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Abstract
Frontline workers are one of  the jobs affected due to Covid-19. Covid-19 events can 
have negative and positive consequences for frontline workers. This study aims to see 
how fear of  covid affects employee emotional exhaustion during a pandemic. Based on 
the conservation of  resources theory, fear of  covid-19 can cause frontline workers to 
experience emotional exhaustion. In addition, during a pandemic, employees can feel 
high job insecurity, resulting in low work engagement in the company where employees 
work. The method used in this research is quantitative. Data analysis was performed on 
259 company employees who worked as frontline workers using the Structural Equation 
Modeling technique. The results of  the analysis show that fear of  covid-19 has a positive 
effect on job insecurity, and job insecurity has a significant positive effect on emotional 
exhaustion. In addition, perceived employability has a positive and significant effect on 
job insecurity and a significant positive effect on work engagement. It is essential for 
companies to pay attention so that employees do not have high job insecurity and high 
emotional exhaustion and can create employee work engagement by conducting various 
kinds of  training and health education to increase engagement and reduce employee fear 
of  Covid.
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Pengaruh Fear of Covid-19 dan Perceived Employability terhadap 
Emotional Exhaustion dan Work Engagement: Peran Mediasi Job Insecurity

Abstrak
Frontline worker merupakan salah satu pekerjaan yang terdampak dikarenakan adanya covid-19. 
Peristiwa covid-19 dapat mengakibatkan konsekuensi negatif  dan positif  bagi frontline workers. Penel-
itian ini bertujuan untuk melihat bagaimana pengaruh fear of  covid terhadap emotional exhaustion 
karyawan saat masa pandemi.  Berdasarkan conservation of  resources theory, fear of  covid-19 dapat 
mengakibatkan frontline workers mengalami emotional exhaustion. Selain itu ketika masa pandemi 
karyawan dapat merasakan job insecurity yang tinggi sehingga akan mengakibatkan work engage-
ment yang rendah di perusahaan karyawan bekerja. Metode yang digunakan di dalam penelitian ini 
adalah metode kuantitatif. Analisis data dilakukan terhadap 259 pegawai perusahaan yang bekerja 
sebagai frontline workers dengan teknik Structural Equation Modelling. Hasil analisis menunjukkan 
bahwa fear of  covid-19 memiliki pengaruh positif  terhadap job insecurity dan job insecurity memiliki 
pengaruh positif  signifikan terhadap emotional exhaustion. Selain itu, perceived employability memi-
liki pengaruh positif  dan signifikan terhadap job insecurity dan pengaruh positif  signifikan terhadap 
work engagement. Penting bagi perusahaan untuk memperhatikan agar karyawan tidak memiliki job 
insecurity yang tinggi dan emotional exhaustion yang tinggi dan mampu menciptakan work engage-
ment karyawan dengan cara melakukan berbagai macam pelatihan, penyuluhan kesehatan untuk 
meningkatkan engagement dan mengurangi ketakutan karyawan akan covid.
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INTRODUCTION

COVID-19 is a phenomenon related 
to the spread of  the virus and causes many 
deaths worldwide (Wu et al., 2020). Emp-
loyees may receive negative consequences 
in the context of  a pandemic caused by 
COVID-19.  One of  the negative impacts 
that can be caused is emotional exhausti-
on. Emotional exhaustion has a significant 
impact on the sustainability of  the compa-
ny. The problem that can arise when an 
employee experiences emotional exhausti-
on is the deterioration of  the employee’s 
performance (Goel & Verma, 2021). The 
Frontline worker’s performance will have 
an impact on the company.(Karatepe 
& Tekinkus, 2006) linked emotional ex-
haustion possessed by employees to being 
destructive, resulting in satisfaction with 
performance and increasing employee tur-
nover (Chao, 2019). 

Emotional exhaustion can affect and 
have a destructive impact on both emp-
loyees and the organization (Zhou et al., 
2020). Suppose emotional exhaustion is a 
negative consequence for the company’s 
and employees’ sustainability. In that case, 
there are positive consequences for emp-
loyees, one of  which is work engagement, 
which has a good influence on the welfare 
of  employees as individuals, teams, and 
work (Bakker, 2017).Work engagement is 
a fundamental business driver for compa-
ny success. Employees with work engage-
ment will have vigor, dedication, and ab-
sorption as part of  their work experience 
(Lenzi et al., 2021). Frontline workers, 
who are the face of  the company, are di-
rectly related to customers, and frontline 
workers have specific targets that are not 
only related to economic exchanges but 
also related to interaction (Hartline et al., 
2000; Lages & Piercy, 2012; Guo et al., 
2017). Research conducted by Lee et al. 
(2016) states that work engagement can be 
affected by job insecurity and negatively 

affects frontline workers who deal directly 
with customers.

The current study shows that emp-
loyees who fear the risks caused by CO-
VID-19 will have an impact on job insecu-
rity (Cehn & Eyoun, 2021).Job insecurity 
asks employees to invest and transfer their 
resources when individuals feel their 
resources are being threatened (Green-
halgh & Rosenblatt, 1984). When the 
exchange of  resources is unequal, this will 
encourage negative consequences such 
as the inability of  employees and finally 
feeling tired of  losing the resources they 
have. Frontline workers have those targets 
because the main point of  frontline emplo-
yees is related to customers (Kutaula et al., 
2020). Frontline workers struggle to cope 
with physical and mental demands during 
COVID-19 (Voorhees et al., 2020) since 
they directly dealing with customers, es-
pecially as the bridge between companies/
organizations and potential customers 
(Chatterjee et al., 2022). In the context of  
the pandemic caused by COVID-19, emp-
loyees may receive negative consequences 
from various dimensions, both in life and 
at work. 

Two years after the post-COVID-19 
pandemic, the employment perspective of  
young people remains uncertain and has 
increased in terms of  their vulnerability. 
Self-perceived employability, which refers 
to an individual’s self-perception of  the 
possibility of  getting a job in the labor mar-
ket, reduces an individual’s fear of  being 
unemployed while increasing feelings of  
being in control of  one’s work life (Lechi-
en et al., 2022). Demonstrating the effects 
of  self-perceived perceived employability 
in the context of  a pandemic will provi-
de employers and employees with insight 
into how to survive the negative impacts 
of  pandemics and similar situations in the 
future. This research has exciting novelties 
to study, which are using respondents as 
frontline employees, especially the majo-
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rity in the service industry in the banking 
and hotel sectors, working onsite in Indo-
nesia. in the context of  the pandemic and 
also to fill the gap between how respon-
dents react to job insecurity with positive 
and negative behavior.  

Hypothesis Development  
Fear of  COVID-19 refers to unplea-

sant emotions caused by perceiving a per-
ceived threat (Pakpour & Griffiths, 2020). 
The Conservation of  Resources (COR) 
theory, owned by (Hobfoll, 1989), is one 
of  the theories that underlie this hypothe-
sis. Hobfoll (1998), with the Hobfoll COR 
theory, can explain the understanding of  
the fear of  covid-19 and emotional exhaus-
tion (Hobfoll, 1989). Previous studies also 
stated that losing their resources would 
cause emotional exhaustion because in-
dividuals may perceive themselves as no 
longer having sufficient resources to deal 
with their stress (Hobfoll, 1989). So, based 
on the description above, the researcher 
hypothesizes that:
H1: 	 Fear of  COVID-19 has a positive ef-

fect on emotional exhaustion.

The fear of  COVID-19 and the se-
veral lockdowns have created particu-
lar fears, especially about job insecurity 
among employees across various industries 
(Abbas et al., 2021). The psychological 
contract theory is used to understand the 
causes of  job insecurity owned by emp-
loyees (Keim et al., 2014). Job insecurity 
can be a significant issue during a pande-
mic. Study in US by Ganson et al. (2021) 
show that job loss will affect employees’ 
mental health. Previous studies have also 
shown that uncertain environmental fac-
tors such as health crises, economic down-
turns, technological changes, and political 
uncertainties will cause employees to feel 
insecure about their jobs (Lee & Jeong, 
2017). Environmental factors such as high 
unemployment rates are also associated 

with job insecurity due to a lack of  cont-
rol during uncertain times (Debus et al., 
2012).
H2: 	 Fear of  Covid-19 has a positive effect 

on job insecurity.

Conservation of  resources theory 
and job demand resources are the theore-
tical basis. During the COVID-19 period, 
perceived employability possessed by indi-
viduals will become a source of  potential, 
resulting in individuals losing their resour-
ces and emotional exhaustion.

Previous studies also stated that job 
insecurity could make individuals lose 
their resources, including emotional ex-
haustion, depression, and anxiety (Piccoli 
& De Witte, 2015). Based on the explana-
tion above, the hypothesis proposed is: 
H3: 	 Job insecurity has a significant posi-

tive effect on emotional exhaustion.

Work engagement is defined as a 
positive, satisfying, work-related state of  
mind that is characterized by enthusiasm, 
dedication, and absorption in work (Ka-
ratepe, 2013). In perceived employability, 
there is a side of  self-reliance (self-confi-
dence) that is used by an individual to 
survive and want to be successful in the 
future so that it will impact the work en-
vironment (Demerouti & Bakker, 2011).
As part of  personal resources, perceived 
employability positively affects work enga-
gement. Empirically, research conducted 
by Cuyper et al. (2008) said that there is 
a positive influence from perceived emplo-
yability and work  engagement
H4: 	 Perceived employability has a positi-

ve effect on work engagement.

Dekker & Schaufeli (1995) states that 
employees with a lower academic level are 
more prone to job insecurity than highly 
qualified workers. That statement is be-
cause someone with higher education has 
high perceived employability. In this case, 
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employment security is conditioned by the 
ability of  employees to work (Folkman et 
al., 1984). They concluded that employab-
le employees tend to face less job insecu-
rity. 
H5: 	 Perceived employability has a negati-

ve effect on job insecurity.

Some previous literature states that 
job insecurity will reduce employee work 
engagement. This phenomenon is carried 
out and researched in a variety of  diffe-
rent contexts: Italian workers (Guarnaccia 
et al., 2018); expatriate employees from 
various companies in Saudi Arabia (Ali 
et al., 2017) and international hotel emp-
loyees in China (Karatepe et al., 2020). 
Stander & Rothman (2010) also stated 
that employees who feel their jobs have a 
high level of  insecurity will have low en-
gagement. Thus, the following hypothesis, 
therefore:
H6 : 	Job insecurity has a negative effect 

on work engagement.

Based on the COR theory, indivi-
duals will experience emotional exhaus-
tion when they lose resources and have 
no more resources (Hobfoll, 1989). Job 
insecurity asks employees to invest and 
transfer their resources when individuals 
feel their resources are being threatened 
(Greenhalgh & Rosenblatt, 1984). When 
the exchange of  resources is unequal, this 
will encourage negative consequences 
such as the inability of  employees and fi-
nally feeling tired of  losing the resources 
they have. Those feelings can encourage 
employees to invest extra effort at work to 
maintain their existing positions. So, the 
hypothesis that can be proposed is:
H7: 	 Job insecurity mediates the effect of  

fear of  COVID-19 on emotional ex-
haustion.

Van Vuuen et al. (1991) and De Wit-
te (1999) state that job insecurity acts as 

a stressor that will later be able to have a 
negative effect on employee work engage-
ment. When employees feel that they are 
insecure at their jobs the employee will 
feel they have no more power and will 
feel they have less control (Bosman, 2005; 
Vander Elst et al., 2013). 
H8: 	 Job insecurity mediates the effect of  

perceived employability on work en-
gagement

Based on the explanation of  the hy-
pothesis development above, it can be seen 
that in Figure 1 about the hypothesis fra-
mework.  

Figure 1. Hypothesis Framework 

Method

The method used in this study is the 
quantitative method.This research uses 
quantitative methods. The study in this 
research used a cross-sectional design. 
According to Sekaran (2013), a cross-sec-
tional design is a research design with a 
data collection process that is only carried 
out once, periodically, for days, weeks, or 
months to answer research questions. This 
research was conducted using the struc-
tural equation modeling (SEM) method. 
This study used primary data in the form 
of  a self-administered questionnaire. This 
study gathers data from 259 employees.  
The frontline workers who are the research 
sample are frontline workers who work to 
provide services, especially in the service 
industry, such as hotels and banking. From 
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the research results, the age range is 25-
55 years. Frontline workers also have the 
skills to build good customer relationships 
and provide services to them. The SEM to 
be used is LISREL version 8.8. Data pro-
cessing in this study was carried out using 
Lisrel because it can simultaneously me-
asure latent variables and indicators (first 
order). Also, Lisrel can test latent variab-
les that contain sub-dimensions of  other 
latent variables (second order).

A self-administered questionnaire is 
one form of  data collection in the form of  
questionnaires that the respondents them-
selves answer. Some sources of  secondary 
data are statistical bulletins, government 
publications, published and unpublished 
information available inside or outside 
organizations, company websites, and 
the internet. The research sample used is 
frontline employees. The unit of  analysis 
refers to the level of  data aggregation col-
lected during the data analysis stage (Se-
karan, 2013). The mediation test is a test 
to influence the indirect effect of  a variab-
le. The mediation test used in this study  
regarding the analysis of  mediation tests 
with a mediation decision-making chart. 
Zhao et al. (2010) explained that decision-
making was taken from Baron & Kenny 
(1986) who divided the types of  mediation 
into complementary, competitive, full, and 
partial mediation.

This study uses five variables, and 
each variable has several research indica-
tors. The fear of  COVID-19 variable was 
analyzed using a 7-item scale adopted by 
Ahorsu et al. (2022) The example item 
used in this variable is “I am terrified of  
COVID-19.” The job insecurity variable is 
measured using a scale developed by De 
Witte & Näswall (2003) using four  items. 
Perceived employability is measured by a 
4-item scale derived from De Cuyper et 
al. (2011). Work engagement is measured 
by 17 items adapted from Schaufeli et al. 
(2002). 

Result and Discussion

Result
Respondents are frontline employees 

given pre-screening questions to ensure 
the criteria are met. From the analysis of  
the respondent’s profiles, 127 respondents 
were male, and the remaining 132 respon-
dents were female respondents. Age less 
than 25 years dominated the respondents, 
with a total of  almost more than half  of  
the respondents, namely around 131 res-
pondents that age. Undergraduate educati-
on also dominated with more than half  of  
the respondents, followed by high school 
education level.  There were 120 perma-
nent and 139 contract employees who par-
ticipated in this study, and various types of  
jobs ranging from sales staff  to  restaurant 
servers were included in the survey. 

Table 1 is helpful in explaining the 
validity of  all variables. Validity is used to 
see whether all indicators are valid for use 
in research.

In this study, all the items in the ques-
tionnaire are valid. In Table 1, the validi-
ty test of  the fear of  COVID-19 explained 
that the loading factor value for the fear of  
COVID  variable is 0.60-0.89, and all items 
are valid. Meanwhile, all measurement in-
dicators for job insecurity variables have a 
t-value ≥ 1.96 and have a standardized lo-
ading factor or standardized validity value 
of  SLF ≥ 0.5. The emotional exhaustion 
variable has a t-value ≥ 1.96 and a loading 
factor value ≥ 0.5, ranging from 0.68-0.90. 
The perceived employability variable has 
an SLF value of  0.82-0.88. All dimensions 
of  the valid work engagement variable are 
listed in Table 2. Vigor, dedication, and 
absorption are valid measurements. All 
dimensions follow the reference indicators 
that have SLF values ​​≥0.5. Based on Tab-
le 1 below, it can be seen that the t-value 
of  all variable indicators has a value of  
> 1.96. Meanwhile, the standard loading 
factor value results have a value of  > 0.5. 
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So, the conclusion from Table 1 is that all 
indicators are valid and reliable. For fear 
of  COVID-19, the most significant lo-
ading factor that is owned is in points 5 
and 6, which have the same value of  0.89. 
The most significant loading factor on the 
emotional exhaustion indicator is point 
4, which states that working with other 
people is tiring. On the job insecurity in-
dicator, the most significant loading factor 
is in point 3, which explains that frontline 
employees have concerns about their jobs.

Indicators Composite Reliability and 
Average Variance Extracted (AVE) to test 
the reliability. The standard value of  CR is 
≥ 0.7, and the average variance extracted 
(AVE) value ≥ 0.5 is used in this study. The 
overall results show that each variable’s 

CR and AVE values ​​have a CR value of  
≥ 0.7 and an average variance extracted 
(AVE) value of  ≥ 0.5. Thus, all variables 
can be said to be reliable. Based on the 
results of  the structural model test, it can 
be seen that for the absolute fit model test, 
there are three indicators with measure-
ment results indicating poor fit, including 
the p-value, SRMS, and GFI. Meanwhile, 
RMSEA has a marginal fit. A good calcu-
lated value, with the conclusion that good 
fit is indicated by NFI, NNFI, CFI, IFI, 
and RFI, which have a calculated value of  
≥ 0.09.

The criteria for how much signifi-
cance is indicated by the t value on the va-
riable in the amount of  ±1.645 with the 
acceptance rate of  the hypothesis as much 

Table 1. Validity Test First Order

Variable Indicator t-value SLF Result

Fear of Covid-19

FC1 10.18 0.60 Valid
FC2 10.51 0.62 Valid
FC3 16.70 0.85 Valid
FC4 11.40 0.66 Valid
FC5 17.84 0.89 Valid
FC6 17.60 0.89 Valid
FC7 16.98 0.87 Valid

Emotional Exhaustion

EE1 13.34 0.72 Valid
EE2 12.35 0.68 Valid
EE3 14.16 0.76 Valid
EE4 18.05 0.90 Valid
EE5 16.45 0.84 Valid
EE6 18.15 0.89 Valid
EE7 12.78 0.70 Valid
EE8 16.44 0.84 Valid
EE9 16.76 0.85 Valid

Perceived Employability

PE1 15.57 0.82 Valid
PE2 15.64 0.83 Valid
PE3 17.31 0.88 Valid
PE4 16.96 0.87 Valid
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≥ 1.645 or ≤ -1.645 for directional hypot-
heses that have been determined previous-
ly (one-way hypothesis) such as negative 
or positive. 

From the results of  calculating the 
research hypothesis in Table 3, it can be 
seen that the t-value is above 1,645 (t-value 
≥1,645) for hypothesis 1 with a t-value of  
1.69 and a coefficient of  0.10, the effect 
of  fear of  covid-19 on emotional exhaus-
tion has a positive and significant effect. 
Furthermore, hypothesis 2, the effect of  
fear of  COVID-19 on job insecurity, has 
a significant positive effect with a t-value 
of  8.72 and a coefficient of  0.55, so hy-
pothesis 2 can be accepted. Hypothesis 3 
is also accepted with a t-value of  9.82 and 
a coefficient of  0.66, which significantly 
positively affects job insecurity and emo-
tional exhaustion.

In hypothesis 4, it can be seen that 
the t-value is more than 1.645, so the hy-
pothesis is accepted and is positively sig-
nificant. Hypothesis 5 indicated that the 
effect of  perceived employability toward 
job insecurity has a significant negative 
effect. Hypothesis 6 states that the effect 
of  job insecurity on work engagement has 
a significant negative effect. In hypothesis 
mediation, in hypothesis 7, from Table 4, 
it can be seen that the indirect effect (a x 
b) has a value of  0.363, which means that 
it has a significant positive effect. Hypot-
hesis 8 represents that the indirect effect (a 
x b) has a significant negative effect while 
the direct effect (path c) has a significant 
positive effect. Figures 2 and 3 illustrate 
the path analysis of  the hypotheses men-
tioned. In Figure 2 shows a path analysis 
of  8 hypotheses, which is reflected in Tab-
les 2 and 3. . Figure 3 shows the results of  
the Lisrel output used as a research analy-
sis tool.

Discussion
Fear of  COVID-19  is an unpleasant 

emotion experienced by some employees 

and can damage/obstruct their ability to 
think (Pakpour & Griffiths, 2020) . Green-
berg et al. (1986) explained that the con-
servation of  resources theory from Hob-
foll (1989) states that when fear occurs due 
to an infectious disease, for example, the 
fear of  being infected with the coronavirus 
during a pandemic, can reduce individu-
als’ performance in working,  and increase 
their emotional exhaustion.

This statement is also in line with 
research conducted by López et al. (2020) 
which explains that the COVID-19 pande-
mic can cause burnout syndrome, as well 
known that emotional exhaustion is one 
of  the signs of  burnout. Conceptually, fear 
is an antecedent of  non-adaptive cognitive 
change mechanisms that will cause disin-
tegration in individuals with detrimental 
effects (Khudaykulova et al., 2022). Indi-
viduals will experience greater job insecu-
rity because of  fear of  losing (Moore et al., 
2004). Research conducted by Toros et al., 
(2022) also states that fear of  covid-19 po-
sitively affects employee job insecurity. Job 
insecurity will reflect an individual’s fear 
of  their future jobs (losing their current 
job) (Sverke et al., 2002). Several previo-
us studies support that job insecurity will 
cause a person to feel burnout and reduce 
employee well-being (Dekker & Schaufeli, 
1995). 

Conservation of  resources theory 
explains that employees have multiple 
resources, such as time and energy, and 
they attempt to bring them back when it is 
lost (Hobfoll, 1989). Empirically, research 
conducted by De Cuyper et al. (2008) said 
that there was a positive effect from percei-
ved employability and work engagement. 
Employability has been considered to 
give individuals a sense of  autonomy and 
make them more likely to achieve workp-
lace participation. So, employees with 
high employability will also have high 
work engagement. Perceived employabi-
lity and job insecurity often deliver nega-
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tive effects. The  reality of  both problems 
commonly refers to individuals’subjective 
experiences (Kinnunen et al., 2014). 
Even though the level of  perceived emp-
loyability of  individuals has increased in 
the context of  a pandemic, job insecurity 
has also increased . Job insecurity during 
a pandemic will result in an individual’s 
inability to cope with job security in the 
future. Ornell et al. (2020) also argue that 
the COVID-19 pandemic can cause inse-
curity at work. In Hypothesis 5, it is ex-
plained that the perceived employability 
of  frontline employees has a significant 
negative effect. Based on Alpler & Aras-
li (2020) state that one of  the antecedents 
that have the potential to cause job insecu-
rity is perceived employability. Other rese-
arch shows different results. It was found 

that perceived employability has a positive 
significant effect on job insecurity. This re-
sult indicates that perceived employability 
during a pandemic still tends to be high. 

Contextual factors, such as the avai-
lability of  jobs related to supply and de-
mand, impact on employee perceptions 
(Forrier et al., 2015). The conservation of  
resources theory underlies some explana-
tion about the mediation between fear of  
COVID-19 and emotional exhaustion on 
job insecurity. This theory explains that 
individuals’ resource problems are caused 
by a threat to how to preserve their resour-
ces they have (De Cuyper, 2014). As in the 
hypothesis explaining perceived emplo-
yability on work engagement, it is known 
that individuals with a high level of  per-
ceived   employability tend to have diffe-

Table 2. Validity and Reliability Test Second Order

Variable Dimension SLF Error CR≥0.7 AVE≥0.5 Result
Work Engagement Vigor 1 0.01 0.978 0.938 Reliable

Dedication 0.98 0.04
Absorption 0.80 0.12

Table 3. Research Hypothesis Test 

Hypothesis t-value Path coefficient Results
Fear of covid-19  emotional exhaustion 1.69 0.10 Support
Fear of covid-19  Job Insecurity 8.72 0.55 Support
Job Insecurity  Emotional Exhaustion 9.82 0.66 Support
Perceived Employability  Work Engagement 6.77 0.49 Support
Perceived Employability  Job Insecurity 3.41 0.19 Unsupported  
Job Insecurity  Work Engagement -4.87 -0.32 Support

Table 4. Mediation Hypothesis Test

H Path Direct 
Effect

Indirect 
Effect

Total 
Effect

Result

7 Fear of covid-19  job insecurity  emo-
tional exhaustion

0.10 0.363 0.463 Partial Mediation

8 Perceived Employability  Job insecurity   
Work Engagement

0.49 -0.0608 0.4292 Partial Mediation
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Figure 2. Result of  Full Model Analysis (1) 

Figure 3. The Results of  Full Model Analysis Lisrel



Jurnal Dinamika Manajemen, 14 (2) 2023, 261-272

270

rent qualifications, so they are easy to get 
hired. Individuals have several obstacles 
to achieving work engagement (Suleman 
et al., 2021), so they need to readjust to 
the context and conditions of  employee 
engagement. 

Table 2 helps explain explaining the 
validity of  all indicators. Validity is used 
to see whether all indicators are valid for 
use in research. From the table below, vi-
gor and dedication have the most signifi-
cant SLF value. 

CONCLUSION AND RECOMMENDATION

Fear of  COVID-19  has a significant 
positive effect, and job insecurity is the 
mediating variable of  this study. Job inse-
curity is a mediating variable that explains 
that when an employee experiences fear 
of  COVID-19, the employee must first 
feel job insecurity so that it has an impact 
on the employee’s emotional exhausti-
on. Perceivedemployability in this study 
has a significant positive effect on work 
engagement and a significant negative ef-
fect on job insecurity. The effect  indica-
tes that when perceived employability is 
high, the job insecurity felt by employees 
is also high. Perceived employability has 
a significant positive effect on work enga-
gement, which explains that when emp-
loyees feel high perceived employability, 
employee work engagement is also high. 
Research that will be carried out further 
can be carried out with a more extensive 
and comprehensive sample to represent 
the research results obtained. In addition, 
from an industrial standpoint, the research 
subjects can also be differentiated so that 
the results of  further research can explain 
how the comparisons are made in each in-
dustry. Differences in research subjects ot-
her than frontline employees can also add 
to the diversity of  research results.

Research using the longitudinal 
or daily diary method so that the re-

sults obtained are also more accurate 
because there is a variable of  emotional 
exhaustion,which in this study is recom-
mended to be carried out with a longitu-
dinal study. Longitudinal methods and 
qualitative research can be used for further 
research so that results can increase validi-
ty and draw better conclusions. Additions 
or differences in the variables studied are 
also suggested in this study, one of  which 
is the existence of  a moderating variable. 
In the future, further research can add se-
veral moderating variables that will create 
more comprehensive results. 

References

Abbas, M., Malik, M., & Sarwat, N. (2021). 
Consequences of  Job Insecurity for 
Hospitality Workers Amid COVID-19 
Pandemic: Does Social Support Help? 
Journal of  Hospitality Marketing and Man-
agement, 30(8), 957–981. 

Ahorsu, D. K., Lin, C. Y., Imani, V., Saffari, 
M., Griffiths, M. D., & Pakpour, A. H. 
(2022). The  Fear of  COVID-19 Scale: 
Development and Initial Validation. In-
ternational Journal of  Mental Health and 
Addiction, 20(3), 1537–1545. 

Ali, Z., Sun, H., & Ali, M. (2017). The Im-
pact of  Managerial and Adaptive Ca-
pabilities to Stimulate Organizational 
Innovation in Smes: a Complementary 
PLS-SEM Approach. Sustainability 
(Switzerland), 9(12). 

Alpler, N. N., & Arasli, H. (2020). Can Hin-
drance Stressors Change the Nature of  
Perceived Employability? an Empirical 
Study in the Hotel Industry. Sustainabil-
ity (Switzerland), 12(24), 1–13. 

Bakker, A. B. (2017). Strategic and Proactive 
Approaches to Work Engagement. Or-
ganizational Dynamics, 46(2), 67–75. 

Baron, R. M., & Kenny, D. A. (1986). The 
Moderator-Mediator Variable Distinc-
tion in Social Psychological Research: 
Conceptual, Strategic, and Statistical 
Considerations. In Journal of  Personality 
and Social Psychology 51(6).



271

Dewi, P. P. C., & Martdianty, F./ The Fear of  Covid-19 and Perceived Employability Effect on ...

Chao, C. M. (2019). Factors Determining the 
Behavioral Intention to Use Mobile 
Learning: an Application and Extension 
of  the UTAUT Model. Frontiers in Psy-
chology, 10(July). 

Chatterjee, S., Chaudhuri, R., & Vrontis, D. 
(2022). Does Remote Work Flexibil-
ity Enhance Organization Performance? 
Moderating Role of  Organization Policy 
and Top Management Support. Journal of  
Business Research, 139, 1501–1512. 

Chen, H., & Eyoun, K. (2021). Do Mindfulness 
and Perceived Organizational Support 
Work? Fear of  COVID-19 on Restaurant 
Frontline Employees’ Job Insecurity and 
Emotional Exhaustion. International Jour-
nal of  Hospitality Management, 94. 

De Cuyper, N., Bernhard-Oettel, C., Berntson, 
E., De Witte, H., & Alarco, B. (2008). 
Employability and Employees’ Well-Be-
ing: Mediation by Job Insecurity. Applied 
Psychology, 57(3), 488–509. 

De Witte, H., & Näswall, K. (2003). “Objec-
tive” vs “Subjective” Job Insecurity: Con-
sequences of  Temporary Work for Job 
Satisfaction and Organizational Com-
mitment in Four European Countries. 
Economic and Industrial Democracy, 24(2), 
149–188.

Debus, M. E., Probst, T. M., König, C. J., & 
Kleinmann, M. (2012). Catch Me if  I fall! 
Enacted Uncertainty Avoidance and the 
Social Safety Net as Country-Level Mod-
erators in the Job Insecurity-Job Attitudes 
Link. Journal of  Applied Psychology, 97(3), 
690–698. 

Dekker, S. W. A., & Schaufeli, W. B. (1995). 
The Effects of  Job Insecurity on Psycho-
logical Health and Withdrawal: a Lon-
gitudinal Study. Australian Psychologist, 
30(1), 57–63. 

Demerouti, E., & Bakker, A. B. (2011). The  Job 
Demands? Resources Model: Challenges 
for Future Research. SA Journal of  Indus-
trial Psychology, 37(2).

Forrier, A., Verbruggen, M., & De Cuyper, N. 
(2015). Integrating Different Notions of  
Employability in a Dynamic Chain: the 
Relationship between Job Transitions, 
Movement Capital and Perceived Em-
ployability. Journal of  Vocational Behavior, 
89, 56–64.  

Ganson, K. T., Tsai, A. C., Weiser, S. D., Bena-

bou, S. E., & Nagata, J. M. (2021). Job 
Insecurity and Symptoms of  Anxiety and 
Depression Among U.S. Young Adults 
During COVID-19. Journal of  Adolescent 
Health, 68(1), 53–56. 

Goel, M., & Verma, J. P. (2021). Workplace 
Stress and Coping Mechanism in a Co-
hort of  Indian Service Industry. Asia Pa-
cific Management Review, 26(3), 113–119. 

Greenhalgh, L., & Rosenblatt, Z. (1984). Job 
Insecurity: Toward Conceptual Clar-
ity. Academy of  Management Review, 9(3), 
438–448. 

Guarnaccia, C., Scrima, F., Civilleri, A., & 
Salerno, L. (2018). The Role of  Occupa-
tional Self-Efficacy in Mediating the Ef-
fect of  Job Insecurity on Work Engage-
ment, Satisfaction and General Health. 
Current Psychology, 37(3), 488–497. 

Hobfoll, S. E. (1989). Conservation of  Resources a 
New Attempt at Conceptualizing Stress.

Karatepe, O. M. (2013). High-Performance 
Work Practices, Work Social Support and 
Their Effects on Job Embeddedness and 
Turnover Intentions. International Journal 
of  Contemporary Hospitality Management, 
25(6), 903–921. 

Karatepe, O. M., & Tekinkus, M. (2006). The 
Effects of  Work-Family Conflict, Emo-
tional Exhaustion, and Intrinsic Moti-
vation on Job Outcomes of  Front-Line 
Employees. International Journal of  Bank 
Marketing, 24(3), 173–193. 

Keim, A. C., Landis, R. S., Pierce, C. A., & Ear-
nest, D. R. (2014). Why Do Employees 
Worry about Their Jobs? a Meta-Analytic 
Review of  Predictors of  Job Insecurity. 
Journal of  Occupational Health Psychology, 
19(3), 269–290. 

Khudaykulova, M., Yuanqiong, H., & Khu-
daykulov, A. (2022). Economic Conse-
quences and Implications of  the Ukraine-
Russia War. The International Journal of  
Management Science and Business Adminis-
tration, 8(4), 44–52. 

Kinnunen, U., Mäkikangas, A., Mauno, S., 
De Cuyper, N., & De Witte, H. (2014). 
Development of  Perceived Job Insecu-
rity Across Two Years: Associations with 
Antecedents and Employee Outcomes. 
Journal of  Occupational Health Psychology, 
19(2), 243–258. 

Lechien, J. R., Chiesa-Estomba, C. M., 



Jurnal Dinamika Manajemen, 14 (2) 2023, 261-272

272

Cabaraux, P., Mat, Q., Huet, K., Harmeg-
nies, B., Horoi, M., Le Bon, S. D., Rodri-
guez, A., Dequanter, D., Hans, S., Crevi-
er-Buchman, L., Hochet, B., Distinguin, 
L., Chekkoury-Idrissi, Y., Circiu, M., El 
Afia, F., Barillari, M. R., Cammaroto, G., 
& Saussez, S. (2022). Features of  Mild-to-
Moderate COVID-19 Patients with Dys-
phonia. Journal of  Voice, 36(2), 249–255. 

Lee, S. H., & Jeong, D. Y. (2017). Job insecurity 
and turnover intention: Organizational 
commitment as mediator. Social Behavior 
and Personality, 45(4), 529–536. 

Lee, Y., Kwon, K., Kim, W., & Cho, D. (2016). 
Work Engagement and Career: Propos-
ing Research Agendas through a Review 
of  Literature. In Human Resource Develop-
ment Review, 15(1), 29–54. 

Lenzi, M., Santinello, M., Gaboardi, M., Dis-
perati, F., Vieno, A., Calcagnì, A., Green-
wood, R. M., Rogowska, A. M., Wolf, J. 
R., Loubière, S., Beijer, U., Bernad, R., 
Vargas-Moniz, M. J., Ornelas, J., Spin-
newijn, F., & Shinn, M. (2021). Factors 
Associated with Providers’ Work En-
gagement and Burnout in Homeless Ser-
vices: a Cross-national Study. American 
Journal of  Community Psychology, 67(1–2), 
220–236. 

López, J., Perez-Rojo, G., Noriega, C., Carret-
ero, I., Velasco, C., Martinez-Huertas, 
J. A., López-Frutos, P., & Galarraga, L. 
(2020). Psychological Well-Being among 
Older Adults During the COVID-19 Out-
break: a Comparative Study of  the Young-
Old and the Old-Old Adults. International 
Psychogeriatrics, 32(11), 1365–1370. 

Moore, S., Grunberg, L., & Greenberg, E. 
(2004). Repeated Downsizing Contact: 
the Effects of  Similar and Dissimilar Lay-
off  Experiences on Work and Well-Being 
Outcomes. Journal of  Occupational Health 
Psychology, 9(3), 247–257. 

Pakpour, A. H., & Griffiths, M. D. (2020). The 
Fear of  COVID-19 and Its Role in Pre-
ventive Behaviours. Journal of  Concurrent 

Disorders, 2(1). 
Piccoli, B., & De Witte, H. (2015). Job Inse-

curity and Emotional Exhaustion: Test-
ing Psychological Contract Breach Ver-
sus Distributive Injustice as Indicators 
of  Lack of  Reciprocity. Work and Stress, 
29(3), 246–263. 

Stander, M. W., & Rothmann, S. (2010). Psy-
chological Empowerment, Job Insecurity 
and Employee Engagement. SA Journal of  
Industrial Psychology, 36(1). 

Sverke, M., Hellgren, J., & Näswall, K. (2002). 
No security: A Meta-Analysis and Re-
view of  Job Insecurity and Its Conse-
quences. Journal of  Occupational Health 
Psychology, 7(3), 242–264. 

Vander Elst, T., Bosman, J., De Cuyper, N., 
Stouten, J., & De Witte, H. (2013). Does 
Positive Affect Buffer the Associations 
between Job Insecurity and Work En-
gagement and Psychological Distress? a 
Test among South African Workers. Ap-
plied Psychology, 62(4), 558–570. 

Voorhees, C. M., Fombelle, P. W., & Bone, S. A. 
(2020). Don’t Forget about the Frontline 
Employee during the COVID-19 Pan-
demic: Preliminary Insights and a Re-
search Agenda on Market Shocks. Journal 
of  Service Research, 24(4), 396–400. 

Wu, J. T., Leung, K., Bushman, M., Kishore, 
N., Niehus, R., de Salazar, P. M., Cowl-
ing, B. J., Lipsitch, M., & Leung, G. M. 
(2020). Estimating Clinical Severity of  
COVID-19 From the Transmission Dy-
namics in Wuhan, China. Nature Medi-
cine, 26(4), 506–510. 

Zhao, X., Lynch, J. G., & Chen, Q. (2010). Re-
considering Baron and Kenny: Myths and 
Truths about Mediation Analysis. Journal 
of  Consumer Research, 37(2), 197–206. 

Zhou, W., Zhu, Z., & Vredenburgh, D. (2020). 
Emotional Intelligence, Psychological 
Safety, and Team Decision Making. Team 
Performance Management, 26(1–2), 123–
141. 


	_heading=h.30j0zll
	_heading=h.1fob9te

