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The aim of this research is to examine the Coivd-19 impacts on the Human Resource (HR) 

operation in the Malaysian retail sector, especially in the Klang Valley area. A self-

administered online survey was conducted with 330 participants answering. The partial least 

square approach to structural equation modeling (PLS-SEM) was used to investigate the 

direct effects of the proposed variables. Besides, the mediation test was used to examine the 

indirect effects. The outcomes of the study showed that the current pandemic has an essential 

influence on job depression and anxiety at the retail level. Furthermore, the direct 

relationship between Covid-19, salary, and layoff is significant, suggesting that COVID-19 

is a severe problem for employees' salaries and layoffs. In contrast, the indirect effect of 

Covid19, job depression, job anxiety, salary, and layoff confirm a significant relationship 

with partial mediation. Job depression, however, does not mediate the relationship between 

COVID-19 and layoff. This research only considered Klang Valley area in addition to the 

data collected through the convenient sampling method by using an online survey form. The 

findings of the study offer an insight into the factors influencing human capital management 

and how the retail decision-makers, retailers, retail consultants, and staff should devise a 

new approach to adjust HR policies in a ‘new normal’ situation. The study adds to the 

existing knowledge about the effect of Covid-19 on job depression, job anxiety, salaries, and 

layoffs among retail employees. This study will also provide a source of further research 

because the area under investigation is new in the current pandemic situation. 
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COVID-19, a worldwide pandemic, is traveling 190 countries with a rising number of the death 

toll. This SARS-COV2 virus first came into notice in Wuhan, China, in November 2019. The 

very first case of the corona virus-infected patient was found on 17 November 2019 in Wuhan 
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(Davidson, 2020). The devastating effect of Covid-19, which originated from China, is now 

creating global pandemic and taking valuable lives across countries. Till April, this deadly virus 

has killed more than 160,000 people and 2,278,693 more infected. Since February 2020, as the 

number of corona virus-infected people along with the death numbers were rising, hence in 

March 2020, the World Health Organization (WHO) declared Covid-19 as a global pandemic. 

The ripple effect of the new coronavirus (Covid-19) from China produces rampant shock waves 

everywhere in the world, which affects approximately every walk of society that we know today. 

COVID-19 is affecting the global economy negatively (McKibbin & Fernando, 2020). Since the 

beginning of widespread COVID-19, almost all the countries implemented lockdown or 

movement control order (MCO) or Isolation and home quarantine to reduce the spread of these 

lives taking virus. Thus, all sorts of institutions were closed, including shopping malls, small 

retail shops, mills, warehouses, offices, courts, restaurants, hotels, schools, colleges, universities, 

and religious institutions. As a result, people have become prisoners in the house (Welt et al., 

2020). However, the global economy has seen the worst effect of the Corona Virus, as all the 

businesses, markets, and import-export have been closed. Because of which many people become 

jobless, and few have seen salary cut situation. The worst affected sectors are retail, food, and 

readymade garments industry. Thousands of individuals across the world have lost their jobs; as a 

result, they are going through a very critical period, due to lack of income (Baker, Farrokhnia, 

Meyer, Pagel, & Yannelis, 2020). With regard to the retail sector, where millions of employees in 

Malaysia, work as full-time, part-time, and contractual conditions lead to loss of employment. 

Part-time and contract employees have already begun to lose their jobs where full-time employees 

are faced with a wage reduction or a delay in payment. This crisis situation will have a great 

negative impact on employee’s performance and will increase job dissatisfaction though the 

Malaysian government announced Recovery Movement Control Order (RMCO) on June 10, 

2020, and allowed business institutes to operate their operation by following strict SOPs. Hence 

this RMCO will exist till August 31, 2020 (Loo, 2020), so there is a possibility that still retail 

cannot operate their business in a full-fledged way, besides under the present situation, the 

number of customers will also be less. So, the retail business will face severe economic 

depression; for this reason, retail employees may face salary reductions with anxiety to lose jobs. 

Impact of COVID-19 on Malaysian Retail Sector 

It is reported that due to the COVID-19 issue, Malaysia’s retail industry has contracted by 18.8% 

in January – March 2020. This is considered its biggest-ever quarterly contraction since 1998. 

According to Retail Group Malaysia (RGM), retailers took a hit from the COVID-19 and 

Movement Control Order (MCO) in Malaysia (Basari, Yazid, & Shamsudin, 2020). According to 

RGM, the fear of pandemic begun to affect consumer spending, followed by the MCO, which 

caused non-essential retailers to clock in zero sales. Retailers that offer worth arranged brands and 

markdown retailers are probably going to profit by this circumstance, at any rate during this 

monetary downturn, while extravagance and very good quality retailers will probably endure. It 

will be significant for retailers to comprehend what shoppers see as being fundamental and what 

they consider to be an extravagance. It is basic for these insignificant or extravagance retailers to 

keep fabricating their image and drawing in with online customers (Roggeveen & Sethuraman, 

2020). 
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     The COVID-19 catastrophe has been psychologically challenging for many people, changing 

day-to-day life in unprecedented ways. The coronavirus crisis is a narrative with an unclear 

ending. What is evident is that the human effect is already unfortunate and that companies have 

an imperative to act instantly to safeguard their employees, address business challenges and risks, 

and help to alleviate the outbreak in whatever ways they can (Craven, Liu, Mysore, & Wilson, 

2020). Unsurprisingly retail sector is suffering to different degrees. In this pessimistic scenario, 

the depression and anxiety rising among employees as this is not seasonal and continues to grow 

throughout 2020. However, employees start responding to this crisis in different ways. When 

faced with an uncertain, risky situation over which in no way control, people try their best to 

survive. There are some psychological factors like future job uncertainty, rising number of covid-

19 patient each day in every states and in few cases death of close friends and family members 

contributing to this situation. However, during this pandemic situation, there are added layers of 

personal crisis (Meyer, 2020). There is an impending financial crisis coming about because of this 

pandemic. Job losses are mounting, and economies are contracting the world over. With the loss 

of employment, customer spending diminishes, which thusly makes different organizations 

endure and more individuals to lose their jobs.  

Literature Review and Hypothesis Development 

Human Resource Operation in Malaysia 

Human resource operation of any organization includes the day to day HR activities and strategic 

HR actions to keep the institutes in operation. Ponnusamy (2019) mentioned, to maintain the 

business process, whatever the services the HR department provides are considered as HR 

operations. In general, HR operation includes the daily HR activities, recruitment, job analysis, 

performance appraisal, termination, employee training and development, employee welfare 

management, salary, and employee relationship management. Besides, the paradigm of HR 

operation is more dynamic and vastly extensive. However, few people do not appreciate the 

contribution of the HR team, yet the HR department, in most cases, works beyond their job 

description. HR operations are, in most cases, undervalued (Haak, 2017). HR practices in 

Malaysia are somewhat stable and subject to government scrutiny; employees, therefore, enjoy 

fundamental rights. However, under the present unwanted situation, HR department has come in 

front of the fire line as HR keeps the balance between employers and employees. The HR activity 

involves a great deal of research, but salaries and turnover have become a critical center of debate 

in the emerging pandemic situation in Malaysia's retail sector. Salary is one of the essential 

elements of HR, and the other one is a layoff. Due to this virus attack, workers do not consistently 

earn their wages and spend fear at any point to lose their jobs. 

 

Salary 

Salary is a critical element for any employee and business organization. Employees invest their 

time and effort to earn a reasonable livelihood. If the organization is unable to pay on time, then 

employees become dissatisfied, and sometimes they leave the organization. Especially with the 

current disastrous state of outages for all businesses over the past three months, most of the retail 

organizations could not pay their employees on time. Besides, the overwhelming majority of 

retailers have asked the staff to take unpaid leave while very few companies have given their 

employees a reduced salary. Hence, the Malaysian Retail Association (MRA) president James 

Loke has said, “The retail and franchise industries and related businesses are facing 
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unprecedented uncertainties due to the ongoing MCO. It has brought big losses to businesses, 

and workers are being laid off” (Perimbanayagam, 2020).  

     For any type of business, salary plays a vital role in retaining employees and establish a good 

employee and employer relationship. So, it is clear that salary somehow shapes the behavior of an 

employee. That’s why Hung, Lee, and Lee (2018) mentioned; salary satisfaction refers to 

employees' attitude towards generated salaries, this attitude will affect individual employees' 

salaries and working relationships between the relevant output behaviors. Besides, Regular and 

good wage practices help organizations to improve the motivation and organizational 

commitment of employees, which ultimately increases employee productivity and satisfaction 

(Iqbal, Guohao, & Akhtar, 2017). If employees get a salary even under a bad economic situation, 

then they become more satisfied and loyal to the employers.  Employees’ pay satisfaction has a 

significant impact on employee performance and job satisfaction (Ting, 1997). However, Judge, 

Cable, and Higgins (2000) mentioned, several studies have found that pay contentment has a 

positive effect on overall job satisfaction, motivation, and performance, and results in less 

absenteeism and reduced turnover behaviors. In the current pandemic, retailers who pay their 

employees consistently will minimize possible future staff turnover and will dramatically increase 

their loyalty to the company as wages will impact the employee's emotional state related to 

anxiety and depression. Salary is somehow associated with the psychological situation of 

employees; hence, a poor pay system can increase employee depression and anxiety, which can 

significantly raise high employee attrition (Chaudry et al., 2018). 

Layoff  

Job loss is commonly recognized as a detrimental traumatic incident attributed to the resulting 

downturn in economy and unemployment (Pohlan, 2019). Layoffs are a problematic event in the 

lives of laid-off employees who report psychological depression, life dissatisfaction, and physical, 

social, and economic problems (Sobieralski & Nordstrom, 2012). Due to the COVID-19 effect 

across the globe, people have started losing their job. The retail industry has poorly affected due 

to the lockdown situation. This industry is a customer-oriented sector where business exist if 

customers come or else organization goes out of business. Under the present lockdown 

phenomena, the retail organization has faced almost zero sales; hence it has become the utmost 

difficulty for them to give salary to the employees. On the other hand, employees without pay are 

in a big dilemma to survive. This turmoil situation is getting worst as the Malaysian retail sector 

accommodated more foreign employees as part-time, full-time, and contractual employees. 

Malaysian Retail Chain Association president Datuk Gary Chua mentioned, “Many retailers are 

already implementing cost cuts, at least 80 percent; thus, it is expected that 30 percent workers 

may face lay off in the next six months” (Zahid, 2020). If the employee layoff starts then, the 

organization may lose its reputation in society and face financial losses in the future due to the 

lack of skilled employees. For this reason Malik, Ahmad, and Hussain (2010) stated that 

downsizing from jobs increases disloyalty, work insecurity, anxiety, depression, and frustration, 

raising the question of the reputation of the organization and rising staff turnover costs. If the 

practices of downsizing carry on, then there are high chances that employees will lose confidence 

in the organization beside organization may lose social acceptance and lower the effort to achieve 

the organizational goal. When workers are not happy and worry about being fired, decreased 

quantity and quality of work are inevitable (Reinardy, 2012). 
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COVID-19 

Coronavirus or COVID-19 is considered one of the most rapid infectious diseases which 

originated in Wuhan, China, last year. This, without any doubt, has a global impact, including 

Malaysia. The business sector is no longer as usual, and the seriousness of the impact is very 

obvious, even in the retail sector of Malaysia. The Covid-19 outbreak has had an impact on 

companies of all sizes and sectors of all kinds. Due to the high contagion risk of a recent 

pandemic, the Malaysian government announced a Movement Control Order (MCO) on 18 

March. In addition to essential services, almost all financial activities have been shut down. 

     The impacts of the COVID-19 outbreak on the retail industry in Malaysia is quite significant 

and completely unexpected. The pandemic of COVID-19 has forced the retail outlets of the 

nation to remain closed (Hasanat et al., 2020). Many companies are now finding it hard to keep 

up their monthly expenses. This situation has identified to be unparalleled disruption of retail 

businesses. All the major cities have declared self-isolated, lockdown, social distancing have 

directed their employees in depressions and anxiety. On top of that, retailers are not paying on 

time rather laying off their employees. Besides, this approach affecting retail employees, and the 

impacts fall into two major categories, the first being the actual impacts on public health on 

individuals, on the employees in retail and food services, and individuals going throughout the 

rest of the supply chain. The second one is the dramatic change in what and where people used to 

buy- the shops. Though there is an immediate impact of COVID-19 on the retail industry, there is 

a remarkable uncertain projection in the future. The new normal is implausible to be the same as 

life was in January 2020. 

Job Depression 

COVID-19 is creating havoc in the business sector globally, including Malaysia. This has 

reflected a tremendous effect in the retail industry, among others, in Malaysia. Employees are 

restricted from working. In this uncertain environment, it has become very challenging for HR to 

deal with the challenges of the effects of COVID-19 on the Management and Employees. 

Financial constraint, disruption in the workplace, global pandemic, lockdown situations are 

leading the employees in depressed life. Depression is highly rampant syndromes with an impact 

on existential traits of a person’s life and work-life (Gilmour & Patten, 2007; Ivandic et al., 

2017).  

     Due to the outbreak of COVID-19, one of the concerns that the HR department of every 

company is expected to fulfill, something that has lately been acknowledged as a grave concern, 

is the issue of mental health, the cause of which has almost been looked away. Completely 

disregarded, with the layoffs, the not-so-headstrong employees, who are already troubled by the 

adverse effects of lockdown, might resort to extreme measures. Employees get depressed, and 

they may commit suicide! Depression at the workplace has a serious economic consequence 

(Shani & Pizam, 2009). The various survey has conducted in the USA, the UK, and Canada on 

employees' mental health issues, where the results showed a notable economic impact on 

organization performance and financial loss due to employees' depression (Gilmour & Patten, 

2007; Shani & Pizam, 2009). 

     Despite the increasing frequency of the global phenomenon and its impact yet the workplace 

depression and its economic impact are underdeveloped (West, Lee, & Poynton, 2012). Less 

working hours or even no work due to sudden natural disaster or political reasons, increase 

depression among employees. Previous studies showed that depression among workers has a 
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serious impact on employee turnover among organizations (Ratanasiripong et al., 2016). The 

Malaysian Mental Health Association (MMHA) is urging employers to pay heed to the mental 

health needs of their staff and to view workplace depression as a legitimate problem (MUTHIAH, 

2018). As per to the Centers for Disease Control and Prevention (CDCP) statement (Stewart et 

al., 2003), depression outcomes, 200 million lost workdays in the U.S.A each year, and 

consequently, employers could lose USD17-44 billion in efficiency and insurance 

payments. Depression is a key cause of infirmity, absenteeism, and yield loss among working-age 

adults. In a 3-month cycle alone, the CDCP projected patients with depression miss an average of 

4.8 workdays and suffer 11.5 days of reduced productivity. Depression is not just a disease or a 

dilemma on paper. Chances are 1 in 10 people you know undergo from some degree of 

depression – the CDCP reports that in a given year, 9.5% of the adult population will suffer from 

a depressive illness. Employees with depression could have adverse effects on company’s 

performance and productivity in the long run (Li, 2020). 

 

Job Anxiety 

According to Ivandic et al. (2017), employee performance, work-life, and individual life is highly 

influenced by one the individual burden of workplace depression and job anxiety. Gilmour and 

Patten (2007) mentioned that past research showed that work stress and employee performance is 

linked to employee depression and other psychological disorders. Yawalkar and Sonawane (2017) 

studied the relationship between segment factors and the work-life balance of a few police 

personnel from the Jalgaon region police office. They additionally studied work-life balance 

issues against the different segment factors and found that poor work-life balance prompts errors 

at the workplace, increases mistakes, and has a pessimistic effect on an individual's wellbeing. 

Richert-Kazmierska and Stankiewicz (2016) led a study to investigate the effect of old age group 

on the appraisal of work-life balance by laborers. The outcomes showed statistically significant 

findings. Employees falling in the older age group are bound to demonstrate the upkeep of work-

life balance. They examined different autonomous factors to quantify human resources 

management rehearses like profession and improvement, preparing and advancement execution 

evaluation, reward and compensation, and health and wellbeing and tried it against the reliant 

variable representative maintenance (Limbachiya & Gupta, 2020). 

     Job stress or anxiety at the workplace is a hindrance factor that captures the extent to which 

employees suffer mentally or physically from their job situation. It might manifest as fear about 

the amount of work they have to accomplish or experiences of a tight feeling in their chests when 

they think about work. Therefore, we can conceptualize anxiety among employees is a catalyst 

that hinders or compromises employees’ organizational functioning, potentially prompting 

negative thoughts about their job future (De Clercq et al., 2020; Quade, Perry, & Hunter, 2019). 

Hypothesis Development and Conceptual Framework 

Based on the above discussions, the subsequent hypotheses have drawn for further tests as 

presented in Table 1. Figure 1 displays the conceptual framework of the study.  
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COVID-19 

Job Depression 

Job Anxiety 

HR Operation 

H2 

H5B 

H6A 

H6B 

Table 1 

Hypothesis Development 

Hypothesis Description 

H1 COVID-19 has a negative impact on retail employees’ salary 

H2 COVID-19 has a negative impact on retail employees’ layoff 

H3 COVID-19 has a negative effect on retail employees’ depression 

H4 COVID-19 has a negative effect on retail employees’ anxiety 

H5a Depression mediates the relationship between COVID-19 and retail employees’ salaries. 

H5b Depression mediates the relationship between COVID-19 and retail employees’ layoffs. 

H6a Job Anxiety mediates the relationship between COVID-19 and retail employees’ salaries. 

H6b Job Anxiety mediates the relationship between COVID-19 and retail employees’ layoffs. 

 

 

 

 

 

 

 

Figure 1. Conceptual framework 

 

Methodology 

Measurement Framework 

The survey tool is intended to identify highly reliable and valid measurements derived from 

previous studies. The preliminary draft of the questionnaire has been reviewed by retail experts, 

retail employees, and academics, and recommendations were sought to enhance the reliability and 

accuracy of the questionnaire. The survey was then developed on the basis of the insight. A total 

of 330 retail workers were requested via WhatsApp, Facebook, and Instagram to complete the 

specified online survey form. However, the research model in question consists of five constructs, 

including COVID-19, Job Depression, Job Anxiety, Salary, and Layoff. Survey tools have been 

developed using standardized methods. All the measuring factors of these five constructs are 

adapted from past research and updated in accordance with the current research to ensure that all 

the elements are valid, illustrating the concepts of proportionality. An online survey was formed 

to collect data to validate the designs in the research system. Seven-point Likert scale (i.e., 1 = 

Strongly Disagree to 7 = Strongly Consensual) is used to measure items to reflect the level of 

agreement between survey respondents. The questionnaire was developed using Bahasa Melayu 

(BM) and English. As the majority of retail employees speak BM, translation was therefore used 

for this study (Brislin, 1970). Furthermore, a method widely used in cultural surveys to test the 

accuracy of the language is asked for the translation. 

Salary 

Layoff 

H3 

H1 

H4 

H5A 
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     Out of the 330 distributed questionnaires, 305 were returned. This made up the response rate 

of 92.42%. In view of that, the rate of response is sufficient for SEM analysis. As the survey form 

filled up on time, thus no missing value found. However, The Mahalanobis distance was 

determined based on a total of 27 observed items. The Mahalanobis analysis successfully 

identified 15 outliers that were deleted permanently, leaving 290 datasets to be used for further 

analysis. To examine the relationships, all measurement items were standardized, and missing 

values were substituted by sample means to test validity, reliability, and statistical power. 

Temme, Kreis, and Hildebrandt (2006) mentioned, the bootstrapping technique estimates the 

estimator sampling distribution by re-sampling with substitution from the original sample to 

obtain more consistent results. Thus, in the current study bootstrapping method was used to 

analyze Job Depression and Job anxiety roles in the relationship between independent and 

dependent variable.  

Sample Size Determination 

As this research uses a partial least square method to structural equation modeling, the minimum 

sample size required is determined on the basis of the number of paths, i.e., the number of arrows 

that end to the latent variable constructs, in order to ensure an accurate sample size, the researcher 

considered the proposed method of Marcoulides and Saunders (2006). Although the partial least 

square approach can handle small sample sizes, researchers have suggested in various past 

research that a sample size of 100 to 200 is typically a good set up point in carrying out path 

modeling (Hoyle, 1995). In order to compile data in the research framework, an Online Survey 

has been developed. For a total of 27 items, this study considered 290 valid responses to the final 

analysis. 

Sample and Data Collection 

Convenience sampling has used for data collection. Google survey form link was distributed by 

using social media platforms along with WhatsApp, and face to face interview. Due to the MCO 

issue, it was obvious to collect data through the online survey form (Sekaran, 2003) have shown 

that performing a survey would be useful to describe the characteristics of a large population. In 

this regard, a total of 330 questions were received from Malaysia's Klang Valley area, and only 

290 valid responses for data analysis were selected. In March and April 2020, data were collected 

for this report. 

Data Analysis and Findings 

Data Analysis Software 

Primarily in this research, the researcher has used SPSS version 24.0; besides this, To examine 

the relationships among the main constructs by adopting the partial least squares (PLS) technique, 

SmartPLS 3.2.4 (Ringle, Wende, & Becker, 2015) was utilized to assess the measurement model 

and structural model. PLS analysis was chosen because it can assess all paths simultaneously and 

does not need a large sample size (Genfen & Straub, 2000; Santos & Barclay, 1995). 

Descriptive Analysis 

An analysis of demographic information related to this study provided participants with 

additional insight. Demographic data in Table 2 illustrates the responses collected from the retail 

employees who are working in the Klang Valley area. Table 1 shows that male retail employees’ 

number is higher than female employees, 175 (60.3%) of the respondents were male, and 115 
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(39.7%) were female. The majority age of these retail staffs was 16 to 25 years old 152 (52.40%), 

followed by the age of 26 – 35 years old 70 (24.10%), 36 – 45 years old 41(14.10%), 46 – 55 

years old 19 (6.60%), and the lowest retail employee’s age group was 56 years and above were 8 

(2.80%). Among these respondents, 48.30% of retail staffs were foreigners, and the rest, 51.70% 

were local. Additionally, most of the respondents’ educational qualification was STPM 89 

(30.70%), followed by a diploma 82 (28.30%), SPM 76 (26.20%), Bachelor 33 (11.40%), and 

masters graduate was 10 (.3.40%). Furthermore, respondents were asked about their job types; 

51.40 % were full-time employees followed by 43.10% part-time staffs, and the rest of the retail 

employees were contractual, 5.50%. Finally, they were asked about their experiences in retail 

sector, 151 (52.10%) mentioned that they have 1–5 years of service experience in the retail 

industry; whereas, 95 (32.80%) said they had worked 6-10 years in retail, followed by 11-15 

years’ service duration had 28 (9.70%) and 16 and above years of job experience in retail was 16 

(5.50%).  

Table 2 

Demographic Profile 

Measure Item Frequency Percentage 

Gender Male 175 60.3 

Female 115 39.7 

Age 16 - 25 152 52.4 

26 - 35 70 24.1 

36 - 45 41 14.1 

46 - 55 19 6.6 

56 and above 8 2.8 

Nationality Local 150 51.7 

Foreigner  140 48.3 

Education SPM 76 26.2 

STPM 89 30.7 

Diploma 82 28.3 

Bachelor 33 11.4 

Masters 10 3.4 

Types of Jobs Full Time 149 51.4 

Part-Time 125 43.1 

Contractual  16 5.5 

Service Duration 1 – 5 years 151 52.1 

6 – 10 years 95 32.8 

11 – 15 years 28 9.7 

16 and above years 16 5.5 

 

Measurement Model 

Indicator reliability 

Table 3 illustrates the indicator reliability values for all the variables are ranged between .72–.92, 

so it can be concluded that the indicator reliability is confirmed (Hulland, 1999). 
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Table 3 

The Indicator Reliability 

 

     Figure 2 shows the entire results for the hypothesized model. According to  Genfen, 

Karahanna, and Straub (2003), a good model fit in PLS is presented when there are significant 

path coefficients, acceptable R2 values, and good construct reliability. However, Chin (1998) 

stated thar the model predictability reflected by the values of R2 is another important strength 

determinant of the model. The reliability (α), composite reliability (CR), and average variance 

extracted (AVE), shown in Table 4, are the three major measurements utilized in this research. To 

test the convergent validity, each construct’s value (CR and α) should be higher than .70 (Hair Jr, 

Hult, Ringle, & Sarstedt, 2016). This study shows that the CR values ranging from .85 to .93, and 

Cronbach (α) values from .85 to .93 (Hair et al., 2006) has given the rule of thumb for the outer 

loading of each item should be higher than .50.  Although the loading of more than .70 reflects 

more variance. The given threshold for the AVE value is equal to or above .50, is appropriate 

(Hair, Ringle, & Sarstedt, 2013). Thus, AVE for this current study ranges from .59 to .69. The test 

result in the current study shows good reliability, which confirms that the measurement model 

maintained sufficient convergent validity. 

     Initially, to accomplish discriminant validity, construction loadings shall be high on 

themselves and low on other constructs (Vinzi, Trinchera, & Amato, 2010). Not only that, 

according to  Henseler, Jörg, Hubona, and Ray (2016), the square root value of the AVE of each 

construct is higher than its correlation values with other constructs, confirming the discriminant 

validity. Hence, in the current study, as shown in Table 4, the results reported good discriminating 

validity of the measuring model, which indicated that the recent study meets Fornell and 

Construct 

(Latent Variable) 

Indicators Loadings Indicators Reliability  

(Loadings2) 

COVID-19 

Cov_1 .81 .65 

Cov_2 .77 .59 

Cov_3 .85 .72 

Cov_4 .85 .72 

Cov_5 .80 .64 

Cov_6 .76 .58 

Job Depression 

Dep_1 .72 .53 

Dep_2 .79 .62 

Dep_3 .73 .53 

Dep_4 .82 .67 

Job Anxiety 

Anx_1 .92 .86 

Anx_2 .77 .60 

Anx_3 .86 .74 

Anx_4 .81 .66 

Anx_5 .76 .58 

Salary 

Sal_1 .80 .65 

Sal_2 .81 .65 

Sal_3 .82 .67 

Sal_4 .86 .75 

Sal_5 .85 .72 

Sal_6 .83 .69 

Layoff 

Lay_1 .81 .65 

Lay_2 .80 .64 

Lay_3 .84 .71 

Lay_4 .75 .57 

Lay_5 .85 .72 

Lay_6 .84 .72 
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Larcker’s (1981) Criterion. Besides, cross-loading of all items were examined, and the result 

indicated the loadings of each construct represent the higher value of each item within the 

constructs. The distinctness of the construction is concentrated with the discriminating validity of 

the phenomenon taken by a construct that is unique and not the other constructs represented in the 

framework (Hair et al., 2013).  

Table 4 

Construct Reliability and Convergent Validity 

Variables α CR AVE COVID-19 Job Anxiety Job Depression Layoff Salary 

COVID-19 .92 .92 .66 .81     

Job Anxiety .92 .92 .69 .42 .83    

Job Depression .85 .85 .59 .64 .36 .76   

Layoff .93 .93 .67 .53 .54 .47 .82  

Salary .93 .93 .69 .76 .44 .63 .69 .83 

 

Heterotrait-Monotrait Correlation Ratio (HTMT) 

The Heterotrait-Monotrait Correlation Ratio (HTMT) Discrimination of validity between two 

reflective constructs will be confirmed if the HTMT value is less than .90. Table 5 reveals, the 

HTMT values of the current study that did not reach the .90 limits, so the discrimination validity 

could also be inferred for all systems (Henseler et al., 2016). 

Table 5 

Heterotrait-Monotrait Correlation Ratio (HTMT) 

Variables  COVID-19 Job Anxiety Job Depression Layoff Salary 

COVID-19      

Job Anxiety .41     

Job Depression .64 .35    

Layoff .53 .54 .46   

Salary .76 .43 .63 .69  

 

Structural Model 

The structural model reflects the relationship between the constructs or the latent variables that 

were hypothesized in this study. Collinearity issue of the structured model (VIF), values of all the 

constructs assess collinearity issues in a structured model. The common method bias (VIF) value 

should be lower or equal to 5 (Kock, 2015). The VIF values for this study fall in between 1.95 to 

3.92, and none of the values exceed the threshold value. The coefficient of determination (R2) 

represents the variance in the independent variable by independent constructs (Elliott & 

Woodward, 2007). Both path coefficients and R2 scores were determined by the structural model 

analysis. According to Morard, Balu, and Brasoveanu (2016), R2 values of .67, .33, and .17 are 

considered to be strong, moderate, and weak, respectively. The t-value > 1.96 is significant at p < 

.05 and t-value > 2.58 is significant at p < .01 (Hair, Sarstedt, Ringle, & Gudergan, 2017). Figure 

2 shows the R2 value in this model that is 63.20% for Salary and 42.20% for Layoff, which 

indicates a moderate level of predictive accuracy. Besides, Job Depression shows a moderate 

level of predictive accuracy with 41.80%; whereas, low predictive accuracy has shown in Job 

Anxiety 17.70%, which indicates weak predictive accuracy. Regarding the Predictive Relevance 

(Q2) Effect Sizes, the size of the effect of latent variables was assessed through cross-validated 

redundancy Q2 (Henseler, Ringle, & Sinkovics, 2009). The predictive relevance that is in the 
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model of the value of Q2 is higher than zero is deemed as the existence of predictive relevance in 

the model (Chin, 1998). The current study met the rule of thumb (see Table 6). The effect Sizes 

F2 are greater than .02.  

Table 6 

Structured Model Results 

Variables 
VIF and f2 

R2 Q2 
Job Anxiety Job Depression Layoff Salary 

COVID-19 

1.000  

     (.21)  

1.000  

(.71) 1.84 (.07) 1.84 (.47) 

  

Job Anxiety     1.23 (.19) 1.23 (.03) .17 .14 

Job Depression     1.74 (.02) 1.74 (.07) .41 .32 

Salary     .63 .49 

Layoff     .42 .23 

 

Model Fit 

In general, in SmartPLS, SRMR is measured to check the model fit. When SRMR = < .08, then 

the study model is considered as a good fit, with a lower SRMR being a better fit (Hu & Bentler, 

1998). This study model’s SRMR is .63 which indicates a good fit (see Table 7), whereas the Chi-

Squire value is equal to 847.65 and NFI is .86. Though the NFI value is below the .90 by 

considering all other thresholds, including the result of SRMR and Chi-Square, it can be reported 

that the proposed model is a good fit.  

Table 7 

Model Fit 

Fit Indices Estimated Model  Ideal Threshold 

SRMR 0.06 < .08 

Chi-Square 847.65 Upper is better 

NFI 0.86 > .90 

 

Mediation Analysis 

Job Depression  

Table 8 shows the direct and indirect effects. The bootstrapping results show that the direct effect 

is significant. Whereas, the Indirect Effects show that Jobs Depression partially mediates the 

relationship between COVID-19 and Salary. Moreover, Job depression does not mediate the 

relationship between COVID-19 and Layoff, as their direct effect is only statistically significant. 

Table 8 

Mediation analysis of Job Depression 

  β (STDEV) t p 

Direct Effect         

COVID-19 -> Salary .19 .05 3.73 .001* 

Indirect Effect        

COVID-19 -> Job Depression -> Salary .14 .05 2.799 .005* 

COVID-19 -> Job Depression -> Layoff .10 .05 1.882 .060** 

* Significant at p < .000 

 

Job Anxiety  

Table 9 shows the direct and indirect effects. The bootstrapping results show that the direct effect 

is significant. Whereas, Indirect Effects show that Jobs Anxiety partially mediates the relationship 
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between COVID-19 and Salary. Job anxiety also partially mediates the relationship between 

COVID-19 and Layoff. 

Table 9 

Mediation analysis of Job Anxiety 

  β (STDEV) t p 

Direct Effect         

COVID-19 -> Layoff .25 .06 4.06 .001* 

Indirect Effect         

COVID-19 -> Job Anxiety -> Layoff .15 .03 4.19 .001* 

COVID-19 -> Job Anxiety -> Salary .05 .02 2.38 .017* 

* Significant at p < .000  

 

The Summary of Findings and Hypothesis Testing Result 

This study employed covid-19, job depression and job anxiety to examine the impact on HR 

operation namely Salary and Layoff. Firstly, covid-19 was found to have a significant effect on 

retail employees’ salary (H1 was supported), besides covid-19 also has a significant effect on 

retail employees’ layoff (H2 was supported). In this study, respondents agreed that covid-19 has a 

significant effect in increasing job depression and job anxiety (H3 and H4 were supported). 

However, the result showed that job depression mediates the relationship between covid-19 and 

salary (H5A was supported) but retail employees’ job depression did not mediate the relationship 

between covid-19 and layoff (H5B was not supported). Besides, as retail employees are passing 

their time with anxiety during MCO, CMCO and RMCO yet this job anxiety mediates the 

relationship among covid-19, salary and layoff.  

     As far as the hypothesis testing is concerned, Figure 2 and Table 10 illustrate the path 

coefficient (β), t-statistics, and p-value of each hypothesis. Based on the analysis, all the 

hypotheses are found to be significant, thus supported. H1 (β = .56, t = 7.89) indicates the path 

between COVID-19 and retail employees’ salaries, indicating the positive and significant 

relationship between them. H2 (β = .27, t = 2.97) shows the path between COVID-19 and retail 

employees’ layoff; and found a significant and positive relationship between them. H3 (β = .64, t 

= 13.82) demonstrates the positive relationship between COVID-19 and retail employees’ Job 

depression. H4 (β = .42, t = 6.81) explains that COVID-19 has a positive and significant influence 

on retail employee Job anxiety. H5A (β = .14, t = 2.80) prescribed the significant and positive 

relationship between COVID-19 and retail employees’ salaries through Job Depression. Besides, 

H5B (β = .10, t = 1.89), which is statistically significant and positive in the relationship built.  

However, H6A (β = .14, t = 2.80) prescribed the significant and positive relationship between 

COVID-19 and retail employees’ salaries through Job Depression. Besides, H5B (β = .10, t = 1.89) 

is not statistically significant. However, H6A (β = .05, t = 2.35) prescribed the significant and 

positive relationship between COVID-19 and retail employees’ salaries. Lastly, Job anxiety H6B 

(β = .15, t = 4.25), mediates the relationship between COVID-19 and Layoff. 
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Table 10 

Hypothesis Results 

Hypothesis Corresponding Path β t p Judgment 

H1 COVID-19 -> Salary .56 7.89 .001 Supported 

H2 COVID-19 -> Layoff .27 2.97 .003 Supported 

H3 COVID-19 -> Job Depression .64 13.82 .001 Supported 

H4 COVID-19 -> Job Anxiety .42 6.81 .001 Supported 

H5a COVID-19 -> Job Depression -> Salary .14 2.80 .005 Supported 

H5b COVID-19 -> Job Depression -> Layoff .10 1.89 .059* Not supported 

H6a COVID-19 -> Job Anxiety -> Salary .05 2.35 .019 Supported 

H6b COVID-19 -> Job Anxiety -> Layoff .15 4.25 .001 Supported 

 

 

 

 

 

 

 

 

 

 

 

Figure 2. Structural Equation Model 

Discussion and Conclusion  

The objective of this research was to create a relationship between COVID-19 and the retail HR 

Operation, namely Salary and Layoff, with the mediating effect of job depression and job anxiety 

in the Malaysian retail sector in the Klang Valley region. As per the best of the researchers' 

acquaintance, this is one of the few research and the first comprehensive broad sample analysis to 

investigate 'COVID-19 and HR Retail Operations in Malaysia. This research was designed to 

build probable relationships among variables such as COVID-19, job stress, job anxiety, salary, 

and layoff. Besides, the role of job depression and job anxiety as mediators between Covid-19 

and HR operation is a step forward in this field. The aim of this research was to bridge the gap in 

the existing literature on the effect of the findings and the level of satisfaction of retail employees 

in the current pandemic situation. Given this, an assessment was carried out of the previous 

research in the areas of Covid-19, the job stimulation of workers (e.g., job depression and job 

anxiety), and the HR operation (e.g., salary and layoff). Based on the early results of the empirical 

studies, the model was developed, and it was found that Covid-19 had a positive and significant 

direct effect on Salary and Layoff. Subsequently, the mediating relationship was integrated into a 

model where job depression and job anxiety were used as mediators. Theoretically, it is 

impossible to claim the superiority of any kind, and so empirical tests have been carried out. In 

order to achieve this goal, the PLS technique data analysis was adopted.  

     The results of this study indicate that in the present Covid-19 situation, Malaysia retailers can 

minimize jobs depression and anxiety by paying their workers on time and not explicitly laying 

off employees. A regular payment scheme with job protection would, in turn, increase the 
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efficiency and morale of workers in the ordinary situation. As a result of the global impact of 

Covid-19, the global economy is undergoing enormous turmoil. For this consequence, Malaysian 

retailers also will face economic weaknesses. Thus, if retailers take the right approach, the 

potential staff turnover costs may be reduced, and the desired efficiency improved. The 

managerial purpose of this research is to help policymakers of the Malaysian retail association 

and retailers scabbing their attention on HR operations so that they can effectively manage their 

workers and ensure employees not to be unhappy in the coming new normal situation. Ultimately, 

the study results provide professionals with recommendations for what is required to alleviate job 

depression and anxiety at work, ensuring prompt payments and job security.  

     The present study used the convenience survey method and focused on a particular 

geographical area which is Klang Valley. Thus, a larger sample size would provide a more 

realistic picture of the impact of Covid-19 on HR operations. Future research can consider the 

entire retail sector of the country and add control variables as moderators to examine whether 

relations differ based on the demographic profile of the respondent with regard to nationality, age, 

and gender, etc. 
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