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Abstract

Emotional leadership plays a pivotal role in modern organizational structures to enhance job satisfaction, 

organizational performance, and sustainable growth. As emotional leadership has been identified as a prob-

lem-solving factor in complex business environments, it facilitates emotional needs and trust building among 

employees and promotes voluntary and active participation in organizational roles.

This study aimed to investigate the impact of perceived supervisor's emotional leadership on job crafting 

activities within an organizational framework and provide a deeper understanding of emotional leadership 

through the mediation of supervisor trust. In this study, a sample of 250 employees from various industries 

working in organizations with 100+ employees was surveyed using emotional leadership, supervisor trust, 

and job crafting scales. Statistical analysis was conducted using Pearson correlation, reliability assessment, 

and mediation analysis with structural equation modeling using jomovi version 2.3.28.

The results showed that emotional leadership significantly improved trust in supervisors, which in turn 

positively influenced job crafting. Emotional leadership itself also had a direct impact on job crafting, although 

not as strongly as through the mediating role of trust.

Emotional leadership proved to be crucial in creating an environment that supports job crafting by strengthen-

ing trust between supervisors and employees in an organization. This study highlights the importance of 

emotional leadership in organizational settings and suggests that leadership development programs that 

focus on emotional intelligence are essential to foster effective employee roles and improve overall organizational 

performance.
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1. Introduction

The importance of leadership in modern or-

ganizations has been emphasized as essential 

for employee job satisfaction, performance, 

and sustainable growth. There are many qual-

ities of a leader, including communication 

skills, motivation, team building, and prob-

lem-solving skills. Based on these qualities, 

a leader must present the vision and goals 

of the organization and make rational deci-

sions in running the organization. Further-

more, leaders should show human qualities 

such as empathy, fairness, and responsibility 

to motivate employees. One such type of lead-

ership is emotional leadership. It is related 

to the emotional intelligence of the leader, 

which many scholars consider to be one of the 

most important qualities required of leaders 

[Dulewicz and Higgs, 2005]. In particular, 

emotional leadership plays an important role 

in identifying the emotional needs of organiza-

tional members and building trust-based rela-

tionships with them. Emotional leadership is 

a concept based on the four pillars of self- 

awareness, self-management, social aware-

ness, and relationship management proposed 

by Goleman et al. [2002] and involves a lead-

er’s ability to recognize and control their own 

emotions as well as their ability to understand 

and respond to the emotions of others. It has 

become an important leadership style in re-

sponse to the complex challenges of modern 

organizations, and plays an important role in 

building trust and enhancing organizational 

performance [Jung et al., 2015; Lee et al., 

2022].

The importance of emotional leadership in 

organizations goes beyond mere performance 

management, as it fosters psychological sta-

bility and promotes autonomous and creative 

problem solving. Leaders with strong emo-

tional leadership are able to build more trust 

in their relationships with employees, and 

this trust can promote spontaneous and pro-

active behavior. This can lead to more job 

crafting within the organization, where em-

ployees are able to reconfigure their own jobs, 

which in turn improves job satisfaction and 

performance [Lee, 2023].

This study aims to analyze the impact of 

supervisor’s emotional leadership on job craft-

ing as perceived by organizational members 

and to test the mediating effect of supervisor 

trust on this relationship. In particular, su-

pervisor trust refers to the level of trust that 

organizational members feel towards their su-

pervisors, which can serve as a key factor to 

facilitate job crafting, where employees freely 

adjust and change their jobs [Oh, 2015]. 

Thus, this study sets out to further analyze 

the role and effect of emotional leadership in 

organizations by investigating the impact of 

emotional leadership on job crafting through 

supervisor trust. Prior research has shown 

that emotional leadership positively affects 

organizational members’ behavior through 

supervisor trust [Kim et al., 2017]. 

However, empirical research on the impact 

of emotional leadership on job crafting 

through supervisor trust is still lacking. 

Therefore, this study aims to examine the im-

pact of emotional leadership on job crafting 

through the mediation of supervisor trust and 

explore how this relationship contributes to 

job performance and innovation in modern 

organizations. 

We also aim to provide new insights by em-

pirically demonstrating how emotional lead-

ership affects job crafting through the media-

ting role of supervisor trust. By using struc-

tural equation modeling to establish strong 
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statistical associations between these varia-

bles, this study fills a gap in leadership re-

search that often overlooks the specific path-

ways through which leadership styles influ-

ence innovative employee behavior. 

Based on survey data collected from em-

ployees in a variety of industries in South 

Korea, this study examines the impact of emo-

tional leadership on career formation and its 

effect on employees’ trust in supervisors with-

in an organizational setting. Compared to ex-

isting research on the topic, this study in-

troduces several distinctive elements.

First, it highlights the important role of su-

pervisor trust as a mediating factor, showing 

that high trust in supervisors significantly fa-

cilitates job shaping behavior. This focus on 

the mediating function of trust provides a 

more sophisticated perspective than previous 

studies that may not have strongly empha-

sized this relationship.

The study also stands out in that it draws 

on a broad and diverse sample of 250 employees 

across multiple sectors, which increases the 

generalizability of the results. This diverse 

pool of participants sets it apart from studies 

that have examined more limited or homoge-

neous groups.

Methodologically, the study uses structural 

equation modeling (SEM) using Jamovi soft-

ware, an approach that allows for in-depth 

analysis of complex relationships between 

variables. This advanced statistical techni-

que contrasts with other studies that rely sole-

ly on basic correlation or regression analyses, 

which provide a more robust framework for 

exploring mediating relationships.

Furthermore, this thesis provides a com-

prehensive examination of the components of 

emotional leadership by subdividing them in-

to self-awareness, self-management, social 

awareness, and relationship management. By 

explaining each component in detail, it pro-

vides a nuanced view of emotional leadership 

that may be less clear in other works.

In addition to this detailed analysis, this 

study focuses on Korean organizational cul-

ture to explore the cultural nuances of trust 

and leadership that may differ from the 

Western contexts that often appear in the 

literature. This cultural perspective allows us 

to understand how emotional leadership func-

tions within a unique social framework and 

sheds light on culturally specific leadership 

dynamics.

Another unique feature of this study is its 

focus on job creation as a measurable 

outcome. Rather than examining job sat-

isfaction alone, we view job creation as an ac-

tive behavior in which employees restructure 

their work to better align with their skills, 

interests, and goals. These behavioral out-

comes provide a more dynamic view of em-

ployee engagement.

The study also includes demographic diver-

sity, examining factors such as gender and 

position level that may influence outcomes. 

These additional layers of analysis provide 

valuable insights into how demographic fac-

tors interact with emotional leadership and 

supervisor trust.

In terms of practical application, the paper 

makes clear recommendations for leadership 

development, specifically advocating for pro-

grams that enhance the emotional intelli-

gence of organizational leaders. It goes beyond 

theoretical implications by proposing action-

able insights, suggesting specific strategies 

that organizations can implement to streng-

then leader-employee relationships.

Finally, the study suggests that future re-

search could explore the impact of emotional 
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leadership over time, and suggests longi-

tudinal studies to track how the impact of emo-

tional leadership may evolve. This call for on-

going evaluation contrasts with the more com-

mon cross-sectional approach and empha-

sizes the importance of understanding long- 

term impacts.

The study is expected to provide a clear 

and actionable framework for leadership de-

velopment programs by highlighting the prac-

tical implications of fostering emotional in-

telligence in leaders to enhance organiza-

tional adaptability and employee engage-

ment.

The specific research questions are as fol-

lows

Research question 1: Does organizational 

members’ perceived supervisor’s emotional 

leadership influence organizational members’ 

job crafting?

Research question 2: Does organizational 

employee perceived emotional leadership in-

fluence job crafting through the mediation of 

supervisor trust?

2. Theoretical Background and Research 

Hypothesis

Leadership refers to the process of making 

an organization cohesive and coherent to ach-

ieve a given goal [Bass, 1997], and it is the 

process of influencing the behavior of members 

to achieve organizational goals [Jin, 2015]. 

Leadership theories include “greatness theo-

ry,” which emphasizes an individual’s innate 

characteristics, and “trait theory,” which re-

fers to personal characteristics that dis-

tinguish leaders from non-leaders, such as in-

telligence, honesty, confidence, and appear-

ance [Daft, 2018]. In contrast, ‘behavioral the-

ories’ that emphasize the behavior of leaders, 

such as Feldman and Arnold [1983] and 

Fiedler’s [1967] ‘Contingency Model of Leader-

ship Effectiveness’, Hersey and Blanchard’s 

[1969] ‘Situational Leadership Theory’, House’s 

[1971] ‘Path-Goal Theory’, and Vroom et al.’s 

[1973] ‘Contingency Model’, have been studied. 

In the modern era, contemporary leadership 

theory has introduced new types of leadership 

styles, including charismatic leadership, 

transformational leadership, transactional 

leadership, and servant leadership [Bass, 

1990]. However, there is a recent movement 

in the field of leadership to emphasize emo-

tional or affective characteristics in addition 

to rational skills [Humphrey et al., 2016]. 

Some studies have evaluated the impact of 

organizational members’ own emotions on 

their work performance [Kaur and Sukhmani, 

2017; Cortini et al., 2019].

In organizations where the future is difficult 

to predict and unstable due to the develop-

ment of advanced industrial technology in-

corporating AI technology, emotional leader-

ship capabilities that can recognize the emo-

tions of organizational members and create 

a positive environment are becoming im-

portant [Miao et al., 2016]. Emotional leader-

ship plays an important role in forming 

trust-based relationships with employees 

based on the ability of leaders to recognize 

and appropriately manage their own emotions 

and the emotions of others. In an environment 

where emotional leadership is practiced, lead-

ers gain the trust of their employees by em-

pathizing with their emotional needs and re-

sponding appropriately to their condition. 

This is an important factor that strengthens 

employees’ job commitment and voluntary be-

havior within the organization [Park et al., 
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2023]. The core of emotional leadership can 

be divided into four elements: self-awareness, 

self-management, social awareness, and rela-

tionship management. Of these, self-aware-

ness and relationship management have a sig-

nificant impact on building trust in super-

visors. When leaders are able to clearly recog-

nize and regulate their own emotions, organ-

izational members are more likely to trust 

their supervisors. In addition, leaders with 

strong relationship management skills are 

able to put themselves in the shoes of their 

organizational members and empathize with 

their emotions, leading to positive interac-

tions. This is why leaders who demonstrate 

emotional leadership are able to strengthen 

trusting relationships with organizational 

members [Jeong et al., 2020].

Trust in supervisors plays a crucial role in 

an employee’s job performance, and the higher 

the trust, the more autonomous and proactive 

the employee is. Trust in supervisors allows 

employees to rely on their instructions and 

decisions, which leads to a perception of great-

er autonomy and discretion in job perfor-

mance. This leads to employees who trust 

their supervisors to engage in more job craft-

ing behavior, where they voluntarily re-

structure their jobs [Song, 2014]. On the other 

hand, when employees lack trust in their su-

pervisors, they are more likely to adopt a pas-

sive and defensive attitude. This can lead to 

less job crafting behavior, which in turn risks 

lowering job satisfaction and performance. 

Therefore, supervisor trust is one of the im-

portant factors that enable employees to au-

tonomously engage in job crafting [Seo and 

Lee, 2019].

Emotional leadership contributes to the de-

velopment of trust between leaders and organ-

izational members. Leaders who demonstrate 

emotional leadership are able to understand 

the emotional state of their organization’s 

members and strengthen the trust relation-

ship through their motivation [Lee et al., 

2022]. Trust plays an essential role in building 

and maintaining relationships between em-

ployees and employees, organizations and em-

ployees, and organizations and organizations 

[Jeong et al., 2020].

This study evaluated the structural rela-

tionships of service industry employees’ per-

ceived emotional leadership with job sat-

isfaction, innovation behavior, and super-

visor trust. The results of the study showed 

that emotional leadership positively influ-

enced both job satisfaction and innovation 

behavior, and supervisor trust was found to 

moderate the relationship between emo-

tional leadership and job satisfaction [Kang 

and Kim, 2022]. Taken together, the findings 

of the literature on emotional leadership and 

organizational member or leader perform-

ance provide important implications for the 

need for organizational leaders to actively 

exercise emotional leadership. When leaders 

build trust through positive interactions 

with organizational members, members feel 

more autonomy and control, which promotes 

job crafting behaviors that allow them to re-

structure their jobs. Job crafting is the proc-

ess by which employees actively adjust their 

work activities, relationships, and cogni-

tions to increase job meaning and sat-

isfaction, which in turn contributes to in-

creased organizational performance and 

flexibility. Job crafting is the process of em-

ployees changing or redefining their jobs to 

increase job satisfaction and performance. 

Job crafting has been categorized into three 

types of elements, which include job crafting, 

cognitive crafting, and relationship crafting 
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[Wrzesniewski and Dutton, 2001]. Scott and 

Bruse [1994] found that organizational 

members are more likely to trust their super-

visors when they perceive them to be 

supportive. This makes the work they are 

given more meaningful, and incre

ases their sense of belonging and commit-

ment to the organization [Berg et al., 2008].

Job crafting is becoming increasingly im-

portant in modern organizations. In a rapidly 

changing corporate environment, employee 

spontaneity, creativity, and initiative have 

become important competitive advantages. 

Job crafting enables employees to change 

parts of their jobs and increase their job sat-

isfaction, which has a direct impact on organ-

izational performance. Especially when em-

ployees trust their supervisors, they can free-

ly adjust their jobs, so it is important for or-

ganizations to build trust in supervisors 

through emotional leadership.

In the relationship between emotional 

leadership and job crafting, supervisor trust 

plays an important mediating role. Leaders 

who demonstrate emotional leadership fos-

ter trusting relationships with their employ-

ees, creating an environment where employ-

ees can autonomously reimagine their jobs. 

As supervisor trust increases, employees feel 

a greater sense of autonomy and control over 

their jobs and are more inclined to proac-

tively change their jobs. This is supported by 

existing research, which shows that when 

supervisor trust is high, employees trust 

their supervisor’s instructions, which leads 

to more creative and proactive job perform-

ance [Khan et al., 2021]. Thus, supervisor 

trust plays an important role in mediating 

the relationship between emotional leader-

ship and job crafting. Leaders who excel at 

emotional leadership are able to strengthen 

their emotional bonds with organizational 

members, which in turn builds trust. This 

trust increases passion and commitment to 

the job and fosters job crafting behavior, 

which is the voluntary restructuring of jobs. 

In this regard, emotional leadership is con-

sidered a critical leadership competency in 

modern organizations, and organizations 

need to strengthen their leaders’ emotional 

leadership capabilities to create an environ-

ment that fosters trust in supervisors.

In conclusion, emotional leadership plays 

an important role in facilitating job-crafting 

behavior by building trusting relationships 

between leaders and organizational members. 

When leaders demonstrate emotional in-

telligence to build trusting relationships with 

organizational members, they are more likely 

to be autonomous and proactive in restructur-

ing their jobs, which contributes to higher or-

ganizational performance and flexibility. 

Therefore, organizations need to strengthen 

their leaders’ emotional leadership capa-

bilities and create an environment that fosters 

trusting relationships between leaders and 

organizational members. Once these trust- 

based relationships are established, employ-

ees will be more willing to engage in job craft-

ing, and the organization can expect better 

performance as a result. Given the positive 

impact that emotional leadership has on em-

ployee job satisfaction and performance, it’s 

important to support leaders to effectively 

demonstrate this capability. This can be done 

through leadership training programs at the 

organizational level or various trainings to 

develop emotional intelligence. With such 

training and support, leaders will be able to 

strengthen trusting relationships with their 

employees and maximize organizational 

performance.
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3. Research Model and Methodology

3.1 Research Model

Based on the theoretical review of previous 

studies, the following research model was 

established. The purpose of this study is to 

examine the pathway of the impact of super-

visor’s emotional leadership perceived by em-

ployees on employees’ job crafting and to test 

the mediating effect of supervisor trust in this 

relationship (See <Figure 1>).

3.2 Research Object

The sample for this study consisted of 250 

employees from various industries working in 

organizations of 100+ employees across the 

country. The study was conducted using an 

online questionnaire.

Emotional 
leadership

Job crafting

Supervisor trust

<Figure 1> Research Model

3.3 Measurement Tool

3.3.1 Emotional Leadership

Emotional leadership is leadership that in-

creases the emotional capacity of an organ-

ization by making leaders aware of their own 

introspection, identifying the feelings and 

needs of their organization’s members, and 

flexibly building relationships with them. 

Goleman et al. [2002] proposed four factors 

[self-awareness, self-management, social awa-

reness, and relationship management] cen-

tered on personal, social, self-awareness, and 

self-management, and Jung and Choi [2015] 

used 15 survey questions [e.g., My supervisor 

understands my strengths and weaknesses]. 

Each question was measured on a 5-point 

Likert scale ranging from ‘not at all true’ to 

‘very true’, and the higher the score, the higher 

the emotional leadership of the supervisor 

perceived by the employee.

In this research model, emotional leader-

ship is analyzed as a unidimensional model. 

There is a need to focus on the specific path-

ways through which emotional leadership in-

fluences other organizational outcomes, and 

emotional leadership is a concept that encom-

passes a leader’s ability to recognize, under-

stand, and manage their own emotions as well 

as the emotions of others in the organization. 

It encompasses a range of skills including 

self-awareness, self-management, social 

awareness, and relationship management.

In complex organizational settings, sim-

plifying the model to focus on a single di-

mension can help isolate and understand the 

direct impact of emotional leadership traits 

such as empathy, motivation, and emotion 

regulation on specific outcomes such as job 

creation, trust, and organizational perfor-

mance. This focused approach allows you to 

clearly distinguish impact pathways and es-

tablish more direct causal relationships.

In studies involving multiple dimensions, 

it can be difficult to attribute effects to specific 

aspects of emotional leadership without ex-

tensive data and complex modeling. Therefore, 

analyzing emotional leadership in a sin-

gle-dimensional framework allows for a more 

manageable and interpretable analysis, en-

suring that the insights generated are prac-

tical and applicable to leadership develop-
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Fre-

quency

Percen

tage

Gender
Male 131 52.4

Female 275 49.9

Age 

20s 34 13.6

30s 56 22.4

40s 55 22.0

50s 56 22.4

60s 49 19.6

Education 

Level

High school 35 14.0

University 183 73.2

Graduate (current) 

or higher
32 12.8

Employment

Years of 

experience

Less than 3 years 71 28.4

Less than 5 years 42 16.8

Less than 10 years 55 22.0

Less than 20 years 47 18.8

Less than 30 years 24 9.6

30 years or more 11 4.4

Rank  

Employee 78 31.2

Assistent 42 16.8

Manager 49 19.6

Assistent Chief 29 11.6

 Deputy Manager 32 12.8

Executive 18 7.2

Other 2 .8

Job Type

Planning 22 8.8

Management 121 48.4

Sales 20 8.0

R&D 29 11.6

Production 22 8.8

Etc. 36 14.4

<Table 1> Demographics Characteristics of Sample

ment programs or organizational strategy.

3.3.2 Supervisor Trust

Supervisor trust refers to the degree of trust 

that employees have in their supervisors as 

a result of their working relationship within 

the organization. It consists of four items, and 

this study used the items used in Oh’s [2015] 

study (e.g., “My supervisor does not try to take 

advantage of his subordinates by deceiving 

them”). Each item is a Likert scale ranging 

from 1 (not at all true) to 5 (very true), with 

higher scores indicating higher levels of trust.

3.3.3 Job Crafting

Job crafting refers to the process of employ-

ees adapting and redefining their work to find 

greater meaning and satisfaction. The job 

crafting scale was measured using a scale de-

veloped in the work of Lee [2022] (e.g., I try 

new approaches to do my job better and im-

prove my work). The job crafting scale consists 

of 9 items. Each item is on a Likert scale rang-

ing from 1 (not at all) to 5 (very much), with 

higher scores indicating higher levels of job 

crafting.

3.3.4 Analysis Method

The data was analyzed using the jamovi 

0.9.6.9 open statistical program based on R. 

The analysis method was as follows. The anal-

ysis method is as follows. First, frequency 

analysis and descriptive statistics were con-

ducted to determine the general character-

istics of the study subjects. Second, Pearson 

correlation coefficient was used to examine 

the correlation between the main variables. 

Third, the reliability coefficient [Cronbach’s 

α] was calculated and confirmatory factor 

analysis was conducted to evaluate the in-

ternal consistency of related variables, and 

the fit indices of the measurement model and 

structural model were evaluated through CFI, 

TLI, SRMR, and RMSEA. Fourth, mediation 

analysis was conducted to examine the effect 

of independent variables on the dependent 

variable and the mediation effect.

4. Empirical Results

4.1 General Characteristics of the Sample

The study sample consists of 250 partic-
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ipants, and the gender distribution is almost 

balanced [52.4% male, 47.6% female]. The 

age range is quite diverse, with the 30s 

[22.4%] and 50s [22.4%] being the most nu-

merous, and those in their 20s accounting for 

13.6%. By position, most are lower-level po-

sitions such as staff [31.2%] and deputy 

managers [16.8%], with only 7.2% being 

executives.

4.2 Descriptive Statistics and Correlation 

Analysis

In order to verify the structural relationship 

of the theoretical model established in this 

study, the mean, standard deviation, normal-

ity test, and correlation analysis of the main 

variables were conducted, and the results are 

as follows. The mean [standard deviation] of 

emotional leadership was 3.27 [SD=0.757], 

trust in supervisor was 3.23 [SD=0.895], and 

job crafting was 3.52 [SD=0.548]. The normal-

ity test showed that the value of skewness 

was less than 2 and the value of kurtosis was 

less than 4, which does not violate the assump-

tion of normality [Jeon and Jeon, 2016].

Measurement

Variable
Mean

Mean

[Standard 

Deviation]

Skewness Kurtosis

Emotion

Leadership
3.27 0.757 -0.448 0.042

Supervisor 

Trust
3.23 0.895 -0.586 -0.007

Job Crafting 3.52 0.548 -0.193 -0.002

<Table 2> Mean and Standard Deviation of Major Variables

Next, bivariate correlation analysis was 

conducted to examine the correlation and mul-

ticollinearity among the variables. The corre-

lations of the main variables were all sig-

nificant [p<.01]. Emotional leadership was 

found to be positively correlated with super-

visor trust [r = 0.776] and job crafting [r = 

0.437], and supervisor trust was positively 

correlated with job crafting [r = 0.467]. We 

also checked for multicollinearity and found 

that the correlation between the variables was 

less than 0.9, indicating that there was no 

multicollinearity.

Emotion

Leadership

Supervisor 

Trust

Job 

Crafting

Emotion

Leadership
- 0.776

***
0.437

***

Supervisor 

Trust
- 0.467***

Job Crafting -

<Table 3> Correlation between Major Variables 

*
p < .05, 

**
p < .01, 

***
p < .001.

4.3 Measurement Model Analysis

4.3.1 Confirmatory Factor Analysis [CFA] of the 

Measurement Model

The variables of this study are emotional 

leadership, supervisor trust, and job crafting, 

and the fit of the measurement model was veri-

fied through confirmatory factor analysis 

[CFA] for the entire measurement model. In 

particular, since the x² test is sensitive to the 

sample size and the content of the null hypoth-

esis is too strict and reflects the influence of 

the sample size, the fit index of the model was 

used through CFI, TLI, SRMR, and RMSEA, 

which considered the simplicity of the model. 

As a result of the analysis, the fit indices of 

the measurement model were CFI=0.885, 

TLI=0.875, SRMR=0.0559, and RMSEA= 

0.0778, and all fit indices were found to be 

adequate.
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Fit Measures RMSEA 90% CI

CFI TLI SRMR RMSEA Lower Upper AIC BIC

0.885 0.875 0.0559 0.0778 0.0714 0.0842 14850 15156

<Table 4> Verification of the Goodness of fit of the Research Model

Factor Indicator Estimate SE Z p
Stand. 

Estimate

Emotion

Leader

ship

Self-Awareness Ability Emotion1 0.571 0.0509 11.23 <.001 0.643

Self-Awareness Ability Emotion2 0.580 0.0501 11.57 <.001 0.659

Self-Awareness Ability Emotion3 0.549 0.0515 10.66 <.001 0.617

Self-management Ability Emotion4 0.803 0.0593 13.54 <.001 0.740

Self-management Ability Emotion5 0.850 0.0542 15.68 <.001 0.819

Self-management Ability Emotion6 0.696 0.0570 12.21 <.001 0.687

Social awareness Emotion7 0.795 0.0505 15.75 <.001 0.821

Social awareness Emotion8 0.599 0.0480 12.47 <.001 0.697

Social awareness Emotion9 0.813 0.0534 15.23 <.001 0.803

Relational Management Emotion10 0.774 0.0536 14.44 <.001 0.774

Relational Management Emotion11 0.857 0.0547 15.65 <.001 0.817

Relational Management Emotion12 0.697 0.0523 13.34 <.001 0.733

Relational Management Emotion13 0.787 0.0510 15.42 <.001 0.810

Relational Management Emotion14 0.847 0.0520 16.31 <.001 0.839

Relational Management Emotion15 0.839 0.0528 15.88 <.001 0.825

Supervis

or

Trust

Supervisor Trust 1 0.660 0.0550 11.99 <.001 0.686

Supervisor Trust 2 0.852 0.0557 15.30 <.001 0.814

Supervisor Trust 3 0.930 0.0503 18.47 <.001 0.914

Supervisor Trust 4 0.936 0.0547 17.11 <.001 0.872

Job 

Crafting

Tasks Crafting 1 0.527 0.0482 10.94 <.001 0.658

Tasks Crafting 3 0.559 0.0545 10.26 <.001 0.625

Cognitive Crafting 4 0.525 0.0489 10.73 <.001 0.648

Cognitive Crafting 6 0.523 0.0487 10.74 <.001 0.648

Relational Crafting 8 0.555 0.0561 9.88 <.001 0.609

Relational Crafting 9 0.539 0.0509 10.58 <.001 0.641

<Table 5> Factor Loadings of the Measurment Model 

Factor Loadings

4.3.2 Validation of the Measurement Model

To verify the validity of the measurement 

model of this study, confirmatory factor analy-

sis was conducted, and the results are shown 

in <Table 5>. The factor loadings of the meas-

ured variables on each latent variable ranged 

from the lowest of 0.562 to the highest of 0.914, 

all of which are greater than 0.5, confirming 

that the measured variables measure the la-

tent variables well.
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95% C.I. (a)

Type Effect Estimate SE Lower Upper β z p

Component

Emotion Leadership

 ⇒ Supervisor Trust
0.916 0.0472 0.8239 1.009 0.776 19.43 <.001

Supervisor Trust 

⇒ Job Crafting
0.197 0.0538 0.0920 0.303 0.322 3.67 <.001

Direct
Emotion Leadership

⇒ Job Crafting
0.135 0.0635 0.0105 0.260 0.187 2.13 0.034

<Table 6> The impact of Emotional Leadership and Superior Trust on Job Crafting

*
p < .05, 

**
p < .01, 

***
p < .001.

95% C.I. (a)

Type Effect Estimate SE Lower Upper β z p

Indirect

Emotion Leadership

 ⇒ Supervisor Trust⇒ 

Job Crafting

0.181 0.0502 0.0826 0.279 0.250 3.61 <.001

Direct
Emotion Leadership

⇒ Job Crafting
0.135 0.0635 0.0105 0.260 0.187 2.13 0.034

Total
Emotion Leadership

⇒  Job Crafting
0.316 0.0413 0.2351 0.397 0.437 7.66 <.001

<Table 7> The Mediating Effect of Trust in Supervisors

4.4 Hypothesis Testing

4.4.1 Effects of Emotional Leadership and Supervisor 

Trust on Job Crafting

The results of testing the mediating effects 

of emotional leadership on job crafting and 

trust in supervisor are as follows. 

First, we found that emotional leadership 

has a positive [+] effect on trust in supervisors 

[β = 0.776, p < .001]. This means that employ-

ees are significantly more likely to trust their 

supervisors when their leaders demonstrate 

emotional leadership, confirming that emo-

tional leadership plays an important role in 

building trust in organizations [Kim and 

Baek, 2017].

Second, we analyzed the effect of trust in 

supervisor on job crafting and found that trust 

in supervisor has a positive effect on job 

crafting. The standardized estimate is [β = 

0.322, p < .001]. This suggests that when em-

ployees trust their supervisors, they are more 

likely to engage in job crafting, a behavior in 

which employees actively modify their jobs to 

better fit their skills, interests, and goals 

[Yoon et al., 2022].

Third, we analyzed the direct effect of emo-

tional leadership on job crafting.

We found that emotional leadership has a 

small but significant direct effect on job craft-

ing [β = 0.187, p = 0.034].

4.4.2 The Effect of Emotional Leadership on Job Crafting: 

The Mediating Effect of Supervisor Trust

The results of the mediation test are as 

follows. First, the direct effect of emotional 
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leadership on job crafting was statistically 

significant [z=2.13, p=0.034], and the media-

ting effect of supervisor trust on job crafting 

was statistically significant [z=3.61, p<.001], 

but this effect was weaker than the indirect 

effect of trust in supervisor. This suggests that 

while emotional leadership may directly influ-

ence job crafting, it is more influential when 

it promotes job crafting behavior by increasing 

trust in supervisors. As a result, we can see 

that emotional leadership plays an important 

role in fostering trust in supervisors, which 

significantly promotes job crafting. 

Emotional 
leadership

Job crafting

Supervisor trust

0.92***

0.14***

0.20
**

<Figure 2> Path Coefficient Results According to the 

Research Model

While emotional leadership does not di-

rectly affect job formation, it has a greater 

indirect impact through the trust it builds 

within the organization. This highlights the 

importance of emotional leadership, which is 

influenced by emotional intelligence, to 

strengthen trust among organizational mem-

bers and enhance their ability to find meaning 

in their work and take initiative.

5. Conclusions

This study explored how emotional leader-

ship influences job crafting through the medi-

ating role of supervisor trust. The results 

showed that emotional leadership, as per-

ceived by organizational members’ super-

visors, significantly influences supervisor 

trust and promotes job crafting. It can be seen 

that leaders with emotional leadership have 

the ability to recognize and manage their own 

emotions and the emotions of their organ-

ization members at the same time. It also 

proved to be an important factor in creating 

an organizational environment where trust 

and initiative prevail.

The study’s findings reveal several key 

relationships. First, emotional leadership 

had a direct impact on leader trust, meaning 

that when leaders practice emotional in-

telligence, employees are more likely to have 

strong trust in their supervisors. This trust 

is essential for modern organizations because 

it not only strengthens relationships within 

the organization, but it is the foundation of 

organizational effectiveness. Leaders who are 

attuned to their emotional intelligence can ef-

fectively manage their interactions with em-

ployees, helping them feel valued by their 

leaders, which in turn boosts motivation and 

self-esteem. In turn, high levels of trust in 

leaders have been shown to be important for 

enhancing job satisfaction, organizational 

performance, and sustainable growth, in-

cluding employee satisfaction and reduced 

turnover.

Second, the mediating effect of supervisor 

trust on the relationship between emotional 

leadership and job crafting was found to be 

significant. The findings suggest that emo-

tional leadership has a direct, albeit weak, 

impact on employees’ job crafting. Moreover, 

the indirect effect through supervisor trust 

was even more pronounced. This means that 

when organizational members trust their 

leaders more, they are more likely to engage 

in job crafting. Job crafting refers to the proc-

ess of proactively identifying and customizing 
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job roles to better align with one’s work goals 

and interests. This trust in their supervisors 

allows employees to feel safe enough to take 

initiative, experiment with new methods, and 

redefine their work in ways that engage both 

their personal development and organiza-

tional goals.

Job crafting is increasingly recognized as 

an essential component of employee well-be-

ing and organizational adaptability. In a dy-

namic, fast-paced environment where em-

ployees face constant challenges, the ability 

to create their own jobs can increase job sat-

isfaction, enhance job meaning, and improve 

overall performance. Therefore, the role of 

emotional leadership through trust building 

cannot be underestimated in facilitating these 

outcomes.

Our findings emphasize the importance of 

emotional leadership in indirectly facilitating 

job crafting by increasing trust in supervisors. 

Leaders who demonstrate emotional in-

telligence play an important role not only in 

managing tasks or directing workflow, but al-

so in shaping the emotional and psychological 

climate of their employees. These findings are 

relevant in organizational contexts where in-

novation and flexibility are required for sus-

tainable management. Members who trust 

their leaders are more likely to take calculated 

risks, explore new strategies, and adapt their 

roles to better fit the needs of the organization, 

contributing to the resilience of the organ-

ization’s members.

Our study of the impact of emotional leader-

ship theoretical foundations on job crafting 

mediated by supervisor trust offers three aca-

demic contributions.

First, it demonstrates the importance of 

trust-based leadership: the fact that emo-

tional leadership is essential for building trust 

within an organization shows that leaders can 

leverage their emotional intelligence to 

strengthen trusting relationships with their 

employees, which in turn drives job crafting 

behavior. This is an important insight that 

can ultimately contribute to improved organ-

izational performance, highlighting the need 

for emotional competence in leaders in modern 

complex organizational environments.

Second, the organizational value of job 

crafting. The finding that job satisfaction and 

performance are enhanced when employees 

have autonomy and meaningfulness in their 

work through emotional leadership reaffirms 

the importance of job crafting, especially as 

a basis for how it can contribute to organiza-

tional effectiveness in today’s changing busi-

ness environment. Our findings can help or-

ganizations maximize employee autonomy 

and creativity from a strategic perspective.

Third, the contribution of emotional leader-

ship to the development of organizational 

culture. A positive organizational culture can 

be promoted through supervisor trust. When 

relationships are built on trust, employees are 

empowered to readjust their roles, which gives 

them a sense of autonomy. In an environment 

where emotional leadership is practiced, lead-

ers can empathize with the emotional needs 

of their employees and respond appropriately 

by being aware of their state of mind, leading 

to positive interactions. This will contribute 

to a positive change in the overall organiza-

tional climate.

These contributions provide an important 

foundation for a deeper understanding of the 

relationship between emotional leadership 

and job crafting. By highlighting the positive 

impact of emotional leadership on organiza-

tional performance, they provide an oppor-

tunity for organizations to enhance their lead-
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ership capabilities and promote job restruc-

turing.

From a practical perspective, this study 

highlights the need to prioritize the develop-

ment of emotional leadership skills within or-

ganizational members. Emotional leadership 

training should provide leaders with the tools 

they need to recognize and effectively respond 

to the emotional cues of their members. This 

can foster a cohesive, trusting organizational 

culture. When trust is built with leaders, em-

ployees are more likely to feel comfortable en-

gaging in job crafting, which improves both 

individual job satisfaction and overall organ-

izational performance. The implications of 

these findings suggest that implementing 

leadership programs that focus on the emo-

tional intelligence of organizational members 

can lead to greater employee engagement and 

proactive behavior. Such programs also help 

create a work environment that supports job 

crafting.

Furthermore, encouraging leaders to devel-

op emotional intelligence can foster stronger 

relationships between leaders and organiza-

tional members, which can lead to reduced 

turnover, satisfaction, and innovation.

Future research could further explore the 

boundary conditions of the reciprocal rela-

tionship by examining additional variables 

that may mediate or moderate the impact of 

emotional leadership on job crafting. For ex-

ample, factors such as organizational culture, 

team dynamics, or individual differences in 

personality traits may influence the extent 

to which emotional leadership translates into 

jobcrafting behavior. Investigating these po-

tential influences would provide a more com-

prehensive understanding of how emotional 

leadership works in different organizational 

contexts.

Longitudinal studies will also provide val-

uable insights into how the impact of emo-

tional leadership on trust and job formation 

evolves over time. Understanding whether the 

impact of emotional leadership persists or de-

clines over the long term can provide organ-

izations with important information about the 

longevity and ongoing effectiveness of emo-

tional intelligence training initiatives.

In conclusion, this study contributes sig-

nificantly to the growing literature on leader-

ship and organizational behavior by empiri-

cally validating the important role of emo-

tional leadership in enhancing trust in leaders 

and encouraging job crafting. The findings 

highlight the importance of a leader’s emo-

tional intelligence in building trust within a 

team, which enables members to actively 

shape their roles in ways that promote person-

al growth and organizational effectiveness. By 

striving to improve emotional leadership, or-

ganizations can create an adaptable, in-

novative, and engaged workforce that is better 

equipped to meet the challenges of a rapidly 

changing business environment.
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