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Abstract The purpose of this study is to investigate the relationship between job stress, job
autonomy, employee support evaluation, and the turnover intentions of workers in the beauty and
cosmetics industry. This study assessed 570 workers with 3 months or more of experience in the
beauty and cosmetics industry. Data processing was achieved through analyses of frequency,
descriptive statistics, exploratory factors, reliability, correlation, and confirmatory factors, as well
as the verification of the structural equation model. The results of the study are as follows: first,
employee support evaluation in the beauty and cosmetics industry workers was negatively
correlated to job stress. Second, employee support evaluation showed a negative relationship with
turnover intentions. Third, job stress was found to have a positive relationship with turnover
intention.This study suggests that, in order to reduce the turnover intentions of beauty and
cosmetics industry workers, it is necessary for employers to make efforts to manage employees’ job
autonomy, support evaluation, and stress levels.
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Fig. 1. Research model
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Table 1. General characteristics of the study subject

(N=369)
Effective
Factor Categ. Frequency Percentage (%)
10 3 5
20 222 38.9
30 105 18.4
Age
40 132 23.2
50 108 18.9
Total 570 100.0
Less than 1 yr 120 211
More than 1 yr 48 8.4
Total More than 2 yrs 42 74
experie
nce More than 3 yrs 39 6.8
More than 5 yrs 321 56.3
Total 570 100.0
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Table 1. General characteristics of the s*tudy(sugje;;c Table 29} Zth 71 & A3 Ao 113t T1ES]
N=36 ,
o A=t A 452 WA 484 A5(Cronbach’s
Factor Categ. Frequenc . .
9 AUeNSY | Percentage (%) )2t BAA QQlB H(exploratiory factor analysis),
Less than 1 yr 198 34.7 =
183 8914 QolEk i i
ot More than T yr o e 2|3 g1 Q918X (confirmatory factor analysis)
YeaZs More than 2 yrs 33 5.8 AASIAEE A1 Q1 Y-8 Table 33} Zth
in the
current More than 3 yrs 39 6.8
job More than 6 yrs 216 37.9 Table 2. Initial questionnaire composition
Total 570 100.0 - -
Indicators Sub factors Questions
Less than 1 million KRW 56 9.8 -
— Age, Education, current
1-5 million KRW 110 193 General career, total career, -
1.5-2.0 million KRW 109 19.1 characteristics income, Work hours per
Income | 2-3 million KRW o7 17.0 day, company form
3-4 million KRW 78 13.7 Job stross Workability stress 3
4 million KRW 120 21.1 Fairness stress 3
Grand Total 570 100.0 Organizational trust Organizational trust 7
Turnover intentions Turnover intentions 5
2.2 g__rLE__rL Total 28
of @E 54 mRm duAg Assges 24
= )= . R N Lo |37 ==HI=
B A8 14 grbel 18R W gy
AEAEFGA A Ae ‘U= Ao v)s] 9=
SHHS 2t BYe] Hofste 59 Likert HEE 74 el Bwelts s el Ho el

ok GEAY T4 AT A

ARAEF A,

9% Pk @A ARl ¥
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AP A W7} AEA-LA oK oo}l oubrel E4 She MY £35 ARESHAHR4]. B 2
9] 57] deloz TABYT TA|HOl L] gkl Ay #AZRAAHL KMO=.649, x°=257.214, df=3,
L B AEdA 4523 AYXA T} 6E Hm xp  p=001 SA AYHES 739188 yEh AR AEH
24 453} oulAol EA 453} ook 453 & & EFY BT AFEE S22 5 A+

Table 3. Validation and reliablity of the survey tool

Variable Question Factor loading | Reliability(a)
» V1. | always work in a tense state. 664
\S/\t/g::bmty V2. The current workload is burdened. .890 .652
JOb V3. | am dissatisfied with the wages for my performance. 624
stress ) V4. | am dissatisfied with my wages for my career. 654
;ar'g;‘zss V5. Sometimes | feel frustrated with what | do. 927 820
V6. | don't trust my boss. 922
V1. Our company always keeps its promises with its employees. .807
V2. Our company doesn't try to fool employees. 874
Organizational trust ;]/feil.pIfa:ém;er:]g!z?a;;se;e\{vrong with me, we The company is willing to 893 905
V4 When you need help, you can ask for help from our company. 872
V7. Overall, | trust and follow our company. .808
V2. | am currently considering moving to another company. 745
V3. | will quit the company if the conditions get worse than | am now. 877
Turnover intentions VA. | am satisfied with my current job, but | think | want to work fora | o o 829
nother company.
V5. | have a desire to change my job for my development and future. .828
Job stress KMO=.837, x?=533.079, df=10, p=.001, Variance description=68.061
2:2||$;?3t0ry factor Organizational trust KMO=.846, x?=613.393, df=10, p=.001, Variance description=72.513
Turnover intentions KMO=.790, x?=285.567, df=6, p=.001, Variance description=66.336
confirmatory factor analysis | x?=533.079, df=10, p=.001, Q=2.696, CFI=.909, IFI=.910, RMSEA=.095, HOELTER=89
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Table 4. Normality verification

Factor 1 1-1 1-2 2 3
1.Job 1

stress

1-1.Worka o

bility stress 805 !

1-2.

Fairness .876** 419%* 1

stress

2.0rganizati —a51%* | —179% | —5ase 1

onal trust

3. Tumover | grgum | gogex | 507+ | -384% 1
intentions

M 2.87 3.00 2.74 3.79 2.92
SD .83 .88 1.09 .81 1.06
skewness .021 -.072 .081 -.077 -1
kurtosis =37 .08 -73 -.78 -.85
# 01

29 AZS Y3 Fig. 29 AtwdS AAG &
Fig. 39 & 2FZ A6ttt 49 ZF2 MI
A4 B4 Bl Aot | FAE ot
= WihET 9 Ao BAS Aot AR
39 A AZS Hal »°, RMSEA, CFI, IFI
HOELTER# ¥} Q#k= ol-&st3itt. A Fig. 29] A9t
TPL £*=252.280(p<.001), Q=2.213, IFI=910,
CFI=.937, RMSEA=.080, HOELTER=105°] Ag}3}A]
A2 Aog Uephtal LA A H7Heb « €3)2} 0|4
9x(eld « el5)9 TEA AL o] AR 57
Zdo] o ARt A0 E UEhy Fig 38 HFHER
ATt BT} 7|Egh2 Table 59 2t
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Table 5. Standards for judging research model suitability

model x? p Q CFI IFI RMSEA HOELTER .05 Fix setting
Reference value - py.05 Q@ )9 )9 1 )85 -
Initial proposal model | 226.430 p<.001 2.696 909 910 .095 .89 -
Final model 179.487 (001 2.189 937 938 079 110 e/ = e8
’ Pt : : : : e16 « el7

t AZAS 3E Table
QYA A Y7 e AREAEH AL B
(AA A UAI(B=-512"), HARAEH A=
oA 9ol F(+)AQl A AATHB=.418""). A&
A G7te} olF ok R(-)HQ FAZ YERGTHS
=-.180%). ET FRALAL HRAEHAC} 0]79)

fu

Eo] Mg BA] G Aoz veRdeh web,
Apasdsct YA Boko] o|Holwet EAY
Sopig WA S Ao vkt

Table 6. Path coefficient between variables

Path Standard

Path coefficient (B) Error CR.
Workablllty stregs —- 3160 150 2797
Turnover intentions

Fairness s.tress.—> 251* 110 2973
Turnover intentions
Worka.bilit.y stress — 012 086 118
Organizational trust

Falrnegs gtress —- — Ba7Re 064 5977
Organizational trust
Organlzatlgnal trust — —183* 44 2040
Turnover intentions

* p¢.05, ** p{.01, *** p.001

3.3.2 RN B3

A aed Aol AT 45 5] AMOS £

A

z2I3g 53t FEAEAY(bootrapping) 7S
AHESIATHSEY, 2010). 1 23 HRAEH AT}
A5 22 o] Aol® FANA Lower Bound #
3} Upper Bound o] FEAERY A2l ‘0
23k YA L AT 37171 .036(p<.05) 0.2
e AREAEF AL MR} 3= SISk
SEASE, AR A|B7Ie} o] A& HA A= AFAE
g9 AL HRY g A& Uit o9}
2o Y&L Table 79 A|AISFAL

Table 7. Varification of significance of indirest effects of organizational trust
i i Bootstrapping
Path parameter Total effect Direct effect Indirect In%jlre.c.t effect
effect significance Lower Upper

Workability stress— 237 248 012 77 -.054 001
Turnover intentions Organizati

i . onal trust
Faimess stress- 408 3N 097+ 046 022 70
Turnover intentions

*X.06
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