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EMPLOYEE LIFE SATISFACTION:  
THE ROLE OF COVID-19-RELATED  

  FEAR AND WORRIES AND EMPLOYEE RESOURCESa*
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The aim of the study was to explore the factors that could alleviate the negative consequences of  
the COVID-19 pandemic on employee life satisfaction. We analyzed personal resources such as belief 
in free will and self-evaluated work efficiency, as well as condition and energy resources related to wor-
king conditions (i.e., employment stability, remuneration, and change on mode of work) as moderators 
of the relationship between COVID-19 fear and COVID-19 worries and life satisfaction. The results 
showed that life satisfaction among employees was negatively associated with COVID-19 worries, 
belief in free will and remuneration level. However, it was not associated with COVID-19 fear. The 
results also indicate that belief in free will may be a personal resource that increases life satisfaction 
only when the level of this arousal is low in the case of worries of COVID-19.
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During the COVID-19 pandemic, employees were confronted by an unprece-
dented sense of uncertainty, which considerably increased the level of stress and led 
to a decrease in the sense of security. Some of the employees lost their jobs (cf. GfK,
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20201), and many feared that they would lose their jobs (cf. Pracuj.pl, 20202). This 
makes it an immensely important research problem to identify the factors that might 
alleviate the negative consequences of the pandemic situation for the well-being of 
employees.bc 

The study presented in this article was meant to answer the following ques-
tions: Are COVID-19 fear and COVID-19 worries related to employee life  
satisfaction, and if so, how? Do personal resources such as belief in free will and  
self-evaluated work efficiency moderate the relationship between COVID-19 fear  
and COVID-19 worries and life satisfaction? Does the condition and energy resources 
related to working conditions moderate the relationship between COVID-19 fear and  
COVID-19 worries and life satisfaction? In order to answer these questions, we 
conducted a correlational study. The theoretical basis and the methodology of the 
study are presented below.

COVID-19 Fear and Worries, and Well-Being

A pandemic alters the way people function on a daily basis, both in their pri-
vate and professional lives (Serafini et al., 2020) and, especially in its first stage, 
it causes an increase in fear and anxiety associated with the threat of an unknown 
disease (Epstein, 2021). The panic caused by COVID-19 is to a great extent a fear 
of losing one’s health and life, at the root of which there is the universal feeling 
of terror present—namely, the fear of death (Solomon et al., 1991). The threat of 
a serious disease may justify the fear of death and scholars of Terror Management 
Theory (TMT) claim that terror is in fact naturally present in everyone’s life. The 
threat of death suffices to make people aware of their own mortality (Solomon et al., 
1991). The emergence of COVID-19 and the consequent exposure to media debate 
and everyday conversations relating to it also make people aware that their lives are 
extremely fragile and that it is impossible to cheat death (Pyszczynski et al., 2021).

Experiencing terror may result in negative emotional outcomes (Solomon et al., 
1991), such as COVID-19 fear, which entails concerns for one’s physical health and 
safety, and COVID-19 worries, which refer to the feeling of insecurity regarding 
what the future might bring and how everyday life might change in terms of work, 
social contacts or self-development, for example. The first studies on the conse-

1 The survey was conducted between March 20 and 23, 2020, using the CAWI method on  
a representative random-quota sample of N = 500 Polish respondents.

2 The survey was conducted between April 23 and 28, 2020, using the CAWI method on a sample 
of N = 1894 (users of Pracuj.pl portal).
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quences of life during the COVID-19 pandemic indicate that the pandemic has 
caused a decrease in the well-being of people all over the world (Germany: Gerhold, 
2020; USA: The Marist College Institute for Public Opinion, 2020), and therefore, 
based on the preliminary findings of those studies, we expected that also in Poland 
there would be a negative relationship between COVID-19 fear and COVID-19 
worries and life satisfaction.

Personal, Condition, and Energy Resources Supporting Well-Being  
in Health Crisis

In accordance with TMT as well as with the Conservation of Resources Theory 
(CRT) people use different resources in order to cope with fear and worries and to 
reduce them to a psychologically acceptable level (Hobfoll et al., 2018; Pyszczynski 
et al., 2021; Solomon et al., 1991). During the COVID-19 pandemic, some resources 
may have served employees in a specific way to help them cope with the situation. 
On the one hand, such resources may include personal resources related to regaining 
a sense of control, e.g. belief in free will, and positive self-concepts, e.g. self-eval-
uated work efficiency; on the other hand, condition and energy resources related to 
working conditions. 

A personal resource that is significant for well-being and coping with the stress 
of every human being is the belief in free will, which refers to the sense of responsi-
bility for the things that happen in one’s life and for the actions one takes (Baumeister 
& Brewer, 2012; Carey & Paulhus, 2013). It appears that higher levels of belief 
in free will promote a greater sense of personal control (Gooding et al., 2017),  
a beneficial effect on health, while also being associated with a lower tendency to 
develop panic disorders or experience depressive symptoms (Ent & Baumeister, 
2014). Belief in free will may also be an important aspect of an employee’s per-
formance at work and subjective well-being: the stronger the belief in free will,  
the higher the levels of employee performance (Stillman et al., 2010), improved 
health, greater satisfaction with life and work (Feldman et al., 2018; Gooding  
et al., 2017; Stillman et al., 2010), as well as more positive emotions (Kondrato- 
wicz-Nowak & Zawadzka, 2014, 2018). 

Self-efficiency is one of the main constituents of core-self-evaluation, which in 
turn enhances satisfaction in one’s private and professional life (Erez & Judge, 2001; 
Judge et al., 2005). At work, one of the elements of self-efficacy is work efficiency. 
Previous results show that employees feel more satisfied when they are convinced 
that their performance level is better than usual (Fisher, 2003). 
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Workers’ resources also include energy and condition resources, such as mon-
ey (i.e., remuneration), employment stability (i.e., type of contract), and tools  
(i.e., the mode of work) associated with employees’ sense of security. The first factor 
to alleviate existential anxiety and which may be a resource in helping to cope with 
difficult circumstances is money (cf. Gąsiorowska et al., 2018). Also, according to 
the COR theory (Hobfoll et al., 2018), money is an important resource that enables 
access to other resources relevant to an individual’s activities and goals. 

Another resource that enables access to other resources is having a permanent 
job (cf. Hobfoll et al., 2018). Research shows that the sense of uncertainty with re-
gard to employment reduces life and job satisfaction (Guest, 2004; De Witte, 1999) 
and has a deleterious effect on workers’ well-being (Sparks et al., 2001). Work on  
the basis of a full employment contract leads to different results: it increases  
a worker’s sense of security (Dolecińska, 2016) and improves the level of employee 
satisfaction (Czerw & Borkowska, 2010). 

A third factor that may reduce anxiety and be a resource for the workers is the 
way in which they work (tools). During the COVID-19 pandemic many workers 
changed their mode of work from on-site to remote—in the so-called home office 
(Baert et al., 2020). Remote working was a form of isolation from the spread of  
the virus. Isolation, in turn, leads to a reduction in the number of infections and 
in effect, lowers the fear of the disease (Epstein, 2021). Conclusions from studies  
on remote work during the COVID-19 pandemic indicate that workers approved of 
this mode of work and that it contributed to an increase in their performance (Baert 
et al., 2020). 

Based on the research findings outlined above, in the present study, we ex-
pected that significant moderators of the relationship between COVID-19 fear and  
COVID-19 worries and life satisfaction would include the level of remuneration, 
the form of employment, and change in the mode of work.

The Present Study

This study sought to achieve three research aims. The first aim was to analyze 
the relationship between COVID-19 fear and COVID-19 worries and life satis-
faction. The second aim was to test the moderating role of the belief in free will 
and self-evaluated work efficiency in the relationship between COVID-19 fear & 
COVID-19 worries and life satisfaction. The third aim was to test selected working 
conditions as moderators of the relationship between COVID-19 fear and COVID-19 
worries and life satisfaction.
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The theories behind, and the results of, previous studies lead us to formulate 
the four hypotheses. Firstly, previous studies showed that both situations of uncer-
tainty and fear, as well as those involving exposure to death, were associated with 
an experience of negative emotions and might decrease well-being (cf. Germany: 
Gerhold, 2020; USA: The Marist College Institute for Public Opinion, 2020). We, 
therefore, hypothesized (H1): COVID-19 fear (H1a) and COVID-19 worries (H1b) 
are negatively related to employee life satisfaction.

Secondly, since the research findings indicating that people who believe in free will 
cope better with uncertain, frightening situations than those who hold no such belief 
(Baumeister & Brewer, 2012; Gooding et al., 2017; Kondratowicz-Nowak & Zawadzka, 
2014; Kondratowicz et al., 2018; Stillman et al., 2011), we formulated Hypothesis H2:  
A higher level of belief in free will weakens the negative relationships between 
COVID-19 fear (H2a) and COVID-19 worries (H2b) and life satisfaction.

Thirdly, since work efficiency may reflect a positive evaluation of one’s own 
work and job self-efficacy (Fisher, 2003), and because these in turn are employees’ 
protective resources (Erez & Judge, 2001; Judge, 2009; Solomon et al., 1991; Still-
man et al., 2010), we formulated Hypothesis H3: A higher level of work efficiency 
weakens the negative relationships between COVID-19 fear (H3a) and COVID-19 
worries (H3b) and life satisfaction.

Lastly, bearing in mind the research findings indicating that in the face of threat 
and a sense of uncertainty stemming from the pandemic, the working conditions 
that bring a sense of stability and security may be of considerable significance for 
well-being (Dolecińska, 2016; Guest, 2004), we proposed that the factors moderating 
the relationship between COVID-19 fear and COVID-19 worries and life satisfaction 
may include employment stability, remuneration level and the change in the mode 
of work (from on-site to remotely). We, therefore, formulated Hypothesis H4: Hav-
ing employment stability, higher remuneration and no change in the mode of work 
weaken the negative relationships between COVID-19 fear (H4a) and COVID-19 
worries (H4b), and life satisfaction.

METHOD

Description of the Health Crisis Situation of the COVID-19 Pandemic

This study was conducted between April 1 and June 6, 2020, at the mid-stage 
of the pandemic, during the lockdown and the subsequent gradual lifting of some 
of the lockdown restrictions. It was a time when great numbers of viral infections 
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were reported (WHO, 2020), and there were many changes in the way people lived 
on a daily basis, including the requirement to wear masks, the restrictions regarding 
shopping in retail outlets, and a directive to switch to remote learning (Cybulska & 
Pankowski, 2020). The restrictions began to be gradually lifted (GOV, 2020). 

Sample

The study included 175 workers (aged M = 36, 29, SD = 10.43). 58.9% were 
women and 40% were men, and 1.1% of participants indicated their gender as 
“other”. The majority of participants held a master’s degree (67.4%), 14.9% held  
a bachelor’s degree and 17.7% had a diploma in secondary education. The par-
ticipants were mostly from large towns and cities (between 20,000 and more than 
100,000 inhabitants) (85.7%) and from towns with fewer than 20,000 inhabitants 
(14.3%).

Procedure

All procedures performed in the study were in accordance with the ethical 
standards of the institutional research committee and with the 1964 Helsinki Dec-
laration and its later amendments or comparable ethical standards. The study was 
anonymous and voluntary and before commencing the study, we obtained informed 
consent from the participants. We conducted the study online via the Google Forms 
platform. The link to the questionnaire was promoted in local and university media. 
The respondents completed a set of questionnaires. 

Materials 

Measurement of COVID-19 Fear and COVID-19 Worries 

The measurement of COVID-19 fear and COVID-19 worries was inspired by 
the published methods (e.g. Kroencke et al., 2020). The questionnaire measuring 
COVID-19 fear and worries consisted of two subscales: the COVID-19 fear sub-
scale consisted of 3 items concerning health anxiety (e.g., “I am anxious about 
my health”), and the COVID-19 worries subscale consisted of 5 items considered  
impediments to everyday functioning and future anxiety (e.g., “I am worried about 
my future and that of my loved ones”). The participants rated the extent to which they 
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agreed with each item on a 5-point scale (from 1 = strongly disagree to 5 = strongly 
agree). The higher the score, the higher the fear or worries of COVID-19. 

We performed a Confirmatory Factor Analysis to test the internal validity of  
the COVID-19 fear and worries questionnaire (N = 371, 71.2% women, 28.2% 
men, 0.5% other). The two-factor model performed satisfactory (χ2 = 68.67, df = 19, 
CFI = .943, GFI = .958, RMSEA = .08). All items loaded significantly on the two 
factors [the lowest .40 and the highest .90]. Cronbach’s alphas reliability in this 
study were satisfactory: α =.77 for COVID-19 fear subscale, α = .79 for COVID-19 
worries subscale. 

Measurement of Life Satisfaction

To measure life satisfaction, we used a method inspired by Czapiński and Panek 
(2009) by asking the respondents to answer five questions concerning the degree of 
satisfaction with various life domains (e.g., “How satisfied are you with your rela-
tions with others?” “How satisfied are you with your job?”). The items were rated 
on a scale from 1 = very unsatisfied to 9 = very satisfied. Overall life satisfaction 
was the sum of the respondent’s answers. Cronbach’s alpha reliability for this study 
was satisfactory (α = .78). 

Measurement of Personal Resources

To measure belief in free will, we used the subscale from the Free Will and 
Determinism Plus (FAD-Plus) scale (Paulhus & Carey, 2011; Polish adaptation 
by Kondratowicz-Nowak et al., 2018). The belief in free will subscale consists of  
5 items (e.g., “People have complete control over the decisions they make”). Each 
item is rated on a 5-point scale (from 1 = strongly disagree to 5 = strongly agree). 
The Cronbach’s alpha value for this subscale was satisfactory, α = .70.

Self-evaluated work efficiency was measured by means of a question about the 
participants’ subjective evaluation of their work efficiency during the pandemic: 
“What is your evaluation of your work efficiency now, during the pandemic?” The 
participants answered the question using a 5-point scale: 1 = much lower than usual 
to 5 = much higher than usual. The decision to use this type of measurement was 
due to the fact that short scales are commonly used in social sciences because due 
to their accuracy compared to classical long scales is comparable (Czerwiński et al., 
2019), including single-item scales (Postmes et al., 2013). 
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Measurement of Energy Resources and Condition Resources

Employment stability was measured by means of a question about the form  
of employment. The participants indicated their responses, choosing from: “self- 
employed”, “employment contract”, or “mandate contract/specific-task contract”. 
In the analyses, we considered two categories: 1—stable employment (in the case 
of participants working under an employment contract) and 2—unstable employ-
ment (in the case of participants working under a mandate contract or specific-task 
contract, or self-employed). 

The remuneration received was determined with a question regarding the 
participants’ monthly net earnings. They answered using a 6-point scale, from  
1 = PLN 0 to PLN 2000 to 6 = more than PLN 10.000.

The change in the mode of work was measured by means of two questions: 
the first one concerned the mode of work before COVID-19 and the second one 
concerned the mode of work during the COVID-19 pandemic. The participants had 
the following answers to choose from: “I work on-site”, “I work remotely from 
home”, “I work partly on-site and partly remotely”. Based on answers to these two 
questions, we distinguished three categories of change in the mode of work: 0 = no 
change (the same mode of work before and during the pandemic), 1 = partial change 
(change from “work on-site” to “partly from home and partly on-site”), 2 = complete 
change (from “work on-site” to “work from home”). In the analysis we considered 
these three categories.

RESULTS

Relationship Between COVID-19 Fear and COVID-19 Worries, and Life 
Satisfaction

The statistical software IBM SPSS 26 was used for the analyses. In the first step 
of the analyses, Pearson’s r correlation analysis was performed and are presented 
in Table 1.
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Table 1
Correlations Between Tested Variables

Variable 1 2 3 4 5 6 7 8 9

1. COVID-19 fear –

2. COVID-19 worries –.41** –

3. Belief in free will –.01 –.03 –

4. Self-evaluated work 
efficiency –.05 –.26** –.17* –

5. Stable employment –.06 –.14 –.08 –.18* –

6. Unstable employ-
ment –.06 –.16* –.08 –.19* –.09 –

7. Remuneration level –.10 – .30** –.20** –.28** –.35** –.16* –

8. Change of mode of 
work –.18* –.11 –.02 –.14 –.24** –.07 –.22** –

9. Life satisfaction –.06 –.24** –.19* –.11 –.12 –.01 –.24** –.06 –

Note. Level of significance * p < .05, ** p < .01.

Afterwards, we conducted the Linear Regression Analysis (method: enter) to 
test the first hypothesis. When COVID-19 fear and COVID-19 worries were entered 
into analysis (with other variables as covariates e.g. gender, age, belief in free will, 
work efficiency, remuneration level, contract type, changes in the mode work) a 12% 
variance was accounted for in the employees’ life satisfaction (R = .35, R2 = .12, 
F(9, 162) = 2.49, p = .011). COVID-19 worries were negatively associated with life 
satisfaction (β = −.22, p = .011; LLCI = –.39, ULCI = –.06, p = .014). Both belief in 
free will (β = .16, p = .041; LLCI = –.01, ULCI = .34, p = .078) and remuneration 
level (β = .18, p = .048; LLCI = .02, ULCI = .33, p = .028) were positively associ-
ated with life satisfaction. COVID-19 fear, work efficiency, change of the mode of 
work, employment stability, and age and sex were statistically insignificant predic-
tors (see Table 2).
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Table 2 
Predictors of Life Satisfaction of the Employees

Variable B s.e. Β t p Bca 
LLCI

Bca 
ULCI p

Genderx .19 .16 .10 1.20 .233 –.13 .49 .248

Age .003 .008 .03 .33 .741 –.01 .02 .739

COVID-19 fear .05 .09 .05 .58 .566 –.12 .23 .551

COVID-19 worries –.23 .09 –.22 –2.56 .011 –.39 –.06 .012

Self-evaluated 
work efficiency .001 .08 .001 .01 .990 –.16 .18 .988

Belief in free will .16 .08 .16 2.06 .041 –.01 .34 .078

Remuneration 
level .18 .09 .18 1.98 .048 .02 .33 .028

Stable employment –.21 .21 .08 –1.003 .317 –.63 .25 .337

Change of mode 
of work –.01 .08 –.01 –.17 .869 –.15 .13 .848

R = .35, R2 = .12, F(9, 162) = 2.49, p = .011

Note. Employment stability was transformed into instrumental variable with work non-stability.

The results obtained supported the H1 for the COVID-19 worries (H1b) but not 
for the COVID-19 fear (H1a).

Belief in Free Will as a Moderator of the Relationship Between  
COVID-19 Fear and COVID-19 Worries, and Life Satisfaction

The moderating effects were tested with regression analysis using the PROCESS 
bootstrapping macro procedure (Hayes, 2018). There was no significant moderating 
effect of belief in free will on the relationship between COVID-19 fear and life sat-
isfaction (ΔR² = .02, ΔF(1, 171) = 3.35, p = .07). This means that Hypothesis H2a 
was not supported. Belief in free will moderated the relationship between COVID-19 
worries and life satisfaction (b = –.39, LLCI = –.69, ULCI = –.09, t = –2.53, p = .01). 
Overall, the moderation model accounted for significant unique variance in partic-
ipants’ reported life satisfaction: ΔR² = .03, ΔF(1, 171) = 6.40, p = .01. The condi-
tional effects were found to be statistically significant for medium (effect = –.36,  
SE = .11, t = −3.35, p = .001, LLCI = −.58, ULCI = −.15) and high (effect = –.60,  
SE = .14, t = −4.26, p < .001, LLCI = −.88, ULCI = −.32) levels of belief in free will.



EMPLOYEE LIFE SATISFACTION AND EMPLOYEE RESOURCES 187

Figure 1
Belief in Free Will as a Moderator of the Relationship Between COVID-19 Worries and Life Satisfaction

As Figure 1 shows, for employees with medium and high levels of belief in free 
will an increase in COVID-19 worries was linked with a decrease in life satisfaction, 
whereas for employees with low levels of free will an increase in COVID-19 worries 
was related to no changes in life satisfaction. This means Hypothesis H2b was not 
supported. Stronger belief in free will was related to higher life satisfaction only 
when COVID-19 worries were low.

Work Efficiency as a Moderator of the Relationship Between COVID-19 
Fear and COVID-19 Worries, and Life Satisfaction 

There was no significant moderation effect of work efficiency on the relationship 
between COVID-19 fear and life satisfaction (ΔR² = .01, ΔF(1, 171) = 2.13, p = .15). 
This means that Hypothesis H3a was not supported. Work efficiency moderated the 
relationship between COVID-19 worries and life satisfaction: b = –.25, LLCI = –.44, 
ULCI = –.06, t = –2.54, p = .01. Overall, the moderation model accounted for 
significant unique variance in participants’ reported life satisfaction: ΔR² = .03,  
ΔF(1, 171) = 6.44, p = .01. The conditional effects were found to be statistically 
significant for medium (effect = –.40, SE = .11, t = −3.47, p < .001, LLCI = −.64, 
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ULCI = −.17) and high (effect = –.66, SE = .16, t = −3.90, p < .001, LLCI = −.98, 
ULCI = −.32) levels of work efficiency. 

Figure 2
Work Efficiency as a Moderator of the Relationship Between C-19 Worries and Life Satisfaction

As Figure 2 shows, for participants with medium and high levels of work effi-
ciency, the negative relationship between COVID-19 worries and life satisfaction 
is stronger. Hypothesis H3b was therefore unsupported. High and medium levels 
of work efficiency were associated with higher life satisfaction only if the level of 
COVID-19 worries was low.

Working Conditions as Moderators of the Relationship Between  
COVID-19 Fear and COVID-19 Worries, and Life Satisfaction

The analysis showed no significant moderating effect for any of the work-
ing conditions on the relationship between COVID-19 fear (employment 
stability: ΔR² = .005, ΔF(1, 171) = .78, p = .377; remuneration: ΔR² = .02,  
ΔF(1, 168) = 3.29, p = .07, and mode of work: ΔR² = .007, ΔF(1, 171) = .12, p = .732)  
and COVID-19 worries (employment stability: ΔR² = .003, ΔF(1, 171) = .43, p = .502, 
remuneration: ΔR² = .004, ΔF(1, 168) = .70, p = .405, and mode of work: ΔR² = .001,  
ΔF(1, 171) = .03, p = .873) and life satisfaction. In the case of working conditions, 
Hypothesis H4 was not supported.
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DISCUSSION AND CONCLUSION

In our study, we found that COVID-19 worries were a significant predictor of 
life satisfaction. We, therefore, extended the findings of previous studies on the 
negative link between the COVID-19 pandemic and well-being (cf. Gerhold, 2020;  
The Marist College Institute for Public Opinion, 2020) among employees: the higher 
the level of worries associated with an uncertain and difficult future, the lower the 
life satisfaction of employees. The presence of this effect only for COVID-19 wor-
ries and not for COVID-19 fear may indicate that a decrease in well-being during  
the initial stages of a health crisis is primarily associated with a fear of losing resourc-
es such as deteriorating social relationships and impaired occupational functioning 
(Hobfoll et al., 2018) as well as the need to adapt to sudden changes resulting from 
restrictions (Buss, 2003; GOV, 2020). The lack of relationship with COVID-19 fear 
may be interpreted in relation to TMT. When thoughts of death are center-stage, 
people attempt to expunge them from their consciousness. In view of the results—
revealing a significant correlation between life satisfaction and COVID-19 worries 
and no significant correlation with COVID-19 fear—one may also wonder which 
of the two theories—TMT or COR—provides a better explanation for the harmful 
effects associated with the occurrence of anxiety during a health crisis. Especially, 
since recent replications of TMT studies have failed to confirm the strong effect 
anxiety of death on attitudes and behaviours (Chatard et al., 2020). 

The results supported neither H2a, which concerns the moderating role of belief 
in free will in the relationship between the center of attention COVID-19 fear and 
life satisfaction, nor H2b, concerning the role of belief in free will as a moderating 
factor in the relationship between COVID-19 worries and life satisfaction. In this 
study, we observed that belief in free will may be a personal resource that increases 
life satisfaction only when the level of this arousal is low in the case of worries about 
COVID-19. The observed result is consistent with the Yerkes–Dodson law (Teigen, 
1994): an excessively high level of arousal—in this case, worries—may incapacitate 
an individual. When an individual experiences a very high level of arousal, cognitive 
mechanisms cease to function—the priority now is the protection of health and life. 
Therefore, in a situation of low rather than medium or high levels of COVID-19 
worries, belief in free will may have been a way for employees to maintain a certain 
level of well-being during the pandemic.

The study failed to confirm H3a and H3b. The results showed that only at 
low levels of COVID-19 worries was work efficiency accompanied by higher life 
satisfaction. This is inconsistent with what other researchers have reported (Fisher, 
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2003), as well as with the assumptions of COR: it shows that this personal resource 
fails to work in the very stressful circumstances of the pandemic.

Hypotheses H1, H2a, and H3a were unconfirmed in the case of COVID-19 fear, 
which was only positively related to age and gender (being a woman). The gender 
score is compatible with the results that indicate that during the COVID-19 pan-
demic, women felt fear and anxiety more intensely and experienced them differently 
from men (Vegt & Kleinberg, 2020).d 

None of the condition and energy resources analyzed, such as employment sta-
bility, remuneration, and mode of work had a moderating effect on the relationship 
between COVID-19 fear and COVID-19 worries. This may be due to the fact that 
there have been numerous changes in the labour market in recent years (Sparks  
et al., 2001). Modifications in how we work based on new technologies and new 
forms of employment contracts, which had become widespread before the pan-
demic, mean that workers may have adapted to such changes before the pandemic. 
In contrast, the lack of moderating effect related to salary may be due to the level 
of earnings represented by the study group itself. The participants in our study 
had relatively high wages (61% of them earned more than 4000 PLN per month).3 

These amounts may have provided respondents with a sense of security during  
the pandemic situation.  

Limitations and Directions for Further Research

As any other study, it has its limitations. The first is the correlational nature  
of the study. It is possible that life satisfaction is not an effect of experiencing fear 
and worries, but a cause or mediator, such as in a study by Trzebiński and colleagues 
(2020), which showed that life satisfaction mediated the relationship between hope 
and anxiety and stress during the COVID-19 pandemic. One of the limitations of 
this test may be the sample size. Subsequent surveys might benefit by looking at  
a larger sample of employees. The predominance of women in the sample may also 
have been of significance in the case of the investigated variables investigated, 
such as the level of fear, which is usually more strongly felt in women than in men 
(Wojciszke, 2002). 

Despite its limitations, our study provides knowledge regarding employees’ 
satisfaction during a health crisis. The study shows that worries about the negative 
consequences of the COVID-19 pandemic decrease employees’ satisfaction with life. 

3 In Poland the minimum wage for a full-time employment was 2600 PLN at the time (Infor, 
2020).
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It also demonstrates that a belief in free will, and high self-evaluated work efficien-
cy, constitute a kind of protection against the negative consequences of COVID-19 
worries for satisfaction with life only in the case of employees with a low level  
of COVID-19 worries. At the same time, the study indicates that in health crises such 
as the COVID-19 pandemic, the employees’ fear and worries impede the effect of 
the proposed types of protection. 
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Appendix

COVID-19-Related Fear and Worries Questionnaire (Original Polish Version)

Item COVID-19-related fear items

1. Boję się o własne zdrowie.

2. Boję się o własne bezpieczeństwo.

3. Boję się o zdrowie bliskich osób.

COVID-19-related worries items

1. Sądzę, że sytuacja materialna moja i mojej rodziny ulegnie znacznemu pogorszeniu.

2. Sądzę, że nasz kraj spotkają poważne konsekwencje gospodarcze.

3. Myślę, że w związku z pandemią moje życie zmieni się na gorsze.

4. W związku z pandemią obawiam się o przyszłość swoją i swoich bliskich. 

5. W związku z pandemią nie mam możliwości realizacji swoich pasji i zainteresowań.
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