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The Effects of the Specific Attitudes toward the
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ABSTRACT

The period of the Fourth Industrial Revolution is our near future and the ongoing changes in this age. We need fo sfrive fo adapt
to this changes and also try fo create new values. This study focuses on workers” perceptions and attitudes (self-efficacy, expectancy,
and acceptance of change) toward the Fourth Industrial Revolution. These positive affitudes tfoward the upcoming future and the
Fourth Industrial Revolution will influence on both the future and the current attitude, behavior and performance of employees. People
have certain attitudes to the future, and these attitudes have an impact on current behavior. This paper tries 1o examine the positive
affitudes toward the Fourth Industrial Revolution era and the influence of posifive affitudes foward this new age on the current job
satisfaction. Through this process, this paper explains what kinds of attitudes the workers should have in the Fourth Industrial Revolution
era, and dalso sheds light on significance and purpose of this paper to explain how these specific atffitudes foward the fufure influence

the present performance such as job satisfaction.
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1. Introduction

In the new digital, society structures, technologies and
environment are rapidly changed. Companies and people
should acknowledge this change and also they need to try to
accept it. The most representative aspect of this change is the
era of the Fourth Industrial Revolution. The Fourth Industrial
Revolution is the close future and the ongoing changes in the
present time [1-2]. We need to strive to adapt to this
innovative changes and try to create new values in the Fourth
Industrial Revolution. The technical consequences of the
Fourth Industrial Revolution have enabled us to leverage a
diverse of innovative technologies such as, Al, IoT, Big Data,
and Cloud Computing [3-5]. Learning and using these skills
are critical to adapting and generating results in the age of
the Fourth Industrial Revolution.
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This study focuses on workers’ cognition and attitudes to
these new changes and innovative technologies. Having a
specific attitude or perception of workers can affect behavior
and thus improve or decrease their performance. When
workers have positive expectancy about new technologies of
the Fourth Industrial Revolution era, employees could prepare
more actively in the future [6]. This mechanism will also
apply if workers have self-efficacy and acceptance of changes
toward the Fourth Industrial Revolution. These variables are
also closely related to motivation, performance and change.

In addition, this paper demonstrates that attitudes toward the
future, such as the Fourth Industrial Revolution, can influence
on current performance. For instance, positive expectancy for
the upcoming future and the Fourth Industrial Revolution,
will effect on not only the future but also the current
behavior, attitude and performance of the workers. People
have certain and subjective expectation about the future, and
this expectancy has a great impact on current behavior [7].
Hence, workers can anticipate what the future will be happen
if they do in the current time. Workers who are well
accommodating change to the future and who have high
self-efficacy might be more likely to be satisfied with their
current work and to achieve high performance [7-8].
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This paper tries to examine the positive attitudes to basis
technologies of the Fourth Industrial Revolution era and their
effects. These attitudes such as self-efficacy, expectancy, and
acceptance of change would help workers to produce higher
performance in the Fourth Industrial Revolution. In addition,
these attitudes would influence on present job satisfaction of
employees. Through this process, this paper tries to explain
what kinds of positive attitudes of workers should have in the
Fourth Industrial Revolution, Also, it sheds lights on the
significance and the purpose the article to demonstrate the
specific attitudes to the future effect the present performance

such as job satisfaction.

2. Literature review

2.1 Self-efficacy toward the Fourth
Industrial Revolution

Self-efficacy is the one of the self-concepts, which refers
to the expectation of an individual’s ability to perform a
specific task [9]. Workers with higher self-efficacy are more
confident, motivated and committed to work. Furthermore,
self-efficacy us associated to attitudes, learning and behavior
toward work. Thus, workers with higher self-efficacy are able
to produce high performance [10].

The self-efficacy toward the Fourth Industrial Revolution
is a belief in themselves that people have the capacity to
work out the tasks their workers have done in the Fourth
Industrial Revolution [6]. Workers with self-efficacy will be
better able to accept changes in the future and achieve better
results in the Fourth Industrial Revolution

2.2 Expectancy toward the Fourth Industrial
Revolution

People have the ability to make some predictions about the
future. Predictions for the future are not always right, but
people predict the future and choose the present behavior. For
example, a healthy person is currently insured, or an athlete
is currently trained for a future race. These people are not
immediately rewarded in the present, but they anticipate the
future and do certain actions in the present to do this. This
anticipation of the future influences current behavior, because

people have certain expectations in the future [7]. This
expectancy of the future influences on specific behavior at the
present. Expectancy is the subjective probability of what will
happen in the future [11].

If workers have positive expectancy about the Fourth
Industrial Revolution, they will be affected by current
behavior and will be more proactive in embracing this new
change. Furthermore, workers with positive expectancy for
the Fourth Industrial Revolution will be able to achieve more
motivation and higher performance in the Fourth Industrial
Revolution era. Expectancy for the Fourth Industrial
Revolution is a subjective probability that positive results will
be formed for the Fourth Industrial Revolution, and a positive
attitude to change into this era [6].

2.3 Acceptance of change toward the
Fourth Industrial Revolution

Change means moving to a different form or having a
different property from the current state. Not all members will
accept organization or society changes. There is resistance in
the process of change. If the force of resistance is greater, no
change is made. The less force of resistance and the greater
the force of members to accept change, the organization and
society can change. A very important factor in organizational
and social change is people. Changes in members ensure
organizational change. Thus, in order for organization and
society to change, members’ attitudes toward change and
acceptance are needed [12-13].

Acceptance of change is an individual’s attitude to accept
this change. Acceptance of change for the Fourth Industrial
Revolution means an individual’s attitude to strive to more
actively embrace and adapt to the Fourth Industrial
Revolution. Our society is rapidly changing to the Fourth
Industrial Revolution. Companies and workers need to adapt
to this new era. Thus, if members of the organization strive
to accept and adapt to changes in the Fourth Industrial
Revolution, they will be able to generate high performance in
a new era.

2.4 Job satisfaction

Ordinary variables measuring organizational performance
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involves organizational citizenship behavior, job satisfaction,
work engagement, organizational commitment, turnover
intention.  This paper utilizes these variables, which are
commonly used in organizational behavior study and business
administration. These variables have been studied by lots of
scholars from various definitions and perspectives. Among
these variables, job satisfaction refers to the attitude that a
worker has about the job as a form of attitude. This attitude
toward the job is a state of good or pleasantness emotion,
which is obtained by an individual evaluating own job or
specific experience gained through work [14].

In addition, job satisfaction can be defined as an emotional
response of workers resulting from the comparison between
actual and expected results [15]. Although the operational
definition of job satisfaction is somewhat different by
scholars, in summary, job satisfaction means emotional
preference as to how workers like their job as one of the
attitudes they have about the job. Job satisfaction is the
attitude toward the current job. Thus, it relates to the current
state of motivation and performance of workers.

2.5 Self-efficacy, expectancy, acceptance
of change, and job satisfaction

Self-efficacy is the attitude that workers perceive of their
work. Workers who believe they will be able to perform their
jobs well are more likely to be satisfied with their jobs. Since
the performance of high self-efficacy workers can be
improved, they can be more positive about work that can
produce  high performance. Previous studies have
demonstrated that self-efficacy is a leading variable of job
satisfaction [9], [16-17]. Thus, workers with higher
self-efficacy toward the Fourth Industrial Revolution will be
more positive about their current job and situation. Based on

this relevance, the following hypothesis was established.

HI. Self-efficacy toward the Fourth Industrial Revolution
would have a positive relationship with job satisfaction
(current performance).

Self-efficacy toward the Fourth Industrial Revolution
implies the belief that people will be able to achieve high
performance in new changes. These workers look to the

future more positively. Workers who are dissatisfied with the
present will not be optimistic about the future. In contrast,
workers with positive expectations for the future will be more
positive in the current situation. Expectation for the future
explains the degree of current motivation. Because
expectations affect current behavior, expectancy is closely
related to current performance such as job satisfaction
[18-19]. In addition, self-efficacy is internal expectancy, and
this expectation is related to external factors [7], [9]. Hence,
self-efficacy and expectancy toward the Fourth Industrial
Revolution both can influence on job satisfaction. Based on
these theoretical studies, the following hypothesis was
established.

H2. Expectancy toward the Fourth Industrial Revolution
would have a positive relationship with job satisfaction
(current performance).

Previous studies have shown that there is a close
correlation between acceptance of change and job satisfaction
[20-21]. Although empirical studies have shown that people
with job satisfaction are more immersed in organizations and
more receptive to organizational change, the correlation
between these two variables requires a distinction between
current and future focus. Those who are currently satisfied
with their work will not welcome the change in their work.
However, this connection does not explain that workers are
dissatisfied with their current job because they prefer to make
changes in their organization. Rather, workers who are
satisfied with their current job will have higher commitment
to the organization and better able to accommodate change
for the development of the organization. In addition, workers
who are willing to embrace new changes and contribute to
the development of their organizations are more likely to be
satisfied with their current jobs. Furthermore, workers who
are more receptive to new challenges, such as the Fourth
Industrial Revolution, will be able to take more risks, become
more challenging and generate higher performance. Therefore,
acceptance of change and current performance will be closely
related.

Based on this relationship, the following hypothesis was

set.

et= QIHY HEst3| (213439)
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H3. Acceptance of change toward the Fourth Industrial
Revolution would have a positive relationship with job

satisfaction (current performance).

{self-ﬁﬂicay toward the |
Fourth Industrial
Revolution

/—\
expectancy toward the
Fourth Industrial
Revolution

job satisfaction
{current performance}

accepiance of change
toward the Fourth

(T 1) o7y
(Figure 1) Research model

3. Measurement and participants

3.1 Measurement

This paper uses statistical techniques to test the hypothesis
of the study. First, a survey was conducted to measure the
statistics. The information on the survey items is as follows.

First, the self-efficacy toward the Fourth Industrial
Revolution was measured as 5 items by modifying the
existing item measuring general self-efficacy. The example
questions for self-efficacy toward the Fourth Industrial
Revolution are “I feel certain I can perform my job well in
the Fourth Industrial Revolution era”, and “I will have
confidence in my ability to solve problems in the Fourth
Industrial Revolution era” [6], [22-23].

Second, expectancy toward the Fourth Industrial
Revolution used seven items by modifying the items for
measuring expectancy in previous studies. For example, “I
will get more compensation and bonus in the Fourth
Industrial Revolution era” and “I will have ability skill
development opportunity in the Fourth Industrial Revolution
era” [6], [11], [24].

Third, acceptance of change toward the Fourth Industrial
Revolution was modified to measure acceptance of change by
measuring four items. For instance, “I have become more
enthusiastic since moving to FIR era”, and “I see FIR as a
challenge and an opportunity for the most part rather than

hang on to notions of the past”. [6], [25-26].

Job satisfaction is an indicator of current performance and
measured by the following three questions. 1) All in all, I am
satisfied with my job, 2) In general, I don’t like my job (R),
3) In general, I like working here [27].

3.2 Participants

This study surveyed the IT workers who were more
closely related to the Fourth Industrial Revolution.
Demographic information of the 191 vparticipants who
responded to the survey is shown in Table 1 below.

(1) o7SAIE
(Table 1) Demographic

frequency %
gender male 140 73.3
female 51 26.7
industry IT 156 81.7
Other 35 18.3
20y 34 17.8
age 30y 64 33.6
40y 65 34.0
50y + 28 14.7

y 14 7.3
service 1-by 62 325
year 5-10y 59 30.9
10y + 56 29.3

high school 10 5.2
school undergraduate 149 78.0
graduated 32 16.8

4. Analysis

For empirical analysis, exploratory factor analysis,
reliability analysis (Cronbach ’ot), descriptive statistics,
correlation analysis, and regression analysis were conducted.

Exploratory factor analysis used vari-max rotation, and the
results of the analysis are presented in Table 2. According to
Table 2, each variable is shown to have a significant validity.
(0.4 standard, Eigen value 1 or higher, KMO = .944)

Table 3 shows Cronbach ’a to prove reliability. Each
variable has a Cronbach ’a value of 0.8 or more, which
ensures sufficient reliability.
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(E 2) BN 20l 24 Z3}

(Table 2) The results of exploratory factor analysis

Table 5 indicates the correlations among the variables.
Correlation results show that each variable has a positive

component relationship at a significant level. Therefore, self-efficacy
: 1 2 3 4 toward the Fourth Industrial Revolution, expectancy toward
J; ;gg 8(232 :g? 13; the Fourth Industrial Revolution, and acceptance of change
i3 045 179 863 045 toward the Fourth Industrial Revolution all have a significant
s1 783 300 076 182 effect on _]Ob satisfaction.
s2 745 .390 158 .205
s3 .748 .383 .098 .138 (E b) Al 24 Aot
s4 776 -345 110 176 (Table 5) The results of correlation analysis
sb o 276 226 .189 1 2 3 4
x1 351 .702 113 .329 1 _
X2 478 658 187 205 2 317 .
x3 442 706 .025 156 3 355 5" .
x4 .075 793 .105 .360 4 359** 725%* 705+ —
xb .408 701 151 .266
<6 383 722 159 122 1: ljock; satlislfaF({:tior;, 2 seISf'—efficacy toward thde EouFrth )
7 362 712 150 055 ndustrial Revolution, ..expectancv toward the Fourt
Industrial Revolution, 4: acceptance of change toward
c .084 269 148 810 the Fourth Industrial Revolution
c2 504 228 176 647 T 00T, p (.01
c3 572 262 .106 .560
cd 630 291 101 607 Table 6 shows the results of further verifying which
Eigen 4.864 4.485 2.602 2.347 . . . . . .
value variables most influence job satisfaction through regression
% devi 25.598 23.606 13.697 12.362 analysis. According to the analysis results, acceptance of
% culti 25.598 49.204 62.901 75.253 change toward the Fourth Industrial Revolution has the
KMO=.944 " (sig=.000) greatest impact on improving job satisfaction. In the
correlation of Table 5, acceptance of change toward the
(Z 3) 2= 24 Znt Fourth Industrial Revolution had the largest correlation, and
(Table 3) The results of reliability expectancy toward the Fourth Industrial Revolution was
Cronbach” a items closely related to job satisfaction. According to these results,
job satlsfactlon 881 3 hypotheses 1, 2, and 3 were all supported.
self-efficacy .926 5
expectancy .928 7 (E 6) Bl7IEA 2t
acceptance of 859 4 , )
change i (Table 6) The results of Regression analysis
dependent : job satisfaction
Table 4 is a descriptive statistic that shows the mean and 8 t sig
standard deviation of each variable. self-efficacy .103 .897 371
expectancy .160 1.349 179
(& 4) 7|=E4 acceptance of change 180 1.729 .085
(Table 4) The results of Descriptive Statistics R (Adiusted R 153(.140)
Std. .
mean Deviation F 11.280
job satisfaction 4.717 1.222 . .
Self-efficacy 4.976 989 +p 00T, = p 0T
expectancy 4.705 1.037
acceptance 4.851 .962
st olElY HE5ts (21233) 57
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5. Conclusions

5.1 Results and implications

This study examines the relationship between workers’
attitudes toward the Fourth Industrial Revolution and job
satisfaction as the current performance. These findings
underline the importance of particular attitudes toward the
future affecting current performance. Furthermore, it explains
what elements are needed for workers preparing for the
Fourth Industrial Revolution. The results of the study through
empirical analysis and the implications are as follows.

First, it is demonstrated that self-efficacy toward the
Fourth Industrial Revolution positively related to job
satisfaction. Self-efficacy is an attitude and belief about the
job. It is important for both current and future work. Workers
who believe they will be able to accomplish their tasks in the
future, in a new age, will be more satisfied with their current
jobs. Also, because they have the efficacy toward the Fourth
Industrial Revolution, they will be able to generate high
performance in the future.

Second, it was found that expectancy toward the Fourth
Industrial Revolution is closely related to job satisfaction.
Expectancy toward the future can be motivation for current
workers. People can anticipate the future and, they are
influenced by the future to decide the present behavior. In the
present time, environment of business is in close contact with
the near future such as the Fourth Industrial Revolution.
expectancy toward the Fourth Industrial Revolution will be
motivated at the present and increase job satisfaction of
workers. Positive expectancy toward the Fourth Industrial
Revolution both improve present job performance and future
job performance.

Third, acceptance of change toward the Fourth Industrial
Revolution has been found to be the most relevant for
improving job satisfaction. Workers embracing new changes
and challenges will be more proactively preparing for the
future. These people will accept the shift to the Fourth
Industrial Revolution and look for new opportunities. These
workers may also be better at present because they seek
opportunities and accept change. Thus, workers with
acceptance of change toward the Fourth Industrial Revolution
can now be more satisfied with their jobs. Furthermore, these

employees will be better able to adapt to the Fourth Industrial
Revolution and perform better.

The results of this study explain what attitudes workers
should have toward the Fourth Industrial Revolution. Further,
this paper suggests that these attitudes are important for
current performance. When workers have a certain attitude,
they will produce high performance both in the future and in
the present. Instead of fearing a change to the Fourth
Industrial Revolution, people should actively accept this
change, have positive expectancy for it, and build and believe

in their capacity to prepare for a new era.

5.2 Limitations and suggestions for future
studies

The limitations of this study and suggestions for future
studies are as follows.

First, this study sets operational definitions of three
variables for the specific era that are generally studied as
research variables. Therefore, more in-depth research is
needed on the relationships between variables. Considering
the relationship between general concepts and job satisfaction
as well as the characteristics of individual variables, more
future-focused studies should be conducted. For example,
from a motivational point of view [28], more theoretical and
logical supplementation needs to be made, such as the
influence of these three variables.

Second, it is necessary to consider more contextual factors
in making self-efficacy toward the Fourth Industrial
Revolution, expectancy toward the Fourth Industrial
Revolution, and acceptance of change toward the Fourth
Industrial Revolution. Different industries may have different
views of the Fourth Industrial Revolution. More important
attitudes may vary depending on individual characteristics.
Furthermore, the characteristics of teams, which are the basic
business units of today’s organizations, can also affect. For
instance, a virtual team or online-based team may have a
different attitude at work [29-30]. Therefore, future studies
will need to consider more various situations and identify
relationships among variables.

In addition, this paper selected the survey subjects mostly
from the IT industry. Although the IT industry is closely
linked to the Fourth Industrial Revolution and has a rapidly
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changing nature [31-32], future studies will need to measure
and analyze all other industries.
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