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1. Introduction

As the world gradually heals from the disastrous effect of the Coronavirus (COVID-19) pandemic, organizations are looking
forward to recovering from their losses due to the lockdown and other COVID-19 measures. Hence, organizations would need
employees to perform at their best to overcome these challenges. However, since we are not out of the woods yet and more
importantly, the COVID-19 vaccines produced does not assure us 100% protection against the COVID-19 infection (Kaplan
& Milstein, 2021), employees going to work each day may still be terrified of COVID-19 due to its high transmission and
mortality rate. Not only are they afraid of the COVID-19, but employees may also be scared of getting infected and unwittingly
transmitting it to their families and close friends (Labrague & de Los Santos, 2020; Mo et al., 2020). Labrague and de Los
Santos (2020) opined that when this fear is not managed correctly over time, COVID-19 fear might generate negative lasting
consequences on employees’ performance. In addition, COVID-19 fear may affect employees’ decision-making abilities
which may detrimentally affect their performance if it is left unmanaged (Ahorsu et al., 2020; Malik et al., 2021). Hence,
further studies must research whether employees’ COVID-19 fear significantly and negatively affects their performance, and
more importantly, how it can be managed (Gunaydin, 2021; Sasaki et al., 2020). Yet, previous research specifically examining
the influence of employees’ COVID-19 fear on their performance is scarce. Among the few studies that have specifically
investigated this topic, Erer (2020) and Gunaydin (2021) observed that employees’ performance was negatively influenced
by their COVID-19 fear. However, the relationship between employees’ COVID-19 fear and performance may go beyond a
straightforward relationship. Therefore, further investigations are needed to examine the underlying moderating and mediating
mechanisms through which employees’ COVID-19 fear affects their performance at the workplace. Doing this will enlighten

* Corresponding author.
E-mail address: e.k.swanzy@gmail.com (E. K. Swanzy)

© 2022 by the authors; licensee Growing Science, Canada
doi: 10.5267/j.ms1.2021.10.005



82

us on how employees” COVID-19 fear affects their performance at the workplace. More importantly, it will enlighten organ-
izations on how to address employees’ COVID-19 fear.

Furthermore, Li et al. (2020) and Malik et al. (2021) pointed out that the mental wellbeing of employees in this COVID-19
era has been negatively influenced severely by the emergence of the deadly disease. Also, a plethora of studies have confirmed
that employees’ COVID-19 fear was a predominant factor that negatively affected their mental wellbeing. For example, Sasaki
et al. (2020) reported that employees’ COVID-19 fear positively affected their degrees of anxiety and depression experienced.
Similarly, Khattak et al. (2020) observed that employees’ psychological distress such as anxiety and depression was positively
influenced by their fear of COVID-19. Labrague and de Los Santos (2021) found that a high degree of employees’ COVID-
19 fear resulted in increasing their psychological distress, such as anxiety and depression. Study findings by Chen and Eyoun
(2021) also revealed that employees’ COVID-19 fear contributed positively to their poor mental wellbeing. On the other hand,
Labrague and de Los Santos (2021) hinted that the negative influence of employees’ COVID-19 fear on their mental wellbeing
might negatively affect several work outcomes, including their performance. This may be because higher degrees of anxiety
and depression due to employees’” COVID-19 fear may cause further adverse cognitive responses involving low employees’
vitality in performing their assigned jobs leading to low performance at the workplace (Gunaydin, 2021; Smith & Wessel-
baum, 2020). Also, Agular-Quintana et al. (2021) explain that poor mental wellbeing such as high anxiety and depression
experienced by employees diminishes their cognitive resources and negatively affects their cognitive abilities, leading to poor
performance of employees. Thus, indicating that employees’ mental wellbeing could be a potential mediator between their
fear of COVID-19 and their performance. However, no studies until now have investigated such a relationship. Therefore, the
current study seeks to fill this research gap by examining how employees’ COVID-19 fear influences their performance
through two negative dimensions of mental wellbeing (anxiety and depression).

Moreover, a review of studies by Giorgi et al. (2020) pointed out that workplace factors could mitigate or worsen the adverse
influence of employees’ COVID-19 fear on their mental wellbeing. Shanafelt, Ripp, and Trockel (2020) identified that em-
ployees’ doubt that their organizations would support them if they contracted COVID-19 contributed significantly to the levels
of anxiety and depression they experienced. Therefore, support organizations provide in this COVID-19 era may be crucial
in mitigating the adverse influence of employees’ COVID-19 fear on their mental wellbeing and eventually improving their
performance at the workplace (Giorgo et al., 2020; Sasaki et al. 2020). Similarly, Allah (2021) observed that high perceived
organizational support diminished the impact of COVID-19 on the challenges that employees experienced in this COVID
pandemic era. Possibly, the support employees receive from the organization has been known to improve their mental well-
being (Caesens et al., 2017; Swanzy, 2020; Wattoo, Zhao & Xi, 2018), and as employees’ mental wellbeing improves, the
adverse effect of fear of COVID-19 on them diminishes (Maslakgi, Siiriicii & Sesen, 2021). Yet, there is a paucity of studies
explicitly examining the crucial role of organizational support on this topic (Zhang et al., 2020). Therefore, this research is
vital as it seeks to provide empirical evidence on the crucial role organizational support may play to moderate the adverse
influence of employees’ COVID-19 fear on their mental wellbeing and performance.

To sum it all, the study examines the influence of employees’ COVID-19 fear on their performance as mediated by two
negative dimensions of mental wellbeing (anxiety and depression). In addition, it seeks to examine the mitigating influence
of organizational support on this association. More precisely, this study has three objectives. To investigate (i) whether em-
ployees” COVID-19 fear negatively affected their performance; (ii) whether anxiety and depression mediated the negative
relationship between employees’ COVID-19 fear and their performance; and (iii) whether organizational support moderated
the indirect effect of employees’ COVID-19 fear on their performance via anxiety and depression. The findings of this study
will enlighten us in understanding the underlying moderated and mediated mechanisms through which employees’ COVID-
19 fear affects their performance. Furthermore, this will offer insights to organizational management to implement more
employee-supportive policies to buffer the deleterious influence of employees’ COVID-19 fear.
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Fig. 1. Proposed Research Model
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2. Methodology

2.1. Sample and Procedure

This current research is a cross-sectional one. The sample of this research included bank workers in Accra, Ghana. Self-
reported surveys were administered in person to several workers of different banks and branches, including Ghana Commer-
cial Bank, Fidelity Bank, Prudential Bank, and Agricultural Rural Bank. In all, 476 workers answered to the survey. After,
the data was then screened for missing data, and uncompleted questionnaires were deleted, resulting in a final sample size of
446. Of the 446 workers who responded to the survey, 215 were women, while the remaining 231 were men, representing
48.2% and 51.8%. Participants’ minimum and maximum ages were 24 and 65 years, respectively, with their mean age of
45.77 years (SD = 11.02). Regarding their marital status, 278 (62.34%) reported being married, while the remaining 168
(37.66%) indicated not being married.

2.2. Measures

Fear of COVID-19: Employees’ COVID-19 fear were measured using the Fear of COVID-19 Scale (FCV-19S) by Ahorsu et
al. (2020). The total items of this scale are seven and five responses measured on a Likert scale ranging from “1 = strongly
disagree to 5 = strongly agree”. Samples of the items comprise: “I am most afraid of coronavirus-19”, “It makes me uncom-
fortable to think about coronavirus-19”, and “I am afraid of losing my life because of coronavirus-19”.

Anxiety: Employees’ anxiety was quantified using the Generalized Anxiety Disorder Scale (GAD-7) by Spitzer et al. (2006).
The scale consisted of seven items and four responses measured on a Likert scale from “0 = Not at all to 3 = Nearly every
day”. Samples of these scale items are: “Over the last two weeks, how often have you been bothered with the following
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problems?” “Troubling relaxing”, “Feeling nervous anxious or on edge”, and “Not being able to stop worrying or control
worrying”.

Depression: Depression of workers were measured utilizing the Patient Health Questionnaire (PHQ-9) by Kroenke et al.
(2001). The scale comprises nine items and four responses measured on a Likert scale varying from “0 = Not at all to 3 =
Nearly every day”. Samples of these scale items are: “Over the last two weeks, how often have you been bothered with the
following problems?” “Little interest or pleasure in doing things”, “Feeling down, depressed or hopeless”, and “poor appetite
or overeating”.

Performance: Employees’ performance was assessed using the Task Performance dimension of the Individual Work Perfor-
mance Questionnaire (IWPQ) by Koopmans et al. (2014). The scale included other performance dimensions assessed over
the last three months. However, only the dimension that measures task performance was used for this study. The scale con-
sisted of seven items and five responses on a Likert scale from “1 = strongly disagree to 5 = strongly agree”. Samples of this
scale items are: “For the last three months”- “I was able to perform my work well with minimal time”, “I managed to plan my
work so that it was done on time”, and “I know how to set the right priorities”.

Organizational Support: The shorter edition of Eisenberger et al. (1986) Perceived Organizational Support Scale (POS-8)
was employed to measure the support workers received from their respective organizations. The scale comprises eight items
and five responses on a Likert scale from “1 = strongly disagree to 5 = strongly agree”. Samples of these scale items are: “The
organization shows very little concern for me”, “Help is available from the organization when I have a problem”, and “The
organization really cares about my wellbeing”.

2.3. Data Analysis

A preliminary analysis testing the fitness of our research model, convergent validity, and common-method variance was
computed before testing the study’s hypotheses. This was done using Confirmatory Factor Analysis and Exploratory Factor
Analysis. Also, descriptive statistics were computed to investigate the average mean, standard deviation and intercorrelations
among study variables. Finally, SPSS PROCESS Macro (Model 7), with 5000 bootstrap samples, was used to examine the
study objectives.

3. Results

3.1. Measurement Model

To test for the fitness of our research model, two measurement models, one-factor model and a five-factor model, were tested
with a Confirmatory Factor Analysis and results compared. The results displayed in table 1 showed that the five-factor model
which is the main research model of the study revealed a more satisfactory model fit (y*(657) = 1689.33, ¥*/df = 2.57; CFI =
0.94; TLI = 0.93; RMSEA = 0.053; SRMR = 0.045) as compare to one-factor model where all 38 items were loaded on a
single latent variable (3%(682) = 7042.64, y*/df = 10.03; CFI = 0.49; TLI = 0.46; RMSEA = 0.153; SRMR = 0.145).
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3.2. Common-Method Bias

The assessment of common-method bias was done adopting Harman’s single-factor approach (1976). All items of the study
variables were extracted into a single factor in Exploratory Factor Analysis. The results indicated a common-method bias of
28.47%. This result is far lower than the acknowledged threshold of 50% (Cooper et al., 2020; Doty & Astakhova, 2020),
signifying that there is no need to worry about common-method bias in this study.

3.3. Descriptive Statistics

Means, standard deviations, Cronbach’s alpha and correlations of the present study variables are all reported in Table 1. The
findings showed significant associations in line with the proposed model for the study. In other words, employees’ COVID-
19 fear positively correlated with depression and anxiety, while it was negatively associated with their performance. In addi-
tion, anxiety and depression were also negatively associated with performance, while organizational support positively cor-
related with performance.

Table 1
Means, Standard Deviation, Pearson Correlations and Cronbach’s alphas
Variables Mean SD 1 2 3 4
1. Covid-19 Fear 3.51 .87 (0.89)
2. Depression 2.46 .69 24%% (0.83)
3. Anxiety 2.31 93 18** 20%* (0.87)
4. Task Performance 3.77 .81 - 20%* - 45%* - 41%* (0.81)
5. Organizational Support 3.03 .79 -.03 -25%* - 27** 35%* (0.79)

Note. **p <0.01, N =446
3.4. Main Findings

A moderated mediated regression analysis using SPSS PROCESS macro (model 7) by Andrews Hayes was used to run the
analysis for this study. The results presented in figure 2 indicated that employees’ COVID-19 fear did not directly affect their
performance (f = -.04; p > .05). However, regarding the influence of employees’ COVID-19 fear on their depression and
anxiety levels, the results indicated that employees’ COVID-19 fear had a significant positive influence on their depression
(B = .40; p <.001) and anxiety levels (f = .33; p < .001). Furthermore, the results revealed that depression and anxiety of
employees had a negative influence on their performance (B =-.51; p <.001 and  =-.37; p <.001 respectively).
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Fig 2. The model results show the effect of employees’ COVID-19 fear on their performance as moderated by organizational
support and mediated parallelly by anxiety and depression (standardized scores are reported)
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3.4.1.  The Moderating Role of Organizational Support

Regarding the mitigating influence of organizational support on the negative impact of employees’ COVID-19 fear on their
levels of depression, the results from figure 2 indicated that organizational support moderated the positive impact of employ-
ees’ COVID-19 fear on their levels of depression. Notably, the interaction term (computed as the product of the employees’
COVID-19 fear and organizational support) appeared to have a significant negative effect on the depression of workers (f =
-0.05, p < 0.05). Furthermore, the slope graph in figure 3 illustrated that the positive impact of employees’ COVID-19 fear
on their level of depression experienced was lower for employees who received high organizational support and was higher
for employees who received low organizational support.

3 - —e— Low Organizational support
---#--- High Organizational support

1.5 A

Depression

Low Fear of COVID-19 High Fear of COVID-19

Fig. 3. Interaction effect of employees’ COVID-19 fear and organizational support in predicting their depression levels

Likewise, the findings further indicated that organizational support moderated the positive impact of employees’ COVID-19
fear on their anxiety levels. The interaction term (computed as the product of employees’ COVID-19 fear and organizational
support) appeared to have a significant negative impact on their levels of anxiety experienced ( =-0.03, p <0.05). A graph-
ical presentation of the outcome of this interaction is presented in Fig. 4. The slope graph in figure 4 illustrated that the positive
impact of employees’ COVID-19 fear on their anxiety was lower for employees who received high organizational support
and was higher for employees with low organizational support.
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Fig. 4. Interaction between employees’ COVID-19 fear and organizational support in predicting their anxiety levels

3.4.2.  The Mediating Role of Mental Wellbeing

Table 3 shows the indirect effects of employees’ COVID-19 fear on their performance through depression and anxiety. Spe-
cifically, regarding the mediating role of depression on the negative impact of employees’ fear of COVID-19 and their per-
formance, the findings indicated an indirect influence of employees’ COVID-19 fear on their performance via depression (B
=-.061; CI: -.096, -.034). Similarly, the results indicated that the indirect effect of employees’ COVID-19 fear on their per-
formance through anxiety was significant (8 = -.043; CI: -.067, -.015).
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Table 3
Indirect effects of employees’ COVID-19 fear on their task performance via depression and anxiety
95% CI
Indirect effects B LL UL
COVID-19 Fear — Depression — TP -.061 -.096 -.034
COVID-19 Fear — Anxiety — TP -.043 -.067 -.015

Note. CI= confidence interval, LL/UL= lower/upper limit; TP = Task Performance

4. Discussion

Employees’ COVID-19 fear did not directly impact employees’ task performance, as reported by other studies (Erer, 2020;
Gunaydin, 2021). A possible reason for this unexpected result may be due to where the research was conducted. This research
was conducted in Ghana, which identifies itself among the countries that experienced low COVID-19 cases and deaths. There-
fore, participants’ COVID-19 fear may not be the same as participants from countries with high COVID-19 cases and deaths.

Rather, employees’ COVID-19 fear contributed to increasing their anxiety and depression levels, which in turn affected their
task performance. This supports suggestions made by Labrague and de Los Santos (2021), who opined that the adverse influ-
ence of employees’ COVID-19 fear on their mental wellbeing might negatively affect several work outcomes, which may
include their performance. Probably, employees’ levels of anxiety and depression because of their COVID-19 fear may lead
to further adverse mental responses such as avoidance behaviours affecting employees’ vitality in performing their assigned
jobs leading to low performance at the workplace (Malik et al., 2021). As Agular-Quintana (2021) explains, poor mental
wellbeing such as high anxiety and depression experienced by employees diminishes their cognitive resources, negatively
affecting their cognitive abilities and leading to poor performance of employees. Similar to our study findings, Malik et al.
(2021) observed that employees’ fear of COVI-19 significantly affected their anxiety and avoidance behaviours in the work-
place, which may further alter their performances at work. Therefore, the study findings revealed that if organizations can
focus on moderating the harmful influence of employees’ COVID-19 fear on their mental wellbeing (anxiety and depression),
it would play a critical role in diminishing the indirect negative effect of employees’ COVID-19 fear on their performance.

Furthermore, the indirect effect of employees’ COVID-19 fear on their task performance through depression and anxiety was
weaker when employees received higher support from the organization. As observed from Figures 3 and 4, the positive influ-
ence of employees’ COVID-19 fear on their anxiety and depression experienced was significantly lower when the support
they received from their organizations was higher than when organizational support was lower. The findings of this study
provide empirical support to studies that have advocated for higher organizational support in times like this (Allah, 2021;
Shanafelt, Ripp, & Trockel, 2020; Zhang et al., 2020). Shanafelt, Ripp, and Trockel (2020) contend that employees’ scepticism
that their organizations would support them if they contracted COVID-19 contributed substantially to the levels of anxiety
they experienced. In addition, Sasaki et al. (2020) hinted that organizational support might play a crucial role in lessening the
influence of employees’ COVID-19 fear on their mental wellbeing, which may lead to better performance at the workplace.
Our study findings support assertions made by Malik et al. (2021), who opined that lack of supportive organizations might
worsen the indirect negative impact of employees’ COVID-19 fear on their performance via mental wellbeing. It is clear now
that when employees experience higher support from their organizations, it helps buffer the influence of their COVID-19 fear
on their anxiety and depression experienced, which in turn reduced the negative effect on their task performance, leading to
high performance at the workplace.

4.1. Theoretical Implications

This study answers the calls of previous studies (Sim, 2020) on the need for additional studies to investigate the influence of
COVID-19 on employees’ performance. The study outcomes demonstrated that employees’ COVID-19 fear did not directly
influence their performance but instead had an indirect influence on their performance through their anxiety and depression.
This provides empirical support to previous research (e.g., Agular-Quintana, 2021; Labrague & de Los Santos, 2021; Malik
et al., 2021) that hinted at such a relationship and adds to the limited existing literature on the association between employees’
COVID-19 fear and performance. Furthermore, there have been some suggestions by earlier studies (e.g., Allah, 2021; Sha-
nafelt, Ripp, & Trockel, 2020; Zhang et al., 2020) that the support employees may obtain from their organization may be
critical in how employees’ COVID-19 fear affected them. The study findings showed that organizational support reduced the
influence of employees’ COVID-19 fear on their mental wellbeing, leading to increased performance.

4.2. Practical Implications

The study findings offer suggestions that would be of great enlightenment to organizational management in this COVID-19
era. First, organizational management should initiate pragmatic employee-supportive policies that aim to improve employees’
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mental wellbeing if organizations wish to improve or maintain employees’ performance at work. As the study findings indi-
cated, the positive impact of employees’ COVID-19 fear on their anxiety and depression was mitigated by organizational
support, which in turn helped reduce the negative impact on their performance. Therefore, in this COVID-19 era, improving
employees’ wellbeing could be the ideal solution in mitigating the negative influence of employees’ COVID-19 fear, and
organizational support could be the ideal way of enhancing employees’ wellbeing.

4.3. Limitations and Directions for Further Studies

The current study investigated the adverse effect of employees’ COVID-19 fear on only their task performance, ignoring other
performance components such as contextual, adaptive, and counterproductive work performance. Hence, this may not serve
as a true representation of employees’ performance. Therefore, further studies should endeavour to examine the influence of
employees’ COVID-19 fear on all the dimensions of job performance. Also, the cross-sectional research design utilized for
this study may limit the claims of the causal inferences revealed by the current study’s findings. Hence, further research should
make an effort to include time-lagged research designs in order to produce stronger causal inferences among the study varia-
bles.

5. Conclusion

This study investigated whether employees’ fear of COVID-19 affected their task performance as mediated by mental well-
being and moderated by organizational support. The study findings revealed that improving employees’ mental wellbeing was
ideal for managing undesirable consequences of employees’ COVID-19 fear on their performance. Furthermore, organiza-
tional support may be instrumental in improving employees’ mental wellbeing by buffering the negative effect of their
COVID-19 fear on their mental wellbeing. Therefore, a takeaway note for organizations will be that organizations should
increase employee-supportive measures during this time of the COVID-19 pandemic to help reduce the adverse influence of
employees’ COVID-19 fear on their mental wellbeing and performance.
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