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Abstract

:

Purpose: While the COVID-19 pandemic has presented challenges to many organizations, overcoming it has also provided an opportunity to refocus organizational sustainability. This study examined the relationship between the perceived fear of COVID-19 among deluxe hotel employees and their ages, psychological well-being, and turnover intent. It also tested the moderating effect of these employees’ sense of calling on the aforementioned relationship. Design/methodology/approach: The collected data were analyzed using Analysis MOment Structure (AMOS) and the Statistical Package for the Social Sciences (SPSS). The five hypotheses were validated using structural equation modeling and multi-group analysis. Findings: The results showed that the fear of COVID-19 was strong among young employees (Beta = −0.160) and that employees’ psychological well-being (Beta = −0.299) diminished as this fear grew. Psychological well-being negatively influenced turnover intent (Beta = −0.234). Finally, the fear of COVID-19 exerted a minimal effect on the psychological well-being of employees with a strong sense of calling.
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1. Introduction


Diverse public health measures aimed at preventing the worsening of the pandemic caused by the 2019 coronavirus disease (COVID-19) have considerably changed people’s lifestyles, inevitably affecting both their personal and social lives [1,2]. In addition, the COVID-19 pandemic has had a negative impact on national economic growth, worsening the economy and reducing employment and social welfare, surpassing the impact of the economic crisis of the past decade [3]. The emergence of the pandemic has led to a state of urgency and complexity such that the world must adapt to new circumstances, and workers have experienced fear of exposure to the virus, as the risk of contagion has always been potential [4]. The COVID-19 pandemic was expected to disrupt the hospitality industry, and a new endemic disease was anticipated to arise in different forms in each country [5]. The pandemic has been a significant source of uncertainty, causing much anxiety [6] and a rapid increase in fears and concerns about viruses [7]. Fear refers to a responsive emotion that mobilizes energy against potential threats. Fear is also a natural response that is activated during stressful times, such as epidemics or outbreaks, and may be associated with a degree of behavioral change in daily life [8]. This emotion is important because people cannot adjust to organizational life when they fail to adequately control fear against threats [9]. This will be especially important for the hotel industry, where talent with knowledge, skills, and abilities has a significant impact on performance [10], and it can suffer significant talent losses due to negative emotions or events [11].



Even before COVID-19, the modern work environment was faced with uncertainty due to technological change, economic fluctuations, and political instability, which increased employee anxiety [12]. A vast amount of evidence has supported the close correlation between the onset of the COVID-19 pandemic and mental health problems, such as stress, burnout, depression, and anxiety [13,14,15,16].



However, previous studies have focused mostly on generalized anxiety and depression symptoms [17] and research on the ripple effects of the psychological impact of COVID-19 remains nascent. In fact, the hospitality industry, including the hotel business, is described as one of the industries most vulnerable to coronavirus infections [18,19]. Research focusing on the hotel industry has only been narrowly established, despite the significance of employees’ depression and psychological pain. Employees’ competitiveness and career sustainability in service-oriented organizations are important topics that continue to elicit interest from researchers investigating relevant factors [20]. Since common values and callings are formed among people who make up each generation [21], it is very necessary to understand various behaviors that occur due to the generational gap in the hotel industry that manages employees of various generations [22].



Correspondingly, a meaningful endeavor is to ensure employees’ career sustainability by exploring the effects of the COVID-19 pandemic on the hospitality industry. It is important to understand how employees in this industry are psychologically affected by fear and anxiety and to identify solutions to these problems. Moreover, investigating the negative effects of COVID-19 is critical for predicting how the hospitality industry will recover and respond in the future. Therefore, this study delved into the effects of the fear of COVID-19 on deluxe hotel employees’ psychological well-being and turnover intent. It also clarified the role of generations as an antecedent variable and the moderating effect of employees’ calling in relation to it.




2. Theoretical Background and Hypothesis Development


2.1. The Relationship Between Employee Generations and Fear of COVID-19


As COVID-19 spread rapidly around the globe, people experienced a collective feeling of loss [23]. One of the earliest emotional responses that individuals experienced because of the coronavirus was fear [24], which may have resulted in maladjusted behavior [25]. The COVID-19 outbreak may have further exacerbated stress and anxiety among deluxe hotel employees, who were already perceived as having greater stress levels than those in other industries due to long antisocial working hours and frequent interactions with customers [26]. Frontline employees in the deluxe hotel industry have experienced fear of contracting COVID-19 during the pandemic [27], suggesting that this may ultimately lead to mental health issues among hotel employees [28]. A generation refers to a group of individuals of similar age who share social experiences within the same period [21]. People of the same generation tend to perceive and interpret historical events based on their developmental stages [29]. Hence, the level of anxiety perceived as a result of the coronavirus pandemic is expected to differ by age and generation. Several studies have examined the generation gap in relation to the fear of COVID-19. For example, Lingelbach et al. [30] reported that young people harbored serious concerns about the coronavirus and suffered from severe depression. The authors also stated that mental well-being decreased considerably among the young population. These findings are consistent with the study by Jain and Jha [31], who argued that age plays a significant role in the psychological effects of infectious diseases and observed that people in their 20s felt the strongest anxiety and stress among all age groups. Adding to these insights, Choi et al. [32] indicated that elderly individuals’ and men’s perceived psychological well-being in the face of the COVID-19 pandemic changed to a lower degree compared to that of young people and women. Furthermore, Lin et al. [33] stated that young and middle-aged individuals exhibited a greater fear of COVID-19 than the elderly population, and Quadros et al. [34] contended that fear of the disease differed by age, with certain senior citizens at a lower risk of developing coronavirus-related fears than other age groups. Harari et al. [35] also said that Generation Z’s recovery from COVID-19 has been slower than Generation X’s and that this is because they grew up in a relatively peaceful and comfortable environment, so their recovery from fear is also lower. Cerda and García [36] and Yanez et al. [37] indicated that age was inversely associated with fear of COVID-19, despite older people being at higher risk of death. Kopuz et al. [38] suggested that the negative impact of fear of COVID-19 became stronger with age, suggesting that older people are more fearful of COVID-19. Based on these results, the younger generation can be assumed to have had a stronger perceived fear of COVID-19 than other age groups. Accordingly, the present study formulated the following hypothesis.



Hypothesis 1.

As the age of employees increases, their fear of COVID-19 will also increase.






2.2. The Relationship Between Fear of COVID-19 and Psychological Well-Being


Ryff [39] coined the term “psychological well-being,” which measures quality of life based on how well an individual functions as a member of society. This concept was derived from the idea of the realization of an individual’s true potential and pursuit of perfection. Although it is not directly connected to happiness, psychological well-being can be defined as a byproduct of an improved life [40]. Many people experienced fear and anxiety because of COVID-19, which is a highly contagious, potentially fatal disease [41]. A number of studies have investigated the connection between fear of COVID-19 and psychological well-being. Jakhar and Kharya [42] found that physical distancing negatively affected mental well-being, making people feel agitated, nervous, and lonely. Labrague and Los Santos [43] argued that the fear of COVID-19 increased psychological pain and reduced well-being. Kayis et al. [24] stated that a strong fear of COVID-19 negatively affected individuals’ emotions and behaviors, ultimately diminishing psychological well-being. Alimoradi et al. [44] observed that the aforementioned fear was closely related to diverse factors affecting psychological health, while Çağış and Yildirim [45] asserted that this fear depleted psychological capital and consequently diminished job satisfaction. Khudaykulov et al. [46] stated that the fear and depression caused by the COVID-19 pandemic decreased psychological well-being through its effect on anxiety. Lathabhavan [47] found that the diminished psychological well-being caused by the fear of COVID-19 further eroded satisfaction with life. Similar results were found by Swanzy [48] and Tekir [49], with the specific findings being that the fear of COVID-19 negatively affected psychological well-being and, consequently, performance and that the first two variables had a strong negative correlation. Hidaka et al. [50] found that the level of anxiety was significantly increased due to fear of the COVID-19 pandemic, and Quigley et al. [51] indicated that fear of COVID-19 had a very negative impact on psychological well-being. A study by Kopuz et al. [38] also suggested that fear of COVID-19 lowered psychological well-being. Although not specific to COVID-19, one study reported that fear among people living in a region exposed to contagious diseases adversely affected individual well-being [52]. There is also substantial empirical evidence that fear during the COVID-19 pandemic was linked to psychological tension and depression in subsequent periods [53,54]. This fear prevented people from recognizing their strengths or dulled individuals’ feelings of efficient work and usefulness in society.



Hypothesis 2.

Employees’ fear of COVID-19 negatively influences their psychological well-being.






2.3. The Relationship Between Fear of COVID-19 and Turnover Intent


Turnover intent refers to the intention to leave one’s current job by abandoning qualifications as an organizational member [55]. It is an antecedent that can effectively predict employees’ propensity to change jobs and can be regarded as a warning signal of actual resignation [56]. Among studies related to turnover intent and the fear of COVID-19, the one conducted by Labrague and Los Santos [43] indicated that the latter increased the former among members of an organization, and their willingness to leave an organization declined once the fear of COVID-19 was resolved. Abd-Ellatif et al. [57] observed that fear and anxiety over the pandemic diminished job satisfaction and argued that fear is an important predictor of the realization of turnover intent. Teng et al. [58] showed that the perceived fear of the coronavirus among hotel workers in China unfavorably affected their health, which in turn increased their turnover intent. In particular, their findings suggest that such fear can manifest in negative behaviors—a typical occurrence in Eastern cultures, where people have a strong propensity to avoid uncertainty [59]. The same link between the fear of COVID-19 and turnover intent was found among restaurant workers by Chen and Qi [60], who advised restaurants to take action to ameliorate employee anxiety and reduce job stress. Meanwhile, Zampetakis [61] argued that the aforementioned fear increased individuals’ motivation to search for new jobs and workplaces. In a similar vein, Liu et al. [62] and Uludag et al. [63] discovered that a high recognition of the risk presented by COVID-19 and the fear of it exacerbated conflicts between work and family life and increased people’s intention to change jobs. Park et al. [64] and Mehra et al. [65] reported that fear of COVID-19 increases the intention to change jobs. In consideration of the fact that traumatic stress stemming from the experience of COVID-19 has a considerable impact on depression and turnover intent, the current work established the following hypotheses:



Hypothesis 3.

Employees’ fear of COVID-19 positively influences their turnover intent.






2.4. The Relationship Between Psychological Well-Being and Turnover Intent


Harris and Cameron [66] reported a close correlation between employees’ psychological well-being and their engagement and identification with their jobs. The authors also uncovered that turnover intent increases when psychological well-being diminishes. Fredrickson [67] proposed the broaden-and-build theory of positive emotions and argued that favorable feelings are expanded. Siu et al. [68] stated that the positive psychological well-being that a person experiences in an organization affords the individual a greater sense of satisfaction with their job, making them less likely to quit. Emberland and Rundmo [69] argued that the psychological well-being perceived in an organization, including pleasure and satisfaction, is a significant factor that reduces turnover intent. According to Amin and Akbar [70], employees’ turnover intent weakens when they feel that their needs have been satisfied through the organizational improvement of their psychological well-being. Kundi et al. [71] mentioned that promoting employees’ psychological well-being can be beneficial to an organization and that members who experience a high level of psychological well-being tend to form an attachment to their employer, which in turn reduces their turnover intent. Ntow et al. [72] uncovered that psychosocial risks are highly useful in predicting turnover intent and that the considerable psychological well-being that employees experience in an organization particularly reduces such intent. These insights were reinforced by Westerberg et al. [73], who reported that the possibility that people will apply for other jobs increases when they are denied emotional and psychological well-being by an organization. Brokmeier et al. [74] argued that the well-being of employees is a significant attribute of a healthy working environment and that such well-being is critical because it can reduce turnover intent. In line with the discussion above, the researchers hypothesized the following:



Hypothesis 4.

Employees’ psychological well-being negatively influences turnover intent.






2.5. Moderating Effects of Employees’ Calling


Calling can be defined as a transcendent power or directive that people feel regarding their jobs [75]. Employees with a strong sense of calling can contribute to tremendous work value and achieve satisfaction by stimulating their inner motivation [76]. Such individuals are predisposed to discover their higher purpose by investing considerable personal resources, such as time, energy, and interest, in their work [77]. As explained by Duffy et al. [78], living a life by following one’s calling helps an individual foster desirable attitudes and psychological conditions, such as a belief that they are leading a meaningful life. Cardador et al. [79] stated that a sense of calling can increase organizational attachment and reduce turnover intent. Hirschi [80] examined the relationship between calling and work engagement and found that a sense of calling among employed adults had significant power in predicting job engagement. Zhang et al. [81] indicated that employees with a great sense of calling felt strong passion, pride, and identity in their job domains, and they readily faced difficulties and made sacrifices, no matter how burdensome their work environment was [82]. According to Xie et al. [83], calling can increase job engagement because it accords profound meaning and purpose to one’s own work. Because individuals with a clear purpose and sense of self generally competently weather a storm [84], they can be expected to have wisely overcome the difficult organizational situations caused by the coronavirus. People with a strong sense of calling attach special meaning to their jobs and have a strong will to solve problems in a positive way; thus, they are likely to take action that is beneficial to their organizations [85]. The current study regarded a sense of calling, or the close connection to one’s job, as a potential mitigator of the detrimental effects of the fear of COVID-19 on positive work attitudes. Accordingly, the researchers put forward the following hypotheses:



Hypothesis 5a.

The negative effects of the fear of COVID-19 on psychological well-being diminish when employees have a strong sense of calling.





Hypothesis 5b.

The negative effects of fear of COVID-19 on turnover intent diminish when employees have a strong sense of calling.







3. Methodology


3.1. Sample and Data Collection


This study chose deluxe hotels located in Seoul, South Korea, as the case companies. These establishments provide all-round services and have a capacity of more than 200 rooms and 10 restaurants. Seoul is currently home to 22 deluxe hotels, of which 10 chose to administer self-reported questionnaires to 500 employees, collectively. The samples were determined by comparing the size of the groups. Assuming that there are an average of 500 employees in the F&B departments of 22 deluxe hotels in Seoul and that there are approximately 12,000 F&B employees, the number of subjects in the experiment was calculated to be 400, with a margin of error of 5%. To evenly distribute the sample across the hotels, quota sampling was used, with 50 questionnaires distributed to each of the 10 hotels. A preliminary survey was conducted a month before the final questionnaire was administered to identify and revise ambiguous questions. The survey proper was disseminated from November to December 2021. Hotels whose human resource managers gave the researchers permission were chosen as participants, but because the researchers were unable to obtain consent from every prospective respondent, convenience sampling was carried out. Given the sensitivity of the research topic and to ensure the anonymity of the participants and the confidentiality of their data, the completed questionnaires were sealed in an envelope, and the retrieved data were safely stored. Out of the 500 distributed questionnaires, 413 were returned, of which 297 (a valid response rate of 59.4%) were included in the coding for analysis.




3.2. Instrument Development


The survey questions were created using the reverse translation method. Three researchers who were fluent in English and Korean checked for problems with the questions by first translating the original English versions into Korean and then translating them back into English, following the method proposed by Brislin [86]. The questionnaire used in this study consisted of five parts. The first section asked the respondents to evaluate their fear of COVID-19, which was treated as the independent variable. With guidance from Ahorsu et al. [87], fear was measured using nine questions asking how strongly the subjects agreed or disagreed with corresponding statements using a seven-point Likert scale. The second to fourth sections of the questionnaire revolved around psychological well-being, calling, and turnover intent, respectively. Psychological well-being was measured using four questions devised by Ryff [39]. Psychological well-being is a concept that refers to the health and happiness of an individual in terms of emotional, mental, and social aspects [40]. In general, two approaches were used to measure psychological well-being [88]: an extensive approach, which links well-being to factors such as an experience of positive emotion or overall satisfaction, and a method that accounts for the importance of purpose in well-being. In this study, well-being was measured using the first approach. Calling is thinking of one’s job as a vocation and believing that professional behavior creates a better world [75]. To measure the moderating variable, calling, six questions composed by Duffy et al. [89] and Kang et al. [90] were used.



The dependent variable, turnover intent to change jobs, refers to the intention or willingness to leave the current organization [55]. Turnover intent was measured using the four questions proposed by Li et al. [91]. The current work used turnover intent instead of the actual turnover rate because the survey was administered to employees who were working at the time [92]. The research model is as shown in Figure 1. Finally, the fifth section of the questionnaire gathered demographic information on the respondents (gender, age, education level, and tenure).




3.3. Data Analysis


The collected data were analyzed using the Analysis Moment Structure (AMOS, Version 24) and the Statistical Package for the Social Sciences (SPSS, Version 22). The normal distribution of the measured items was checked. The Harmon test and confirmatory factor analysis (CFA) confirmed that there was no problem stemming from common method variance (CMV). The reliability and validity of the measurement items were tested using reliability analysis, CFA, composite construct reliability (CCR), and average variance extracted (AVE). Correlation analyses were conducted to ascertain whether the directions of the measurement items coincided with the hypotheses. The five hypotheses were validated using structural equation modeling (SEM) and multi-group analysis (MGA).





4. Results


4.1. Samples


The demographic characteristics of the respondents were as follows: 69.7% were male, and 33.3% were female (Table 1). Regarding generation and age, 32.7% of the participants belonged to Generation Z, 39.4% belonged to Generation Y, and 27.9% belonged to Generation X. More than half (56.9%) were graduates of university. The lengths of service tendered by the participants were relatively evenly distributed, with 34.0% having worked for less than five years, 33.3% having worked from six to nine years, and 32.7% having worked for over 10 years.




4.2. Descriptive Statistics


Table 2 summarizes the mean values and standard deviations of the items related to the constructs used in this work (i.e., fear of COVID-19, psychological well-being, turnover intent, and calling). Fear of COVID-19 had a mean score between 4.51 and 4.89 (on the seven-point scale), with participants choosing “When watching news and stories about COVID-19 on social media, I become nervous or anxious” (4.89 ± 1.08) as the statement with which they most strongly agreed. These results are consistent with those of previous studies, such as those carried out by Labrague and Los Santos [43], who reported a coronavirus fear index higher than the average. In a similar vein, Ahmed et al. [93] showed that 83.9% of their respondents felt anxious out of fear caused by the coronavirus, and Wang et al. [94] indicated that many respondents experienced depression exceeding a moderate level. The item “I like most parts of my personality” (3.68 ± 0.71) acquired the highest mean score among the four items related to psychological well-being. With respect to turnover intent (four items), the following statement: “I will quit my job at my current organization in one year or less” (4.78 ± 1.08) scored the highest mean by far. The mean scores for calling, as the moderating variable, ranged from 3.25 to 3.61, with the highest (3.46 ± 0.76) obtained for the statement “I am working in the job to which I feel called”.




4.3. Measurement Model


Prior to the main analysis, the existence of CMV was checked using two methods. First, the present research carried out Harman’s one-factor test, which focuses on whether a single factor can explain a major share of the variance and has been used as a means of verifying CMV across various studies. An exploratory factor analysis was also conducted, and the explanatory power of the first single factor (32.973%) failed to account for over half of the total explanatory power (69.492%). These findings confirmed that there was no serious bias because none of the constructs explained the majority of the covariance. Second, the goodness of fit of the single-factor model was tested via CFA, and the results showed that the single-factor model was inappropriate for the data (χ2 = 2749.473, df = 230, NFI = 0.429, CFI = 0.448, RMR = 0.181). These findings imply that CMV was not a major problem in this study [95]. In addition, prior to conducting CFA, the Kaiser–Meyer–Olkin (KMO) test was conducted, and the KMO test value was found to be 0.5 or higher, confirming that there was no problem in conducting CFA.



Table 3 shows the outcomes of the validity and reliability analyses of the constructs. All constructs satisfied the criteria, with their standardized coefficients exceeding 0.7, their Cronbach’s alpha values and CCR over 0.8, and their AVEs greater than 0.5 [96,97]. The goodness of fit of the model was also satisfactory [98,99], with χ2 = 642.137, p < 0.001, χ2/df = 2.862, GFI = 0.838, NFI = 0.867, TLI = 0.897, CFI = 0.909, IFI = 0.909, RMSEA = 0.079, and RMR = 0.047. Table 4 shows the correlation analysis outcomes of the constructs, which reflected consistency with the directions of the hypotheses. Furthermore, the AVE of each construct was larger than the square of the coefficients, confirming the validity of the constructs.




4.4. Structural Equation Modeling


The relationship related to the hypotheses was tested using SEM (Table 5, Figure 2). The variance inflation factor (VIF) test was conducted to ensure that the causal relationship analysis was not biased due to multicollinearity, and the critical threshold was less than 10 [100]. Although deleting some measurement variables using the modification index could improve the model fit, the same variables used in CFA were applied to the structural equation model without deleting them.



The final structural model showed an appropriate level of goodness of fit (χ2 = 430.539, df = 132, χ2/df = 3.262, GFI = 0.860, NFI = 0.881, CFI = 0.914, RMR = 0.048, and RMSEA = 0.087). The fear of COVID-19 diminished with generations (β = −0.160, t = −2.678, p < 0.01); hence, Hypothesis 1 was accepted. Hypothesis 2 posits that fear of COVID-19 negatively affects employees’ psychological well-being. In this study, anxiety stemming from the coronavirus reduced employees’ psychological well-being (β = −0.299, t = −4.573, p < 0.001); thus, Hypothesis 2 was also accepted. Hypothesis 3 posits that fear of COVID-19 positively affects employees’ turnover intent. However, no significant impact on turnover intent was observed in this study (β = 0.005, t = 0.078, p > 0.05). Therefore, Hypothesis 3 was rejected. Hypothesis 4 states that employees’ psychological well-being negatively affects turnover intent. In this study, psychological well-being minimized such intent (β = −0.234, t = −3.356, p < 0.001), thus lending support to Hypothesis 4.




4.5. Moderating Effects of Employees’ Calling


Hypothesis 5 proposes that the effects of fear of COVID-19 on psychological well-being and turnover intent are moderated by employees’ calling. Before analyzing the moderating effect, the measurement invariance in the employee calling groups, which were divided based on the mean, was verified (Table 6). Hence, the criterion of metric invariance was satisfied [101,102]. This result confirmed that the measurement invariance of the moderating variable, which was divided into high and low, did not cause any problems [103]. To examine the moderating effect, constrained and unconstrained models were compared to determine significance on the grounds of the difference in degrees of freedom (Table 7). The comparison showed that the effects of the fear of COVID-19 on psychological well-being were much stronger in the group with a low sense of calling (β = −0.349, t = −3.466, p < 0.001) than in the group with a high sense of calling (β = −0.134, t = −1.512, p > 0.05). Hence, Hypothesis 5a was accepted. This result is partially consistent with previous studies that have argued that people with a strong sense of calling tend to solve problems in a positive manner when they encounter difficult circumstances. In the present research, however, the positive impact of the fear of COVID-19 on turnover intent was not moderated by employees’ calling. Hence, Hypothesis 5b was rejected.





5. Discussion and Implications


5.1. Conclusions


This study examined the relationship between the anxiety employees felt within unpredictable environments because of the coronavirus and their age, psychological well-being, and turnover intent. It also verified the moderating role of employees’ sense of calling in the influential relationship between fear of COVID-19 and psychological well-being and turnover intent. The results are summarized as follows. First, the fear of COVID-19 decreased with an increase in employee age, consistent with the literature [30,34]. Second, employees’ psychological well-being diminished when the fear of COVID-19 increased, and the coronavirus caused a negative mental state—findings that are also consistent with previous studies [24,43]. Third, turnover intent decreased when employees had higher levels of psychological well-being, indicating that low psychological well-being is linked to high turnover intent [71,73]. Finally, the negative effects of the fear of COVID-19 on psychological well-being were strong among employees with a weak sense of calling. This finding implies that a strong sense of calling regarding one’s job diminishes the adverse influence of COVID-19.




5.2. Theoretical Implications


The study presents the following theoretical implications. This research is meaningful because it focused on the hotel industry, which has suffered the most extensive damage from the global crisis, and it examined the anxiety that members of organizations experienced because of the coronavirus in a timely manner. Thus far, only a few studies have probed anxiety over COVID-19 with deluxe hotel employees as targets. By testing the relationship between age, fear of COVID-19, psychological well-being, and turnover intent, this study provides a theoretical basis underpinning the correlation between fear, psychological reaction, and behavior. This work also exhibits value as pioneering research on deluxe hotel employees. Therefore, the results of this study can provide a theoretical opportunity to explore the validity of how important it is to manage employees’ psychological fears. It is believed that this will provide an academic opportunity that can contribute to further research. It is also the first empirical study to demonstrate that differences in age can cause varying levels of anxiety over the coronavirus. Correspondingly, the results are expected to contribute substantially to the literature on the hospitality industry. The study also distinguishes itself from previous research by choosing a new moderating variable, shedding light on the moderating effect of employees’ sense of calling and emphasizing the necessity of expanding theories from the existing literature that investigated the negative effects of the fear of COVID-19.




5.3. Practical Implications


The benefits of this study extend to practical implications in mitigating the effects of the fear of COVID-19. First, this study confirmed that such fear decreased psychological well-being, which in turn increased turnover intent, and that the level of anxiety could predict psychological well-being and turnover intent. Because the fear of COVID-19 can decrease employees’ work performance and increase psychological pain and intent to leave an organization, employers should implement measures to reduce the fear that employees feel. In particular, given the nature of the hospitality industry, workers experience considerable stress from long work hours, inflexible work schedules, and the need to provide emotional labor [104]. Efforts at the organizational level will be required to prevent extreme anxiety from developing into negative psychological reactions, such as stress, depression, and insecurity. In other words, it suggests that in order to increase employee engagement and prevent the loss of high-quality talent, it is necessary to create a stable organizational climate where employees can work in an environment where they feel less fear. Specifically, creating a positive organizational atmosphere and work environment will enhance employees’ psychological well-being and prevent the exit of talented human resources. The preparation of constructive equipment that can minimize the negative impact of the fear of COVID-19 on an organization is necessary. Furthermore, organizations and managers should prioritize the mental and psychological health of employees and let them know that their organizations are closely monitoring their welfare. Managers in organizations should strive to build close personal networks with their employees to address their fears. They should also make sure that members of the organization do not feel that their managers are avoiding these issues and that they are willing to address them. Second, the fear of COVID-19 was greater among young employees—a piece of information that is expected to be useful should organizations establish counseling programs catering to younger-generation employees who are vulnerable to such fear or prepare specific programs that support after-hour leisure activities. Psychological support that can reduce the ambiguous sense of fear is also necessary, together with accurate and unambiguous communication, considering that uncertainty tends to increase anxiety. In particular, as the younger generation tends to actively seek information, keeping the most up-to-date and accurate coronavirus-related information and delivering it will minimize disease-related anxiety and negative emotions. Third, this study uncovered that a strong sense of calling could reduce the unfavorable effects of the fear of COVID-19 on psychological well-being. Considering that a sense of calling regarding one’s job induces positive organizational performance, even in exceptional, unpredictable situations such as the COVID-19 pandemic, organizations should formulate plans to reinforce employees’ sense of calling. Since the calling of employees is strengthened through intrinsic motivation [105], it would be necessary to find ways to increase this motivation. It would also be meaningful to provide authority that can increase positive voluntary behavior or to plan programs that can help employees find meaning in their work. For example, organizations and managers can provide mentoring or job-related education programs that help employees recognize the meaningfulness of their jobs. Efforts should also be made to increase employees’ sense of calling by building close relationships with them and positively addressing the anxiety stemming from COVID-19.




5.4. Limitations and Future Research


Similar to any other work, this study has certain limitations. To begin with, this research is a cross-sectional study based on a one-time survey. A necessary task is to perform a longitudinal study that compares perceived anxiety about the coronavirus in a time series. Future studies should also consider cultural differences, as Korea’s collectivistic culture may have influenced the results of this study [106].



Additionally, because this study chose deluxe hotel employees in South Korea as the sample, its generalizability is limited. Data were also collected using a self-report method, which means that respondents could have used subjective opinions or judgments as bases in determining what a desirable answer would be. More objective measurement tools and estimations will be necessary in future studies. Moreover, only the respondents’ sense of calling was regarded as a moderating variable in this study, but other psychological variables can reduce the negative impact of fear caused by COVID-19. In addition, this study did not measure psychological well-being multidimensionally; future research needs to consider more specific elements of well-being. Finally, this study chose turnover intent as the dependent variable, but researchers can use additional variables to assess employees’ behaviors and organizational performance.
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Figure 1. Research model. 
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Figure 2. Structural parameter estimates. 
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Table 1. Profile of the sample (n = 297).
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	Characteristic
	N
	Percentage





	Gender
	
	



	 Male
	207
	69.7



	 Female
	90
	33.3



	Generation
	
	



	 X generation
	83
	27.9



	 Y generation
	117
	39.4



	 Z generation
	97
	32.7



	Education level
	
	



	 Community college degree (2 years)
	85
	28.6



	 University degree (4 years)
	169
	56.9



	 Graduate university degree (2 years)
	43
	14.5



	Job tenure
	
	



	 –3 yrs
	57
	19.2



	 4–5 yrs
	44
	14.8



	 6–9 yrs
	99
	33.3



	 10– yrs
	97
	32.7










 





Table 2. Descriptive statistics of variables.
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	Items
	Mean ± SD





	Fear of COVID-19
	



	FC1 I am most afraid of COVID-19
	4.63 ± 1.14



	FC2 It make me uncomfortable to think about COVID-19
	4.67 ± 1.08



	FC3 I worry a lot about COVID-19
	4.61 ± 1.16



	FC4 COVID-19 is an unpredictable disease
	4.70 ± 1.12



	FC5 My hands become clammy when I think about COVID-19
	4.85 ± 1.09



	FC6 I am afraid of losing my life because of COVID-19
	4.51 ± 1.09



	FC7 When watching news and stories about COVID-19 on social media, I become nervous or anxious
	4.89 ± 1.08



	FC8 I cannot sleep because I am worrying about getting COVID-19
	4.54 ± 0.98



	FC9 My heart races or palpitates when I think about getting COVID-19
	4.61 ± 1.01



	Psychological well-being
	



	PW1 I like most parts of my personality
	3.68 ± 0.71



	PW2 When I look at the story of my life, I am pleased with how things have turned out so far
	3.56 ± 0.70



	PW3 Some people wander aimlessly through life, but I am not one of them
	3.43 ± 0.76



	PW4 In general, I fell I am in charge of the situation in which I live
	3.56 ± 0.77



	Turnover intent
	



	TI1 I will quit my job at my current organization in 1 yr. or less
	4.78 ± 1.08



	TI2 I sometimes feel compelled to quit my job in my current workplace
	2.85 ± 1.08



	TI3 I will quit my company of the given condition gets even a little worse than now
	2.89 ± 1.14



	TI4 I will currently seriously considering leaving my current job to work at another company
	3.10 ± 1.12



	Employees’ calling
	



	EC1 I am consistently living out my calling
	3.45 ± 0.85



	EC2 I have regular opportunities to live out my calling
	3.61 ± 0.75



	EC3 I am working in the job to which I feel called
	3.46 ± 0.76



	EC4 I am currently engaging in activities that align with my calling
	3.25 ± 0.99



	EC5 I am living out my calling right now in my job
	3.36 ± 0.81



	EC6 I am currently working in a job that closely aligns with my calling
	3.43 ± 0.76







Note: (1) SD = standard deviation; (2) FC = fear of COVID-19; PW = psychological well-being; TI = turnover intent; EC = employees’ calling.













 





Table 3. Confirmatory factor analysis and reliability analysis.






Table 3. Confirmatory factor analysis and reliability analysis.





	
Construct

	
Standardized Estimate

	
t-Value

	
Corrected Item-Total Correlation

	
CCR

Cronbach’s Alpha






	
Fear of COVID-19 as exogenous

	

	

	
0.930




	
 FC1

	
0.757

	
Fixed

	
0.720

	
0.940




	
 FC2

	
0.892

	
16.577 ***

	
0.849

	




	
 FC3

	
0.879

	
16.290 ***

	
0.830

	




	
 FC4

	
0.795

	
14.442 ***

	
0.762

	




	
 FC5

	
0.775

	
14.036 ***

	
0.761

	




	
 FC6

	
0.800

	
14.551 ***

	
0.774

	




	
 FC7

	
0.722

	
12.922 ***

	
0.714

	




	
 FC8

	
0.817

	
14.919 ***

	
0.796

	




	
 FC9

	
0.722

	
12.919 ***

	
0.721

	




	
Psychological well-being as mediator

	

	

	
0.913




	
 PW1

	
0.801

	
Fixed

	
0.710

	
0.855




	
 PW2

	
0.826

	
14.645 ***

	
0.732

	




	
 PW3

	
0.760

	
13.424 ***

	
0.697

	




	
 PW4

	
0.704

	
12.302 ***

	
0.656

	




	
Turnover intent as endogenous

	

	

	
0.870




	
 TI1

	
0.700

	
Fixed

	
0.677

	
0.890




	
 TI2

	
0.895

	
14.198

	
0.810

	




	
 TI3

	
0.910

	
14.351

	
0.817

	




	
 TI4

	
0.765

	
12.343

	
0.737

	




	
Employees’ calling as moderator

	

	

	
0.921




	
 EC1

	
0.730

	
Fixed

	
0.701

	
0.887




	
 EC2

	
0.720

	
11.943 ***

	
0.673

	




	
 EC3

	
0.765

	
12.707 ***

	
0.706

	




	
 EC4

	
0.739

	
12.271 ***

	
0.699

	




	
 EC5

	
0.792

	
13.161 ***

	
0.732

	




	
 EC6

	
0.798

	
13.262 ***

	
0.729

	








Note: CCR = composite construct reliability; Standardized Estimate = β-value; χ2 = 642.137 df = 224) p < 0.001; χ2/df = 2.862; Goodness-of-Fit Index (GFI) = 0.838; Normed Fit Index (NFI) = 0.867; Tucker–Lewis Index (TLI) = 0.897; Comparative Fit Index (CFI) = 0.909; Incremental Fit Index (IFI) = 0.909; Root Square Error of Approximation (RMSEA) = 0.079; Root Mean Square Residual (RMR) = 0.047; *** p < 0.001.













 





Table 4. Correlation analysis and discriminant validity tests.
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	Construct
	1
	2
	3
	4
	5
	AVE
	Mean ± SD





	1. Generations
	1
	0.025
	0.001
	0.002
	0.001
	-
	-



	2. Fear of COVID-19
	−0.159 **
	1
	0.071
	0.062
	0.005
	0.635
	4.67 ± 0.89



	3. Psychological well-being
	0.089
	−0.267 **
	1
	0.256
	0.035
	0.598
	3.56 ± 0.62



	4. Employees’ calling
	0.043
	−0.249 **
	0.506 **
	1
	0.155
	0.574
	3.43 ± 0.66



	5. Turnover intent
	−0.010
	0.068
	−0.189 **
	−0.394 **
	1
	0.676
	3.01 ± 0.96







Note: AVE = average variance extracted; ** indicates significance at p < 0.01; italic type indicates squared correlations; SD = standard deviation. All items were measured on a 7-point Likert scale from 1 (strongly disagree) to 7 (strongly agree).













 





Table 5. Structural parameter estimates.






Table 5. Structural parameter estimates.





	
Hypothesized Path

(St