Int Marit Health

2022; 73, 3: 133-142
10.5603/IMH.2022.0026
www.intmarhealth.pl
Copyright © 2022 PSMTTM

vianEBics ORIGINAL ARTICLE e
Impact of COVID-19 anxiety on work stress
in seafarers: the mediating role of COVID-19
burnout and intention to quit
Ahmet Tuncay Erdem*®, Hasan Tutar?
1Bolu Abant Izzet Baysal University, Turkey
2Bolu Abant Izzet Baysal University, Affiliated University, Istanbul Commerce University, Turkey
ABSTRACT

Background: The frequent encounters of seafarers with people from different countries compared to other
occupations increase their risk of contracting different variants of coronavirus disease 2019 (COVID-19).
This risk may cause additional anxiety for them. The main purpose of this research is to determine the
mediating role of COVID-19 burnout and intention to quit in the impact of seafarers’ anxiety about con-
tracting COVID-19 on work stress.

Materials and methods: The research is a quantitative correlational research design cross-sectional study.
We determined the research data according to the random sampling technique. Participants consist of
390 maritime business employees operating in Istanbul and Izmir. We determined the participants based
on voluntary participation. We collected the data with the help of the Coronavirus Anxiety Scale, COVID-19
Burnout Scale, Intention to Quit Scale, and Work Stress Perception Scale.

Results: The study found that seafarers’ anxiety about contracting the novel coronavirus positively influ-
ences their perception of job stress and that COVID-19 burnout and intention to quit strongly mediate this
interaction. We also determined that seafarers had a high level of COVID-19 anxiety, leading to a higher
perception of COVID-19 burnout.

Conclusions: These findings mean that although personal factors are important, negative psychological
perceptions feed off each other and cause another psychological perception. The research results need to
be strengthened by psychological factors such as job satisfaction, organizational trust and organizational
support, and their psychological resilience should be increased so that seafarers do not show COVID-19

anxiety due to job stress and intention to quit.

(Int Marit Health 2022; 73, 3: 133-142)
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INTRODUCTION
Many seafarers stay on ships for long periods; the crew
needs to be changed regularly to avoid excessive fatigue.
This translates into a monthly rotation of up to 100,000 sea-
farers [1]. United Nations Conference on Trade and Devel-
opment (UNCTAD) expects international maritime trade
to grow at an annual average of 3.5% in 2019-2024 [2].

Considering sectoral trends and fleet growth rates, more
employment is required to feed the growing fleet in shipping.
This situation increases the importance of human resources
in maritime transport. Conditions such as working in a humid
environment, risk of suffocation, and heavy workload expose
workers in the maritime sector to mental, psychological and
physical health risks than other occupational groups. All
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these severe and risky conditions raise the issue of sus-
tainability in human resources in shipping [3-5]. In addition
to prioritizing sustainability in recruitment, placement, and
development processes, sustainable human resources man-
agement also prioritizes protecting the employed and the
employees’ psychological health [5-8]. Here, psychological
health means complete well-being, psychologically free from
all kinds of stress, tension, and burnout.

The number of deaths due to the COVID-19 epidemic
has exceeded 18 million. According to worldometers.info
data, which immediately follows the subject, the number of
people who lost their lives due to COVID-19 is 5,893,061,
the number of those who recovered is 346,813,010, and
the number of cases is 422,230,030 (February 20, 2022).
These numbers increase people’s anxiety depending on
personal factors such as awareness level and psychological
resilience. The continuity of the said anxiety causes work
stress in employees, and a new form of burnout called
COVID-19 burnout occurs with COVID-19 [5, 6, 9]. Combin-
ing all these negativities is an everyday situation that will
strengthen the employee’s intention to quit. Long journeys,
demanding work conditions, a humid environment, sleep
disruption, sound vibration, fatigue, and pirate threats con-
tribute to increased work stress [4, 10, 11]. The maritime
profession, which contains many difficulties, can cause
anxiety, burnout, and work stress. Trait anxiety is one of
the most important threats of burnout, and burnout is one
of the most important threats to professional continuity
[5, 12]. Anxiety, job stress, and burnout may cause employ-
ees’ interest and motivation to lose their job regardless of
their type. A lack of job satisfaction and dissatisfaction may
increase their intention to quit.

This study aimed to determine the mediating effect of
COVID-19 burnout and intention to quit in the relationship
between COVID-19 anxiety and work stress in maritime
workers. While doing this, we based the independent vari-
able of the research, “COVID-19 anxiety”, on the State and
Trait Anxiety Theory developed by Spielberger and Rickman
[13]. State anxiety provides strong theoretical support to
the research because it reflects the event-specific anxiety
frequently experienced during the COVID-19 process, and
trait anxiety reflects the anxiety state of the person for the
future due to the long duration of the epidemic. We based
work stress, the dependent variable of the research, on
the work stress model developed by Katz and Kahn. The
model is very explanatory for this research, as it explains
job stress by considering the working conditions of the
employee in the work environment and possible risks [14,
15]. We based the theoretical basis of COVID-19 burnout,
one of the study’s mediating variables, on the “Burnout
Theory” developed by Maslach [16], which claims that the
person’s emotional energy decreases as the will to cope

with life events weakens. We based the intention to quit,
another mediator variable of the research, on the “Planned
Behaviour Theory” developed by Ajzen [17]. The theory of
planned behaviour provides a strong theoretical basis for
this research, as it is a theory that explains the relationships
in attitude-behaviour research.

CONCEPTUAL FRAMEWORK

NEW TYPE OF CORONAVIRUS ANXIETY

Anxiety causes feelings such as restlessness, anxiety,
and fear to become stronger in an individual. Anxiety can be
examined in cognitive, behavioural, and affective frameworks
[18-20]. As in all attitudes and behaviours, anxiety can be
handled in three dimensions: cognitive (do not worry, think-
ing about irrelevant things, etc.), affective (being nervous,
bodily reactions, etc.), and behavioural (insufficient working
skills, procrastination, avoidance, etc.) [20, 21]. Anxiety is
an indication that an individual is healthy at a certain level
and is a guarantee of staying healthy, especially during pan-
demic days. However, excessive anxiety is a state of being
unhealthy and excessive anxiety causes exhaustion in the
individual [5-7, 22]. The coronavirus caused the deaths of
about 6 million people worldwide, and these deaths increased
daily, causing a new form of anxiety called the “new type
of coronavirus anxiety”. Seafarers who have close contact
with those who have contracted the new type of coronavirus
and the news about the emergence of different variants in
different parts of the world negatively affect seafarers who
have close contact with people due to their duties [18, 20].

Decreased social relations to protect themselves from
the epidemic may cause psychological problems such as
depression, fear of death, anxiety about not getting enough
health care, sleep problems, and anxiety. The high level of
anxiety may cause the illness to be perceived more negative-
ly and, therefore, its effect on the individual to be more neg-
ative [5, 6, 7, 9]. Measures taken due to the COVID-19 out-
break may cause seafarers to increase their state anxiety
levels [5, 23]. When people are faced with a dangerous and
undesirable situation, their state anxiety levels increase,
and the severity of the risk perception affects the level of
anxiety. When the stress is intense, an increase in the level
of state anxiety is observed, and how these psychological
processes are perceived causes another psychological state
to emerge, such as burnout and work stress [19, 22, 24,
25]. People who work under the pressure of constant stress
lose their job satisfaction and desire to succeed, and their
intention to quit becomes stronger.

WORK STRESS

According to Selye [26], stress is a non-specific re-
sponse produced by various harmful factors. The inability
of the individual to meet work demands due to the im-
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balance in the perception of the “person-environment”
causes stress [24, 27]. On the other hand, job stress is
the emotional reaction to disruptive environmental con-
ditions where the employee’s abilities cannot meet the
job’s requirements. Work stress occurs due to working
and interacting with the environment. Job stress brings
additional attention and work effort and thus strains [28,
29]. Job stress brings organizational problems such as job
dissatisfaction, stronger intentions to leave, absenteeism,
increased workforce turnover rate, poor performance, and
error rates when organizational conflicts increase and
disruptions occur in jobs [29-31]. Studies have shown
that stressful conditions include arriving late and leaving
work early, taking long breaks, poor concentration, and an
inability to make decisions. The increase in the frequency
of accidents in the workplace, organizational conflict, being
less creative and innovative, early fatigue, and decreased
communication are other negative effects of stress on
employees [29, 30].

The risk of infectious disease, time pressure, heavy
workload, task complexity, monotonous work, and various
obstacles are important work stressors. Role ambiguity and
role conflict are role-related stress factors. Role ambiguity,
burden, and confusion are stressors [15, 29, 31, 32]. Role
load occurs when an employee simultaneously tries to meet
the demands of more than one role. Role ambiguity occurs
when job expectations are incompatible or conflict with the
role definition and it is not always easy to understand what
the job entails. In addition, the incompatibility of the employ-
ee’s role with his or her abilities is also an important stress
factor. Inability to adapt to workplace norms and culture,
incompatibility between the characters of the manager,
colleagues, and subordinates, and interpersonal conflict
in the workplace are relationship-oriented social stressors
in organizations. The effect of stress factors on the person
determines the extent of his/her burnout perception. In
particular, long-term and excessive stress is one of the
important causes of burnout [29, 31, 33, 34]. Psychoso-
matic disorders caused by anxiety, worry, and excessive
stress can increase the employee’s perception of burnout
and intention to quit the job. Based on this conceptual and
theoretical framework, the following H1 hypothesis has
been developed.

H1. COVID-19 anxiety positively affects work stress.

COVID-19 BURNOUT

Burnout is generally examined in three dimensions in
the literature: emotional exhaustion, depersonalisation,
and low sense of personal accomplishment. Emotional ex-
haustion expresses weariness, loss of energy, loss of power,
exhaustion and exhaustion [35, 36]. Depersonalisation is

manifested by negative attitudes towards other people,
irritability, withdrawal, and loss of idealism [37-39]. Deper-
sonalisation causes the individual to have negative feelings
towards the people he or she works with and act indifferent
towards them. A low sense of personal achievement towards
work decreases the individual’s sense of achievement and
desire to work due to negative experiences. Symptoms such
as decreased productivity, loss of talent, poor morale, and
inability to cope with stressors are signs of a decreased
sense of personal accomplishment [36, 38]. These three
dimensions can come together in a certain process and
cause the individual's perception of burnout stronger. Stud-
ies on COVID-19 burnout have found a positive relationship
between stress and burnout [39, 40].

This new form of burnout, called COVID-19 burnout, has
a different structure from the general burnout perception
of the pandemic [39, 41, 42]. COVID-19 burnout affects
workers, especially in unfavourable working conditions and
at risk of death. Maritime workers have a relatively higher
perception of burnout associated with loss of emotional, cog-
nitive, and physical energy due to difficult working conditions
[44]. Situations such as excessive workload, risk of being
infected, fear of infecting their relatives, and witnessing
deaths can cause seafarers to be under extreme stress. Re-
search on the relationship between burnout, anxiety, and
stress reveals that people experience high levels of burn-
out during the COVID-19 pandemic. Factors that increase
people’s resilience, such as organizational trust and orga-
nizational support, play an important role in reducing work
stress and the perception of burnout during the pandemic
process [9, 39, 40, 44]. Due to the protracted nature of the
virus, the fact that people are suffering greatly from burnout
related to COVID-19 can strengthen their intention to quit.
The following hypotheses have been developed based on
this conceptual and theoretical framework.

H2. COVID-19 anxiety positively affects COVID-19 burnout.
H3. COVID-19 burnout positively affects work stress.

INTENTION TO QUIT

Intention to quit is the desire of employees to leave
their jobs due to dissatisfaction with their current job con-
ditions [45-47]. The intention to quit is not the employee’s
intention to quit the job but the intention and desire to
leave the job. Situations such as being laid off or retiring
differ from the intention to leave. In order to talk about
leaving the job, the employee must have a desire to leave
voluntarily due to situations such as burnout, job stress,
organizational insecurity, or excessive anxiety [47, 48]. As
a result of the employees’ evaluation of the future situation
of the organization and their position in this situation, the
intention to quit the job develops. In addition, various
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studies have shown that the age factor is a factor that
increases the intention to quit [49-51]. In addition, work-
ing time and personal habits can also affect quitting. An
employee who intends to leave will underperform in his or
her job and work at a low-performance level. An employee’s
emotional state accompanies the perception of burnout,
such as indifference towards his or her job, insensitivity to
colleagues, and low achievement [39, 45]. The intention
to quit causes a high turnover rate.

Resignation occurs when the employee changes a unit,
department, or position. When voluntary leaving work, moti-
vational factors come to the fore [52-54]. The intention to
quit the job arises from the individual’s desire to go beyond
the social system to which they belong of their free will.
Intention to quit is strengthened when employees have low
job satisfaction, stress, and burnout perceptions [52, 55].
Intention to quit the job occurs when the employees are not
satisfied with the working conditions, which means the loss
of qualified labour for the organizations. The high turnover
rate brings high costs to the organizations [52, 56]. Loss of
organizational memory, deterioration of business planning,
loss of a skilled and educated workforce, negative impact on
the competitive advantage against competitors, loss of time
with recruits, recruitment costs, sadness, stress, conflict
with recruits, and disagreements are negative organizational
consequences of intention to quit [47, 52]. These results
show that negative perceptions affect other psychological
moods without ignoring individual differences. The following
hypotheses have been developed based on the conceptual
and theoretical framework.

H4. The intention to quit positively affects job stress.

H5. COVID-19 anxiety positively affects the intention to quit.
H6. Intention to quit and COVID-19 burnout plays a medi-
ating role in the effect of COVID-19 anxiety on work stress.

MATERIALS AND METHODS

PURPOSE OF RESEARCH

The main purpose of this research is to determine wheth-
er the intention to quit and COVID-19 burnout function as
mediating variables in the effect of COVID-19 anxiety on
employees’ job stress in maritime enterprises. The necessity
of evaluating the research variables together, as explained
above, is that there is a gap in the literature in this field, and
the topic needs to be up-to-date, original, and functional.
We think that the research can contribute to the literature
in this respect.

PARTICIPANTS AND SAMPLING

We collected research data from the employees of mari-
time companies operating in the maritime sector in Istanbul
and Izmir (Turkey). The sample determined according to the

random sampling method in the research includes 390 em-
ployees. We chose many individuals or units to represent
a part (sample) of the population with the random sampling
method, as it allows individuals to be randomly determined
from the population with a technique where everyone has
an equal chance of being selected in this technique [57].

DATA COLLECTION INSTRUMENTS

In the study, we used three different scales to collect
data. The first is the COVID-19 Anxiety Scale consisting of
5 items developed by Lee (2020) [58]. With this scale, we
collected data on COVID-19 anxiety. Another scale is the
10-item COVID-19 Burnout Scale developed by Yildirim and
Solmaz (2020) [9]. With this scale, we collected data on
COVID-19 burnout. We collected data on the participants’
desire to quit their job with the 4-item Intention to Leave
Scale developed by Hom et al. (1984) [59]. We collected
data on job stress with the 14-item Job Stress Scale devel-
oped by Demiral et al. (2007) [60].

MODEL OF MEASUREMENT AND HYPOTHESES

In the hypothetical research model, we hypothesized
that intention to quit and COVID-19 burnout would mediate
the effect of COVID-19 anxiety on job stress. In the model, we
constructed COVID-19 anxiety as the independent variable,
the intention to quit work as the dependent variable, and
work stress and COVID-19 burnout as mediator variables

(Fig. 1).

VALIDITY AND RELIABILITY OF RESEARCH

Within the scope of the research, the reliability values
of the scales; COVID-19 anxiety scale were determined as
o = 0.906, COVID-19 burnout o = 0.956, intention to quit
work a. = 0.789, and job stress scale oo = 0.948. In order to
determine the reliability and validity of the scale expressions
in the research model, we performed confirmatory factor
analysis on the measurement model (Fig. 2). According to
the confirmatory factor analysis result, the fit indices y2/DF,
GFI, NFI, CFl, TLI and RMSEA values, good fit indices and
validity values are shown in Table 1 [61-64].

Itis seen that the 2 value is significant according to the
four-factor model in Table 1 (p < 0.01). In addition, since
the y?/DF value (2,141) is below 5, the model provides
the criterion of fit in terms of validity. The data are concor-
dant in terms of GFI = 0.894, CFl = 0.945, NFI = 0.902,
TLI = 0.940, and RMSEA = 0.054 (Table 1). As a result of
confirmatory factor analysis, we applied the “Chi-Square
Difference Test” to determine whether there is a signifi-
cant difference in terms of the fit between the four-factor
model (COVID-19 anxiety, COVID-19 burnout, intention to
quit, and job stress) and the single-factor model. We found
that the difference between the y? values of the test was
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Figure 2. Structural equation model results

Table 1. Model-data fit values (resources: [61-64])

Data-model fit indices

Acceptable indices

Single factor model indices

Chi-Square (x?) = 1036,41

Chi-Square (x?) = 4263,45

DF (Degree of Freedom) = 484, p < 0.01 DF = 495

GFI (Goodness of Fit) = 0.894 GFI>0.90 GFl=0.410

NFI (Normal Fit Index) = 0.902 NFI>0.90 NFI = 0.596

CFI (Comparative Fit Index) = 0.945 CFl>0.90 CFl=0.624

TLI (Tucker-Lewis Index) = 0.940 TLI>0.90 TLI = 0.599
RMSEA (Root Mean Square Error of Approximation) = 0.054 RMSEA < 0.08 RMSEA = 0.140
¥%/DF = 2.141 x?/DF <5 x?/DF = 8.613

significant (Table 1). This finding determined no common
method deviation in the data [64]. According to this finding,
the data from the four-factor model is compatible [65, 66].
The findings also show that the model provides divergent
and convergent discriminant validity (Table 2).

For the data obtained in the scales, we specified con-
vergent validity according to the average explained vari-

ance (AVE) values [67]. The fact that the AVE values of
the research model are higher than 0.5 indicates that the
relevant items are valid in terms of implicit variables. As
seen in Table 2, AVE values higher than 0.5 indicate that
convergent validity is provided [65, 66]. In order to deter-
mine the discriminant validity, the correlation value between
the scales must be less than 0.80, which indicates that
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Table 2. Average, standard deviation (SD), reliability and correlation values of the variables

Variables Mean SD CR AVE MSV MaxR(H) 1 2 3 4
COVID-19 anxiety 3.64 0.935 0.899 0.640 0.256  0.905 -

COVID-19 burnout 3.80 0.988  0.957 0.689 0.349 0.959 0.410** -

Intention to quit e 0.833  0.799 0.504 0.216  0.824 0.447** 0.455%*

Job stress 3.85 0.820 0950 0.578 0.281  0.956 0.468** 0.563** 0.702** -

*Significant at 0.05 level (bi-directional); **Significant at 0.01 level (bi-directional); AVE — average explained variance; CR — composite reliability; MaxR (H) — maximal

reliability; MSV — maximum shared variance

Table 3. Direct effects

Variables B t SE P
COVID-19 anxiety - Job stress 0.126 3.056 0.035 0.002
Intention to quit - Job stress 0.544 4.190 0.036 B
COVID-19 anxiety - Intention to quit 0.447 9.847 0.040 Y
COVID-19 anxiety - COVID-19 burnout 0.410 8.870 0.049 A
COVID-19 burnout - Job stress 0.287 7.645 0.030 Fkx

SE — standard error; *0.05; **0.01; ***significant at the 0.001 level (bi-directional)

divergent discriminant validity is provided [67]. Divergent
discriminant validity is provided if the correlation values are
lower than 0.80 and the significant relationship.

The standardized factor loads of the scale expressions
used to collect data ranged from 0.51 to 0.86. The stan-
dardized factor loads of the study are greater than 0.5. In
addition, the fact that the parametric test t values, which
are among these factor values, vary between 8,307 and
13,714 shows that the research model is compatible. Ta-
ble 2 shows a positive correlation between COVID-19 anx-
iety and COVID-19 burnout based on Pearson correlation
analysis (r = 0.410, p = 0.001). We determined a positive
correlation between COVID-19 anxiety and intention to
quit (r = 0.447, p < 0.001). We discovered a link between
COVID-19 anxiety and work stress (r = 0.468, p = 0.001).
There is a positive correlation between COVID-19 burnout
and intention to quit (r = 0.455, p <0.001). There is a posi-
tive relationship between COVID-19 burnout and work stress
(r=0.563, p<0.001). There is a link between the intention
to quit and job stress (r = 0.702, p = 0.001). Correlation
values show that there is a significant relationship between
the variables.

RESULTS
DEMOGRAPHIC FINDINGS
According to the participants’ demographic information,
such as gender, education level, age, and seniority, 13%
were female, and 87% were male. According to their marital
status, 37% of the participants were single, and 63% were
married. 30% of the participants were in the 36-45 age
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range. When the distribution by education level is examined,
35.6% of the participants are primary school graduates,
38.3% are undergraduates, 18.5% are graduates, and 7.6%
are doctoral graduates.

TESTING RESEARCH HYPOTHESES

Table 3 shows the results of the structural equation
model applied to the research data to test the research hy-
potheses.

Table 3, shows that COVID-19 anxiety has a positive
and significant effect on work stress (f = 0.126, t = 3.056,
p = 0.002 < 0.01). This means that the H1 hypothesis is
confirmed. We found that COVID-19 anxiety positively and
significantly affects COVID-19 burnout ( = 0.410,t=8.870,
p < 0.001). This result means that the H2 hypothesis is
confirmed. We found a positive and significant effect of
COVID-19 burnout on work stress (f = 0.287, t = 7.645,
p <0.001).

According to this determination, it is understood that
the H3 hypothesis of the research is supported. Accord-
ing to the analysis results, the intention to quit positively
and significantly affects job stress (f = 0.544, t = 14.190,
p < 0.001). We also determined the positive and signif-
icant effect of COVID-19 anxiety on the intention to quit
(B=0.447,1=9.847,p <0.001). These results mean that
the H4 and H5 hypotheses of the study were confirmed.

In this analysis, the parameters to be considered in
order to determine the mediation effect are direct effect
(B = 0.126) and total (B = 0.487) values. When the inter-
mediary variables, intention to quit and COVID-19 burnout,
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Table 4. Structural equation model significance (Bootstrap) values

B LLCI ULCI
Direct effect
Intention to quit - Job stress 0.544 = -
COVID-19 anxiety - COVID-19 burnout 0.410 - -
COVID-19 anxiety - Intention to quit 0.447 _ _
COVID-19 burnout - Job stress 0.287 _ _
COVID-19 anxiety - Job stress 0.126 — =
Indirect effect
COVID-19 anxiety - Intention to quit - COVID-19 burnout - Job stress 0.361 0.246 0.473
Total effect
COVID-19 anxiety - Job stress 0.487 = -

LLCI — lower limit confidence interval; ULCI — upper limit confidence interval

are included in the model, they increase the effect of the
independent variable on the dependent variable (Table 4).
According to the findings, when the intention to quit work
and COVID-19 burnout are included in the model, there is
a significant increase in the total effect of COVID-19 anxiety
on work stress. We performed the significance analysis
using the Bootstrap method at a confidence level of 95%.
According to Table 4, intention to quit and COVID-19 burnout
mediate in the same model with the lowest 24.6% (lower
limit of confidence interval: 0.246) and the highest 47.3%
(upper limit of confidence interval: 0.473). The positive
values indicate that the mediating effect of the assumed
model is significant. It causes a positive increase in the 95%
confidence interval (Cl) for the mediating effect of intention
to quit and COVID-19 burnout and a 36% (0.361) increase
in the impact of COVID-19 anxiety on job stress (§ = 0.361;
95% CI[0.246 and 0.473]; R2 = 0.543). According to this
finding, the H6 hypothesis states that intention to quit
and COVID-19 burnout function as a tool in the effect of
COVID-19 anxiety on work stress were accepted.

DISCUSSION

In this study, we aimed to examine the “mediator” role
of intention to quit and COVID-19 burnout in the effect of
COVID-19 anxiety on work stress in a sample of maritime busi-
nesses. Research findings have determined that the high-risk
working environment, uncertainty, and unfavourable hygiene
conditions during the pandemic strengthen seafarers’ per-
ceptions of anxiety, work stress, and burnout. We discovered
that all these negative perceptions strengthen the intention
of maritime business employees to leave their jobs. We have
determined that COVID-19 anxiety increases work stress,
and COVID-19 burnout and the intention to quit work are

mediators in this interaction process. Research findings show
that COVID-19 anxiety, work stress, and COVID-19 burnout
reinforce perceptions and the intention to quit. These findings
indicate that the pandemic’s unfavourable psychological
climate in maritime businesses leads to negative percep-
tions of interrelated variables such as COVID-19 anxiety,
COVID-19 burnout, job stress, and intention to quit.

The perception of burnout from COVID-19 differs from
the general burnout perception and the pandemic in terms
of its cause and results [9]. COVID-19 burnout occurs not for
many reasons but due to the pandemic, and when combined
with anxiety and stress, Seafarers encountering people from
different parts of the world at risk of carrying different virus
variants may cause their anxiety levels and perceptions of
burnout to be relatively high [43, 68]. In addition to the risk
of disease transmission, people’s anxiety about losing their
jobs during the pandemic strengthens their perception of
burnout. It significantly increases their depression, anxiety,
and stress levels [9]. Inthe literature, it is stated that negative
emotions such as helplessness, insecurity, fear and anxiety
due to COVID-19 may cause death anxiety to increase the
stress level in individuals, and this may lead to burnout in
individuals [69-71]. Studies show that high levels of anxiety
in employees cause job stress to be perceived more nega-
tively [5, 6, 7, 22, 29]. In addition, studies have determined
that factors that increase the psychological resilience of
individuals, such as organizational trust and organizational
support, play an important role in reducing work stress and
burnout perception during the pandemic process [9, 40].

LIMITATIONS OF THE STUDY
This research is limited to examining whether there are
mediator effects of intention to quit and COVID-19 burn-
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out on the effect of COVID-19 anxiety on job stress. This
quantitative research is limited to seafarers working in
Istanbul Marine Enterprises. The research can be repeated
in different samples with other organizational behaviour
variables. In addition, the research can also examine wheth-
er it functions as a regulatory variable in the relationship
established with COVID-19 burnout and intention to quit.
In order to better understand the research subject, it can
be repeated with different samples using qualitative and
mixed research methods.

CONCLUSIONS

The psychological climate is important for seafarers to
work with high performance and strong motivation. It is seen
that there is a consensus in the literature that the variables
are negative organizational behaviours in studies on subjects
such as anxiety, work stress, and burnout. On the other hand,
it is known that these negative situations strengthen the
intention to quit the job. A study on the subject determined
that the COVID-19 epidemic increased employees’ anxiety,
work stress, and depression [72]. In their research on teach-
ers, Klassen and Chiu [73] determined that leaving their job
strengthens their job stress. Deniz Glinaydin [74] determined
that individuals’ fears of COVID-19 cause them to stay away
from the organization, and this anxiety strengthens their
intention to quit their jobs. Kokubun et al. [75], in a study
conducted at a Japanese company in China, determined that
employees’ fears and concerns about COVID-19 increased
their intention to quit, and Japanese employees were more
likely to quit their jobs because of this fear and anxiety.
Sunjaya et al. [76], in their study in Indonesia, determined
that healthcare workers who have direct contact and respon-
sibility for treating COVID-19 patients have a higher risk of
experiencing depressive symptoms, anxiety, and burnout.
Luceno-Moreno et al. [77]. In their study in the health sector
in Spain, determined that the COVID-19 pandemic increased
the perceptions of anxiety, stress, and burnout and strength-
ened their intention to quit. In their research, Dima et al.
[78] determined that the pandemic caused work stress and
burnout. Yildirnm and Solmaz [9] determined that individuals’
COVID-19 burnout strengthens stress in their research in Tur-
key. All these findings show that the results of our research
are in line with the literature.
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