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ABSTRACT 

COVID-19 has dramatically impacting many sectors and millions of people globally, including businesses as well as 

their employees. Even though the Government has announced offices to allow their employees to work from home, 

there are still couples of businesses need to run their activities by contacting directly to others. This condition then 

caused mental health issues to the employees. Anxiety to be infected or even transmitted the virus to their relatives 

which also could trigger them feeling depressed and stressful. On the other hand, many offices got lower income 

which made them decided to reduce the operational working hours and also cut their employees’ contract. This has 

created the job insecurity for them. This article explains what factors employees should have to reduce mental health 

problems caused by COVID-19 and job insecurity they perceived. This article also conducted a literature review of 

several previous studies and used conservation of resources (COR) theory. It was found by having psychological 

resilience, organizational supports and self-efficacy can decrease the psychological health caused by COVID-19 as 

well as job insecurity felt by the employees and effect to the employee performance. 
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1. INTRODUCTION

Corona Virus Disease 19 (COVID 19), a non-natural

disaster related to health has been impacting millions of 

people in the whole world since 2019. 243,745,106 

people have been affected with 4,953,505 people died 

by this virus globally [1]. While in Indonesia, up to 23rd 

of October 2021, there are 4,238,594 cases with the 

positive highest age range is between 31-45 years old. It 

is also recorded that 14,.153 people from various 

provinces are died caused by COVID 19 [2]. These 

fantastic numbers has showed the heavy implication to 

the millions of people as well as schools, universities, 

organizations and industries in many sectors. This 

situation also influences psychological health, social life 

and economic crisis.   

Based on survey of COVID 19 impact to enterprises 

in Indonesia, conducted by [3] to 35,992 respondents, 

showed 28,86% decrease their productivity by cutting 

their operational working hours, number of employees, 

along with its machines. Before August 2020, 84,79% 

enterprises, running on different business sectors, were 

temporary closed and decided to take some actions, such 

as 38,20% of them reduced less working hours for their 

employees. During July to September 2020, 11,63% 

employees were cut off where large-medium enterprises 

were contributing higher than the small-medium 

enterprises. Operational restructuring and downsizing 

number of employees as the consequences of pandemic 

can endanger employees and make job insecurity feeling 

to them [4] in the end effecting their attitudes and 

behavior at work [5]. Job Insecurity describes as 

employees’ uncertainty regarding the continuation of 

their work due to threaten situation [6]. 

The fear of pandemic situation has also created 

psychological pressure to employees. Also, Indonesian 

government already issued a state of emergency and 

Large-Scale Social Restriction or PSBB on some 

provinces in Indonesia which first issued by government 

of DKI Jakarta on 10 April 2020 [7]. It also urged 

companies to allow their employees to work remotely 

from home. Nevertheless, possibilities of doing some 
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works from the office is still permitted with social 

restriction in order to combat spreading the virus and 

lower the health risk [8]. Unfortunately this permission 

has been still made the employees worried to be infected 

due to lack of personal protective equipment [9]. This, 

then continuously faced by the employees at their work 

and created negative psychology perceived by the 

employee, such as fear or stress, anxiety, depression and 

traumatic [4], [6], [10], [11], [13]. According to [12] 

this condition decreased individual intellectual ability, 

sleep problem, etc. In other word, COVID 19 could 

pressure and intimidate the employees. The employees 

will find challenges in executing and performing their 

job. This might again cause job insecurity and lead to 

employees’ behaviour changes and harm their job 

performance [5], [13]. Job performance refers to task’s 

completion assigned to an individual [14].  

What help employees in decreasing psychological 

health caused by COVID 19 and the job insecurity 

effect to the job performance? Based on Conservation of 

Resources (COR) theory, individuals are able to 

encourage themselves gaining resources in minimizing 

the stress they perceived [15]. The resources itself could 

be obtained from individual characteristics and social 

supports [5]. In response to the limited research and 

recommendation of future research mentioned in [16], 

[17] this paper aims to gather previous studies and

provide information on factors that could assist

employees decrease their job insecurity and

psychological problems caused by COVID 19 and by

the end effect to their job performance based on COR

theory. Finally, we will explain our findings based on

literature reviews and explain our conclusion. The

results of this conceptual article would provide

important contribution to the theory and practices.

2. LITERATURE REVIEW

2.1. Employee Performance 

The quality of work executed by the employees will 

show the development and progress of an organization. 

It influences by some factors and conditions which both 

coming from within the employees or outside of the 

employees. According to Mathis and Jackson in [18] 

performance is principally shows what is being done or 

not done by the employees. While, employees 

performance is the result of employee work in carrying 

out overall management processes within employees by 

showing concrete evidence and an achievement . 

Performance also defines as the execution of the tasks 

assigned to the employee [14]. It is also said that 

performance is a description of an organization of a 

program or an activity in carrying out the mission and 

goals of the organization that can be achieved in a 

strategic plan.  

Related to the current situation, organizations need 

to adopt a best practice approach and create a safe and 

secure place to lead employees to improve their 

performance as well as higher levels of service quality. 

2.2 Job Insecurity 

Job insecurity is the perception of probability that 

workers think they might lose their jobs during a crisis 

[13]. According to [6], [19], [20] employees' feelings 

about work that are risky and allow them to lose their 

jobs in the future is referred to job insecurity. We could 

conclude that job insecurity could be described when 

employees is concerned of losing job during the crisis. 

Job insecurity is one of the main causes of stress in the 

work environment that is detrimental to employees [21]. 

The current COVID-19 pandemic situation has also 

caused increased stress for employees and created a 

sense of job insecurity for employees. One of them is 

workers who work in the tourism sector who provide 

services directly to consumers. 

The risks of work during the COVID-19 pandemic 

also work wonders to operate. Job insecurity can cause 

pressure for employees that can make employees want 

to change professions and even change places of work. 

According to [14] job insecurity has a negative impact 

on employees. In his research it was also found that job 

insecurity has mental and emotional consequences and 

behaviors that have a significant impact on employee 

work outcomes. Job insecurity can be a trigger for 

threatening stress and a possible cause of missing 

something expected.  

People who have experienced job insecurity cannot 

take advantage of instrumental strategies because of a 

sense of uncertainty about whether jobs will exist or not 

[22]. He also argues that job insecurity is not something 

that can be seen socially but rather an internal 

experience of a lack of institutionalized response and 

support. Of course, the experience felt subjectively is a 

job insecurity that should be reported directly by 

employees. Job insecurity and employee job 

performance have a significant influence is also founded 

[23]. Job insecurity may lead to employees’ behavior 

changes and harm their job performance [5], [13].   

2.3. Conservation of Resources Theory 

Conservation of Resources theory implies resources 

that human have in protecting their current resources 

and finding new resources [15], [24]. It is believed that 

every human is motivating in shield their resources. 

People will face stress when they are not having 

resources in [15]. Furthermore, it is also mentioned 

when they have personal resources, such resilience, 

intrinsic motivation and self –stem as well as social 

resources, such supports from family, colleagues and 

supervisors, those people could lower negative effect o 

their work.   
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There are number of basic principles of the COR 

theory as could be seen as below according to [24]: 

Name Descriptions Example 

Studies 

Principle 1 Resource loss is more 

salient than resource 

gain. 

R. T. Lee & 

Ashforth 

(1996) 

Principle 2 People must invest 

resources to gain 

resources and protect 

themselves from 

losing resources or to 

recover from resource 

loss. 

Halbesleben, 

Harvey, & 

Bolino 

(2009); 

Halbesleben 

& Wheeler 

(2008); Ng & 

Feldman 

(2012); 

Vinokur & 

Schul (2002) 

Corollary 1 Individuals with more 

resources are better 

positioned for resource 

gains. Individuals with 

fewer resources are 

more likely to 

experience resource 

losses. 

Demerouti, 

Bakker, & 

Bulters 

(2004); 

Mäkikangas, 

Bakker, 

Aunola, & 

Demerouti 

(2010); 

Whitman, 

Halbesleben, 

& Holmes 

(2014) 

Corollary 2 Initial resource losses 

lead to future resource 

losses 

Demerouti et 

al. (2004) 

Corollary 3 Initial resource gains 

lead to future resource 

gains 

Hakanen, 

Peeters, & 

Perhoniemi 

(2011); 

Halbesleben 

& Wheeler (in 

press); 

Mäkikangas 

et al. (2010); 

Xanthopoulou

, Bakker, 

Demerouti, & 

Schaufeli 

(2009) 

Corollary 4 Lack of resources 

leads to defensive 

Halbesleben 

(2010); 

attempts to conserve 

remaining resources 

Halbesleben 

& Bowler 

(2007); 

Halbesleben 

& Wheeler 

(2011) 

Employees were satisfied with the support of their 

organization during the pandemic COVID 19, their 

psychological intimidation related to limited resources 

impacted by COVID 19 could be lowered [5]. Few 

samples of psychological resources in the organizational 

literature based on study by [24]are rewards, 

resiliencies, emotional intelligence, social supports, etc.   

2.4 Factors Decrease Job Insecurity and 

Psychological Health Caused by COVID-19 

Pandemic COVID 19 has broken many business 

sectors in many aspects; especially industrials provided 

services like hotels, public transportation, etc. The 

situation could direct to several changes in many levels, 

from individual to organizations. A study of COVID 19 

implication to hospitality workforce based on literature 

review, has concluded tentatively that there might be 

behavioral changes in many hospitality stakeholders, but 

it still put in a big question mark [4]. Based on the 

explanation of the COR theory, employees are strongly 

encourages in identified and developed their resources; 

social supports and individual characteristics. Few 

factors to be encouraged to employees in downsizing 

the negative impact of job insecurity are: 

2.4.1. Resilience 

According to the COR theory, employees could 

handle their job stressor when they have adequate 

personal and social resources [13]. Resilience itself 

could be defined as an individual feature resource that 

can buffer negative impact of perceived stress. It is an 

important individual attribute that could help employee 

in managing different situation which have uncontrolled 

changed in life. Employees who have strong 

psychological resilience will respond quicker to change 

by using their resilience as a psychological resource, 

comparing to whom only have low psychological 

resilience [25]. 

A research study in China during the pandemic 

COVID 19 which investigates the relationship between 

psychological resilience and mental health found that 

psychological distress among the population during the 

COVID 19 pandemic is negatively correlated. It is one 

of the important resources for psychological 

intervention in public health emergency [26]. Besides, 

in tourism sector, employees’ level of resilience could 

act as a positive mechanism to moderate the stress effect 
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from their job insecurity which then has an in line 

influence as expected on performance outcome [27]. 

 2.4.2. Organizational Support 

To achieve the organization goals, employees’ 

performance outcome is considered important. 

Provision of support especially during the pandemic 

COVID 19 which caused psychological problems and 

mental health which could lead to job insecurity or even 

the opposite relation, the organization condition might 

influence the achieved target of the employees. The 

work environment could have an indirect effect on the 

employee performance outcomes including productivity 

[28].  

Organization, indeed, need to provide 

encouragement to the employees to ensure sustainable 

development of the organization. In some cases, during 

the COVID 19 Pandemic, supports form the 

organization could also be seen as a part of corporate 

social responsibility (CSR) [5]. Furthermore, it is also 

said that CSR and contribution of the organization to 

resolving urgent global environmental and social dares 

could be offered by the organizations to their employee. 

When the employees faced psychological problems 

during the COVID 19 and burden themselves to job 

insecurity, organizational supports is very influential 

and urgent. This will mean deeply for the employees, so 

they will put more efforts in contribute more to the 

organization.  

The theoretical tenets of COR theory as mentioned 

previously stated loss and actual loss of resources 

develop stress implies which say that employees in 

organizations can experience of losing valued resources, 

but then higher level inducements from their 

organizations are likely to be stronger than other whom 

do not get the inducements [25]. In addition to that, he 

also find that social exchange theory, which he used for 

strengthening his argument, is also said that 

encouragement from the organization to the employees 

will create a trust relationship between two of them.   

Furthermore, study conducted by [5] showed 

employees’ satisfaction with the organization’s COVID 

19 response has provided significant influences to 

relation of job insecurity to the job performance. On the 

other hand, resilience as employees’ individual 

characteristic has a positive impact to the job 

performance and moderated negative impact of 

relationship between job insecurity and depression [13]. 

2.4.3. Self-Efficacy 

Self-efficacy is referred to individual ability to belief 

that he could do the task [31]. Bandura in [29] classified 

self-efficacy in to two, which are high self-efficacy and 

low self-efficacy. Believe in ourselves is urgently 

required for every employee ideally. When the 

employee gives up and refuses a new task instructed by 

his supervisor describes before starting to do the task 

describes his low self-efficacy. On the other hand, when 

the employee is faced to a pressure which he might not 

find previously, for example, he is able to balance it 

well; this shows high self-efficacy.   

Research showed that the experiencing in the current 

situation like pandemic COVID 19 will upgrade the 

self-efficacy which later guide to work engagement in 

precautionary action [30]. To develop self-efficacy, 

employees are encourage to practices, seeing other 

competencies and motivate through appropriate social 

approach.  Organization has a crucial role in motivating 

the employees to develop their self-efficacy since this 

attribute will sustain the organizational mandate.  

2.4.4. Motivation 

According to [31] motivation is the key for an 

organization to be able to successfully maintain the 

continuity of work in the organization to survive. 

Motivation can be in the form of guidance and direction 

for resources through rewards to meet the needs of life 

so that employees are inspired and interested in working 

in the desired way. Motivation can also define as a 

process of generating behavior, maintaining the ability 

to behave and channeling that behavior into specific 

actions. Thus, in work, motives (needs and desires) are 

the impetus for someone to act. Motivation is a process 

in which hierarchical needs encourage a person to carry 

out a series of activities in his actions that aim to 

achieve certain results in fulfilling his life needs. 

Motivation is figuring a need inside the employees 

and helps them to reach it in a smooth process. 

Motivating the staff leads to broaden their skill to meet 

the organizational demands [31]. 

Someone who has high work motivation will try to 

get his job done well. Work motivation creates 

enthusiasm and encouragement in work, therefore work 

motivation drives a person to work and show the best 

performance. A study conducted by [32] found that 

productivity and level of satisfaction of the employees 

as an employee performance  are declining due to 

unmotivated.  It was also suggested that organization 

need to find out what are items that could motivate the 

employees in order to have a high level of performance. 

3. CONCLUSION

The unseen COVID-19 virus has spread out rapidly 

and affected many sectors at every levels. This virus has 

even claimed the lives of very large numbers. This rises 

off course concerned to every level of environment, 

from individual to the organizations, from employees to 

the companies generally. For some reasons, this 

situation put more threaten to the employees who are 
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forced to continue working and serving other directly. 

The fear of being infected by the virus or even 

spreading the virus out to the relatives became a burden. 

Even though there have been efforts such as issuing a 

policy regarding working from home permits both from 

the government and also the offices in order to stop the 

covid-19 virus dissemination,  most of the employees 

still felt the psychological health pressure for them. 

They still found that the situation haunts them. They 

feel anxiety, depressed and stress during this COVID-19 

pandemic. This later might influence their performance 

as well as the organizations’. On the other hand, the 

pandemic situation they faced has pushed their offices 

to take actions which may not meet their expectations. 

Worrying about their job contract termination which 

later may make them lost their job is one of the crucial 

impact employees have to face. They found that their 

job insecurity is increased day by day.  

In order to cope with the situation, employees need 

to put more efforts. They need to know factors they 

could build to strengthen themselves. Three of them are 

psychological resilience, organizational supports and 

self-efficacy. These factors has been reviewed and 

proved from the previous studies conducted by many 

researchers. They also affirmed by conservation of 

resources theory which stated that everyone has 

resources to sustain the others. By having those three 

factors, it is believed the psychological impacts and the 

job insecurity founded by the employees can be lower. 

Therefore the employees need to find internal resources 

of them. They need to negotiate and ensure within 

themselves that they are able to cope the situation.  

Hereinafter, in practical, recommendation of this 

article can be taken as well for the leader of the 

companies. Managers should be able to find 

opportunities to provide motivation to the employees to 

construct and upgrade their psychological resilience and 

self-efficacy. Managers can also take obvious actions 

related to organizational supports provided for the 

employees during the pandemic COVID-19. Eventually, 

the managers need to seek effective strategies to help 

employees facing the emergency situation. In addition, 

consideration taken by the managers during the 

emergency situation related to business operation 

impacting directly to employees shall be done fairly. 

Looking at the unpredictable situation like COVID-19, 

managers can develop a contingency strategy with the 

details of implementations process involving the 

employees in case the same situation appears in the 

future. The theory behind analysis of factors that can 

demote the psychological health issues and job 

insecurity caused by COVID-19 has been clarified. This 

means this article has reinforced the theoretical 

implication.  
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