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Abstract: As the fear of the spread of COVID-19 has faded, governments around the world
are moving to lift strict behavioral restrictions. How should human resource management
at overseas subsidiaries adapt to these system changes? To find the answer, this paper
clarifies the anxiety of employees working at overseas subsidiaries after the strict behavioral
restrictions introduced by governments during the spread of COVID-19 have been lifted,
as well as the relationship between psychological and social resources and intention to
leave. To this end, we applied and verified the analytical model of “China 2020”, which was
conducted on 2973 people in East and South China from February to May 2020, the results
of which have been published in previous studies, to psychological questionnaire data
from “Wuhan 2023”, which was conducted on 813 people in Wuhan City from January to
March 2023. As a result, it was shown that the analytical model based on the conservation
of resources theory (COR) can be applied not only to China 2020 but also to Wuhan 2023.
This study proposes an analytical framework that can be widely applied across time and
place and can be used as a reference for foreign companies that lack local information on
disasters that expand while the nature and impact of the damage change.

Keywords: COVID-19; psychological resources; social resources; anxiety; fatigue;
compliance; turnover intention; nationality

1. Introduction
COVID-19, which has raged around the world, continues to increase the number of

people infected even today while undergoing repeated mutations and weakening. How-
ever, for people who are generally healthy and have no underlying health conditions, such
as those who work at manufacturing sites, infection with COVID-19 is no longer as terri-
fying as the threat of death. Some estimates show that the fatality rate of infected people
decreased by 96.8% during the 2.5 years from the onset of the pandemic until mid-2022 [1].
However, at the same time, COVID-19 continues to be a thorn in the side of managers.
This is because employees are forced to be absent from work due to infection, and if such
employees are responsible for irreplaceable duties, work progress will be disrupted. Addi-
tionally, if multiple people become infected, temporary closures of individual workplaces
may be forced. In workplaces where the risk of infection is high, employees cannot work
with peace of mind, and blindly participating in infection control measures may exhaust
their physical strength or increase their intention to quit their jobs [2]. Therefore, in today’s
world, where there are no uniformly strict regulations by the government, companies need
to think about the measures they should take on their own.
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Anxiety, if used well, can benefit organizations because anxiety and fear can be
considered adaptive responses to perceived threats to maintain survival [3]. Our bodies can
quickly respond to dangerous situations by producing stress hormones that trigger a “fight
or flight response” when faced with stress [4]. Employees who are worried about their
health and job stability tend to assess and analyze the situation and act to protect themselves
from the threat [5,6]. Therefore, even during the COVID-19 pandemic, employees who
felt anxious or scared performed safety compliance such as wearing masks, washing their
hands with soap or alcohol gel, and maintaining an interpersonal distance of more than
2 m from others [7,8]. Therefore, maintaining an appropriate level of anxiety and fear is
not something to be avoided, but rather something to be consciously pursued to maintain
workplace safety during the COVID-19 pandemic [9]. However, it should be emphasized
that such anxiety and fear are closely related to the risk of causing mental disorders such as
stress, burnout, depression, and loneliness [10,11]. Employees who experienced excessive
stress and mental fatigue due to COVID-19 tended to have less energy, which negatively
impacted their safety compliance behaviors [9,12].

At the beginning of the pandemic, everyone felt anxious in the face of an unprece-
dented and uncertain situation. However, among those who felt similarly anxious, some
were willing to cooperate with infection control measures to make their workplaces safer,
while others abandoned workplaces where there was a risk of infection and moved to
other workplaces. Why does such a difference occur? A useful reference for considering
this issue is the conservation of resources (COR) theory proposed by Hobfoll [13]. COR
theory is a stress theory that explains the motivations that drive people to maintain current
resources and pursue new resources [13]. According to COR theory, when employees
experience stress or anxiety and do not have the resources to maintain appropriate behavior
at work, they will choose behaviors that are undesirable for the organization, such as
leaving the workplace to prevent poor mental health [14–18]. However, if companies can
keep their workplaces safe by implementing infection control measures, workers will not
have to quit their jobs for fear of resource depletion [19,20]. For this reason, previous
studies have mainly adopted cross-sectional analysis methods to analyze the relation-
ship between anxiety and outcomes during the COVID-19 pandemic relying on the COR
theory. For example, the fear and anxiety caused by environmental changes during the pan-
demic not only had the positive effect of encouraging employees to cooperate in infection
control measures [7,8] but also decreased work performance and increased intentions to
quit [21–25], and, alternatively, the available psychological and social resources moderated
these relationships [2,26,27].

So, in what form does this trend exist today after the government restrictions on peo-
ple’s behavior have been lifted and infection control measures have been left to individual
companies to make their own decisions? If employees no longer feel as anxious about
infection as they once did, companies may be forced to take difficult steps to get those
employees to cooperate with the corporate infection control measures. In these circum-
stances, employees may need to be appropriately motivated by alternatives to anxiety.
For reference, recent research into post-pandemic workplaces has revealed that successful
leadership in remote work depends on trust between managers and employees [28,29].
Furthermore, for companies such as foreign subsidiaries that are at a disadvantage in
obtaining information about the countries in which they operate, these changes are thought
to have a more serious impact on corporate management. With this problem in mind, in
this paper, we apply an analytical model that reflects the attitudes of employees after the
strict government restrictions began at the beginning of the pandemic to employees after
the restrictions were lifted. The data after the restrictions were lifted are responses to a
psychological questionnaire collected from 813 Chinese employees working at Japanese
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manufacturing companies in Wuhan from 5 January to 8 March 2023 (hereinafter referred
to as “Wuhan 2023”). Meanwhile, data from the early stages of the pandemic consisted of
responses to a psychological questionnaire collected from 2973 Chinese employees working
at Japanese companies in East and South China between 15 February and 31 May 2020
(hereafter referred to as “China 2020”), and the analysis results have already been made
public [2]. Wuhan was chosen as the study subject because it is a city that has been severely
affected by repeated pandemics from the time the virus was discovered in December 2019
until restrictions were lifted in January 2023. In Kokubun et al. [2], Wuhan was excluded
from the survey due to the severity of the damage during the early phase of the pandemic.
Therefore, it is meaningful to test the robustness of their analytical model across time
and location using a single company in Wuhan. In addition, the fact that 94.7% of the
participants in China 2020 were manufacturing workers suggests that the model may be
applicable to Wuhan 2023, which is entirely comprised of manufacturing workers. This
study will verify the applicability of the analytical model in Kokubun et al. [2] in a setting
where the time and place are changed.

In addition, the reason why this study was limited to one company was to eliminate the
risk that including multiple companies would introduce noise and make the results difficult
to interpret. If the dataset had been collected when many companies were focused on the
pandemic, such as China 2020, it may not have been necessary to be so sensitive about
differences between companies even if the data from multiple companies were included
in the sample. However, today, companies’ interests are not limited to COVID-19, so the
differences between companies are likely to be more diverse and complex. In this study,
by limiting the sample to one company, it was possible to reduce the potential influence
of unobserved differences such as leadership style and daily management systems such
as reward systems. Research conducted with this idea in mind includes, for example, a
study based on COR theory that revealed how overloaded employees use resilience and
tolerance resources to overcome dissatisfaction and maintain knowledge-sharing efforts,
targeting approximately 500 employees working at a large German company operating
in the construction retail industry in Portugal [30]. Incidentally, our study is not the first
attempt to apply a common analytical model to samples from different times and places
and compare them. Previous research has compared the impact of “extreme context” on
worker behavior in two datasets, one collected during the Syrian civil war and the other
collected in the Middle East during COVID-19, by inputting them into an analytical model
developed with COR theory in mind. The results showed some differences between the
two but also showed a common tendency that extreme-context perception increases work
alienation and affects its organizational outcomes [31]. It is also common to this study that
these studies [30,31] were conducted in a cross-sectional manner.

In addition, interviews were conducted with managers from the same company that
obtained the Wuhan 2023 data and one Japanese manufacturing company in Thailand to
help interpret the results of this study. If Kokubun et al.’s [2] model is applicable across
time and place, the social and psychological resources they claim may be maintained
or strengthened rather than diminished by disasters. Recent studies have also provided
evidence that people were not only hurt and stressed during the COVID-19 pandemic but
also maintained or strengthened their positive attitudes while weathering the crisis [32,33].
Analysis of the interview survey results provides a better understanding of the nature of
social and psychological resources and provides useful information for future workplace
resource development.
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2. Literature Review
2.1. COVID-19 and COR Theory

While COVID-19 has great destructive power as a disaster, it does not inflict the same
damage on all people but is extremely uneven, making the situation of socially vulnerable
people even worse [34–36]. Therefore, since the reality of this disaster became known,
many researchers have applied the COR theory model to understand workplace issues
during the pandemic. COR theory asserts that psychological and social resources mod-
erate the relationship between disaster-induced stress and stress-induced outcomes [37].
Psychological resources are endogenous resources that include factors such as self-efficacy
and resilience, which enable employees to cope with adversity and difficulties [38]. On
the other hand, social resources are interpersonal resources that include elements such as
trust, norms, and networks, which can activate cooperative behavior and improve social
efficiency [39]. Previous research has shown, for example, that the stress and job insecurity
caused by COVID-19 hurt employee performance and organizational citizenship behav-
ior, and that trust in management and psychological capital moderated the relationship
between them [26,27]. Other studies have shown that perceived organizational support
moderates the relationship between COVID-19 stress and burnout [40] and that self-efficacy
and social support moderate declines in remote worker happiness and engagement [41].
In this way, psychological and social-related resources have been shown to have the effect
of making the worst-case disaster scenario less likely to occur. This is consistent with the
COR theory, which argues that disasters have a more severe impact on people with fewer
resources than on those with more resources and is also consistent with the heterogeneity
of the impact of COVID-19 on people.

Kokubun et al. [2] conducted one of the earliest studies on COVID-19. In this study,
they presented a model that integrates COR theory and arguments about the dual nature
of anxiety [42–44] and conducted an analysis using data from Japanese companies in
the East and South regions of China. While anxiety has the positive effect of increasing
compliance, that is, understanding and participation in infection control measures, it has
the negative effect of increasing fatigue and the intention to quit the job. Therefore, if
managers are distracted by the good aspects of the former and only think about getting
employees to comply with immediate infection control measures, the bad aspects of the
latter will become apparent, and the overall result will be worse. At this time, if there
are psychological resources in the workplace, employees will not follow infection control
measures driven by anxiety but will participate in them based on their sense of self-efficacy
and resilience, keeping fatigue and intentions to quit low. Furthermore, when social
resources are available in the workplace, employees are more likely to feel safer at work
because they have confidence that they are not alone in following infection control measures
and that those around them will also do so, leading to lower turnover intentions [2].

Many previous studies based on COR theory that dealt with COVID-19 from the
perspective of human resource management had three problems. First, they treated anxiety
and stress as having only negative effects on outcomes. For example, fear of infection
has been shown to negatively impact work, home, and health due to increased emotional
suppression and a lack of fulfillment of psychological needs [45]. Most recently, Perry
and his colleagues [46] included good stress for behavior change and bad stress that only
depletes resources in an analytical model to identify influencing factors of work and family
stress during remote work, but this type of research is the exception. Therefore, Kokubun
and his colleagues’ [2] study is unique in showing that it is desirable to suppress anxiety
even when considering the positive side of increasing compliance, while also considering
the negative side of increasing fatigue and turnover intention.
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Another point is related to time and place. Based on the consensus among researchers
that COR theory deals with changes in resources and stress, there has been an increas-
ing trend in recent years in studies that incorporate time and place as factors [41,47–49].
Among them, Straus et al. [41], based on an analysis of diary data from remote workers
during the pandemic, revealed that resources such as self-efficacy and social support may
prevent declines in outcomes such as happiness and work engagement. However, to the
authors’ knowledge, there is no research based on COR theory that applies and verifies an
analytical model established with data collected during the strict behavioral restrictions of
the pandemic to a different location after the behavioral restrictions are lifted.

The last thing to consider is the nationality of the company. Many studies focused
on domestic companies, so there is insufficient understanding of the actual situation at
foreign subsidiaries during the pandemic. In general, the scale and social impact of a
disaster depend on the country’s institutions and regulations [50]. Therefore, to minimize
the damage caused by disasters, companies need to have a thorough understanding of
the country’s circumstances, implement effective strategies, and appropriately manage
human resources [51]. However, local subsidiaries generally do not have detailed plans
or human resources to deal with major disaster risks [51–53]. Therefore, local subsidiaries
are considered to have a weakness, even more than domestic companies, in that they have
difficulty obtaining information and responding to disasters in the countries in which they
operate. These problems seem more serious in Japanese-affiliated local subsidiaries where
authority is not actively delegated to local personnel and therefore expatriates tend to make
many important decisions [54,55].

2.2. Pandemic, Wuhan, and Japanese Subsidiaries’ Response

To understand the situation after the removal of restrictions, this research targets
Chinese employees of Japanese manufacturing companies located in Wuhan from January
to March 2023. So, let us look at the evolution of COVID-19 and the response of Japanese
subsidiaries in Wuhan. Wuhan is an industrial city in Hubei province, with approximately
200 Japanese companies operating there. As is well known, COVID-19 was first discovered
in Wuhan in December 2019. The Chinese government imposed a city lockdown in major
cities across China, including Wuhan, for two and a half months from January to April
2020 in response to the spread of the infection. Due to the success of this policy, the country
continued to maintain its “zero-Covid policy” to prevent infections, and by mid-2020,
China succeeded in containing the spread of the pandemic throughout China. However, in
July 2022, infections were confirmed in the city again, leading to another urban lockdown
in Wuhan, following Shanghai in June 2022. This second lockdown was not as effective
as expected given the highly contagious variants of the virus. As a result, in November,
some Japanese companies took measures such as temporarily shutting down their facto-
ries because employees living in areas with movement restrictions were unable to come
to work.

Under such circumstances, in December 2022, the Chinese government announced
the end of the zero-COVID policy considering cost-effectiveness, and from January 2023
onward, it was left to each company to take measures against infection. However, in
December, some media reported that the infection was still spreading and the number
of deaths was increasing in Wuhan. As a result, many Japanese companies operating
there were forced to continue to take infection control measures such as wearing masks,
sanitizing hands, and practicing social distancing in the workplace while remaining vigilant
against infection, based on various media and on-site interviews conducted by the authors.
The current research, conducted under such aptly circumstances, well the psychological
state of employees after the government’s strict travel restrictions were lifted, and it can
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be said that the conditions are good for verifying the applicability of the analytical model
developed by Kokubu et al. [2].

3. Hypotheses
Kokubun et al. [2], who dealt with China 2020, established and verified the following

hypotheses:

H1. Association between emotions (fatigue and anxiety) and behaviors (compliance and turnover).

H1a. Anxiety is positively related to turnover intention.

H1b. Anxiety is positively related to fatigue.

H1c. Fatigue is positively related to turnover intention.

H1d. Anxiety is positively related to compliance with COVID-19-related measures.

H2. Association between behaviors (compliance and turnover).

H2a. Compliance with COVID-19-related measures is negatively related to turnover intention.

H3. Moderation of resources (social and psychological resources) on the association between anxiety
and compliance, anxiety and fatigue, and compliance and turnover).

H3a. Psychological resources weaken the positive relationship between anxiety and fatigue.

H3b. Psychological resources weaken the positive relationship between anxiety and compliance
with COVID-19-related measures.

H3c. Social resources strengthen the negative relationship between compliance with COVID-19-
related measures and turnover intention.

A review of the basis for these hypotheses and the recent research is as follows:
First, regarding H1, COR theory asserts that individuals use finite resources, such as
energy and concentration, and that these resources deplete with use [13]. Here, resource
depletion leads to chronic symptoms such as emotional exhaustion [56]. For example,
anxiety has been empirically confirmed to consume energy and lead to resource depletion
and emotional exhaustion [57]. When employees feel this fatigue, they may seek a safer
workplace and increase their turnover intention to avoid further resource depletion and
increased fatigue [14–18,58]. Recent research based on COR theory conducted during
the pandemic also shows that fatigue mediates the relationship between anxiety and
performance, suggesting that anxiety exhausts employees by taking away their emotional
resources, depleting the energy needed for performance [59,60].

However, anxiety has both good and bad sides. For example, anxiety serves as a
signal of how different the desired state is from the actual state. Therefore, anxiety can
motivate people to take certain actions by increasing their awareness of the risks to be
avoided [42–44,61]. Empirical studies also show that emotional risk perception predicts
higher safety compliance and participation [62,63]. Neuroscience has demonstrated the
power of anxiety: corticotropin-releasing factor (CRF), released when we feel stress, acts
centrally to mediate fear-related behaviors, triggering neurochemical responses including
the noradrenergic system and releasing transmitters throughout the brain that are asso-
ciated with increased vigilance behaviors, which are important for dealing with acute
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threats [64]. Therefore, it is assumed that the greater the anxiety about COVID-19 among
workers, the greater their intention to cooperate with COVID-19 countermeasures. From
these discussions, the four hypotheses of H1 are derived.

Next, regarding H2, this hypothesis is derived by turning the story of H1 on its
head. In other words, if the workplace becomes safer and there is no need to worry
about energy depletion, employees’ intention to leave will decrease. During the pandemic,
practicing compliance to prevent the spread of COVID-19 will improve workplace safety.
Previous research has shown that safety climate is negatively associated with turnover
intention [14,65]. From the above discussion, H2 was derived.

Finally, regarding H3, according to COR theory, if required resources are not available,
they can be replaced by alternative resources. Hobfoll [37] stated that these alternative
resources can be classified into social resources and psychological resources. Psychological
resources, including self-efficacy and resilience, enable employees to adapt to adversity,
cope with difficulties, and function well in the workplace [38,66,67]. Therefore, previous
studies have shown that psychological resources have a positive effect on safety compliance
and participation [68,69] and a negative effect on emotional fatigue [70,71]. Furthermore,
prior research has shown that psychological resources moderate the relationships between
variables. For example, psychological resources were shown to attenuate the negative
association between stress and participation in workplace safety measures [69]. Similarly,
another study found that psychological resources weakened the relationship between job
anxiety and emotional exhaustion [72] and depression [73]. Therefore, even during the
pandemic, employees with high psychological resources are thought to be able to weaken
the impact of anxiety on their health and behavior.

On the other hand, social resources based on trust, norms, and networks activate
people’s cooperative behavior and facilitate goal achievement [39,74]. Therefore, social
resources can be expected to strengthen the relationship between compliance and turnover.
As mentioned above, compliance should reduce the risk of infection, increase feelings of se-
curity, and thus reduce the willingness to quit work. However, whether compliance leads to
actual safety depends on the social resources possessed by people in the workplace [75,76].
This is because when social resources are scarce, employees may worry whether their
co-workers are following infection control measures themselves [77]. In such a psychologi-
cal state, employees will practice compliance with anxiety, and, in contrast to superficial
behavior, they may look for opportunities to change jobs to avoid resource depletion. From
this, Kokubun et al. [2] proposed three hypotheses for H3.

In this study, we will verify these hypotheses using data from different locations and
times and clarify the possibility that Kokubun et al.’s [2] model can be universally applied.

4. Research Methodology
4.1. Data

This questionnaire was distributed to more than 1000 Chinese employees at a manu-
facturing company in Wuhan from 5 January to 8 March 2023. A total of 823 employees
responded to it online. However, this analysis uses data from 813 employees who an-
swered all the questions. This paper uses data from “Wuhan 2023” and data collected from
2973 employees (94.7% of them were manufacturing employees) who were working for
26 companies in the eastern and southern areas from 15 February to 31 May 2020 “China
2020”, which was provided by one of the authors of Kokubun et al. [2].

This study was approved by the Ethics Committee of IEWRI Japan Co., Ltd.
(Tokyo, Japan. approval number 2020–01) and was conducted following the institutes’
guidelines and regulations. All participants provided written informed consent before
participation and their anonymity was maintained.
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4.2. Measures

The questionnaire consisted of attributes, including age, sex, position, and tenure, as
well as 50 question items based on a 5-point Likert response scale from 1 (I do not think
this way) to 5 (I do think this way). These items are the same as those used by Kokubun
et al. [2]. Of these, 14 items are related to social resources such as “The company cares about
its employees”, 11 items concern psychological resources such as “I think I can handle
various things well even in a mess”, 5 items relate to compliance such as “I would like to
cooperate with the hygiene management of the company to prevent COVID-19 infection”,
4 items concern anxiety such as “I’m worried about the COVID-19”, 4 items are related to
fatigue such as “I always feel gloomy because of my work”, and 2 items concern turnover
intentions such as “Within a half year, I will quit my current job”. Each item was translated
into Chinese using the back-translation method. For other details on the creation process
and items of these variables, please refer to Kokubun et al. [2].

For each variable, 1 to 5 points were assigned to the individual response items of
the 5-point Likert response scale, and the average was calculated for easy comparison.
Regarding age, 1 to 4 points were assigned to the options of “under 30”, “30–39”, “40–49”,
and “50 or older”. Similarly, concerning the length of service, 1 to 4 points were assigned to
the options “less than 1 year”, “1 year to less than 3 years”, “3 years to less than 5 years”,
and “5 years or more”.

5. Analysis and Findings
All statistical analyses were performed using IBM SPSS Statistics/AMOS Version

26 (IBM Corp., Armonk, NY, USA). Before proceeding to the main analyses, Harman’s
single-factor analysis was used to check whether the variance in the data could be largely
attributed to a single factor, while confirmatory factor analysis (CFA) was used to test
whether the factors were related to the measures. First, the factor analysis indicated
that only 36.3 percent of the variance could be explained by a single factor, which was
<50 percent. Thus, it was established that the data did not suffer from common method
variance [78]. Next, for CFA, the model fit was evaluated by examining the chi-square
(χ2), comparative fit index (CFI), standardized root mean square residual (SRMR), and root
mean square error of approximation (RMSEA). Values above 0.95 are deemed to indicate a
good fit for CFI, and values below 0.05 and 0.08 indicate a good fit for RMSEA and SRMR,
respectively [79,80]. Similar to Kokubun et al. [2], it was shown that the 6-factor model
(χ2 (615) = 1073.550, p < 0.001; CFI = 0.986; RMSEA = 0.030, p < 0.001, 90% CI = 0.027–0.033;
SRMR = 0.038) fits better than the 1-factor model that added 6 variables (χ2 (657) = 2735.487,
p < 0.001; CFI = 0.935; RMSEA = 0.062, p < 0.001, 90% CI = 0.060–0.065; SRMR = 0.085).

Table 1 shows the results of the descriptive statistics. Looking at the “Wuhan 2023”
results shown on the right side of the table, the highest score was 4.39 for psychological
resources, followed by 4.38 for compliance and 4.08 for social resources. In contrast, at 1.87,
the turnover intention was the lowest, followed by 2.27 for fatigue and 3.36 for anxiety
about COVID-19. It can be said that overall positive awareness is high and negative
awareness is low. However, looking at the standard deviation, the former is 0.78 to 0.86,
while the latter is around 1.14, indicating that the latter has more variation. Therefore, it
should be noted that negative consciousness, especially turnover intention, is not so high
on average, but the difference between employees is relatively large. These results are also
the same for “China 2020” shown on the left side of the table.
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Table 1. Mean value of each variable and comparison between groups.

China 2020 Wuhan 2023

α Mean SD α Mean SD t

Social resources 0.952 3.922 0.940 0.963 4.081 0.861 4.369 ***
Psychological resources 0.938 4.346 0.762 0.965 4.385 0.762 1.273

Fatigue 0.872 2.508 1.169 0.914 2.266 1.136 5.343 ***
Anxiety 0.753 3.630 1.121 0.782 3.364 1.135 5.931 ***

Compliance 0.914 4.639 0.707 0.874 4.380 0.781 9.023 ***
Turnover intention 0.923 1.812 1.126 0.953 1.869 1.140 1.275

Age - 1.960 0.785 - 2.130 0.780 5.582 ***
Tenure - 2.760 1.134 - 2.530 1.182 4.924 ***

Manager - 0.050 0.219 - 0.020 0.130 4.133 ***
Sex - 1.620 0.485 - 1.610 0.489 0.902

Note: n = 2973 for “China 2020” and n = 813 for “Wuhan 2023”. *** p < 0.001. α: the reliability coefficients, t:
Student’s t-test.

Next, we will compare “China 2020” and “Wuhan 2023” using Student’s t-test from
the same table. Social resources are higher in “Wuhan 2023” than in “China 2020”. On the
other hand, fatigue, anxiety, and compliance are lower in “Wuhan 2023” than in “China
2020”. The results were the same in an analysis of covariance (ANCOVA) that controlled
for demographic variables age, tenure, manager, and sex (available upon request). These
results indicate that “Wuhan 2023” has lower fatigue and anxiety than “China 2020”, as
well as lower awareness of workplace infection prevention measures, but higher social
resources. There were also significant differences between the two groups in terms of age,
tenure, and manager (all at the 0.1% level). These differences may reflect differences in time
and location, as well as the fact that “Wuhan 2023” targeted a single company, whereas
“China 2020” targeted multiple companies. Table 2 shows the results of the correlation
analysis for each group. The bottom left of the table shows the results for “China 2020” and
the top right shows the results for “Wuhan 2023”.

Table 3 shows the results of a simultaneous multi-population analysis conducted to
examine the differences in the magnitude of the paths between variables in both groups.
First, the negative path from anxiety to turnover intention is significantly larger in “China
2020” than in “Wuhan 2023” at the 1% level, while the negative path from fatigue to
turnover intention is significantly larger in “China 2020” than in “Wuhan 2023” at the 1%
level. On the other hand, the path to compliance for psychological resources and social
resources was shown to be smaller in “China 2020” than in “Wuhan 2023” at the 0.1% level.
The negative path of interaction variable between anxiety and psychological resources to
compliance is significantly larger in “China 2020” than in “Wuhan 2023” at the 5% level.
Let us also look at the relationship between demographic variables and main variables. In
the path from sex to compliance, “China 2020” is significantly larger than “Wuhan 2023” at
the 1% level. Similarly, the path from tenure to fatigue is significantly larger for “China
2020” than for “Wuhan 2023” at the 5% level. Additionally, although there are no significant
group differences, the path from tenure to compliance is significant at the 0.1% level in
“China 2020”, but not significant at the 5% level in “Wuhan 2023”. These differences may
also be influenced by a variety of factors, including time and location.
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Table 2. Results of correlation analysis.

1 2 3 4 5 6 7 8 9 10

1 Social resources 0.639 ** −0.408 *** −0.040 0.656 *** −0.387 *** 0.160 *** 0.107 ** 0.130 *** 0.154 ***
2 Psychological resources 0.578 *** −0.237 *** 0.087 * 0.743 *** −0.232 *** 0.153 *** 0.0360 0.083 * 0.065
3 Fatigue −0.394 *** −0.203 *** 0.391 *** −0.220 *** 0.487 *** −0.121 ** −0.074 * −0.066 −0.073 *
4 Anxiety −0.028 0.148 *** 0.353 *** 0.090 * 0.183 ** −0.005 −0.005 −0.170 *** 0.090 **
5 Compliance 0.471 *** 0.674 *** −0.082 *** 0.250 *** −0.258 *** 0.129 *** 0.079 * 0.093 ** 0.062
6 Turnover intention −0.376 *** −0.243 *** 0.424 *** 0.202 *** −0.209 *** −0.264 *** −0.268 *** −0.101 ** −0.170 ***
7 Age 0.154 *** 0.129 *** −0.138 *** −0.062 ** 0.082 *** −0.184 *** 0.343 *** 0.038 0.309 ***
8 Tenure 0.014 0.033 0.024 −0.001 0.083 *** −0.113 *** 0.421 *** 0.149 *** 0.213 ***
9 Manager 0.074 *** 0.059 ** −0.074 *** −0.117 *** 0.048** −0.079 *** 0.182 *** 0.167 *** −0.087 *
10 Sex 0.047 * 0.019 −0.013 0.079 *** 0.087 *** −0.100 *** 0.099 *** 0.070 *** −0.141 ***

Note: n = 2973 for “China 2020” (lower left) and n = 813 for “Wuhan 2023” (upper right). *** p < 0.001, ** p < 0.01, * p < 0.05. The figures are the correlation coefficients.
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Table 3. Between-group comparison of paths.

Path Estimate t

China 2020 Wuhan 2023

Anxiety ---> Compliance 0.162 *** 0.127 *** 0.794
Sex ---> Compliance 0.045 *** −0.035 3.086 **
Tenure ---> Compliance 0.050 *** 0.026 0.918
Social resources ---> Compliance 0.129 *** 0.297 *** 5.728 ***
Psychological resources ---> Compliance 0.308 *** 0.379 *** 2.597 ***
Anxiety × Psychological resources ---> Compliance −0.673 *** −0.444 *** 2.107 *
Anxiety ---> Fatigue 0.346 *** 0.405 *** 1.260
Social resources ---> Fatigue −0.351 *** −0.369 *** 0.938
Psychological resources ---> Fatigue −0.090 *** −0.078 * 0.332
Anxiety × Psychological resources ---> Fatigue −0.119 *** −0.139 *** 0.837
Age ---> Fatigue −0.077 *** −0.046 0.904
Tenure ---> Fatigue 0.059 *** −0.023 2.415 *
Compliance ---> Turnover intention −0.275 *** −0.190 *** 1.659
Sex ---> Turnover intention −0.079 *** −0.054 0.746
Fatigue ---> Turnover intention 0.241 *** 0.327 *** 2.306 *
Anxiety ---> Turnover intention 0.114 *** 0.008 2.817 **
Tenure ---> Turnover intention −0.073 *** −0.177 *** 2.842 **
Age ---> Turnover intention −0.051** −0.105 *** 1.494
Social resources ---> Turnover intention −0.219 *** −0.197 *** 0.033
Social resources × Compliance ---> Turnover intention −0.260 *** −0.270 *** 0.305

Note: n = 2973 for “China 2020” and n = 813 for “Wuhan 2023”. *** p < 0.001, ** p < 0.01, * p < 0.05. t: Student’s t
value. The figures are standardized coefficients.

In the above analysis, the model for “China 2020” was used, so the goodness of fit for
“Wuhan 2023” is low. Therefore, we conducted a new path analysis using only “Wuhan
2023” data by deleting paths that were not significant and created a model that better
reflects the psychological state of the workplace after the abolition of regulations. Figure 1
and Table 4 show the results of path analysis. In the analysis, modification indices were
used to improve the model fit. Among demographic variables, only the path from age to
turnover intention became significant (omitted in the figure). Regarding the relationship
between the main variables, the only difference from “China 2020” shown by Kokubun
et al. [2] is that the path from anxiety to turnover intention has disappeared. Therefore, in
China 2020, all eight hypotheses from H1 to H3 were supported, and in “Wuhan 2023”,
seven hypotheses except H1a were supported. This indicates the high applicability of
Kokubun et al.’s [2] model in different pandemic stages.

As shown in Kokubun et al. [2], here too, the relationship between anxiety and turnover
intention is complicated. Anxiety has the effect of lowering turnover intention through an
increase in COVID-19 compliance (β = 0.13 × −0.19 = −0.02). However, at the same time,
it has the effect of indirectly increasing turnover intention through the fatigue increase
(β = 0.40 × 0.33 = 0.13). As a result, the overall effect of anxiety on willingness to leave
was positive (β = 0.11), indicating that anxiety enhanced the willingness to leave the job.
However, in “Wuhan 2023”, the overall effect of anxiety on willingness to leave was a little
smaller than in “China 2020” (β = 0.13) because there is no longer a direct path from anxiety
to intention to leave. However, it can be said that a common trend after the introduction of
the regulation and after its abolition is that methods that arouse anxiety end up increasing
the intention to quit the job.
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Figure 1. Results of path analysis. Linear paths are significant at the 0.1% level. Dashed line
paths were not significant even at the 5% level and were therefore excluded from the final model.
Goodness-of-fit indices: χ2 = 40.57, df = 28, root mean square error of approximation (RMSEA) = 0.024,
probability of close fit (PCLOSE) = 0.999, goodness of fit index (GFI) = 0.992, adjusted goodness of fit
index (AGFI) = 0.977, normed fit index (NFI) = 0.987, comparative fit index (CFI) = 0.996. n = 813.

Table 4. Results of path analysis.

Path Estimate

Anxiety ---> Compliance 0.125
Social resources ---> Compliance 0.293
Psychological resources ---> Compliance 0.379
Anxiety × Psychological resources ---> Compliance −0.446
Anxiety ---> Fatigue 0.404
Social resources ---> Fatigue −0.377
Psychological resources ---> Fatigue −0.083
Anxiety × Psychological resources ---> Fatigue −0.141
Compliance ---> Turnover intention −0.185
Fatigue ---> Turnover intention 0.330
Tenure ---> Turnover intention −0.181
Age ---> Turnover intention −0.116
Social resources ---> Turnover intention −0.203
Social resources × Compliance ---> Turnover intention −0.272

Note: The numbers in the table are standardized path coefficients. All paths are significant at the 0.1% level.
Correlation between variables is omitted (available upon request).

To further understand the significance of the interaction terms, in Figures 2 and 3, the
data are divided into a group with high psychological resources and a group with low
psychological resources. The horizontal axis shows the group with high anxiety and the
group with low anxiety, and the vertical axis shows compliance in Figure 2 and fatigue in
Figure 3. In Figure 4, the data are divided into a group with high social resources and a
group with low social resources; the horizontal axis shows the group with high compliance
and the group with low compliance, and the vertical axis shows turnover intention. The
criterion for high and low is whether the score is 1 SD higher or lower than the average,
following the recommendation of Aiken et al. [81].
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6. Supplemental Interview Survey
The above analysis showed that the effectiveness of management centered on social

and psychological resources transcends the time and place of the pandemic. Our next
interest is how to increase these resources. If the effect was maintained before and after the
pandemic, it is possible that management during the pandemic contributed to maintaining
and strengthening these resources. Recent research findings in positive psychology argue
that not only were people hurt and weakened during the COVID-19 pandemic but also
organizations may have become more resilient in the process of dealing with various
problems [32,33].

Table 5 shows the results of interviews with 15 managers. After reading the follow-
ing text, which is a summary of Kokubun et al. [2], participants were asked to answer
two questions: “What efforts has your company made to prevent COVID-19?” and “How
has your company dealt with the concerns of local employees during the COVID-19 pan-
demic, and what results and lessons have you learned?”:

“Hobfoll’s [13] Conservation of Resources Theory is a psychological theory that ex-
plains human behavior through anxiety and stress caused by a lack of resources. When
faced with a crisis (such as the COVID-19 pandemic), employees feel anxious due to a
lack of safety resources. Anxious employees try to compensate for their resources through
behavior (such as participating in infection control measures). However, behavior driven
by anxiety often does not produce sufficient results. Moreover, employees who become
physically and mentally exhausted through reckless behavior may end up increasing their
intention to leave their jobs in search of other workplaces where they can obtain more
resources (i.e., safer and less physically and mentally exhausted), which can have a neg-
ative impact on the organization. At this time, if an organization has social resources
(trust in those around them) and psychological resources (resilience to overcome a crisis),
employees will be able to trust their colleagues and act calmly and steadily rather than
being driven by anxiety, which will reduce unnecessary wear and tear and keep the inten-
tion to leave low. Companies’ daily attitudes and education towards their employees are
what increase these social and psychological resources. Even during the recent COVID-19
pandemic, in companies with abundant social and psychological resources, even if employ-
ees felt anxious, the effect of the resources allowed them to implement steady infection
control measures, and as a result, fatigue and intention to leave tended to be kept low
(Kokubun et al. [2])”.

Numbers 1 to 6 are the results of interviews conducted with a Japanese manufacturing
company in Thailand, conducted from 29 November to 12 December 2023, and 7 to 15 are
the results of interviews conducted with the Japanese manufacturing company in Wuhan,
China, which was covered in the above analysis, conducted from December 13 to 23, 2023.
We included Thai companies here to reduce the impact of host country differences on our
results, which was not possible in the above analysis.

First, regarding the first question, in addition to providing masks and disinfectants,
installing partitions, encouraging employees to work from home, and distributing antigen
test kits (ATK) (#1), they also provided spoons in the cafeteria (#4), provided lunch (#5),
divided rooms and took temperatures of employees (#6), set up a dedicated medical
room (#7), distributed food to strengthen the immune system (#9), considered the balance
between work and home (#11), strengthening communication using chat apps (#12,15),
considered for employees who are on holiday or cannot leave the dormitory (#13,14), etc.

Next, in response to the second question, the following were mentioned: Employees’
decision-making ability and teamwork have been strengthened during the pandemic (#1),
cost consciousness has increased (#2), infection control measures have prevented employees
from leaving (#4), providing lunch has maintained peace of mind (#5), autonomy has
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increased (#7), crisis response capabilities have improved (#8,9), work engagement has
increased (#10), there has been active encouragement (#11), employees’ anxiety has been
reduced by fostering friendship (#12), employees have become mentally stable by providing
sufficient explanations (#14), and unity and skills have been strengthened (#15). Some even
claimed that the autonomy strengthened during past disasters has been utilized during the
COVID-19 pandemic (#3).

Overall, the results suggest that companies’ infection control measures during the
pandemic may have strengthened employees’ social and psychological resources.

Table 5. Results of interview survey.

Number Position Nationality What Efforts Has Your Company
Made to Prevent COVID-19?

How Has Your Company Dealt with
the Concerns of Local Employees
During the COVID-19 Pandemic,

and What Results and Lessons Have
You Learned?

1 General
Manager Japan

Simple partitions were installed at
desks. Disinfectant was placed in
various places (near doorknobs, etc.).
Wearing a mask was made
mandatory, and if employees were
feeling unwell, they were
encouraged to work from home.
Masks and ATK (antigen test kits)
were distributed free of charge.

When the number of coronavirus
patients increased, they had the
courage to stop production and
prevent the spread of coronavirus,
even if it meant reducing production.
Everyone’s ability to manage
themselves improved, including
making decisions as soon as possible.
If they were feeling unwell, they
would voluntarily wear a mask or
take a rest. It seems they have
acquired the ability to manage the
unknown. The connections between
people have become stronger than
before. They have more small
conversations and are more
considerate. For example, local
employees contacted Japanese
seconded employees who were
working alone to check on their safety,
and when someone in the office felt
unwell, someone who would not have
taken any particular action before
came over and asked, “Are you OK?”

2 Managing
Director Japan

Employees who have reduced their
overtime work and income have
started to support themselves by
taking on side jobs. Cost
consciousness has increased. For
example, turning off the lights
promptly and taking good care
of consumables.
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Table 5. Cont.

Number Position Nationality What Efforts Has Your Company
Made to Prevent COVID-19?

How Has Your Company Dealt with the
Concerns of Local Employees During the
COVID-19 Pandemic, and What Results

and Lessons Have You Learned?

3 Managing
Director Japan

I haven’t noticed any change. When
floods occurred in the past, the employees
were anxious, but since then, we have
been educating them to think for
themselves and act accordingly. This time,
there was no confusion or anxiety, and
they were able to think for themselves
and act accordingly.

4 General
Manager Japan

The company paid for
two vaccinations for employees who
wanted them. Partitions and alcohol
are installed in various places in the
workplace (including the cafeteria).
Spoons and other items used to be
shared in the cafeteria, but now they
are distributed for individual use.

Employees were very grateful to receive
the vaccine at the company’s expense, and
there were no notable mass resignations.

5 Factory
Manager Japan

Before COVID-19, employees bought
their own lunch and ate it in the
cafeteria, but now the company
provides lunch for them. We tried to
make sure employees didn’t worry
too much about the company’s
financial situation.

Providing lunch during the COVID-19
period has given employees peace of
mind since they were unable to go out to
buy food. The program was very well
received, so we decided to continue it
indefinitely, and it is still ongoing.

6 Managing
Director Japan

Japanese staff were preparing for
shipments and doing sales, but we
created an environment where they
could do so remotely from Japan even
if they were not in Thailand. We took
employees’ temperatures every day,
and the company purchased ATK to
test every Monday. We divided the
office into separate rooms, with one
person working in each room, and
only the interpreter was able to work
remotely from home.

7 Managing
Director Japan

There were times when they stayed
overnight at the company, and by
working hard together and facing
difficulties, our relationship of trust was
strengthened. There is no doubt that the
number of employees who can think and
act for themselves has increased.

8 Deputy
Director China

We took employees’ temperatures
every day and monitored their health
conditions. We also set up a medical
room so that we could provide initial
examinations if employees
complained of feeling unwell.

After establishing a system for how to
prevent COVID-19 in the company, we
communicated it to each department and
conducted training to promote the system.
If an employee was infected, we were able
to provide them with paid leave, provide
them with free medical care, and allow
them to recover, which helped to reduce
anxiety. We are now able to respond
quickly if a similar problem occurs again.
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Table 5. Cont.

Number Position Nationality What Efforts Has Your Company
Made to Prevent COVID-19?

How Has Your Company Dealt with the
Concerns of Local Employees During the
COVID-19 Pandemic, and What Results

and Lessons Have You Learned?

9 Deputy
Director China

I wore a mask every day. The
company encouraged employees to
take plenty of rest. Employees who
were sick or infected were asked to
stay home, but in such cases, no
deductions were made from their
wages, so employees didn’t have to
worry. During the COVID-19 period,
the company distributed
immunity-boosting foods to
employees several times, such as sets
of milk, fruits, and nuts.

We learned how to prevent confusion.
The factory was temporarily closed after
the COVID-19 outbreak, but some
employees remained and continued
production. They secured food and
sleeping quarters within the company and
continued production.

10 Section
Manager China

Employee engagement with the company
has increased. There has been less
turnover than before. Veteran employees
used to say “I want to quit” at every
opportunity, but since COVID-19, they
have stopped saying such negative things.
Employees’ trust in and engagement with
the company has increased.

11 Section
Manager China

We tried to balance work and rest for
employees, made masks mandatory
and advised them to eat nutritious
food and drink plenty of water.

When faced with anxiety, the team
encouraged each other, for example
during morning meetings or
handover procedures.

12 Section
Manager China

I emphasized several times a week
about measures such as wearing
masks, avoiding crowds, and washing
hands frequently. I had them report
their health status to their superiors
using Weixin (China’s biggest chat
app) during normal times, and their
superiors reported to me so that I
could keep them informed.

During the lockdown, we purchased and
provided badminton and other sports
equipment so that employees could relax
by playing sports after work. We also
made time for them to watch the FIFA
World Cup. Providing entertainment
helped to reduce employees’ anxiety.

13 Section
Manager China

Wearing masks was made mandatory
and disinfectants were provided.
Attention was also paid to the health
of people on holiday.

14 Section
Manager China

Wearing masks was made mandatory.
The company adjusted the process as
much as possible to ensure work
proceeded according to schedule.
Because the lockdown meant that
employees were unable to leave the
company dormitory, the company
prioritized their situation and ensured
their livelihood.

We gave priority to employees who lived
in the dorms, and then arranged for
everyone else to come to work. We
explained the current situation of the
company to the employees, and told them
the company schedule, and most of the
employees were satisfied with the
explanation. Most of the employees were
mentally stable, trusted the company, and
did not leave the company.
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Table 5. Cont.

Number Position Nationality What Efforts Has Your Company
Made to Prevent COVID-19?

How Has Your Company Dealt with the
Concerns of Local Employees During the
COVID-19 Pandemic, and What Results

and Lessons Have You Learned?

15 Section
Manager China

We communicated with employees
every day using group chat to check
whether their areas were under
lockdown and to keep track of their
situation.

There were no complaints because the
salary was calculated in the same way as
if the employees had come to work
normally. Through COVID-19, the
employees’ cooperation was strengthened,
and furthermore, because there were few
employees who could come to work, their
multi-skills were improved out of
necessity.

Note: Numbers 1 to 6 are the results of interviews conducted with a Japanese manufacturing company in Thailand
and numbers 7 to 15 are the results of interviews conducted with a Japanese manufacturing company in Wuhan,
China, which is the same as analysis target above.

7. Discussion
Kokubun et al. [2] presented a model that combines COR theory and the dual nature

of anxiety and conducted an analysis using employee attitude data after restrictions started.
As a result, it has been argued that infection control measures implemented by inciting
anxiety may increase fatigue and intention to quit and may also reduce organizational
strength. In this study, we conducted a multi-population simultaneous analysis by inputting
employee attitude data from a Japanese company in Wuhan after the lifting of restrictions
into an analytical model constructed by Kokubun et al. [2] based on employee attitude
data from Japanese companies in a wide area of China after the start of restrictions during
the COVID-19 pandemic. Then, based on COR theory, we verified the universality of the
magnitude of the path from anxiety, fatigue, and compliance to the intention to quit and
adjustment by psychological and social resources as shown by Kokubun et al. [2].

More concretely, we demonstrated that the three points confirmed in “China 2020”, the
data after the start of behavioral restrictions under the COVID-19 pandemic [2], can also be
applied without many changes to “Wuhan 2023”, the data after restrictions are lifted. First,
the more anxious employees are, the more tired they are and the more likely they are to quit
their jobs. At the same time, more anxious employees are more likely to be compliant. These
are the good and bad ways of inciting fear into submission. Second, compliance lowers
turnover intentions. This is because infection control practices improve workplace safety,
which reduces the benefits of moving to another workplace due to concerns about reduced
resources. Third, psychological resources weaken the relationship between anxiety and
fatigue or anxiety and compliance. Additionally, social resources weaken the relationship
between compliance and intention to quit. The former means that people with abundant
psychological resources are less likely to feel fatigued even when they are anxious and
can practice compliance effectively without arousing anxiety. On the other hand, the latter
means that the more social resources an employee has, the more compliance practices will
contribute to reducing their intention to quit.

Once restrictions begin, government decisions will be communicated to employees
as information that the pandemic is scary. At this stage, anxiety becomes a driver for
compliance practices to prevent the decline of workplace safety resources. However, anx-
iety can also have a negative impact on employees’ mental and physical health [10,11]
and hinder correct information processing [82,83]. Therefore, infection control measures
that rely solely on anxiety are not very effective. On the other hand, after restrictions
are lifted, the government’s decision will convey to employees the information that
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COVID-19 is less scary than it was before. If compliance decreases due to decreased anxiety,
infection becomes more likely to occur. To prevent this problem, regardless of the level of
anxiety, compliance needs to be practiced by making use of resources even after regulations
are abolished.

There have been many previous studies on employee attitudes during pandemics,
but to the authors’ knowledge, this is the first study to apply such an analytical model
to different locations after restrictions have been lifted. Therefore, this study proposes
a highly universal framework that can be used as a reference for foreign companies,
especially those lacking local information, to predict changes in employee attitudes and
respond appropriately to disasters that expand while changing the nature and impact of
the damage.

8. Implications for Theory and Practice
This study shows that the model proposed by Kokubun et al. [2] can be applied

to employee attitude data after deregulation without significant changes. During the
pandemic, companies were able to encourage employees to participate in infection control
measures by inciting anxiety, but when regulations are lifted and employees’ anxiety
decreases, this method becomes difficult to apply. In addition to anxiety, psychological and
social resources motivate employees to take infection control measures. However, unlike
anxiety, these resources cannot be developed overnight. Foreign-affiliated companies with
large differences in nationality and organizational culture will continue to struggle to
implement infection control measures even today after deregulation.

The results of the supplementary interview survey showed that these social and
psychological resources could be strengthened by the company’s response to the pandemic.
This is consistent with previous studies that have shown that companies’ CSR activities
and responses to adversity during the pandemic can increase employees’ resources, based
on COR theory [32,33], but it is surprising in light of the fact that many other studies have
pessimistically evaluated the pandemic as something that only brings harm. The durability
and universality of the resource effects shown in this study may be well explained by
the positive nature of the pandemic. However, of course, disasters cannot and should
not be caused artificially. Future research should focus on elucidating ways to strengthen
employees’ social and psychological resources without relying on disasters. For example,
in the future, there will be a need to develop training techniques that can have a similar
effect in companies that have not experienced disasters, such as image training of disaster
response using virtual technology. We hope that this study will provide good suggestions
for the future activities of overseas local subsidiaries of various nationalities.

9. Limitations of the Study and Directions for Future Research
This study has several limitations. First, the data used in this analysis may be id-

iosyncratic. Kokubun et al. [2] referenced in this study collected data from 26 compa-
nies operating in the East and South China regions, whereas this study used data from
one company in one city. Therefore, the results may be influenced by the conditions of spe-
cific companies or regions. In the future, it is recommended to conduct comparative studies
targeting multiple regions and companies to verify the results of this study. Similarly, there
is the issue of generalizability. Chinese and Japanese people have many things in common,
such as the strong influence of Confucian culture, but the response to the pandemic was
stricter in China than in Japan. These differences in how the pandemic is fought in the home
country may have influenced the results, but since both Kokubun et al. [2] and this study
targeted local Japanese subsidiaries in China, universality across nationalities has not been
examined at all. Therefore, in the future, it will be necessary to verify whether the same
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applies to employees of companies of other nationalities in other countries. Third, in this
study, we used the scale developed by Kokubun et al. [2] instead of a general psychological
scale. Therefore, it is necessary to verify reproducibility using a more general scale.

10. Conclusions
This study shows that the analytical framework developed for Japanese companies in

East and South China after the government’s strong restrictions were implemented can be
applied to Japanese companies in Wuhan after the restrictions were lifted without major
changes. This result implies that, regardless of the time or location of the pandemic, rather
than relying on infection prevention measures that make employees anxious, it is necessary
to take a long-term perspective and make efforts to increase social and psychological
workplace resources to motivate employees instead of anxiety. In particular, the results
of this study provide information that should be used as a reference in many workplaces
around the world today, where anxiety has decreased after restrictions were lifted despite
the continued increase in the number of infected people.
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