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Abstract The study analyzes the relationship between job stress, organizational trust, and the job
change intentions of beauty industry workers. Three-hundred sixty-nine workers in the beauty
industry with longer than three months of working experience were chosen as this study. The study
used to perform frequency analysis, exploratory factor and reliability, correlation, confirmation, and
structural equation model verification. The following results are as follows. First, job stress had a
positive influence. Second, stress related to fairness had a negative effect on organizational trust.
Third, organizational trust had a negative effects. In conclusion, organizational trust and stress
related to fairness are the important variables. Furthermore, this study suggests that each
organization needs to make an effort to increase organizational trust and to relieve stress related
to fairness in order to reduce the job change intentions.
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Fig. 1. Reserch Model 1
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o] A= A= AY 370 ol REARITARE
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(convenient sampling method)& Ar&-3}to] 3718
FEol9th AL AT AT da A 24
3= X718 717 YW (self-administration method)S
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Table 1. General characteristics of the study
subject (N=369)
g::{:::_ Division Number Rate
10's 1 3
20's 175 474
Age 30's 63 17
40's 83 225
50's 47 17
High school or under 94 254
College graduate 153 414
Education
University greaduate 80 216
Graduate school or upper 42 1.3

Chargct— Division Number Rate
eristics
Less than 1 year 120 325
1~2 years 63 14.7
current 1753 years 32 86
career
3~4 years 27 7.31
5 years or upper 127 34.4
Less than 1 year 78 211
1~2 years 43 11.6
Total 2-3 years 38 102
career
3~4 years 27 7.3
5 years or upper 183 495
Less than 44 1.9
Tmillion won
1~1.5 million won 72 19.5
1.5~2 million won 82 22.2
Income
2~3 million won 60 16.2
3~4 million won 42 1.3
4 million won 69 186
or upper
8 hours or under 156 422
Working 9 hours 94 254
hours 10 hours 84 22.7
perday | 41 hours 12 32
12 hours or upper 23 6.2
Franchise 76 20.5
beauty salon 149 40.3
Company Nail shop 31 8.4
form Skin care shop 24 6.5
Cosmetics 36 9.7
ETC 52 14
2.2 ST

B ATE 2YETE AEAE Agson, 4 7
Az W8 234 ghekol 14, TS 23] 5
ofshs 54 Likert HER PSS HEA
AT YRS ANrHel By, AT 2L,
=, olgel= 479 Yooz FHSAL, 7

B Bge QuAel B4 108, A% &

o
o

N ook

24
ilA

6w, ZAAFE 72, ol 58 F
2 STt AlIFA] B Hx AEA
W& Table 29} gt o3 MyPATFoA L
=9 o5 BA Q
2X(exploratory factor analysis)iﬂr golz Qo]

& I

dg 2 2 X oox
ok > ro ¢ rlo
lo

o

dr o o
i I-N

+4(confirmatory factor analysis), WHLI/IA S
(Cronbach-e)& 5% XA}EQ-_,] Bgeol Agrs
SE 4 AT A Y82 Table 33 2.
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Table 2. Initial questionnaire composition

Indicators Sub factors Questions
Age, Education,
current career,

General

total career, income, 7
Work hours per day,
company form

characteristics

Workability stress 3
Job stress

Faimess stress 3
Organizational trust | Organizational trust 7
Turnover intentions | Turnover intentions 5

Total 28

221 AF AEA

Yn ~EHA R FHA15], ol5Fl161e] A
T2 uigor o ARAH17]9 4R A1gdtgon,
‘U= A 713 Al d2 o]-r,]- 7 U7t sk Ao
e e AV ST 5& Edcke ol =
P& AgeISIE FHHARAE 2] 8210% P4
AEY A, FAA AEGAR A5, AFE AEY
& RANET T Y 2B £
38 FHF &9, Q933K (factor loading)
624~.890. AlF|E(a)= 652 ZH7F YERgT. @U"*

i l—r‘_]'z =

&
ot

2 654~.927. AF%(0)= 8208 44 Y
5 AEHA SO B gRIEA F
A4S KMO=.837, x°=533.079, df10,

=

E= L <)
Lo
s}
>,

=1
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gl

p=.001, EAMEHE L 68.0612 YE} A7 AEH
2 2T BYue AES FRY 5 U
2.2.2 ZRAE|

ZAAFE AEAE= Mcallister[18]2F Rousseau,
Sitkin, Burt, & camerer[19]9] A7E vl O Z o]of
3, AA 302017} =Woll gHA] AHd gt 0} Z241E A
ARgston, "8 JA= AYUETHY &S
Al AR, “Ego] WaY o 27 JAERE =

(1

2 94T 4 ok 58 2dote S B A
o2 &9t 2z B 1, £ 2, =%
3, 23} 4, B8 7S FE0 7 2&35197, QARG
L 807~.893, A% (a)= 9058 27 Yt %
AT SHETo] gAY QRlE4A Zit #dAE
AL KMO=.846, x*=613.393, df<10, p=.001, &4t
AgEe 725132 YER} 2248 A9 Elg
Zot AFEE gHT 4= 99t

rEHAL B 1R, BWL HF 23991

Table 3. Validation and reliablity of the final survey tool

Variable Question g?,gfﬁ; Reliability(a)
V1. | always work in a tense state. 664
Workability V2. The current workload is burdened. .890 652
J stress
0 V3. | am dissatisfied with the wages for my performance. 624
b V4. | am dissatisfied with my wages for my career. 654
stress | Fairness . .
stress 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 V3. If something goes wrong with me, we The company is willing to help and 893 905
encourage me.
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
Turnover V3. | will quit the company if the conditions get worse than | am now. 877 029
intentions V4. | am satisfied with my current job, but | think | want to work for another company. 828 ’
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
exploratory Variance description=68.061
o KMO=.846, x*=613.393, df=10, p=.001
factor Organizational trust Variance description=72.513
analysis T ot KMO=.790, x’=285.567, df=6, p=.001
urnover intentions Variance description=66.336
confirmatory factor x?=533.079, df=10, p=.001, Q=2.696, CFI=.909, IFI=.910, RMSEA=.095
analysis HOELTER=89
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KMO=.790, x’=285.567, df=6, p=.001, EAEEH
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2.3 X224

SPSS 22.003 AMOS 22.0 B4 =2 IHS &85
of A ALY gutd B4 meks fgt Wk EA
(frequency analysis), ZAF =19 AHA SFEE Y
3t M= (skewness), A= (kurtosis), B (mean), BZ
HAKstandard deviation)E AAISFALL, EFEES} Al
A FEE Yot AlFr BEX(reliavility analysis),
EAA Q91 EA(exploratory factor analysis)¥} &
°1& QX (confirmatory factor analysis)S AA|
sttt ol FAAE R 7 FRYANEdHF
(structural equation model}2 93t AITITAEA]
(correlation analysis)& AA|StoH, RE BAF

FAELZ a=.055E22 Aol

3. g2

3.1 J|eSA & A

o] AtolA] AREH EA =9 A A W
ZH Ao F7E Al tiet 242 3] s A
AR A 9l 71eS A B4 83 Table 49F 2

Table 4. Normality verification

Factor 1 1-1 1-2 2 3
1.Job stress 1
1-1.Workability stress | .805** 1
1-2. Fairness stress 876%* | .419** 1

2.Organizational trust |-.451**|-.179%* |- B45** 1
3. Turnover intentions | .548** | .408** | .507** | -.384** 1

M 287 | 300 | 274 | 379 | 292

SD .83 88 1.09 .81 1.06
skewness .021 | -.072 | 081 | -.077 | -1
kurtosis -.37 .08 =73 -78 | -85

**p(.01
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OW

Aol AT AEH AL 27
A 274 WS sk A9
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Table 5. Standards for judging research model suitability
HOELTER Fix
2
model X p Q CFI IFI RMSEA 05 setting
Reference _ y.05 o3 »9 %9 1 85 _
value P2 : : :
Initial
226.430 p<.001 2.696 909 910 .095 .89 -
proposal model
Final model 179.487 (001 2.189 937 938 079 110 o/ 8
! ’ pe : : : : €16 « el7
Table 6. Path coefficient between variables
Path Path coefficient(8) Standard Error C.R.
Workability stress — Turnover intentions .316** 150 2.797
Fairness stress — Turnover intentions 251 110 2.273
Workability stress — Organizational trust 012 .086 118
Fairness stress — Organizational trust —.b47*** .064 -5.277
Organizational trust — Turnover intentions -.183* 144 -2.040
*X.05, **p(.01
Table 7. Varification of significance of indirest effects of organizational trust
! ! Bootstrapping
Path parameter Total effect Direct effect Ir}?lr:tct Ir.]dlr.‘:.c t effect
effe significance Lower Upper
Workabity stioss 237 248 -012 177 - 054 001
urnover intentions Organizational
. trust
Faimess stress 408 3N 097* 046 022 170
—Turnover intentions

*n{.05
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