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Abstract

Purpose — In the past, the chain hotel chefs only serve food to their customers. However recently, the hotel chefs play
a pivotal role in hotel including considering various customer preferences, safety and nutrition of food, and increasing
profits through effective human resource management and inventory control. With the change of the chain hotel chefs’
roles, pygmalion leadership, one of new leadership styles, focuses on the effect that leader’'s positive expectation let
subordinates have motivation and more engage in work. This study investigates the effect of chain hotel chefs
pygmalion leadership on leader trust and organizational trust.

Research design, data, and methodology - This study was to investigate the structural relationships among chain hotel
restaurant chefs' pygmalion leadership, hotel restaurant cooks' leader trust, organizational trust, and teamwork, and how
leader trust and organizational trust play mediating roles in the relationship between pygmalion leadership and teamwork.
In this model, pygmalion leadership includes 4 dimensions: Climate, Feedback, Input, and Output. Data were collected
using self-administered questionnaire survey on cooks of Deluxe hotel restaurants located in Seoul and Gyonggi-Do. The
samples for data analyses were 243 excepting unusable responses.

Result — The findings can be summarized as follows: First, climate and feedback had a positive effect on leader trust,
respectively. Second, feedback and output had a statistically positive effect on organizational trust, respectively. Third,
leader trust had positive effects on organizational trust and teamwork. Fourth, organizational trust had a significant effect
on teamwork.

Conclusions — As a chain hotel chef treats his/her staffs sincerely, they will be more engaged in work by establishing
trust in their leader. Ultimately, it leads to higher sales profit and customer satisfaction. In addition, a hotel can
encourage chefs and other staffs to treat each other as if the student-instructor relations, not just commanding staffs.
Then, cooks build up their trust to their leader and organization for its sustained growth and development, and the
internal bond in organization including teamwork is strengthened. Therefore, to strengthen teamwork and organizational
trust, there should be active communication, knowledge sharing, goal sharing, and cooperation between chefs and cooks.
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<Figure 1> Research Model
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<Table 1> Demographic profile of the respondents

Frequency(n) | Percentage(%)
Gender Male 186 76.5
Female 57 23.5
20-29 99 40.7
Ade 30-39 98 40.3
9 40-49 44 18.1
50 2 0.8
High school 11 4.5
. Two year college 131 53.9
Education Four year college 82 33.7
Graduate school 19 7.8
Tvoe of Full time 171 70.4
emylz et Part time 55 226
ploy Other 17 7.0
Staff 163 67.1
Position Senior staff 60 24.7
Assistant manager 20 8.2
Duration Under 2 75 30.9
lenath in 3-under 6 60 24.7
Cugrrem 7-under 10 52 213
workplace 11-under 14 23 9.5
( le) 15-under 18 24 9.9
y 19 or more 9 3.7
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42, SRty 2
= AF0IM ARZE Z4e| AHRIE2 THEAAEdEE 4
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T HA=S AMABIQCEL ™A, Cronbach's % 2310 ™otsH
41}, <Table 2>2t 20|, & AHLLIR|E2 Cronbach's o 4}
0] 0.8 O]slo= AlZ|Mo| 9l Zo= LIEfC) Of%, =X

<Table 2> Measurement model resulting from CFA

2o chet =l 20EME HABEH, 3 Zit
<Table 2>0fAMe} 20|, 2¥ A K47} x’=551.234
(d.£.=301), p=.0000|04, GFI=.865 AGFI=.830, RMSEA=.058,
RMR=.036, CFI=952, IFI=.952, TLI=.944 S92 LIEILIA LCf
MZ Hate X7 BusEs dololo] A8 sk
T2t Gle M= X+ LEHARICD & 5= ULk

Construct and ltems Factor loadings| t-value AVE CCR
Climate (0=.876) .629 .871
My department manager gives friendly orders and explains tasks. - -
My department manager gives me enough time to complete my tasks. 778 Fixed
My department manager addresses me with respect. .814 13.778
My department manager gives me opportunities to discuss my opinion. .823 13.957
My department manager smiles encouragingly during our conversations. 794 13.357
Feedback (a=.829) .642 .843
My department manager gives me good evaluations. .823 Fixed
My department manager accords me praise for good work. 727 13.112
My department manager chides me more than other staff for doing poor work. - -
My department manager often suggests ways | can improve my work. 799 15.005
My department manager provides detailed evaluations of my work. - -
Input (0=.910) .680 914
My department manager encourages me to perform my task well. .726 Fixed
My department manager provides me with the opportunity to use my abilities. .860 13.578
My department manager helps me to act on good ideas | have. .885 13.995
My department manager provides me with educational opportunities to help me improve my work. .826 13.089
My department manager listens to my opinions and implements my ideas. 805 12.674
Output (0=.855) .602 .858
My department manager lets me know important information in advance. 787 Fixed
My department manager often gives me a charge of important business. .789 13.393
My department manager entrusts me with important tasks. .834 14.372
My department manager does not overwork me .693 11.423
My department manager gives me work that others don't want to do. - -
Leader trust (0=.877) .653 .883
| feel quite confident that my department manager will always try to treat me fairly. .768 Fixed
My department manager would never try to gain an advantage by deceiving workers. 770 12.740
| have complete faith in the integrity of my department manager. .825 13.832
| feel a strong loyalty to  my department manager. .837 14.066
| would support my department manager in almost any emergency. - -
| feel a sense of loyalty toward my department manager. - -
Organizational trust (0=.897) .704 .905
This organization tries to meet my expectation. 814 Fixed
This organization tries to practice good management. .847 15.697
This organization tries to understand employees. .860 16.150
This organization has overall responsibility. .785 14.077
This organization is trustworthy - -
Teamwork (0=.842) 725 .887
People in our team understand me. 746 Fixed
People in our team communicate well each other. .845 12.618
Our team tries to make employees cooperate with each other. .822 12.421
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<Table 3> Construct intercorrelations, mean, and standard Deviation

Mean |[Standard Deviation 1 2 3 4 6 7
Climate 3.598 0.886 1
Feedback 3.727 0.820 .648** 1
Input 3.659 0.861 673 .640** 1
Output 3.619 0.846 .675** 672** .689** 1
Leader trust 3.686 0.852 677+ .656** .625** .613**
Organizational trust 3.756 0.838 .599** .661** .631** .622** .625** 1
Teamwork 3.911 0.734 406** 480** 463** .406** .505** 515** 1
*p<.05, *p<.01
43. o :rL7|'§| ?:.ng <Table 4> The Result of the Hypothesis Test
Path Stangiardlzed t-value Results
N estimates
oage|2 2|odof oieh =HoI™ QRlRMES &350 = .
SE 47io| Bi9IESSS QMBSR B0 MAMIE, FX 1| e 399|624 | Supported
M|, J2|1 g3 APEYIS o] PERHS R4
Ch O7|M 2 AFRERIES FLdote FEX7F Mot 2M2 Hyp | Feedback — 326 |4.552**| Supported
o AQ Yoyl 2X7F W 4 7| W0, ARt Leader trust
OlES AtaFMOZ mASH 7+ s E=XMK|2 0|2st= A N
TlEEOI_E_lTLE Yoot U2 2= SEKE 0|8dt= ; H1-3 Input 067 0.883 | Not supported
EENE MARIGCL ZEREMojEt MBRXA SHKEE Leader trust
THAZ AZHQ 7|YHE &83t0 B35 AO[of QlupzkA| Output —
£ =2Hoz MY 4 YTt Mol OfF {83 24| HI-4 | Leader trust A0T | 1494 | Not support
Ho|gtn & 4= QUCKStage, Carter, & Nora, 2004). O|0f + Climate
ZHPHA DHO| H|SI0] A2EM2 =HK|9| £E L& & H2-1 Organizational trust -.066 -1.068 | Not supported
gdezM OF o HgH ZzA2l 40| L2 =0 oL
2t ZFERAL| Bk H4akle Us FES 7K At Ho-p | . Feedback = 191 2.853*|  Supported
Organizational trust
(Freedman, 1987).
H2-3 Input = 094 | 1.376 | Not supported
309 Organizational trust ’ ' PP
(6.234)
Leader trust i Output — .
(22?96) H2-4 Organizational trust 155 2541 Supported
Leader trust — -
H3-1 Organizational trust 553 9.642 Supported
Leader trust — -
H3-2 Teamwork .258 2.696 Supported
= Organizational trust -
(-21;31] H4 . Teamwork 297 3.106 Supported

2%=5414, df=4(x2/df=1.354), p=.247, GFI=.994, AGFI=.957,
RMR=.010, NFI=.996, IFI=.999, CFI=.999
**p<0.01, *p<0.05, Solid line: significant path, Dotted line:
insignificant path
<Figure 2> The Result of Path Analysis

AMOS 20.02 0|8%t ZE=F™B(maximum likelihood
method)0f| oot &4 ZDf, <Figure 2>Q Z0| Mz} x
2=5.414, d.f.=4(x2/d.f.=1.354), p=.247, GFI=.994, AGFI=
.957, RMR=.010, NFI=.996, IFI=.999, CFI=.999Z L}EfL}
XHR2HO| EEL|RACHHair, Black, Babin, Anderson, &
Tatham, 2006).

**p<001, *p<0.05

TS Lot e o] QIMEAE SO0 4
AR el d¥EHE 4T = 2n2, gARlE O3
Ho2 2IEdel SRS 2Qlsto] 67.5%7F 2EE=
Aoz LIERD, =EMR[E OOZ2(2 2[EHua AR
2|0 25t 73.6%7t 28EE A2 EHEeH, EY
3= Aot =X o5ty 28.1%7F 28k A
o= LEtRC,.
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5. 2 8

CE0| ForN Aoz HEgle sHARS o2 £
MAL B} AbRi0] B8} O
Mol 7|gol MItE XS ERY Wz Ageicin 2
4 QICh mAKlO|x L o] 1 mAKj0|x BAC}
AR Qe ChE mEkolx s &
Ma} ZMele 20{0F 1ol i oZojY % UL
ot AR AlAES Jjuoz B 2Alel s¥ Holo|
HELFHOM 120 Kole smEoz HaY 4+ YUt 2
MY w3k mAAO|x SHOM 0f FRst HEolat &
4 QICh Wt 2 olfo] BHe makjo|xsy Xa|xol
DOzl 2IE 0|22 J[Hoz FalAte AAAIE, X
Xpel, J2n E9i30] ot W&S OjXlex ASHo
2 SMslnx} SIRUCH Z3, 2 AT0M HAS Hpnd
of ASTol EMZIIE J|uoZ & mUKO|xTY 2
Ag2 FB|ANSO| QlAbm2|ol S BBHOl Yot ¢
o O|2X U ARHOl AIAEES HABFRAR 319, 0]
M2 Lh8S ctaat 20| MAISICH BIF, O|2X AlAFHC

L ma%ele 2lHUE AN U YA U
of MgAI 1 e Zes Axgqats Holot 11
Up|e wilo] MEOT nEe £ 0|2 =0 Ao
97| 4742] ISIAFRIOR Liro] AUl 2EMo Chgt
HARQl cisto] st AZEA0| o|=0{x FAEo| Ef
O g U ZE2 SYUCHs O|2H AIMES HAE %
Qlct.

maYee 2lE4ol Fo| st AEEAMS Jjgtoz
b MEE AANES HABHE Chedt 2ok ®W, s xa
Ko 297jot mEwe FalAte] AAMEY EEo=
Lo/t H(+)o| Fe OjXl= Ho= Lietgct o) g
xa|He Yos xzsier 9o FAMoE ZASS O
sichel Zamof Chst Alzi7h HAgof 18 9fsf SEXO
x2|2 B3 00| Hl2siel £AES F0|1 Zolgs
22 w9 oz AlREC, =K, 9 x2|&o| mEua
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