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Abstract 

Purpose: As the proportion of foreigners participating in the domestic labor market is gradually increasing, problems caused by social 

and cultural differences have also been expressed. As such, the purpose of this study was to analyze the effects of organizational 

justice and social support on psychological and cultural adaptation and its effect on turnover intention. Research design, data and 

methodology: The data was collected for foreign workers who visited the Foreign Workers Support Center operated by the Korea 

Human Resources Development Service. A total of 224 data were analyzed from March 1 to March 30, 2019 and was analyzed 

through frequency analysis for basic work environment of foreign workers, factor analysis for reliability and validity of variables, and 

overall structural model analysis. Results: Organizational fairness did not appear to affect psychological adaptation and significant 

cultural adaptation but social support had a significant effect. Psychological adjustment did not affect turnover intention, and cultural 

adaptation had a significant effect on turnover intention. Conclusions: Thus, in order to reduce the intention of turnover and adapt 

well to the working environment, it would be more efficient to find ways to raise the level of psychological adaptation by 

strengthening social support rather than organizational fairness. 
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1. Introduction12

As the size of the economy increases, the domestic labor 

market, where homogeneous workforce has become 

mainstream, is changing rapidly. The increase in women's 

labor force and human resources of the middle and old age 

group is an important change, but the rapid increase in the 

share of workers of different nationalities has also become 

an important shift in the dynamics of the workplace. 

According to the Monthly Immigration and Foreign Policy 

Report, the number of foreign workers entering Korea 

through the employment permit system more than doubled 

from 240,000 in 2006 to 53,693 by the end of 2018. This 

change in labor structure is transforming our society into a 
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multi-cultural and multi-ethnical society (Kim, 2009). This 

phenomenon can be seen as a global trend rather than a 

singular change in Korea. For example, Japan, which has 

formed a homogeneous labor market for a long time similar 

to Korea, has experienced social issues due to the rapidly 

increasing multicultural labor force since the 1980s. This 

has been an important change in the workforce and the labor 

market.  

Meanwhile, in order for Korean companies to be 

competitive in a fierce market environment, there has to be 

more support in addition to the government's continuous 

policy development for employment of foreign workers, as 

well as those in charge of the supply and demand of labor 

workers. This can amplify the sense of belonging or loyalty 

to the workplace in the company. It should also be 

accompanied by research from various perspectives to 

prevent high turnover rates and for workers to adapt well to 

the Korean working environment. 

Accordingly, this study sets the intention of turnover rate 

as a dependent variable in order to grasp the sense of 

belonging or loyalty of foreign workers in domestic 

workplaces, and analyzes the relationship between 

organizational justice, social support, psychological 
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adaptation and cultural adaptation. The purpose of this study 

is to enhance the adaptation of foreign workers and to 

suggest implications for their efficient management. 

As a concrete method to achieve the purpose of this 

study, the present study first aims to grasp the current 

working environment, occupations and salaries of foreign 

workers. Second, the study attempted to verify whether 

organizational justice and social support significantly 

influenced psychological and cultural adaptation, 

respectively. Third, this study examined whether 

psychological and cultural adaptation had a significant effect 

on turnover intention. To this end, the structural relationship 

model of organizational fairness, social support, 

psychological adaptation, cultural adaptation, and turnover 

intention is set as a structural model. The results of this 

study was verified through the analysis of positive factors, 

confirmatory factors, and structural equations. 

 

 

2. Advanced Study Review 
 

2.1. Foreign Workers 
 

In the domestic labor market, the low unemployment rate 

is still decent, but the labor market participation rate of 

women and young people is low, and the population 

structure is undergoing changes such as rapid aging of the 

population. The rapidly decreasing and low-skilled labor 

supply is aging. In particular, low-skilled jobs are often low-

wage jobs due to the dual structure of the labor market, 

making it difficult for high-educated youth to flow freely 

(Ministry of Employment and Labor, 2019). 

Migrant workers' migrant labor in Korea is being used as 

a response to labor demand, such as a lack of labor in low-

wage jobs in manufacturing SMEs, and the inflow of foreign 

workers continues to increase, especially in low-skilled and 

temporary labor. Recently, small and medium-sized 

enterprises in Korea are unable to guarantee production 

capacity except for foreign workers. The large domestic 

inflows of foreign workers have a positive role in resolving 

the labor shortages of small and medium-sized 

manufacturing enterprises, securing stable productivity, and 

providing foreign workers with job opportunities. However, 

when foreign workers enter the country and are not able to 

adapt, resulting in them turning away, it can be a burden on 

the companies and the Korean society. If a foreign worker 

fails to adapt efficiently after being hired by a domestic 

company, it not only reduces teamwork among working 

members but also negatively affects job performance by 

reducing job satisfaction and organizational commitment. 

If they fail to adapt successfully in the Korean society 

and leave the workplace or stay illegally, they can increase 

the costs of not only foreign workers themselves but also for 

companies and the society in general. At the end of 2018, 

the number of illegal residents of foreign workers was 

355,126, up 40% from 251,041 in 2017, the highest level in 

the past five years. In fact, unfair management practices of 

foreign workers, the resulting departure from work, and 

issues leading to illegal stays are constantly being revealed. 

Illegal residence of foreign workers not only causes labor 

market disturbances, labor exploitation and human rights 

problems, but can also lead to social issues that incur 

significant social costs by increasing the difficulty of 

administrative management such as crackdown on illegal 

residence and forced departure. Additionally, foreign 

workers may be aware of workplace conflicts because of 

violence or verbal abuse by their Korean colleagues or 

supervisors. 

In fact, interviews with foreign workers have found that 

many types of workplace conflicts, such as unilateral or  

positionally dominant Korean bosses or co-workers being 

unilaterally violent and verbal, or vice versa. Therefore, in 

order to effectively manage foreign workers and prevent 

their lack of adaptation, various studies on factors affecting 

the intention of turnover rates of foreign workers are needed. 

 

2.2. Organizational Fairness 
 

The issue of fairness in an organization can be said to be 

related to decision-making about the organization, such as 

promotion and transfer, performance appraisal, wage 

determination, transfer placement, and dismissal. In 

particular, the problem of fairness that foreign workers 

perceive and experience while working with Korean 

workers in Korea is an important issue for their 

psychological and cultural adaptation. Decisions regarding 

organizational members must have fairness and legitimacy 

recognized by all members of the organization. If there is an 

unfair decision that is not recognized by the members of the 

organization, the members of the organization who 

recognize the injustice will not only react negatively, such as 

frustration or job dissatisfaction, but will also lead to 

positive reactions such as absenteeism and turnover, leading 

to important problems that can impede organizational 

effectiveness. 

Early research on organizational fairness began in the 

mid-1970s by organizational psychologists, with an 

emphasis on the procedural issue of distribution and an 

understanding at the organizational level. The reason for the 

rather late study of this procedural problem is that 

distribution fairness is primarily studied because the result 

of distribution to people is the most direct and final product, 

and the concept of distribution fairness has some meaning. 

In other words, considering the input-to-compensation ratio 

in the theory of fairness, it is possible to expand the 

interpretation that the procedure could be considered in the 

concept of broad input. 

As research on the procedural problem of distribution 

has progressed, many studies have shown that even if the 

difference in distribution is evident, it becomes impossible 

for people to objectively compare the degree of input versus 

output between individuals who determines the difference. 

There was a loss of adequacy, and an effort was increasingly 
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made to find a standard of fairness in whether the means or 

procedures used to achieve the outcome were applied fairly 

to oneself rather than a fair distribution of the outcome. 

In recent years, more appropriate research has been 

carried out on variables and issues directly related to 

organizational functions, and in the late 1980s, it began to be 

dealt with under the theme of organizational justice. One of 

the major conflicts of fairness researchers had was in the 

form of the type of response that would have been formed if 

the workers did not receive the rewards that they deemed to 

be appropriate. Thus, two concepts of fairness were 

considered, one trying to explain what was treated fairly 

with the concept of distributive justice, and the other on how 

the extent of the procedural justice was determined. In this 

way, the focus of the attention had been shifted. 

2.3. Social Support 

The concept of social support is defined by various 

approaches by various scholars. This research on social 

support originated from ecological research aimed at 

examining the relationship between social environment and 

health. Later, Cobb (1976) first attempted the academic 

conceptualization of social support. Today, social support is 

social relations, social networks, social integration, social 

ties, social activities, adaptive resources, social support 

systems, social and psychological resources. Each researcher 

has a similar meaning as needed by the support network. 

Many researchers also view the existence, number, quantity, 

type, and frequency of social support as a measure of social 

support. 

The general social support that the workers from migrant 

countries experienced is that it is a variable that has a 

positive influence on adaptation, in the form of help, and 

assistance provided by individual families, friends, 

neighbors, social groups and other service organizations. As 

a result, the various forms of social support provided by 

firms can help workers overcome many of the challenges 

they face in the field. Therefore, social support should be 

actively reviewed for the psychological and cultural 

adaptation of foreign workers and the intention to turnover 

rate. 

2.4. Psychological Adaptation 

Psychological adaptation is a concept that includes 

aspects of individual life as a whole. It is reported to have 

negative concepts such as depression, anxiety or stress, and 

positive concepts such as self-esteem, subjective well-being, 

and life satisfaction. 

Existing studies have used both psychological adaptation 

as a dependent variable and verified both positive and 

negative aspects such as depression, anxiety, self-esteem, 

well-being, and life satisfaction factors. 

Indeed, if we look at the meta-analysis of lifelong studies 

of psychiatric distress conducted by US clinical 

psychologists from 1970 to 1980, people have different 

desires to reduce negative emotional states and increase 

positive ones. It was confirmed that the two systems 

function independently of each other. 

Studies on psychological adaptation are mainly related to 

stress, loss experience, relative deprivation experiences, 

social anxiety and personality factors, and research on the 

changes in life after retirement in psychology and 

counseling has been conducted.  

In this way, psychological adaptation can be understood 

as life satisfaction, and happiness along with stress or self-

esteem, depression or anxiety, and the more stress that is 

experienced, the more inadequate aspects such as anxiety, 

depression, alienation, and identity confusion will exist. 

Most studies on depression, anxiety, or life satisfaction 

with psychological adjustment mechanisms mainly focus on 

demographic and social, economic, and social factors. 

Verification of deprivation psychological adaptation is very 

meaningful. 

2.5. Cultural Adaptation 

Cultural adaptation is a change in the original cultural 

patterns of one or both groups as a result of continuous and 

direct contact within people of different cultures. Cultural 

contact occurs when people from different cultures meet. 

The interest in these adaptation problems in the context of 

cultural contact with these individuals define the concept of 

cultural adaptation. It is said that it is a process of change 

that results in mutual influence when the mutual contact 

between people of different cultural origins appears 

continuously. In addition, cultural adaptation can be divided 

into the group and individual aspects, and the collective 

dimension is a process that can take place between 

exchanges and interactions between two or more cultures. It 

is a process of cultural and psychological change that 

members of the cultural group face in contact with each 

other. 

In other words, cultural adaptation may mean that the 

culture of the home country and the new culture are changed 

together by mutual influence, and not a new change that 

results in one culture. 

Today, the concept of cultural adaptation included both 

social and psychological behavioral changes in individuals 

and groups, and John Powell first reported it in 1880 at the 

American Society of Anthropology, meaning "Psychological 

Change through Imitation of Other Cultures." The degree of 

cultural adaptation can be assessed as a measure of human 

development based on social nature through various 

interchangeable transformation processes. 

Interest in various types of adaptation has increased 

since the 1970s, and the meeting of culturally diverse groups 

has an impact on each other's social structures, institutions, 

politics, and value systems, and the nature and extent of 

these changes depends on the conditions under which 

contact occurs. The results of cultural contact were divided 

into the individual level and group level results, and various 
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forms were analyzed, as well as the change in cognition, 

attitude, and behavior at the individual level. 

 

2.6. Intention of Turnover Rates 
 

Worker turnover has important consequences for both 

workers and employers. Workers must give up the vested 

interest they have enjoyed in their careers, along with the 

benefits gained by turning a job, and the employer pays 

additional costs such as for new recruitment, training and 

adaptation. When a worker decides to turn a job, it will not 

be judged instantaneously. Moving a job should be made 

with careful considerations in many situations. The move 

before you make this choice is your intention to turn away. It 

can be inferred that not all of these intentions will be 

transferred, but in many cases they will choose to turn. 

 Turnover intention refers to the behavior or attitude of 

members of an organization to leave the organization and is 

a representative indicator of organizational effectiveness. 

The intention to move is defined as the degree to which an 

employee intends to give up being a member of the 

organization and leave his current job. In other words, 

turnover intention refers to the attitude or tendency of the 

individual to turn away. In addition, turnover intention is a 

state of psychological reaction of an individual in which a 

worker tries to leave the organization in a specific situation. 

As such, the intention to turnover is interpreted as the 

willingness of the members to break the current relationship 

with the organization, and is evaluated as an effective 

substitute for the actual turnover behavior. 

Various factors affect the turnover of employees, but it is 

known that factors related to work or work are more 

important in predicting turnover than individual 

characteristics. Existing studies also point out that not only 

job characteristics, but also various factors such as wage 

levels and relationships with co-workers are factors that 

influence employee turnover in the workplace. 

 

 

3. Study Method 
 

3.1. Research Models and Hypotheses 
 

In order to achieve the purpose of this study based on 

previous studies, the research model as shown in [Figure 1] 

was set up and the hypothesis of H1 ~ H6 was derived based 

on this. 

 

 

Figure 1: Research Model 

 

H1. Organizational fairness will have a positive effect on 

psychological adaptation. 

H2. Organizational fairness will have a positive effect on 

cultural adaptation. 

H3. Social support will have a positive effect on 

psychological adaptation. 

H4. Social support will have a positive effect on cultural 

adaptation. 

H5. Psychological adaptation will have a positive effect on 

turnover intentions. 

H6. Cultural adaptation will have a positive effect on 

turnover intentions. 

 

3.2. Data Collection and Analysis Method 
 

The sample for this study was for foreign workers who 

entered Korea through the employment permit system, and 

the data was collected for foreign workers who visited the 

Foreign Workers Support Center operated by the Korea 

Human Resources Development Service. A total of 224 data 

were analyzed from March 1, 2019 to March 30, except for 

poorly responded data. The data analysis verified the 

research hypothesis through frequency analysis for basic 

work environment analysis of foreign workers, factor 

analysis for reliability and validity of variables, and overall 

structural model analysis. 

 

3.3. Set Study Variables and Measurement 

Tools 
 

Each variable used in the research model was defined as 

operational based on previous studies as shown in <Table 1>, 

and the measurement tool was designed in consideration of 

the purpose of this study and the characteristics of foreign 

workers in Korea. 
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Table 1: Measure of variable 

Division 
Variable 

name 
Operational definition Questions References 

Independent 

variable 

Organizational 

fairness 

The degree of recognition that the set of rewards 

(duty, compensation, promotion) given to foreign 

workers and the criteria or processes used to 

obtain them are fair. 

3 
Bies & Moag, 1986; Hyun-ho Seok et al., 

2003; Conlon et al., 2005 

Social support 

The level of satisfaction with the various forms of 

help and support provided by foreign workers' 

families, friends, neighbors, social groups, and 

other service organizations. 

3 

Park Ji-won, 1985; Seok Hyun-ho et al., 

2003; Young Kyu Lim, 2007; Liner, 2010; 

Daemyung Kim, 2016; Broadhead et al., 

1988 

Parameter 

Psychological 

adaptation 

The degree of psychological adaptation of foreign 

workers to new events and people in Korea 
3 

Cheol-Kyun Jeong, 2007; Lee So-Hee 

and Choi Un-Sun, 2008; 

Cultural 

adaptation 

The degree of adaptation experienced by foreign 

workers to Korea's new cultural environment 
3 

Ward et. al., 1998; Lee So-Hee and Choi 

Un-Sun, 2008; 

Dependent 

variable 

Intention to 

turn 

The degree of adaptation experienced by foreign 

workers to Korea's new cultural environment 

Attitudes or tendencies to voluntarily leave your 

current company 

3 

Choi Yun-ho, 2012; Kim Sang-wook and 

Yoo Hong-jun, 2002; Firth et al., 2001; 

Kim, Sun-Hee, 2005; Kim, Hyung-Seop, 

2005; Eom, Ki-Wook and In-A Park, 2007; 

No, Ha-na, 2007 

4. Analysis Result

4.1. General Characteristics of Samples 

As shown in <Table 2>, the nationality of Vietnam was 

14.3%, followed by Nepal 11.2% and Thailand 10.7%. The 

gender of males was 74.6%, which was higher than that of 

females 25.4%, and the age group was the highest with 44.2% 

in their 30s, followed by 41.1% in their 20s. The marital 

status was similar to 48.7% of those that were married and 

51.3% of those that were singles. Religion was followed by 

Buddhism 39.7%, Non-religion 20.5% and Islam 17.0%. 

The length of stay in Korea was 34.4% less than 3 years-5 

years, 29.0% less than 1 year-3 years, 21.0% less than 5 

years-10 years, 27.2% less than 3 years-5 years, and 20.5% 

less than 1 year. The average monthly salary was 47.3% less 

than KRW 1 million-2 million, and 46.4% was less than 

KRW 2 million-3 million, with 67.4% being workers in the 

manufacturing sector. In Korea, there was a rate of 40.2% in 

the Chungcheong region, 24.6% in the Gyeonggi region, and 

12.1% in the region. 

4.2. Verification of Reliability and Validity of 

Measuring Tools 

Exploratory Factor Analysis was conducted to 

understand how each factor is classified. Since there is no 

correlation between the factors due to the characteristics of 

the social science field, factors were extracted by the 

maximum likelihood method, and the factors were rotated 

by the oblimin method and analyzed as shown in <Table 3>. 

The KMO measure was .813, and the Bartlett spherical test 

proved that the model was suitable with a significant 

probability of less than .05. 

As a result of reliability analysis, the credibility of 

organizational fairness (Cronbach's Alpha) was .874, and the 

intention to turnover was .756, cultural adaptation was .821, 

psychological adaptation was .829, and social support 

was .837. It was confirmed to be. 

As a result of confirmatory factor analysis to verify the 

validity of the measurement model, the fitness of the 

measurement model for organizational fairness, social 

support, psychological adaptation, cultural adaptation and 

turnover intention is χ2 = 141.522 (p <.001), TLI It was 

confirmed that the level was satisfactory, with = 0.955, CFI 

= 0.966, and RMSEA = 0.059. As shown in <Table 4>, the 

effects of latent variables on the observed variables were all 

significant at the significance level of .001. 

Table 2: Demographic Characteristics of the Interviewees 

Section Number of persons (persons) Ratio (%) 

Nationality 

China (Korean) 21 9.4 

Chinese (Han) 4 1.8 

Vietnam 32 14.3 
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Thailand 24 10.7 

Russia 3 1.3 

Uzbekistan 15 6.7 

Philippines 9 4.0 

Cambodia 23 10.3 

Mongolia 15 6.7 

Indonesia 22 9.8 

Nepal 25 11.2 

Sri Lanka 13 5.8 

Myanmar 15 6.7 

Kazakhstan 1 0.4 

Other 2 0.9 

Gender 
Men 167 74.6 

Women 57 25.4 

Age 

Less than 20 1 0.4 

20-29 92 41.1 

30-39 99 44.2 

40-49 25 11.2 

50-59 6 2.7 

More than 60 1 0.4 

Marital Status 
married 109 48.7 

single 115 51.3 

religion 

Christian 15 6.7 

Catholic 1 0.4 

Buddhism 89 39.7 

Islam 38 17.0 

Atheism 46 20.5 

Other 35 15.6 

Period of stay in Korea 

Less than 1 year 23 10.3 

Less than 1-3 years 65 29.0 

Less than 3-5 years 77 34.4 

Less than 5-10 years 47 21.0 

More than 10 years 12 5.4 

Current work period 

Less than 1 year 46 20.5 

Less than 1-3 years 77 34.4 

Less than 3-5 years 61 27.2 

Less than 5-10 years 31 13.8 

More than 10 years 9 4.0 

Monthly average 
salary 

Less than 1 million won 6 2.7 

Less than 1-2 million won 106 47.3 

Less than 2-3 million won 104 46.4 

Less than 3-4 million won 8 3.6 

Over 4 million won 0 0.0 

Job 

manufacturing 151 67.4 

Agriculture, forestry and livestock industry 18 8.0 

Fisheries 14 6.3 

Service 19 8.5 

Professional 12 5.4 

Other 10 4.5 
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Residency in Korea 

Seoul 27 12.1 

Gyeong-gi Area 55 24.6 

Gangwon Area 9 4.0 

Chungcheong Area 90 40.2 

Kyungsang Area 26 11.6 

Jeolla Area 13 5.8 

Jeju 4 1.8 

Total 224 100 

Table 3: Exploratory Factor Analysis 

Survey Name 

Ingredient 

Cronbach’s 
Alpha 

Factor 1 
Organizational 

fairness 

Factor 2 
Social support 

Factor 3 
Psychological 

adaptation 

Factor 4 
Cultural 

adaptation 

Factor 5 
Intention to 

turn 

Organizational 
fairness 1 

.878 .056 .080 .023 -.020 

.874 
Organizational 

fairness 3 
.800 -.038 .046 -.040 -.122 

Organizational 
fairness 2 

.730 -.064 -.133 -.018 .097 

Turnover Intention 2 -.089 .930 -.056 -.121 .245 

.756 Turnover Intention 1 -.035 .765 -.022 .203 -.143 

Turnover Intention 3 .047 .513 .039 -.129 -.013 

Cultural adaptation 2 .000 -.078 .946 -.054 .176 

.821 Cultural adaptation 3 -.026 .000 .605 .010 -.122 

Cultural adaptation 1 .091 .161 .581 -.010 -.209 

Psychological 
adaptation 3 

-.028 .035 -.057 .848 .013 

.829 
Psychological 
adaptation 2 

-.041 -.041 -.089 .707 -.112 

Psychological 
adaptation 1 

.113 .042 .092 .705 -.046 

Social Support 3 .102 .047 .001 -.086 .774 

.837 Social Support 2 .079 -.107 -.092 -.090 .660 

Social Support 1 .028 .074 -.156 -.248 .535 

Eigenvalue 2.649 2.295 1.785 1.700 1.713 

KMO(Kaiser-Meyer-Olkin) .813 

Bartlett spherical validation 
(Bartlett’ Test of Sphericity) 

Chi-Square 1425.142 

df(p) 136(.000) 

Table 4: Confirmatory Factor Analysis 

Division 
Non-

standardization 
coefficient 

S.E. C.R.
Standardization 

coefficient 
AVE Reliability 

Organizational Fairness → 
Organizational Fairness 1 

1 0.821 

0.56271044 0.79320195 
Organizational Fairness → 
Organizational Fairness 3 

1.185 0.085 13.897*** 0.891 

Organizational Fairness → 
Organizational Fairness 2 

0.986 0.085 11.626*** 0.731 

Social Support → Social Support 3 1 0.858 

0.64189295 0.84276246 Social Support → Social Support 2 1.048 0.067 15.725*** 0.886 

Social Support → Social Support 1 0.741 0.067 11.007*** 0.773 
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Psychological adaptation → 
Psychological adaptation 3 

1 0.843 

0.59087587 0.81210481 
Psychological adaptation → 
Psychological adaptation 2 

1.214 0.143 8.472*** 0.765 

Psychological adaptation → 
Psychological adaptation 1 

1.157 0.142 8.146*** 0.756 

Cultural adaptation → Cultural 
adaptation 2 

1 0.732 

0.58913136 0.81116320 
Cultural adaptation → Cultural 

adaptation 3 
0.873 0.075 11.581*** 0.785 

Cultural adaptation → Cultural 
adaptation 1 

0.931 0.081 11.452*** 0.721 

Turnover Intention → Turnover 
Intention 2 

1 0.963 

0.65030468 0.84720675 
Turnover Intention → Turnover 

Intention 1 
0.918 0.047 19.484*** 0.904 

Turnover Intention → Turnover 
Intention 3 

0.793 0.062 12.713*** 0.795 

***p<.001 

4.3. Hypothesis Verification 

The structural model was analyzed as shown in <Figure 

2> in order to examine the influence relations among the

variables affecting the intention of turnover of foreign

workers.

Figure 2: Result of structural model analysis 

The goodness-of-fit of the structural model was found to 

be satisfactory with χ2 = 153.092 (p <.001), TLI = 0.951, 

CFI = 0.961, RMSEA = 0.062 as a result of the structural 

model analysis, H1. Organizational fairness has not been 

shown to affect psychological adaptation, H2. Cultural 

adaptation was found to have a significant effect (β = 0.480, 

p <.001). In other words, the higher the organizational 

fairness, the higher the cultural adaptation, H3. Social 

support was found to have a significant effect on 

psychological adaptation (β = 0.716, p <.001), H4. It also 

showed a significant effect on cultural adaptation (β = 0.669, 

p <.001). In other words, the higher the social support, the 

higher the psychological and cultural adaptation, H5. 

Psychological adjustment did not appear to affect turnover 

intentions, H6. Cultural adaptation was found to have a 

significant effect on turnover intention (β = 0.295, p <.001). 

In other words, the higher the cultural adjustment, the lower 

the intention for turnover. 

Table 5: Path analysis result of structural model 

Division 
Non-standardization 

coefficient 
S.E. C.R.

Standardization 
coefficient 

Organizational Fairness → 
Psychological Adaptation 

-0.095 0.102 -0.937 -0.088

Organizational Fairness → Cultural 
Adaptation 

0.568 0.108 5.847*** 0.480 

Social Support → Psychological 
Adaptation 

0.669 0.095 7.052*** 0.716 

Social Support →  
Cultural Adaptation 

0.491 0.083 5.895*** 0.669 

Psychological adaptation → 
Turnover intention 

0.058 0.112 0.518 0.045 

Cultural adaptation → Turnover 
intention 

0.487 0.154 3.159*** 0.295 

***p<.001 
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5. Conclusions

The purpose of this study was to identify the effect of

organizational fairness, social support, psychological 

adaptation, and cultural adaptation on turnover intention in 

analyzing the factors that affected the turnover intention of 

foreign workers. Organizational Fairness, Social Support, 

Psychological Adaptation, and Cultural Adaptation are the 

main factors that migrant workers adapt to the private life 

and working environment, as shown in the previous studies. 

The main purpose was to identify what influenced those 

various factors. 

In this study, hypotheses were set up for the purpose of 

research and conclusions were drawn through the research 

design. 

First, we verified whether organizational fairness 

affected psychological and cultural adaptation. It was shown 

that cultural adaptation had a positive effect but did not 

seem to affect psychological adaptation. In short, the higher 

the organizational fairness, the higher the cultural adaptation 

was seen to be. 

Second, we confirmed whether social support affected 

psychological and cultural adaptation, and both 

psychological and cultural adaptation showed positive 

effects. Thus, as social support increases, so did 

psychological and cultural adaptation. 

Third, psychological and cultural adaptation were found 

to both affect turnover intention. However, psychological 

adaptation was found to have a positive effect but did not 

appear to affect cultural adaptation. In summary, the higher 

the psychological adjustment, the lower the turnover 

intention. 

Finally, organizational justice and social support had a 

positive effect on cultural adaptation, and as cultural 

adaptation increased, the intention to turnover decreased. 

Increasing cultural adaptation through organizational 

fairness and social support lowered the intention to turnover, 

which can be analyzed as a factor to adapt and work longer 

in the workplace. 

In discussing the results of the research, it was shown 

that foreign workers are adapting to Korean society by 

exchanging personal experiences, characteristics, working 

conditions, and adaptation. Therefore, a cultural approach 

will be needed in the future to help them be healthy 

psychologically. 

First, it is necessary to proceed with cultural programs to 

help life adaptation. Foreign workers mainly work in 

industrial areas and live nearby. Therefore, they recognize 

that they are also important members of the community and 

develop as well as implement various programs to help them 

adapt to their daily lives, including language training, 

understanding of the Korean culture, and leisure and hobbies 

with local residents. 

Second, in the era of internationalization and 

liberalization, we need to recognize the intrinsic meaning 

and value of other cultures and to change our perception of 

uniformity and homogeneity. We must now work together to 

eliminate prejudice against other cultures and races and take 

a pluralistic view. 

Finally, the details of this studys’ limitations was on the 

factor of intention to turnover of foreign workers which are 

summarized as follows. 

First, in terms of methodology, the content of the 

questionnaire was translated into the languages of each 

country, and the survey was conducted through specialized 

survey institutions, which clearly had strengths in the 

sampling procedure, the visit questionnaire, and the 

representativeness of the sample. However, because foreign 

workers answered all questions in a self-report, subjectivity 

or cultural differences in the response still remained. As a 

result, there were many 'unknown' responses for all variables, 

and by processing those missing responses, many 

respondents were excluded from actual statistical analysis. 

By analyzing the causes of these 'unknown' responses, it is 

necessary to find ways to increase sincere responses. 

Second, unlike surveys aimed at academic research, all 

psychological variables were measured as a single item 

because data was collected for the purpose of current status 

analysis and policy establishment. Considering the fact that 

the variables questioning the psychological aspects should 

be measured by multiple items (Schwab, 1990), the single 

item measurement method should be recognized as a clear 

limitation. 

Third, most of the foreign workers included in this study 

were concentrated in Vietnam, Indonesia, and the 

Philippines, so the effects of various cultural differences 

could not be considered. Considering that the cultural 

difference may cause a difference in the recognition of 

fairness or the degree of conflict, it is not controlled even 

though the effect of cultural difference may be important 

due to the characteristics of these samples. Therefore, 

further analysis will be possible if foreign workers from 

various countries are included in the sample in the future. 

Since the low-skilled foreign workforce policy so far has 

been in the stage of preparation and settling, if discussions 

were made based on the logic of control and efficiency, a 

more systematic and comprehensive approach to meet the 

changing labor market environment in the medium to long 

term is necessary in the future. As part of such efforts, this 

study comprehensively considered the various aspects of the 

organization such as contract satisfaction, compensation, 

fairness of work, and relationship conflict in order to explain 

the job satisfaction and turnover intention of the rapidly 

increasing foreign workers after the EPS. Since phenomena 

such as motivation and turnover in the workplace are caused 

by the combined effects of various factors, this diversified 

consideration is considered to be very important in the study 

of employees' attitudes. While compensation is a very 

important factor influencing the attitudes and performance 

of foreign workers, other factors, such as work fairness and 

interpersonal relationships, also need to be taken into 

account. 

Although this study focuses on the turnover of foreign 

workers, the effective management of foreign workers will 
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require long-term efforts such as education and building a 

cultivation culture, so a more integrated research will be 

needed in the future. 
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