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Abstract: As a global pandemic, the novel coronavirus (COVID-19) has brought enormous challenges
to employees and organizations. Although numerous existing studies have highlighted that the
COVID-19 pandemic is a stressful event and empirically proved its detrimental effect on employee
turnover intention, few scholars have noted that this pandemic can deteriorate the external economic
and employment environment simultaneously, which may further complicate employees’ intentions
to leave or stay in the current organization. Drawing on event system theory and social cognitive
theory, this study aims to uncover two potential cognitive mechanisms of the complex impact of
COVID-19 event strength on employee turnover intention. To examine the proposed model, this
study employed a three-wave and time-lagged research design and collected data from a sample
of 432 employees of four Chinese companies from different industries. The findings indicated
that COVID-19 event strength was negatively related to perceived external employability, and
ultimately curbed employee turnover intention. Yet, COVID-19 event strength also negatively
predicted perceived organizational growth, thus influencing employees to exhibit intentions to
quit. Moreover, organizational identification not only attenuated the positive effect of perceived
external employability on turnover intention but also amplified the negative impact of perceived
organizational growth on turnover intention. Further, organizational identification moderated
the indirect effects of COVID-19 event strength on turnover intention through perceived external
employability and perceived organizational growth. This study provided a comprehensive insight
into scholars’ understanding of the COVID-19 downstream outcomes.

Keywords: COVID-19 event strength; perceived external employability; perceived organizational
growth; turnover intention; organizational identification

1. Introduction

As a global epidemic, the outbreak of the novel coronavirus (COVID-19), seen as
“a humanitarian crisis” and “the greatest test” since the 1940s [1], has caused a great
slowdown in global economic activities. According to recent estimates by the International
Labor Organization [2], the level of working hours is expected to be 4.2% below the pre-
pandemic level, equivalent to 123 million full-time jobs. This indicates that the COVID-19
pandemic not only posed significant challenges to organizations and influenced their
long-term development [3], but also potentially interfered with employees’ conduct in the
workplace. For instance, numerous studies have identified the detrimental effects of the
COVID-19 pandemic on several employee workplace behaviors, including organizational
deviance [4], avoidance coping behavior [5], and workplace cheating behavior [6]. Notably,
some scholars illuminated that, during such a hard era, how to retain qualified employees
also represents a major challenge for organizational practice [7,8]. Recent studies have
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empirically investigated that as a stressful event, the COVID-19 pandemic has damaged the
relationships between employees and organizations and stimulated employees’ negative
psychological states [9], which in turn may increase their turnover intention [10]. However,
these studies still have several limitations.

First, previous studies have proved that employees’ intentions to leave have been
increased due to the COVID-19 crisis [10,11]. Indeed, taking into account the external labor
market, the deteriorating economic environment has not only reduced job opportunities
but also forced a large number of employees to lose their existing jobs [12]. Thus, this
stressful event can also lead to intense competition in the job market, which may further
facilitate employees to place a high value on their current job. As such, it is conceivable that
the decision-making process for employees to leave or stay in an organization during the
epidemic is complicated. Nevertheless, extant studies have rarely addressed the potential
inhibitory effect of COVID-19 on employee turnover intention or uncovered this complex
process. Second, from the perspective of work stress, a majority of existing studies have
primarily revealed employees’ psychological mediators to explain how COVID-19 leads to
surges in turnover intention among employees, including emotional exhaustion [10], job
insecurity [13], and psychological anxiety [14]. However, the mediating mechanisms that
explain COVID-19 detrimental impacts have not been fully explored. Remarkably, little
scholarly attention has been paid to exploring whether such an event would exacerbate
employees’ turnover intentions by triggering their negative social cognitions. Hence, to fill
these gaps, it is essential to develop a more comprehensive model to explore whether, how,
and when COVID-19 event strength affects employee turnover intention.

In this study, we thus employ event system theory [15] and social cognitive the-
ory [16] as our overarching frameworks and propose a paradoxical cognitive mechanism
in accounting for the complex relationship between COVID-19 and employee turnover
intention. Specifically, this study theorizes that the overall strength of the COVID event
may threaten employees’ cognitive appraisals of their career development and reduce
subsequent intentions to leave current organization. Thus, as an important indicator of
employees’ potential for career development [17], perceived external employability, which
refers to employees’ beliefs about their competence in finding new employment in external
labor market [18], is imported to explain the mechanism linking COVID-19 to employees’
turnover intention in this study. Moreover, the undesirable impacts of the COVID-19 crisis
may not only involve employees’ career development but also spread to the organiza-
tions’ overall development [19]. During the COVID-19 outbreak, the deteriorating external
environment would hinder organizational sustainability development [20], which may
elicit employees’ negative cognitive evaluations of the growth of current organization and
engender their intentions to leave subsequently. This study thus speculates that perceived
organizational growth may be another pivotal cognitive mechanism in accounting for how
COVID-19 event strength affects employee turnover intention.

In addition, social cognitive theory states that affected by situational factors, employ-
ees with the same cognitive level behave differently [21]. Organizational identification
refers to employees’ perceptions of oneness with their organizations [22]. Strong identified
employees are inclined to be psychologically attached to their current organizations [23],
which may alter the strength of perceived external employability and perceived organi-
zational growth impact employee turnover intention. Therefore, this study proposes an
integrated framework to explain the complex impacts of COVID-19 event strength on
employee turnover intention with perceived external employability and organizational
growth as mediators and organizational identification as a moderator.

In this article, we first elaborate on how COVID-19 event strength is complicatedly
associated with employee turnover intention through perceived external employability
and perceived organizational growth. Then, we detail how organizational identification
moderates the two paths described above. After that, we report the findings of an empirical
study conducted on four companies in China and finally conclude by discussing the
theoretical and practical implications.
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2. Theoretical Background and Research Hypotheses
2.1. Event System Theory, COVID-19 Event Strength

Event system theory [15] states that the time, space, and strength of events that happen
in life and work have dynamic impacts on individuals’ psychological and behavioral
responses. In this study, we focus on exploring the aftereffects of COVID-19 event strength,
reflecting the degree to which individuals perceive this pandemic as meaningful and
impactful [4,15]. Based on event system theory, COVID-19 epidemic strength includes three
attributes: novelty, disruption, and criticality [15]. Among these attributes, COVID-19 event
novelty refers to the extent to which employees consider that the epidemic varies from
previous ones in that it creates new changes in job demands and makes it difficult for
established procedures to direct employees’ behaviors at work. COVID-19 event disruption
reflects the extent to which employees believe that the epidemic changes routine activities
of organizations or themselves. COVID-19 event criticality refers to employees’ perceptions
of priority of organizations or themselves in responding to the epidemic and the impacts of
COVID-19 on their goals.

To date, several recent studies have applied event system theory to explore the down-
stream outcomes of COVID-19 event strength in the workplace [4,24–26]. Due to the
suddenness of COVID-19 and its widespread impacts, this pandemic has obviously gen-
erated enormous challenges for employees’ work and life. As such, this study suggests
that event system theory can be an appropriate framework to unveil the mechanism of
COVID-19 event strength on employee turnover intention.

2.2. COVID-19 Event Strength, Perceived External Employability, and Turnover Intention

Perceived external employability is described as an employee’s self-perception about
finding a new job with another employer [17]. Previous research has revealed that poten-
tial for career advancement and flexibility, expertise compared with others, and obtained
development activities can be powerful signals for employees to assess their employabil-
ity [17,27]. In the context of COVID-19, the labor market slack caused by this ongoing
epidemic remains significant [10], which is also leading to the emergence of a formidable
and challenging environment for employee job transition [5]. Therefore, this study posits
that COVID-19 event strength can be a crucial indicator of predicting employee perceived
external employability.

Social cognitive theory suggests that there is a triangular interaction among the social
environment, individual cognition, and their behaviors [16]. Individuals tend to form
social cognitions to guide their subsequent behaviors through interpreting the information
obtained from social environment [16,28]. Given that the confluence of novelty, disruption,
and criticality reflects the overall strength of the COVID-19 event [15], this study further
speculates that employees who consider the COVID-19 pandemic as a vital event are
prone to shape negative perceptions of external employability in unique ways by its
three characteristics.

First, the COVID-19 event novelty focuses on provoking unexpected changes to work
processes and procedures, further placing new job requirements for employees [15]. Thus,
when employees perceive COVID-19 as novel, they may find it difficult to meet the evolv-
ing job demands with their usual work skills and experiences [4]. Therefore, such a sense
of incompetence may signal to employees that their career advancements are severe and
render their negative perceptions of external employability. Second, COVID-19 event dis-
ruption stresses the subversion of organizational and employees’ routine activities due
to the response and risks (e.g., lockdown, quarantine, traffic restrictions, and infection)
associated with the outbreak [15,29]. Strict containment measures have hampered economic
growth, especially increasing downside risks in the labor market [5,30]. Thus, employ-
ees experiencing high levels of COVID-19 event disruption are more likely to interpret
acquiring employment opportunities in the labor market as tough, resulting in low levels
of perceived external employability. Third, the COVID-19 event criticality reflects the
priority of employee response to this event and its impact on employees’ attainment of



Int. J. Environ. Res. Public Health 2022, 19, 8434 4 of 17

their long-term career success [5,15]. Employees who perceive the COVID-19 pandemic
as critical will to pay more energy and time coping with this crisis. Constantly changing
quarantine measures also have drastically reduced employees’ job training, resulting in
their original long-term career planning falling apart [4]. Accordingly, they are more likely
to have increased concerns about their career stability and development, and then perceive
scarce external employability [17]. Combining the above arguments about the novelty,
disruption, and criticality of the COVID-19 event, this study thus proposes:

Hypothesis 1a. COVID-19 event strength is negatively associated with perceived external employability.

Based on social cognitive theory [16], perceived low external employability may be
a key indicator in curbing employees’ intention to quit. In particular, employees with
low levels of external employability are liable to lack confidence in their capability to
seize alternative career development opportunities in the external labor market [31]. Such
negative perceptions of job alternatives may elicit employees to attach more importance
to their current job and be reluctant to leave their organizations [17,32]. In addition, the
postulated positive relationship between perceived external employability and turnover
intention has been explicitly confirmed by several empirical studies [27,33], which also
provides evidence for supporting the above argument. Consequently, this study proposes
the following:

Hypothesis 1b. Perceived external employability is positively associated with turnover intention.

Based on the above discussion, this study further proposes that the COVID-19 event
strength may decrease employees’ perceived external employability, which in turn reduces
their intentions to quit. This study thus assumes:

Hypothesis 1c. Perceived external employability mediates the relationship between COVID-19
event strength and turnover intention.

2.3. COVID-19 Event Strength, Perceived Organizational Growth, and Turnover Intention

As an important indicator of overall organizational sustainability performance, organi-
zational growth refers to the development of physical attributes as well as human resources
within an organization [34,35]. Considerable research on organizational growth has re-
vealed its positive impacts on the reputation of an organization, employees’ productivity,
and behaviors [35–37]. Given that the rapid spread of COVID-19 has brought uncertainties
to the economic environment and interrupted organizations’ business sustainability [7], this
study thus argues that COVID-19 event strength may be a crucial predictor for employees
to estimate the growth of current organization.

In line with event system theory and social cognitive theory, COVID-19 event strength
may decrease employee perceived organizational growth in three paths. First, as out-
lined above, employees who perceive COVID-19 as novel are prone to interpret that their
organizations lack crisis management abilities and experiences in coping with this epi-
demic [38,39]. As a result, they are inclined to raise concerns about business continuity
and sustainable performance of their organizations, which evokes negative thoughts about
organizational growth [4,40]. Second, with regard to COVID-19 event disruption, scholars
have found that in response to the outbreak, many organizations have had to suspend their
daily production operations and commercial activities, which may damage their sustainable
development [4,7]. In this case, employees who experience high levels of COVID-19 event
disruption are more likely to develop a negative assessment of the current organizational
growth [37]. Third, when the COVID-19 epidemic is highly critical, organizations need to
prioritize resources for the epidemic prevention and control in their daily operations [25].
While most attention is mobilized to respond to the epidemic, resources allocated to orga-
nizational business development will be limited [41], impeding the attainments of their
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long-term goals. As such, employees tend to render more concerns about the growth of
their current organizations during this epidemic. Taken together, this study postulates
the following:

Hypothesis 2a. COVID-19 event strength is negatively associated with perceived organizational growth.

In accordance with social cognitive theory [16], this study further speculates the
increase in employees’ turnover intention as a key reaction to perceived low levels of
organizational growth. Specifically, as Feldman [42] noted, employees manage their careers
by focusing on long-term organizational growth. Employees who perceive low levels of
organizational growth are more likely to deem that their current organizations have diffi-
culties in providing them with adequate job resources and opportunities for future career
growth [43]. As a result, they may develop intentions to leave the current organization [44].
Moreover, when employees negatively estimate the outlook of their organizations, they are
more likely to find it difficult to get a competitive salary in current organizations [45,46],
which may further induce intentions to quit [47]. Based on the discussion above, this study
then hypothesizes:

Hypothesis 2b. Perceived organizational growth is negatively associated with turnover intention.

Combined with the above arguments, this study further predicts that the COVID-19
event strength may engender employees’ negative perceptions of the organizational growth,
and subsequently provokes their turnover intentions. Hence, this study posits:

Hypothesis 2c. Perceived organizational growth mediated the relationship between COVID-19
event strength and turnover intention.

2.4. The Moderating Role of Organizational Identification

Organizational identification reflects the extent to which organizational members
perceive overlap between themselves and organizational membership [22]. Numerous
previous studies have stated that employees who possess high levels of organizational iden-
tification are committed to adjusting their behaviors in accordance with the organization’s
expectations, such as increasing organizational citizenship behaviors [48], job crafting [49],
and creativity [50].

As social cognitive theory states [21,28], situational factors play determinant roles
in affecting the strength of internalizing cognitive to behavior. Therefore, this study sug-
gests that organizational identification can be regarded as a potential buffer for employees’
perceived external employability to influence turnover intention. Specifically, Karanika-
Murray et al. [51] indicated that as an affective bond, organizational identification reflects
the strength of the connection between employees and organizations. Compared to em-
ployees with low organization identification, strong identifiers have stronger affective
attachments to the current organization. Such attachment would amplify employees’ psy-
chological dependence on the organization [52,53], which is most notable when they have
difficulty obtaining external employment opportunities. In this case, employees are less
likely to generate intentions to quit. Moreover, Boon et al. [54] argued that employees with
a strong sense of organizational identification tend to define themselves regarding their
membership in the organization, and those employees are more likely to stay in their orga-
nization, especially when they are less able to obtain external employment opportunities.
As such, this study argues that organizational identification may attenuate the detrimental
effects of perceived external employability on turnover intention. Thus, the following
hypothesis is postulated:

Hypothesis 3a. Organizational identification moderates the positive relationship between perceived
external employability and turnover intention, such that the relationship is weakened more for
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employees with higher levels of organizational identification than employees with lower levels of
organizational identification.

Moreover, Ashforth et al. [55] suggested that employees who possess high levels of
organizational identification are prone to value the whole organization’s interests more than
their own interests. Thus, when organizationally identified employees perceived that severe
external events (e.g., the COVID-19 crisis) would have negative impacts on the sustainability
of organizational growth, they may be inclined to stay and take actions to improve the
development of the current organization rather than quit. Previous research has also shown
that organizational identification can be regarded as a pivotal factor affecting employees’
responses to stressful situations [56]. In this study, when facing a stressful circumstance in
which the future of current organization is tough, employees with strong organizational
identification are prone to develop confidence in the organization’s ability to get out of such
a dilemma. As such, they are less likely to generate intentions to quit. Combined with the
above arguments, it is logical to argue that employees who strongly identify themselves as
belonging to the current organization are unwilling to leave, even if they have a pessimistic
outlook on the organizational growth. Hence, this study hypothesizes the following:

Hypothesis 3b. Organizational identification moderates the negative relationship between per-
ceived organizational growth and turnover intention, such that the relationship is strengthened
more for employees with higher levels of organizational identification than employees with lower
levels of organizational identification.

2.5. An Integrative Model

To integrate the above hypotheses, this study proposes a moderated mediation frame-
work in which organizational identification moderates the mediating effects of perceived
external employability as well as perceived organizational growth on the relationship be-
tween COVID-19 event strength and turnover intention. Accordingly, this study proposes
the following hypotheses:

Hypothesis 4a. Organizational identification moderates the mediating effect of perceived external
employability on the relationship between COVID-19 event strength and turnover intention, such
that the mediating effect is strengthened more for employees with lower levels of organizational
identification than employees with higher levels of organizational identification.

Hypothesis 4b. Organizational identification moderates the mediating effect of perceived organiza-
tional growth on the relationship between COVID-19 event strength and turnover intention, such
that the mediating effect is strengthened more for employees with higher levels of organizational
identification than employees with lower levels of organizational identification.

Our theoretical model is displayed in Figure 1.
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3. Methods and Measures
3.1. Sample and Procedure

Given that our study focused on exploring the impact of COVID-19 on employee
turnover intention, we conducted a survey of four companies in different industries that
were susceptible to the pandemic (e.g., catering and tourism). The data collection began in
March 2022 and ended in April 2022. To comply with the targeted companies’ antiepidemic
policy, we used online survey (Wenjuanxing) and meeting (VooV Meeting) platforms to
conduct the survey. With the assistance of each company’s human resource department,
we obtained an initial list of 544 participants. At the beginning of formal survey, this study
introduced the purpose, anonymity, and confidentiality of our survey to all participants
through the online meeting. Then, to ensure the authenticity and quality of data, we asked
all participants to fill out the questionnaire by scanning the QR code with their WeChat
and matched each of them with a unique five-digit password.

To alleviate concerns about common method bias, we collected data from three time
points, maintaining a two-week interval for each wave. At Time 1, 492 participants reported
COVID-19 event strength, organizational identification, perceived insider status, and pro-
vided basic demographic information. At Time 2, 454 participants rated their perceptions
of external employability and organizational growth. At Time 3, 432 participants reported
their intentions to leave the current organization. Finally, we received 432 valid samples,
with an overall response rate of 79.41%. Table 1 illustrates the demographic statistics of
final samples in detail.

Table 1. Demographic statistics of the final sample (N = 432).

Variables N % Variables N %

Gender Educational background
Male 236 54.63 High school degree or below 58 13.43Female 196 45.37

Age Junior college degree 61 14.12
20–30 90 20.83 Bachelor degree 260 60.19
31–40 313 72.45 Master degree or above 53 12.26
>40 29 6.72 Industry

Years of work experience Catering 76 17.59
1–5 115 26.62 Tourism 127 29.40
6–10 243 56.25 Textile 137 31.71
>10 74 17.13 Appliance industries 92 21.30

Position Marital status
Employee 234 54.17 Unmarried 115 26.62
Supervisor 140 32.41 Married 269 62.27
Manager 58 13.42 Divorced 48 11.11

3.2. Measures

The translation and back-translation approach suggested by Brislin [57] was applied to
translate all measures from English to Chinese. Each item was measured on a seven-point
Likert scale (1 = strongly disagree to 7 = strongly agree), unless otherwise specified.

COVID-19 event strength. COVID-19 event strength was measured using an eleven-
item scale that included three dimensions: event novelty, event disruption, and event
criticality [15,58,59]. A sample item is “This COVID-19 pandemic requires me to change
the way I do my work”. To further explore whether these items can be aggregated into a
composite score, this study conducted a second-order confirmatory factor analysis (CFA).
The results indicated that the second-order CFA model can fit the data well (χ2 (41) = 1.046,
RMSEA = 0.010, SRMR = 0.016, CFI = 0.999, TLI = 0.999). Thus, following the suggestions
of Wong et al. [60] and Morgeson F. P. et al. [15], this study combined these items in an
additive fashion to reflect the overall strength of the COVID-19 event.

Perceived external employability. Perceived external employability was assessed using a
four-item scale from De Cuyper et al. [31]. A sample item is “It would not be very difficult
for me to get an equivalent job in a different organization”.
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Perceived organizational growth. This study adapted a three-item scale based on
Haque et al.’s [35] and Lee and Ha-Brookshire’s [37] work to measure perceived organiza-
tional growth. A sample item is “During the COVID-19 pandemic, my current company
has competitive advantages in its sales growth”.

Turnover intention. This study measured turnover intention with a four-item scale
developed by Kelloway et al. [61]. A sample item is “I don’t plan to be in the current
company much longer”.

Organizational identification. This study measured organizational identification using a
six-item scale from Edwards and Peccei [62]. A sample item is “I feel strong ties with the
current company”.

Control Variables. In alignment with prior research, this study included employees’
gender, age, educational level, years of work experience, type of current enterprise, position,
and marital status, as control variables [5,10,24,37]. Moreover, this study controlled for
employees’ perceived insider status, as it can affect their intention to remain in the current
organization [63]. This study measured perceived insider status with a six-item scale
developed by Stamper and Masterson [64]. A sample item is “I feel I am an ‘insider’ in the
current organization”.

4. Results
4.1. Preliminary Analyses

As the data in this study were collected from a single source, we conducted the Har-
man single factor analysis to examine whether common method variance would affect
the results. The results indicated that all the extracted factors accounted for 74.45% of the
variance, with the first factor accounting for 26.71% of it, which was less than the cutoff
value of 40%. Thus, this study is free from common method variance. Moreover, in line
with Scott et al.’s work [65], we calculated ICC (1) values to examine whether there is
sufficient variance across the four companies to warrant aggregation. The results indicated
that the ICC (1) values were: for COVID-19 event strength = −0.002; for perceived exter-
nal employability = −0.007; for perceived organizational growth = 0.00008; for turnover
intention = 0.010; and for organizational identification = −0.001, which were all less than
its threshold value of 0.12 [66]. Thus, it is conceivable that organization-related nesting
effects were not significant within our data.

4.2. Confirmatory Factor Analysis

This study further performed confirmatory factor analysis with Mplus 8.3 to confirm
the discriminant validity among the constructs. The results indicated that the model fitness
indices of hypothesized model provided adequate fit to the data, with χ2 (512) = 1.229,
RMSEA = 0.014, SRMR = 0.026, CFI = 0.996, TLI = 0.996. The standardized factor loading
of each item, each construct’s average variance extracted (AVE), and composite reliability
(CR) are presented in Table 2. The results showed that the values of factor loadings (ranged
from 0.675 to 0.930), AVE (ranged from 0.564 to 0.842), and CR (ranged from 0.888 to 0.970)
met the cut-off values of 0.50, 0.50, and 0.70, respectively [67,68]. Hence, it can be inferred
that this study fulfilled the item reliability, convergence validity, and internal consistency
requirements. The diagonal of Table 3 represents the square root of each variable’s AVE
value, which is higher than its correlation with other variables, thereby suggesting qualified
discriminant validity.
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Table 2. Confirmatory factor analysis: Items and factor loadings (N = 432).

Variables Items Standardized Loadings AVE CR

COVID-19 event
strength (CES)

CES1 0.764 0.564 0.934
CES2 0.739
CES3 0.741
CES4 0.759
CES5 0.751
CES6 0.774
CES7 0.768
CES8 0.753
CES9 0.762

CES10 0.768
CES11 0.675

Perceived external
employability (PEE)

PEE1 0.820 0.664 0.888
PEE2 0.823
PEE3 0.779
PEE4 0.837

Perceived organizational
growth (POS)

POG1 0.907 0.819 0.931
POG2 0.896
POG3 0.912

Turnover intention (TI)

TI1 0.877 0.765 0.929
TI2 0.887
TI3 0.874
TI4 0.861

Organizational
identification (OI)

OI1 0.930 0.842 0.970
OI2 0.900
OI3 0.909
OI4 0.925
OI5 0.916
OI6 0.925

Perceived insider
status (PIS)

PIS1 0.837 0.693 0.931
PIS2 0.820
PIS3 0.826
PIS4 0.817
PIS5 0.852
PIS6 0.841

Table 3. Means, standard deviations, and correlations of variables (N = 432).

Variables Mean SD 1 2 3 4 5 6 7 8 9 10 11 12 13

1. Gender 0.55 0.50
2. Age 33.97 4.40 −0.006

3. Education 2.71 0.85 0.125 ** 0.032
4. Experience 7.40 3.28 −0.068 0.696 ** −0.340 **
5. Industry 2.67 1.10 0.032 0.102 * −0.017 0.067
6. Position 1.59 0.72 −0.006 0.236 ** 0.025 0.181 ** 0.207 **
7. Marital

status 1.84 0.56 −0.003 0.500 ** 0.072 0.275 ** 0.110 * 0.140 **

8. PIS 3.65 1.24 0.031 0.013 −0.028 0.058 0.064 0.020 0.101 * 0.832
9. CES 3.64 0.98 −0.062 0.015 0.010 −0.006 −0.009 −0.035 −0.041 −0.002 0.751
10. PEE 4.12 1.32 −0.050 0.071 0.053 0.055 −0.003 0.075 0.017 −0.098* −0.326** 0.815
11. POG 3.69 1.74 0.009 −0.033 −0.010 0.014 0.032 −0.009 0.033 0.049 −0.300** 0.026 0.905

12. TI 4.16 1.50 −0.097* 0.082 −0.032 0.036 −0.001 0.001 −0.020 −0.335** 0.009 0.161 ** −0.362** 0.875
13. OI 4.02 1.85 0.124 * −0.041 −0.004 −0.038 0.009 0.017 0.011 0.270 ** 0.030 −0.077 0.066 −0.542** 0.918

Note: * p < 0.05, ** p < 0.01 (two-tail test). The diagonal represents the discriminant validity.

4.3. Descriptive Statistics

The descriptive statistics and inter-correlations among all study variables are depicted
in Table 3. In general, the patterns of correlations were as expected. COVID-19 event
strength was negatively related to perceived external employability (r = −0.326, p < 0.01)
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and perceived organizational growth (r = −0.300, p < 0.01). Further, perceived external em-
ployability was positively related to turnover intention (r = 0.161, p < 0.01), while perceived
organizational growth was negatively related to turnover intention (r = −0.362, p < 0.01).

4.4. Hypotheses Testing

Mplus 8.3 was utilized to test all the proposed hypotheses. After introducing employee
gender, age, educational level, years of work experience, type of current enterprise, position,
marital status, and perceived insider status as control variables, we used hierarchical
multiple regression to test the main, mediation, and moderation effects. In particular,
we included organizational identification as an additional control variable for turnover
intention before testing for moderation effects. As shown in Table 4, the results showed
that COVID-19 event strength was significantly negatively related to perceived external
employability (β = −0.331, p < 0.001, in Model 1), which in turn was positively associated
with turnover intention (β = 0.105, p < 0.01, in Model 5). Thus, H1a and H1b were
supported. Similarly, COVID-19 event strength had a significant and negative association
with perceived organizational growth (β = −0.298, p < 0.001, in Model 2), and perceived
organizational growth had a significant and negative association with turnover intention
(β = −0.318, p < 0.001, in Model 6), thereby indicating support for H2a and H2b. Then,
we adopt a bootstrap method to examine the indirect effect of COVID-19 event strength
on turnover intention via perceived external employability and perceived organizational
growth. Results in Table 5 indicate that the indirect effect of COVID-19 event strength
on turnover intention via perceived external employability was significant (β = −0.050,
95% CI = [−0.090, −0.011]), supporting H1c. Similarly, H2c, which predicted that perceived
organizational growth mediates the link between COVID-19 event strength and turnover
intention, was also supported (β = 0.155, 95% CI = [0.095, 0.215]).

Table 4. Regression results of main, mediation, and moderation effects (N = 432).

Variables
PEE POG TI

Model 1 Model 2 Model 3 Model 4 Model 5 Model 6 Model 7 Model 8

Gender −0.073 −0.010 −0.028 −0.027 −0.023 −0.027 −0.079 −0.129
Age 0.049 −0.105 0.144 * 0.142 * 0.142 * 0.102 0.035 0.027

Education 0.079 0.023 −0.066 −0.066 −0.074 −0.059 −0.116 −0.107
Experience 0.048 0.080 −0.085 −0.084 −0.091 −0.054 −0.028 −0.025

Industry −0.011 0.033 0.011 0.011 0.013 0.022 0.033 0.014
Position 0.049 −0.024 0.000 0.000 −0.007 −0.005 −0.028 −0.010

Marital status −0.036 0.045 −0.040 −0.038 −0.038 −0.019 −0.050 −0.003
PIS −0.094 0.040 −0.200 *** −0.200 *** −0.191 *** −0.193 *** −0.223 *** −0.225 ***
CES −0.331 *** −0.298 *** 0.018 −0.076 −0.052
PEE 0.105 ** 0.114 ** 0.404 ***
POG −0.318 *** −0.290 *** −0.145 *

OI −0.482 *** −0.482 *** −0.477 *** −0.463 *** −0.370 *** 0.026
PEE × OI −0.072 **
POG × OI −0.034 *

R2 0.134 *** 0.098 *** 0.342 *** 0.342 *** 0.353 *** 0.442 *** 0.457 *** 0.479 ***

Note: * p < 0.05, ** p < 0.01, *** p < 0.001. Standardized coefficients were reported.

Table 5. Bootstrapping test for mediation effects (N = 432).

Paths Estimates S.E. p-Values 95% CI

CES→ PEE→ TI −0.050 0.020 0.012 [−0.090, −0.011]
CES→ POG→ TI 0.155 0.031 0.000 [0.095, 0.215]

Regarding the moderation effect of organizational identification, the results presented
in Table 4 showed that the interaction of perceived external employability and orga-
nizational identification was negatively and significantly related to turnover intention
(β = −0.072, p < 0.01, in Model 8). Following the suggestion of Aiken and West [69], this
study further performed a simple slope analysis (see Figure 2) to depict the moderating
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role of organizational identification on the relationship between perceived external employ-
ability and turnover intention. The positive effect of perceived external employability on
turnover intention was stronger when employees possessed lower levels of organizational
identification. Likewise, the interaction of perceived organizational growth and organiza-
tional identification was negatively and significantly associated with turnover intention
(β = −0.034, p < 0.05, in Model 8). As Figure 3 illustrates, the negative relationship between
perceived organizational growth and turnover intention was stronger for employees with
higher levels of organizational identification. Consequently, H3a and H3b were supported.
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To further test the moderated mediating hypotheses, we performed a bootstrapping-
based analytic approach. As shown in Table 6, for employees with high levels of organi-
zational identification, the indirect effect of COVID-19 event strength on their turnover
intention via perceived external employability was significant (indirect effect = −0.146,
95% CI = [−0.217, −0.086], excluding zero). For employees who possessed low levels
of organizational identification, the indirect effect was stronger and significant (indirect
effect = −0.209, 95% CI = [−0.319, −0.117], excluding zero). The difference between the
two indirect effects was also significant (∆ indirect effect = 0.063, 95% CI = [0.021, 0.098],
excluding zero). Thus, H4a was supported. Results in Table 6 also indicated that the
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indirect effect of COVID-19 event strength on turnover intention through perceived or-
ganizational growth was significantly positive only when organizational identification
was high (indirect effect = 0.096, 95% CI = [0.007,0.136], excluding zero). Although when
organizational identification was low, such an indirect effect was not significant (indirect
effect = 0.059, 95% CI = [−0.024,0.129], including zero), the difference between the two
indirect effects was significant (∆ indirect effect = 0.063, 95% CI = [0.021, 0.098], excluding
zero), providing support for H4b.

Table 6. Bootstrapping test for moderated mediation effects (N = 432).

Paths Organizational Identification Estimates S.E. 95% CI

CES→ PEE→ TI
Low (mean—1 SD) −0.209 0.056 [−0.319, −0.117]
High (mean + 1 SD) −0.146 0.036 [−0.217, −0.086]

Differences between low and high 0.063 0.021 [0.021, 0.098]

CES→ POG→ TI
Low (mean—1 SD) 0.059 0.043 [−0.024, 0.129]
High (mean + 1 SD) 0.096 0.030 [0.007, 0.136]

Differences between low and high 0.037 0.018 [0.001, 0.067]

5. Discussion

Drawing upon event system theory and social cognitive theory, this study proposed
and examined how employees’ assessments of COVID-19 event strength affect their
turnover intention in a complex manner with two paradoxical paths: a retention path
through decreasing perceived external employability and a turnover path through reducing
perceived organizational growth. As predicted, the findings revealed that COVID-19 event
strength can decrease employees’ turnover intention by triggering their negative percep-
tions of external employability, but increasing their turnover intention through stimulating
their perceived little organizational growth. Furthermore, the findings demonstrated the
conditional indirect effect of COVID-19 event strength on turnover intention via perceived
external employability and perceived organizational growth at separate values of organiza-
tional identification.

5.1. Theoretical Implications

This study contributes to the growing research on the COVID-19 event in several
ways. First, our findings contribute to the existing research on the COVID-19 event by
revealing its complex impacts on employee turnover intention. Previous research has con-
sistently advocated that turnover intention was relatively prevalent during the COVID-19
pandemic [10,11,70]. In accord with prior scholars, this study illustrated a turnover path by
introducing employee-perceived organizational growth as a mediator. Furthermore, this
study also demonstrated the existence of another retention path. Specifically, this study
found that the COVID-19 event strength can decrease employees’ perceptions of external
employability, subsequently contributing to reducing the risk of turnover. Our work also
responds to the call for exploring the challenges and opportunities COVID-19 poses to
employee career management from a more holistic view [7].

Second, this research sheds light on perceived organizational growth as a pivotal
mediating mechanism in accounting for how COVID-19 event strength provokes employee
intention to leave. Most of the extant studies have explored the detrimental impacts of
COVID-19 on employee behavior by conceptualizing it as employees’ work or psychological
stressors [4,24,71]. However, little research has realized that the COVID-19 crisis can also
be regarded as a stressful event that hinders organizational growth. This study advocates
that the COVID-19 crisis has not only caused concerns for employees, but also posed
numerous challenges to organizations. As such, employees would negatively evaluate
the current organizational growth, and then are more likely to leave the organization. By
uncovering the mediating role of perceived organizational growth, this study extends
previous scholarly research on the adverse impacts of the COVID-19 pandemic [72].
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Third, by considering organizational identification as a moderator, this study con-
tributes to the research on boundary conditions of how the COVID-19 crisis affects em-
ployee intention to leave. Although previous studies have noticed the key factors that
can affect the impacts of COVID-19, most of them examined the individual differences in
personality such as resilience [73], mindfulness [9], and adaptive ability [74]. Following
the call by Liu D. et al. [24], this research focused on a moderator regarding organization
(i.e., organizational identification) and examined it as a buffer against the adverse effects
of COVID-19 on employee turnover intention. Our findings demonstrate that employ-
ees with high levels of organizational identification are reluctant to voluntarily leave the
current organization when they perceive low employability in the external labor market
or are not optimistic about the sustainable growth of the current organization due to the
COVID-19 event.

5.2. Practical Implications

This study not only examined the complex influences of COVID-19 event strength on
employee turnover intention, but also provided viable solutions to management practice.
First, this study found that COVID-19 event strength can lead to employees’ negative
appraisals of the current organizational growth, and subsequent elicit intentions to leave.
This finding reinforced the importance of fostering employees’ enthusiasm for continu-
ous organization growth. For example, managers should put more effort into effective
crisis management and enhancing organizational resilience and readiness for changes
to cope with unanticipated events [35,75], which are conducive to achieving sustainable
performance and growth of the organization [76].

Second, this study revealed that organizational identification can be an effective
buffer against employees’ intention to quit the organization, most notable when they
perceive strong external employability or negatively evaluate organizational sustainability
performance. In line with previous research [56,77], our findings provide support for the
importance of nurturing employees’ identification with the organization. Accordingly, to
prevent employees’ strong intentions from leaving the organization, organizations should
endeavor to provide opportunities for employees to identify with the current organization,
including valuing long-term working relationships, maintaining fairness in organizational
decision-making, and arranging psychological capital training programs [78].

5.3. Limitations and Future Research

This study also has several limitations that should be considered in future research.
First, all constructs were inevitably measured from employees’ self-reporting, which may
raise concerns about common method bias and thus overstate the relationship between
variables [79]. Although this study collected data at three time points to mitigate this
concern, we cannot make conclusions about causality from such a design. For instance,
it is plausible that employees who negatively perceive their external employability may
describe the COVID-19 pandemic as a strong event since it harms their employability. As
such, longitudinal and multi-source designs are warranted in future work.

Second, the data collection in this study was primarily conducted from four com-
panies in the limited industries that were vulnerable to the COVID-19 event, including
catering, tourism, textile, and appliance industries. However, there are also a few industries
where companies and employees have gained tremendous growth opportunities from
COVID-19, such as healthcare and online offices. Indeed, more diversified research should
be implemented to explore the variability of findings across industries further.

Third, this research only introduced organizational identification as a boundary con-
dition of the influence of COVID-19 event strength on employee turnover intention and
could not rule out other factors that may also contribute to modifying the relationship.
Future research could include various factors as moderators in an effort to comprehensively
account for the strength of the influence of the COVID-19 event on employees’ cognition.
Furthermore, the decision-making process for employees to leave or stay in an organization
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during the COVID-19 epidemic is complicated. Future works are encouraged to examine
other alternative underlying mechanisms that link COVID-19 event strength and employee
turnover intention.

6. Conclusions

Drawing on event system theory and social cognitive theory, this study revealed the
complex effects of COVID-19 event strength on employee turnover intention by introducing
perceived external employability and perceived organizational growth as two potential
mechanisms. Moreover, this study confirmed that the extent to which perceived external
employability triggers employee turnover intention as well as the extent to which perceived
organizational growth decreases employee turnover intention were both moderated by
organizational identification. These findings add important value to the existing literature
and provide a new insight for scholars, organizations, and employees to understand the
effect of the COVID-19 pandemic.

Author Contributions: Conceptualization, H.D.; Investigation, H.D., X.Z. and W.W.; Methodology,
H.D.; Data curation, H.D., Y.Z. and X.Z.; Software, X.Z.; Writing–Original draft preparation, H.D.;
Writing–Reviewing and Editing, W.W., X.Z., Y.Z. and J.N. All authors have read and agreed to the
published version of the manuscript.

Funding: This research was funded by the Fundamental Research Funds for the Central Universities,
grant number 2021YJS064.

Institutional Review Board Statement: The study complied with research and publication ethical
guidelines, and we explained the purpose of our study to all respondents and assured them anonymity
and confidentiality.

Informed Consent Statement: Informed consent was obtained from the participants involved in
the study.

Data Availability Statement: The data used in this research are available on request from the
corresponding author. The data are not publicly available due to privacy issues.

Acknowledgments: We would like to express our sincere gratitude to Yuhuan Xia (Beijing Jiaotong
University) for his suggestions and review support throughout the study.

Conflicts of Interest: The authors declare no conflict of interest.

References
1. United Nations Association of the United States of America. The United Nations & COVID-19 Global Health Emergency. 2020.

Available online: https://unausa.org/un-covid-19-response (accessed on 1 January 2022).
2. International Labor Organization. ILO Monitor on the World of Work. Ninth Edition. 2022. Available online: https://www.ilo.

org/global/publications/books/WCMS_845642/lang--pt/index.htm (accessed on 23 May 2022).
3. Gourinchas, P.-O. Flattening the pandemic and recession curves. In Mitigating the COVID Economic Crisis: Act Fast and Do Whatever;

Centre for Economic Policy Research: London, UK, 2020.
4. Lin, W.; Shao, Y.; Li, G.; Guo, Y.; Zhan, X. The psychological implications of COVID-19 on employee job insecurity and its

consequences: The mitigating role of organization adaptive practices. J. Appl. Psychol. 2021, 106, 317–329. [CrossRef] [PubMed]
5. Yin, J.; Ni, Y. COVID-19 event strength, psychological safety, and avoidance coping behaviors for employees in the tourism

industry. J. Hosp. Tour. Manag. 2021, 47, 431–442. [CrossRef]
6. Hillebrandt, A.; Barclay, L.J. How COVID-19 can promote workplace cheating behavior via employee anxiety and self-interest:

And how prosocial messages may overcome this effect. J. Organ. Behav. 2022, 43, 858–877. [CrossRef] [PubMed]
7. Hamouche, S. Human resource management and the COVID-19 crisis: Implications, challenges, opportunities, and future

organizational directions. J. Manag. Organ. 2021, 1, 1–16. [CrossRef]
8. Ngoc Su, D.; Luc Tra, D.; Thi Huynh, H.M.; Nguyen, H.H.T.; O’Mahony, B. Enhancing resilience in the COVID-19 crisis: Lessons

from human resource management practices in Vietnam. Curr. Issues Tour. 2021, 24, 3189–3205. [CrossRef]
9. Chen, H.; Eyoun, K. Do mindfulness and perceived organizational support work? Fear of COVID-19 on restaurant frontline

employees’ job insecurity and emotional exhaustion. Int. J. Hosp. Manag. 2021, 94, 102850. [CrossRef]
10. Abdalla, M.J.; Said, H.; Ali, L.; Ali, F.; Chen, X.L. COVID-19 and unpaid leave: Impacts of psychological contract breach on

organizational distrust and turnover intention: Mediating role of emotional exhaustion. Tour. Manag. Perspect. 2021, 39, 100854.
[CrossRef]

https://unausa.org/un-covid-19-response
https://www.ilo.org/global/publications/books/WCMS_845642/lang--pt/index.htm
https://www.ilo.org/global/publications/books/WCMS_845642/lang--pt/index.htm
http://doi.org/10.1037/apl0000896
http://www.ncbi.nlm.nih.gov/pubmed/33871269
http://doi.org/10.1016/j.jhtm.2021.04.017
http://doi.org/10.1002/job.2612
http://www.ncbi.nlm.nih.gov/pubmed/35574191
http://doi.org/10.1017/jmo.2021.15
http://doi.org/10.1080/13683500.2020.1863930
http://doi.org/10.1016/j.ijhm.2020.102850
http://doi.org/10.1016/j.tmp.2021.100854


Int. J. Environ. Res. Public Health 2022, 19, 8434 15 of 17

11. Hou, H.; Pei, Y.F.; Yang, Y.M.; Lu, L.L.; Yan, W.J.; Gao, X.Y.; Wang, W. Factors associated with turnover intention among healthcare
workers during the coronavirus disease 2019 (COVID-19) pandemic in China. Risk Manag. Healthc. Policy 2021, 14, 4953–4965.
[CrossRef]

12. International Labor Organization. ILO Monitor: COVID-19 and the World of Work. 2021. Available online: https://www.ilo.org/
global/topics/coronavirus/impacts-and-responses/WCMS_824092 (accessed on 27 October 2021).

13. Mahmoud, A.B.; Reisel, W.D.; Fuxman, L.; Hack-Polay, D. Locus of control as a moderator of the effects of COVID-19 perceptions
on job insecurity, psychosocial, organisational, and job outcomes for MENA region hospitality employees. Eur. Manag. Rev.
2021, 1–20. [CrossRef]

14. Irshad, M.; Khattak, S.A.; Hassan, M.M.; Majeed, M.; Bashir, S. How perceived threat of COVID-19 causes turnover intention
among Pakistani nurses: A moderation and mediation analysis. Int. J. Ment. Health Nurs. 2021, 30, 350.

15. Morgeson, F.P.; Mitchell, T.R.; Liu, D. Event system theory: An event-oriented approach to the organizational sciences.
Acad. Manag. Rev. 2015, 40, 515–537. [CrossRef]

16. Bandura, A. Social Foundations of Thought and Action: A Social Cognitive Theory; Prentice-Hall: Englewood Cliffs, NJ, USA, 1986.
17. Nelissen, J.; Forrier, A.; Verbruggen, M. Employee development and voluntary turnover: Testing the employability paradox.

Hum. Resour. Manag. J. 2017, 27, 152–168. [CrossRef]
18. Rothwell, A.; Arnold, J. Self-perceived employability: Development and validation of a scale. Pers. Rev. 2007, 36, 23–41. [CrossRef]
19. Rai, S.S.; Rai, S.; Singh, N.K. Organizational resilience and social-economic sustainability: COVID-19 perspective. Environ. Dev.

Sustain. 2021, 23, 12006–12023. [CrossRef] [PubMed]
20. Su, R.; Obrenovic, B.; Du, J.; Godinic, D.; Khudaykulov, A. COVID-19 pandemic implications for corporate sustainability and

society: A literature review. Int. J. Environ. Res. Public Health 2022, 19, 1592. [CrossRef]
21. Aquino, K.; Freeman, D.; Reed, A.; Felps, W.; Lim, V.K. Testing a social-cognitive model of moral behavior: The interactive

influence of situations and moral identity centrality. J. Personal. Soc. Psychol. 2009, 97, 123–141. [CrossRef]
22. Mael, F.; Ashforth, B.E. Alumni and their alma mater: A partial test of the reformulated model of organizational identification.

J. Organ. Behav. 1992, 13, 103–123. [CrossRef]
23. Zhu, C.; Zhang, F. How does servant leadership fuel employee innovative behavior? A moderated mediation framework.

Asia Pac. J. Hum. Resour. 2020, 58, 356–377. [CrossRef]
24. Liu, D.; Chen, Y.; Li, N. Tackling the negative impact of COVID-19 on work engagement and taking charge: A multi-study

investigation of frontline health workers. J. Appl. Psychol. 2021, 106, 185–198. [CrossRef]
25. Zhou, J. How does COVID-19 pandemic strength influence work fatigue? The mediating role of occupational calling.

Curr. Psychol. 2022, 1–13. [CrossRef]
26. Wee, E.X.M.; Fehr, R. Compassion during difficult times: Team compassion behavior, suffering, supervisory dependence, and

employee voice during COVID-19. J. Appl. Psychol. 2021, 106, 1805–1820. [CrossRef] [PubMed]
27. Baranchenko, Y.; Xie, Y.; Lin, Z.; Lau, M.C.K.; Ma, J. Relationship between employability and turnover intention: The moderating

effects of organizational support and career orientation. J. Manag. Organ. 2020, 26, 241–262. [CrossRef]
28. Bandura, A. Social cognitive theory: An agentic perspective. Annu. Rev. Psychol. 2001, 52, 1–26. [CrossRef] [PubMed]
29. McFarland, L.A.; Reeves, S.; Porr, W.B.; Ployhart, R.E. Impact of the COVID-19 Pandemic on Job Search Behavior: An Event

Transition Perspective. J. Appl. Psychol. 2020, 105, 1207–1217. [CrossRef]
30. Biasi, M. COVID-19 and labour law in Italy. Eur. Labour Law J. 2020, 11, 306–313. [CrossRef]
31. De Cuyper, N.; Makikangas, A.; Kinnunen, U.; Mauno, S.; De Witte, H. Cross-lagged associations between perceived external

employability, job insecurity, and exhaustion: Testing gain and loss spirals according to the Conservation of Resources Theory.
J. Organ. Behav. 2012, 33, 770–788. [CrossRef]

32. Hom, P.W.; Griffeth, R.W.; Sellaro, C.L. The validity of mobley’s (1977) model of employee turnover. Organ. Behav. Hum. Perform.
1984, 34, 141–174. [CrossRef]

33. Zhang, X.Y.; Deng, H.; Xia, Y.H.; Lan, Y.Y. Employability paradox: The effect of development idiosyncratic deals on recipient
employees’ turnover intention. Front. Psychol. 2021, 12, 696309. [CrossRef]

34. Weinzimmer, L.G.; Nystrom, P.C.; Freeman, S.J. Measuring organizational growth: Issues, consequences and guidelines. J. Manag.
1998, 24, 235–262. [CrossRef]

35. Haque, M.D.; TitiAmayah, A.; Liu, L. The role of vision in organizational readiness for change and growth. Leadersh. Organ. Dev.
J. 2016, 37, 983–999. [CrossRef]

36. Lourenço, I.C.; Branco, M.C.; Curto, J.D.; Eugénio, T. How does the market value corporate sustainability performance? J. Bus.
Ethics 2012, 108, 417–428. [CrossRef]

37. Lee, S.H.N.; Ha-Brookshire, J. The effect of ethical climate and employees’ organizational citizenship behavior on U.S. fashion
retail organizations’ sustainability performance. Corp. Soc. Responsib. Environ. Manag. 2018, 25, 939–947. [CrossRef]

38. Schulman, P.R. Reliability, uncertainty and the management of error: New perspectives in the COVID-19 era. J. Contingencies
Crisis Manag. 2022, 30, 92–101. [CrossRef]

39. Thielsch, M.T.; Roseler, S.; Kirsch, J.; Lamers, C.; Hertel, G. Managing pandemics-demands, resources, and effective behaviors
within crisis management teams. Appl. Psychol.-Int. Rev.-Psychol. Appl.-Rev. Int. 2021, 70, 150–187. [CrossRef]

40. Akkermans, J.; Richardson, J.; Kraimer, M.L. The COVID-19 crisis as a career shock: Implications for careers and vocational
behavior. J. Vocat. Behav. 2020, 119, 103434. [CrossRef]

http://doi.org/10.2147/RMHP.S318106
https://www.ilo.org/global/topics/coronavirus/impacts-and-responses/WCMS_824092
https://www.ilo.org/global/topics/coronavirus/impacts-and-responses/WCMS_824092
http://doi.org/10.1111/emre.12494
http://doi.org/10.5465/amr.2012.0099
http://doi.org/10.1111/1748-8583.12136
http://doi.org/10.1108/00483480710716704
http://doi.org/10.1007/s10668-020-01154-6
http://www.ncbi.nlm.nih.gov/pubmed/33519297
http://doi.org/10.3390/ijerph19031592
http://doi.org/10.1037/a0015406
http://doi.org/10.1002/job.4030130202
http://doi.org/10.1111/1744-7941.12227
http://doi.org/10.1037/apl0000866
http://doi.org/10.1007/s12144-022-02846-0
http://doi.org/10.1037/apl0001001
http://www.ncbi.nlm.nih.gov/pubmed/34968091
http://doi.org/10.1017/jmo.2019.77
http://doi.org/10.1146/annurev.psych.52.1.1
http://www.ncbi.nlm.nih.gov/pubmed/11148297
http://doi.org/10.1037/apl0000782
http://doi.org/10.1177/2031952520934569
http://doi.org/10.1002/job.1800
http://doi.org/10.1016/0030-5073(84)90001-1
http://doi.org/10.3389/fpsyg.2021.696309
http://doi.org/10.1177/014920639802400205
http://doi.org/10.1108/LODJ-01-2015-0003
http://doi.org/10.1007/s10551-011-1102-8
http://doi.org/10.1002/csr.1510
http://doi.org/10.1111/1468-5973.12356
http://doi.org/10.1111/apps.12303
http://doi.org/10.1016/j.jvb.2020.103434


Int. J. Environ. Res. Public Health 2022, 19, 8434 16 of 17

41. Makiniemi, J.P.; Oksanen, A.; Makikangas, A. Loneliness and well-being during the COVID-19 pandemic: The moderating roles
of personal, social and organizational resources on perceived stress and exhaustion among finnish university employees. Int. J.
Environ. Res. Public Health 2021, 18, 7146. [CrossRef]

42. Feldman, D.C. Managing careers in downsizing firms. Hum. Resour. Manag. 1996, 35, 145–161. [CrossRef]
43. Weng, Q.; McElroy, J.C. Organizational career growth, affective occupational commitment and turnover intentions. J. Vocat. Behav.

2012, 80, 256–265. [CrossRef]
44. De Cuyper, N.; Mauno, S.; Kinnunen, U.; Makikangas, A. The role of job resources in the relation between perceived employability

and turnover intention: A prospective two-sample study. J. Vocat. Behav. 2011, 78, 253–263. [CrossRef]
45. Lewis, H.F.; Sexton, T.R.; Lock, K.A. Player salaries, organizational efficiency, and competitiveness in Major League Baseball.

J. Sports Econ. 2007, 8, 266–294. [CrossRef]
46. Hom, P.W.; Roberson, L.; Ellis, A.D. Challenging conventional wisdom about who quits: Revelations from corporate America.

J. Appl. Psychol. 2008, 93, 1–34. [CrossRef] [PubMed]
47. Guan, Y.J.; Wen, Y.R.; Chen, S.X.; Liu, H.Y.; Si, W.; Liu, Y.H.; Dong, Z.L. When do salary and job level predict career satisfaction

and turnover intention among Chinese managers? The role of perceived organizational career management and career anchor.
Eur. J. Work. Organ. Psychol. 2014, 23, 596–607. [CrossRef]

48. Mostafa, A.M.S. Ethical leadership and organizational citizenship behaviours: The moderating role of organizational identification.
Eur. J. Work. Organ. Psychol. 2018, 27, 441–449. [CrossRef]

49. Wang, H.-j.; Lu, C.-q.; Lu, L. Do people with traditional values suffer more from job insecurity? The moderating effects of
traditionality. Eur. J. Work. Organ. Psychol. 2014, 23, 107–117. [CrossRef]

50. Liu, W.X.; Zhang, P.C.; Liao, J.Q.; Hao, P.; Mao, J.H. Abusive supervision and employee creativity: The mediating role of
psychological safety and organizational identification. Manag. Decis. 2016, 54, 130–147. [CrossRef]

51. Karanika-Murray, M.; Duncan, N.; Pontes, H.M.; Griffiths, M.D. Organizational identification, work engagement, and job
satisfaction. J. Manag. Psychol. 2015, 30, 1019–1033. [CrossRef]

52. Lam, L.W.; Liu, Y. The identity-based explanation of affective commitment. J. Manag. Psychol. 2014, 29, 321–340. [CrossRef]
53. Hom, P.W.; Lee, T.W.; Shaw, J.D.; Hausknecht, J.P. One hundred years of employee turnover theory and research. J. Appl. Psychol.

2017, 102, 530–545. [CrossRef]
54. Boon, J.; Wynen, J.; Kleizen, B. What happens when the going gets tough? Linking change scepticism, organizational identification,

and turnover intentions. Public Manag. Rev. 2021, 23, 1056–1080. [CrossRef]
55. Ashforth, B.E.; Harrison, S.H.; Corley, K.G. Identification in organizations: An examination of four fundamental questions.

J. Manag. 2008, 34, 325–374. [CrossRef]
56. Goerdeler, K.J.; Wegge, J.; Schrod, N.; Bilinska, P.; Rudolf, M. “Yuck, that’s disgusting!”-“No, not to me!”: Antecedents of disgust

in geriatric care and its relation to emotional exhaustion and intention to leave. Motiv. Emot. 2015, 39, 247–259. [CrossRef]
57. Brislin, R.W. Translation and content analysis of oral and written material. In Handbook of Cross-Cultural Psychology; Trandis, H.C.,

Berry, J.W., Eds.; Allyn and Bacon: Boston, MA, USA, 1980.
58. Morgeson, F. The external leadership of self-managing teams: Intervening in the context of novel and disruptive events. J. Appl.

Psychol. 2005, 90, 497–508. [CrossRef] [PubMed]
59. Morgeson, F.P.; DeRue, D.S. Event criticality, urgency, and duration: Understanding how events disrupt teams and influence

team leader intervention. Leadersh. Q. 2006, 17, 271–287. [CrossRef]
60. Wong, C.-S.; Law, K.S.; Huang, G.-h. On the importance of conducting construct-level analysis for multidimensional constructs in

theory development and testing. J. Manag. 2008, 34, 744–764. [CrossRef]
61. Kelloway, E.K.; Gottlieb, B.H.; Barham, L. The source, nature, and direction of work and family conflict: A longitudinal

investigation. J. Occup. Health Psychol. 1999, 4, 337–346. [CrossRef]
62. Edwards, M.R.; Peccei, R. Organizational identification: Development and testing of a conceptually grounded measure. Eur. J.

Work. Organ. Psychol. 2007, 16, 25–57. [CrossRef]
63. Armstrong-Stassen, M.; Schlosser, F. Perceived organizational membership and the retention of older workers. J. Organ. Behav.

2011, 32, 319–344. [CrossRef]
64. Stamper, C.L.; Masterson, S.S. Insider or outsider? How employee perceptions of insider status affect their work behavior.

J. Organ. Behav. 2002, 23, 875–894. [CrossRef]
65. Scott, K.L.; Zagenczyk, T.J.; Schippers, M.; Purvis, R.L.; Cruz, K.S. Exclusion and Perceived Support. J. Manag. Stud. 2014, 51,

1235–1256. [CrossRef]
66. Ployhart, R.E.; Weekley, J.A.; Baughman, K. The structure and function of human capital emergence: A multilevel examination of

the Attraction–Selection–Attrition model. Acad. Manag. J. 2006, 49, 661–677. [CrossRef]
67. Fornell, C.; Larcker, D.F. Evaluating structural equation models with unobservable variables and measurement error. J. Mark. Res.

1981, 18, 39–50. [CrossRef]
68. Nunnally, J.C. Psychometric Theory 3E; Tata McGraw-Hill Education: New York, NY, USA, 1994.
69. Aiken, L.S.; West, S.G. Multiple Regression: Testing and Interpreting Interactions; Sage Publications: Thousand Oaks, CA, USA, 1991.
70. Nauman, S.; Zheng, C.; Ahmad, R. Employee career outlook and turnover: Unleashing the roles of career adaptability and career

satisfaction in international construction projects. J. Constr. Eng. Manag. 2021, 147, 4021150. [CrossRef]

http://doi.org/10.3390/ijerph18137146
http://doi.org/10.1002/(SICI)1099-050X(199622)35:2&lt;145::AID-HRM1&gt;3.0.CO;2-Y
http://doi.org/10.1016/j.jvb.2012.01.014
http://doi.org/10.1016/j.jvb.2010.09.008
http://doi.org/10.1177/1527002506286776
http://doi.org/10.1037/0021-9010.93.1.1
http://www.ncbi.nlm.nih.gov/pubmed/18211132
http://doi.org/10.1080/1359432X.2013.763403
http://doi.org/10.1080/1359432X.2018.1470088
http://doi.org/10.1080/1359432X.2012.712751
http://doi.org/10.1108/MD-09-2013-0443
http://doi.org/10.1108/JMP-11-2013-0359
http://doi.org/10.1108/JMP-02-2012-0036
http://doi.org/10.1037/apl0000103
http://doi.org/10.1080/14719037.2020.1722208
http://doi.org/10.1177/0149206308316059
http://doi.org/10.1007/s11031-014-9431-4
http://doi.org/10.1037/0021-9010.90.3.497
http://www.ncbi.nlm.nih.gov/pubmed/15910145
http://doi.org/10.1016/j.leaqua.2006.02.006
http://doi.org/10.1177/0149206307312506
http://doi.org/10.1037/1076-8998.4.4.337
http://doi.org/10.1080/13594320601088195
http://doi.org/10.1002/job.647
http://doi.org/10.1002/job.175
http://doi.org/10.1111/joms.12099
http://doi.org/10.5465/amj.2006.22083023
http://doi.org/10.1177/002224378101800104
http://doi.org/10.1061/(ASCE)CO.1943-7862.0002150


Int. J. Environ. Res. Public Health 2022, 19, 8434 17 of 17

71. Chen, C.C.; Zou, S.W.; Chen, M.H. The fear of being infected and fired: Examining the dual job stressors of hospitality employees
during COVID-19. Int. J. Hosp. Manag. 2022, 102, 103131. [CrossRef]

72. Ahorsu, D.K.; Lin, C.Y.; Imani, V.; Saffari, M.; Griffiths, M.D.; Pakpour, A.H. The fear of COVID-19 scale: Development and initial
validation. Int. J. Ment. Health Addict. 2020, 20, 1537–1545. [CrossRef] [PubMed]

73. Chan, A.C.Y.; Piehler, T.F.; Ho, G.W.K. Resilience and mental health during the COVID-19 pandemic: Findings from Minnesota
and Hong Kong. J. Affect. Disord. 2021, 295, 771–780. [CrossRef] [PubMed]

74. Ahmed, O.; Hossain, K.N.; Siddique, R.F.; Jobe, M.C. COVID-19 fear, stress, sleep quality and coping activities during lockdown,
and personality traits: A person-centered approach analysis. Personal. Individ. Differ. 2021, 178, 110873. [CrossRef]

75. Kim, Y. Building organizational resilience through strategic internal communication and organization–employee relationships.
J. Appl. Commun. Res. 2021, 49, 589–608. [CrossRef]

76. Rodriguez-Sanchez, A.; Guinot, J.; Chiva, R.; Lopez-Cabrales, A. How to emerge stronger: Antecedents and consequences of
organizational resilience. J. Manag. Organ. 2021, 27, 442–459. [CrossRef]

77. Huang, H.-T.; Lin, C.-P. Assessing ethical efficacy, workplace incivility, and turnover intention: A moderated-mediation model.
Rev. Manag. Sci. 2019, 13, 33–56. [CrossRef]

78. Schuh, S.C.; Van Quaquebeke, N.; Goritz, A.S.; Xin, K.R.; De Cremer, D.; van Dick, R. Mixed feelings, mixed blessing? How
ambivalence in organizational identification relates to employees’ regulatory focus and citizenship behaviors. Hum. Relat. 2016,
69, 2224–2249. [CrossRef]

79. Podsakoff, P.M.; MacKenzie, S.B.; Podsakoff, N.P. Sources of method bias in social science research and recommendations on how
to control it. Annu. Rev. Psychol. 2012, 63, 539–569. [CrossRef] [PubMed]

http://doi.org/10.1016/j.ijhm.2021.103131
http://doi.org/10.1007/s11469-020-00270-8
http://www.ncbi.nlm.nih.gov/pubmed/32226353
http://doi.org/10.1016/j.jad.2021.08.144
http://www.ncbi.nlm.nih.gov/pubmed/34517251
http://doi.org/10.1016/j.paid.2021.110873
http://doi.org/10.1080/00909882.2021.1910856
http://doi.org/10.1017/jmo.2019.5
http://doi.org/10.1007/s11846-017-0240-5
http://doi.org/10.1177/0018726716639117
http://doi.org/10.1146/annurev-psych-120710-100452
http://www.ncbi.nlm.nih.gov/pubmed/21838546

	Introduction 
	Theoretical Background and Research Hypotheses 
	Event System Theory, COVID-19 Event Strength 
	COVID-19 Event Strength, Perceived External Employability, and Turnover Intention 
	COVID-19 Event Strength, Perceived Organizational Growth, and Turnover Intention 
	The Moderating Role of Organizational Identification 
	An Integrative Model 

	Methods and Measures 
	Sample and Procedure 
	Measures 

	Results 
	Preliminary Analyses 
	Confirmatory Factor Analysis 
	Descriptive Statistics 
	Hypotheses Testing 

	Discussion 
	Theoretical Implications 
	Practical Implications 
	Limitations and Future Research 

	Conclusions 
	References

