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Coronavirus (COVID-19) has changed the world’s economies and 

brought more anxiety and uncertainty in Employment Relations. In 

response to the outbreak, governments have directed people to work 

from home if they can; thus, minimum social interaction to reduce the 

spread of the virus. However, some people could not work from home 

because of the nature of their job. This study aimed to investigate 

Employee Commitment (EC) during the COVID-19 outbreak in the 

UK. Potential participants were invited through social media, and three 

individuals were selected at random to take part in a video interview 

via zoom technology. The data was processed into 3 case studies before 
analysing. The results indicated that employees are currently being 

pushed to work because they need to pay their household bills. 

Therefore the employees are displaying continuance commitment 

because of perceived costs or fear to be in debt if they leave the job. 

The COVID-19 outbreak has brought emotional challenges among the 

working population; employees who can work are only doing so to 

support their families financially. Despite a small sample, this study 

concludes that employees lose their love of job when they are faced 

with high risks, such as COVID-19 virus. Also, employees during an 

emergency, such as coronavirus pandemic do not see going to work as 

an obligation. Therefore EC remains a volatile concept that can be 

affected by circumstances.    
 

Copy Right, IJAR, 2020,. All rights reserved. 

…………………………………………………………………………………………………….... 

Introduction:- 
Background: 

The Coronavirus (COVID-19) has brought a new and difficult way of life across the globe. The WHO (2020a) 
declared the COVID-19 virus as a public enemy number one that has gone pandemic and encouraged the nations to 

put measures in place to curb the spread of the disease. COVID-19 is affecting everyone, yet employees are 

encouraged to continue working; some on the frontline fighting the virus and some working from home. The WHO 

(2020b) emphasised on social distancing. Hence none health and food workers are forced to practice virtual working 

if their jobs permit. The COVID-19 virus has proven to be extremely dangerous to human beings, and some with 

weaker immune systems are losing their lives. On the 15 April 2020, the United Kingdom records were showing that 

103,093 people have tested positive of COVID-19 and 13,729 have died of the virus (UK Government, 2020a). 

Therefore, it is important to understand how the affected employees, who are still working, remain committed to 

their organisation during this COVID-19 virus shutdown. 
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This outbreak is not the first time the world has experienced an emergency caused by a spread of disease. The spread 

of earlier coronavirus species, such as HCoV-229E, CoV-HKUI, CoV-NL63, HCoV-OC43, SARS-CoV and MERS-

CoV that affected human beings across the world and many people lost their lives (Vassilara et al., 2018). The 

porcine enteric coronavirus (PRCV) that erupted in the 1980s in Europe and later found in America sent the world 

into a panic, even though the virus was spreading within pigs population (Pensaert et al. 1986, Wesley et al. 1990). 

For instance, SARS-CoV was believed to be airborne, so people were discouraged, for example, to share food to 
avoid the spread (NHS, 2019a). Also, the spread of influenzas, for example, (H2N2) - 1957/1958; (H3N2) – 1968; 

(H3N3) - 2001; and (H1N1) - 2009 Swine Flu caused the world to panic (WHO 2009, CDC 2019). For example, 

Swine Flu caused the UK health system to establish annual flu vaccination to individuals that are classified as 

vulnerable, such as children and elderly (NHS, 2019b). However, the influenzas (H3N3) and (H1N1), and 

coronavirus (PRCV) were found to be transmitted between pigs and humans (Laude et al. 1993, Karasin et al. 2004). 

Nevertheless, all these diseases had symptoms that include headache, fever and tiredness that could affect 

individuals’ energy at work (Laude et al. 1993, Sipulwa et al. 2016, Vassilara et al. 2018).  

 

Moreover, the TB (Tuberculosis) pandemic of the 16th century could be considered as one of the first disease 

pandemics the world had ever seen (Zurcher et al., 2016). The TB was referred to as a type of influenza because of 

the symptoms. TB was found to affect the lungs and there been 32 species of TB influenza across the world since it 

started to spread in 1580 (Potter, 2001). The major TB pandemics the world has ever experienced were in 1889, 
1900, 1918, 1957, 1968 and 2009 (Potter 2001, Zurcher et al. 2016). Despite declining cases of TB (Zurcher et al., 

2016), WHO (2020c) reported that TB remains a global threat to humankind and mentioned that 1.5 million of 

people die each year because of this disease. The TB disease is believed to be contagious therefore anyone that 

displays the symptoms could be quarantined to avoid spreading the virus, and this action may be a directive from the 

top country leadership, such as a president (Executive Order, 2003). The known symptoms of TB include tiredness 

and fatigue, conditions that can affect an individual at work (NHS, 2019c).  

 

Furthermore, diseases such as Ebola, Chorela, Ecoli, Typhoid, hepatitis and Malaria are other conditions that 

continue to cause disruptions to workplaces in some parts of the world (WHO 2019, WHO 2020d, WHO 2020e). 

Besides, the previous diseases had less impact and treatment was found; therefore, concern to people is less. 

However, all these diseases above have some common symptoms that can be severe to people with weaker immune 
systems, such as severe respiratory syndrome, including headache, tiredness and fever that came affect the working 

population (Laude et al. 1993, Sipulwa et al. 2016, Zurcher et al., 2016, Vassilara et al. 2018, WHO 2020e). 

However, the current COVID-19 virus has caused more damage in people, including fear and anxiety (Manderson 

and Levine, 2020), yet working people may be expected to remain committed.    

 

Employee Commitment (EC) is not new in literature. Several studies, including Meyer et al. (2004), Lam et al. 

(2015), Anitha and Begum (2016), Heydari and Lai (2019), Machokoto (2019), Schwepker et al. (2019), Ulabor and 

Bosede (2019) and Nwachuku et al. (2020) have investigated EC, but from different angles. For instance, Meyer et 

al. examined EC from the perspective of the concept that affects motivation behaviour and found that motivation 

behaviours could be displayed as EC. Machokoto investigated whether EC could be increased in the UK healthcare 

sector and found that EC could be boosted by an increase in employees’ self-esteem, motivation, trust and reward. 

Nwachuku et al. recently measured EC from strategy implementation and strategy performance perspective. Their 
outcome and conclusion established that EC could increase an organisation's strategic performance; therefore, the 

management understands the importance and ways of increasing EC to achieve strategic performance. Besides, EC 

has never been tested during difficult situations, such during a killer disease outbreak before.  

 

Nevertheless, existing literature shows that EC was classified into three types; which are Affective, Continuance and 

Normative Commitment (Allen and Meyer 1990, Meyer and Allen 1997, Ayondele et al. 2013, Wu and Liu 2014). 

The affective commitment was defined as the love that an employee develops for the organisation (Allen and Meyer, 

1990). Hence, Kanter (1968) and Meyer and Allen (1987) described the affective commitment as an emotional 

attachment with the organisation. Continuance Commitment was referred to as remaining with the organisation 

because of perceived costs (Allen and Meyer 1990; Meyer and Allen 1997, Ayondele et al. 2013, Wu and Liu 2014). 

Hence, Mugo et al. (2016) considered that continuance commitment takes place in family businesses, where costs 
could directly impact on the entire family. The normative commitment was seen as continuing working for the 

organisation because one sees it as a norm and a belief of obligation to the organisation (Allen and Meyer 1990, 

Meyer and Allen 1997, Ayondele et al. 2013, Wu and Liu 2014). However, the past scholars did not measure EC in 
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a difficult circumstance, such as during COVID-19 outbreak. It could be interesting to establish what type of EC do 

the employees who are still working could possess during these difficult times.    

 

The UK government introduced a Job Retention Scheme called “furlough” following the outbreak of the COVID-19 

(UK Government, 2020b). This scheme was established from 1 March 2020 to end of June 2020, to support millions 

of employees during the hardship of COVID-19 (UK Government, 2020b). The UK government proposed that they 
will pay employees 80% of their salaries of up to £2,500 to avoid employees losing their jobs during the disease 

outbreak (UK Government, 2020b). The scheme covers a wide range of situations the employees find themselves 

during the period of a virus outbreak, including unable to work because of childcare, sick because of the disease and 

employees who are made redundant (UK Government, 2020b). The Job Retention Scheme covers permanent and 

temporary employees, including self-employed, as long as there is proof that they pay their income tax to HM 

Revenue and Customs (UK Government, 2020b). Nevertheless, this UK government scheme could be seen as an 

attempt to keep employees motivated and committed to their organisation during this difficult period.     

 

The Health and Safety at Work Act (1974) stipulates that the employers must protect employees from harm, and 

these duties include employees’ health, safety and welfare while in the workplace. The regulation covers all people 

who come into the premises whether to work or visit. On the other side, the law enforces the employees to carry 

their duties according to what the law says and are all responsible for the safety of self, colleagues and any other 
person who can get into the workplace (Health and Safety at Work, 1974). However, one would wonder if this law is 

still binding during the COVID-19 outbreak when reports are saying there is a shortage of personal protective 

equipment (PPE) in the frontline; therefore the health and safety of employees is compromised (The Guardian, 

2020a). The WHO (2020f) responded to the reports by warning that shortages of PPEs endanger employees that are 

working, showing commitment to battle the COVID-19 disease on the frontline. Therefore the governments and 

industries should increase the production of these PPEs. Also, another example, some Waterstones employees 

complained that they felt that their company was exposing them to health risk (The Guardian, 2020b). However, this 

paper served to measure employee commitment. The investigation targets those individuals who ware still going to 

work during the outbreak.  

 

Methods:- 
This study aimed to investigate the Employee Commitment during the COVID-19 in the UK. The study targets 

employees who are still working during the disease outbreak. A Case Study approach was used in this study. 

Silverman (2017) defined the case study approach as selecting a single unit or individuals for in-depth investigation. 

The study was advertised through social media platforms; Facebook and Whatsapp, and the inclusion criterion was 

any adult who is working during COVID-19 outbreak, and a pool of 20 people came forward. The researcher 

randomly selected 3 cases from the pool as potential participants. Participants gave their consent to take part, and 

they were informed and agreed for the interviews to be recorded and for the outcome published. The interviews were 
arranged at the participant's own time, and they were conducted via zoom online video conference. The researcher 

utilised semi-structured interview questions and lasted between 20 and 30 minutes. The participants were 

encouraged to talk freely and express their views. The data was put together using content analysis. Silverman 

(2017) described the content analysis as the best tool to analyse qualitative data and the researcher utilised the 

process to arrange the interview transcripts into a case study format.   

 

Findings: 

The data complied separately and case studies have established the individuals who presented the cases studies in 

this study were composed of 2 nurses and shop attendance. The researcher included verbal and non-verbal data to 

develop Case Studies. The name used in each case study is not real to maintain the anonymity of the participants.  

 

Case Study 1: Mr Jo: 

A 57-year-old, Mr Jo, is a senior nurse at a local hospital. He has been working as a nurse for the past 15 years. 

Also, Mr Jo is married with four children with the oldest child aged 15 years and the youngest four years. His wife 

works at a Hair Salon, but she was at home because the shop was closed because of COVID-19 outbreak. However, 

Mr Jo was still going to work because he was part of the frontline staff who are fighting COVID-19 from the front.  

 

The interview with Mr Jo lasted for 30 minutes. The conversation started with a general discussion around the 

current COVID-19 shutdown and what is happening around the world. The researcher began the interview by asking 

how Mr Jo was feeling in the current situation both at work and at home. Mr Jo expressed that he was concerned that 
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he could carry the disease from the hospital to his family at home. Still, Mr Jo explained that as a family, they are 

monitoring the situation very carefully, and they are taking ginger and lemon daily at home. The researcher went 

into technical questions around how Mr Jo feels by continuing working when the risk is everywhere, more so at the 

hospital where he works. Mr Jo expressed that Mr Jo is a father and is responsible for paying all the bills, more so 

now when his wife is at home, not working. The researcher noticed that Mr Jo's face frowned when he was 

explaining his responsibilities and stating that bills need to be paid. The researcher followed up and asked if Mr Jo's 
going to work during this virus now determined by the need to pay bills at home. Mr Jo nodded his head and 

explained that given a choice, he could take a break during this time and spend time with his family at home, but he 

has to work to pay his bills. The researcher asked if Mr Jo loves his career as a nurse at the moment? Or he is 

working because of the obligation to cooperate. Mr Jo replied that at the moment he does not fancy being a nurse, 

and again he does not feel that it is an obligation to go to work because there is a risk of the disease. Therefore, 

liability to the company could be less in this situation, but bills need paying. The meeting ended with Mr Jo saying 

he wishes to see the COVID-19 ending soon and go back to a healthy life.  

 

Case Study 2: Ms Be: 

Ms Be is a paediatric nurse, who qualified four years ago, but refused to disclose either her age or family life. Ms Be 

worked at a local hospital and revealed that she was diagnosed with fluctuating blood pressure a year ago, and she is 

on tablets to control the condition.  
 

The interview with Ms Be lasted for 29 minutes, and the discussion started with a general topic around COVID-19 

and effects of lockdown. The researcher then went straight into key study questions beginning with how does she 

feels with working during such an uncertain time. Ms Be expressed that she is living in fear that she could contract 

the virus at any time, given her health condition, and face changed when she was describing the fear in the current 

situation. The researcher went further to ask her, so what was keeping her going with her work. Ms Be expressed 

that she has bills to pay and parents to look after in Africa. Therefore she has to work, despite the current 

circumstances. The researcher followed up the question to understand if Ms Be is pushed by the need to cover costs. 

Ms Be agreed that during the virus outbreak, which makes her continue going to work every day is a fear to have 

shortages in her budget. Ms Be went on to explain that even though she loves her career, the current situation of 

COVID-19 makes her feel like taking time off for a long time. Ms Be refused that keep on working is an obligation 
as a nurse. The last remarks from Ms Be were she expressed that she is desperate to see an end to COVID-19 

outbreak.  

 

Case Study 3: Ms T: 

Ms T is a woman who is her late 40s. She works as a shop attendance at a local supermarket, where she has worked 

for more than ten years. Ms T is married with three kids who are aged between 5 and 12 years. Ms T's husband is a 

healthcare assistant at a local mental health hospital where he has been working for more than five years and also 

works as a self-employed part-time motor mechanic. In this study, the participant was Ms T. She mentioned that she 

and her husband are both diabetes patients, although it is manageable at the moment. 

 

The interview with Ms T lasted for 20 minutes, and the researcher kicked off the discussion with general questions 

around current issues. Ms T confirmed that she was still going to work although the working hours are reduced since 
the shop is now opening and closing from 9 am and 5 am. The researcher went into the technical questions and 

asked Ms T if she is concerned about COVID-19 and how she is coping with working during these difficult times. 

Ms T expressed that there was no choice because bills, including rent, need to be paid. The researcher went further 

in an attempt to understand if Ms T's continuing going to work has something to do with the fear that she and family 

may end up not able to pay their bills. Ms T nodded her head and appeared dangerous on her face while she agreed 

with the viewpoint. Ms T explained further in her own words that "working in COVID-19 virus is to maintain the 

family finances!". The researcher asked if the husband was not currently working. Ms T replied that he was working 

only his job at mental health hospital and he was not getting customers for his other piece job; therefore, their 

household finances are low, so she has to continue working. The researcher asked if Ms T loves her job and 

company she works for, she replied that had kept the job because she is getting money to pay bills and planning to 

study nursing from the following year. The researcher again asked Ms T if she feels obliged to go to work as a 
permanent employee, she replied no and explained that some of her colleagues have taken the government scheme 

and staying at home. The researcher asked if Ms T does not want to follow those colleagues. Ms T shook her head 

and said no because she realised that if she takes the government scheme, their household finances could be reduced 
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further, and they may not be able to pay their bills. The interview ended with Ms T's remarks that she feels pressured 

and scared about what is happening around, and she wishes if treatment can be found quickly.   

 

Discussions:- 
The study aimed to analyse the EC of individuals who are currently working during the COVID-19 outbreak in the 

UK. The researcher advertised the potential research on social media and randomly picked 3 cases to reduce bias. 

Saunders et al. (2019) suggested that random sampling could reduce bias in the study. The participants were given 

all the information and time to choose when they wanted to take part in a video conference. After successful three 

interviews via zoom, the data was put together to form case studies that included what participants said and what 

they may have not verbally said on the video. Saunders et al. (2019) mentioned that collecting both verbal and non-

verbal data during the interview meetings could improve the outcome of the study. For instance, the researcher 

captured the facial expressions during the conversations. Silverman (2017) argued that facial expressions could lead 

to some meanings the researcher could be looking for in a study.  
 

The participants in the case studies expressed their emotions as they were explaining that they need to pay bills. 

Hence they are continuing working. All participants (Mr Jo, Ms Be and Ms T) mentioned that they need to pay bills. 

Thus they have to carry on working. For example, Mr Jo said: “...expressed that he is a father and is responsible for 

paying all the bills, more so now when his wife is at home, not working". Ms Be said: "...expressed that she has bills 

to pay and parents to look after in Africa. Therefore she has to work". Ms T said: “working in COVID-19 virus is to 

maintain the family finances”. These findings in this study pointed out that participants display the type of EC 

known as Continuance Commitment. Many studies, such as Allen and Meyer (1990), Meyer and Allen (1997), 

Ayondele et al. (2013) and Wu and Liu (2014), established that perceived costs drive continuance commitment. The 

participants included in this study expressed that they fear perceived costs emanating from household bills. Thus, 

McGee and Ford (1987) earlier found that employees continue working for the organisation for a long time because 
of fear of financial losses associated with leaving the job and lack of alternative means to get money. Therefore 

during the COVID-19 virus outbreak, employees could have no alternative employment available because most 

companies were shut down.  

 

This study is the first time EC has been measured during a problematic situation. Therefore this study could have 

limitations, including the size of the sample and the use of case study as a method could have reduced the chance for 

these findings to be transferable. Again, COVID-19 outbreak has caused emotional challenges to many people, 

because some people have lost their lives; therefore, participants could have been emotionally exposed during the 

video interviews. However, the researcher managed to make participants comfortable and expressed their 

experiences. Again, the researcher managed to collect enough data to compile case studies.   

 

Nevertheless, this study has provided an insight into EC during difficult times. The findings highlighted that 
continuance commitment is displayed during difficult times, such as during COVID-19 outbreak. However, more 

work is needed to measure EC during other stressful situations. Therefore, future studies should include a more 

significant sample and use different methods to confirm the outcome of this study.   

 

Conclusions:- 
The study aimed to analyse the EC of employees who are currently working during the COVID-19 outbreak in the 
UK. After three case studies were compiled and analysed, the study concludes that employees are now being pushed 

to work because they need to pay their household bills. Therefore the employees are displaying continuance 

commitment because of perceived costs or fear to be in debt if they leave the job. The COVID-19 outbreak has 

brought emotional challenges among the working population; employees who can work are only doing so to support 

their families financially. The study also concludes that employees lose their love of job when there is a high risk 

such as COVID-19 virus. Also, employees during an emergency, such as coronavirus pandemic do not see going to 

work as an obligation. Therefore EC remains a volatile concept that can be affected by circumstances.   
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