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Abstract 

With the arrival of the fourth industrial revolution, many things are changing rapidly, including the way that people 

work.  These changes to the work environment can make workers feel uncertain about their jobs, which in turn can 

lead to anxiety and complaints about the job, amongst other negative variables. This study explains the factors that 

can reduce the negative influence of job uncertainty at the organizational, leader-ship, and worker levels. Job 

uncertainty involves a variety of changes and new directions driven by new technologies and information. Leaders 

possessed of a charismatic leadership style who are better able to enunciate a clear vision in such dynamic situations, 

the provision of a variety of useful information related to change within an organization, and workers‟ self-efficacy 

in relation to change will all reduce the effects of job uncertainty. In today‟s job environment, a degree of uncertainty 

is almost unavoidable. Therefore, by reducing the negative impact of this uncertainty, workers can be more satisfied 

with their jobs and will be able to achieve higher levels of performance. 
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1. Introduction 

Today's job environment is changing rapidly (Armenakis, & Bedeian, 1999). The Fourth Indus-trial Revolution was 

discussed at length at the World Economic Forum in 2016. The characteristics of the Fourth Industrial Revolution 

include the effects of the previous Industrial Revolution and the introduction of new and advanced technologies 

(Osuji, et.al. 2017; Park, 2018). People will face a new age of widespread and rapid changes. Job uncertainty (JU) 

will also increase along with these changes. Uncertainty is essentially unpredictability about the future (Aspers, 

2018). Job uncertainty has a negative effect on the members of an organization and job satisfaction (JS) and can lead 

to an overall worsening of job performance (Bastien, 1987; Johnson, Bernhagen, Miller, & Allen, 1996). Generally, 

uncertainty is considered to be negative, and because it is driven by an external factor, that is environmental and 

societal changes, it is difficult to actually decrease levels of uncertainty itself (Ruan, Hsee, & Lu, 2018). Research 

into how to reduce the negative influence of uncertainty is needed. This study emphasizes the importance of reducing 

job uncertainty and suggests that corporations should strive to provide as much stability as possible to their members 

in an uncertain environment. It also explains the negative effect of job uncertainty on job satisfaction. It emphasizes 

the importance of charismatic leadership (CL), organizational communication (OC), and self - efficacy (SE) as 

measures to reduce this negative influence. The negative impact of uncertainty on job satisfaction can be reduced 

through better communication at the organizational level, leadership at the relationship level, and self - efficacy at 

the individual level (Paulsen, Callan, Grice, Rooney, Gallois, Jones, Jimmieson, &Bordia, 2005; Bandura, 1977). 

Resultantly, this paper explains what kinds of efforts are needed at leadership, organizational and individual levels 

when uncertainty increases in rapidly changing environments. 

2. Literature Review 

2.1 Job Uncertainty 

JU essentially involves uncertainty about job changes, role changes, and promotion opportunities (Hirst, 1981). JU is 

largely composed of job volatility (which indicates how much work is done in exceptional cases) and job complexity 

(which indicates how complex the job is) (Bordia, Hobman, Jones, Gallois, & Callan, 2004). 
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JU refers to job volatility in the work environment, and the difficulty or complexity of the job. The uncertainties 

associated with the job include all direct and indirect interactions to achieve the organization's goals (Dess & Beard, 

1984; Kamau, Mwania & Njue 2018). 

The volatility and complexity of a job lead to job uncertainty, and the greater the ambiguity and complexity of a job 

the greater will be the level of job uncertainty (Umanath & Kim, 1992). Job complexity also refers to how many 

problems must be solved in the performance of a job (van de Ven, Delbecq, & Koenig, 1976; Saad Umer & Ahmed 

2018). If a job involves many tasks, problem solving may require the assimilation of a large amount of complex 

information. Uncertainty can be said to be a crucial variable in a rapidly changing work environment. 

2.2 Job Satisfaction and Job Uncertainty 

Job satisfaction (JS) is an important personal attitude related to work (Pfeffer, 1994). JS is defined as the degree of 

joy or positive emotional state which is determined by an individual‟s evaluation of their job (Hoppock, 1935). JS is 

a harmony of psychological, physiological, and environmental circumstances. Those workers with high levels of job 

satisfaction will say they are satisfied with their job (Umrani, Mahmood & Ahmed, 2016; Smith, 1955; Lari, 

NYangweso & Rono 2017). 

In an uncertain environment, workers often do not know how to approach their new work. They need to be 

perceptive and adaptable in an uncertain situation, need to learn new things and skills, and may even no longer have 

the opportunity to use existing skills that they are competent with (Park & Jung, 2017; Dunst,et.al 2018). Uncertainty 

in the organization has an important effect on levels of individual job satisfaction, stress, turn-over and behavior 

(Jermsittiparsert, 2016; Locke, 1976). Therefore, JU may have a negative impact on job performance and JS. 

2.3 Charismatic Leadership and Job Uncertainty 

Charisma has been called "God's grace", and said to involve the ability to foretell the future or to perform miracles 

(Weber, 1947). This paper focuses on the effects of CL on members‟ values, emotions, levels of unconscious 

motivation and self-esteem (Waldman, Ramirez, House, & Puranam, 2001; Ng, 2018). CL involves a strong desire 

for power, self-confidence, and a strong belief in one's faith and ideals. A strong desire for power motivates leaders 

to influence members. Confidence and strong beliefs increase members' confidence when judging leaders. Leaders 

with confidence and strong beliefs increase members' levels of trust in them. 

Leaders with charismatic leadership provide necessary information, motivate members and reduce levels of tension 

and uncertainty about new environments. They provide organizational goals and visions and influence members to 

follow. Thus, uncertainty about a new job environment can be reduced, and members can feel greater self-worth and 

confidence, and improve their job performance (Ali & Haseeb, 2019; Agle, Nagarajan, Sonnenfeld, & Srinivasan, 

2006). 

2.4 Organizational Communication and Job Uncertainty 

Communication refers to the general exchange of information and opinions. OC is a process of exchanging 

information between an organization and its members (Go, Go, Gwon, Kim, Kim, & Kim, 2014). The purpose of OC 

is to inform members about the organization‟s important information. OC achieves organizational goals through 

interactions among organization members (Baron & Kenny, 1986). Existing research has demonstrated that OC 

enhances organizational goals and development by enhancing members‟ JS (Price, 1997; Abdulkarim,et.al 2017; 

Dierker, et.al 2018). 

Members can help to get the information they need to fully understand a situation through OC in an uncertain 

environment. Members can make better judgments about the situation and improve their job performance (Jiang & 

Probst, 2014). Information is a valuable resource. As OC improves, members can get information in real time and 

share it amongst themselves. With this information, they can better predict the business environment, and it is 

possible to increase the sense of control over new environmental changes that members feel (Frahn & Brown, 2007). 

3. Method 

This study sent 92 questionnaires in person or by email to workers in Korea. A demographic analysis of the 

respondents is as follows: Of the total participants 50 (54.3%) were male and 42 (45.7%) were female. 59 (64.1%) of 

the participants were aged between 20 to 29 years old, 30 (32.6%) of the participants were aged between 30 to 39 

years old, 2 (2.2%) of the participants were aged between 40 to 49 years old, and 2 (2.2%) of the participants were 

over 50 years old.  39 (42.4%) of the participants had worked for between 1-2 years at their current workplace, 34 

(37.0%) participants had worked for between 2-3 years at their current workplace, 9 (9.8%) had worked between 3-4 
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years at their current workplace, 5 (5.4%) had worked between 4-5 years at their current workplace, and 5 (5.4%) 

had worked for over 5 years at their current workplace. 

Next we used five items to measure JU (Paulsen, Callan, Grice, Rooney, Gallois, Jones, Jimmieson, & Bordia, 2005). 

A sample item includes "The level of influence you will have over changes in your job ". JS was measured by 4 

items (Mossholder, Settoon, & Henagan, 2005). A sample item includes “All in all, I am satisfied with my job”. To 

measure CL, we used 8 items (Bass & Avolio, 1995). A sample item includes “My leader tries to talk about his 

values and beliefs”. OC was measured by 8 items (Jiang & Probst, 2014), and a sample item includes “When plans at 

work change unexpectedly, my supervisor tells me why.” Finally, SE was measured by 8 items (Chen, Gully, & 

Eden, 2001; Dolgopolova, Hye & Stewart 2014). A sample item includes “I will be able to achieve most of the goals 

that I have set for myself”. All items were measured by a 7-point Likert-type scale. 

4. Analysis 

The results of the exploratory factor analysis for this research are shown below in [Table 1]. Table Ⅰ displays the 

results of Cronbach's Alpha for reliability and correlation analysis. An alpha of .70 is a good cut off value, and is 

acceptable (Santos, 1999).  For our research all values of Cronbach's Alpha are above .70 (JU=.946, JS=.957, 

CL=.932, OC=.971, SE=.959). The results show that the reliability of this research is acceptable. 

 

Table 1. Exploratory factor analysis 

KMO=.913 

Component Cronbach's 

Alpha 1 2 3 4 5 

JU1 -.143 -.131 -.037 .862 -.182  

JU2 .026 -.098 -.009 .855 -.123  

JU3 -.027 -.110 -.109 .917 -.098 .946 

JU4 -.130 .003 -.177 .895 -.045  

JU5 -.067 -.039 -.041 .921 -.082  

JS1 .306 .252 .311 -.182 .751  

JS2 .274 .311 .310 -.297 .709  

JS3 .291 .321 .226 -.277 .764 .957 

JS4 .298 .270 .276 -.237 .789  

SE1 .163 .837 .126 -.146 .092  

SE2 .224 .865 .156 -.076 .024  

SE3 .152 .845 .216 -.093 .116  

SE4 .314 .788 .039 -.038 .126 .959 

SE5 .202 .843 .144 -.062 .172  

SE6 .193 .818 .139 -.038 .297  

SE7 .192 .794 .275 -.074 .127  

SE8 .283 .818 .155 -.032 .207  

CL1 .233 .256 .630 -.184 .231  

CL2 .390 .198 .696 -.146 .303  

CL3 .424 .195 .760 -.098 .190  

CL4 .209 .068 .477 .093 .456 .932 

CL5 .474 .138 .702 -.138 .163  

CL6 .608 .125 .630 -.117 .152  

CL7 .316 .319 .715 -.058 .218  

CL8 .439 .321 .645 -.034 .121  

OC1 .819 .281 .290 -.010 .161  

OC2 .815 .247 .243 -.031 .177  

OC3 .813 .278 .265 -.077 .158  
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OC4 .801 .317 .222 -.071 .183  

OC5 .819 .144 .329 -.087 .208 .971 

OC6 .807 .223 .298 -.089 .189  

OC7 .839 .213 .321 -.134 .186  

OC8 .799 .289 .177 -.057 .143  

Total 7.396 6.742 4.692 4.427 3.303  

% of Variance 22.413 20.430 14.217 13.415 10.008  

Cumulative % 22.413 42.843 57.060 70.475 80.483  

 

Next, correlation analysis was conducted (see Table 2). The results of the correlation analysis showed that JU was 

negatively related to JS (r=-.421), SE (r=-.209), CL (r=-.254), and OC (r=-.212). Furthermore, SE negatively related 

to JU(r=-.209) and positively related to JS (r=.563). CL negatively related to JU(r=-.254) and positively related to JS 

(r=.699). OC negatively related to JU(r=-.212) and positively related to JS (r=.617). 

 

Table 2. Correlation analysis 

 Mean Std. Deviation JU JS SE CL OC 

JU 3.6152 1.55718 -     

JS 5.2582 1.39487 -.421*** -    

SE 5.6073 .93147 -.209* .563*** -   

CL 5.0883 .97223 -.254* .699*** .536*** -  

OC 5.1481 1.04893 -.212* .617*** .560*** .775*** - 

***: p<.001, **: p<.01, *: p<.05. 

 

Table 3 displays the moderating effect of SE between JU and JS. The results showed that SE does not moderate 

between JU and JS (β=1.127, sig=.06). 

 

Table 3. The moderating effect of SE between JU and JS 

dependent: JS 

 

Step1 Step2 Step3 

β t β t β t VIF 

JU -.421*** -4.403 -.317*** -3.821 -1.441* -2.424 1.118 

SE   .497*** 5.989 .067 .277 1.053 

Moderate 

(JU x SE) 

  

  
1.127 1.909 1.070 

Adjusted R² .177(.168) .414(.400) .437(.418) 

⊿Adjusted 

R² 

- 
.237(.232) .023(.018) 

F 19.386*** 31.379*** 22.755*** 

***: p<.001, **: p<.01, *: p<.05 

 

Table 4 displays the moderating effect of CL between JU and JS. The results showed that CL positively moderated 

between JU and JS (β=1.186, sig=.001). 
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Table 4. The moderating effect of CL between JU and JS 

dependent: JS 

 

Step1 Step2 Step3 

β t β t β t VIF 

JU -.421*** -4.403 -.262** -3.547 -1.425*** -4.210 1.095 

CL   .627*** 8.476 .052 .318 1.177 

Moderate 

(JU x CL) 

  

  
1.186** 3.496 1.108 

Adjusted R² .177(.168) .545(.534) .600(.587) 

⊿Adjusted R² - .368(.366) .055(.053) 

F 19.386*** 53.242*** 44.046*** 

***: p<.001, **: p<.01, *: p<.05 

 

Figure 1 also shows the moderating effect of CL. It shows that if CL is low when JU is high, JS is decreased. 

However, if CL is high, higher JU leads to a slightly higher JS. This demonstrates that CL positively moderates the 

relationship between JU and JS. 

 

 

Figure 1. The moderating effect of CL 

 

Table 5 displays the moderating effect of OC between JU and JS. The results showed that OC positively moderated 

between JU and JS (β=1.090, sig=.004).   

 

Table 5. The moderating effect of OC between JU and JS 

dependent: JS 

 

Step1 Step2 Step3 

β t β t β t VIF 

JU -.421*** -4.403 -.304*** -3.842 -1.346*** -3.702 1.078 

OC   .552*** 6.988 .009 .044 1.147 
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Moderate 

(JU x OC) 

  

  
1.090** 2.931 1.108 

Adjusted R² .177(.168) .469(.457) .516(.499) 

⊿Adjusted R² - .292(.289) .047(.042) 

F 19.386*** 39.259*** 31.269*** 

***: p<.001, **: p<.01, *: p<.05 

 

Figure 2 also shows the moderating effect of OC. It shows that if OC is low when JU is high, JS is decreased. 

However, if OC is high, higher JU leads to a slightly higher JS. This demonstrates that OC positively moderates the 

relationship between JU and JS. 

 

 

Figure 2. The moderating effect of OC 

 

5. Conclusion 

5.1 Conclusion and Implications 

This study proved the correlation between JU and JS. The results of the study showed that JU had a significant 

negative correlation with JS. With more job uncertainty, member‟s JS will be lower. The results of this study 

demonstrated that high JU lowers the JS of members and negatively affects job performance, and thus reinforces the 

importance of JU. CL and OC have positive moderating effects on JU and JS. Leaders with CL in an organization are 

much more likely to present their vision clearly and succinctly, provide members with the necessary information, 

reassure their members, and make members feel less JU. OC alleviates the negative correlation between JU and JS. 

OC also showed a positive moderating effect on JU and JS. We postulated that SE would have a moderating effect 

between JU and JS, however according to the above results, SE showed no moderating effect. 

We suggest that leaders should help members to develop a coherent future vision, to help them adjust more easily to 

changes. Further, organizations should share relevant information and ensure that members receive pertinent 

information about the organization they work for. Further, we suggest that organizations or leaders pay enough 

attention to, and provide sufficient support and help to their members. 

5.2 Limitations and Future Study 

In order to verify the moderating effects of CL, OC, and SE on the relationship between JU and JS, this study 

conducted an empirical analysis of employees in Korean companies.  In future studies, it would be valuable to 

investigate a broader range of subjects. For example, it would be worth conducting an empirical analysis of workers 

in the IT industry (Jin & Hahm, 2017) as well as workers in a wide range of other industries (Jin, Zheng & Hahm, 

2017). In addition, CL and OC showed moderating effects, but SE showed no moderating effect. There is also a need 

to study SE in more depth. Lastly, in future studies, measuring differences in organizational performance through JU 

will also be a valuable undertaking. 
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