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Abstract  

Purpose: Changes in the employment environment in the era of the 4th Industrial Revolution are influencing various factors by 

the emergence of new jobs and the change in perception of job stability due to globalization of information technology and industry 

This study attempted to present implications by verifying the structural relationship of beauty workers' sustainable organizational 

commitment and the method necessary for conflict management in the industrial field due to the recent changes in the employment 

environment of the beauty industry in the 4th Industrial Revolution. Research design, data and methodology: This study 

sampled 604 beauty industry employees Frequency analysis, validity and reliability analysis, factor analysis, and path analysis 

were performed using SPSS WIN23.0. Results: It was found that the change in the employment environment caused by the 4th 

industrial revolution had a significant negative (-) effect on the job satisfaction and organizational commitment of beauty industry 

workers. Conclusion: This study is that changes in the employment environment negatively affect job satisfaction and 

organizational commitment of beauty workers. We hope to contribute to the development and growth of the beauty industry by 

providing basic data for the beauty tech service industry in the 4th industrial era. 
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1. Introduction12 
 

Intelligent Information Technologies, which lead the 

4th Industrial Revolution, predict that human labor can be 

replaced and efficiently achieved in that they can judge 

themselves, present solutions for problem solving, and 

handle them autonomously (Pfeffer & Baron, 1988; 

Atchison,1991; Robinson et al.,1994; Brockne et al.,1992; 
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Kim,1999) Employees in the beauty industry influence the 

management and evaluation of service (Jeong & Baek, 

2012).  It is predicted that the possibility of relying on 

technology will increase even in the creative field, which 

was classified as a human domain (Eom & Lee, 2020).  

Concerns about the impact on the labor market coexist in 

the sense that artificial intelligence-related technologies 

may ultimately replace human labor as they develop 
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(Caruso,2018; DeCanio, 2016; Furman & Seamans, 2019; 

Huang & Rust, 2018).The Future of Jobs, published by the 

Davos Forum, predicts that the fourth industrial revolution 

will result in the loss of about 7.1 million jobs in the future 

and the emergence of about 2.1 million new jobs, resulting 

in the loss of about 5 million jobs. (Teagarden, 2020). The 

4th industrial revolution is a technological innovation 

achieved through the convergence of information and 

communication technologies (ICT: Information 

Communication Technology).  It refers to a global trend 

that breaks down the boundaries between digital 

technology and physical and biological existence and 

creates innovative changes across new technologies, 

economies, industries, and cultures. 

Due to the influence of the 4th Industrial Revolution, 

simple labor jobs are in an employment crisis due to 

artificial intelligence or robots, while expectations are 

growing that artificial intelligence or robots will still 

produce human-specific results that cannot be replaced in 

occupations that require expertise and creativity. Whether 

or not it is a job that can be replaced by a robot will 

eventually be determined by whether human creativity, 

empathy, communication, emotion, and human 

relationships work. Countries and companies exposed to 

changes in the labor paradigm following the destructive 

innovations of the 4th Industrial Revolution are struggling 

to prepare countermeasures for changes in work content 

and job reduction. Germany has been vigorously pushing 

ahead with the ‘Labor (Arbeit) 4.0’ project since 2015 at 

the government level to respond to concerns and 

opposition from labor circles who suspect the 

implementation of ‘Industry 4.0’ as destroying jobs (Kim, 

2018).  

The solution proposed by Germany's Labor 4.0 is to 

secure time sovereignty and space sovereignty to workers 

through work-life balance.  Even in the core job 

competencies required of workers, considering the mutual 

compatibility with the cyber-physical system of 

coordination and decision-making and collaboration and 

coordination, the importance of communication and 

cognitive competencies will increase (Lee, 2018). The 

reason why conflicting claims about the 4th Industrial 

Revolution and jobs exist seems to be due to different 

views on human unmet needs. Fundamentally, when there 

are unmet human needs, jobs are created (Ahn & Lee, 

2016).   

 

 

2. Literature Review 
 

2.1. Changes in the Employment Environment in 

the Era of the 4th Industrial Revolution   
 

Germany's Industry 4.0 presented the topic of the 

Fourth Industrial Revolution, and three people, Henning 

Kagermann, Wolfgang Wahlster, and WolfDieter Lucas, 

advocated the German manufacturing innovation strategy 

to borrow the results of technological innovation from the 

perspective of industrial innovation in German 

manufacturing.  The 4th Industrial Revolution is not a 

technological innovation strategy, but an industrial 

innovation strategy. Technological innovation is a means 

or tool for industrial innovation, not an end in itself (Lee, 

2017). Existing discussions related to employment 

relations said that the employment relationship formed 

within the organization was important It is emphasized 

that the specific mix of employment relationships will 

positively affect the various outcomes of an organization. 

However, changes in the employment relationship that 

will result from technological change have not been well 

discussed (Kang, 2007; Lee, 2018). 

When rapid technological changes such as the era of the 

4th Industrial Revolution arrive, it is inevitable to induce 

a rapid change in employment relations. This can cause 

conflict between labor (Lepak & Snell, 1999). It would 

also be meaningful to identify the employment 

relationship and its changes that will emerge due to the 

technological change of the 4th Industrial Revolution. 

Here, 'Employment Relationship' can be defined as a 

series of ties formed between individual workers and 

organizations based on mutual rights and obligations. This 

is not just a form of employment, but a concept that 

encompasses structural, cognitive, and emotional 

solidarity formed between workers and organizations 

(Tsui et al., 1997).  

With new technological innovations, humans have 

created new jobs that require new capabilities. In the long 

run, the employment rate has remained fairly stable and 

has never disappeared. However, it may take some time to 

acquire expertise in new jobs (Kim et al., 2016).  The 

more complex and uncertain the business environment is, 

the more appropriate a response is needed to maintain and 

develop the organization. Otherwise, they cannot preempt 

the competitive advantage. The cosmetics service industry 

is a labor-intensive industry, and it is said that the stable 

working environment of workers is also important to 

provide the best quality of service for customers (Lee & 

Won, 2017; Jeong & Baek, 2012). Research on the 

perception and attitude of employees and workers in the 

beauty industry according to changes in the employment 

environment in the era of the 4th Industrial Revolution 

requires theoretical and practical  (Meyer et al., 1991).   

 

2.2. Continuous Organizational Commitment 

Recognition of Job Insecurity among Beauty 

Industry 
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Organizational commitment means that an individual 

wants to remain in the organization by being attached to 

the organization and is committed to the organization. It 

means the willingness to accept the values and goals of the 

organization and the degree of acceptance  (Williams & 

Anderson, 1991;  Allen & Meyer, 1990). 

It was defined as an attitude in which members of an 

organization accept the goals and values of the 

organization, give their allegiance to the organization, and 

continue to remain as members of the organization (Meyer 

et al., 1991).  It was said that organizational commitment 

in the behavioral dimension can be used to evaluate the 

survival tendency of employees. Organizational 

commitment is defined as an individual accepting the 

organization's values and goals and feeling part of it 

(Utami et al., 2021).  Organizational commitment (OC) 

was intensively analyzed to improve organizational 

performance based on the OC of members from the 

perspective of organizational behavior (Allen & Meyer, 

1990).  Organizational commitment (OC) refers to the 

desire of members to strive for the organization and 

achieve their goals (Cotton & Tuttle, 1986)  

 

2.3. Turnover Intention of Beauty Industry 

Workers in the Beauty Iindustry  
 

Unlike other services, the beauty service industry is a 

natural science and engineering based on artistry. The 

beauty service industry is a convergence of social sciences 

that provide services, and it is an industry with great 

potential to create new demand (Jung, 2017). The scope of 

the beauty industry includes the beauty manufacturing 

industry, which manufactures and distributes cosmetics, 

beauty supplies, and beauty devices, and the beauty 

service industry, which provides beauty-related services 

using hair, skin (esthetic), nails, and makeup. Related 

industries can include tourism, fashion, food, medical, etc. 

in terms of providing fundamental beauty Beauty workers 

must have professional skills in beauty, creativity in design 

direction, and a service spirit with character at the center. 

Good beauty workers should be able to be achieved by 

service training and technology (Sandhya & Sulphey, 

2020). Turnover intention can be defined as the prevailing 

mental decision between an individual's approach to work 

to continue or quit (Sandhya & Sulphey, 2020).    

Turnover includes both accession and separation of 

organizational members. Also referred to as labor transfer, 

turnover in the narrow sense refers to the termination of 

membership in an organization by an individual who 

receives monetary compensation from the organization 

and leaves the organization Turnover was defined as 

including resignation, employment, dismissal, temporary 

dismissal, military service, physical abnormality, 

retirement age, death, and turnover due to new recruitment 

and re-employment (Bluedorn & Allen, 1982).  The 

higher the satisfaction with human relations, working 

environment, and education, the lower the turnover 

intention did (Kwak & Song, 2014).Turnover intentions 

may not actually lead directly to turnover, but these 

turnover intentions themselves can have an indirect effect 

on individuals and organizations (GUZZO & Richard, 

1994).  Turnover intention is a factor that predicts 

turnover, and if turnover intention is actually implemented 

into action, the company will receive a cost loss for 

turnover. Along with organizational efficiency, it 

negatively affects the atmosphere of the organization (Mor 

Barak et al., 2001).  Among the important issues of 

sustainable management Human Resource Management 

(HRM) is a way to reduce turnover (Boine & Kim, 2018).  

Turnover intention is a very sensitive issue from the 

perspective of the organization because it pays for career 

development of workers by recruiting new workers 

(Ehrhardt et al., 2011).  

It was said that interpersonal factors were the factors 

that had the greatest influence on turnover intention in the 

hair beauty industry Compensatory dimensions such as 

promotion and wages are needed to lower actual turnover 

through the management of turnover intention. It can be 

expressed differently for each individual, such as the 

working environment such as welfare benefits, working 

hours, working conditions improvement plans, and 

personal tendencies. Access is required from various 

perspectives such as job attitude and job satisfaction. In 

terms of human resource management of an organization, 

an approach to increase efficiency is required.  

 

 

3. Research Methods and Materials 
 
3.1. Research Models and Hypotheses    

 
  It represents the research model of this study. The 

research hypothesis is reflected in the research model by 

examining the causal relationship related to organizational 

commitment according to changes in the employment 

environment based on the previous  
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Figure 1: Research Model 

 

3.2. Composition of Measurement Tools     
 

The questionnaire questions used as measurement tools 

of this study were largely composed of 67 questions of 

demographic characteristics, change in the employment 

environment, recognition of job instability, organizational 

commitment, turnover intention, and work experience. 

The detailed configuration is as follows. Changes in 

organizational structure, increase in non-regular workers, 

and generalization of layoffs, which are factors of changes 

in the employment environment, are 5 questions each, 

totaling 15 questions.  

The possibility of job loss, which is a factor in the 

perception of job instability, 4 questions. A sense of 

helplessness, five questions Wage instability is a total of 

13 questions, 4 questions each. Conscientious behavior, 

altruism, and self-realization, which are job satisfaction 

factors, are 15 questions, 5 questions each. The 

organizational commitment factors, such as continuous 

commitment, emotional commitment, normative 

commitment, and turnover intention, consisted of 10 

questions. Demographic characteristics (gender, age, 

educational background, marriage, income) consisted of 5 

questions and working characteristics were 9 questions. 

 

3.3. Data Collection and Analysis       
 

Data collection and analysis in this study were 

performed according to the following procedure. In this 

study, the setting of each research topic was carefully 

considered to collect the most reliable data. From August 

15 to September 10, 2022, a self-written survey was 

conducted on beauty workers in the Seoul metropolitan 

area of Korea. A total of 650 questionnaires were  

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

distributed, 620 copies were collected, and 604 copies 

were used as final analysis data, excluding 16 copies with 

insincere responses. Statistical processing of the data 

collected by the data analysis method was analyzed using 

SPSS (Statistical Package for Social Science) WIN23.0 

statistical package program through data coding and data 

cleaning process. First, frequency analysis was performed 

to identify the general characteristics of the sample. 

Second, to analyze the validity and reliability of the 

measurement tool, the validity of the factors composed of 

each variable was verified.  

To understand the structure of factors, we performed an 

exploratory factor analysis, which is one of the 

multivariate statistical techniques, followed by a 

reliability analysis.  Feasibility indicators were 

confirmed through exploratory factor analysis. As an 

analysis method to simplify the contents, numerous 

variables were grouped with highly correlated variables to 

see if variables measuring the same concept were grouped 

into the same factor. In particular, the number of factors 

was reduced, and information loss was minimized through 

the Principal Components Analysis method.  

In addition, factor rotation was used to ensure mutual 

independence between factors. The Varimax method, a 

right-angle rotation method that maintains the angle 

between the axes of each factor at 90°, was used. Through 

reliability analysis, it was verified whether the concepts to 

be measured for the measurement items classified by 
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behavior
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- Self-realization

H1 H4 H7

H8

Changes in the employment 

environment

- Organizational structure change
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- Continuous commitment

- Emotional commitment

- Normative commitment

H2 H5

Job insecurity
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- Wage instability

H3 Turnover intentionH6
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analysis result factors were consistently and accurately 

measured through the responses of the survey respondents. 

The internal consistency of the measurement items 

through Cronbach's Alpha was investigated. In this study, 

it was tested under the significance level p < 0.05, p < 0.01, 

and p < 0.001.  

 

 

4. Results and Discussion 
 

4.1. Demographic Characteristics of the Sample 

 
For the empirical survey of this study, a survey was 

conducted focusing on workers in the beauty industry, 

focusing on Seoul and Gyeonggi-do, which are close to 

the metropolitan area, in consideration of the effectiveness 

and convenience of the survey. The results of frequency 

analysis conducted to find out the demographic 

characteristics of the survey subjects in this study are as 

follows shown as a Table 1.
 
Table 1: Characteristics of the Subject to Investigation (N=604) 

variable  Sortation  
Frequency 
(Number) 

 
Percentage (%) 

the entire  604  100.0 

Shop size  

Franchise 30~40 61  10.1 

Franchise 20~30 58  9.6 

Private shop 20~30 354  58.6 

Private shop 10~20 131  21.7 

Number of employees 

5people or less 310  51.3 

6~10people or less 172  28.5 

11~15people or less 72  11.9 

More than 16 people 50  8.3 

Shop location 

an apartment complex 306  50.7 

a busy street 191  31.6 

Shopping mall, department 

store 
15 

 
2.5 

etc 92  15.2 

Working period 

less than 1 year 112  18.5 

Less than 1 to 5 years 133  22.0 

less than 5 to 10 years 107  17.7 

Less than 10-15 years 87  14.4 

for more than 15 years 165  27.3 

position 

Intern 43  7.1 

Beginner designer 85  14.1 

Designer 152  25.2 

Manager 105  17.4 

director 219  36.3 

Working hours 

Less than 8 hours 219  36.3 

Less than 8-10 hours 300  49.7 

Less than 10 to 12 hours 53  8.8 

More than 12 hours 32  5.3 

Holiday 

less than four times 178  29.5 

5 times 115  19.0 

6 times 37  6.1 

7 times 33  5.5 

more than eight times 241  39.9 

Salary 

a monthly salary system 99  16.4 

Basic salary + incentive 79  13.1 

100% incentive 156  25.8 

an hourly wage system 43  7.1 
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director 227  37.6 

the field of business 

Hair 365  60.4 

Skin 136  22.5 

Nail 39  6.5 

Make up 10  1.7 

Cosmetic 54  8.9 

gender 

 

man 73  12.1 

Woman 531  87.9 

age 

 

19 years old or younger 6  1.0 

20 years old or older - under 

30 years old 
147 

 
24.3 

30 years old or older - under 

40 years old 
107 

 
17.7 

Over 40 - under 50 224  37.1 

50 years of age or older 120  19.9 

one's final educational background. 

 

less than high school 202  33.4 

College 

enrollment/graduation 
165 

 
27.3 

University 

enrollment/graduation 
119 

 
19.7 

Graduate school or higher 118  19.5 

the state of marriage 

single 277  45.9 

married 285  47.2 

Others (divorce, widowed, 

separated, etc.) 
42 

 
7.0 

average monthly income 

 

less than 1 million won 8  1.3 

More than 100 million won - 

less than 200 million won 
72 

 
11.9 

More than 2 million won and 

less than 3 million won 
228 

 
37.7 

More than 300 million won - 

400 million won 
196 

 
32.5 

over 400 million won 100  16.6 

* p<0.05 ** p<0.01 *** p<0.001 

 

 

The size of the shop was found to be between 20 and 30, 

354 people (58.65%) at private shops, between 10 and 20, 

131 people (21.7%), between 30 and 40, 61 people (10.1%) 

at franchises, and between 20 and 30, 58 people (9.6%). 

The number of employees was 310 (51.3%) with less than 

5 employees, 172 (28.5%) with less than 6-10 employees, 

72 (11.9%) with less than 11-15 employees, and 50 (8.3%) 

with more than 16 employees.  

As for shop locations, 306 people (50.7%) in apartment 

complexes and residential areas, 191 people (31.6%) in 

downtown areas, 92 people (15.2%) in others, and 15 

people (2.5%) in shopping malls and department stores. 

The working period was 165 (27.3%) for more than 15 

years, 133 (22.0%) for less than 1 to 5 years, 112 (18.5%) 

for less than 1 year, 107 (17.7%) for less than 5 to 10 years, 

and 87 (14.4%) for less than 10 to 15 years. The positions 

were 219 directors (36.3%), 152 designers (25.2%), 105 

managers, managers (17.4%), 85 beginner designers 

(14.1%), and 43 interns (7.1%). Working hours were 300 

(49.7%) with less than 8 to 10 hours, 219 (36.3%) with 

less than 8 hours, 53 (8.8%) with less than 10 to 12 hours, 

and 32 (5.3%) with more than 12 hours. The number of 

holidays was 241 (39.9%) more than eight times, 178 

(29.5%) less than four times, 115 (19.0%) in five times, 37 

(6.1%) in six times, and 33 (5.5%) in seven times. The 

salary was 227 directors (37.6%), 156 people (25.8%) in 

100% incentives, 99 people (16.4%) in salary system, 79 

people (13.1%) in basic salary + incentives, and 43 people 

(7.1%) in hourly wage system. In the field of work, 365 

hair (60.4%), 136 skin (22.5%), 54 fragrance (8.9%), 39 

nail (6.5%) and 10 makeup (1.7%) were found. The gender 

was 531 women (87.9%) and 73 men (12.1%). The age 

was 224 (37.1%) under the age of 40 to 50, 147 (24.3%) 
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under the age of 20 to 30, 120 (19.9%) over the age of 50, 

107 (17.7%) under the age of 30 to 40, and 6 (1.0%) under 

the age of 19. The educational background was 202 high 

school graduates (33.4%), 165 graduates (27.3%), 119 

graduates (19.7%), and 118 graduates (19.5%) above 

graduate school. Marriage was 285 married (47.2%), 277 

unmarried (45.9%), and 42 others (divorced, separated, 

separated) (7.0%). Monthly income was 228 (37.7%) less 

than 2 to 3 million won, 196 (32.5%) less than 3 to 4 

million won, 100 (16.6%) more than 4 million won, 72 

(11.9%) less than 1 to 2 million won, and 8 (1.3%) less 

than 1 million won shown as a Table 1. 

 

4.2. Reliability and Feasibility Analysis  
 

4.2.1. Reliability and Validity of the Employment 

Environment Change, Job Satisfaction, Recognition 

ofJjob Insecurity, Organizational Commitment, and 

Turnover Intention Scale  

Items with low reliability were excluded from the 

analysis, and a method using the Cronbach's alpha (C⍺) 

coefficient is intended to measure internal consistency. 

The Cronbach's alpha (C⍺) coefficient is generally 0.7 or 

more to ensure that the measured value is reliable. As a 

result of analyzing the reliability of the measurement items, 

Cronbach's α coefficient for organizational structure 

change was 0.933, The Cronbach's α coefficient for the 

increase in non-regular workers was 0.843, the Cronbach's 

α coefficient for the universalization of layoffs was 0.854, 

and the Cronbach's Cronbach's α coefficient for 

conscientious behavior was 0.923. Cronbach's α 

coefficient for altruism is 0.904, Cronbach's α coefficient 

for self-realization is 0.835 and Cronbach's α coefficient 

for job loss possibility is 0.930. The α coefficient of 

helplessness Cronbach is 0.888, the α coefficient of wage 

instability Cronbach is 0.863, and the α coefficient of 

continuous immersion Cronbach is 0.880. Emotional 

immersion Cronbach's α coefficient is 0.960, normative 

immersion Cronbach's α coefficient is 0.885. The 

Cronbach's α coefficient of turnover intention was 0.980, 

higher than the general standard of 0.7. Therefore, the 

reliability, which is the internal consistency of the entire 

response, was identified as an appropriate level shown as  

 
 

 
Table2:  Reliability and Validity of the Employment Environment Change, Job Satisfaction,  

Recognition of job Insecurity, Organizational Commitment, and Turnover Intention Scale  

 Cronbach' α, 
Standardized 

Croubach’ α 
G6(smc) Mean correlation coefficient 

Change in 

organizational 

structure 

Organizational structure – 

restructuring 1 

0.933 0.933 0.927 0.737 

Organizational structure – 

eduction of work 2 

Organizational structure –  

Business relationship 3 

Organizational structure – 

Technology replacement4 

Organizational structure – 

Business integration5 

an increase in 

non-regular 

workers 

Non-regular worker – 

Temporary job1 

0.843 0.844 0.813 0.519 

Non-regular worker – 

contract worker 2 

Non-regular worker – 

 Full-time employee 3 

Non-regular worker –  

dispatched 4 

Non-regular worker –  

Part-time 5 

Generalization of 

redundancy 

Layoffs  - 

Additional dismissal 1 

0.854 0.853 0.863 0.538 
Layoffs –  

Honorary retirement 2 

Layoffs –  

Dismissal Execution 3 
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Layoffs –  

Workforce reduction 4 

Layoffs –  

New inhibition 5 

conscientious 
behavior 

Conscientious behavior - 

Procedure Compliance 1 

0.923 0.923 0.912 0.705 

Conscientious behavior - 

Compliance with rules 2 

Conscientious behavior - 

Getting off work 3 

Conscientious behavior- 

Working hours 4 

Conscientious behavior - 

Commodity saving 5 

altruism 

altruism - Counseling 1 

0.904 0.903 0.901 0.650 

altruism - colleague help 2 

altruism - Relationship 

maintenance 3 

altruism- Respect for colleagues 

4 

altruism - Company Adaptation 

5 

Self-realization  

self-actualization - Business 

interest 1 

0.835 0.835 0.810 0.502 

self-actualization - Business 

growth 2 

self-actualization - Job Reward 

3 

self-actualization - Career Help 

4 

self-actualization - Future 

Growth 5 

Possibility of job 

loss 

Loss of duty – 

Possible dismissal 1 

0.930 0.931 0.933 0.771 

Loss of –  

Unclear Future 2 

Loss of duty – 

autonomy reduction3 

Loss of duty –  

Promotion reduction 4 

Helplessness 

helplessness – 

Loss of concentration 1 

0.888 0.888 0.868 0.612 

helplessnes – 

Desperation 2 

helplessness – 

Irritable 3 

helplessness – 

Tiredness 4 

helplessness – 

Drinking and smoking 5 

Wage Instability 

Wage instability – 

Salary level 1 0.863 0.863 0.833 0.611 

Wage instability– 
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Salary reduction 2 

Wage instability – 

Salary difficulty 3 

Wage instability- 

Wage instability 4 

Continuous 

immersion 

Continuous immersion – 

Organization Required 1 

0.880 0.879 0.866 0.592 

Continuous immersion - 

Organizational damage 2 

Continuous immersion –  

Select Organization 3 

Continuous immersion –  

Unable to quit 4 

Continuous immersion - 

Considerations 5 

emotional 

immersion 

Emotional immersion –  

Organizational Meaning 1 

0.960 0.960 0.953 0.828 

Emotional immersion –  

Organization: 2 

Emotional immersion –  

Organization happiness 3 

Emotional immersion –  

Organizational Positive 4 

Emotional immersion –  

Organization problem 5 

normative 

commitment 

Normative commitment - 

Organizational loyalty 1 

0.885 0.885 0.873 0.606 

Normative commitment -

Organizational value 2 

Normative commitment -

Organizational ethics 3 

Normative commitment – 

Management policy 4 

Normative commitment –  

Conditional Party 5 

turnover intention 

conditional turnover 

0.980 0.980 0.981 0.834 

Worrying about leaving the 

company 

difficulty in changing jobs 

Regret of participation 

immediate regret 

uncertainty of employment 

No retirement age 

Job turnover recruitment 

Worrying about leaving the 
company 

a turnover intention 

* p<0.05 ** p<0.01 *** p<0.001 

 

4.3. Factor Analysis: Rotated Component Matrix 

(KMO and Barrett) 
 

4.3.1. Factor Analysis Results for Changes in the 

Employment Environment for Independent Variables 

The results of factor analysis on changes in the 

employment environment for confirmatory independent 

variables are as follows. A total of three factors were 
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derived, and the total cumulative explanatory power was  

 

68.442%. KMO was 0.856 and Bartlett's test was 

χ²=5875.635, which was identified as a significant model 

(p<0.05). Factor 1 showed an eigenvalue of 3.971, and the 

explanatory power was found to be 26.475%. Factor 2 

showed an eigenvalue of 3.192, and the explanatory power 

was found to be 21.280%. Factor 3 showed an eigenvalue 

of 3.103, and the explanatory power was identified as 

20.687% shown as a Table 3. 
 

 
 
Table3: Factor Analysis on Changes in the Employment Environment for Independent Variables  

KMO and Bartlett's Test  

KMO 0.856 

Bartlett's sphericity test 
 

x2 5875.635 

degree of freedom 105.0 

Significance Probability 
 

0.000 

variable 
 

factor 1 factor 2 factor 3 commonality 

restructuring 0.939 0.180 0.092 0.923 

business reduction 0.876 0.122 0.029 0.784 

Business integration 0.864 0.137 0.105 0.777 

Business relationship 0.857 0.089 0.036 0.744 

Human resource 
replacement 

0.835 0.158 0.113 0.734 

staff reduction 0.119 0.905 0.107 0.845 

restructuring 0.108 0.868 0.105 0.777 

voluntary retirement 0.048 0.718 0.155 0.542 

Recruitment inhibition 0.140 0.685 0.080 0.495 

Additional layoffs 0.256 0.676 0.181 0.555 

contract worker 0.121 0.067 0.819 0.689 

a dispatched position 0.048 0.139 0.790 0.645 

part-time work 0.009 0.126 0.762 0.597 

a makeshift job 0.072 0.088 0.756 0.584 

permanent employee 0.089 0.173 0.732 0.574 

an eigenvalue 3.971 3.192 3.103  

explanatory power 0.265 0.213 0.207  

Cumulative 

explanatory power 
0.265 0.478 0.684  

* p<0.05 ** p<0.01 *** p<0.001 

 

 

4.3.2. Results of Factor Analysis on Job Satisfaction, 

Job Instability, and Job Commitment 

The results of factor analysis for factor analysis on 

corroborative parameters job satisfaction, job instability, 

and job commitment are as follows. A total of 9 factors 

were derived, and the total cumulative explanatory power 

was about 74.215%. KMO was 0.868 and Bartlett's test 

was identified as a significant model with χ²=22149.471 

(p<0.05). Factor 1 showed an eigenvalue of 4.538, and its 

explanatory power was found to be 10.554%. Factor 2 

showed an eigenvalue of 3.879, and its explanatory power 

was found to be 9.022%. Factor 3 showed an eigenvalue 

of 3.686, and its explanatory power was found to be 

8.572%. Factor 4 showed an eigenvalue of 3.642, and its 

explanatory power was found to be 8.469%. Factor 5 

showed an eigenvalue of 3.486, and its explanatory power 

was found to be 8.106%. Factor 6 showed an eigenvalue 

of 3.415, and its explanatory power was found to be 

7.941%. Factor 7 showed an eigenvalue of 3.409, and its 

explanatory power was found to be 7.928%. Factor 8 

showed an eigenvalue of 3.103, and the explanatory power 

was identified as 7.216%. Factor 9 showed an eigenvalue 

of 2.755, and the explanatory power was identified as 

6.407% shown as a Table 4. 
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Table4: Factor Analysis of Parameters Job Satisfaction, Job Instability, and Job Commitment. 

KMO and Bartlett's Test  

KMO 0.868 

Bartlett's sphericity test 
 

x2 22149.471 

degree of freedom 903.0 

Significance Probability 
 

0.000 

variable 
 

factor 1 factor 2 factor 3 factor 4 factor 5 factor 6 factor 7 factor 8 factor 9 commonality 

organization 
affiliation 

0.931 0.074 -0.036 0.049 -0.045 0.128 0.108 0.060 -0.093 0.918 

organization 
positive 

0.906 0.056 -0.052 0.076 -0.025 0.142 0.133 0.079 -0.063 0.882 

organizational 
meaning 

0.898 0.090 -0.020 0.030 -0.065 0.149 0.138 0.062 -0.038 0.867 

self-
responsibility 

0.894 0.048 -0.034 0.053 0.001 0.168 0.142 0.056 -0.061 0.861 

organizational 
happiness 

0.855 0.043 0.054 -0.027 -0.091 0.122 0.112 0.059 -0.052 0.778 

Compliance 
with 
procedures 

0.035 0.872 -0.022 0.220 -0.030 0.067 0.111 0.075 -0.023 0.834 

faithfulness 0.043 0.848 -0.034 0.238 -0.063 0.059 0.146 0.082 -0.035 0.816 

work hours 0.033 0.835 -0.090 0.237 -0.040 0.011 0.081 0.041 -0.021 0.772 

Spare goods 0.125 0.833 -0.038 0.107 -0.058 0.127 0.004 0.096 -0.002 0.752 

Compliance 
with rules 

0.069 0.804 -0.013 0.145 -0.040 0.038 0.044 0.112 0.018 0.690 

future 
uncertain 

-0.023 -0.032 0.911 -0.068 0.260 -0.087 -0.103 -0.070 0.163 0.953 

can be fired -0.029 -0.035 0.899 -0.045 0.239 -0.065 -0.099 -0.061 0.153 0.911 

Free Collapse -0.010 -0.054 0.896 -0.026 0.188 -0.064 -0.084 -0.074 0.142 0.878 

promotion 
reduction 

-0.011 -0.094 0.579 -0.170 0.419 -0.077 -0.075 0.014 0.257 0.627 

trouble 
counseling 

-0.019 0.198 -0.060 0.892 -0.045 0.029 0.090 0.187 -0.026 0.886 

Respect for 
colleagues 

-0.017 0.193 -0.023 0.885 -0.069 0.040 0.120 0.180 -0.064 0.878 

maintain 
relationship 

0.012 0.197 -0.122 0.858 -0.038 0.018 0.086 0.172 -0.045 0.832 

colleague work 0.072 0.169 0.025 0.665 -0.091 0.002 0.019 0.212 -0.003 0.530 

colleague help 0.150 0.246 -0.083 0.655 -0.035 0.084 -0.083 0.172 -0.044 0.565 

depression -0.095 -0.002 0.073 -0.011 0.845 -0.067 -0.060 -0.043 0.221 0.788 

increased 
drinking 

-0.014 -0.070 0.215 -0.046 0.802 -0.026 -0.054 -0.047 0.132 0.719 

annoyance -0.051 -0.064 0.180 -0.044 0.776 0.067 -0.140 -0.035 0.245 0.728 

tired -0.035 -0.080 0.349 -0.173 0.702 -0.086 -0.032 0.019 0.126 0.677 

desperation -0.057 -0.044 0.519 -0.025 0.624 -0.047 -0.117 -0.056 0.137 0.701 

Considerations 0.220 0.056 -0.096 0.067 0.026 0.818 0.159 0.034 -0.016 0.761 

Difficulty 
leaving 

0.152 0.096 -0.080 0.051 0.024 0.798 0.234 0.031 0.011 0.735 

voluntary work 0.132 0.047 -0.017 0.034 -0.059 0.759 0.300 0.055 0.023 0.695 

no choice 0.006 0.012 -0.004 -0.037 -0.161 0.751 0.162 0.063 -0.034 0.623 

Worrying 
about leaving 
the company  

0.285 0.107 -0.083 0.058 0.048 0.730 0.144 0.008 -0.086 0.667 

management 0.132 0.074 -0.084 0.072 -0.060 0.206 0.841 0.043 -0.070 0.795 
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policy 

conditional 
turnover 

0.215 0.081 -0.143 0.059 -0.019 0.190 0.810 -0.014 -0.052 0.772 

turnover 
unethical 

0.020 0.069 -0.008 -0.002 -0.118 0.222 0.786 0.038 -0.023 0.688 

organizational 
loyalty 

0.134 0.098 -0.067 0.044 -0.134 0.256 0.777 0.046 -0.045 0.725 

organizational 
value 

0.372 0.084 -0.131 0.094 -0.032 0.183 0.578 -0.004 -0.141 0.560 

work interest 0.008 0.069 -0.066 0.192 0.013 0.026 0.075 0.808 -0.022 0.706 

Business 
reward 

0.075 0.054 0.004 0.174 0.034 0.035 0.063 0.755 -0.053 0.618 

work help 0.007 0.032 -0.068 0.180 -0.054 -0.035 0.024 0.749 -0.041 0.605 

Business 
growth 

0.108 0.160 -0.064 0.066 -0.049 0.143 -0.041 0.722 -0.021 0.593 

Recognition of 
growth 

0.067 0.058 0.000 0.149 -0.061 0.013 -0.017 0.715 -0.069 0.551 

salary 
difficulties 

-0.103 -0.010 0.135 -0.019 0.236 0.012 -0.077 -0.073 0.857 0.830 

salary level -0.105 0.050 0.057 0.002 0.248 -0.041 -0.076 -0.092 0.802 0.737 

wage 
insecurity 

-0.056 -0.057 0.242 -0.133 0.223 -0.045 -0.020 -0.019 0.740 0.683 

Salary 
reduction 

-0.072 -0.053 0.474 -0.025 0.132 -0.029 -0.124 -0.079 0.672 0.725 

an eigenvalue 4.538 3.879 3.686 3.642 3.486 3.415 3.409 3.103 2.755  

explanatory 

power 
0.106 0.090 0.086 0.085 0.081 0.079 0.079 0.072 0.064  

Cumulative 

explanatory 

power 

0.106 0.196 0.281 0.366 0.447 0.527 0.606 0.678 0.742  

* p<0.05 ** p<0.01 *** p<0.001 

 

 
Table5: Result of Factor Analysis on the Dependent Variable Turnover Intention 

KMO and Bartlett's Test  

KMO 0.971 

Bartlett's sphericity test 
 

x2 9499.964 

degree of freedom 45.0 

Significance Probability 
 

0.000 

variable 
 

factor 1 commonality 

immediate regret 0.972 0.945 

Worrying about leaving the company 0.965 0.931 

conditional turnover 0.954 0.911 

uncertainty about the future 0.950 0.903 

difficulty in changing jobs 0.947 0.896 

No retirement age 0.916 0.839 

Regret of participation 0.914 0.835 

a turnover intention 0.899 0.808 

Worrying about leaving the company 0.856 0.733 

Job turnover recruitment 0.848 0.718 

an eigenvalue 8.519  

explanatory power 0.852  

Cumulative explanatory power 0.852  
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* p<0.05 ** p<0.01 *** p<0.001 

 

4.3.3. Result of Factor Analysis on the Dependent 

Variable Turnover Intention 

The results of the factor analysis on the confirmatory 

dependent variable turnover intention are as follows. A 

total of one factor was derived, and the total cumulative 

explanatory power was about 85.190%. KMO was 0.971 

and Bartlett's test was χ²=9499.964, which was identified 

as a significant model (p<0.05). Factor 1 showed an 

eigenvalue of 8.519, and the explanatory power was 

identified as 85.190%. shown as a Table 5  

 

4.4. Model Fit Analysis 
 

In general, the standard model fit analysis of the overall 

fit of path analysis is as follows. If the significance 

probability is greater than or equal to 0.05, the null 

hypothesis is adopted, and the model is suitable for the 

data of the population. Goodness Fitness Index (GFI) 

adjusted goodness of fit index (AGFI), Root Mean 

Residua (RMR), and NFI (Normed Fitness Index) Finally, 

TLI (Tucker-Lewis Index) that can compare the proposed 

model and the basic model should be obtained. In this 

study, the fit of the model was evaluated using chi-square, 

GFI, AGFI, NFI, TLI, RMR, and Root Mean Square of 

Error Approximation (RMSEA). GFI, AGFI, NFI, and TLI 

are rated as good models if they are 0.8 to 0.9 or higher, 

and RMR and RMSEA=0.08 or less. Based on this, the 

suitability of the structural equation model presented in 

this study was evaluated. As a result of the analysis, 

X2184.080 (df=1, p=0.000) and GFI were 0.896, AGFI -

0.554, NFI 0.778, TLI -1.238, CFI 0.776, RMR 0.025, and 

RMSEA 0.551, and the suitability level of the model was 

found to be good. shown as a Table 6  

 

 
 
Table6: Analysis of the Path of Change in the Employment Environment, Job Satisfaction, Job Instability,  

Organizational Commitment, and Turnover Intention 

Model fit 
index  

x2(CHi-
square) 

degrees 
of 

freedom 
(Df) 

p-value Q GFI AGFI 

 

NFI TLI(NNFI) CFI RMR RMSEA 

Research 
model 

184.080 1 0.000*** 184.080 0.896 -0.554 
 

0.778 -1.238 0.776 0.025 0.551 

* p<0.05 ** p<0.01 *** p<0.001 

 

 

4.5. Research Hypothesis Test (Results of Variable 

Influence Relationship Analysis) 
 

The results of verifying the hypothesis of the study on the 

structural influence relationship between job environment 

change and job satisfaction, job instability, organizational 

commitment, and path analysis of turnover intention are as 

follows. The path of the effect of changes in the 

employment environment on job satisfaction was found to 

have a significant negative (-) effect with a standardized 

coefficient (β=-0.440) and t-value -12.058 (p<0.05). The 

path of the effect of changes in the employment 

environment on job insecurity was found to have a 

significant positive (+) effect with a standardized 

coefficient (β= 0.551) and t-value of 16.210 (p<0.05). 

Figure 2 and Table 7 show the effect of changes in the 

employment environment on organizational commitment.  

 

 
 
Table7. Analysis of the Path of Change in the Employment Environment, Job Satisfaction, Job Instability,  

Organizational Commitment, and Turnover Intention 

   standardization 
factor  

unnormalized 
coefficient  

SE t-value p-value 

 Job Satisfaction  <- 
Employment 
Environment 

Change  
-0.440 -0.460 0.038 -12.058 0.000*** 

Job Instability  <- 
Employment 
Environment 

Change  
0.551 0.797 0.049 16.210 0.000*** 

Organizational 

Commitment  

<- 
Employment 
Environment 

Change 
-0.225 -0.256 0.055 -4.624 0.000*** 

<- Job Satisfaction  0.141 0.154 0.046 3.367 0.001** 
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<- Job Instability  -0.123 -0.097 0.035 -2.732 0.006** 

Turnover Intention 

<- Job Satisfaction  -0.306 -0.626 0.075 -8.400 0.000*** 

<- Job Instability  0.240 0.354 0.054 6.554 0.000*** 

<- 
Organizational 
Commitment  

-0.187 -0.349 0.069 -5.060 0.000*** 

* p<0.05 ** p<0.01 *** p<0.001 

 

 

 
 

Figure 2. Study result model. (Note. *p < 0.05, ** p <0.01, *** p < 0.001) 
 

4.6. Study Hypothesis Test Results and Discussion 
 

The path of the effect of changes in the employment 

environment on job satisfaction was found to have a 

significant negative (-) effect with a standardized 

coefficient (β=-0.440) and t-value -12.058 (p<0.05). The 

path of the effect of changes in the employment 

environment on job insecurity was found to have a 

significant positive (+) effect with a standardized 

coefficient (β= 0.551) and t-value of 16.210 (p<0.05). The 

path of the effect of changes in the employment 

environment on organizational commitment was found to 

have a significant negative (-) effect with a standardized 

coefficient (β=-0.225) and t-value -4.624 (p<0.05). The 

path of the effect of job satisfaction on organizational 

commitment was found to have a significant positive (+) 

effect with a standardized coefficient (β = 0.141) and 

instability on organizational commitment was found to 

have a significant negative (-) effect with a standardized 

coefficient (β=-0.123) and t-value -2.732 (p<0.05). The 

path of the effect of job satisfaction on turnover intention 

was found to have a significant negative (-) effect with a 

standardized coefficient (β=-0.306) and t-value -8.400 

(p<0.05). The path of the effect of job insecurity on value 

of 3.367 (p<0.05). The path of the effect of job instability 

on organizational commitment was found to turnover 

intention was found to have a significant positive (+) effect 

with a standardized coefficient (β= 0.240) and t-value of 

6.554 (p<0.05). The path of the effect of organizational 

commitment on turnover intention was found to have a 

significant negative (-) effect with a standardized 

coefficient (β=-0.187) and t-value -5.060 (p<0.05). This 

study empirically analyzed the structural relationship 

between employment change, job satisfaction, job 

instability, organizational commitment, and turnover 

intention. The findings provided evidence for the 

 

 

Changes in the 

employment 

environment

Organizational 

commitment
Turnover intention

Job satisfaction

Job insecurity

- 0.23

- 0.44

0.55

0.14

-0.12

- 0.19

-0.31

0.24
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hypotheses proposed, but some were not supported.  

This study obtained the following results. First, because 

of analyzing the structural model, it was found that job 

satisfaction due to changes in the employment 

environment had a positive effect on organizational 

commitment. Accordingly, organizational procedures 

have been established so that members can work 

passionately, trust, and devote themselves to the 

organization. Second, job instability was found to have a 

negative (-) effect on organizational commitment. Third, it 

was found that organizational commitment had a negative 

(-) effect on turnover intention. It was analyzed that even 

if there is a change in the public environment, if an 

environment where people can immerse themselves in the 

organization and job is created, it does not affect the 

turnover. This increased organizational trust and 

organizational commitment, leading to high 

organizational performance by indirectly supporting 

employees to perform their tasks passionately. Based on 

these results, the relationship between the variables 

proposed in this paper forms job satisfaction and 

organizational commitment, ultimately leading to high 

performance. In addition, this study confirmed the 

importance of turnover intention by recognizing job 

instability due to changes in the employment environment. 

Based on the verification results, this study confirmed the 

importance of human resource management (HRM) for 

people working in the beauty industry and laid the 

foundation for corporate management.  

 

 

5. Conclusions 
 

The beauty service industry is leading the creative trend 

by combining technology (Tech) and beauty in the era of 

the 4th Industrial Revolution. Employees in the beauty 

industry are human resources in charge of customer 

service with professional skills and artistic creativity. The 

beauty industry is an industry in which the competence of 

human resources is important, and the behavior and 

technology of workers are the core products of the service 

provided to customers. To respond to the rapidly changing 

environment and technology and secure sustainable 

growth and competitiveness, companies will need to 

improve organizational performance by increasing 

individual and executives' organizational commitment and 

job satisfaction through various personnel systems and 

ethical management. The importance of corporate ethics is 

becoming more emphasized in modern organizations 

(Qing et al., 2020;  Johnson et al., 2006;  Asif et al., 

2020; Asif et al.,2019). The continuous job commitment 

and job satisfaction of beauty industry workers have a 

significant impact on management performance (Rhoades 

& Eisenberger, 2002; Chen & Eyoun, 2021.) It has an 

important effect on the success or failure of management 

as well as the sales performance of a company. In the 

beauty industry due to changes in the employment 

environment in the era of the 4th industrial revolution, the 

turnover rate of human resource management (HRM) and 

beauty workers is amplifying as social interest. 

Organizational commitment can be said to have a direct 

effect on job satisfaction and turnover (Jung & Yoon, 2018; 

Schwepker et al., 2020; Ruiz-Palomino & Martínez-Cañas, 

2014).  

The purpose of this study is to reduce the employee's 

intention to turnover in order to increase commitment to a 

sustainable organization targeting beauty workers with 

high human dependence as a result of verifying the 

relationship between employees' turnover intention for 

beauty practitioners' job satisfaction, the path from job 

satisfaction, which is a parameter, to employee turnover 

intention is significant. Job satisfaction was found to have 

a negative (-) effect on turnover intention. The result of 

this analysis is that when job satisfaction is high, the 

intention to move to another job is low. It was found that 

employees need systematic human resource management 

for periodic job management, education management, 

promotion, and compensation. As a result of this study's 

analysis, beauty industry workers will be seeking concrete 

ways to enhance their will to continuously discover the 

meaning of work in their work.  

The implications of this study are as follows. The 

characteristics of beauty industry workers with high 

turnover rate are identified, and with the support of 

companies and organizations, the relationship between job 

satisfaction and turnover intention is investigated. The 

beauty service industry is a labor-intensive industry, and it 

is said that a stable working environment for workers is 

also important in order to provide the best service quality 

for customers (Rhoades & Eisenberger, 2002; Chen & 

Eyoun, 2021; Jung & Yoon, 2018).  The human resource 

management system should be established by 

strengthening the career development and capabilities of 

beauty workers to stabilize employment and improve 

service quality. Despite these implications, the study's 

limitations require further research to contribute to 

continuous management and organizational performance. 

It is necessary to recognize that job satisfaction and 

turnover intention can be linked to the meaning of work. 

This scope was limited to the Korean beauty industry. The 

limitations of the study should be continued so that they 

can be generalized through further research.  
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