration  motivation  and  two 

executives use idealized behavior influence. 

The  five  MWA  executives  mention  that  transformational  leadership 

suppose  to  be  implemented  differently  each    situation  that  MWA  leaders  can  lead 

employees to  drive  the goals  with  visions and strategies of organization. The good 

examples of MEA leaders can stimulate and inspire followers.                          
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MWA executives humble to others, work  as  a team and respect each 

other’s. They have disciplinary, endurance, learning, self-development, adaptability to 

technology and positive thinking.  

Through  the  ways  of  success  in  MWA  executives,  they  have  visions, 

strategies, good HR system, good cultures, team works, and adaptability to support in 

solving problems, good attitudes and response to changes effectively.     

The   opinions   of   five   MWA   executives   toward    organization 

management states that the division of working is important. The quality of water is 

focused. The communication is a strategy so that many channels are created to solve 

the problems of people. Public service is mainly our duties, the strength and support 

the  weakness  can  use  to  control  working effectively.  The  principles,  rules  and 

regulations are in the process of working to achieve the goals.  

The  criterions  of  performance  will  be  measured  as  KPI,  twice  yearly 

and after being in position 2 years (Thitiradee Piraknusit, 2012). The working system 

is  managed  in  transparency  to  sustain. Management  should  notbuild  the  debts  from 

the investment. The collaboration is the best management in all departments. The two-

ways communication is used to perceive the feelings of subordinates to change, solve 

problems and work as a team. 

The  opinions  of  five  MWA  executives  toward  organization  management 

in  the  aspect  of    human  resource  management  state  that  the  integration  between 

engineering and human resource is knowing the mind, feelings of persons, opening an 

opportunity  to  enlarge  the  new  positions and  individualized  consideration.  Human 

resource  development  often  uses  the  external  trainers  and  visits  the  working  in 

overseas.          
The  motivation  stimulates  followers  into  the  goals.  MWA  executives 

often  award  followers  with  non-finance  such  as  gifts,  tour,  etc.  Executives  will 

encourage  them  to  stand  and  fight  with problems.  Good  leaders  would  change  their 

attitudes  to  accept  problems  and  support  them.  They  create  team  collaboration.  

Working  cultures  should  change  to  match  with  the  efficiency  of  organization  and 

develop their workings. Work performance is focused on the results such as using a 

few people for the qualities of works and more effective.  

The    opinions    of    five    MWA    executives    toward    organization 

management in the aspect of knowledge management state that leaders would suggest 
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the  good  books  for  their  employees  to  read.  MWA  often  welcomes  good  trainers  to 

transmit  new  knowledge  and  send  employees  to  study  many  new  programs.The 

methods of working are changed to manage knowledge clearly for good changes. KM 

Team is set up to write down in website and to benefit from E-learning. 

Much knowledge are constructed to the innovations and transmitted to 

next generations. Mentoring and coaching on the-job-training is a technique of leader 

development. 

The MWA selection is that the next leaders are already determined to 

be  team  executive.  The  selection  of  new leaders  would  be  considered  from  their 

solutions,  knowledge,  planning,  and  networks,  using  technology,  the  results  of 

working, abilities, experiences, self-development, likeness and seniority.             

Leader  development  in  MWA  executives  is  supporting  talentsed 

workersto the external stages for knowledge exchanges, developing the personalities 

of leaders, teaching to apply knowledge and work with other departments, supporting 

to self-development, building a concept of building next leaders, training with cross 

functions both internal and external.      

The  suggestions of  five MWA executives for the new executives are 

that the  new  executives  should  have  widely  knowledge,  self-development  in 

personalities  and  working,  apply  the  success  of  good  executives  in  the  same 

responsibilities,  have  good  healthy,  accept  new  technologies  and  changes,  be  good 

examples such as fair, disciplinary, etc. 

5.2.3.9  Case Analysis 

The  researcher  studied  some  problems  about  organization  management  

of  MWA executives from the voices of people. Prachachart-dhurakit  (2011: 24)  is  

written  down  that  the  water  is  yellow  and  smells  rust. It  does not flow in the 

period of  flood (Pimthai. 2011a: 12). While the water does not flow, MWA does not 

stop picking up money (Pimthai. 2011a: 12).  

Therefore,  the  researcher  tries  to find  the  facts  with  interviewing  an  

officer.  She says  that water payment is based on water meter and valve, although the 

water is not consumed. MWA had allowed  people  delay in  payment for 3 months in 

the period of flood. If they are found the high payment in bill, MWA officers would 

go to each house and examine these problems (Sirikul Lopsunthorn, 2012).  
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The  researcher  tries  to  interview  some  people  who  has  consumed 

waterworks. Almost people state that sometimes water does not flow. In the period of 

flood, the water is yellow and rust smell.  

According    to    the    problems,   the   researcher  interviews     MWA 

executives  in    the    outline  questions    and    talks    to  these    problems    to    find    the  

influence  of  leader  self-efficacy,  emotional  intelligence  and  sense  of  humor  on 

transformational  leadership of  MWA executives. 

The  executives  say  that  the  flood  in  2011  was  unexpected,  we  tried 

hard to protect the waterworks. Some mistakes effects on consumers about color and 

smell.  We  accept  these  mistakes.    In  the  case  of  payment,  the  unusual  cases  were 

examined the places and water meter to equity for consumers.   

MWA  executives  stimulates  the  intellects  to  followers  to  receive  the 

trust and confidence from followers, offer salary and position promotion to followers 

and often sacrifice their conveniences. the roles are leading employees to the point of 

vision,  analyzing  the  strength  and  weakness of  human,  considering  the  likeness  of 

employees in working, communicating in positive ways, working as a team, teaching 

the methods of working each team.  

The  factor  of  environment  such  as  flood,  accidents,  etc.  are  the 

obstacles of organization management. The efficiency  of  management  is  related  to 

evaluate environment, politics, government, capabilities, etc. to  service  people. 

The  results  are  consistent  with  the  quantitative  research  that 

transformational  leadership  in  the  aspect  of   intellectual    stimulation  is  presented  to  

stimulate  the  intellectual  of  followers  to  increase  the  level  of  working  rather 

than  only persist in  the current process. 

Leader  self-efficacy  of  MWA  leaders  in  top  management  presented 

that  MWA  executives  always  set  targets  in  working  and  communicate  visions 

continually  to  followers  effectively.  They  try  to  enhance  the  body  of  knowledge, 

extend the numbers of leaders to develop the organization, review the weak points to 

solve the problems and develop the potentials of employees. 

The results are consistent with the quantitative research that leaders  use  

of personal-efficacy at most because they always enhance the body of knowledge to 

response the changes. 
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Emotional  intelligence  of  MWA executives in  top  management  are 

resulted  that  they  follow  the  news,  perceive  the  possibility  in  social,  have 

transparency, and make collaboration in teams.  MWA  executives in top management 

has  positive  thinking,  sympathy,  good  learning,  good  attitudes,  good  responses  and 

good self-emotional control. 

MWA  executives    often  use  public announcement    to  inform    people 

the  truth  of problems, aware for social responsibilities such as conserving the forests 

for water sources and maintain the qualities of water to promote the CSR projects for 

the perception of people. 

The results are consistent with the quantitative research that leaders  use 

social awareness at  most to follow social  news. 

Sense of  Humor of MWA executives in top management have opinions 

that humor helps to coordinate in working, create good atmosphere to followers and 

colleagues,  think  of  humor  and  funny,  and make  the  laugh  to  followers.  Sense  of 

humor can change situations, create learning and reduce the stress and anxious.   

The results  are   consistent  with   the   quantitative  research  that  

executives  use  attitude  toward  humor  at  most  to  support  good  coordination  in 

working.                             

5.2.3.10  Summary 

Leader self-efficacy, emotional  intelligence, sense  of  humor  of  

MWA  leaders  influence  to  transformational  leadership  of  MWA 

executives. Humor can help to reduce the stress well in crisis. Working experiences 

support  the  ways  of  solving  problems  in organization  management.  Organizational 

development is yet needed to change MWA executives.     

 

5.3  Summary 

 

Leader  self-efficacy creates  the confidence to leaders in working and solving 

problems.  Emotional  Intelligence  often  supports  the  wisdom  about  human  relation 

and social relations. It can produce power of success from the inner of leaders such as 

achievement-oriented,  initiative,  self  emotional  control,  etc.  Another  is  sense  of 

humor, it can create good atmosphere.  



203 

Among    leader  self-efficacy,  emotional    intelligence    and    sense    of    humor  

can integrate  and  influence  to  transformational leadership  of  leaders. The  instincts  

of leader in leading are important at most.  

Furthermore, the integration between the quantitative and qualitative research 

is summarized and presented the recommendation in the next chapter.    

  

 

 

 

 

 

 

 



 

CHAPTER 6 

 

FINDINGS AND RECOMMENDATIONS 

   

This chapter presents the recent findings which derived from chapter four and 

chapter five about the influence of leader self-efficacy, emotional intelligence, sense 

of  humor  on  transformational  leadership  after  the  analysis  and  interpretation  were 

done.  

The integration between the quantitative and qualitative research are processed 

aim  to    reply    the      research    questions.  The      findings      supposes  to    answer    the   

hypotheses.  The conclusion of this research study will be presented.   

In order to fulfill the objectives of the study, the following research questions 

are addressed as follows:    

1)  What  is  the  level  of  the  transformational  leadership  in  the 

executives  of  PTT  Public  Company  Limited,  Metropolitan  Electricity  Authority  and 

Metropolitan Waterworks Authority?  

2) What is the level of the leader self-efficacy, emotional intelligence 

and sense of humor in the executives of PTT Public Company Limited, Metropolitan 

Electricity Authority and Metropolitan Waterworks Authority?  

3) Among  leader  self-efficacy,  emotional  intelligence  and  sense  of 

humor,  does  leader  self-efficacy  influence  to  transformational  leadership  in 

organization  management  of  executives  in  PTT  Public  Company  Limited, 

Metropolitan Electricity Authority and Metropolitan Waterworks Authority at most?    

4) What  are  the  attributes  and behaviors  of  CEOs  and  top 

management  team  about  transformational  leadership,  leader self-efficacy,  emotional 

intelligence  and  sense  of  humor in  PTT  Public  Company  Limited,  Metropolitan 

Electricity  Authority  and  Metropolitan  Waterworks  Authority  in  organizational 

management?  

Consequently, the findings and summary are presented in the topic as follows 

6.1  The Results for the Research Questions 

6.2  The Results of Testing Research Hypotheses 
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6.3  Findings and summary 

6.4  Conclusions 

6.5  Recommendations 

6.6  Future Research 

 

6.1  The Results for the Research Questions 

 

The  results  for  the  research  questions  are  presented  through  the  three  case 

studies respectively which are PTT Public Company Limited, Metropolitan Electricity 

Authority and Metropolitan Waterworks Authority as follow: 

 

6.1.1  PTT Public Company Limited.  

6.1.1.1  What  is  the  level  of  the  transformational  leadership  in  the 

executives of PTT Public Company Limited?  

1)  Transformational    leadership  in  the  aspect  of  idealized 

attribute influence (TRF1):  They receive  trust and confidence from subordinates at 

high  level most 67.50  percent in  the  average  value  of 3.82   and  standard  deviation 

.567 (Total TRF1: Mean = 3.57, S.D.= .504). 

2)  Transformational    leadership    in    the  aspect  of  idealized  

behavior influence (TRF2):  They assign  the  challenging  works  to  followers  for 

their  self-development at high level most 44.40 percent in the average value of 3.52 

and standard deviation .783 (Total TRF2:  Mean = 3.47, S.D. = .542). 

3)  Transformational    leadership    in    the  aspect  of  inspiration 

motivation  (TRF3):  They  stimulate  followers  to  work  as  a  team  at high level 

most 50.40 percent  in the average value of  3.58  and  standard  deviation .633 (Total 

TRF3: Mean = 3.51, S.D.= .598). 

4)  Transformational    leadership    in    the  aspect  of  intellectual  

stimulation (TRF4): They encourage  followers  to  work  effectively at  high  level   

most   66.70    percent   in  the  average  value  of   3.52   and    standard  deviation .714  

(Total TRF4: Mean = 3.92, S.D.= .570). 

5)  Transformational  leadership    in  the  aspect  of    individualized 

consideration (TRF5): They  access   the  needs  of   subordinates  and   encourage   
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them  to increase theire own potentials at high level most 60.70 percent in the average 

value of 3.65 and standard deviation .592 (Total TRF5: Mean = 3.57, S.D.= .503). 

 The  comparison  among  the  aspects  of  transformational  leadership  of 

executives in  PTT Public Company Limited  are  the  results  as  shown in the figure 

6.1. 

 

                              
 
Figure 6.1  Transformational Leadership of PTT Executives  
 

Transformational leadership  of  PTT executives  is used in the aspect 

of intellectual stimulation, idealized attribute influence, individualized consideration, 

inspiration motivation and idealized behavior influence respectively. 

PTT  executives  often  encourage  followers  for    effective  work.  They 

often  receive  trust  and  confidence  from followers.  The  needs  of  subordinates  are 

accessed  and  supported  their  potentials  increasingly.  The  working  assignments  are 

challenging followers for their self-development.                

PTT executives in top management mention that any changes need the 

principles  and  meaning.  Sharing  is  begun  to  create  changes.  Vision  drives  changes 

and follows the results of changes because top management executives have a duty to 

direct/lead the organization. The art of communication is an important asset to draw 

attention,  stimulate  their  collaboration,  create  team  work  and  cooperate  working 

especially  speaking  such  as  opinion  exchanges,  experience  exchanges,  etc.  Change 

can be either major or minor, depending on the size of problems.    

The master plan is designed at least ten years in the future to develop 

human  resource  of  the  organization  for  our master  plan.  The  leaders  selected  and 

prepare their career path to the future. The organization adapted and changed. 
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The  results  of  this  research  point  that  PTT  executives  implement 

transformational leadership in the aspect of intellectual stimulation at most. A reason 

is  PTT  executives  always  share  their  ideas of  changes  with  their  teams  to  stimulate 

them to brainstorm and work as a team.    

6.1.1.2 What  is  the  level  of  the  leader  self-efficacy,  emotional 

intelligence and sense of humor in the executives of PTT Public Company Limited?  

1)  The Level of Leader Self-Efficacy:  

 (1)  Personal-Efficacy (LSE1): They set targets in working  

to  goal  attainment  at   high  level  most 74.40  percent in the average value of  3.91 

and standard deviation .629. 

 (2)  Leader-Efficacy (LSE2): They have faith and attempts 

to  present    better  effective  results  at  high  level    most  70.10  percent  in  the  average 

value of  4.06 and standard deviation .596. 

 (3)  Outcome Expectancy  (LSE3):   They  arrange  system 

management in group or organization at high level 59.00 percent most in the average 

value of  3.71  and standard deviation .657.     

 

                                

 
Figure 6.2  Leader Self-Efficacies  of  PTT Executives 
 

Leader    self-  efficacies   of    PTT  executives are    used    in    the 

aspect of leader-efficacy, personal-efficacy and outcome expectancy orderly. 

PTT  executives  often  have  faith  and  attempt  to  present  the 

results  of  team  with  more  effectiveness.  The  targets  of  working    are  set  to  goal 

attainment and to manage in group and the organization.               
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PTT executives in top management state that team-work is very 

important to support in solving problems with responsibilities. They should learn the 

global  economics,  politics,  and  environment  changes,  create  human  relations,  are 

engrossed in hard working to success, be methodical, manage on the principles, keep 

the main points, expect on the results, create organizational changes to globalization, 
utilize knowledge and abilities to the utmost.  

The  results  of  this  research  point  that  PTT  executives  have 

implemented leader self-efficacy in the aspect of leader-efficacy at most. It is the level 

2  of  leader  self-efficacy.  A reason  is  PTT  executives  always  join  their  works  with 

their teams and their power is the attempts to drive teams at most.    

2)  The Level of Emotional Intelligence:  

(1)  Self-awareness    and    self-management    (EI1):      They 

always  express  their  transparency  at  high  level  most  65.80  percent  in  the  average 

value of 4.14 and standard deviation .571.     

(2)  Social-awareness  (EI2)  :    They    feel    sympathy      to  

people  in  the  organization  at  high  level  69.20 percent  most  in  the  average  value  of 

3.97 and standard deviation .536. 

(3)  Relation  Management (EI3):  They  can  analyze 

organizational changes from each departments at high level 69.20 percent most in the 

average value of  3.73 and standard deviation .582. 

 

                             
 

Figure 6.3  Emotional Intelligence of  PTT Executives 
 

Emotional intelligence of PTT executives is used in the aspect 

of  social  awareness,  self-awareness  and self-management,  and  relation  management 

respectively. 
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PTT  executives  often  have  sympathy  to  others,  transparency, 

change analysis of working in the organization.                

PTT  executives  in  top  management  mention  that  positive 

thinking is very important aspect that impact to withdraw the negative thinking of the 

others  and  support  our  adaptabilities.  They  should  have  transparency  and  high 

creative  thinking.  Almost  PTT  leaders  have  social-oriented,  sympathy,  organization 

awareness,  and  conflict  management.  PTT  executives  can  stimulate  employees  to 

cooperate and feel proud. Whenever there is a crisis, They have abilities in search of 

the  problem  roots,  close  the  weakness,  support  the  strength  and  solve  that  problem 

with calm and consciousness.      

The  results  of  this  research  point  that  PTT  executives  have 

implemented emotional intelligence in the aspect of social awareness at most. It is the 

level  2  of  emotional  intelligence.  A  reason  is  PTT  executives  always  solve  the 

problems of the organization that there are the impacts of social, politics, economics 

and  environments.  Nowadays,  PTT  focuses on  CSR  projects  to  help  socials  and 

express social responsibilities.     

3)  The Level of Sense of Humor:  

(1)  Appreciation  of   Humor (SOH1):   They  like  humor 

and feel sense of humor easily at high level  most 61.50 percent  in  the average value 

of 3.32 and standard deviation .641.   

(2)  Attitude   Toward   Humor (SOH2):  humor    supports 

good coordination in working at high level most 55.60 percent in the average value of 

3.74 and standard deviation .618. 

(3)   Humor  Production (SOH3): They  tell  humorous  

stories to followers in the serious situations at high level  most 53.00 percent in the 

average value of 3.38 and standard deviation .848. 

 (4)  Humor   Uses   for  Social   Goal (SOH4):  humor  can 

create good atmosphere to followers and colleagues at high level amost 41.90 percent 

in the average value of 3.51 and standard deviation .702 

 



210 

                              

 

Figure 6.4  Sense of Humor of PTT Executives 

 

Sense  of  Humor  of   PTT  executives    is  used  in  the  aspect  

of attitude   toward    humor,  humor    production, humor   uses   for   social   goal    

and  appreciation  of  humor respectively. 

PTT  executives  have  opinions  that  humor  can  support  the 

cooperation  in  working.  Humorous  stories  can  be  useful  in  the  stressful  situation. 

Humor  can  create  good  atmosphere  to  followers  and  colleagues  so  that  PTT 

executives like to think of humorous and funny stories. 

PTT  executives  in  top  management  explain  that  we  should 

control our stress with the relaxation for the long period in working.  Some  attitudes 

suggest      that  the  stress  is  required  in  working.  It  should  be  reduced,  if  that  stress 

effects  on  healthy.  Humor  can  create  the good  atmosphere  in  meeting,  training  and 

teaching.  The  culture  of  humor  can  be  created  in  the  organization  to  work  and  live 

happily.   

The  results  of  this  research  point  out  that  PTT  executives  have 

implemented sense of humor in the aspect of attitude toward humor at most. It is the 

level 2 of sense of  humor. A reason is PTT executives always control their stress with 

thinking of joke in relaxing themselves and to create the good atmosphere at times.. 

6.1.1.3  Among  leader  self-efficacy,  emotional  intelligence  and  sense  of   

humor,  does  leader  self-efficacy  influence  on  transformational  leadership  in 

organization management of the executives in PTT Public Company Limited at most?    

The  dimension  of  leader  self-efficacy  influences  to  transformational 

leadership in PTT Public Company Limited at most (R2 change .621 significantly in 
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level .001). Especially, the aspects of personal-efficacy and outcome expectancy have 

influenced  on transformational  leadership  in  PTT  Public  Company  Limited 

significantly in level .001. 

6.1.1.4  What  are  the  attributes  and  behaviors  of  CEOs  and  top 

management  team  about  transformational  leadership,  leader self-efficacy,  emotional 

intelligence and sense of humor in PTT Public Company Limited? 

The  attributes  and  behaviors  of  PTT  executives  in  top  management 

about  transformational  leadership,  leader self-efficacy,  emotional  intelligence  and 

sense of humor are as follows. 

1)  Transformational Leadership 

The  attributes  of  PTT  executives  in  top  management  are 

diligent, honest, flexible in communication to express their visions, brave to challenge 

followers  from  their  status  to  their  learning  and  adaptabilities  for  progress  and  new 

potentials.  

The behaviors of PTT executives in top management are giving 

the reasons for changes to accept and work as a team, ensure of corporate governance, 

being  a  good  model  and  managing  by  walking,  changing  the  attitudes  of  followers 

with  inspiring  with  positive  thinking,  sharing  the  contents  of  changes  to  motivate 

people for their collaboration. 

2)  Leader Self-Efficacy 

The    attributes    of    PTT  executives  in    top    management    are  

faith and attempts to the best results of team to achieve the goals. 

The behaviors of PTT executives in top management are likely 

to work as a team and try to utilize knowledge and abilities to the utmost, improve the 

productivity, cut the loss with system management, 

3)  Emotional Intelligence 

The  attributes  of  PTT  executives  in  top  management have 

sympathy  to  others,  transparency  and change  analysis. Calm  and  consciousness  is 

very useful in crisis.  Leaders have the principle of conflict management. 

The behaviors of PTT executives in top management are social-

oriented,  organization  awareness  and  conflict  management.  The  art  of  working  is 

social awareness to benefit socials and sustain business. Many  projects  are  initiated 

to  new  technologies, innovations  and  develop  the  knowledge of  people in socials.  
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4)  Sense of humor 

The  attributes  of  PTT  executives  in  top  management  are 

thinking  of  jokes  to  their  relaxation. 

The  behaviors  of  PTT  executives  in  top  management  are 

creating good atmosphere to followers and colleagues.  

 

6.1.2  Metropolitan Electricity Authority  

6.1.2.1  What  is  the  level  of  the  transformational  leadership  in  the 

leaders of Metropolitan Electricity Authority?  

1)  Transformational  leadership  in  idealized  attribute  influence 

(TRF1): They receive trust and confidence from subordinates at high level most 54.20 

percent  in  the  average  of 3.65   and  standard  deviation .612  (Total  TRF1  :  Mean  = 

3.52, S.D.= .478). 

2)  Transformational  leadership  in  idealized  behavior  influence 

(TRF at high level most 51.00  percent  in  the average of 3.68 and standard deviation 

.685 (Total TRF2 : Mean = 3.50, S.D.= .493). 

3)  Transformational  leadership  is kind of the leader who have 

skills to build inspiration   motivation (TRF3): They motivate and challenge followers 

with the meaningful works at high level most  57.50  percent  in  the  average  of 3.70 

and  standard deviation .629 (Total TRF3 : Mean = 3.57, S.D.= .511). 

4)  Transformational  leadership  is  also  kind  of  the  leader  who 

have skills to build intellectual stimulation (TRF4): They give freedom to followers 

for  attempts  to  make  the  innovations  in  solving  problems  creatively  at    high    level 

most  58.80 percent in the average of 3.88 and standard deviation .688 (Total TRF4 : 

Mean = 3.82, S.D.= .529). 

5)  Transformational leadership is also kind of the  leader  who 

have  skills  to  build individualized consideration  (TRF5):  leaders  access  the  needs  of 

subordinates and help them to have more potential at high level most 47.70 percent in 

the  average  of 3.60 and standard  deviation .682  (Total  TRF5:  Mean  =  3.48,  S.D.  = 

.557). 

The  aspects  of  transformational  leadership  of  executives in  Metropolitan 

Electricity Authority are compared in the figure 6.5. 
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Figure 6.5  Transformational Leadership of MEA Executives 

 

Transformational    leadership    of    MEA   executives      is    used    in    the 

aspect of intellectual stimulation, inspiration motivation, idealized behavior influence, 

idealized attribute influence and individualized consideration respectively. 

MEA  executives  often  give  followers  the  freedom  to  create  the 

innovation,  stimulate  their  motivation  in challenging  and  productive  works.  Leaders 

would share organizational visions, be good models to followers and access the needs 

of  subordinates  to  support  their  potentials to  receive  trust  and  confidence  from 

followers.   

MEA  executives  in  top  management  mention  that  leaders  are  change 

agents to create organizational cultures such as the culture of on-time, the culture of 

accept mistakes and apologize. MEA performances would be focused result-oriented 

so  that  planning  would  affect  our  performances.  Brave  to  lead  the  organization  is 

expressed with decisions. Leaders will anticipate the situations in the future to prepare 

the solutions.  

MEA  executives  use  coaching  the  employees  to  transfer  knowledge 

management  especially  in  techniques. The  database  of  MEA  support  leaders  for 

creating innovation and developing the potentials of employees. 

The  results  of  this  research  point  that  MEA  executives  have 

implemented  transformational  leadership  in the  aspect  of  intellectual  stimulation at 

most.  A  reason  is  MEA  leaders  always  approach  followers  to  share  the  visions  and 

their ideas of changes to have allies. A method is creative learning for each individual.   
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6.1.2.2 What  is  the  level  of  the  leader  self-efficacy,  emotional 

intelligence  and  sense  of   humor  in  the  executives  of   Metropolitan  Electricity 

Authority?  

1)  The Level of Leader Self-Efficacy:  

(1)  Personal-Efficacy  (LSE1):  They    focus    on      success 

with faith and attempts although they are difficult at high level most 54.90 percent in 

the average of 4.01 and standard deviation .688. 

(2)  Leader-Efficacy  (LSE2):  leaders  focus  on  knowledge 

sharing  to  followers  at  high  level  most  52.30  percent  in  the  average  of  3.89  and 

standard deviation .712.  

(3)  Outcome    Expectancy  (LSE3):  leaders    motivate  and 

support learning of followers who have low working results at high level most 56.20 

percent  in the average of  3.83 and standard deviation .714. 

 

                                    

        

Figure 6.6  Leader Self-Efficacies of MEA Executives 
 

Leader self-efficacies of MEA executives are used in the aspect 

of leader-efficacy, personal-efficacy and outcome expectancy orderly. 

MEAexecutives  often  enhance  knowledge  with  sharing  to 

followers,  attempt  into  the  success  although  there  are  some  troubles.  The  internal 

group and organization will be managed as the system. 

MEA  executives  in  top  management  state  that  team  work  is 

very  important  because  we  work  about  public  service.  We  open  all  channels  to 

perceive the problems of MEA and seek new knowledge to develop the organization. 

We have the flexibility in our plan.  
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The  results  of  this  research  point  that  MEA  executives 

implements leader self-efficacy in the aspect of leader-efficacy most. It is the level 2 

of leader self-efficacy. A reason is MEA executives always solve the problems about 

MEA  service,  thus  team  work  is  important.  Everyone  can  express  their  opinions  to 

find the best solutions for the organization.  

2)  The Level of Emotional Intelligence:  

(1)  Self-awareness    and    self-management  (EI1):      They 

focus on success in work performance at high level most 58.80 percent in the average 

of 4.13 and standard deviation .646. 

(2)  Social-awareness (EI2):  They  perceive  the management in 

working and organization culture at high level most 55.60 percent in the average of 

3.92 and standard deviation .693. 

(3)  Relation  Management (EI3):  They  develop  followers 

to  increase  their  own  potentials  at  high  level  most  51.60  percent  in  the  average  of  

3.58 and standard deviation .656. 

 

                                 

 
Figure 6.7  Emotional Intelligence of MEA Executives 

 

Emotional intelligence of MEA executives is used in the aspect 

of  social-awareness,  self-awareness  and self-management  and  relation  Management 

orderly. 

MEA executives often follow social messages and news about 

the electricity because they focus the success of working and enhance our potentials. 

Moreover, MEA executives often encourage employees, award and not blame them.  
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MEA  executives in  top  management  state  that  their  attributes 
of emotional intelligence are achievement-oriented, positive thinking, self-emotional 

control,  social-oriented,  sympathy,  cooperating,  sincere  and  listening  people  to 

support service. 
The  results  of  this  research  point  that  MEA  executives  have 

implemented emotional intelligence in the aspect of social awareness at most. It is the 

level 2 of emotional intelligence. A reason is that MEA executives always solve the 

problems  about  the  electricity  in  public.  Social  awareness  is  required  to  their  work 

performance  because  the  stakeholders  are  concerned  with  MEA  both  private  sector 

and public sector. 

3)  The Level of Sense of Humor:  

(1)  Appreciation of Humor (SOH1):  They  like  to listen 
humorous stories at high level most 32.00 percent in the average of 3.63 and standard 

deviation .841. 

(2)  Attitude Toward Humor (SOH2): humor supports good 

coordination in work performance at high level most 49.70 percent in the average of 

3.85 and standard deviation .784. 

(3)  Humor    Production (SOH3):   leaders      often      make 

funny with their sharing at high level most 30.70 percent in the average of 3.29 and 

standard deviation .723. 

(4)  Humor  Uses  for  Social  Goal  (SOH4):  humor  can 

create  human  relations  at  high  level  most  42.50  percent  in  the  average  of  3.49  and 

standard deviation .753. 

 

                             
 

Figure  6.8  Sense of Humor of MEA Executives 
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Sense  of  Humor  of  MEA  executives  is  used  in  the  aspect  of 

attitude  toward  humor,  humor  uses  for  social  goal,  appreciation  of  humor and  humor 

production orderly. 

MEA  executives  have  opinions  that  humor  can  help 

coordinating in works, create human relations and share the laughs.  

MEA  executives  in  top  management  state  that  humor  can 

reduce  the  stress,  continue  working  efficiently,  create  good  atmosphere  and  use  to 

adapt  in  conversation.  Many  crucial  times  can  make  the  stress  to  leaders  that  they 

should understand to precede them gradually with step by step.  Changing the topic of 

conversation might reduce the stress. Moreover, the physical contacts can encourage 

employees such as patting on the shoulder, visit some employees, etc.   

The  results  of  this  research  point  that  MEA  executives 

implement  sense  of  humor  in  the  aspect  of attitude  toward  humor  at  most.  It  is  the 

level  2  of  sense  of humor.  A  reason  is  MEA  executives  always  think  of  joke  and 

humorous stories to relax them and to create the new topics of conversation. 

6.1.2.3 Among leader self-efficacy, emotional intelligence and sense of 

humor,  does  leader  self-efficacy  influence  to  transformational  leadership  in 

organization management of executives in Metropolitan Electricity Authority at most?    

The  dimension  of  leader  self-efficacy  influences  on  transformational 

leadership in Metropolitan Electricity Authority most. (R2 change .599 significantly 

in  level  .001)  Especially,  the  dimension  of  leader  self-efficacy  in  the  aspects  of 

personal-efficacy  and  outcome  expectancy have  significance  in  level  .001  and  the 

aspect of leader-efficacy has significance in level .01 that the three aspects of leader 

self-efficacy  influence  to  transformational  leadership  in  Metropolitan  Electricity 

Authority.  

6.1.2.4 What  are  the  attributes  and  behaviors  of  CEOs  and  top 

management  team  concerning  with transformational  leadership,  leader self-efficacy, 

emotional intelligence and sense of humor in Metropolitan Electricity Authority? 

The  attributes  and  behaviors  of  MEA  executives  in  top  management 

about transformational  leadership,  leader self-efficacy,  emotional  intelligence  and 

sense of humor are as follows. 
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1)  Transformational Leadership 

The  attributes  of  MEA  executives  in  top  management  are 

learning new knowledge, often communicating for the same information. 

The  behaviors  of  MEA  executives  in top management are 

proactive  working  on  survey  the  problems  of  MEA  and  arranging  the  meeting  to 

share, brainstorming and exchange knowledge and information. MEA executives have 

changed  agents  to  organizational  goals and  create  the  good  models  for  the  next 

generation. The priority of solving problems is ranked by the contexts.  

2)  Leader Self-Efficacy 

The  attributes  of  MEA  executives  in  top  management  are 

considering the employees, team building and utilizing their knowledge and abilities. 

The  behaviors  of  MEA  executives  in  top  management  often 

rotate employees to develop their potentials, competencies and the results. 

3)  Emotional Intelligence 

The  attributes  of  MEA  executives  in  top  management  are 

opening  to  receive  messages,  consideration  the  other  with  sympathy  and  social 

awareness.  

The  behaviors  of  MEA  executives  in  top  management  are 

creating HR system, finding solutions to stop the problems immediately and creating 

human relations. 

4)  Sense of Humor 

The  attributes  of  MEA  executives  in  top  management  are 

encouraging people so that thinking of joke is a part of conversation.  

The  behaviors  of  MEA  executives  in  top  management  are 

creating  humorous  stories  to  relax  themselves  and  to  create  the  new  topics  of 

conversation. 

                    

6.1.3  Metropolitan Waterworks Authority 

6.1.3.1  What  is  the  level  of  the  transformational  leadership  in  the 

executives of  Metropolitan Waterworks Authority?  
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1)  Transformational  leadership  is  the  kind  of  leader  who  have  

ability in idealized attribute influence (TRF1): They receive trust and confidence from 

subordinates  at  high  level most 53.90  percent in  the  average  of  3.75   and  standard 

deviation .711 (Total TRF1 : Mean = 3.51, S.D.= .566). 

2)  Transformational  leadership  is  the  kind  of  leader  who  have  

ability in idealized behavior influence (TRF2): followers imitate attention and sacrifice 

in  working  at  high  level most 47.80  percent in  the  average  of  3.52 and standard 

deviation .705 (Total TRF2 : Mean = 3.47, S.D.= .588). 

3)  Transformational  leadership  is the kind of leader who have  

ability  in      inspiration      motivation  (TRF3):  They  stimulate  followers  to  work  as  a 

team at high level most  53.00 percent  in the average of 3.52  and  standard deviation 

.654 (Total TRF3 : Mean = 3.50, S.D.= .638). 

4)  Transformational      leadership      is  the  kind  of  leader  who 

have  ability in   intellectual  stimulation (TRF4): They stimulate the intellectual for 

followers  to  increase  the  level  of  working  rather  than  only  persist  in  the  current 

process  at  high  level most 60.59  percent  in  the  average  of  3.75  and  standard  

deviation .699 (Total TRF4: Mean = 3.70, S.D.= .612). 

5)  Transformational  leadership  is  the  kind  of  leader  who  have  

ability  in  individualized  consideration  (TRF5):  They  have  concepts  to  evaluate  and 

promote the positions and salaries to followers at high level most 55.70 percent in the 

average of 3.60 and standard deviation .650 (Total TRF5: Mean = 3.50, S.D.= .493). 

The aspects of transformational leadership of executives in  Metropolitan 

Waterworks Authority are shown in figure 6.8. 

 

                              
 

Figure  6.9  Transformational Leadership of MWA Executives 
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Transformational   leadership   of    MWA  executives  is   used   in   the 

aspect of intellectual stimulation, inspiration motivation, idealized attribute  influence,  

individualized  consideration  and  idealized  behavior  influence orderly. 

MWA executives  stimulate  the  intellects  to  followers,  work  as a 

team,  receive  the  trust  and  confidence  from  followers,  offer  salary  and  position 

promotion to followers and often sacrifice their conveniences.  

MWA executives in top management mention that the roles are leading 

employees  to  the  point  of  vision,  analyzing  the  strength  and  weakness  of  human, 

considering  the  likeness  of  employees  in  working,  communicating  in  positive  ways, 

working as a team, teaching the methods of working each team.  

Top  management  team  would  direct  the  organization  though  good 

vision, create the motivation to receive mission and trust, create strategies in driving 

the organization and welcome trainers to transmit their knowledge for employees in 

the organization. 

6.1.3.2 What    is    the    level    of    the    leader  self-efficacy,    emotional 

intelligence  and  sense  of   humor  in  the  executives  of  Metropolitan  Waterworks 

Authority?  

1)  The Level of Leader Self-Efficacy:  

(1)   Personal-Efficacy (LSE1): They set targets in working 

to goal attainment at high level most 56.50 percent in the average of 3.77 and standard 

deviation .640. 

(2)   Leader-Efficacy (LSE2): They have a goal to communicate 

visions to  followers  effectively  at  high  level  most  58.30  percent  in  the  average  of  

3.79 and standard deviation .656. 

(3)  Outcome  Expectancy (LSE3):  They  arrange  the 

management system in group or organization at high level most 49.60 percent in the 

average of 3.52 and standard deviation .693. 
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Figure 6.10  Leader Self-Efficacies of MWA Executives 
 

Leader  self-efficacy of  MWA  executives  is  used  in  the  aspect 

of personal-efficacy, leader-efficacy, and outcome expectancy orderly. 

MWA  executives  always  set  targets  in  working  and  communicate 

visions continually to followers effectively.  

MWA  executives  in  top  management  state  that  leaders  will 

enhance  the  body  of  knowledge,  extend  the numbers  of  leaders  to  develop  the 

organization, review the weak points to solve the problems and develop the potentials 

of employees. 

The    results    of    this  research    point    out  that  MWA  executives 

implements  leader  self-efficacy in  the  aspect  of  personal-efficacy  at  most.  It  is  the 

level  1  of  leader  self-efficacy.  A  reason is  MWA  executives  always  develop  their 

potentials to extend workings and coach team.   

2)  The Level of Emotional Intelligence:  

(1)  Self-awareness    and    self-management  (EI1):    They 

always express their transparency at high level  most 64.30 percent in the average of 

3.97 and standard deviation .599.     

(2)  Social-awareness  (EI2):  They  follow   social   news 

at  high  level  most 68.70 percent  in  the average of 3.83 and standard deviation .581. 

(3)  Relation Management (EI3): They often build  teamwork 

and collaboration at high level most 61.70 percent in the average of 3.83 and standard 

deviation .640.  
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Figure  6.11  Emotional Intelligence of  MWA Executives 

  

Emotional intelligence of MWA executives is used in the aspect 

of  social  awareness,  self-awareness  and self-management,  and relation  management 

orderly. 

MWA  executives  follow  the  news,  perceive  the  possibility  in 

social, have transparency, and make collaboration in teams.  

MWA  executives  in  top  management  are  humble  and  sincere. 

The  positive  thinking,  sympathy,  good  learning,  good  attitudes,  good  responses  and 

good  self-emotional  control  are  their  attributes.  Good  leaders  can  stimulate  positive 

thinking of followers, adapt to effective changes, coordinate to effective working and 

receive good responses.  

The  results  of  this  research  point  that  MWA  executives 

implements  emotional intelligence in the aspect of social awareness at most. It is the 

level 2 of emotional intelligence. A reason is that MWA executives work in the type 

of  public  service.  MWA  creates  projects  to  take  care  the  water  sources  such  as 

planting forests, training people near the canals, etc.   

3)  The Level of Sense of Humor:  

(1)  Appreciation  of   Humor (SOH1): They  like   humor 

and feel sense of humor easily at high level most 65.20 percent in the average of  3.20 

and standard deviation .624.                   

(2)  Attitude    Toward    Humor   (SOH2):    humor    supports 

good coordination in working at high level most 55.70 percent in the average of 3.53 

and standard deviation .640. 
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(3)  Humor Production (SOH3): They  make  fun  and  share 

to  followers  at  high  level  most  29.60  percent  in  the  average  of  3.23  and  standard 

deviation .738.   

(4)  Humor  Uses  for  Social  Goal (SOH4): humor   can 

create good atmosphere to followers and colleagues at high level most 56.50 percent 

in the average of 3.36 and standard deviation .775. 

 

                             

 

Figure  6.12  Sense of Humor of MWA Executives 

 

Sense  of  Humor  of  MWA  executives  is  used  in  the  aspect  

of  attitude    toward    humor,  humor  uses  for  social  goal,  appreciation  of  humor  and 

humor production orderly. 

MWA executives have opinions that humor helps to coordinate 

in working, create good atmosphere to followers and colleagues, think of humor and 

funny, and make the laugh to followers.     

MWA executives in top management state that a role of leaders 

is encouraging employees. Sense of humor can change situations, create learning and 

reduce the stress and anxious.   

The  results  of  this  research  point  that  MWA  executives  have 

implemented sense of humor in the aspect of attitude toward humor at most. It is the 

level  2  of  sense  of  humor.  A  reason  is  that  MWA  executives  always  control  their 

stress with thinking of humor on relax themselves and to create the good atmosphere 

at times. 
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6.1.3.3 Among leader self-efficacy, emotional intelligence and sense of 

humor,  does    leader    self-efficacy  influence  on    transformational  leadership  in 

organization management of the executives in Metropolitan Waterworks Authority at 

most?   

The  dimension  of  emotional  intelligence  influences  on  transformational 

leadership in MWA most (R2 change .619 significantly in level .001). Especially, the 

aspects  of self-awareness  and  self-management,  social-awareness  and  relation 

management influence on transformational leadership in MWA significantly in level 

.01, .05 and 001 orderly. 

6.1.3.4 What  are  the  attributes  and  behaviors  of  CEOs  and  top 

management  team  concerning  with  transformational  leadership,  leader self-efficacy, 

emotional intelligence and sense of humor in Metropolitan Waterworks Authority? 

The attributesand behaviors of MWA executives in top management about 

transformational  leadership,  leader self-efficacy,  emotional  intelligence  and  sense  of 

humor are as follows. 

1)  Transformational Leadership 

The attributes of MWA executives in top management are being 

trusted, often sacrifice their convenience, humble and diligent. 

The  behaviors  of  MWA  executives  in  top  management  are 

stimulating  the  intellects  of  followers,  working  as  a  team,  promoting  positions  and 

salary  to  followers,  analyzing  the  strength  and  weakness  of  employees,  considering 

the likeness of employees in working, creating strategies in driving the organization 

and communicating in positive ways and coaching works.  

2)  Leader Self-Efficacy 

The  attributes  of  MWAexecutives  in  top  management  always 

have  goals  in  working,  communicate  to  followers  effectively,  and  learn  to  increase 

their own potential. 

The  behaviors  of  MWA  executives  in  top  management  are 

extending the numbers of leaders to develop the organization, reviewing weak points 

to solve the problems, working on the benefits of the organization and developing the 

potentials of employees. 
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3)  Emotional Intelligence 

The attributes of MWA executives in top management perceive 

the possibility in social, control self-emotional, have positive thinking and conscience.  

The  behaviors  of  MWA  executives  in  top  management  are 

expressing  transparency,  creating  collaboration  in  teams  to  all  together  and  creating 

CSR projects. 

4)  Sense of Humor 

The attributes of MWA executives in top management are good 

attitudes toward humor such as humor uses to change situations, reduce the stress, etc.  

The  behaviors  of  MWA  executives  in  top  management  are 

creating  good  atmosphere  among  followers and  colleagues  and  making  the  laugh  to 

followers.     

                

6.2  The Results of Testing Research Hypotheses 
 

To fulfill the objectives of this research study, the testing research hypotheses 

is  an  evidence  of  this  research.  The  results  of  testing  research  hypotheses  are 

following: 

 

6.2.1  The Results of Testing Hypothesis 1 

Hypothesis 1:  Leader self-efficacy, emotional intelligence and sense of humor 

is positively related to transformational leadership in the three State Enterprises. 

The  statistical  results  are  found  in  the  empirical  evidence  that  leader 

self-efficacy,  emotional  intelligence  and  sense  of  humor  is  positively  related  to 

transformational  leadership  in  the  three  State  Enterprises  because  there  are 

significance in level .001 of coefficient for changing decision of leaders (R2  change) 

in the variable of  leader self-efficacy, emotional intelligence and sense of humor. 

 

6.2.2  The Results of Testing Hypothesis 2 

Hypothesis  2:    Among    the  variables  of    leader    self-efficacy,    emotional 

intelligence and  sense of humor, leader self-efficacy  influences  on  transformational  

leadership in the three State Enterprises at most.   
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According  to  the  three  State  Enterprises  with  multiple  regression  analysis  4 

models,  the  results  of  analysis  found  that  the  dimension  of  leader  self-efficacy 

influences on transformational leadership in three State Enterprises most because the 

coefficient  for  changing  decision  of  executives  (R2    change)  is  the  most,  when  its 

comparison  with  demographic  profile  (Model  I)  is  R2  change  .600  significantly  in 

level .001 (Model II). 

 

6.3  Findings and summary  

 

The  influence  of  leader  self-efficacy,  emotional  intelligence,  and  sense  of 

humor on transformational leadership can be found in executives of the organizations. 

Each level of them is different, depending on attributes, knowledge, abilities, working 

experiences and intelligence.  

 

Table 6.1  The Influence of Leader Self-Efficacy, Emotional Intelligence and Sense  

                  of Humor on Transformational Leadership Mostly 

            

            

 

 

 

 

 

      

             

When  consider  Coefficient  of  decisions  (R2 change), leader  self-efficacies 

of  MEA  executives  influence  to  the  aspects of  transformational  leadership  most.  In 

vice  versa,  Metropolitan  Waterworks  Authority  has  applied  emotional  intelligence 

influences  almost  in  all  aspects  of  transformational  leadership.  While  emotional 

intelligence and leader self-efficacy of PTT are nearby. 

 

The Influence to Transformational Leadership at most 

ORG PTT MEA MWA Total 

TRF  LSE  EI  SOH  LSE  EI  SOH  LSE  EI  SOH  LSE  EI  SOH 

TRF1                

TRF2             

TRF3               

TRF4                 

TRF5                

 TRF                 
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Total  of three  State  Enterprises are  found that leader self-efficacy influences 

in  transformational  leadership  most,  especially  in  the  aspects  of  inspiration 

motivation,  intellectual  stimulation  and  individualized  consideration.  The  aspect  of 

idealized  behavior  influence  has  a  little  impact. The  aspect  of idealized  attribute 

influence has no impact.  

The  research  study  found  that  the  dimensions  of  leader  self-efficacy, 

emotional  intelligence  and  sense  of  humor  impact  on  transformational  leadership  in 

the figure 6.2- 6.4.  

PTT  Leaders  have  faith  and attempts  to present  the  effective  results  of  work  

performance for better at most, MEA leaders focus on knowledge sharing to followers 

and MWA leaders have a goal to communicate visions to followers effectively. 

Table  6.2  presents  leader  self-efficacy  in  the  aspect  of  leader-efficacy 

influences on transformational leadership of  PTT leaders  and  MEA leaders at most 

but  personal-efficacy  influences  on  transformational  leadership  of    MWA  leaders  at 

most. 

 

Table 6.2  The Influence of Leader Self-Efficacy on Transformational Leadership in  

                  the Three State Enterprises Mostly 

 

 

                                              

 

            

           

Executives  in  PTT,  MEA  and  MWA  have used  emotional  intelligence  in  the 

aspect  of  social  awareness  most.  PTT  executives  feel  sympathy  to  people  in  the 

organization as shown in figure 6.3 

PTT  executives  feel  sympathy  to  people  in  the  organization, MEA  leaders 

perceive management in working and organization culture and MWA leaders follow 

social news. 

 

ORG 

 

    LSE1 

 

LSE2 

 

LSE3 

 

PTT 

  

      

 

MEA    

MWA    
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Table  6.3    presents  emotional  intelligence in  the  aspect  of  social  awareness 

influences on transformational leadership of PTT, MEA and MWA executives most. 

 

Table 6.3  The Influence of Emotional Intelligence on Transformational Leadership  

                  in the Three State Enterprises Mostly 

 

 

 

 

           

 

Executives  in  PTT,  MEA  and  MWA  use  sense  of  humor  in  attitude  toward  

humor    mostly.    PTT, MEA    and    MWA    executives    use  humor  on  support  good 

coordination in working. 

Table 6.4  presents sense of humor in the aspect of attitude toward humor on 

transformational leadership of PTT, MEA and MWA executives at most. 

 

Table 6.4  The Influence of Sense of Humor on Transformational Leadership in the  

                  Three State Enterprises Mostly 

 

 

 

 

 

             

Transformational leadership impacts the executives. The perception of  major 

in their expressions  is  as follows:  

 

6.3.1  Transformational Leadership in Idealized Attribute Influence (TRF 1):   

6.3.1.1  PTT executives receive trust  and confidence from subordinates 

because of their emotional intelligence at most. 

 

ORG 

 

     EI1 

 

EI2 

 

EI3 

 

PTT 

  

      

 

MEA    

MWA    

 

ORG 

 

    SOH 1 

 

SOH 2 

 

SOH 3 

 

SOH 4 

 

PTT 

  

      

  

MEA     

MWA     
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6.3.1.2  MEA executives receive trust and confidence from  subordinates 

because of their emotional intelligence at most. 

6.3.1.3  MWA executives receive trust and confidence from subordinates 

because of their emotional intelligence at most. 

 

6.3.2  Transformational Leadership in the Aspect of  Idealized Behavior 

Influence (TRF 2):   

6.3.2.1   PTT  executives  assign  the  challenge  works  to  followers  for 

their self-development because of their emotional intelligence at most. 

6.3.2.2   MEA executives have good behaviors, perceive a good  vision 

to the organization because of their leader self-efficacy at most. 

6.3.2.3  MWA executives can make followers to  imitate attention and 

sacrifice in working of leaders because of their emotional intelligence at most. 

 

6.3.3  Transformational Leadership in the Aspect of Inspiration 

Motivation (TRF 3):   

6.3.3.1  PTT executives stimulate followers to work as a team because 

of their leader self-efficacies  mostly. 

6.3.3.2  MEA  executives    motivate    and    challenge    followers  with 

effective works because of their leader self-efficacies mostly. 

6.3.3.3  MWA  executives  stimulate    followers    to  work    as  a    team 

because of their emotional intelligence mostly. 

 

6.3.4  Transformational  Leadership   in   the Aspect  of  Intellectual  

Stimulation (TRF4):   

6.3.4.1  PTT  executives  encourage followers  to  work  effectively 

because of their leader self-efficacies mostly. 

6.3.4.2  MEA  executives  give  freedom  to  followers  for  attempts  to 

make  the  innovations  in  solving  problems  creatively  because  of  their  leader  self-

efficacies mostly. 

6.3.4.3  MWA executives stimulate  the intellectual for  followers  to 

increase the level of working rather than only persist in the current process because of 

their emotional intelligence mostly. 
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6.3.5    Transformational  Leadership  Level  in  the  Aspect  of  Individualized 

Consideration (TRF5):   

6.3.5.1  PTT  executives  access    the    needs  of  subordinates  and  help 

them to have more potentials because of their emotional intelligence at most 

6.3.5.2  MEA  executives  access  the  needs  of  subordinates and  help 

them to have more potentials because of their leader self-efficacies at most. 

6.3.5.3  MWA  executives  have  concepts  to  evaluate  and  promote  the 

positions and salaries to followers because of their leader self-efficacies at most. 

When  compared  five  aspects  of transformational  leadership,    the 

intellectual  stimulation  is  the  most  level in  total  of  three  state  enterprises  that 

executives give freedom to followers for attempts to make the innovations in solving 

problems creatively. 

Along with the findings, leader self-efficacy can support executives to 

have  good  behaviors  through  their  good  vision  to  the  organization,  to  stimulate 

followers  to  work  as  a  team,  to  motivate  and  challenge  followers  with  productive 

works,  to  encourage followers  to  work  effectively,  to  give  freedom  to  followers  for 

attempts to make the innovations in solving problems creatively, to access the needs 

of subordinates and help them to have more potentials, to have concepts of evaluation 

and promotion in the positions and salaries to followers. 

Further, emotional intelligence can support executives to receive trust 

and  confidence  from  subordinates,  to  assign  the  challenging  works  to  followers  to 

develop their self-development, to make followers to imitate attention and sacrifice in 

working  of  leaders,  to  stimulate  followers  to  work  as  a  team,  to  stimulate  the 

intellectual for followers to increase the level of working rather than only persist in 

the  current  process,  to  access  the    needs  of  subordinates  and  help  them  to  increase 

their own potential. 

In  summary,  principle  and  art  can  work  as  parallel.  Transformational 

leader  should  learn  to  promote  their  strengths  and  develop  their  weakness  to  create 

possible opportunities for success such as self-awareness, self-development, develop 

self-competency,  etc.  with    high  leader-efficacy  and  balance  with  high  emotional 

intelligence. Nevertheless, the strong organization will have high leader self-efficacy.  
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6.4  Conclusions 

 

The conclusions are briefly summarized the influence of demographic profiles 

leader  self-efficacy,  emotional  intelligence,  and  sense  of  humor  on  transformational 

leadership  of  the  executives  in  the  state  enterprises  which  have  received  good 

management awards consecutively for three years: 

 

6.4.1  Demographic Profiles: 

6.4.1.1  Gender:   

In total of  three State Enterprises, it seems  that  gender  influences on 

transformational  leadership  among  the  executives. When  each  State  Enterprise  

is examined, gender does not influence on  transformational leadership.  

Male or female can have transformational leadership depending on their 

habits, personality, background, experiences, kinds of works and environment. 

The research of Clouse and Spurgeon, (1995: 1-24) state that gender is 

important to management and roles in the organization such as motivation in ethics, 

organizational  changes,  etc. Bass  and  Bass  (2008)  mention  that  female  can  meet 

success because of creating good team work.  

6.4.1.2  Total Years of Employment: 

Total  years  of  employment  is  related  with  transformational  leadership 

because  they  cause  making  groups  of  information  and  create  prototype  in  work 

performance  and  changes.  When  each  State Enterprise  is  examined,  total  years  of 

employment  do  not  influence  on    transformational  leadership  except  the  case  of 

Metropolitan Waterworks Authority.  

The  research  of  Supaporn Rodtanom  (1999:  abstract) is  found  that 

transformational  leadership  is  positive  related  with  high  performance  organization. 

The length of working times impacts their working results in developing the qualities 

of workings. 

 

6.4.2  Leader Self-Efficacy: 

According  to  the results of  research  in  three  State Enterprises, leader self-

efficacy are related to transformational leadership of executives at most significantly, 
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especially  transformational  leadership  in  the  aspects  of  inspiration  motivation, 

intellectual stimulation and individualized consideration. Transformational leadership 

in  the  aspect  of idealized  behavior  influence  is  a  little  impact  and  the  aspect  of 

idealized attribute influence has no impact. 

A  reason  is  that  executives  use    their    attempts  in  the  aspects  of  inspiration 

motivation, intellectual stimulation and individualized consideration rather than  

the  aspect  of idealized  behavior  influence  and  idealized  attribute  influence  because 

they express the natures of personalities, traits, habits, etc.      

As  mentioned,  persons  who  have  high  self-efficacy  are  engrossed  with 

changing to success and obtain goals (Versland, 2009: 66). The quantitative research 

study confirms in the empirical evidence that PTT, MEA and MWA executives use 

leader  self-efficacy  in  the  aspect  of  personal-efficacy  at  most  that  leaders  focus  on 

success with faith and attempts to the success, although they are difficult. It is nearly 

with  the  aspect  of  leader-efficacy  that leaders  have  faith  and  attempts  to  present  

better.   

 The results of qualitative research is consistent with the results of quantitative 

research that leaders have skills in decision-making. They are ready to change and be 

different  to  achieve  success  by  step  by  step  in  the  working  process,  seeking  new 

knowledge to goal to lift their success. New learning uses to response the competition 

and  changes.  Communication  is  necessary both  formal  and  informal  to  direct 

working, assign their works and exchange their visions. 

Further,  Bank  (2012:  48-81)  states  that  leader  self-efficacy  relates  with 

leader’s exertion in working and Bandura (1997:3) mention that effective leaders will 

never give up in working to success and goal attainment.     

6.4.2.1  The  influence  of  leader  self-efficacy  on  transformational 

leadership  of  executives  in  the  aspect of  inspiration  motivation:  Executives  can 

transmit vision clearly to create inspiration. Bass and Riggio (2006) state that leader 

can  create  inspiration  with  work  assignment  to  seek  trust  and  confidence  from 

followers. It is consistent with Quigley (2003: 76-85) is found that leader self-efficacy 

is important to create inspiration. 

6.4.2.2  The  influence  of  leader  self-efficacy  on  transformational 

leadership  of  executives  through  the  aspect of  intellectual  stimulation:    They  can 
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stimulate intellectual to create faith of individuals with advising, coaching, etc. They 

would use thought, reasons and consideration to decision in solving problems.  

Leaders can stimulate intellectual. Chattayaphorn Samurjai (2004: 172) 

state  that  leaders   have  special  attributes  to  transmit  vision.    Leaders  will  give 

opportunities  to  self-development,  new  skill-learning,  participation  to  achieve  goals. 

Bass  and  Avolio  (1994:  3)  mention  that leader  often  give  freedom  to  followers  to 

stimulate intellectual to create innovation in solving problems.   

Intellectual  stimulation  can  also  support  thinking  system  to  create 

solving problems and analytical skills (Sermsak Wiselaphorn, 2004: 65).     

6.4.2.3  The  influence  of  leader  self-efficacy  on  transformational 

leadership of executives in through aspect of individualized consideration:   

Leaders have adequate knowledge and abilities to be coach or mentor. 

Crom  (1998:  6) state  that  leaders  often  share  knowledge  for  their  team  to  improve 

their  commitment  and  growth.   Leader  would  accept  the  difference  of  persons  with 

two way communications (Bass and Avolio. 1994: 3-4). They can help subordinates 

to complete potentials (Bass and Riggio, 2006: 133-152).   

 

6.4.3  Emotional Intelligence: 

According  to  the  results  of  quatitative research  in  three  State  Enterprises, 

emotional  intelligence  is  related  to  transformational  leadership  of  executives    in  the 

second  from four models significantly. Self-awareness, self management and relation 

management  influence  on  transformational leadership  of  executives  significantly. 

Leaders  always  express  their  transparency at  the  most  level  of  self-awareness  and 

self-management.    

The results of qualitative research is consistent with the results of quantitative 

research  that  leaders  initiate,  think  in  positive  ways,  attempt  for  self-control  and 

express transparency. 

 Emotional  intelligence  influences  on  transformational  leadership  of 

executives  through the aspects of idealized attribute influence and idealized behavior 

influence in total of three state enterprises at most. While the ratio of using inspiration 

motivation,  intellectual  stimulation  and  individualized  consideration  with  emotional  

intelligence lesser than leader self-efficacy.  
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6.4.3.1  The  influence  of  emotional  intelligence  on  transformational 

leadership  of  executives    in     the      aspect    of      idealized      attribute    influence:  

emotional intelligence can   predict   emotional  competency   and    transformational   

leadership   (Kirkland, 2011: 114-129). 

6.4.3.2  The influence  of  emotional  intelligence  on  transformational 

leadership  of  executives    in the  aspect  of  idealized  behavior  influence:    emotional 

intelligence  can  give  desired  results  (Shields,  2008:  163-192).  It  can  make  social 

changes and stability (Nilsen, 1993: 293).  

Along  with  the  results  of  research,  PTT,  MEA  and  MWA  leaders  use 

emotional intelligence in the aspect of social awareness at most. It is consistent with 

Martinez-Pons  (1997:  3-13)  state  that  emotional  intelligence  has  relation  with  the 

forms of perception to specific goal in our life every day.  

Shields  (2008:  163-192)  mention  that  emotional  intelligence  in  the 

aspect of social awareness can produce and grow up the process of learning.   

The  researcher  observes  that  the  sympathy  of  leaders  to  people  is 

important  to  corporate  governance  and  solve  the  problems  of  State  Enterprises. 

McMullen  (2003:  18-20)  states  that  sympathy  with  understanding  other  emotions 

influence to leadership.   

 

6.4.4  Sense of Humor: 

According  to  the  results  of  quantitative research  in  three  State  Enterprises, 

sense of humor is related to transformational leadership of executives significantly. 

In  the  comparison,  sense  of  humor  influence  on  transformational  leadership  lesser 

than  leader  self-efficacy  and  emotional  intelligence.  Attitude  toward  humor  and 

humor  use  for  social  goals  influence  on  transformational  leadership  of  executives  

significantly. Executives  have  attitude  toward  humor  that  humor  can  support  good 

coordination in working at the most level.  

The results of qualitative research is consistent with the results of quantitative 

research that leaders use humor to control their stress in balance in working. Humor 

uses can build good atmosphere and good coordination. 

The results of this research study found that PTT, MEA and MWA executives 

use sense of humor in the aspect of attitude toward humor mostly.  



235 

If  leaders  understand  sense  of  humor by  individuals,  humor  uses  will  be 

managed  suitably (Teehan, 2006: 17).  The   principle   of   humor   is  that  whenever  

sense  of  humor  catalyze  with  stress,  the  results  can  enhance  our  creative  ideas 

(Ryback, 1998: 1). 

 

6.4.5  The  Attributes  and  Behaviors  of  CEOs  and Top Management 

Team About Transformational Leadership 

The  attributes  of   leaders  are  diligent, honest, wise   and   prudent. They  

attempt  to  understand   subordinates and  not  incriminate or blame them to lose face. 

Their ethics support the righteousness in corporate governance.  

The behaviors of executives build trust and confidence to followers.  Leader’s 

inspiration  can  build  visions  to  followers  for  achievement.  Their  intellectual 

stimulation  can  support  new  innovations.   Leaders  can  build  team  with  their  good 

emotional  controls  and  competencies.  Leaders  will  spend  time  to  mentor  and  coach 

followers or give consulting, solving problems and decision-making. 

The executives have self-development  by  opening new  learning  from   their 

self-awareness  for  self-management.  Social  awareness  supports  their  sympathies, 

coordination and adaptations to others better.  

Sympathy  of  executives  relates  with  corporate  governance  and  solve  the 

problems  of  State  Enterprises.  McMullen (2003:  18-20)  states  that  sympathy  with 

understanding the other emotions influence to leadership.  

When  the executives work as a team,  good relation management is a key to 

well-coordinate. Executives often manage conflicts and develop others. Moreover, the 

research results are found that  sense of humor can support good human relations to 

adapt and create good atmosphere in conversation or meeting included reducing the 

stress to enhance creative thinking. 

 

6.5  Recommendations 

 

The executives should understand their people and organization culture. The 

researcher  would  like  to  recommend  in  policy,  HR  strategy  and  HR  practices  as 

follows:  
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6.5.1  Policy and HR Strategy  

Along with the criticizes to the State Enterprises which have received awards 

such  as  PTT  Public  Company  Limited, Metropolitan  Electricity  Authority  and 

Metropolitan  Waterworks  Authority,  the  findings  and  conclusions  indicate  that 

leaders are important to direct and lead organizational changes.  

The  results  of  qualitative  research  are  found that PTT, MEA and MWA do 

not  manage  HR  on  research in  basis  and  no  policy  about  soft skill’s research.   

Most of organizations use HR tools as a tradition.  The suggestion is that HR 

tools in each organization should be flexible on research in basis. 

Human  resource  management  is  art  and sciences  in  managing  people  in  the 

organization.  HR  strategy  will  be  going on  HR  practices.  For  long  time,  many 

organizations receive models and trends of HR from overseas that their organizations 

are different from Thailand’s organization; both right and wrong.  

The  researcher  recommends  that  HR research  is  required  to  design  HR 

strategies and HR practices. Its goal is increasing effective results and value-added.          

Unless HR research implements in the organizations, the researcher would like 

to recommend the basic of HR designs to HR strategy as follows: 

6.5.1.1  Executives  should  observe,  collect  and  evaluate  information  

about organizational culture, organization performance, organization  management  

or  the  important  situations  such  as  politics,  economics,  social,  media,  environment, 

rumor, competitors, etc. each period.  

As  likely,  Porter  (1980)  and  David  (2003)  mentioned      that    collecting 

and evaluating information is essential strategy formulation. 

6.5.1.2  The  causes  of  problems  concerning  with  human  resource 

should  be  investigated.  Subsequently,  goals  are  set  to  success  and  build  atmosphere  

in the organization for the result-oriented. 

6.5.1.3  The brainstorming and searching new ideas  about  HR strategy 

can be implemented for HR practices. 

 

6.5.2  HR Practices  

The researcher analyzes the results of research are to recommend HR practices 

for knowledge management and leader development as follows: 
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6.5.2.1  Knowledge Management  

The  research  study  about  the  influence  of  leader-self  efficacy to 

transformational    leadership,    Wisit    Saengsiripaiboon  (2012:  interview)    says    that 

Thai  people  have  many  good  ideas  and  are  not  defeated to the other nations. The 

weak point is that Thai people stopped knowledge in their generation and manual was 

ignored in records.   

Their  problems about  their  leader  self-efficacies  are  no  manuals  to 

open  deep  knowledge  and  teach  technique  procedures  to  the  next  generation  in  the 

organization.  It  causes to restart learning and seeking essential information. Leaders 

should  change  values  to  initiate  sharing  their  knowledge  to  the  next  generation 

sincerely to the victory of organization. That is commitment to organizational benefits 

rather than self-benefits.  

6.5.2.2  Leader Development 

The  research  study  about  transformational  leadership  level  of  three 

State  Enterprises,  the  results  are  recommended  the  organizations  to  develop  each 

aspects of transformation leadership in balance as follows:  

1)  PTT  leaders should  develop transformational leadership in 

the    aspect  of  idealized  behavior  influence,  inspiration  motivation,  and  individualized 

consideration orderly that  link to develop outcome expectancy and relation management.  

2)  MEA leaders should develop transformational leadership in 

the aspect of individualized consideration, idealized attribute influence and idealized 

behavior  influence  orderly  that  link  to develop  personal-efficacy  and  self-awareness 

with self-management. 

3)  MWA  leaders  should  develop  transformational  leadership 

in  the  aspect  of  idealized  behavior  influence,  individualized  consideration  and 

idealized  attribute  influence  orderly  that  link  to  develop  outcome  expectancy 

and self-awareness with self-management. 

In  addition,  sense  of  humor  depends on  their  attitudes  toward  surprise 

theory or  incongruity  theory each individual. It is an art and leader’s intellectual to 

build  good  relationship  in  coordination,  solve  problems  in  conflicts,  support  in 

conversations and create good atmosphere. Sense of humor is the art of thought and 

speaking of leaders.  It should be in the suitable level of each situation.   
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6.6  Future Research 

 

Future research related to this study will be beneficial to policy, HR strategy 

and HR practices in organization, as well as academic scholars. The researcher would  

recommend that future research can move in the following directions: 

6.6.1  A research in the organizations that received awards interprets to trust 

those awards. The research results can suggest improving some criterions reasonably 

to reflect those credits. Future research can consider the organizations which received 

awards  from  the  international  stage  to compare  with  Thai  awards  and  find  weak 

points for award improvements.   

6.6.2  The  point  of  the  limited  period  of  study,  future  studies  can  consider  a 

longitudinal analysis to a longer period and compare changes as results. Having more 

stories  would  improve  the  stability  or  find what  the  factors  of  successful  leaders 

should be steady. 

6.6.3  Future research is conducted  to  compare  transformational  leadership  and 

transactional leadership with structural contingency theories. An iterative  process of 

quantitative and qualitative methods can be tested to clear the definitions of difference 

between transformational leadership and transactional leadership actions of leaders. 

6.6.4  Future research can add more relevant the viewpoints of stakeholders to 

evaluate  organizational  management.  The  measurement  can  help  to  reduce  the  gap 

between the relations and effect on goal attainment of organization management.  

6.6.5  The  key  persons  in  the organization  strategically  lead  the  enterprise 

toward  success.  The  factors  should  be more  identified  to  explore  further  good 

organizational design and develop leaders in ideal to enhance the body of knowledge 

in good organization management for developing the best outcomes.  
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QUESTIONNAIRE 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 



 

QUESTIONNAIRE 

 

Part I: Demographic Profiles 

 
1)  Gender : Female         Male   

2)  Age ……… years 
 

 

3)  Total years of Employment………… years  

 

Part II: Please O choose number 1 to 5 of the message directly means your life  most.  

Meaning 

Strongly disagree          Disagree          Not sure / moderate         Agree          Strongly agree 

          1                          2                         3                        4                     5 
 
Section 1  

Q  1:  Do you feel that followers appreciate and pay the respect to 

you? 

              1    2    3    4    5 

Q  2:  Do you often express exemplary ethical standards?            1    2    3    4    5 

Q  3:  Do you trust and feel confidence  on your subordinates? 
     
        1    2    3    4    5 

Q  4:  Do you feel that followers imitate the commitment and  

             sacrifice through their work performance? 

   

   1    2    3    4    5 

Q  5:  Do you inspire followers by a vision vitally?                                      1    2    3    4     5 

Q  6:  Do you like to delegate challenge jobs to develop followers  

             although that jobs is difficult and risk?  

     
    1    2    3    4    5 

Q  7:  Do you often attract and motivate followers to work as a  

             significant challenge? 

     
    1    2    3    4    5 

Q  8:  Do you feel as an  important part inencouraging  

             your teamwork to work effectively?  

                  1    2    3    4    5 

Q  9:  Do you often use the imagery to inspire followers to  

             achieve performance goals? 

     
                1    2    3    4    5 
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Q 10:  Do you encourage and give freedom to followers and allow  

              them  a try to create innovative ideas to solve problems  

              creatively?           

                    1    2    3    4   5 

Q 11:  Do you encourage followers to think new ideas although  

           the concept is different from you? 

     
                    1    2    3    4   5 

Q 12:  Do you often inspire followers to raise job level rather  

           than just follow process? 

                    1    2    3    4   5 

Q 13:  Do you encourage followers to do productive work? 
     
                   1    2    3    4    5 

Q 14:  Do you often use creative questions and  use two-way  

           communications to attend to the needs of followers? 

       1    2    3    4    5 

Q 15:  Are you often act as a coach or mentor to followers?       1    2    3    4   5 

Q 16:  Do you apply the concept of self-assessment for promotion  

              and salary increase to followers? 

               1    2    3    4   5 

Q 17:  Do you help subordinates to gain greater potential? 
 

    1    2    3    4    5 

Q 18:  Have you convinced followers to report their behaviors 

that is how to improve performance of followers? 

 

       1    2    3    4   5 

Section II  

 

Q 1:  Do you often set goals to achieve in working?     1    2    3    4    5 

Q 2:  Do you focus on success with faith and attempts to reach it  

         although it is difficult? 

      1    2    3    4    5 

Q 3:  Do you have power dramatically to develop your talents  

            especially in competitive situations? 

 

    1    2    3    4    5

Q 4:  Are you confidence that you will achieve better  

            efficiency in the future? 

    1    2    3    4    5

Q 5:  Do you have faith and attempt to present team performance  

         for better  effectiveness to improve work performance and  

         goals achievement? 

    1    2    3    4    5

Q 6:  Do you intend to communicate the vision for followers  

         continually and effectively?  

 

     1    2    3    4    5
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Q 7:  Do you often help, manage and share knowledge to   

            followers? 

 

    1    2    3    4    5

Q 8:  Do you often  help followers who perform poor  

         performance for improvement? 

 

    1    2    3    4    5

Q 9:  Do you often control followers?     1    2    3    4    5 

Q 10:  Do you often manage system within your group  

               or  your organization? 

  
    1    2    3    4    5

Q 11:   Do you often expect to use communication for 

               organizational effectiveness at all? 

      1    2    3    4    5 

Q 12:  Do you often support the new knowledge to followers?       1    2    3    4    5 

 

Section III   

Q 1:   Do you focus on the success in working?     1    2    3    4    5 

Q 2:   Can you adapt to any situation?     1    2    3    4    5 

Q 3:   Can you not control your own emotions?        1    2    3    4    5 

Q 4:   Do you often create the new initiatives? 
     
     1    2    3    4    5 

Q 5:   Do you see obstacles and problems as your opportunities  

            in life? 

       1    2    3    4    5 

Q 6:  Do you always make yourselves transparent and  

            accountable? 

          1    2    3    4    5 

Q 7:  Do you express sympathy to people in organization?                    1    2    3    4    5 

Q 8:  Do you perceive organizational management and  

            organizational culture? 

     
                   1    2    3    4    5 

Q 9:   Are you aware of the social order and social news?                               1    2    3    4    5 

Q10:   Can you analyze the changes of departments in  

              organization? 

       1    2    3    4    5 

Q11:  When the situations become conflicts between followers,  

             can you manage the conflicts?  

                  1    2    3    4    5 

Q12:  Do you support followers to increase their own potential ?  
     
          1    2    3    4    5 

Q13:  Do you influence to followers by positive work  

             performance? 

                 1    2    3    4    5 
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Q14:  Do you inspire followers to make commitment with 

organization? 

     
          1    2    3    4    5 

Q15:  Do you support followers as a team and work with good  

             collaboration? 

                 1    2    3    4    5 

 

 

Section IV   

Q 1:   Do you feel dislike listening to joke stories?                     1    2    3    4    5 

Q 2:   Do you often think of humorous and funny stories?  
     
                   1    2    3    4    5 

Q 3:   Do you like humor and sense of humor ?                1    2    3    4    5 

Q 4:   Can humor help you the better coordination? 
     
     1    2    3    4    5 

Q 5:  Is humor the process noise? 
    

     1    2    3    4    5 

Q 6:  Can a good joke help to relax? 
     
     1    2    3    4    5 

Q 7:  Do your followers tell you that you always create joke?                      1    2    3    4    5 

Q 8:  Do you often tell a joke for followers in a stressful  

            situation? 

     
                   1    2    3    4    5 

Q 9:  Do you ever make the audiences laugh or have fun what  

           you share? 

                  1    2    3    4    5 

Q10:  Do you often use humor on create atmosphere for friends  

             and colleagues? 

     
                  1    2    3    4    5 

Q11:  Do you often use humor on change the situation?                  1    2    3    4    5 

Q12:  Do you often use humor to create human relations? 
     
                 1    2    3    4    5 

Q13:  Do you often handle conflict by using humor? 

 

                 1    2    3    4    5 
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THE OUTLINES OF QUESTIONS IN QUALITATIVE 

RESEARCH 

 

 

 

 

 

 

 

 

 

 

 

 



THE OUTLINES OF QUESTIONS IN QUALITATIVE RESEARCH 

 

           1.  According to your status in top management executives of this organization, 

what do you create to idealized attribute influence, idealized behavior influence, 

inspirational motivation, intellectual stimulation and individualized consideration?  

           2.  Whichstrategies do you apply in your leader self-efficacy to change and 

manage your organization? 

           3.  Please indicate the factors of your emotional intelligence to transformational 

leadership in self-awareness and self-management, social-awareness and relation 

management. 

           4.  Do  you  think  that  sense  of  humor  influences  to  your  transformational 

leadership in organization management?  How? 

           5.  Do you think that gender, age, total years of employment influence to  

transformational leadership? How? 

           6.  Please tell your stories which contribute to the lead of  organizational 

changes in the roles of communicating visions, working, knowledge management to 

organization management. 

           7.  What are your vital attributes that support your transformational leadership? 

           8.  If the crisis occurs in the organization,  how do you integrate leader self-

efficacy, emotional intelligence and sense of humor on transformational leadership? 

           9.  What  do  you  suggest  to  new  executives  about  leader  self-efficacy, 

emotional intelligence and sense of humor on transformational leadership for 

organization management? 
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RELIABILITY ANALYSIS 

 

RELIABILITY ANALYSIS – SCALE 
 
Item-Total Statistics 
 Scale Mean if 

Item Deleted 
Scale 

Variance if 
Item Deleted

Corrected 
Item-Total 
Correlation 

Cronbach's 
Alpha if Item 
Deleted 

V1 207.53 473.706 .408 .963 

V2 207.20 471.821 .452 .963 

V3 207.17 472.557 .433 .963 

V4 207.57 470.944 .533 .962 

V5 207.27 470.961 .398 .963 

V6 207.40 478.248 .212 .963 

V7 207.17 475.109 .375 .963 

V8 207.13 467.913 .575 .962 

V9 207.47 463.982 .618 .962 

V10 207.03 465.137 .578 .962 

V11 206.90 466.300 .680 .962 

V12 207.37 469.620 .563 .962 

V13 206.77 467.082 .667 .962 

V14 207.10 468.714 .560 .962 

V15 207.13 467.913 .528 .962 

V16 207.83 484.075 -.022 .964 

V17 207.17 465.385 .604 .962 

V18 207.37 467.413 .591 .962 

V19 206.93 464.133 .670 .962 

V20 206.97 461.757 .679 .962 

V21 207.33 465.471 .667 .962 

V22 207.27 464.340 .723 .962 

V23 207.20 461.614 .781 .962 

V24 207.07 463.720 .708 .962 

V25 207.03 464.102 .658 .962 

V26 206.93 463.099 .656 .962 

V27 207.63 466.585 .524 .962 

V28 207.50 461.293 .764 .962 

V29 207.20 464.924 .610 .962 

V30 207.27 463.789 .682 .962 

V31 206.77 466.392 .579 .962 



282 

V32 207.17 470.213 .527 .962 

V33 207.13 466.189 .588 .962 

V34 207.40 465.834 .717 .962 

V35 207.10 464.990 .644 .962 

V36 206.73 469.995 .591 .962 

V38 206.93 467.168 .488 .963 

V37 206.87 472.257 .421 .963 

V39 207.03 464.516 .644 .962 

V40 207.47 460.120 .744 .962 

V41 207.43 457.978 .812 .961 

V42 207.27 468.271 .636 .962 

V43 207.10 463.610 .693 .962 

V44 207.17 466.764 .605 .962 

V45 206.93 459.720 .719 .962 

V46 207.43 473.289 .278 .963 

V47 207.63 476.447 .279 .963 

V48 207.57 472.392 .385 .963 

V49 207.10 463.059 .713 .962 

V50 207.40 477.007 .199 .964 

V51 206.97 469.413 .384 .963 

V52 207.87 475.154 .284 .963 

V53 207.97 469.275 .472 .963 

V54 207.70 468.148 .460 .963 

V55 207.57 470.530 .389 .963 

V56 207.53 463.154 .654 .962 

V57 207.27 465.168 .587 .962 

V58 207.90 464.852 .542 .962 

 
RELIABILITY ANALYSIS – SCALE 
 

Scale Statistics 

Mean Variance Std. 

Deviation 

N of 

Items 

210.90 483.886 21.997 58 

 
 

Reliability Statistics 

Cronbach's Alpha Cronbach's Alpha Based on 

Standardized Items 

N of Items 

.963 .964 58 
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