




Semarang,		July	2021	
	
	
Dear	Reviewers,	
	
It	 is	 with	 pleasure	 to	 introduce	 you	 the	 Nurse	 Media	 Journal	 of	 Nursing	 (NMJN),	 an	
international	journal	which	is	focused	on	providing	publication	of	results	from	original	
research,	 systematic	 reviews,	 and	 case	 report,	 particularly	 in	 nursing	 and	health.	 The	
journal	strives	to	provide	the	most	current	and	best	research	in	the	field	of	nursing	and	
health	sciences.		
		
The	 NMJN	 is	 published	 by	 Department	 of	 Nursing,	 Faculty	 of	 Medicine,	 Diponegoro	
University	 and	 serves	 as	 a	 focal	 point	 for	 nurse-practitioners,	 academicians,	
professionals,	graduates	and	undergraduate	students,	 fellows,	and	associates	pursuing	
research	throughout	the	world.	
	
Given	your	expertise	in	the	field	and,	particularly,	the	link	between	the	topics	faced	in	the	
following	submitted	manuscripts	and	your	research	activities,	I	am	inviting	you	to	be	a	
reviewer	for	the	following	article:		
	
The Mediation Role Of Organizational Culture On Deep Acting 

Effect Towards Nursing Professionalism 
 

I	would	very	much	appreciate	it	if	you	could	promptly	find	the	time	to	give	a	quick	look	
at	this	article	and	decide	whether	you	can	accept	the	invitation	to	review	it.	If	you	kindly	
accept	 the	 invitation,	 please	 return	your	 report	within	1	week	after	 you	accepted	 the	
invitation.	
	
If	you	need	any	 further	 inquiry	related	 to	 this	request,	please	do	not	hesitate	 to	contact	us	at	
media_ners@live.undip.ac.id.			
	
Thank	you	very	much	for	your	kind	assistance	and	cooperation.		
	
	
Sincerely	Yours,		
	
	
	
	
Meira	Erawati		
Editor	in	Chief,		
Nurse	Media	Journal	of	Nursing		
Department	of	Nursing,	Diponegoro	University	
Semarang,	Central	Java,	Indonesia	50275		
Email:	media_ners@live.undip.ac.id	
 
 
 
 



ARTICLE REVIEW FORM  
 

TITLE The Mediation Role Of Organizational Culture On Deep 
Acting Effect Towards Nursing Professionalism 

 
Please fill in the following information with the result of your review on the article.   
 
Does the article:  
1.  Meet the aims and scope of Nurse Media Journal of Nursing (NMJN)? Yes__x_ No___ 
Comments: 

 
 

2. Follow appropriate conventions for a journal article of its type? Yes__x_ No___ 
Comments: 

 
 

3. Possess a suitable title and an abstract that accurately and concisely summarizes the 
content?  Yes___ No_x_ 
Comments: 

The article needs consistency between title, aim, and results. The consistent use of the 
term among organizational culture, surface and deep acting (emotional strategy), and 
nursing professionalism should be carried out to avoid mis-interpretation and 
ambiguity 
 

4. Cite, discuss and critically evaluate relevant international literature? Yes___ No_x__ 
Comments: 

Only few citations on the discussions, considering plagiarism 
 

5. Demonstrate original thought or work? Yes_x__ No___ 
Comments: 

 
 

6. Does the article have a sound theoretical or policy base? Yes_x No___ 
Comments: 

 
 

7. Are conclusions drawn rigorously? Yes___ No_x__ 
Comments: 

The conclusion should be shortened 
 

8. Are the style and English usage appropriate for the journal? Yes___ No_x__ 
Comments: 

Many grammatical errors, this article needs English language proofreading 
 

 
FOR RESEARCH PAPERS 
Does the article: - 
9. Outline and justify the overall research design? Yes___ No_x__ 
Comments: 



The author should make it clear whether this is an experimental study or cross sectional 
study as no intervention procedure explained 
 

10. Adequately discuss ethical issues? Yes___ No__x_ 
Comments: 

There was no ethical clearance from ethics review board nor permission from the 
hospitals 
 

11. Clearly indicate and discuss data analysis/findings? Yes___ No_x__ 
Comments: 

The result narrations should be supported by tables or figures. The discussion should be 
indepth 
 

12. Accurately display statistical data (if any)? Yes_x__ No___ 
Comments: 

 
 

 
OVERALL COMMENTS ON THE ARTICLE 

 
I recommend to accept the manuscript with correct justification to the design, clear 
description of the methods, and proper citations. 
 
 
 

 
The Mediation Role Of Organizational Culture On Deep Acting 

Effect Towards Nursing Professionalism 
 

ABSTRACT 
 

Background: Surface and deep acting strategy is necessary for nurses to provide health care 
for society through friendliness, caring, and positive emotion.  
Purpose: This study aimed to measure the influence of emotional labor strategy (surface and 
deep acting) toward nurse professionalism mediated by organizational culture.  
Methods: This study is experimental with between participants design. The participants of this 
study was 124 hospital nurses. The instrument in this study used emotional labor, 
organizational culture, and nursing professionalism scale. This study was conducted using 
mediation model technique by Hayes Process.  
Results: The study result showed full mediation of deep acting strategy toward nursing 
professionalism which affected by organizational culture. Nurses who display deep acting to 
their patient indirectly affect professionalism through mediation of organizational culture. 
However, this finding was not similar in surface acting.  
Conclusion: This study was in line with control theory that organizational culture has a role as 
comparator for nurse to engage in professionalism in providing healthcare fot society. It is 
suggested that organizational culture is essential for implementing nursing professional in the 
hospital. 
 
Keyword: Organizational culture; deep acting; surface acting; nursing professionalism 
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BACKGROUND 
The role of nurses in various public health centers and hospitals shows a significant amount in 
terms of quantity. The Ministry of Health of the Republic of Indonesia shows nurses occupy 
the highest position compared to other medical personnel, namely 29.66% (Indonesian Health 
Ministry, 2017). While in the world, to achieve the third Sustainable Development Goals 
(SDGs), called health and welfare, WHO estimates the need for nurses around the world to 
reach nine million by 2030 (World Health Organization, 2018). The demands on the number 
of the nurses are currently faced with the responsibility to serve both quantity and quality-
oriented (Lombarts et al., 2014). One of the nurse’s responsibilities is to enhance the service 
quality for patients. The health professional needs to adapt and respond rapidly in fulfilling our 
society’s demand for the healthcare system, either in the level of a person, family, or 
community (Akhtar-Danesh et al., 2013). The complexity happened in medical field and 
technology development give several changes in nurses’ working environments such as 
maintaining professionalism. Professionalism refers to the level of knowledge and 
responsibility to work based on institution standards.  
 
Professionalism for the nurse is the crucial aspect to show credibility and positive evaluation 
from surroundings. Professionalism performed by a nurse during work time will directly affect 
people’s judgment (Primm, 2010). Professionalism has eight aspects: continuous learning, 
accountability and initiative, self-care and professional growth, responsibility and a sense of 
duty, compassion and respect for others, integrity and trustworthiness, teamwork and 
professional demeanor, concern for the welfare of others. The specific knowledge and guidance 
of behavior are strongly required to perform the job and function as well (Jang et al., 2016). 
These needs include a basic standard when giving a treatment, such as a friendly attitude, and 
readiness in every condition. Therefore, when a nurse shows enthusiasm towards 
professionalism, it will increase their knowledge due to the standard rules and technical skill. 
The service quality perceived by patient depends on nurse performance (Lombarts et al., 2014). 
Nurses who are capable to develop professionalism in their task allows the rising of service 
care to patients. Therefore, professionalism among nurses and other health care professionals 
becomes the main focus to fulfill hospital demands. Meanwhile, professionalism can affect the 
maintenance process, especially in decision making and service delivery. Understanding 
professionalism will help nurses to provide a better service to patients (Bunkenborg et al., 
2012). 
 
However, most medical officers especially nurses, feel several emotions during their 
interaction with the patients (Bagdasarov & Connelly, 2015). The incompetence of nurse to 
regulate their emotion will affect to ability degrading in applying ethical code. Everyone has 
an ability or strategy regarding emotional regulation in the working environment (Ghalandari 
et al., 2013). This kind of strategy is called emotional labor. Emotional labor is a strategy used 
in regulating emotions or feelings to give the appearance of the body and face according to the 
demands of the job (Hochschild, 1983). Emotional labor strategy is commonly applied into two 
types: deep acting and surface acting. Both of these strategies can be used alternately by the 
nurse in certain conditions.  
 
Those strategies of emotional labor relate to internal emotion regulation and emotional 
expression display (Grandey & Melloy, 2017). Nurses who display deep acting strategies can 
regulate their internal emotions and demand of patient’s needs. Therefore, they can serve 
healthcare according to the hospital’s standard. On the other hand, nurses who perform surface 
acting strategy will experience emotional fabrication in delivering health service to patient. 
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Nurses with surface acting criteria will not feel positive emotion, yet they just try to show fake 
emotion as a work demand. Emotional labor can create both positive and negative emotions 
during the work process. 
 
The strategy to apply emotional labor is a crucial aspect in providing service to our society in 
order to maintain the sustainability of hospital quality. Emotional labor in its application 
involves induction or feeling suppression to preserve the external appearance and show good 
impression to others (Gray, 2010). Emotion showed by nurses will give a significant experience 
to patients. Although the individual difference among nurses is inevitable, nurses are required 
to express the proper emotion to patients regarding their responsibility as a nurse or institution  
Occupation as a nurse which requires face-to-face interaction with patients allows nurses to 
experience the unpleasant event when they are not able to display a proper strategy (Altuntaş 
& Altun, 2015). Practicing emotional labor is a major element in performing a job and personal 
interaction in the organizational environment. An appropriate emotional regulation from 
employees can improve teamwork and professionalism in the organization. Deep acting 
strategy is assumed capable to significantly improve cultural work, especially in enhancing 
service quality to patients (Grandey & Sayre, 2019) .  
 
Some previous studies showed that professionalism in nurse environment is also influenced by 
several factors, such as educational level, work experience, work environment, and position in 
the office (Solomon et al., 2015; Tanaka et al., 2014). The organizational aspects include 
organization type, rewarding system, nurse involvement in the hospital, and organizational 
culture (Ghadirian et al., 2014). Organizational culture refers to beliefs, ideology, principal, 
and values that are followed by society in a certain environment (Kamel et al., 2017). Working 
environment which puts attention to service has a set of rules and values and followed by the 
member of an organization. This system is called organizational culture. Creating an 
organizational culture which can rise teamwork among the members is the current focus of 
hospital management instead of material profit (Kamel et al., 2017). The improvement of 
patient safety as the main hospital responsibility is started by creating and maintain the culture 
(Stock et al., 2017). 
 
Organizational culture is influenced by several aspects: internal communication, work balance, 
leadership style, employee satisfaction, reward system, and organization’s performance 
(Kamel et al., 2017). Those factors will also affect to organization’s productivity and profit. 
Organizational culture in the medical field is led by management’s ability to organize human 
resource and patient satisfaction. If the hospital can maximize those factors, it will help to 
improve interpersonal relations among medical professionals and respect every single 
achievement. Organizational culture strongly relates to performance and communication 
processes in the workplace (Sass, 2000) and decrease turnover intention (Lee & Jang, 2020). 
Organizational culture enables giving understanding to organization members regarding values 
and procedures (Scott-Findlay & Estabrooks, 2006) and strategies of emotional labor (Choi & 
Guy, 2020). This process can become guidance for people to act and behave in the workplace. 
Hospital culture can harmonize the way nurse interact with other people, especially patients. 
 
Organizational culture practice can accelerate standard achievement in applying norms and 
regulations in the workplace (Manley et al., 2011). Organizational culture enables the 
improvement of nurses’ performance, job satisfaction, and problem-solving skill (Kamel et al., 
2017; Kim et al., 2016). Moreover, when most the organization members focus on quality 
improvement, it will support an innovative work environment. Organizational culture 
influences attitude and decision of organization members. This is because organizational 
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culture links with values, beliefs, and individual behavior, either in negative or posite way. 
Organizational culture which gives authority and freedom to nurse also has significant role. It 
will encourage nursse to apply initiative and show professionalism during work (Manojlovich 
& Ketefian, 2002). Therefore, hospital management, especially the head of nurse, needs to 
create a working environment that supports communication and coordination between nurses 
and other hospital staff. This atmosphere can lower negative behaviors during work (Yeun & 
Han, 2016). 
 
The mechanism of emotional labor strategy towards nursing professionalism mediated by 
organizational culture can be explained with control theory (Diefendorff & Gosserand, 2003). 
Control theory consists of four components: input, standard, comparator, and output. When the 
nurse interacts with patients, there is an emotional exchange between them. The emotional 
exchange is affected by the self-perception of nurse in terms of display rules in their working 
unit. This factor then influences the type of regulation strategy that will be displayed (surface 
or deep acting). Apart from self-perception, service delivery is also influenced by obligation as 
a nurse, includes health rules and emotional aspects when serving the patients. Emotional 
display standard (display rule) based on organizational culture in each hospital. Therefore, 
organizational culture becomes a mediate variable which affects emotional labor towards 
nursing professionalism. The different emotional displays will indirectly influence 
professionalism which is mediated by perception about the organization’s culture. Nurses who 
display deep acting strategy is presumed to indirectly show professionalism with mediation of 
organizational culture perception. 
The results of meta-analysis of emotional labor research have proven that previous researchs 
have focused more on the impact of deep and surface acting strategies only at the level of 
individual of nurse, such as burnout (Zaghini, Biagioli, Proietti, Badolamenti, Fiorini, & Sili, 
2020; Kim, 2020), self-efficacy, and type A behavior patterns (Jeung, Kim, and Chang, 2018). 
Research that examines the impact of emotional labor strategies from the organizational level 
such as organizational culture is still limited. In fact, the emotional labor strategy occurs 
because of the display rules that nurses must obey and this is rooted in the organizational culture 
(Diefendorff, Erickson, Grandey, & Dahling, 2011). The gap in this study provides an 
opportunity for researchers to examine organizational culture variables that mediate the indirect 
effect of emotional labor strategies on nurse professionalism in experimental design study. 
 
OBJECTIVE 
The study aim is to measure the indirect effect between surface and deep acting strategy 
mediated by organizational culture perception towards nursing professionalism which is. 
Organizational culture variable will mediate the indirect effect between surface and deep acting 
to nursing professionalism. This study contributes in providing description and explaining the 
effect of surface and deep acting on the organizational culture which is still limited in previous 
studies, especially in the context of health service between nurse and patient.  
 
METHODS 
This study aimed to measure the role of organizational culture as a moderator variable of 
emotional labor strategy and nursing professionalism. The hypothesis test was conducted by 
collecting the instruments from 136 nurses. The respondents of this study were a full-time nurse 
in several hospitals. The average age of respondents was 22-30 years old (46%), while the most 
dominant tenure ranged from 5-10 years (58.4%). The respondents came from several 
educational backgrounds, start from Diploma until Profession. Participants are dominated by 
female (98%). 
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Measurement  
Emotional Labor Strategy Scale 
Emotional regulation strategies were measured using nine items. This instrument adopted the 
scale of Gosserand and Diefendorff (2005). The emotional labor strategy scale consists of 
surface acting (5 items) and deep acting (4 items). Scoring was done by calculating the total 
score of surface and deep acting items separately. The reliability of this instrument showed 
good internal consistency α = 0.84. One of the example of surface acting items is "I fake the 
emotional expression which must be displayed during interaction with patients" and the 
example of deep acting items is "I try to feel the emotion that I should display when 
encountering the patients”. The measurement of emotional labor ranged from 1 (strongly 
inappropriate) – 5 (strongly appropriate). 

 
Organizational Culture Scale 
The organizational culture variable was measured using the scale from (Jafree et al., 2016). 
The reliability of this instrument showed good internal consistency α = 0.88 for 27 items. 
Organizational culture consisted of six aspects: 1) Nursing participation in governance, 2) 
Nurse manager ability leadership and support, 3) Nurse participation in Hospital Affairs, 4) 
Nurse foundations for quality of care, 5) Nurse coworker relations, and 6) Nursing Staffing and 
Resource. One of the item examples is “Nurse applies written planning in delivering service to 
patients”. The organizational culture score was measured from 1 (strongly inappropriate) – 5 
(strongly appropriate).  

 
Nursing Professionalism Scale 
Nursing professionalism attribute was measured by 12 scales from Lombarts, Plochg, 
Thompson, and Arah (2014). Nursing professionalism consists of four aspects: 1) improving 
the quality of care, 2) maintaining professional competence, 3) fulfilling professional 
competence, 4) shared education and collaboration. One of the item examples is: “I am 
responsible to supervise the result of medical treatment for patients”. Analysis of Cronbach 
alpha resulted in 0.87 for the reliability of this scale which consists of 8 items. Nursing 
professionalism score was measured from 1 (strongly inappropriate) – 5 (strongly appropriate). 
 
Data Analysis  
To answer the study hypothesis, we applied analysis of 4 model mediation by PROCESS 
(Hayes & Scharkow, 2013). Hayes process is a method for analyzing data in order to measure 
the mediation model which is a part of regression analysis and measure both direct and indirect 
effects between one variable to another (Field, 2013).  
 
Ethical consideration 
In considering the ethics of the study, researchers used a peer review of two lecturers of 
psychology to provide an assessment of whether there is any risk arising from the planned 
research procedure. The nurses who participated in this study obtained informed consent 
including an explanation of the research objectives, procedures, and their rights in this study. 
 
RESULT  
Descriptive Analysis 
From 136 participants who had completed the questionnaire, 12 participants were eliminated 
because of incomplete responses in emotional labor form. Therefore, the number of participants 
analyzed in this study was 124. Each respondent was measured with deep and surface acting 
because in its application, nurse can display deep or surface acting consecutively when 
interacting with patients. From 124 nurses, 53 respondents (42.7%) tend to perform surface 
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acting, while 71 nurses (57.3%) tend to perform deep acting. This result indicated that the 
sample group of nurses in this study generally display deep acting than surface acting when 
working. The level of nursing professionalism and organizational culture is categorized in the 
high level, for each category was 98 participants (79%).  
 
Hypothesis Test 
The role of organizational culture in mediating the effect of surface acting to nursing 
professionalism 
This study measured the mediation role of organizational culture which indirectly affected 
surface and deep acting towards professionalism. In H1, it was expected that there is a 
significant effect between surface acting strategy to professionalism with organizational culture 
as mediation. The answer from Porcess method can be described in table 1: 
 
 
 
 
 
 
 
Table 1.  
The influence of Surface Acting (SA) toward Nursing Professionalism (NP) by mediation of 
Organizational Culture (OC) 
 
 
Antecedent 

Consequence 
M (OC) Y (NP) 

 Coeff. SE p  Coeff. SE p 
X (SA) a -0.07 0.04 0.09 c’ -0.02 0.05 0.66 
M (OC)     b 0.24 0.10 0.02 
Constant i1 4.31 0.13 0.00 i2 3.11 0.49 0.00 
  R2 = 0.02 

F(1,122) = 2.91, p = 0.09 
 R2 = 0.04 

F(2,121) = 2.87, p = 0.06 
 
 
 
 
 

 

 

 
 
Picture 1. Hypothesis Test for the Influence of Surface Acting towards Nursing 

Professionalism through Organizational Culture  
 

Process analysis showed that organziational culture as mediation variable on surface acting to 
nursing professionalism has no significant relationship, b = -0.01, 95% CI [-0.05 – 0.00]. 
Therefore, H1 was declined.  
 

The role of Organizational Culture in moderating the effect of Surface Acting Strategy 
towards Nursing Professionalism 

b = 0.24, p = 0.02 b = -0.07, p = 0.09 
Organizational 

Culture 
 

Surface Acting 
Strategy Direct Effect, b = -0.02 

p = 0.66 

Nursing 
Professionalism 
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The result we expected to answer H2 is that deep acting indirectly affects nursing 
professionalism through organizational culture as a mediation variable. Process analysis in 
table 2 showed that there is a significant effect on deep acting to nursing professionalism 
through organizational culture which is indirect, b = 0.03, 95% CI [-0.00 – 0.94]. Therefore, 
H2 was accepted. 
 

Table 2.  

The Influence of  Deep Acting (DA) towards Nursing Professionalism (NP) with mediation of 
Organizational Culture (OC) 
 
 
Antecedent 

Consequence 
M (OC) Y (NP) 

 Coeff. SE p  Coeff. SE p 
X (DA) a 0.16 0.06 0.00 c’ 0.12 0.07 0.09 
M (OC)     b 0.21 0.11 0.05 
Constant i1 3.53 0.21 0.00 i2 2.76 0.45 0.00 
  R2 = 0.06 

F(1,122) = 7.32, p = 0.00 
 R2 = 0.07 

F(2,121) = 4.25, p = 0.01 
 
 
 
 
 
  
 
 
 
 
 
 

 
 
 
 
Picture 2. Hypothesis test of Deep Acting Effect towards Nursing Professionalism through 

Organizational Culture 
 
 
DISCUSSION 
The result of mediation model study found that surface acting strategy did not affect the 
increase of organizational culture and nursing professionalism, neither directly nor indirectly. 
In contrast, the result of this study showed that there was a positive influence of deep acting 
strategy on the increase of organizational culture and nursing professionalism which occurred 
significantly. Nurses who display surface acting strategy can modify the emotional expression 
when interacting with patients, although it is not fit with current feelings. When dealing with 
patients, the nurse tries to suppress the negative emotion and pretend to show positive emotion. 
Generally, modifying emotional expression for a nurse is not violation at all. The nurse who 
displays surface acting is a part of obedience to display rule. Display rule is a root of an 
organization or hospital norm. However, nurse obedience when displaying surface acting based 
on job condition, not hospital or organization condition. Therefore, surface acting strategy 
performed by nurse did not significantly affect organizational culture. In addition, modifying 
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surfce acting expression when providing healthcare service does not influence nursing 
professionalism. This is because nurses who display surface acting still provide service based 
on professionalism context in their operational procedure. 
 
Deep acting strategy indirectly influences nursing professionalism through organizational 
culture. Deep acting strategy does not only obey the display rule, but it canprovide health 
service more than the existing standard operational procedure. The display rule which becomes 
basic rule in showing emotion is the reflection of the company’s organizational culture. An 
individual who can perform their job in deep acting strategy will have stronger value to 
organizational culture. These findings support the previous study which states that deep acting 
strategy relates to the display rule. Nurses’ response that display surface acting during work 
tend to improve service quality by 88.7%, while display deep acting 99%. Besides, an initiative 
to enhance service showed the difference between surface acting and deep acting, with 86.8% 
and 94.3% in order. 
 
The difference in organizational culture towards nursing professionalism is on the willingness 
of self-evaluation. For this aspect, participants showed the medium organizational culture 
84.6%. This result is lower than participants who perform 97% of organizational culture 
perception. Similarly, maintaining competence which is performed by nurses shows the 
difference. An individual with medium perception of organizational culture, rated 81% to 
preserve competency, then nurses who have a higher perception of organizational culture by 
94%.  
 
People with a high perception of organizational culture correlate with nursing professionalism. 
Nurses can assess whether the hospital provides a chance to participate in hospital service 
improvement so they can improve themselves and enhance the service quality through self-
evaluation during work. Nursing professionalism is performed by responsibility and dedication 
to fulfill the health service standard, attention to self-competence, self-responsibility, and 
willingness to collaborate with other parties in an organization. While nursing professionalism 
is performed through a commitment to show the warmness, caring, ethical code, and 
sustainability self-improvement in order to reach patients’ well-being. The previous study 
found that organizational culture is the fundamental factor in determining professionalism 
among nurses (Manojlovich & Ketefian, 2002). Nurses who are in a supportive environment 
are likely to participate in service delivery and monitoring for patients as well as work together 
with other medical staff in a collaborative. 
 
Based on control theory, every nurse has self-perception about display rules when interacting 
with patients. Self-perception regarding display rule must be understood and applied in every 
work unit. a company or hospital always has a standard for their employee to perform a job, 
which have to be applied by nurses, especially emotional aspect when delivering a service. 
Nurses’ self-perception will be adapted with a standard from the comparator. If the gap happens 
between personal emotion and display rule standard, nurses will apply emotional regulation to 
decrease that gap. Emotional display which is performed by nurses can be surface or deep 
acting. Comparator aspect in this theory will continuously happen and become guidance for 
nurses. Organizational culture variable has a role as the comparator for nurses in order to 
strengthen its positive effect to work behavior by maintaining professionalism. Nurses who 
perform deep acting strategy as the emotional display will have higher perception input to 
improve professionalism. This condition happens because service is delivered sincerely and 
appropriately with organizational culture. In addition, an individual who delivers deep acting 
will have a stronger input self-perceptionto organizational culture. This enables a person to 
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apply the work value properly, especially when offering health service. Deep acting strategy 
with self willingness to apply professionalism during work allows strengthening self-
perception to hospital management in order to collaborate with nurses in providing healthcare 
system.  
 
CONCLUSION 
This study provided new significant finding which positively affects deep acting strategy to 
organizational culture and nursing professionalism, while surface acting did not significantly 
give negative effect in lowering organizational culture and professionalism. This study also 
found that organizational culture affects the increase of nursing professionalism. Deep acting 
strategy indirectly affects nursing professionalism through organizational culture as a 
mediation variable.  
 
Either deep acting or surface acting is the nurse’s strategy to regulate emotion during service 
delivery to patients. Nurses who tend to modify their emotions through surface acting did not 
prove to perform low organizational culture and professionalism in the hospital. Whereas, 
nurses who tend to modify their emotions through deep acting, have proven to perform greater 
organizational culture and professionalism. A deep acting strategy can be implemented in 
sincere service and beyond the organization’s expectation. Therefore, this condition can 
represent high organizational culture and professionalism value in every task. Deep acting 
strategy influence professionalism indirectly, without advanced understanding and perception 
towards hospital culture.  
 
The organizational culture which has been internalized enables the achievement of 
professionalism standards through the same understanding among all members in an 
organization. Therefore, the hospitals should maintain their service quality by training and 
development as well as monitoring nurses to display deep acting strategy.  
 
The future study can be developed by using a larger sample size. Besides, level classification 
or work unit of participants should be examined. Those factors are necessary to consider 
because the researcher can acquire a more detailed description. Other individual aspects that 
can be noticed are personality types, emotional intelligence or job autonomy. These aspects 
can be measured in the next study which can influence the perception of organizational culture.  
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FIGURE CAPTIONS: 
 
 
 
 

 

 

 
 

Picture 1. Hypothesis Test for the Influence of Surface Acting towards Nursing 
Professionalism through Organizational Culture 

 
 
 
 
 
 
 
 
 
 
 
 
 
 

Picture 2. Hypothesis test of Deep Acting Effect towards Nursing Professionalism through 
Organizational Culture 

 
 
TABLE CAPTIONS: 
 

Table 1. 
The influence of Surface Acting (SA) toward Nursing Professionalism (NP) by mediation of 
Organizational Culture (OC) 
 
 
Antecedent 

Consequence 
M (OC) Y (NP) 

 Coeff. SE p  Coeff. SE p 
X (SA) a -0.07 0.04 0.09 c’ -0.02 0.05 0.66 
M (OC)     b 0.24 0.10 0.02 
Constant i1 4.31 0.13 0.00 i2 3.11 0.49 0.00 
  R2 = 0.02 

F(1,122) = 2.91, p = 0.09 
 R2 = 0.04 

F(2,121) = 2.87, p = 0.06 
 
 
 
 
 
 
 

b = 0.24, p = 0.02 b = -0.07, p = 0.09 
Organizational 

Culture 
 

Surface Acting 
Strategy Direct Effect, b = -0.02 

p = 0.66 

Nursing 
Professionalism 

Direct Effect, b = 0.12, 
p = 0.09 

b = 0.21, p = 0.05 b = 0.16, p = 0.07 Organizational 
Culture 

Deep Acting  
Strategy 

Nursing 
Professionalism 

Indirect Effect, b = 0.03, 95% CI [-0.00 - 0.94] 



Table 2. 
The Influence of  Deep Acting (DA) towards Nursing Professionalism (NP) with mediation of 
Organizational Culture (OC) 
 
 
Antecedent 

Consequence 
M (OC) Y (NP) 

 Coeff. SE p  Coeff. SE p 
X (DA) a 0.16 0.06 0.00 c’ 0.12 0.07 0.09 
M (OC)     b 0.21 0.11 0.05 
Constant i1 3.53 0.21 0.00 i2 2.76 0.45 0.00 
  R2 = 0.06 

F(1,122) = 7.32, p = 0.00 
 R2 = 0.07 

F(2,121) = 4.25, p = 0.01 
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The Mediation Role Of Organizational Culture On Deep Acting 

Effect Towards Nursing Professionalism 
 

ABSTRACT 
 

Background: Surface and deep acting strategy is necessary for nurses to provide health care 
for society through friendliness, caring, and positive emotion.  
Purpose: This study aimed to measure the influence of emotional labor strategy (surface and 
deep acting) toward nurse professionalism mediated by organizational culture.  
Methods: This study is experimental with between participants design. The participants of 
this study was 124 hospital nurses. The instrument in this study used emotional labor, 
organizational culture, and nursing professionalism scale. This study was conducted using 
mediation model technique by Hayes Process.  
Results: The study result showed full mediation of deep acting strategy toward nursing 
professionalism which affected by organizational culture. Nurses who display deep acting to 
their patient indirectly affect professionalism through mediation of organizational culture. 
However, this finding was not similar in surface acting.  
Conclusion: This study was in line with control theory that organizational culture has a role 
as comparator for nurse to engage in professionalism in providing healthcare fot society. It is 
suggested that organizational culture are essential for implementing nursing professional in 
the hospital. 
 
Keyword: Organizational culture; deep acting; surface acting; nursing professionalism 
 
BACKGROUND 
The role of nurses in various public health centers and hospitals shows a significant amount 
in terms of quantity. The Ministry of Health of the Republic of Indonesia shows nurses 
occupy the highest position compared to other medical personnel, namely 29.66% 
(Indonesian Health Ministry, 2017). While in the world, to achieve the third Sustainable 
Development Goals (SDGs), called health and welfare, WHO estimates the need for nurses 
around the world to reach nine million by 2030 (World Health Organization, 2018). The 
demands on the number of the nurses are currently faced with the responsibility to serve both 
quantity and quality-oriented (Lombarts et al., 2014). One of the nurse’s responsibilities is to 
enhance the service quality for patients. The health professional needs to adapt and respond 
rapidly in fulfilling our society’s demand for the healthcare system, either in the level of a 
person, family, or community (Akhtar-Danesh et al., 2013). The complexity happened in 
medical field and technology development give several changes in nurses’ working 
environments such as maintaining professionalism. Professionalism refers to the level of 
knowledge and responsibility to work based on institution standards.  
 
Professionalism for the nurse is the crucial aspect to show credibility and positive evaluation 
from surroundings. Professionalism performed by a nurse during work time will directly 
affect people’s judgment (Primm, 2010). Professionalism has eight aspects: continuous 
learning, accountability and initiative, self-care and professional growth, responsibility and a 
sense of duty, compassion and respect for others, integrity and trustworthiness, teamwork and 
professional demeanor, concern for the welfare of others. The specific knowledge and 
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guidance of behavior are strongly required to perform the job and function as well (Jang et 
al., 2016). These needs include a basic standard when giving a treatment, such as a friendly 
attitude, and readiness in every condition. Therefore, when a nurse shows enthusiasm towards 
professionalism, it will increase their knowledge due to the standard rules and technical skill. 
The service quality perceived by patient depends on nurse performance (Lombarts et al., 
2014). Nurses who are capable to develop professionalism in their task allows the rising of 
service care to patients. Therefore, professionalism among nurses and other health care 
professionals becomes the main focus to fulfill hospital demands. Meanwhile, 
professionalism can affect the maintenance process, especially in decision making and 
service delivery. Understanding professionalism will help nurses to provide a better service to 
patients (Bunkenborg et al., 2012). 
 
However, most medical officers especially nurses, feel several emotions during their 
interaction with the patients (Bagdasarov & Connelly, 2015). The incompetence of nurse to 
regulate their emotion will affect to ability degrading in applying ethical code. Everyone has 
an ability or strategy regarding emotional regulation in the working environment (Ghalandari 
et al., 2013). This kind of strategy is called emotional labor. Emotional labor is a strategy 
used in regulating emotions or feelings to give the appearance of the body and face according 
to the demands of the job (Hochschild, 1983). Emotional labor strategy is commonly applied 
into two types: deep acting and surface acting. Both of these strategies can be used alternately 
by the nurse in certain conditions.  
 
Those strategies of emotional labor relate to internal emotion regulation and emotional 
expression display (Grandey & Melloy, 2017). Nurses who display deep acting strategies can 
regulate their internal emotions and demand of patient’s needs. Therefore, they can serve 
healthcare according to the hospital’s standard. On the other hand, nurses who perform 
surface acting strategy will experience emotional fabrication in delivering health service to 
patient. Nurses with surface acting criteria will not feel positive emotion, yet they just try to 
show fake emotion as a work demand. Emotional labor can create both positive and negative 
emotions during the work process. 
 
The strategy to apply emotional labor is a crucial aspect in providing service to our society in 
order to maintain the sustainability of hospital quality. Emotional labor in its application 
involves induction or feeling suppression to preserve the external appearance and show good 
impression to others (Gray, 2010). Emotion showed by nurses will give a significant 
experience to patients. Although the individual difference among nurses is inevitable, nurses 
are required to express the proper emotion to patients regarding their responsibility as a nurse 
or institution  
Occupation as a nurse which requires face-to-face interaction with patients allows nurses to 
experience the unpleasant event when they are not able to display a proper strategy (Altuntaş 
& Altun, 2015). Practicing emotional labor is a major element in performing a job and 
personal interaction in the organizational environment. An appropriate emotional regulation 
from employees can improve teamwork and professionalism in the organization. Deep acting 
strategy is assumed capable to significantly improve cultural work, especially in enhancing 
service quality to patients (Grandey & Sayre, 2019) .  
 
Some previous studies showed that professionalism in nurse environment is also influenced 
by several factors, such as educational level, work experience, work environment, and 
position in the office (Solomon et al., 2015; Tanaka et al., 2014). The organizational aspects 
include organization type, rewarding system, nurse involvement in the hospital, and 
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organizational culture (Ghadirian et al., 2014). Organizational culture refers to beliefs, 
ideology, principal, and values that are followed by society in a certain environment (Kamel 
et al., 2017). Working environment which puts attention to service has a set of rules and 
values and followed by the member of an organization. This system is called organizational 
culture. Creating an organizational culture which can rise teamwork among the members is 
the current focus of hospital management instead of material profit (Kamel et al., 2017). The 
improvement of patient safety as the main hospital responsibility is started by creating and 
maintain the culture (Stock et al., 2017). 
 
Organizational culture is influenced by several aspects: internal communication, work 
balance, leadership style, employee satisfaction, reward system, and organization’s 
performance (Kamel et al., 2017). Those factors will also affect to organization’s productivity 
and profit. Organizational culture in the medical field is led by management’s ability to 
organize human resource and patient satisfaction. If the hospital can maximize those factors, 
it will help to improve interpersonal relations among medical professionals and respect every 
single achievement. Organizational culture strongly relates to performance and 
communication processes in the workplace (Sass, 2000) and decrease turnover intention (Lee 
& Jang, 2020). Organizational culture enables giving understanding to organization members 
regarding values and procedures (Scott-Findlay & Estabrooks, 2006) and strategies of 
emotional labor (Choi & Guy, 2020). This process can become guidance for people to act and 
behave in the workplace. Hospital culture can harmonize the way nurse interact with other 
people, especially patients. 
 
Organizational culture practice can accelerate standard achievement in applying norms and 
regulations in the workplace (Manley et al., 2011). Organizational culture enables the 
improvement of nurses’ performance, job satisfaction, and problem-solving skill (Kamel et 
al., 2017; Kim et al., 2016). Moreover, when most the organization members focus on quality 
improvement, it will support an innovative work environment. Organizational culture 
influences attitude and decision of organization members. This is because organizational 
culture links with values, beliefs, and individual behavior, either in negative or posite way. 
Organizational culture which gives authority and freedom to nurse also has significant role. It 
will encourage nursse to apply initiative and show professionalism during work (Manojlovich 
& Ketefian, 2002). Therefore, hospital management, especially the head of nurse, needs to 
create a working environment that supports communication and coordination between nurses 
and other hospital staff. This atmosphere can lower negative behaviors during work (Yeun & 
Han, 2016). 
 
The mechanism of emotional labor strategy towards nursing professionalism is mediated by 
organizational culture can be explained with control theory (Diefendorff & Gosserand, 2003). 
Control theory consists of four components: input, standard, comparator, and output. When 
the nurse interacts with patients, there is an emotional exchange between them. The 
emotional exchange is affected by the self-perception of nurse in terms of display rules in 
their working unit. This factor then influences the type of regulation strategy that will be 
displayed (surface or deep acting). Apart from self-perception, service delivery is also 
influenced by obligation as a nurse, includes health rules and emotional aspects when serving 
the patients. Emotional display standard (display rule) based on organizational culture in each 
hospital. Therefore, organizational culture becomes a mediate variable which affects 
emotional labor towards nursing professionalism. The different emotional displays will 
indirectly influence professionalism which is mediated by perception about the organization’s 
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culture. Nurses who display deep acting strategy is presumed to indirectly show 
professionalism with mediation of organizational culture perception. 
The results of meta-analysis of emotional labor research have proven that previous researchs 
have focused more on the impact of deep and surface acting strategies only at the level of 
individual of nurse, such as burnout (Zaghini, Biagioli, Proietti, Badolamenti, Fiorini, & Sili, 
2020; Kim, 2020), self-efficacy, and type A behavior patterns (Jeung, Kim, and Chang, 
2018). Research that examines the impact of emotional labor strategies from the 
organizational level such as organizational culture is still limited. In fact, the emotional labor 
strategy occurs because of the display rules that nurses must obey and this is rooted in the 
organizational culture (Diefendorff, Erickson, Grandey, & Dahling, 2011). The gap in this 
study provides an opportunity for researchers to examine organizational culture variables that 
mediate the indirect effect of emotional labor strategies on nurse professionalism in 
experimental design study. 
 
OBJECTIVE 
The study aim is to measure the indirect effect between surface and deep acting strategy 
towards nursing professionalism which is mediated by organizational culture perception. 
Organizational culture variable will mediate the indirect effect between surface and deep 
acting to nursing professionalism. This study contributes in providing description and 
explaining the effect of surface and deep acting on the organizational culture which is still 
limited in previous studies, especially in the context of health service between nurse and 
patient.  
 
METHODS 
This study aimed to measure the role of organizational culture as a moderator variable of 
emotional labor strategy and nursing professionalism. The hypothesis test was conducted by 
collecting the instruments from 136 nurses. The respondents of this study were a full-time 
nurse in several hospitals. The average age of respondents was 22-30 years old (46%), while 
the most dominant tenure ranged from 5-10 years (58.4%). The respondents came from 
several educational backgrounds, start from Diploma until Profession. Participants are 
dominated by female (98%). 
 
Measurement  
Emotional Labor Strategy Scale 
Emotional regulation strategies were measured using nine items. This instrument adopted the 
scale of Gosserand and Diefendorff (2005). The emotional labor strategy scale consists of 
surface acting (5 items) and deep acting (4 items). Scoring was done by calculating the total 
score of surface and deep acting items separately. The reliability of this instrument showed 
good internal consistency α = 0.84. One of the example of surface acting items is "I fake the 
emotional expression which must be displayed during interaction with patients" and the 
example of deep acting items is "I try to feel the emotion that I should display when 
encountering the patients”. The measurement of emotional labor ranged from 1 (strongly 
inappropriate) – 5 (strongly appropriate). 

 
Organizational Culture Scale 
The organizational culture variable was measured using the scale from (Jafree et al., 2016). 
The reliability of this instrument showed good internal consistency α = 0.88 for 27 items. 
Organizational culture consisted of six aspects: 1) Nursing participation in governance, 2) 
Nurse manager ability leadership and support, 3) Nurse participation in Hospital Affairs, 4) 
Nurse foundations for quality of care, 5) Nurse coworker relations, and 6) Nursing Staffing 
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and Resource. One of the item examples is “Nurse applies written planning in delivering 
service to patients”. The organizational culture score was measured from 1 (strongly 
inappropriate) – 5 (strongly appropriate).  

 
Nursing Professionalism Scale 
Nursing professionalism attribute was measured by 12 scales from Lombarts, Plochg, 
Thompson, and Arah (2014). Nursing professionalism consists of four aspects: 1) improving 
the quality of care, 2) maintaining professional competence, 3) fulfilling professional 
competence, 4) shared education and collaboration. One of the item examples is: “I am 
responsible to supervise the result of medical treatment for patients”. Analysis of Cronbach 
alpha resulted in 0.87 for the reliability of this scale which consists of 8 items. Nursing 
professionalism score was measured from 1 (strongly inappropriate) – 5 (strongly 
appropriate). 
 
Data Analysis  
To answer the study hypothesis, we applied analysis of 4 model mediation by PROCESS 
(Hayes & Scharkow, 2013). Hayes process is a method for analyzing data in order to measure 
the mediation model which is a part of regression analysis and measure both direct and 
indirect effects between one variable to another (Field, 2013).  
 
Ethical consideration 
In considering the ethics of the study, researchers used a peer review of two lecturers of 
psychology to provide an assessment of whether there is any risk arising from the planned 
research procedure. The nurses who participated in this study obtained informed consent 
including an explanation of the research objectives, procedures, and their rights in this study. 
 
RESULT  
Descriptive Analysis 
From 136 participants who had completed the questionnaire, 12 participants were eliminated 
because of incomplete responses in emotional labor form. Therefore, the number of 
participants analyzed in this study was 124. Each respondent was measured with deep and 
surface acting because in its application, nurse can display deep or surface acting 
consecutively when interacting with patients. From 124 nurses, 53 respondents (42.7%) tend 
to perform surface acting, while 71 nurses (57.3%) tend to perform deep acting. This result 
indicated that the sample group of nurses in this study generally display deep acting than 
surface acting when working. The level of nursing professionalism and organizational culture 
is categorized in the high level, for each category was 98 participants (79%).  
 
Hypothesis Test 
The role of organizational culture in mediating the effect of surface acting to nursing 
professionalism 
This study measured the mediation role of organizational culture which indirectly affected 
surface and deep acting towards professionalism. In H1, it was expected that there is a 
significant effect between surface acting strategy to professionalism with organizational 
culture as mediation. The answer from Porcess method can be described in table 1: 
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Table 1.  
The influence of Surface Acting (SA) toward Nursing Professionalism (NP) by mediation of 
Organizational Culture (OC) 
 
 
Antecedent 

Consequence 
M (OC) Y (NP) 

 Coeff. SE p  Coeff. SE p 
X (SA) a -0.07 0.04 0.09 c’ -0.02 0.05 0.66 
M (OC)     b 0.24 0.10 0.02 
Constant i1 4.31 0.13 0.00 i2 3.11 0.49 0.00 
  R2 = 0.02 

F(1,122) = 2.91, p = 0.09 
 R2 = 0.04 

F(2,121) = 2.87, p = 0.06 
 
 
 
 
 

 

 

 
 
Picture 1. Hypothesis Test for the Influence of Surface Acting towards Nursing 

Professionalism through Organizational Culture  
 

Process analysis showed that organziational culture as mediation variable on surface acting to 
nursing professionalism has no significant relationship, b = -0.01, 95% CI [-0.05 – 0.00]. 
Therefore, H1 was declined.  
 

The role of Organizational Culture in moderating the effect of Surface Acting Strategy 
towards Nursing Professionalism 
The result we expected to answer H2 is that deep acting indirectly affects nursing 
professionalism through organizational culture as a mediation variable. Process analysis in 
table 2 showed that there is a significant effect on deep acting to nursing professionalism 
through organizational culture which is indirect, b = 0.03, 95% CI [-0.00 – 0.94]. Therefore, 
H2 was accepted. 
 

Table 2.  

The Influence of  Deep Acting (DA) towards Nursing Professionalism (NP) with mediation of 
Organizational Culture (OC) 
 
 
Antecedent 

Consequence 
M (OC) Y (NP) 

 Coeff. SE p  Coeff. SE p 
X (DA) a 0.16 0.06 0.00 c’ 0.12 0.07 0.09 
M (OC)     b 0.21 0.11 0.05 
Constant i1 3.53 0.21 0.00 i2 2.76 0.45 0.00 
  R2 = 0.06 

F(1,122) = 7.32, p = 0.00 
 R2 = 0.07 

F(2,121) = 4.25, p = 0.01 

b = 0.24, p = 0.02 b = -0.07, p = 0.09 
Organizational 

Culture 
 

Surface Acting 
Strategy Direct Effect, b = -0.02 

p = 0.66 

Nursing 
Professionalism 



 
 
 
 
 
  
 
 
 
 
 
 

 
 
 
 
Picture 2. Hypothesis test of Deep Acting Effect towards Nursing Professionalism through 

Organizational Culture 
 
 
DISCUSSION 
The result of mediation model study found that surface acting strategy did not affect the 
increase of organizational culture and nursing professionalism, neither directly nor indirectly. 
In contrast, the result of this study showed that there was a positive influence of deep acting 
strategy on the increase of organizational culture and nursing professionalism which occurred 
significantly. Nurses who display surface acting strategy can modify the emotional 
expression when interacting with patients, although it is not fit with current feelings. When 
dealing with patients, the nurse tries to suppress the negative emotion and pretend to show 
positive emotion. Generally, modifying emotional expression for a nurse is not violation at 
all. The nurse who displays surface acting is a part of obedience to display rule. Display rule 
is a root of an organization or hospital norm. However, nurse obedience when displaying 
surface acting based on job condition, not hospital or organization condition. Therefore, 
surface acting strategy performed by nurse did not significantly affect organizational culture. 
In addition, modifying surfce acting expression when providing healthcare service does not 
influence nursing professionalism. This is because nurses who display surface acting still 
provide service based on professionalism context in their operational procedure. 
 
Deep acting strategy indirectly influences nursing professionalism through organizational 
culture. Deep acting strategy does not only obey the display rule, but it canprovide health 
service more than the existing standard operational procedure. The display rule which 
becomes basic rule in showing emotion is the reflection of the company’s organizational 
culture. An individual who can perform their job in deep acting strategy will have stronger 
value to organizational culture. These findings support the previous study which states that 
deep acting strategy relates to the display rule. Nurses’ response that display surface acting 
during work tend to improve service quality by 88.7%, while display deep acting 99%. 
Besides, an initiative to enhance service showed the difference between surface acting and 
deep acting, with 86.8% and 94.3% in order. 
 
The difference in organizational culture towards nursing professionalism is on the willingness 
of self-evaluation. For this aspect, participants showed the medium organizational culture 
84.6%. This result is lower than participants who perform 97% of organizational culture 

Direct Effect, b = 0.12, 
p = 0.09 

b = 0.21, p = 0.05 b = 0.16, p = 0.07 Organizational 
Culture 

Deep Acting  
Strategy 

Nursing 
Professionalism 

Indirect Effect, b = 0.03, 95% CI [-0.00 - 0.94] 
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perception. Similarly, maintaining competence which is performed by nurses shows the 
difference. An individual with medium perception of organizational culture, rated 81% to 
preserve competency, then nurses who have a higher perception of organizational culture by 
94%.  
 
People with a high perception of organizational culture correlate with nursing 
professionalism. Nurses can assess whether the hospital provides a chance to participate in 
hospital service improvement so they can improve themselves and enhance the service 
quality through self-evaluation during work. Nursing professionalism is performed by 
responsibility and dedication to fulfill the health service standard, attention to self-
competence, self-responsibility, and willingness to collaborate with other parties in an 
organization. While nursing professionalism is performed through a commitment to show the 
warmness, caring, ethical code, and sustainability self-improvement in order to reach 
patients’ well-being. The previous study found that organizational culture is the fundamental 
factor in determining professionalism among nurses (Manojlovich & Ketefian, 2002). Nurses 
who are in a supportive environment are likely to participate in service delivery and 
monitoring for patients as well as work together with other medical staff in a collaborative. 
 
Based on control theory, every nurse has self-perception about display rules when interacting 
with patients. Self-perception regarding display rule must be understood and applied in every 
work unit. a company or hospital always has a standard for their employee to perform a job, 
which have to be applied by nurses, especially emotional aspect when delivering a service. 
Nurses’ self-perception will be adapted with a standard from the comparator. If the gap 
happens between personal emotion and display rule standard, nurses will apply emotional 
regulation to decrease that gap. Emotional display which is performed by nurses can be 
surface or deep acting. Comparator aspect in this theory will continuously happen and 
become guidance for nurses. Organizational culture variable has a role as the comparator for 
nurses in order to strengthen its positive effect to work behavior by maintaining 
professionalism. Nurses who perform deep acting strategy as the emotional display will have 
higher perception input to improve professionalism. This condition happens because service 
is delivered sincerely and appropriately with organizational culture. In addition, an individual 
who delivers deep acting will have a stronger input self-perceptionto organizational culture. 
This enables a person to apply the work value properly, especially when offering health 
service. Deep acting strategy with self willingness to apply professionalism during work 
allows strengthening self-perception to hospital management in order to collaborate with 
nurses in providing healthcare system.  
 
CONCLUSION 
This study provided new significant finding which positively affects deep acting strategy to 
organizational culture and nursing professionalism, while surface acting did not significantly 
give negative effect in lowering organizational culture and professionalism. This study also 
found that organizational culture affects the increase of nursing professionalism. Deep acting 
strategy indirectly affects nursing professionalism through organizational culture as a 
mediation variable.  
 
Either deep acting or surface acting is the nurse’s strategy to regulate emotion during service 
delivery to patients. Nurses who tend to modify their emotions through surface acting did not 
prove to perform low organizational culture and professionalism in the hospital. Whereas, 
nurses who tend to modify their emotions through deep acting, have proven to perform 
greater organizational culture and professionalism. A deep acting strategy can be 



implemented in sincere service and beyond the organization’s expectation. Therefore, this 
condition can represent high organizational culture and professionalism value in every task. 
Deep acting strategy influence professionalism indirectly, without advanced understanding 
and perception towards hospital culture.  
 
The organizational culture which has been internalized enables the achievement of 
professionalism standards through the same understanding among all members in an 
organization. Therefore, the hospitals should maintain their service quality by training and 
development as well as monitoring nurses to display deep acting strategy.  
 
The future study can be developed by using a larger sample size. Besides, level classification 
or work unit of participants should be examined. Those factors are necessary to consider 
because the researcher can acquire a more detailed description. Other individual aspects that 
can be noticed are personality types, emotional intelligence or job autonomy. These aspects 
can be measured in the next study which can influence the perception of organizational 
culture.  
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Picture 1. Hypothesis Test for the Influence of Surface Acting towards Nursing 
Professionalism through Organizational Culture 

 
 
 
 
 
 
 
 
 
 
 
 
 
 

Picture 2. Hypothesis test of Deep Acting Effect towards Nursing Professionalism through 
Organizational Culture 

 
 
TABLE CAPTIONS: 
 

Table 1. 
The influence of Surface Acting (SA) toward Nursing Professionalism (NP) by mediation of 
Organizational Culture (OC) 
 
 
Antecedent 

Consequence 
M (OC) Y (NP) 

 Coeff. SE p  Coeff. SE p 
X (SA) a -0.07 0.04 0.09 c’ -0.02 0.05 0.66 
M (OC)     b 0.24 0.10 0.02 
Constant i1 4.31 0.13 0.00 i2 3.11 0.49 0.00 
  R2 = 0.02 

F(1,122) = 2.91, p = 0.09 
 R2 = 0.04 

F(2,121) = 2.87, p = 0.06 
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Indirect Effect, b = 0.03, 95% CI [-0.00 - 0.94] 



 
Table 2. 

The Influence of  Deep Acting (DA) towards Nursing Professionalism (NP) with mediation of 
Organizational Culture (OC) 
 
 
Antecedent 

Consequence 
M (OC) Y (NP) 

 Coeff. SE p  Coeff. SE p 
X (DA) a 0.16 0.06 0.00 c’ 0.12 0.07 0.09 
M (OC)     b 0.21 0.11 0.05 
Constant i1 3.53 0.21 0.00 i2 2.76 0.45 0.00 
  R2 = 0.06 

F(1,122) = 7.32, p = 0.00 
 R2 = 0.07 

F(2,121) = 4.25, p = 0.01 
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The Mediation Role Of Organizational Culture On Deep Acting 

Effect Towards Nursing Professionalism 
 

ABSTRACT 
 

Background: Surface and deep acting strategy is necessary for nurses to provide health care 
for society through friendliness, caring, and positive emotion.  
Purpose: This study aimed to measure the influence of emotional labor strategy (surface and 
deep acting) toward nurse professionalism mediated by organizational culture.  
Methods: This study is experimental with between participants design. The participants of 
this study was 124 hospital nurses. The instrument in this study used emotional labor, 
organizational culture, and nursing professionalism scale. This study was conducted using 
mediation model technique by Hayes Process.  
Results: The study result showed full mediation of deep acting strategy toward nursing 
professionalism which affected by organizational culture. Nurses who display deep acting to 
their patient indirectly affect professionalism through mediation of organizational culture. 
However, this finding was not similar in surface acting.  
Conclusion: This study was in line with control theory that organizational culture has a role 
as comparator for nurse to engage in professionalism in providing healthcare fot society. It is 
suggested that organizational culture are essential for implementing nursing professional in 
the hospital. 
 
Keyword: Organizational culture; deep acting; surface acting; nursing professionalism 
 
BACKGROUND 
The role of nurses in various public health centers and hospitals shows a significant amount 
in terms of quantity. The Ministry of Health of the Republic of Indonesia shows nurses 
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occupy the highest position compared to other medical personnel, namely 29.66% 
(Indonesian Health Ministry, 2017). While in the world, to achieve the third Sustainable 
Development Goals (SDGs), called health and welfare, WHO estimates the need for nurses 
around the world to reach nine million by 2030 (World Health Organization, 2018). The 
demands on the number of the nurses are currently faced with the responsibility to serve both 
quantity and quality-oriented (Lombarts et al., 2014). One of the nurse’s responsibilities is to 
enhance the service quality for patients. The health professional needs to adapt and respond 
rapidly in fulfilling our society’s demand for the healthcare system, either in the level of a 
person, family, or community (Akhtar-Danesh et al., 2013). The complexity happened in 
medical field and technology development give several changes in nurses’ working 
environments such as maintaining professionalism. Professionalism refers to the level of 
knowledge and responsibility to work based on institution standards.  
 
Professionalism for the nurse is the crucial aspect to show credibility and positive evaluation 
from surroundings. Professionalism performed by a nurse during work time will directly 
affect people’s judgment (Primm, 2010). Professionalism has eight aspects: continuous 
learning, accountability and initiative, self-care and professional growth, responsibility and a 
sense of duty, compassion and respect for others, integrity and trustworthiness, teamwork and 
professional demeanor, concern for the welfare of others. The specific knowledge and 
guidance of behavior are strongly required to perform the job and function as well (Jang et 
al., 2016). These needs include a basic standard when giving a treatment, such as a friendly 
attitude, and readiness in every condition. Therefore, when a nurse shows enthusiasm towards 
professionalism, it will increase their knowledge due to the standard rules and technical skill. 
The service quality perceived by patient depends on nurse performance (Lombarts et al., 
2014). Nurses who are capable to develop professionalism in their task allows the rising of 
service care to patients. Therefore, professionalism among nurses and other health care 
professionals becomes the main focus to fulfill hospital demands. Meanwhile, 
professionalism can affect the maintenance process, especially in decision making and 
service delivery. Understanding professionalism will help nurses to provide a better service to 
patients (Bunkenborg et al., 2012). 
 
However, most medical officers especially nurses, feel several emotions during their 
interaction with the patients (Bagdasarov & Connelly, 2015). The incompetence of nurse to 
regulate their emotion will affect to ability degrading in applying ethical code. Everyone has 
an ability or strategy regarding emotional regulation in the working environment (Ghalandari 
et al., 2013). This kind of strategy is called emotional labor. Emotional labor is a strategy 
used in regulating emotions or feelings to give the appearance of the body and face according 
to the demands of the job (Hochschild, 1983). Emotional labor strategy is commonly applied 
into two types: deep acting and surface acting. Both of these strategies can be used alternately 
by the nurse in certain conditions.  
 
Those strategies of emotional labor relate to internal emotion regulation and emotional 
expression display (Grandey & Melloy, 2017). Nurses who display deep acting strategies can 
regulate their internal emotions and demand of patient’s needs. Therefore, they can serve 
healthcare according to the hospital’s standard. On the other hand, nurses who perform 
surface acting strategy will experience emotional fabrication in delivering health service to 
patient. Nurses with surface acting criteria will not feel positive emotion, yet they just try to 
show fake emotion as a work demand. Emotional labor can create both positive and negative 
emotions during the work process. 
 



The strategy to apply emotional labor is a crucial aspect in providing service to our society in 
order to maintain the sustainability of hospital quality. Emotional labor in its application 
involves induction or feeling suppression to preserve the external appearance and show good 
impression to others (Gray, 2010). Emotion showed by nurses will give a significant 
experience to patients. Although the individual difference among nurses is inevitable, nurses 
are required to express the proper emotion to patients regarding their responsibility as a nurse 
or institution  
Occupation as a nurse which requires face-to-face interaction with patients allows nurses to 
experience the unpleasant event when they are not able to display a proper strategy (Altuntaş 
& Altun, 2015). Practicing emotional labor is a major element in performing a job and 
personal interaction in the organizational environment. An appropriate emotional regulation 
from employees can improve teamwork and professionalism in the organization. Deep acting 
strategy is assumed capable to significantly improve cultural work, especially in enhancing 
service quality to patients (Grandey & Sayre, 2019) .  
 
Some previous studies showed that professionalism in nurse environment is also influenced 
by several factors, such as educational level, work experience, work environment, and 
position in the office (Solomon et al., 2015; Tanaka et al., 2014). The organizational aspects 
include organization type, rewarding system, nurse involvement in the hospital, and 
organizational culture (Ghadirian et al., 2014). Organizational culture refers to beliefs, 
ideology, principal, and values that are followed by society in a certain environment (Kamel 
et al., 2017). Working environment which puts attention to service has a set of rules and 
values and followed by the member of an organization. This system is called organizational 
culture. Creating an organizational culture which can rise teamwork among the members is 
the current focus of hospital management instead of material profit (Kamel et al., 2017). The 
improvement of patient safety as the main hospital responsibility is started by creating and 
maintain the culture (Stock et al., 2017). 
 
Organizational culture is influenced by several aspects: internal communication, work 
balance, leadership style, employee satisfaction, reward system, and organization’s 
performance (Kamel et al., 2017). Those factors will also affect to organization’s productivity 
and profit. Organizational culture in the medical field is led by management’s ability to 
organize human resource and patient satisfaction. If the hospital can maximize those factors, 
it will help to improve interpersonal relations among medical professionals and respect every 
single achievement. Organizational culture strongly relates to performance and 
communication processes in the workplace (Sass, 2000) and decrease turnover intention (Lee 
& Jang, 2020). Organizational culture enables giving understanding to organization members 
regarding values and procedures (Scott-Findlay & Estabrooks, 2006) and strategies of 
emotional labor (Choi & Guy, 2020). This process can become guidance for people to act and 
behave in the workplace. Hospital culture can harmonize the way nurse interact with other 
people, especially patients. 
 
Organizational culture practice can accelerate standard achievement in applying norms and 
regulations in the workplace (Manley et al., 2011). Organizational culture enables the 
improvement of nurses’ performance, job satisfaction, and problem-solving skill (Kamel et 
al., 2017; Kim et al., 2016). Moreover, when most the organization members focus on quality 
improvement, it will support an innovative work environment. Organizational culture 
influences attitude and decision of organization members. This is because organizational 
culture links with values, beliefs, and individual behavior, either in negative or posite way. 
Organizational culture which gives authority and freedom to nurse also has significant role. It 



will encourage nursse to apply initiative and show professionalism during work (Manojlovich 
& Ketefian, 2002). Therefore, hospital management, especially the head of nurse, needs to 
create a working environment that supports communication and coordination between nurses 
and other hospital staff. This atmosphere can lower negative behaviors during work (Yeun & 
Han, 2016). 
 
The mechanism of emotional labor strategy towards nursing professionalism is mediated by 
organizational culture can be explained with control theory (Diefendorff & Gosserand, 2003). 
Control theory consists of four components: input, standard, comparator, and output. When 
the nurse interacts with patients, there is an emotional exchange between them. The 
emotional exchange is affected by the self-perception of nurse in terms of display rules in 
their working unit. This factor then influences the type of regulation strategy that will be 
displayed (surface or deep acting). Apart from self-perception, service delivery is also 
influenced by obligation as a nurse, includes health rules and emotional aspects when serving 
the patients. Emotional display standard (display rule) based on organizational culture in each 
hospital. Therefore, organizational culture becomes a mediate variable which affects 
emotional labor towards nursing professionalism. The different emotional displays will 
indirectly influence professionalism which is mediated by perception about the organization’s 
culture. Nurses who display deep acting strategy is presumed to indirectly show 
professionalism with mediation of organizational culture perception. 
The results of meta-analysis of emotional labor research have proven that previous researchs 
have focused more on the impact of deep and surface acting strategies only at the level of 
individual of nurse, such as burnout (Zaghini, Biagioli, Proietti, Badolamenti, Fiorini, & Sili, 
2020; Kim, 2020), self-efficacy, and type A behavior patterns (Jeung, Kim, and Chang, 
2018). Research that examines the impact of emotional labor strategies from the 
organizational level such as organizational culture is still limited. In fact, the emotional labor 
strategy occurs because of the display rules that nurses must obey and this is rooted in the 
organizational culture (Diefendorff, Erickson, Grandey, & Dahling, 2011). The gap in this 
study provides an opportunity for researchers to examine organizational culture variables that 
mediate the indirect effect of emotional labor strategies on nurse professionalism in 
experimental design study. 
 
OBJECTIVE 
The study aim is to measure the indirect effect between surface and deep acting strategy 
towards nursing professionalism which is mediated by organizational culture perception. 
Organizational culture variable will mediate the indirect effect between surface and deep 
acting to nursing professionalism. This study contributes in providing description and 
explaining the effect of surface and deep acting on the organizational culture which is still 
limited in previous studies, especially in the context of health service between nurse and 
patient.  
 
METHODS 
This study aimed to measure the role of organizational culture as a moderator variable of 
emotional labor strategy and nursing professionalism. The hypothesis test was conducted by 
collecting the instruments from 136 nurses. The respondents of this study were a full-time 
nurse in several hospitals. The average age of respondents was 22-30 years old (46%), while 
the most dominant tenure ranged from 5-10 years (58.4%). The respondents came from 
several educational backgrounds, start from Diploma until Profession. Participants are 
dominated by female (98%). 
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Measurement  
Emotional Labor Strategy Scale 
Emotional regulation strategies were measured using nine items. This instrument adopted the 
scale of Gosserand and Diefendorff (2005). The emotional labor strategy scale consists of 
surface acting (5 items) and deep acting (4 items). Scoring was done by calculating the total 
score of surface and deep acting items separately. The reliability of this instrument showed 
good internal consistency α = 0.84. One of the example of surface acting items is "I fake the 
emotional expression which must be displayed during interaction with patients" and the 
example of deep acting items is "I try to feel the emotion that I should display when 
encountering the patients”. The measurement of emotional labor ranged from 1 (strongly 
inappropriate) – 5 (strongly appropriate). 

 
Organizational Culture Scale 
The organizational culture variable was measured using the scale from (Jafree et al., 2016). 
The reliability of this instrument showed good internal consistency α = 0.88 for 27 items. 
Organizational culture consisted of six aspects: 1) Nursing participation in governance, 2) 
Nurse manager ability leadership and support, 3) Nurse participation in Hospital Affairs, 4) 
Nurse foundations for quality of care, 5) Nurse coworker relations, and 6) Nursing Staffing 
and Resource. One of the item examples is “Nurse applies written planning in delivering 
service to patients”. The organizational culture score was measured from 1 (strongly 
inappropriate) – 5 (strongly appropriate).  

 
Nursing Professionalism Scale 
Nursing professionalism attribute was measured by 12 scales from Lombarts, Plochg, 
Thompson, and Arah (2014). Nursing professionalism consists of four aspects: 1) improving 
the quality of care, 2) maintaining professional competence, 3) fulfilling professional 
competence, 4) shared education and collaboration. One of the item examples is: “I am 
responsible to supervise the result of medical treatment for patients”. Analysis of Cronbach 
alpha resulted in 0.87 for the reliability of this scale which consists of 8 items. Nursing 
professionalism score was measured from 1 (strongly inappropriate) – 5 (strongly 
appropriate). 
 
Data Analysis  
To answer the study hypothesis, we applied analysis of 4 model mediation by PROCESS 
(Hayes & Scharkow, 2013). Hayes process is a method for analyzing data in order to measure 
the mediation model which is a part of regression analysis and measure both direct and 
indirect effects between one variable to another (Field, 2013).  
 
Ethical consideration 
In considering the ethics of the study, researchers used a peer review of two lecturers of 
psychology to provide an assessment of whether there is any risk arising from the planned 
research procedure. The nurses who participated in this study obtained informed consent 
including an explanation of the research objectives, procedures, and their rights in this study. 
 
RESULT  
Descriptive Analysis 
From 136 participants who had completed the questionnaire, 12 participants were eliminated 
because of incomplete responses in emotional labor form. Therefore, the number of 
participants analyzed in this study was 124. Each respondent was measured with deep and 
surface acting because in its application, nurse can display deep or surface acting 
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consecutively when interacting with patients. From 124 nurses, 53 respondents (42.7%) tend 
to perform surface acting, while 71 nurses (57.3%) tend to perform deep acting. This result 
indicated that the sample group of nurses in this study generally display deep acting than 
surface acting when working. The level of nursing professionalism and organizational culture 
is categorized in the high level, for each category was 98 participants (79%).  
 
Hypothesis Test 
The role of organizational culture in mediating the effect of surface acting to nursing 
professionalism 
This study measured the mediation role of organizational culture which indirectly affected 
surface and deep acting towards professionalism. In H1, it was expected that there is a 
significant effect between surface acting strategy to professionalism with organizational 
culture as mediation. The answer from Porcess method can be described in table 1: 
 
 
 
 
 
 
 
Table 1.  
The influence of Surface Acting (SA) toward Nursing Professionalism (NP) by mediation of 
Organizational Culture (OC) 
 
 
Antecedent 

Consequence 
M (OC) Y (NP) 

 Coeff. SE p  Coeff. SE p 
X (SA) a -0.07 0.04 0.09 c’ -0.02 0.05 0.66 
M (OC)     b 0.24 0.10 0.02 
Constant i1 4.31 0.13 0.00 i2 3.11 0.49 0.00 
  R2 = 0.02 

F(1,122) = 2.91, p = 0.09 
 R2 = 0.04 

F(2,121) = 2.87, p = 0.06 
 
 
 
 
 

 

 

 
 
Picture 1. Hypothesis Test for the Influence of Surface Acting towards Nursing 

Professionalism through Organizational Culture  
 

Process analysis showed that organziational culture as mediation variable on surface acting to 
nursing professionalism has no significant relationship, b = -0.01, 95% CI [-0.05 – 0.00]. 
Therefore, H1 was declined.  
 

The role of Organizational Culture in moderating the effect of Surface Acting Strategy 
towards Nursing Professionalism 

b = 0.24, p = 0.02 b = -0.07, p = 0.09 
Organizational 

Culture 
 

Surface Acting 
Strategy Direct Effect, b = -0.02 

p = 0.66 

Nursing 
Professionalism 
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The result we expected to answer H2 is that deep acting indirectly affects nursing 
professionalism through organizational culture as a mediation variable. Process analysis in 
table 2 showed that there is a significant effect on deep acting to nursing professionalism 
through organizational culture which is indirect, b = 0.03, 95% CI [-0.00 – 0.94]. Therefore, 
H2 was accepted. 
 

Table 2.  

The Influence of  Deep Acting (DA) towards Nursing Professionalism (NP) with mediation of 
Organizational Culture (OC) 
 
 
Antecedent 

Consequence 
M (OC) Y (NP) 

 Coeff. SE p  Coeff. SE p 
X (DA) a 0.16 0.06 0.00 c’ 0.12 0.07 0.09 
M (OC)     b 0.21 0.11 0.05 
Constant i1 3.53 0.21 0.00 i2 2.76 0.45 0.00 
  R2 = 0.06 

F(1,122) = 7.32, p = 0.00 
 R2 = 0.07 

F(2,121) = 4.25, p = 0.01 
 
 
 
 
 
  
 
 
 
 
 
 

 
 
 
 
Picture 2. Hypothesis test of Deep Acting Effect towards Nursing Professionalism through 

Organizational Culture 
 
 
DISCUSSION 
The result of mediation model study found that surface acting strategy did not affect the 
increase of organizational culture and nursing professionalism, neither directly nor indirectly. 
In contrast, the result of this study showed that there was a positive influence of deep acting 
strategy on the increase of organizational culture and nursing professionalism which occurred 
significantly. Nurses who display surface acting strategy can modify the emotional 
expression when interacting with patients, although it is not fit with current feelings. When 
dealing with patients, the nurse tries to suppress the negative emotion and pretend to show 
positive emotion. Generally, modifying emotional expression for a nurse is not violation at 
all. The nurse who displays surface acting is a part of obedience to display rule. Display rule 
is a root of an organization or hospital norm. However, nurse obedience when displaying 
surface acting based on job condition, not hospital or organization condition. Therefore, 
surface acting strategy performed by nurse did not significantly affect organizational culture. 

Direct Effect, b = 0.12, 
p = 0.09 

b = 0.21, p = 0.05 b = 0.16, p = 0.07 Organizational 
Culture 

Deep Acting  
Strategy 

Nursing 
Professionalism 
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In addition, modifying surfce acting expression when providing healthcare service does not 
influence nursing professionalism. This is because nurses who display surface acting still 
provide service based on professionalism context in their operational procedure. 
 
Deep acting strategy indirectly influences nursing professionalism through organizational 
culture. Deep acting strategy does not only obey the display rule, but it canprovide health 
service more than the existing standard operational procedure. The display rule which 
becomes basic rule in showing emotion is the reflection of the company’s organizational 
culture. An individual who can perform their job in deep acting strategy will have stronger 
value to organizational culture. These findings support the previous study which states that 
deep acting strategy relates to the display rule. Nurses’ response that display surface acting 
during work tend to improve service quality by 88.7%, while display deep acting 99%. 
Besides, an initiative to enhance service showed the difference between surface acting and 
deep acting, with 86.8% and 94.3% in order. 
 
The difference in organizational culture towards nursing professionalism is on the willingness 
of self-evaluation. For this aspect, participants showed the medium organizational culture 
84.6%. This result is lower than participants who perform 97% of organizational culture 
perception. Similarly, maintaining competence which is performed by nurses shows the 
difference. An individual with medium perception of organizational culture, rated 81% to 
preserve competency, then nurses who have a higher perception of organizational culture by 
94%.  
 
People with a high perception of organizational culture correlate with nursing 
professionalism. Nurses can assess whether the hospital provides a chance to participate in 
hospital service improvement so they can improve themselves and enhance the service 
quality through self-evaluation during work. Nursing professionalism is performed by 
responsibility and dedication to fulfill the health service standard, attention to self-
competence, self-responsibility, and willingness to collaborate with other parties in an 
organization. While nursing professionalism is performed through a commitment to show the 
warmness, caring, ethical code, and sustainability self-improvement in order to reach 
patients’ well-being. The previous study found that organizational culture is the fundamental 
factor in determining professionalism among nurses (Manojlovich & Ketefian, 2002). Nurses 
who are in a supportive environment are likely to participate in service delivery and 
monitoring for patients as well as work together with other medical staff in a collaborative. 
 
Based on control theory, every nurse has self-perception about display rules when interacting 
with patients. Self-perception regarding display rule must be understood and applied in every 
work unit. a company or hospital always has a standard for their employee to perform a job, 
which have to be applied by nurses, especially emotional aspect when delivering a service. 
Nurses’ self-perception will be adapted with a standard from the comparator. If the gap 
happens between personal emotion and display rule standard, nurses will apply emotional 
regulation to decrease that gap. Emotional display which is performed by nurses can be 
surface or deep acting. Comparator aspect in this theory will continuously happen and 
become guidance for nurses. Organizational culture variable has a role as the comparator for 
nurses in order to strengthen its positive effect to work behavior by maintaining 
professionalism. Nurses who perform deep acting strategy as the emotional display will have 
higher perception input to improve professionalism. This condition happens because service 
is delivered sincerely and appropriately with organizational culture. In addition, an individual 
who delivers deep acting will have a stronger input self-perceptionto organizational culture. 
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This enables a person to apply the work value properly, especially when offering health 
service. Deep acting strategy with self willingness to apply professionalism during work 
allows strengthening self-perception to hospital management in order to collaborate with 
nurses in providing healthcare system.  
 
CONCLUSION 
This study provided new significant finding which positively affects deep acting strategy to 
organizational culture and nursing professionalism, while surface acting did not significantly 
give negative effect in lowering organizational culture and professionalism. This study also 
found that organizational culture affects the increase of nursing professionalism. Deep acting 
strategy indirectly affects nursing professionalism through organizational culture as a 
mediation variable.  
 
Either deep acting or surface acting is the nurse’s strategy to regulate emotion during service 
delivery to patients. Nurses who tend to modify their emotions through surface acting did not 
prove to perform low organizational culture and professionalism in the hospital. Whereas, 
nurses who tend to modify their emotions through deep acting, have proven to perform 
greater organizational culture and professionalism. A deep acting strategy can be 
implemented in sincere service and beyond the organization’s expectation. Therefore, this 
condition can represent high organizational culture and professionalism value in every task. 
Deep acting strategy influence professionalism indirectly, without advanced understanding 
and perception towards hospital culture.  
 
The organizational culture which has been internalized enables the achievement of 
professionalism standards through the same understanding among all members in an 
organization. Therefore, the hospitals should maintain their service quality by training and 
development as well as monitoring nurses to display deep acting strategy.  
 
The future study can be developed by using a larger sample size. Besides, level classification 
or work unit of participants should be examined. Those factors are necessary to consider 
because the researcher can acquire a more detailed description. Other individual aspects that 
can be noticed are personality types, emotional intelligence or job autonomy. These aspects 
can be measured in the next study which can influence the perception of organizational 
culture.  
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FIGURE CAPTIONS: 
 
 
 
 

 

 

 
 

Picture 1. Hypothesis Test for the Influence of Surface Acting towards Nursing 
Professionalism through Organizational Culture 

 
 
 
 
 
 
 
 
 
 
 
 
 
 

Picture 2. Hypothesis test of Deep Acting Effect towards Nursing Professionalism through 
Organizational Culture 

 
 
TABLE CAPTIONS: 
 

Table 1. 
The influence of Surface Acting (SA) toward Nursing Professionalism (NP) by mediation of 
Organizational Culture (OC) 
 
 
Antecedent 

Consequence 
M (OC) Y (NP) 

 Coeff. SE p  Coeff. SE p 
X (SA) a -0.07 0.04 0.09 c’ -0.02 0.05 0.66 
M (OC)     b 0.24 0.10 0.02 
Constant i1 4.31 0.13 0.00 i2 3.11 0.49 0.00 
  R2 = 0.02 

F(1,122) = 2.91, p = 0.09 
 R2 = 0.04 

F(2,121) = 2.87, p = 0.06 
 
 
 
 
 
 
 

b = 0.24, p = 0.02 b = -0.07, p = 0.09 
Organizational 

Culture 
 

Surface Acting 
Strategy Direct Effect, b = -0.02 

p = 0.66 

Nursing 
Professionalism 

Direct Effect, b = 0.12, 
p = 0.09 

b = 0.21, p = 0.05 b = 0.16, p = 0.07 Organizational 
Culture 

Deep Acting  
Strategy 

Nursing 
Professionalism 

Indirect Effect, b = 0.03, 95% CI [-0.00 - 0.94] 



Table 2. 
The Influence of  Deep Acting (DA) towards Nursing Professionalism (NP) with mediation of 
Organizational Culture (OC) 
 
 
Antecedent 

Consequence 
M (OC) Y (NP) 

 Coeff. SE p  Coeff. SE p 
X (DA) a 0.16 0.06 0.00 c’ 0.12 0.07 0.09 
M (OC)     b 0.21 0.11 0.05 
Constant i1 3.53 0.21 0.00 i2 2.76 0.45 0.00 
  R2 = 0.06 

F(1,122) = 7.32, p = 0.00 
 R2 = 0.07 

F(2,121) = 4.25, p = 0.01 
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