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Abstract
The COVID-19 pandemic has brought many fundamental changes. Especially in the tourism sector, where 
people are in constant communication and interaction, negative effects have been seen excessively. This situa-
tion also affected tourism employees economically, psychologically, and physically. Therefore, this paper aims 
to reveal the relationship among resilience, perceived vulnerability, and mental health perceptions within the 
scope of hotel employees. The study examines the effects of psychological and employee resilience on hotel 
employees’ mental health perceptions. In this context, “psychological resilience has a significant positive 
influence on hotel employees’ mental health perceptions” and “employee resilience has a significant positive 
influence on hotel employees’ mental health perceptions” have been developed. The study also examines the 
mediating role of perceived vulnerability in the effect of individual-level resilience on hotel employees’ mental 
health perceptions. In this context, “perceived vulnerability mediates the effect of individual-level resilience 
on mental health perceptions” has been developed.  In total, 391 questionnaire forms were analyzed using a 
structural equations model to test the hypotheses. The results show that hotel employees’ psychological and 
employee resilience make their mental health perceptions more positive. Perceived vulnerability partially 
mediates the effect of individual-level resilience on mental health perceptions.
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1. Introduction
COVID-19 continues to have changing global effects on all aspects of people’s lives, including business life. 
Tourism businesses and employees have been particularly affected, which has forced them to adopt new 
practices to continue their activities (Sigala, 2020). Tourism is a labor-intensive sector, so employees are 
vulnerable to COVID-19 due to constant communication and interaction with guests and coworkers. This 
can damage employees’ work and social life, although not everyone responds in the same way (Demir et al., 
2021). Certain successful individuals continue their lives despite stress factors or have personality structures 
that enable them to experience high-stress levels without becoming sick. This can be explained by the concept 
of resilience (Tugade & Fredrickson, 2004). 

Resilience is a positive psychological rebound capacity to recover from difficulties, uncertainty, conflicts, 
failure, and even positive change, progress, and increased responsibility (Luthans, 2002). In other words, it 
refers to effective coping and adaptation despite encountering loss and difficulties. It includes the ability to 
ignore negative events through positive emotions (Tugade & Fredrickson, 2004; Tugade et al., 2004). More 
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specifically, employee resilience is the capacity of employees to use their resources to improve and adapt to 
overcome difficulties. Employees with high psychological resilience are strongly committed to change and 
more determined thanks to the positive emotions they experience during organizational change (Shin et al., 
2012). Drawing on Broaden-and-Build Theory (Fredrickson, 2001, 2003), Wright (2004) demonstrated 
how positivity enables the development of psychological resources that improve job performance. Individuals 
who experience multiple and varied positively-based emotions are more capable of extending themselves and 
becoming more optimistic and resilient employees. Positive emotions have both an extending effect, which 
can enhance immediate thought-action experiences, and a building effect, which contributes to developing a 
personal resource arsenal (Wright, 2004; Youssef & Luthans, 2007). The driving force provided by psychologi-
cal well-being enables individuals to easily broaden and build themselves, thereby becoming more creative, 
resilient, socially connected, and physically and mentally healthy (Wright, 2004; Youssef & Luthans, 2007). 
Thus, one of the significant issues in the contemporary business world is the mental health of employees (Han 
et al., 2020). Resilience and mental health perceptions are likely to be affected during the pandemic. That 
is, individuals may feel more vulnerable to COVID-19 if they constantly interact with others and are aware 
of negative developments through media channels (Boyraz et al., 2020). Even if individual employees have 
high resilience, their mental health self-perceptions may be affected by perceived vulnerability to COVID-19 
(Stergio & Farmaki, 2021; Vo-Thanh et al., 2022).

This study explores the effects of psychological and employee resilience on their mental health perceptions. 
The pandemic has made resilience even more prominent. Strongly resilient individuals may have more positive 
mental health perceptions, both during the current pandemic and in similar future epidemics (Anasori et al., 
2021; Shi et al., 2021; Yin & Ni, 2021). Employees with strong mental health perceptions can contribute 
more positively and be more productive than other employees (Han & Hyun, 2018). Conversely, employees 
who perceive themselves as vulnerable to the pandemic may experience poorer mental health (Stergio & Far-
maki, 2021; Vo-Thanh et al., 2022). That is, perceived vulnerability may mediate the effect of individual-level 
resilience on mental health perceptions. This is the first study to test such as mediation model. The study’s 
findings and model based on the Broaden-and-Build Theory (Fredrickson, 2001; Fredrickson, 2004) can 
guide theorists and practitioners during current and future pandemics. 

This study addresses three main gaps in the literature. The current COVID-19 pandemic has not affected hotel 
employees only economically (Aguiar-Quintana, 2021; Šuligoj, 2022). It is therefore important to demonstrate 
that hotel employees, who have to interact with customers during the pandemic, require both psychological 
and employee resilience. However, other studies have not focused on this issue. Instead, they have discussed 
government response, technology innovation, local belongingness, and consumer and employee confidence 
at the level of industry, government, and other stakeholders (Sharma et al., 2021). Other studies on resilience 
in tourism have focused on destination resilience, tourism demand, market resilience, and climate change 
resilience (Ghaderi et al., 2015; Hu et al., 2021; Huynh & Piracha, 2019; Otoo & Kim, 2018). Accord-
ingly, the present study is important, first, because it addresses individual-level resilience (psychological and 
employee resilience). Ngoc Su et al. (2021) and Prayag et al. (2020a) proposed to present models in which 
different types of resilience are brought together. Secondly, the pandemic and resulting economic hardship 
have severely impacted the well-being and mental health of hotel employees (Dalgıç et al., 2021; Demir et al., 
2021). The present study, therefore, focuses on the relationship between individual-level resilience (psycho-
logical and employee resilience) and mental health perceptions. Thirdly, an under-researched variable during 
crises is perceived vulnerability (Singh et al., 2021). Hence, the present study contributes to the literature 
by investigating the mediating role of perceived vulnerability in the relationship between hotel employees’ 
resilience and their mental health perceptions. The next section examines psychological resilience, employee 
resilience, perceived vulnerability, and mental health perception. Then, the hypotheses are formulated based 
on the related literature and Broaden-and-Build Theory. The methodology and the results of the analysis are 
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presented. After discussing the results, the final section offers some conclusions, including theoretical and 
practical implications, limitations, and future research suggestions.

2.	Literature review
2.1.	Psychological resilience
Psychological resilience is psychological readiness to face difficulties and losses, and the ability to adapt to 
them while turning negative emotions into positive ones (Tugade & Fredrickson, 2004). Psychologically 
resilient individuals generally exhibit pro-social behaviors, such as empathy, communication skills, and a 
sense of humor. They also s how social competence, autonomy, flexible thinking, and the ability to produce 
alternative solutions for cognitive and social problems (Bernard, 1991). Psychological resilience is affected 
by cultural characteristics, economic conditions, individual characteristics, value systems, past experiences, 
assumptions, and risk perceptions (Ntounis et al., 2021). Psychological resilience has three components: 
control, commitment, and confrontation (Kobasa et al.,1982; Maddi, 2002). 

Studies on the COVID-19 pandemic show increased psychological distress due to higher levels of stress, fear, 
and anxiety (Martinelli et al., 2021). Risk and protection are key factors affecting psychological resilience. 
Risk factors are personal and environmental variables that increase the possibility of negative outcomes in 
adverse situations (Truffino, 2010). Protective factors are individual resources that increase an individual’s 
ability to overcome difficulties, withstand crises, and manage stress. Fraser and Terzian (2005) define protec-
tive factors as “individual or environmental resources that minimize risk impact”. These factors regulate the 
individual whenever the risk is present (Truffino, 2010). Protective factors can buffer moderate exposure to 
risk (Jenson & Fraser, 2011). 

Psychological problems can lead some people to depression and they have to struggle with feelings such as 
sadness, loss of energy, and life dissatisfaction (Martinelli et al., 2021). However, psychologically resilient 
individuals experience more situations that lead to positive emotions (Ong et al., 2006), positive behaviors, 
and openness to social change (Shin et al., 2012). Their resilience can also reduce stress from work and social 
life (Ong et al., 2006). These individuals’ mental health perceptions may be positive (Haddadi & Besharat, 
2010), which enables them to experience a crisis without trauma (Thompson et al., 2011). In general, these 
individuals experience positive emotions, quickly overcome difficulties and negative events, and avoid think-
ing about negative outcomes. Conversely, individuals with low psychological resilience are likely to experi-
ence psychological problems and exhibit avoidance coping behaviors during pandemic conditions (Yin & 
Ni, 2021). Hotel employees’ psychological resilience increases work engagement (Anasori et al., 2021) and 
creativity (Batool et al., 2021). Moreover, psychological resilience reduces hotel employees’ psychological 
distress (Anasori et al., 2021).

2.2.	Employee resilience
Employee resilience refers to an employee’s capacity to use their resources to improve and adapt at work to 
overcome difficulties (Kuntz et al., 2016). Employee resilience involves a behavioral structure for coping 
with stress and pressure (Tonkin et al., 2018). Employee resilience is an employee’s ability in changing work-
ing conditions to cope, adapt, and develop resources while facilitated and supported by the organization. 
Employee resilience can be improved. The organizational environment affects employee resilience through 
facilitating factors. In particular, an open, supportive, collaborative, and learning-oriented work environment 
can improve employee resilience (Naswall et al., 2013). Hotel businesses that train their employees and help 
them improve themselves foster hope, optimism and feelings of value can increase employee resilience (Khan 
et al., 2019). In addition, frequent communication and interaction between managers and employees play 
key roles in resilience, which in turn provides benefits for hotel businesses (Alves et al., 2020).
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Since employee resilience is an important determinant of organizational success, human resources management 
practices are critical. Employee resilience can be increased by improving social support in the workplace, im-
proving work-life balance, spreading employee assistance programs, increasing personal development training, 
introducing flexible working arrangements and reward systems, prioritizing occupational health and safety, 
and providing information on risk and crisis management (Bardoel et al., 2014). Other factors to enhance 
employee resilience include “health and safety (safe working environment, work-from-home movement)”, 
“emergency response (exposure-reducing measures, sufficient support)”, “positive psychology (resilient-oriented 
conversations, working together, employee benefits support)”, “economic-capital enhancing (retrenchment, 
workforce streamlining)”, “diffused power and accountability enhancing (communication, empowerment)”, 
“social-capital enhancing (training and development, job security, peer-to-peer social support)”, “broad re-
source network enhancing (adjust workforce networks, diversity staff network)”, “talent management”, “job 
redeployment” and “performance management” (Ngoc Su et al., 2021). 

Employee resilience has various benefits. Such individuals are better at “adopting multiple crisis management 
practices”, “maintaining a good relationship and robust network”, “identifying threats and opportunities”, 
and “taking actions promptly and flexibly” (Alves et al., 2020). They have better relationships with colleagues 
and higher job performance (Britt et al., 2016), and exhibit more organizational citizenship behaviors (Paul 
et al., 2016). They are more open to organizational change and innovation (Senbeto & Hon, 2020) and have 
lower perceptions of job insecurity (Shoss et al., 2018). Moreover, they experience greater well-being (Britt et 
al., 2016; Tonkin et al., 2018) and life satisfaction (Prayag et al., 2020a). When evaluated in terms of hotel 
employees, employee resilience reduces anxiety, depression (Aguiar-Quintana et al., 2021), and emotional 
exhaustion (Anasori et al., 2020). Moreover, hotel employees’ resilience has a significant positive influence 
on optimism (Jung & Yoon, 2015) and well-being (Shi et al., 2021).

2.3.	Perceived vulnerability
Perceived vulnerability refers to how much an individual believes they will be adversely affected by harmful events. 
For example, individuals may perceive themselves as vulnerable to infectious diseases that become pandemics 
(Duncan et al., 2009). Thus, perceived vulnerability to COVID-19 is an individual’s estimation of their likeli-
hood of contracting the virus. While there is general concern about mental health during a pandemic, perceived 
vulnerability to COVID-19 directly affects overall mental health. More specifically, individuals with low per-
ceived vulnerability have coped better with the COVID-19 pandemic and experienced less stress (Lawal, 2021). 

Various factors affect perceived vulnerability. For example, levels are slightly higher in the elderly or individuals 
with chronic diseases (Coninck et al., 2020). Individuals who have to constantly interact with others or who 
constantly follow negative developments related to the pandemic through media channels are more likely to 
believe that they are vulnerable to COVID-19 (Boyraz et al., 2020). Individuals who expect to encounter 
negative situations and who ruminate about this may experience negative outcomes in work and social life, 
leading to greater stress. In turn, they may lack sufficient interaction in daily life.  

Tourism-related businesses, and therefore their employees, are particularly vulnerable to crises like the CO-
VID-19 pandemic (Ntounis et al., 2021). Hotel employees, who have been severely affected by the COVID-19 
outbreak, work in a high-contact environment with health and safety risks that have serious consequences if they 
become infected. The risks and dangers perceived by hotel employees regarding COVID-19 can also damage 
their mental health (Stergio & Farmaki, 2021; Vo-Thanh et al., 2022). Moreover, their perceived economic 
vulnerability due to job losses experienced by hotel workers reduces life satisfaction. However, this negative 
impact on life satisfaction is significantly reduced in the presence of emotional well-being. Emotional well-
being, which creates positive emotions, helps employees cope with stress and improves life satisfaction (Singh 
et al., 2021). The more anxious hotel employees are about the COVID-19 pandemic, the more they perceive 
work-related risks and the more stressed and emotionally exhausted they become (Vo-Thanh et al., 2022). 
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2.4.	Mental health perception
While mental health has long been defined as the absence of psychopathologies such as depression and anxiety 
(Westerhof & Keyes, 2009), the World Health Organization (WHO, 2018) describes it more specifically 
as “an individual who realizes his abilities, copes with the normal stresses of life, can work efficiently and a 
state of welfare that they can contribute to the society”. Mental health perception refers to an individual’s 
cognitive self-evaluation of their current mental health condition (Han & Hyun, 2018). Mental health is a 
critical issue in the business sector (Han & Hyun, 2018). Given that employees may feel ashamed and hesitate 
to seek professional help for mental health problems, it is important to study mental health (Kotera et al., 
2018; Kotera et al., 2021). Improper practices, lack of communication, and inappropriate health and safety 
policies can all impair employees’ mental health (Calgaro et al., 2014). Mental health problems can cause life 
dissatisfaction (Ghubach et al., 2009), decrease productivity, and damage relationships (Butterworth, 2003). 
Mental health problems can reduce employees’ job performance and job satisfaction, which in turn affect 
organizational outcomes, such as productivity, commitment, and satisfaction (Calgaro et al., 2014). This in 
turn may impact safety and service quality. Therefore, employers and employees need to be aware of stress 
and stress factors that negatively affect them (Nadinloyi et al., 2013). 

The COVID-19 pandemic negatively affected perceptions of mental health due to the threat of infection (Xiang 
et al., 2020), reduced social life (Brooks et al., 2020; Killgore et al., 2020; Xiang et al., 2020), increased percep-
tion of job insecurity, and financial losses (Brooks et al., 2020). Individuals with low mental health perceptions 
have reduced life satisfaction (Headey et al., 1993; Karatepe et al., 2021), work performance (Karatepe et al., 
2021; Van Gordon et al., 2014), job satisfaction (Nadinloyi et al., 2013), efficiency (Bubonya et al., 2017), 
and organizational commitment (Heidarie et al., 2012). During the COVID-19 pandemic, employee resilience 
and mental health can be strengthened by providing health insurance for hotel employees, changing working 
hours, and encouraging remote work (Alves et al., 2020). Anxiety caused by the pandemic has increased the 
job stress of hotel employees. It is seen that job stress has a significant effect on hotel employees’ well-being, 
mental health perceptions, organizational citizenship behavior, and employee-customer identification. Moreover, 
job stress negatively affects the overall performance (Yu et al., 2021) and the mental health of hotel employees 
(Prijanka et al., 2021). Fear of COVID-19 leads to negative mental health problems for hotel employees, and 
depression, anxiety, and stress have a significant impact on turnover intention (Teng et al., 2021).

3.	Hypotheses development
According to Broaden-and-Build Theory, positive emotional experiences expand individuals’ thought-action 
repertoires, which enables them to create permanent personal resources by converting physical and intellec-
tual resources into social and psychological resources (Fredrickson, 2001). Positive emotions, such as inter-
est, satisfaction, pride, and love, increase optimism and resilience. Strongly resilient individuals have better 
psychological well-being and mental health perceptions (Fredrickson, 2001; Fredrickson, 2004). Building on 
Broaden-and-Build Theory, we can argue that resilient individuals can better cope with difficulties (Tugade & 
Fredrickson, 2004). In other words, individual-level resilience (employee resilience, psychological resilience, 
etc.) that develops from positive emotions strengthens individuals’ positive perceptions of their mental health 
(Reschly et al., 2008).

Psychological resilience is a significant factor for individuals to overcome difficult times (natural disasters, 
pandemics, death, etc.), be less affected by stressful events, and overcome problems in their lives quickly. It 
can also improve employee performance and productivity while protecting mental health (Chen & Bonanno, 
2020; Hu et al., 2015; Lowe et al., 2015). Studies conducted on hotel employees have found that psychologi-
cal resilience increases work engagement (Anasori et al., 2021) and creativity (Batool et al., 2021). Moreover, 
psychological resilience reduces hotel employees’ psychological distress (Anasori et al., 2021). Drawing on 
Broaden-and-Build Theory and relevant research, we propose the following hypothesis: 
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H1: Psychological resilience has a significant positive influence on hotel employees’ mental 
health perceptions.

Employee resilience is an employee’s capacity to use resources to improve and adapt at work in the face of dif-
ficulties. Employee resilience, which is one of the most important factors for businesses, is vital for smoothly 
conducting business activities. Employee resilience also improves their mental health perceptions, thereby 
benefiting their mental health (Bishop, 2020; Prayag et al., 2020a; Tonkin et al., 2018). When evaluated in 
terms of hotel employees, employee resilience reduces anxiety, depression (Aguiar-Quintana et al., 2021), and 
emotional exhaustion (Anasori et al., 2020). Moreover, hotel employees’ resilience has a significant positive 
influence on optimism (Jung & Yoon, 2015) and well-being (Shi et al., 2021). Drawing on Broaden-and-
Build Theory, we, therefore, propose the following hypothesis: 

H2: Employee resilience has a significant positive influence on hotel employees’ mental health 
perceptions.

Perceived vulnerability is the extent to which individuals face a disaster and their ability to defend themselves 
against disasters. Individuals with higher exposure perceptions and sensitivity levels experience greater perceived 
vulnerability (Tsao & Ni, 2016). Thus, perceived vulnerability to COVID-19 can weaken individuals’ sense 
of security and control, which will increase anxiety about getting COVID-19. Issues such as the lack of an 
approved vaccine for COVID-19, constant exposure to COVID-19, and awareness of negative developments 
through media channels increase perceived vulnerability to COVID-19 (Boyraz et al., 2020). While resilience 
protects mental health and well-being, as discussed earlier, these may still be impacted if individuals perceive 
that they are vulnerable to COVID-19. That is, perceived vulnerability may mediate the effect of resilience 
on mental health perceptions (Haddadi & Besharat, 2010; Karatsoreos & McEwen, 2011; Paton et al., 2000; 
Preis et al., 2020). The more anxious hotel employees are about the COVID-19 pandemic, the more they 
perceive work-related risks and the more stressed and emotionally exhausted they become (Vo-Thanh et al., 
2022). Thus, we propose the following hypothesis:

H3: Perceived vulnerability mediates the effect of individual-level resilience on hotel employees’ 
mental health perceptions.

4.	Research method
4.1.	Sample and data collection
The target population of this study was employees who have continued working since COVID-19 first ap-
peared in Turkey. Research data was collected from five-star hotels in the Mediterranean and Aegean regions 
of Turkey by questionnaire between 15 December 2020 and 15 February 2021. Since more than half of the 
five-star hotels in Turkey are located in these two regions (a total of 465 five-star hotels, the ratio of which is 
66% in Turkey) (Republic of Turkey Ministry of Culture and Tourism [KTB], 2020). A total of 600 ques-
tionnaires were randomly distributed to full-time employees in all departments in 16 hotels. Half of the 16 
hotels mentioned are located in the Mediterranean and half are in the Aegean region. In addition, it can be 
stated that these 16 hotels are among the largest hotels in the region in terms of the number of rooms and 
employees. A total of 438 surveys were returned, representing a response rate of 73%. After filtering invalid 
responses (e.g. incomplete responses or all responses in the same column, problems of normal distribution and 
deviation analysis) a total of 391 valid responses were obtained from the 16 hotels. The data of the research 
were collected via online platforms (e.g. e-mail, Google forms). This met the sample size requirements for data 
analysis (Hair et al., 2010; Sekaran & Bougie, 2016). On the other hand, for linearity, the linear-by-linear 
association value was checked and it was seen that the value was significant (p<0.05). Furthermore, a normal 
Q-Q plot and observed value control were performed. Moreover, it can be stated that KMO and Bartlett's 
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Test of Sphericity values were considered for factorability (See “Result” title for values). As seen in Table 1, the 
majority of the 263 respondents were male (67.3%) while employees aged 26-35 years (69.1%) dominated 
the sample. Approximately 44% of the respondents had a college degree, 42.4% were working in the food 
and beverage department, and 44% had less than 3 years of experience with the same hotel.

Table 1
Respondents' profile

Gender ( n=391) n % Period working in the 
same hotel (n= 391) n %

Female 128 32.7 3 years and below 240 61.4
Male 263 67.3 More than 3 years 151 38.6
Education (n=391) Total work life (n=391)
High school 64 16.4 6 years and below 255 65.2
College 172 44.0 More than 6 years 136 34.8
University 131 33.5 Department (n=391)
Postgraduate 24 6.1 Food and beverage 166 42.4
Age (n=391) Front office 109 27.9
25 and below 51 13.0 Housekeeping 46 11.8
26-35 270 69.1 Human resources 30 7.7
36-45 35 9.0 Accounting 15 3.8
46 and above 35 9.0 Others 25 6.4

4.2.	The instrument
The survey form consisted of two parts. The first part included questions about the participants’ demographic 
characteristics. The second part used scales to assess psychological resilience, employee resilience, perceived 
vulnerability, and mental health perceptions. The Psychological Resilience Scale (Prayag et al., 2020a) had 
4 items (α = 0.813; CR = 0.875, AVE = 0.638). The Employee Resilience Scale (Prayag et al., 2020a) had 7 
items (α = 0.859, CR = 0.893, AVE = 0.546). The Perceived Vulnerability Scale (Prasetyo et al., 2020) had 
5 items. Finally, the Mental Health Perception Scale (Han & Hyun, 2019) had 4 items (CR = 0.902, AVE = 
0.698). Table 2 presents items of all scales respectively. The scales were translated from English to Turkish and 
checked by field experts before back-translation into English to ensure their linguistic quality (Brislin, 1970). 
After confirming that the two forms corresponded, the Turkish versions were used to collect data. Participants 
responded to all items using a 5-point Likert scale (1-Strongly Disagree; 5-Strongly Agree). 

4.3.	Data analysis
SPSS 25.0 was used for the explanatory factor analysis (EFA) and LISREL 8.80 for the confirmatory factor 
analysis (CFA) to determine the relationships among the factor groups and the effects of the independent 
variables on the dependent variables. First, frequency analysis was used to analyze the participants’ demographic 
characteristics. The explanatory factor analysis and correlation analysis were used to reveal the relationships 
between the variables. Second, LISREL 8.80 was used for CFA, discriminant validity, and hypothesis testing 
(Anderson & Gerbing, 1988; Jöreskog et al., 2000).

5.	Results
Some assumptions were made before conducting EFA. Specifically, each factor should have at least three 
items, the factor loading should be at least 0.500, and the difference between two items loading on differ-
ent dimensions should be at least 0.100. The Varimax rotation method was used. Before the EFA for the 
Psychological Resilience Scale, the KMO value was calculated (KMO value = 0.786) and Bartlett’s Test of 
Sphericity was significant (444.796; p<0.001). The EFA showed that four items were loaded on one subscale 
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(factor loadings = 0.796, 0.771, 0.790, and 0.789; total variance = 61.830; eigenvalue = 2.473; mean = 3.952; 
α = 0.794). The EFA for the Employee Resilience Scale (KMO value = 0.825; Bartlett’s Test of Sphericity = 
648.457; p<0.001) indicated that the two items should be excluded from the analysis because their factor 
loadings were less than 0.500 (Items of “I successfully manage a high workload for long periods” and “I seek 
assistance to work when I need specific resources” excluded from the analysis). The remaining five items 
loaded onto one subscale (factor loadings = 0.741, 0.795, 0.801, 0.753, and 0.740; total variance = 58.756; 
eigenvalue = 2.938; mean = 4.202; α = 0.820). The EFA for the Perceived Vulnerability Scale (KMO value 
= 0.740; Bartlett’s Test of Sphericity = 355.156; p<0.001) indicated that one item should be excluded from 
the analysis because its loading was less than 0.500 (Item of “My past experiences make me believe that I 
am likely to get sick when my friends are sick” excluded from the analysis). The remaining four items loaded 
onto one subscale (factor loadings = 0.813, 0.815, 0.661, and 0.713; total variance = 66.752; eigenvalue = 
2.270; mean = 3.443; α = 0.810). The EFA for the Mental Health Perception Scale (KMO value = 0.682; 
Bartlett’s Test of Sphericity = 305.532; p<0.001) indicated that one item should be excluded for low loading 
(Item of “Staying (working) at this hotel is worthy as it helps boost my confidence in everyday life” excluded 
from the analysis). The remaining three items loaded onto one subscale (factor loadings = 0.781, 0.838, and 
0.855; total variance = 68.071; eigenvalue = 2.042; mean = 4.242; α = 0.760).

5.1.	Confirmatory factor analysis
CFA was carried out after confirming the EFA results. First, reliability and validity analyses were conducted. 
Cronbach’s Alpha was used to determine reliability, and convergent and discriminated validities were used to 
ensure data validity. Reliability values ranged from 0.760 to 0.820, and CRs ranged from 0.77 to 0.83, beyond 
the recommended threshold of 0.70 (Hair et al., 1998; Mackenzie & Podsakoff, 2012). AVEs ranged from 
0.50 to 0.53 while standardized factor loadings ranged from 0.61 to 0.79, beyond the recommended threshold 
of 0.50 (Schumacker & Lomax, 2004; Hair, et al., 2006). Convergent validity should be greater than 0.50 
while composite reliability should be above 0.70 and AVEs above 0.50 (Fornell & Larcker, 1981; Hair et al., 
2010). The goodness of fit indices also indicated good fit (Chi-Square = 173.74; df = 98; p <0.001; x2/df = 
1.77; NFI = 0.96; CFI = 0.98; GFI = 0.95; AGFI = 0.93; RMSEA = 0.045). Because the goodness of fit values 
met the recommended values (see Table 2), the measurement model was compatible with the theory. Table 
2 presents the standardized item values, a margin of error values, t-values, AVE, and CR values of the scales.

Table 2
Confirmatory factor analysis

Scale Items Loadings Error 
margins T-values Mean Std. dev. AVE CR

Psychological resilience 3.952 0.550 0.50 0.80
“I tend to bounce back quickly after hard times” 0.73 0.47 15.44
“I have a hard time making it through stressful events” 0.69 0.53 14.31
“It is hard for me to snap back when something bad 
happens” 0.69 0.52 14.33

“I tend to take a long time to get over set-backs in my life” 0.72 0.50 14.59
Employee resilience 4.202 0.564 0.50 0.83
“I successfully manage a high workload for long periods” - - -
“I resolve crises competently at work” 0.68 0.52 14.14
“I learn from mistakes at work and improve the way I do my 
job” 0.72 0.48 15.42

“I re-evaluate my performance and continually improve the 
way I do my work” 0.75 0.44 16.17

“I effectively respond to feedback at work, even criticism” 0.69 0.51 14.20
“I seek assistance to work when I need specific resources” - - -
“I use change at work as an opportunity for growth” 0.68 0.53 14.07
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Perceived vulnerability 3.443 0.631 0.53 0.81
“I think I am very vulnerable to COVID -19” 0.78 0.41 15.42
“I think my neighborhood is very vulnerable to COVID -19” 0.78 0.41 15.45
“My past experiences make me believe that I am likely to 
get sick when my friends are sick” - - -

“I have a history of susceptibility to infectious diseases” 0.66 0.57 14.21
“I think there is a chance that my family will be infected by 
COVID -19” 0.68 0.54 14.27

Mental health perception 4.242 0.678 0.52 0.77
“Staying (working) at this hotel is valuable as it plays an 
important role in relieving my mental anxiety/stress” 0.61 0.63 11.91

“Staying (working) at this hotel is worth, as it helps boost 
my confidence in everyday life” - - -

“Staying (working) at this hotel makes me feel that I am a 
valuable and important person” 0.76 0.42 15.21

“Staying (working) at this hotel helps me turn any worry/
anxiety into confidence” 0.79 0.37 15.86

Model Chi-Square /df RMSEA CFI GFI NFI AGFI
Measurement model 1.77 0.045 0.98 0.95 0.96 0.93
Recommended value <5 <0.08 ≥0.95 ≥0.90 ≥0.90 ≥0.80
Source Wheaton (1987) Hair et al., (2010) Hair et al., (2010) Kline (1998) Hair et al., (2010) Zikmund (2003)

Correlation analysis was conducted to reveal the relationships between the variables. Psychological resilience 
had significant positive relationships with employee resilience (r = .559; p<0.01), perceived vulnerability (r 
= .258; p<0.01), and mental health perception (r = .283; p<0.01). Employee resilience also had a significant 
positive relationship with perceived vulnerability (r = .283; p<0.01) and mental health perception (r = .313; 
p<0.01). Finally, the perceived vulnerability variable had a significant positive relationship with mental health 
perception (r = .328; p<0.01). Table 3 presents the correlations, means, and standard deviations of the variables.

Table 3
Descriptive analyses

Variables Psychological 
resilience

Employee 
resilience

Perceived 
vulnerability

Mental health 
perception

Psychological resilience 1
Employee resilience .559** 1
Perceived vulnerability .258** .283** 1
Mental health perception .283** .313** .328** 1
Mean 3.952 4.202 3.443 4.242
Std. dev. 0.550 0.564 0.631 0.678

Note: Skewness and kurtosis values are between +3 and -3 values. Shapiro-Wilk and Kolmogorov-Smirnov normality tests were performed for the normal 
distribution. It can be stated that the data are in accordance with the normal distribution (p>0.05).
**Correlation is significant at the 0.01 level (2-tailed).  

Discriminant validity tests the independence of the variables. If AVE values in parentheses are greater than the 
square of the correlation values between variables, then variables are considered separate (Sekeran & Bougie, 
2013). Table 4 shows the results for discriminant validity.

Table 4
Discriminant validity

Variables Psychological 
resilience

Employee 
resilience

Perceived 
vulnerability

Mental health 
perception

Psychological resilience (0.50)
Employee resilience 0.37** (0.50)
Perceived vulnerability 0.06** 0.10** (0.53)
Mental health perception 0.13** 0.17** 0.18** (0.52)

** Correlation is significant at the 0.01 level (2-tailed).

Table 2 (continued)
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5.2.	Direct effect model
Path analysis was conducted to determine the relationships between variables in the direct impact model. 
Both psychological and employee resilience had significant positive effects on mental health perception (β = 
0.24; p<0.05 and β = 0.33; p<0.05, respectively). Figure 1 symbolically represents the path analysis results 
of the direct impact model.

Figure 1
Path results of direct effect model

Mental health 
perception

Psychological 
resilience

Employee  
resilience

0.24 (2.07)

0.33 (2.40)

5.3.	Mediation model
Figure 2 symbolically represents the mediation model. According to Baron and Kenny (1986), the mediation 
effect test should show three significant relationships: a) between the independent variable (Individual-level 
resilience) and the dependent variable (Mental health perception); b) between the independent variable (Indi-
vidual-level resilience) and the mediator variable (Perceived vulnerability); c) between the mediation variable 
(Perceived vulnerability) and the dependent variable (Mental health perception). Regarding the mediating 
effect of perceived vulnerability, the effect value (β = 0.31; p<0.001) between individual-level resilience and 
mental health perception was greater than the indirect effect value (0.30 * 0.34 = 0.10). 

Figure 2
Mediation model

Mental health 
perception

Perceived  
vulnerability

Individual-level 
resilience

PR1

PR2

PR3

PR4

ER2

ER3

ER4

ER5

ER7

0.31 (4.89)

0.43 (6.44)

0.30 (4.93) 0.34 (4.87)

0.71

0.67

0.67

0.68

0.68
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0.72
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Chi-Square = 286.08; 
df = 102; 
p<0.001; 
x2/df = 2.80; 
NFI = 0.94; 
CFI =0.96; 
GFI = 0.92; 
AGFI = 0.90; 
RMSEA = 0.068; 
R2 = 0.18

Chi-Square = 255.17; 
df = 101; 
p<0.001; 
x2/df = 2.53; 
NFI = 0.95; 
CFI =0.97; 
GFI = 0.92; 
AGFI = 0.90; 
RMSEA = 0.063; 
R2 = 0.27

Mental health 
perception

Individual-level 
resilience

Chi-Square = 123.10; 
df = 51; 
p<0.001; 
x2/df = 2.41; 
NFI = 0.97; 
CFI =0.98; 
GFI = 0.95; 
AGFI = 0.92; 
RMSEA = 0.060; 
R2 = 0.17
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This analysis supported the first two hypotheses (Psychological resilience has a significant positive influence 
on mental health perception and Employee resilience has a significant positive influence on mental health 
perception (see Figure 1). However, it only partially supported the third hypothesis (Perceived vulnerability 
mediates the effect of individual-level resilience on mental health perception (see Figure 2).

Table 5
Results of hypotheses
Hypotheses Relationship β T-values Results
H1 PR ➝MHP 0.24 2.07 Supported
H2 ER ➝ MHP 0.33 2.40 Supported
H3 ILR ➝ PV ➝MHP 0.30*0.34 < 0.31 4.89 Partially supported

Note: Direct effect: PR: Psychological resilience. ER: Employee resilience. MHP: Mental health perception. Mediation effect: ILR: Individual-level resilience. PV: 
Perceived vulnerability. MHP: Mental health perception.

6.	Discussion and conclusions
Psychological resilience, which is an important factor for overcoming or adapting to difficulties (Hall et al., 
2017), varies according to individual differences in people’s responses to stress and adversity (Han et al., 2020; 
Yorulmaz & Sevinc, 2021). Individuals with high levels of psychological resilience can continue their daily 
lives. Research has also shown that employees’ psychological resilience improves mental health perceptions 
(Kim et al., 2016; Yu, 2020). Resilience increases employees’ ability to cope effectively with challenges, such 
as mental health disorders, traumatic job experiences, or adverse workplace conditions. The results of the 
present exploratory study support Tuan (2021), who argues that employees’ positive emotions and experiences 
can promote the psychological capabilities required for resilience while their beliefs may enable employees to 
make more positive meanings out of their experiences.

Hotel employees have maintained their mental health by believing that the COVID-19 pandemic is a tem-
porary issue (Demir et al., 2021; Le & Phi, 2021). This reduces their stress in the workplace and social life 
(Ong et al., 2006), and overcomes the problem before the trauma (Thompson et al., 2011). The positive effect 
of hotel employees’ psychological resilience on their mental health perceptions confirms previous research 
findings (Chen & Bonanno, 2020; Hall et al., 2017; Tuan, 2021; Yu, 2020). In addition, in terms of the 
Broaden-and-Build Theory, hotel employees with greater psychological resilience can expand their thought-
action repertoire based on previous difficulties and experiences. Thus, improving the resilience of the hotel 
employees will strongly improve their ability to cope with unexpected challenges. The positive perceptions of 
highly resilient hotel employees will strengthen their mental health (Fredrickson, 2001; Fredrickson, 2004; 
Reschly et al., 2008; Tugade & Fredrickson, 2004).

The present study indicated that hotel employees’ resilience positive effect on their mental health perceptions. 
This confirms previous research findings (Bishop, 2020; Djourova et al., 2020; Kelly et al., 2021; Paul et al., 
2019; Prayag et al., 2020a; Tonkin et al., 2018). During the pandemic, hotel employees can easily cope with 
stress and pressure, and improve their mental health (Tonkin et al., 2018) if they are willing to adapt to the 
crisis, are proactive in such situations, and actively improve their work processes (Kuntz et al., 2016). Hotel 
employees who protect their mental health may be open to supporting, collaborating with, learning from, 
and teaching their colleagues (Naswall et al., 2013). Since employee resilience is a rare characteristic, strongly 
resilient individuals can be role models for other employees and improve others’ mental health. Drawing on 
the Broaden-and-Build Theory, we argue that difficulties and experiences affect emotionally positive thinking 
over time while hotel employees’ mental health will also have a positive effect (Fredrickson, 2001; Fredrickson, 
2004). Hotel employees with positive mental health perceptions exhibit greater life satisfaction (Headey et 
al., 1993), work performance (Van Gordon et al., 2014), job satisfaction (Nadinloyi et al., 2013), efficiency 
(Bubonya et al., 2017), and organizational commitment (Heidarie et al., 2012).
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Our findings show that psychological and employee resilience can evaluate within the scope of individual 
resilience while resilience improves hotel employees’ mental health. This is similar to previous research find-
ings (Haddadi & Besharat, 2010; Okumus et al., 2016). During the COVID-19 pandemic, hotel employees’ 
perceived vulnerability was high because they had to constantly interact with customers, pay attention to 
pandemic-related news (Boyraz et al., 2020), and risk catching a chronic disease (Coninck et al., 2020). 
Their heightened perceived vulnerability of hotel employees reduced their mental health perceptions. In 
other words, although high resilience can improve mental health perceptions, the latter can be reduced by 
the high perceived vulnerability. This situation confirms previous research by Haddadi and Besharat (2010), 
Karatsoreos and McEwen (2011), and Preis et al. (2020). The present study also showed that perceived vulner-
ability partially mediated the effects of individual-level resilience on mental health perceptions. Many factors 
other than perceived vulnerability can impact mental health perceptions. These negative factors can reduce 
social life quality (Brooks et al., 2020; Killgore et al., 2020; Xiang et al., 2020), and cause job insecurity, and 
financial losses (Brooks et al., 2020). 

6.1.	Theoretical implications
This exploratory study investigated the impacts of psychological resilience and employee resilience on the 
mental health perceptions of hotel employees in Turkey, and also the mediating role of perceived vulner-
ability during COVID-19. The findings support both theories and scales regarding the impacts of resilience 
on the mental health perceptions of hotel employees. As Demir et al. (2020), Mao et al. (2020), Prayag et 
al. (2020a), and Tuan (2021) have noted, little research has been done on resilience issues related to hotel 
employees during COVID-19 although it has created a global crisis in the tourism industry.

First, regarding the influence of psychological resilience on mental health perception from a multi-scale hotel 
employee perspective, the present study deepens our understanding of the relationship among these factors 
during the COVID-19 pandemic. Since COVID-19 first appeared, tourism researchers have mostly ignored 
the relationship between psychological resilience and employees’ mental health perceptions. Apart from a 
few studies on the psychological resilience of tourism industry employees during the pandemic (e.g. Aguiar-
Quintana et al., 2021; Teng et al., 2020a; 2020b), most have focused on work output, employee performance, 
productivity, turnover intention, etc. (Bufquin et al., 2021; Chaichi et al., 2020; Pathak & Joshi, 2020; Su 
et al., 2021; Yu, 2020). There is also a lack of comparative studies on the effect of psychological resilience on 
employees’ mental health. Hence, the present study contributes to tourism studies by filling in a gap in the 
literature regarding the relationship between psychological resilience and mental health.

Second, the present study revealed the effects of hotel employee resilience on mental health perceptions. Fol-
lowing the spread of the COVID-19 pandemic, both psychological resilience and employee resilience have 
become important factors in mental health perceptions. Unfortunately, research is limited to the relationships 
between these three factors (e.g., Khaksar et al., 2019; Prayag et al., 2020a; Prayag et al., 2020b). The present 
study clearly showed that employee resilience and psychological resilience have the same effects on employee 
mental health perceptions. Based on the psychological challenges during the COVID-19 pandemic, this study 
comprehensively demonstrated the positive effect of employee resilience on mental health during the current 
global crisis. The study provides new theoretical contributions regarding methods, findings, and implications 
for future research into the relationship between employee resilience and mental health.

Third, by identifying the variables involved in the impacts of individual-level resilience on mental health, this 
study provides a theoretical reference for the mediating effect of perceived vulnerability on mental health. 
The results confirm that hotel employees’ individual-level resilience during the COVID-19 pandemic directly 
affected their mental health. Moreover, the study reveals the results of employee resilience through global 
crises by testing to individual-level resilience as a mediation mechanism underlying hotel employees’ mental 
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health through COVID-19. This study extends previous research on the impacts of employee resilience on 
mental health and has novel theoretical implications for understanding how global crises like COVID-19 
affect the tourism industry.

6.2.	Practical implications
There have been many crises in the past when the tourism industry suffered from an unexpected and sud-
den downturn in international tourism demand. These crises include natural disasters, social or political 
instability, wars, economic crises, terrorism, and epidemics of infectious diseases such as SARS, bird flu, 
or foot and mouth (Kim et al., 2005). This implies that, unlike 10 years ago, hotel managers and human 
resources have gained knowledge from previous crises and selected proactive crisis management practices 
(Lai & Wong, 2020). Therefore, hotel businesses have been less affected by the epidemic than other tourism 
businesses in terms of demand with the measures they have taken (eg., tour operators, travel agencies, and 
airlines). Although other tourism businesses temporarily suspended their activities, hotel businesses could 
still provide services under COVID-19 measures and rules (Chan et al., 2021; Le & Phi, 2021; Pavlatos et 
al., 2021). Nevertheless, many hotel employees faced losing their jobs during this period, and some started 
looking for jobs in different sectors. Hotel employees who have encountered similar difficulties previously 
may have stronger psychologically resilient. The experience of COVID-19 may have increased their psy-
chological resilience and protected their mental health. Thus, employees and human resources managers 
have important duties. Employee resilience can be increased by improving social support in the workplace, 
improving work-life balance, spreading employee assistance programs, increasing personal development 
training, and introducing flexible working arrangements and reward systems (Bardoel et al., 2014). Other 
factors to enhance employee resilience include “health and safety”, “economic-capital enhancing”, “dif-
fused power and accountability enhancing”, “talent management”, “job redeployment” and “performance 
management” (Ngoc Su et al., 2021). 

This study has several practical implications. Psychological resilience is a crucial factor in protecting the 
mental health of hotel employees (Anasori et al., 2021). First, during the COVID-19 pandemic, hotel man-
agers should take precautions to establish a sustainable work environment that avoids the fear of being fired, 
anxiety, depression, etc. (Martinelli et al., 2021). This would help employees improve their psychological 
resilience. Moreover, the relationship between employee resilience and mental health can significantly affect 
the resilience of the hospitality industry during crises (Aguiar-Quintana et al., 2021; Shi et al., 2021). The 
challenges arising from being resilient create job anxiety and impairs the performance of hotel employees 
(Britt et al., 2016). To minimize negative consequences and improve performance, hotels can constantly 
train employees in necessary resilience skills as a component of their mental health (Ngoc Su et al., 2021). 
Moreover, developing manager behaviors that enhance employee resilience can augment their mental health 
perceptions and help build a more resilient hotel organization (Alves et al., 2020). 

Second, managers, especially those directly affected by crises like the COVID-19 pandemic, may use the 
results of this study to provide working conditions that can help increase employee resilience in their hotels 
(Ngoc Su et al., 2021). Moreover, the study may help hotel management in charge of pandemic risk reduction 
to take precautions and increase both employee and organizational resilience because employee resilience is 
not only related to improving their psychological well-being but also to developing organizational resilience 
(Aguiar-Quintana et al., 2021; Shi et al., 2021). Employee resilience can be strengthened in various ways: 
by finding the necessary resources to carry out the work, providing employees with opportunities to improve 
their business during crises, supporting employees by managers and colleagues, and creating a cooperative 
environment (Ngoc Su et al., 2021). Hotel employees, managers, and human resources managers have various 
responsibilities to increase employee resilience, such as increasing social support in the workplace, increasing 
work-life balance practices, spreading employee assistance programs, increasing personal development training, 
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implementing flexible working arrangements and reward systems, prioritizing occupational health and safety, 
providing information on risk and crisis management (De Cieri & McMillan, 2014). Hotel employees with 
higher employee resilience are more successful in their workplace relationships and their job performance 
is higher (Britt et al., 2016), they more easily adapt to organizational changes and are open to innovations 
(Senbeto & Hon, 2020), and exhibit more organizational citizenship behaviors (Paul et al., 2016). In short, 
hotel businesses need individuals with a high level of employee resilience.

Finally, although resilient individuals are mentally healthier employees, managers should be aware that per-
ceived vulnerability may decrease mental health. Perceived vulnerability is higher in individuals who interact 
with customers and constantly follow negative news (Boyraz et al., 2020), or already have chronic diseases 
(Coninck et al., 2020). To reduce perceived vulnerability, hotel managers should take the necessary precautions 
in every unit of the hotel, constantly supply necessary elements, and ensure there is a doctor in the workplace. 
Human resources departments can provide informative training about the pandemic and issue warnings 
about customer relations and contact. Such practices could reduce employees’ perceived vulnerability levels.

6.3.	Limitations and future research
The COVID-19 pandemic prevented face-to-face data collection. Instead, data was collected by contacting 
the hotel managers and asking them to share the questionnaire with the employees. While this may be a limi-
tation, we did not face any issues in collecting enough data. Similarly, we had to use convenience sampling 
during the pandemic to reach participants. The findings can be generalized for 5-star hotels in the coastal 
regions of Turkey. Further research can explore the factors affecting individual-level resilience as our study 
showed that high individual resilience may not always protect mental well-being. More research can explore 
which factors reduce the mental health perceptions of individuals. 

References
Aguiar-Quintana, T., Nguyen, H., Araujo-Cabrera, Y., & Sanabria-Díaz, J.M. (2021). Do job insecurity, anxiety, and depression 

caused by the COVID-19 pandemic influence hotel employees’ self-rated task performance? The moderating role of 
employee resilience. International Journal of Hospitality Management, 94, Article 102868.  
https://doi.org/10.1016/j.ijhm.2021.102868

Alves, J.C., Lok, T.C., Luo, Y., & Hao, W. (2020). Crisis management for small business during the COVID-19 outbreak: Survival, 
resilience and renewal strategies of firms in Macau. Research Square. https://doi.org/10.21203/rs.3.rs-34541/v1 

Anasori, E., Bayighomog, S.W., & Tanova, C. (2020). Workplace bullying, psychological distress, resilience, mindfulness, and 
emotional exhaustion. The Service Industries Journal, 40(1-2), 65-89.  
http://dx.doi.org/10.1080/02642069.2019.1589456

Anasori, E., Bayighomog, S.W., De Vita, G., & Altinay, L. (2021). The mediating role of psychological distress between 
ostracism, work engagement, and turnover intentions: An analysis in the Cypriot hospitality context. International 
Journal of Hospitality Management, 94, Article 102829. http://dx.doi.org/10.1016/j.ijhm.2020.102829

Anderson, J.C., & Gerbing, D.W. (1988). Structural equation modeling in practice: A review and recommended two-step 
approach. Psychological Bulletin, 103(3), 411–423. http://dx.doi.org/10.1037/0033-2909.103.3.411

Bardoel, A.E., Pettit, M.T., De Cieri, H., & McMilan, L. (2014). Employee resilience: An emerging challenge for HRM. Asia 
Pacific Journal of Human Resources, 52, 279-297. http://dx.doi.org/10.1111/1744-7941.12033

Baron, R.M., & Kenny, D.A. (1986). The moderator-mediator variable distinction in social psychological research – 
Conceptual, strategic, and statistical considerations. Journal of Personality and Social Psychology, 51(6), 1173-1182. 
http://dx.doi.org/10.1037/0022-3514.51.6.1173

Batool, F., Mohammad, J., & Awang, S.R. (2021). The effect of servant leadership on organizational sustainability: The 
parallel mediation role of creativity and psychological resilience. Leadership & Organization Development Journal, 
43(1), 71-95. http://dx.doi.org/10.1108/LODJ-06-2021-0264 



91
Ali Dalgic / Mahmut Demir / Fatma Doğanay Ergen 
Perceived Vulnerability and Mental Health Perceptions
 Vol. 71/ No. 1/ 2023/ 77 - 97An International Interdisciplinary Journal

Bernard, Β. (1991). Fostering resiliency in kids: Protective factors in the family, school, and community. WestEd Regional 
Educational Laboratory.

Bishop, J.K. (2020). Organizational learning culture: The relationship to employee well-being and employee resilience [Master 
thesis, University of Canterbury].

Boyraz, G., Legros, D.N., & Tigershtrom, A. (2020). COVID-19 and traumatic stress: The role of perceived vulnerability, 
COVID-19-related worries, and social isolation. Journal of Anxiety Disorders, 76, Article 102307.  
http://dx.doi.org/10.1016/j.janxdis.2020.102307

Brislin, R. (1970). Back-translation for cross-cultural research. Journal of Cross-Cultural Psychology, 1(3), 185-216.  
http://dx.doi.org/10.1177/135910457000100301

Britt, T.W., Shen, W., Sinclair, R.R., Grossman, M.R., & Klieger, D.M. (2016). How much do we really know about employee 
resilience? Industrial and Organizational Psychology: Perspectives on Science and Practice, 9(2), 378–404.  
http://dx.doi.org/10.1017/iop.2015.107

Brooks, K.S., Webster, K.R., Smith, E.L., Woodland, L., Wessely, S., Greenberg, N., & Rubin, J. (2020). The psychological impact 
of quarantine and how to reduce it: Rapid review of the evidence. Rapid Review, 395(14), 912-920.  
http://dx.doi.org/10.1016/S0140-6736(20)30460-8

Bubonya, M., Cobb-Clark, A.D., & Wooden, M. (2017). Mental health and productivity at work: Does what you do matter? 
Labour Economics, 46, 150-165. http://dx.doi.org/10.1016/j.labeco.2017.05.001

Bufquin, D., Park, J.Y., Back, R.M., de Souza Meira, J.V., & Hight, S.K. (2021). Employee work status, mental health, substance 
use, and career turnover intentions: An examination of restaurant employees during COVID-19. International 
Journal of Hospitality Management, 93, Article 102764. https://doi.org/10.1016/j.ijhm.2020.102764 

Butterworth, P. (2003). Estimating the prevalence of mental disorders among income support recipients: Approach, validity, 
and findings (FaHCSIA Social Policy Research Paper, No. 21). Centre for Mental Health Research, Australian National 
University, Canberra, Australia. http://dx.doi.org/10.2139/ssrn.1729523 

Calgaro, E., Lloyd, K., & Dominey-Howes, D. (2014). From vulnerability to transformation: A framework for assessing the 
vulnerability and resilience of tourism destinations. Journal of Sustainable Tourism, 22(3), 341-360.  
http://dx.doi.org/10.1080/09669582.2013.826229

Chaichi, K., Dahlia, Z., Yuhanis, A.A., & Leong, M.K. (2020). The impact of positive psychological personalities on employee's 
attitude and turnover intention. International Journal of Innovation, Creativity, and Change, 11(8), 144-160.

Chan, J., Gao, Y.L., & McGinley, S. (2021). Updates in service standards in hotels: How COVID-19 changed operations. 
International Journal of Contemporary Hospitality Management, 33(5), 1668-1687.  
http://dx.doi.org/10.1108/IJCHM-09-2020-1013

Chen, S., & Bonanno, G. A. (2020). Psychological adjustment during the global outbreak of COVID-19: A resilience 
perspective. Psychological Trauma: Theory, Research, Practice, and Policy, 12(S1), S51–S54.  
http://dx.doi.org/10.1037/tra0000685

Coninck, D.D., d’Haenens, L., & Matthijs, K. (2020). Perceived vulnerability to disease and attitudes towards public health 
measures: COVID-19 in Flanders, Belgium. Personality and Individual Differences, 166, Article 110220.  
http://dx.doi.org/10.1016/j.paid.2020.110220

Dalgıç, A., Demir, M., & Ergen, F.D. (2021). The impacts of cognitive and affective risk perception of COVID-19 on life well-
being: The mediating effect of understanding COVID-19. In M. Demir, A. Dalgiç, & F.D. Ergen (Eds.), Handbook of 
research on the impacts and implications of COVID-19 on the tourism industry (pp. 664-682). IGI Global.

Demir, M., Demir, Ş.Ş., Dalgıç, A., & Ergen, F.D. (2021). Impact of COVID-19 pandemic on the tourism industry: An 
evaluation from the hotel managers' perspective. Journal of Tourism Theory and Research, 7(1), 44-57.  
https://doi.org/10.24288/jttr.857610

Demir, M., Günaydın, Y., & Demir, Ş.Ş. (2020). Koronavirüs (Covid-19) salgınının Türkiye'de turizm üzerindeki öncülleri, 
etkileri ve sonuçlarının değerlendirilmesi [Evaluation of the antecedents, effects and consequences of the 
coronavirus (Covid-19) epidemic on tourism in Turkey]. International Journal of Social Sciences and Education 
Research, 6(1), 80-107. https://doi.org/10.24289/ijsser.734263



92
Ali Dalgic / Mahmut Demir / Fatma Doğanay Ergen 
Perceived Vulnerability and Mental Health Perceptions
 Vol. 71/ No. 1/ 2023/ 77 - 97An International Interdisciplinary Journal

Djourova, N.P., Molina, I.R., Santamatilde, N.T., & Abate, G. (2020). Self-efficacy and resilience: Mediating mechanisms 
in the relationship between the transformational leadership dimensions and well-being. Journal of Leadership & 
Organizational Studies, 27(3), 256-270. http://dx.doi.org/10.1177/1548051819849002

Duncan, L.A., Schaller, M., & Park, J.H. (2009). Perceived vulnerability to disease: Development and validation of a 15-item 
self-report instrument. Personality and Individual Differences, 47(6), 541–546.  
http://dx.doi.org/10.1016/j.paid.2009.05.001

Fornell, C., & Larcker, D.F. (1981). Evaluating structural equation models with unobservable variables and measurement 
error. Journal of Marketing Research, 18(1), 39-50. http://dx.doi.org/10.1177/002224378101800104

Fraser, M.W., & Terzian, M.A. (2005). Risk and resilience in child development: Practice principles and strategies. In G.P. 
Mallon & P. McCartt Hess (Eds), Child welfare for the twenty-first century: A handbook of practices, policies, and 
programs (pp. 55–71). Columbia University Press. 

Fredrickson, B.L. (2001). The role of positive emotions in positive psychology: The broaden-and-build theory of positive 
emotions. American Psychologist, 56, 218-226. http://dx.doi.org/10.1037/0003-066X.56.3.218

Fredrickson, B.L. (2003). The value of positive emotions. American Scientist, 91, 330-335. http://dx.doi.org/10.1511/2003.4.330

Fredrickson, B.L. (2004). The broaden–and–build theory of positive emotions. Philosophical Transactions of the Royal 
Society of London. Series B: Biological Sciences, 359(1449), 1367-1377. http://dx.doi.org/10.1098/rstb.2004.1512

Ghaderi, Z., Som, A.P., M., & Henderson, C.J. (2015). When disaster strikes: The Thai floods of 2011 and tourism industry 
response and resilience. Asia Pacific Journal of Tourism Research, 20(4), 399–415.  
http://dx.doi.org/10.1080/10941665.2014.889726

Ghubach, R., El-Rufaie, O., Zoubeidi, T., Sabri, S., Yousif, S., & Moselhy, H.F. (2009). Subjective life satisfaction and mental 
disorders among older adults in UAE in the general population. International Journal of Geriatric Psychiatry, 25(5), 
458–465. http://dx.doi.org/10.1002/gps.2360

Haddadi, P., & Besharat, M.A. (2010). Resilience, vulnerability, and mental health. Procedia-Social and Behavioral Sciences, 5, 
639-642. http://dx.doi.org/10.1016/j.sbspro.2010.07.157

Hair, J.F.Jr., Black, W.C., Babin, B.J., & Anderson, R.E. (2010). Multivariate data analysis (7th ed.). Pearson Prentice Hall.

Hair, J.F., Black, W.C., Babin, B., Anderson, R., & Tatham, R. (2006). Multivariate data analysis. Prentice-Hall.

Hall, C.M., Prayag, G., & Amore, A. (2017). Tourism and resilience: Individual, organizational and destination perspectives. 
Channel View Publications.

Han, H., & Hyun, S.S. (2018). Green indoor and outdoor environment as a nature-based solution and its role in increasing 
customer/employee mental health, well-being, and loyalty. Business Strategy and the Environment, 28(4), 629-641. 
http://dx.doi.org/10.1002/bse.2269

Han, H., Ariza-Montes, A., Giorgi, G., & Lee, S. (2020). Utilizing green design as workplace innovation to relieve service 
employee stress in the luxury hotel sector. International Journal of Environmental Research and Public Health, 17(12), 
Article 4527. https://doi.org/10.3390/ijerph17124527

Han, H., Yu, J., & Hyun, S., S. (2020). Effects of nature-based solutions (NBS) on eco-friendly hotel guests’ mental health 
perceptions, satisfaction, switching barriers, and revisit intentions. Journal of Hospitality Marketing & Management, 
29(5), 592-611. https://doi.org/10.1080/19368623.2019.1660751

Headey, B.W., Kelley, J., & Wearing, A.J. (1993). Dimensions of mental health: Life satisfaction, positive affect, anxiety, and 
depression. Social Indicators Research, 29(1), 63–82. http://dx.doi.org/10.1007/BF01136197

Heidarie, A., Askary, P., Saedi, S., & Gorjian, B. (2012). Relationship between quality of work life, organizational health and 
commitment with job satisfaction. Life Science Journal, 9(3), 2300-2306.

Hu, H., Qiao, X., Yang, Y., & Zhang, L. (2021). Developing a resilience evaluation ındex for cultural heritage site: A case study 
of Jiangwan town in China. Asia Pacific Journal of Tourism Research, 26(1), 15-29.  
http://dx.doi.org/10.1080/10941665.2020.1805476

Hu, T., Zhang, D., & Wang, J. (2015). A meta-analysis of the trait resilience and mental health. Personality and Individual 
Differences, 76, 18-27. http://dx.doi.org/10.1016/j.paid.2014.11.039



93
Ali Dalgic / Mahmut Demir / Fatma Doğanay Ergen 
Perceived Vulnerability and Mental Health Perceptions
 Vol. 71/ No. 1/ 2023/ 77 - 97An International Interdisciplinary Journal

Huynh, D.V., & Piracha, A. (2019). An evaluation of climate change adaptation for the tourism sector in the Mekong Delta 
of Vietnam. Asia Pacific Journal of Tourism Research, 24(9), 894-911.  
http://dx.doi.org/10.1080/10941665.2019.1653338

Jenson, M.J., & Fraser, W.M. (2005). A risk and resilience framework for child, youth and family policy. In J.M. Jenson & 
M.W. Fraser (Eds.), Social policy for children and families: A risk and resilience perspective (2nd ed., pp. 5-24). SAGE 
Publications.

Jöreskog, K.G., Sörbom, D., du Toit, S., & du Toit, M. (2000). LISREL 8: New statistical features. Scientific Software International.

Jung, H.S., & Yoon, H.H. (2015). The impact of employees’ positive psychological capital on job satisfaction and 
organizational citizenship behaviors in the hotel. International Journal of Contemporary Hospitality Management, 
27(6), 1135-1156. http://dx.doi.org/10.1108/IJCHM-01-2014-0019

Karatepe, O.M., Saydam, M.B., & Okumus, F. (2021). COVID-19, mental health problems, and their detrimental effects on 
hotel employees’ propensity to be late for work, absenteeism, and life satisfaction. Current Issues in Tourism, 24(7), 
934-951. http://dx.doi.org/10.1080/13683500.2021.1884665

Karatsoreos, I.N., & McEwen, B.S. (2011). Psychobiological allostasis: Resistance, resilience, and vulnerability. Trends in 
Cognitive Sciences, 15(12), 576-584. http://dx.doi.org/10.1016/j.tics.2011.10.005

Kelly, P.C., Sheldon, P., Anthony, M.G., & Provenzani, L. (2021). Resilience, well-being, and organizational outcomes of 
Croatian, Thai, and US workers during COVID-19. Journal of Management & Organization, 27, 1083-1111.  
https://doi.org/10.1017/jmo.2021.58

Khaksar, S.M.S., Maghsoudi, T., & Young, S. (2019). Social capital, psychological resilience and job burnout in hazardous 
work environments. Labour & Industry: A Journal of the Social and Economic Relations of Work, 29(2), 155-180.  
http://dx.doi.org/10.1080/10301763.2019.1588196

Khan, Z., Rao-Nicholson, R., Akhtar, P., Tarba, S.Y., Ahammad, M.F., & Vorley, T. (2019). The role of HR practices in developing 
employee resilience: A case study from the Pakistani telecommunications sector. The International Journal of Human 
Resource Management, 30(8), 1342–1369. https://doi.org/10.1080/09585192.2017.1316759

Killgore, W.D., Cloonan, S.A., Taylor, E.C., & Dailey, N.S., (2020). Loneliness: A signature mental health concern in the era of 
Covid-19. Psychiatry Research, 290, 113-117. http://dx.doi.org/10.1016/j.psychres.2020.113117

Kim, H.C., Chua, B.L., Lee, S., Boo, H.C., & Han, H. (2016). Understanding airline travelers’ perceptions of well-being: The role 
of cognition, emotion, and sensory experiences in airline lounges. Journal of Travel & Tourism Marketing, 33(9),  
1213-1234. http://dx.doi.org/10.1080/10548408.2015.1094003

Kim, S.S., Chun, H., & Lee, H. (2005). The effects of SARS on the Korean hotel industry and measures to overcome the crisis: 
A case study of six Korean five-star hotels. Asia Pacific Journal of Tourism Research, 10(4),  
369-377. http://dx.doi.org/10.1080/10941660500363694

Kline, R. B. (1998). Principles and practice of structural equation modeling. The Guilford Press.

Kobasa, S.C., Maddi, S.R., & Kahn, S. (1982). Hardiness and health: A prospective study. Journal of Personality and Social 
Psychology, 42, 884-890. http://dx.doi.org/10.1037/0022-3514.42.1.168

Kotera, Y., Adhikari, P., & Gordon, V.W. (2018). Motivation types and health of UK hospitality workers. International Journal 
of Mental Health and Addiction, 16, 751-763. http://dx.doi.org/10.1007/s11469-018-9874-z

Kotera, Y., Adhikari, P., & Sheffield, D. (2021). The mental health of UK hospitality workers: Shame, self-criticism, and self-
reassurance. The Service Industries Journal, 41(15-16), 1076-1096. http://dx.doi.org/10.1080/02642069.2020.1713111

Kuntz, J.R.C., Naswall, K., & Malinen, S. (2016). Resilient employees in resilient organizations: Flourishing beyond adversity. 
Industrial and Organizational Psychology, 9(2), 456-462. http://dx.doi.org/10.1017/iop.2016.39

Lai, I.K.W., & Wong, J., W.C. (2020). Comparing crisis management practices in the hotel industry between the initial and 
pandemic stages of COVID-19. International Journal of Contemporary Hospitality Management, 32(10), 3135-3156. 
http://dx.doi.org/10.1108/IJCHM-04-2020-0325

Lawal, A.M. (2021). Toward understanding the mental health of Nigerian residents during a lockdown: The influence of 
age and vulnerability to COVID-19. Journal of Mental Health, 30(2), 202-207.  
http://dx.doi.org/10.1080/09638237.2021.1922637



94
Ali Dalgic / Mahmut Demir / Fatma Doğanay Ergen 
Perceived Vulnerability and Mental Health Perceptions
 Vol. 71/ No. 1/ 2023/ 77 - 97An International Interdisciplinary Journal

Le, D., & Phi, G. (2021). Strategic responses of the hotel sector to COVID-19: Toward a refined pandemic crisis management 
framework. International Journal of Hospitality Management, 94, Article 102808.  
https://doi.org/10.1016/j.ijhm.2020.102808

Lowe, S.R., Sampson, L., Gruebner, O., & Galea, S. (2015). Psychological resilience after Hurricane Sandy: The influence of 
individual-and community-level factors on mental health after a large-scale natural disaster. PloS one, 10(5), Article 
e0125761. http://dx.doi.org/10.1371/journal.pone.0125761

Luthans, F. (2002). The need for and meaning of positive organizational behavior. Journal of Organizational Behavior, 23, 
695-706. http://dx.doi.org/10.1002/job.165

MacKenzie, S.B., & Podsakoff, P.M. (2012). Common method bias in marketing: Causes, mechanisms, and procedural 
remedies. Journal of Retailing, 88(4), 542-555. http://dx.doi.org/10.1016/j.jretai.2012.08.001

Maddi, R.S. (2002). The story of hardiness: Twenty years of theorizing research, and practice. Journal: Practice and Research, 
54(3), 173–185.

Mao, Y., He, J., Morrison, A.M., & Andres Coca-Stefaniak, J. (2020). Effects of tourism CSR on employee psychological capital 
in the COVID-19 crisis: From the perspective of conservation of resources theory. Current Issues in Tourism, 24(19), 
2716-2734. https://doi.org/10.1080/13683500.2020.1770706

Martinelli, N., Gil, S., Chevalère, J., Belletier, C., Dezecache, G., Huguet, P., & Droit-Volet, S. (2021). The impact of the 
COVID-19 pandemic on vulnerable people suffering from depression: Two studies on adults in France. International 
Journal of Environmental Research and Public Health, 18(6), Article 3250. http://dx.doi.org/10.3390/ijerph18063250

Nadinloyi, B.K., Sadeghi, H., & Hajloo, N. (2013). Relationship between job satisfaction and employees' mental health. 
Social and Behavioral Sciences, 84, 293-297. http://dx.doi.org/10.1016/j.sbspro.2013.06.554

Naswall, K., Kuntz, J., Hodliffe, M., & Malinen, S. (2013). Employee resilience scale (EmpRes): Technical report (Resilient 
Organisations Research Report 2013/6). Resilient Organisations Research Programme, New Zealand.

Ngoc Su, D., Luc Tra, D., Thi Huynh, H.M., Nguyen, H.H.T., & O’Mahony, B. (2021). Enhancing resilience in the Covid-19 
crisis: Lessons from human resource management practices in Vietnam. Current Issues in Tourism, 24(22), 3189-3205. 
http://dx.doi.org/10.1080/13683500.2020.1863930

Ntounis, N., Parker, C., Skinner, H., Steadman, C., & Warnaby, G. (2021). Tourism and hospitality industry resilience during 
the Covid-19 pandemic: Evidence from England. Current Issues in Tourism, 25(1), 46-59.  
http://dx.doi.org/10.1080/13683500.2021.1883556

Okumus, F., Karamustafa, K., Sariisik, M., Ulama, S., & Turkay, O. (2016). Career paths of hotel general managers in Turkey. 
Asia Pacific Journal of Tourism Research, 21(11), 1214-1226. http://dx.doi.org/10.1080/10941665.2016.1140660

Ong, D.A., Bergeman, C.S., Bisconti, L.T., & Wallace, A.K. (2006). Psychological resilience, positive emotions, and successful 
adaptation to stress in later life. Journal of Personality and Social Psychology, 91(4), 730-749.  
http://dx.doi.org/10.1037/0022-3514.91.4.730

Otoo, E.F., & Kim, S.S. (2018). Is there stability underneath health risk resilience in Hong Kong inbound tourism? Asia Pacific 
Journal of Tourism Research, 23(4), 344-358. http://dx.doi.org/10.1080/10941665.2018.1433700

Pathak, D., & Joshi, G. (2020). Impact of psychological capital and life satisfaction on organizational resilience during 
COVID-19: Indian tourism insights. Current Issues in Tourism, 24(17), 2398-2415.  
https://doi.org/10.1080/13683500.2020.1844643

Paton, D., Smith, L., & Violanti, J. (2000). Disaster response: Risk, vulnerability, and resilience. Disaster Prevention and 
Management: An International Journal, 9(3), 173-179. http://dx.doi.org/10.1108/09653560010335068

Paul, H., Bamel, K.U., & Garg, P. (2016). Employee resilience and OCB: Mediating effects of organizational commitment. 
Vikalpa: The Journal for Decision Makers, 41(4), 308-324. http://dx.doi.org/10.1177/0256090916672765

Paul, H., Bamel, U., Ashta, A., & Stokes, P. (2019). Examining an integrative model of resilience, subjective well-being, and 
commitment as predictors of organizational citizenship behaviors. International Journal of Organizational Analysis, 
27(5), 1274-1297. http://dx.doi.org/10.1108/IJOA-08-2018-1514

Pavlatos, O., Kostakis, H., & Digkas, D. (2021). Crisis management in the Greek hotel industry in response to the COVID-19 
pandemic. Anatolia, 32(1), 80-92. http://dx.doi.org/10.1080/13032917.2020.1850485



95
Ali Dalgic / Mahmut Demir / Fatma Doğanay Ergen 
Perceived Vulnerability and Mental Health Perceptions
 Vol. 71/ No. 1/ 2023/ 77 - 97An International Interdisciplinary Journal

Prasetyo, Y.T., Castillo, A.M., Salonga, L.J., Sia, J.A., & Seneta, J.A. (2020). Factors affecting perceived effectiveness of 
COVID-19 prevention measures among Filipinos during enhanced community quarantine in Luzon, Philippines: 
Integrating protection motivation theory and extended theory of planned behavior. International Journal of 
Infectious Diseases, 99, 312-323. http://dx.doi.org/10.1016/j.ijid.2020.07.074

Prayag, G., Ozanne, L.K., & de Vries, H. (2020). Psychological capital, coping mechanisms and organizational resilience: 
Insights from the 2016 Kaikoura earthquake, New Zealand. Tourism Management Perspectives, 34, Article 100637. 
https://doi.org/10.1016/j.tmp.2020.100637

Prayag, G., Spector, S., Orchiston, C., & Chowdhury, M. (2020). Psychological resilience, organizational resilience and life 
satisfaction in tourism firms: Insights from the Canterbury earthquakes. Current Issues in Tourism, 23(10), 1216-1233. 
http://dx.doi.org/10.1080/13683500.2019.1607832

Preis, H., Mahaffey, B., Heiselman, C., & Lobel, M. (2020). Vulnerability and resilience to pandemic-related stress among US 
women pregnant at the start of the COVID-19 pandemic. Social Science & Medicine, 266, Article 113348.  
https://doi.org/10.1016/j.socscimed.2020.113348

Prijanka, M., Trisdiarto, T., & Abdullah, H.E. (2021). The COVID-19 pandemic: Impacts on hotel workers’ job stress, well-
being and self-assessed mental health at the Nusa Dua Bali. Budapest International Research and Critics Institute-
Journal (BIRCI-Journal), 4(4), 13431-13444. 

Republic of Turkey Ministry of Culture and Tourism. (2020). Tesis istatistikleri [Facility statistics].  
https://yigm.ktb.gov.tr/TR-201131/tesis-istatistikleri.html

Reschly, A.L., Huebner, E.S., Appleton, J.J., & Antaramian, S. (2008). Engagement as flourishing: The contribution of positive 
emotions and coping to adolescents' engagement at school and with learning. Psychology in the Schools, 45(5),  
419-431. http://dx.doi.org/10.1002/pits.20306

Schumacker, R.E., & Lomax, R.G. (2004). A beginner’s guide to structural equation modeling (2nd ed.). Lawrence Erlbaum 
Associates.

Sekaran, U., & Bougie, R. (2013). Research methods for business: A skill-building approach (6th ed.). Wiley.

Senbeto, D.L., & Hon, A.H. (2020). Market turbulence and service innovation in hospitality: Examining the underlying 
mechanisms of employee and organizational resilience. The Service Industries Journal, 40(15-16), 1119-1139.  
http://dx.doi.org/10.1080/02642069.2020.1734573

Sharma, G.D., Thomas, A., & Paul, J. (2021). Reviving tourism industry post-COVID-19: A resilience-based framework. 
Tourism Management Perspectives, 37, Article 100786. http://dx.doi.org/10.1016/j.tmp.2020.100786

Shi, X., Gordon, S., & Tang, C.H. (2021). Momentary well-being matters: Daily fluctuations in hotel employees’ turnover 
intention. Tourism Management, 83, Article 104212. http://dx.doi.org/10.1016/j.tourman.2020.104212

Shin, J., Taylor, S.M., & Seo, G.M. (2012). Resources for change: The relationships of organizational ınducements and 
psychological resilience to employees’ attitudes and behaviors toward organizational change. Academy of 
Management Journal, 55(3), 727-748. http://dx.doi.org/10.5465/amj.2010.0325

Shoss, K.M., Jiang, L., & Probst, M.T. (2018). Bending without breaking: A two-study examination of employee resilience in 
the face of job insecurity. Journal of Occupational Health Psychology, 23(1), 112-126. 
 http://dx.doi.org/10.1037/ocp0000060

Sigala, M. (2020). Tourism and COVID-19: Impacts and implications for advancing and resetting industry and research. 
Journal of Business Research, 117, 312-321. http://dx.doi.org/10.1016/j.jbusres.2020.06.015

Singh, N., Bhatia, S., & Nigam, S. (2021). Perceived vulnerability of job loss and satisfaction with life in the hospitality sector 
in times of pandemic: A multi-mediational approach. International Journal of Contemporary Hospitality Management, 
33(5), 1768-1788. http://dx.doi.org/10.1108/IJCHM-10-2020-1145

Stergiou, D.P., & Farmaki, A. (2021). Ability and willingness to work during COVID-19 pandemic: Perspectives of front-line 
hotel employees. International Journal of Hospitality Management, 93, Article 102770.  
https://doi.org/10.1016/j.ijhm.2020.102770

Šuligoj, M. (2022). Work in hotels under conditions related to the Covid-19 disease: Views of Slovenian employees. 
Tourism: An International Interdisciplinary Journal, 70(2), 285-297. http://dx.doi.org/10.37741/t.70.2.9



96
Ali Dalgic / Mahmut Demir / Fatma Doğanay Ergen 
Perceived Vulnerability and Mental Health Perceptions
 Vol. 71/ No. 1/ 2023/ 77 - 97An International Interdisciplinary Journal

Teng, M.Y., Wu, S.K., & Xu, D. (2021). The association between fear of coronavirus disease 2019, mental health, and turnover 
intention among quarantine hotel employees in China. Frontiers in Public Health, 9, Article 668774.  
https://doi.org/10.3389/fpubh.2021.668774

Teng, Y.M., Wu, K.S., & Lin, K.L. (2020). Life or livelihood? Mental health concerns for quarantine hotel workers  
during the COVID-19 Pandemic. Frontiers in Psychology, 11, Article 2168.  
https://doi.org/10.3389/fpsyg.2020.02168

Teng, Y.M., Wu, K.S., Lin, K.L., & Xu, D. (2020). Mental health impact of COVID-19 on quarantine hotel employees in China. 
Risk Management and Healthcare Policy, 13, 2743–2751. https://doi.org/10.2147/RMHP.S286171

Thompson, R.W., Arnkoff, D.B., & Glass, C.R. (2011). Conceptualizing mindfulness and acceptance as components of 
psychological resilience to trauma. Trauma, Violence & Abuse, 12, 220-235.  
http://dx.doi.org/10.1177/1524838011416375

Tonkin, K., Malinen, S., Näswall, K., & Kuntz, J.C. (2018). Building employee resilience through well-being in organizations. 
Human Resource Development Quarterly, 29(2), 107-124. http://dx.doi.org/10.1002/hrdq.21306

Truffino, C.J. (2010). Resilience: An approach to the concept. Revista de Psiquiatría y Salud Mental, 3(4), 145-151.  
https://doi.org/10.1016/S2173-5050(10)70024-8

Tsao, C.Y., & Ni, C.C. (2016). Vulnerability, resilience, and the adaptive cycle in a crisis-prone tourism community. Tourism 
Geographies, 18(1), 80-105. http://dx.doi.org/10.1080/14616688.2015.1116600

Tuan, L.T. (2021). Employer event communication and hospitality workers’ resilience during the COVID-19 crisis: The role 
of core beliefs examination and family support. International Journal of Contemporary Hospitality Management, 
33(5), 1593-1619. https://doi.org/10.1108/IJCHM-08-2020-0877

Tugade, M.M., & Fredrickson, B.L. (2004). Resilient individuals use positive emotions to bounce back from negative 
emotional experiences. Journal of Personality and Social Psychology, 86(2), 320-333.  
http://dx.doi.org/10.1037/0022-3514.86.2.320

Tugade, M.M., Fredrickson, L.B., & Barrett, F.L. (2004). Psychological resilience and positive emotional granularity: 
Examining the benefits of positive emotions on coping and health. Journal of Personality, 72(6), 1161-1190.  
http://dx.doi.org/10.1111/j.1467-6494.2004.00294.x

Van Gordon, W., Shonin, E., Zangeneh, M., & Griffiths, D.M. (2014). Work-related mental health and job performance:  
Can mindfulness help? International Journal of Mental Health and Addiction, 12, 129-137.  
http://dx.doi.org/10.1007/s11469-014-9484-3

Vo-Thanh, T., Vu, T.V., Nguyen, N.P., Nguyen, D.V., Zaman, M., & Chi, H. (2022). COVID-19, frontline hotel employees’ 
perceived job insecurity and emotional exhaustion: Does trade union support matter? Journal of Sustainable 
Tourism, 30(6), 1159-1176. http://dx.doi.org/10.1080/09669582.2021.1910829

Westerhof, J.G., & Keyes, M.L.C. (2009). Mental illness and mental health: The two continua model across the lifespan. 
Journal of Adult Development, 17(2), 110-119. http://dx.doi.org/10.1007/s10804-009-9082-y

Wheaton, B. (1987). Assessment of fit in over-identified models with latent variables. Sociological Methods and Research, 
16(1), 118–154.

World Health Organization. (2018). Mental health: Strengthening our response.  
https://www.who.int/news-room/fact-sheets/detail/mental-health-strengthening-our-response

Wright, T.A. (2004). The role of “happiness” in organizational research: Past, present, and future directions. Exploring 
Interpersonal Dynamics Research in Occupational Stress and Well Being, 4, 221–264.  
http://dx.doi.org/10.1016/S1479-3555(04)04006-5

Xiang, Y.-T., Yang, Y., Li, W., Zhang, L., Zhang, Q., Cheung, T., & Ng, C.H. (2020). Timely mental health care for the 2019 novel 
Coronavirus outbreak is urgently needed. The Lancet Psychiatry, 7(3), 228–229.  
http://dx.doi.org/10.1016/S2215-0366(20)30046-8

Yin, J., & Ni, Y. (2021). COVID-19 event strength, psychological safety, and avoidance coping behaviors for employees in 
the tourism industry. Journal of Hospitality and Tourism Management, 47, 431-442.  
http://dx.doi.org/10.1016/j.jhtm.2021.04.017



97
Ali Dalgic / Mahmut Demir / Fatma Doğanay Ergen 
Perceived Vulnerability and Mental Health Perceptions
 Vol. 71/ No. 1/ 2023/ 77 - 97An International Interdisciplinary Journal

Yorulmaz, M., & Sevinc, F. (2021). Supervisor support and turnover intentions of yacht captains: The role of work–family 
conflict and psychological resilience during the COVID-19 pandemic. International Journal of Contemporary 
Hospitality Management. 33(5), 1554-1570. http://dx.doi.org/10.1108/IJCHM-07-2020-0788

Youssef, M.C., & Luthans, F. (2007). Positive organizational behavior in the workplace: The impact of hope, optimism, and 
resilience. Journal of Management, 33(5), 774-800. http://dx.doi.org/10.1177/0149206307305562

Yu, J. (2020). Exploring the role of healthy green spaces, psychological resilience, attitude, brand attachment, and price 
reasonableness in increasing hotel guest retention. International Journal of Environmental Research and Public 
Health, 17(1), Article 133. http://dx.doi.org/10.3390/ijerph17010133

Yu, J., Park, J., & Hyun, S.S. (2021). Impacts of the COVID-19 pandemic on employees’ work stress, well-being, mental 
health, organizational citizenship behavior, and employee-customer identification. Journal of Hospitality Marketing 
& Management, 30(5), 529-548. http://dx.doi.org/10.1080/19368623.2021.1867283

Zikmund, W.G. (2003). Business research methods (7th ed.). Thomson/South-Western. 

Submitted: November 03, 2021
Revised: February 23, 2022
Revised: April 12, 2022
Revised: May 05, 2022
Accepted: June 24, 2022




