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Abstract

Purpose: The hotel industry needs a leader who can actively demonstrate leadership to respond to and accept changes in the organization in a highly
competitive and fast-changing environment. Therefore, the role of leaders who instill clear vision and goals of the organization in their members, listen to

their opinions, and empathize is paramount. Leaders should encourage successful organizational activities based on active participation by employees and

create the best environment for working with a sense of mission and responsibility. This study aims to identify the relationship between empathy leadership
and job engagement as a result variable of team cohesion in the hotel culinary department and conduct empirical studies on the role of empathy leadership
and job engagement. Research design, data, and methodology: The data were collected from employees who work in culinary department at a five-star
franchise hotel located in the Seoul metropolitan area. Because it is difficult to conduct a survey through face-to-face contact with employees due to the
COVID-19 pandemic, the online survey was conducted from February 1 to February 28, 2020. A total of 330 questionnaires through online were
distributed and 268 employees completed the survey, yielding a response rate of 81%. Of the 268 returned responses, 27 responses were not usable due to
missing information. Thus, a total of 241 responses were used for analysis. Results: The study results are as follows. First, it has been shown that the
empathy leadership of culinary department in hotel companies has a significant positive impact on the job engagement. Second, it has been shown that job
engagement has a significant positive effect on members' team cohesiveness. Third, empathy leadership of hotel companies' culinary department has a

significant positive impact on members' team cohesiveness. Fourth, job engagement has a significant positive (+) mediating effect in the relationship
between empathy leadership and team cohesiveness in culinary department. Conclusion: This study supports the theory that an emotional and empathic
leader's behavior or ability can change the effectiveness or atmosphere of a rapidly changing hotel culinary team organization by presenting a research
model on the effect of empathic leadership on job engagement and team cohesiveness. And hotel chefs should be more aware of the importance of
empathic leadership and make them a human resource of the organization through formal and informal communication with culinary employees.
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Appendixes

Appendixes1: Exploratory Factor Analysis and reliability analysis
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Constructs and items Factor Loadings Communality | Eigen Value Variance o
Empathy leadership 6.482 34.114 .939
My leader actively listens, acknowledges, and then acts
.668 .562
on requests and concerns.
My leader actively mentors and coaches individual and 797 678
team performance.
My leader supports teamwork to achieve goals and 853 747
outcomes.
My leader effectively resolves conflicts that arise. 741 575
I\/.Iy. leader engages others in working toward a shared 705 830
vision.
My !e_ader_allows me freedom to make important 808 819
decisions in my work.
My leader calmly handles stressful situations. .829 .818
My leader looks for feedback on ideas and initiatives
e e 778 773
even when it is difficultto hear.
My Iea(_:ler focuses on successes and potential rather 787 774
than failures.
My leader acts on values even if it is at a personal cost. .682 .687
Job engagement 3.168 16.676 .851
My work makes me work hard. .759 .694
| am enthusiastic about my work .742 .554
| am proud on the work that | do. .610 .586
My work is meaningful and valuable. 725 .669
| can continue working for very long periods at a time. .806 .766
Team cohesiveness 2.927 15.406 .890
| feel part of this team. .765 .660
| feel proud of this team. .793 .701
| am happy to be with this team. .806 .716
| think | play an important role in this team. 770 .659

Kaiser Meyer Olkin (KMO) = .917, x* = 2726.808 (df = 171, p = .000), Total Variance Explained = 66.196%
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Appendix 2: Results of hypotheses 1 testing

The Effect of Five-Star Franchise Hotel Chef's Empathy Leadership on Job Engagement and Team Cohesiveness

Dependent . .
Variables Independent Variables Coefficient S.E t-value p LLCI ULCI Results
Job engagement Constant 1.972 219 8.985 1.540 2.401
Empathy leadership 495 .054 513 9.240 .390 .601 Accepted
R? = 263, MSE = .295, F = 85.369, p = .000
Appendix 3: Results of hypotheses 2 — 4 testing
Dependent . _
Variables Independent Variables Coefficient S.E t-value P LLCI ULCI Results
Team Constant 1.798 256 7.016 1293 | 2303
cohesiveness
Empathy leadership .072 .063 1.151 .251 -.052 197 Rejected
Job engagement 489 .065 7.494 .000 .3607 .618 Accepted
. Boot Boot
Indirect effect Effect Boot SE LLCI uLCl
Job engagement 242 048 156 343 Ful
mediator

R? = .274, MSE = .301, F = 45.008, p = .000




