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Our paper was conducted to certify the role of employee 

well-being, job satisfaction, and post-Covid-19 syndrome in the job 

performance of employees working at Linh Trung Export Processing 

Zone in Ho Chi Minh City. Based on previous theoretical and 

empirical studies, we constructed the research conceptual framework 

and hypotheses. We applied a convenience sample method and 

conducted a direct survey with 439 respondents who suffer from 

post-Covid-19 symptoms. SPSS 25 software and AMOS 24 software 

were used to test hypotheses. The results illustrated that employee 

well-being and job satisfaction had a positive and strong relationship 

with employee performance, while post-Covid-19 syndrome 

strongly and negatively impacted employee performance. Moreover, 

the factors affecting employee performance in descending order 

were employee well-being, job satisfaction, and post-Covid-19 

syndrome. Finally, we showed some theoretical and practical 

contributions to enhancing the level of performance of employees 

working at Linh Trung Export Processing Zone in Ho Chi Minh City 

as well as at other companies in Vietnam suffering from post-Covid-

19 syndrome. 

1. Introduction 

Nowadays, companies are proactive in their role to maintain a competitive advantage in 

rapidly changing global scenarios (Zakaria, Abdulatiff, & Ali, 2014). Therefore, companies need 

to have effective strategies to gain a competitive advantage in the increasing state of global 

competition (Baines & Langfield-Smith, 2003). Human resources affect competitive advantage in 

the work market (Lam’ah & Rofaida, 2022). Human resources are not only a key factor in 

achieving companies’ objectives (Arslan & Roudaki, 2019) but also determine a company’s 

success (Macke & Genari, 2019). To have a positive effect on the organization, human resources 

must have good performance (Guest, 2017). Almost all companies desire to improve their 

performance (Zakaria et al., 2014), and having good-performing employees is vital for the survival 

and development of companies (Aboazoum, Nimran, & Al Musadieq, 2015). This has a special 

meaning for the present situation because, although there was a global recovery after the Covid-

19 pandemic, it is still dim because of the lingering impact of the Covid-19 pandemic (United 

Nations, 2023). The General Statistics Office of Vietnam showed that until the end of 2022, there 

were 143.2 thousand enterprises withdrawing from the market, or about 400 companies per day 

(Tu Chi, 2022). 
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Job performance, or employee performance, has been studied for a long time as a 

dependent variable, and there are many determinants affecting job performance (Aboazoum et al., 

2015). Lam’ah and Rofaida (2022) studied journals of Scopus with citations above 33 from 2017 

to 2021 and indicated that these factors have positive and negative relationships with employee 

performance. They also showed that factors often used to improve job performance were 

leadership, motivation, job satisfaction, workplace environment, employee well-being, 

commitment, and so on, and factors often used to decrease job performance were emotional 

exhaustion, job disruption, job insecurity, justice differentiation, and anxiety. In Vietnam, job 

performance also is studied with many factors affecting positively such as job satisfaction (Mai, 

Nguyen, Pham, Nguyen, & Nguyen, 2016; Ngo, 2021; Nguyen, Le, & Nguyen, 2022; Truong, 

Duong, & Nguyen, 2022); career development, team spirit, relationship at work, compensation, 

and benefit (Mai et al., 2016); work motivation (Nguyen & Dang, 2021; Nguyen, Nguyen, & Tran, 

2021); working ability, welfare, cooperation, and education (Nguyen & Dang, 2021); core self-

evaluation (Vo, 2018); working environment (Le & Dang, 2019; Mai et al., 2016;  Nguyen & 

Dang, 2021); risk perception (Truong et al., 2022); job-based psychological ownership (Pham, 

2022); psychological capital (Ngo, 2021); leader-member exchange (Tran, Nguyen, Dang, & Ton, 

2018); facilities, promotion policies, and leadership (Le & Dang, 2019). Vo (2018) showed the 

effects of work-family conflict and family-work conflict on job performance were negative, and 

Truong et al. (2022) illustrated that negative psychology with Covid-19 negatively impacted job 

performance. There is no research on the effect of employee well-being on job performance in 

Vietnam, although employee well-being is related to the strategies of organizations and 

individuals, and one of the fields focused on studying organizations (Pradhan & Hati, 2022). 

Previous studies indicated that employee well-being positively and significantly impacted job 

performance (Gillet, Fouquereau, Forest, Brunault, & Colombat, 2012; Harshitha & Arul Senthil, 

2021; Zakaria et al., 2014). Moreover, there is a relationship between job satisfaction and 

employee well-being (Supardi, Salehah, & Komalasari, 2023). Therefore, we decided to study the 

direct and indirect effects of employee well-being on the performance of employees in our paper 

to fill the gap. 

A recent survey about post-Covid-19 showed that the majority of patients who suffered 

from Covid-19 still had post-Covid-19 symptoms from two to five months (accounting for 68%); 

17.4% of patients had post-Covid-19 symptoms for more than 05 months; and about 5% still have 

symptoms after 10 months (Thai Binh, 2022b). If people have post-Covid-19 symptoms, they have 

a feeling of physical and mental overload or exhaustion; therefore, the Ministry of Health in 

Vietnam provided guidance on rehabilitation and self-care for related diseases after Covid-19 

(Thai Binh, 2022b). Fouad, Zawilla, and Maged (2023) showed that post-Covid-19 syndrome 

negatively affected job performance. Cu and Le (2023) also studied the change in the income of 

employees working in the aviation and tourism/hospitality sectors in Vietnam in the post-Covid-

19 situation, and Nguyen et al. (2022) studied the job satisfaction and job performance of workers 

working in industrial zones of Hanoi and Ho Chi Minh City in Vietnam during the Covid-19 

pandemic; they didn’t study the effect of post-Covid-19 symptoms on job performance. Therefore, 

we decided to study the effect of post-Covid-19 symptoms on the performance of employees to 

fill the gap. 

This paper aims to determine the roles of job satisfaction, employee well-being, and post-

Covid-19 syndrome on the job performance of employees working at Linh Trung Export 

Processing Zone in Ho Chi Minh City. Our findings are expected to help companies at Linh Trung 

Export Processing Zone to improve employee performance after the Covid-19 pandemic. 
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2. Theoretical basis 

2.1. The broaden-and-build theory 

The broaden-and-build theory was first developed in 1998 by Fredrickson (1998), 

illustrating that an individual’s temporary actions and thoughts were expanded by positive 

emotions including happiness, interest, satisfaction, and love. Fredrickson (1998) stated that the 

resources gained from positive emotion accumulated over time and enhanced the well-being of an 

individual; as a result, a positive cycle was formed: the enhancement of well-being led to more 

positive emotions, leading to a rise in well-being. Therefore, happiness is not only success’s result 

and highly effective performance behavior, but also a prerequisite for success. By contrast, 

negative emotions create problems for individuals and society, pointing to yet another reason for 

scholars’ focus on them. 

Fredrickson’s theory suggests that positive emotions such as psychological well-being, 

social well-being, and workplace well-being may have a primary effect on both employee 

performance and job satisfaction. 

2.2. Theories about employee performance and job satisfaction 

The theory of performance concerns many fields but is most closely related to the work of 

Schechner (1985); and Turner (1988). This theory illustrates that we perform well in society, and 

conversation, clothes, food, and so on are signal systems for each person in society. Nowadays, 

employee performance concerns company-related activities (Wolor, Dania, Suherdi, Nurkhin, & 

Ardiansyah, 2022) and has become an important and strategic compulsory for organizations 

(Hameed & Waheed, 2011). Begenirbas and Caliskan (2014) defined employee performance as 

the level at which employees can achieve the objectives and missions being assigned. Santos, Reis 

Neto, and Verwaal (2018) conceptualized employee performance as an employee’s ability to do 

activities donated to the development of the technical core of the company. Therefore, the success 

or failure of a company depends on employee performance (Hameed & Waheed, 2011), and the 

company should be aware of the employee’s performance abilities to manage and adjust the 

employee to become suitable business strategy (Diamantidis & Chatzoglou, 2019). The 

sociotechnical systems theory of Trist and Bamforth (1951) illustrates that specific workplace 

factors may increase individual performance. Moreover, the performance theory of Elger (2007) 

describes performance’s six components, including knowledge, skills, identity, personal factors, 

and fixed factors, and suggests three axioms for effective performance consisting of the mindset 

of the performer, environmental integration, and engagement. Particularly, personal factors 

include variables linked to the personal situation of an individual. For example, employee 

performance is affected when he or she is ill. 

Toropova, Myrberg, and Johansson (2021) define job satisfaction as a mental state being 

determined by the level a person feels his needs for job relations are being met. Choudhary and 

Saini (2021) also illustrate that job satisfaction concerns job-related factors and is a state of 

subjective happiness at work. The theory of job satisfaction strongly overlaps with human 

motivation theories such as the Hierarchy of Needs Theory of Maslow, the Incompatibility Theory 

of Porter, the Motivator-Hygiene Theory of Herzberg, and the Justice Theory of Zalenik and 

Adams (Supardi et al., 2023; Wolor et al., 2022). Maslow’s theory was one of the first theories for 

examining important contributors to satisfying the job and suggests that the needs of humans have 

five levels including physiological needs, safety, belongingness/love, esteem, and self-

actualization (Wolor et al., 2022). The theory of Herzberg illustrates that basic needs fulfillment 

doesn’t lead to job satisfaction, and the need for self-actualization has an important role in job 
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satisfaction (Wolor et al., 2022). The theory of Porter defines job satisfaction as the difference 

between the amount of money that should be there and one that can be received now, and if the 

result is zero, the employee is satisfied with the job (Supardi et al., 2023). The theory of Zalenik 

and Adams illustrates that a person is usually satisfied with an impartial situation and dissatisfied 

with an injustice situation (Supardi et al., 2023). 

2.3. The effect of post-Covid-19 syndrome on employee performance 

According to the report by the WHO, patients suffering from Covid-19 seem to have 

recovered fully, while some of them continued to be affected for a long time with syndrome on 

several of their body systems, with approximately 10% to 20% of patients. Post-Covid-19 was 

coded as ICD-10 and ICD-11 in the Classification and Terminologies unit in September 2020. 

Post-Covid-19 was defined by the WHO as “a post-Covid-19 condition that occurs in individuals 

with a history of probable or confirmed SARS-CoV-2 infection, usually three months from the 

onset of Covid-19, with symptoms that last for at least two months and cannot be explained by an 

alternative diagnosis. Common symptoms include fatigue, shortness of breath, and cognitive 

dysfunction, but they also generally have an impact on everyday functioning” (World Health 

Organization, 2021, p. 1).  

According to the number 2055/BYT-KCB of the Ministry of Health in Vietnam, post-

Covid-19 symptoms are about two hundred and three different symptoms occurring after a patient 

has recovered from Covid-19 or either persists from the beginning or recur over time. The most 

common symptoms include tiredness, dyspnea, musculoskeletal pain, reduced or lost sense of taste 

or smell, cognitive decline, sleep disorder, coughing, chest pain, and so on (Ministry of Health, 

2022). Fatigue or tiredness is the most reported debilitating symptom experienced by those 

recovering from Covid-19. It is often described as an overwhelming sense of physical and mental 

tiredness. Dyspnea is a syndrome when people feel breathless after being ill from Covid-19. 

Cognitive decline is a syndrome in which people have a range of difficulties with their thinking 

skills after Covid-19, including problems with memory, attention, information processing, 

planning, and organization. Therefore, in this paper, we studied post-Covid-19 syndromes with 

common symptoms, including tiredness and cognitive decline (reduced mind and concentration). 

The tiredness of patients with post-Covid-19 is a feeling of physical and mental overload or 

exhaustion; therefore, they don’t have any motivation to do anything (Thai Binh, 2022a). 

Fouad et al. (2023) indicated that post-Covid-19 syndrome negatively affected job 

performance. Thus, the hypothesis information is as follows: 

H1: Post-Covid-19 syndrome has a negative relationship with employee performance 

2.4. The effect of employee well-being on job satisfaction and employee performance 

Employee well-being is famous for being one of the focal areas of organizational research, 

but it is not understood comprehensively or clearly (Pradhan & Hati, 2022). The New Oxford 

Advanced Learner’s Dictionary (7th ed., revised 2005) defined “well-being” as a comfortable, 

happy, and healthy state. Warr (1999) defined employee well-being as context-free well-being and 

job-specific well-being, which referred to employees’ feelings of well-being in relationships with 

their job, like satisfaction with their salary or partners. Nielsen et al. (2017) explained that 

employee well-being was happiness, general physical health, the intention of remaining with the 

organization, psychological health, work satisfaction, organizational commitment, and job 

engagement. Zakaria et al. (2014) illustrated that employee well-being is regarded as sick leave, 

the balance of work-life, workplace, and health. Dajnoki, Kőmíves, Szabados, and Bácsné Bába 
(2020) showed that stress, work-life balance, commitment, and health development affected 
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employee well-being. Harshitha and Arul Senthil (2021) found that employee well-being concerns 

employees’ performance and behavior towards their working environment and conditions, and 

employee well-being includes both mental and physical states where they have a comfortable sense 

of working. Therefore, an organization’s well-being scheme could create the loyalty of employees 

as well as efficient, healthy, and satisfied human resources. According to Grant, Christianson, and 

Price (2007), employee well-being was defined as physical, social, and psychological well-being. 

It combines the balance of physical health, individual judgment of the employee, and the 

employee’s relation with other people and communities, and the psychosocial and physical 

environment can impact the employee's well-being at work (Zakaria et al., 2014). Similarly, 

Pradhan and Hati (2022) indicated that employee well-being consisted of social well-being, 

psychological well-being, workplace well-being, and subjective well-being. In this paper, we 

adopted a part of the conception of employee well-being developed by Pradhan and Hati (2022). 

Therefore, employee well-being is concerned with psychological well-being, social well-being, 

and workplace well-being. Psychological well-being is employees’ perception of their lives and 

experiences, such as the purpose of life, adaptability to the environment, etc. (Pradhan & Hati, 

2022). Social well-being is the positive state’s relationship of employees with their team or 

partners, and workplace well-being concerns all aspects of employees’ jobs, like facilities of work, 

assistance for employees, the policy of salary, and so on (Pradhan & Hati, 2022).  

The measure of employee well-being being provided by the organization leads to satisfying 

employee jobs and improves productivity, and good employees are often considered well-

productive employees (Harshitha & Arul Senthil, 2021). According to employees, well-being is 

meaningful for themselves and their performance; thus, the more satisfied with workplace well-

being, the more productive their job performance is (Gillet et al., 2012). Harshitha and Arul Senthil 

(2021) stated that employee well-being measures could enhance job performance and help to 

achieve the organization’s goals. They proposed that organizations should bring all well-being 

employees together to make employees have peace of mind, work better, and enhance their job 

performance. Wright, Cropanzano, and Bonnet (2007) indicated that psychological well-being has 

a positive and significant correlation with job performance. Moreover, Zakaria et al. (2014) stated 

that there was a positive and significant relationship between well-being and performance, and 

well-being positively affected performance. 

Supardi et al. (2023) showed that employee well-being increased employee satisfaction 

with their job. The work environment is important not only to maintain employees’ satisfaction 

and impact but also can impact employee job performance and job satisfaction (Saputra, 2022). 

Firmansyah and Riasnugrahani (2022) also illustrated that welfare at the workplace or workplace 

well-being positively affected employee performance.  

Therefore, the hypothesis information is as follows: 

H2: Employee well-being has a positive relationship with employee performance 

H3: Employee well-being has a positive relationship with job satisfaction 

2.5. The effect of job satisfaction on employee performance 

Job satisfaction is considered an employee’s orientation toward his job (Hoboubi, 

Choobineh, Ghanavati, Keshavarzi, & Hosseini, 2017) or an employee’s emotional response to his 

work situation (Fute, Oubibi, Sun, Zhou, & Xiao, 2022), or an employee’s feelings and attitudes 

toward their job (Fute et al., 2022). Chadi and Hetschko (2017) illustrated that job satisfaction is 

a worker welfare measure and consists of the well-being that an employee has from various work 
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aspects. Previous studies showed a relationship between job satisfaction and employee 

performance (Chadi & Hetschko, 2017; Fute et al., 2022).  

If employees feel more satisfied, their job performance will be enhanced; by contrast, lower 

satisfaction leads to decreased employee performance (Beloor, Nanjundeswaraswamy, & 

Swanmy, 2017; Le, 2020; Ramli, 2019). Thus, job satisfaction has a positive and significant 

relationship with employee performance (Auliani &Wulanyani, 2018; Hendri, 2019). Moreover, 

Wolor et al. (2022) illustrated that job satisfaction had an important role and impacted job 

performance positively and significantly. Therefore, the hypothesis information is as follows:  

H4: Job satisfaction has a positive relationship with employee performance 

2.6. The research model 

Based on the four hypotheses above, we proposed the research model in Figure 1. 

 

Figure 1. The proposed research model 

3. Methodology 

3.1. Sample and data collection  

Our paper was conducted by using the quantitative method through a direct survey from 

July 2022 to October 2022 at Linh Trung Export Processing Zone in Ho Chi Minh City with a 

convenience sample method, which is a nonprobability sampling method. The population on this 

survey are employees who have suffered post-Covid-19 symptoms and worked at companies in 

the Linh Trung Export Processing Zone. To ensure the survey subjects, the first requirement for 

respondents was that they have post-Covid-19 symptoms. The questionnaire includes two sections, 

with the first section concerning respondents’ demographic information and the second section 

concerning questions for measuring the determinants affecting employee performance. 

The good minimum sample size for applying Structural Equation Modeling (SEM) with 

under factors is 100 (Hair, Anderson, Babin, & Black, 2010), and for the quantitive study is 400 

(Comrey & Lee, 2013). Thus, we decided to apply the survey size of 500. The official sample size 

was 439, with a response rate of 87.8% of the distributed survey.  

3.2. Scale measures 

By developing from previous studies, we used multivariate scales to explain job satisfaction, 

employee well-being, post-Covid-19 syndromes, and job performance in Table 1. We use a 5-point 

Likert: 1 being completely disagreed, up to 5 completely agreed, with 03 being neutral. 

Post-Covid -19 

syndrome 

Employee well-being 

Job satisfaction 

Employee 

performance 

H2 + 

H3 + 
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Table 1 

Sources of measurement items 

Variables Items Measurement Sources 

Post-Covid-19 

Syndrome (PCS) 
PCS1 

I have a decrease in attention and concentration after 

having Covid-19 Fouad et al. 

(2023), 

World 

Health 

Organization 

(2021) 

PCS2 I have a decrease in memory after having Covid-19 

PCS3 
I feel fatigued and have weaker health after having 

Covid-19 

PCS4 I have a sleep disorder after having Covid-19 

Employee Well-

being (EW) 

EW1 I believe that I have a purpose and direction in life 

Pradhan and 

Hati (2022) 

EW2 
I easily adapt to day-to-day changes in my life and 

manage my responsibilities well 

EW3 My partners are good and trustworthy 

EW4 My managers care a lot about their employees 

EW5 
My workplace is very conductive and offers a good 

source for advancing my skills  

EW6 The company’s salary and benefits are very good 

 

Job Satisfaction 

(JS) 

JS1 At work, I feel full of energy 

Wolor et al. 

(2022) 

JS2 I have the opportunity to advance in my work 

JS3 I am enthusiastic about my work 

JS4 My work inspires me 

JS5 
I have the opportunity to be responsible for 

determining and planning my work 

Employee 

Performance (EP) 
EP1 

I am satisfied with my performance because most of it 

is very good 

Wolor et al. 

(2022) 

EP2 I receive significant recognition for a job well done 

EP3 I meet the formal performance requirements of the job 

EP4 My hard work makes me do my job well 

EP5 I take initiative in doing my job 

Source: The study results 

3.3. Data analysis 

All collected data were coded and analyzed using SPSS 25.0 and AMOS 24.0 software in 

this study. The main analytical methods used in this study are analysis in the form of reliability 

assessment of the scale by Cronbach’s Alpha, Exploratory Factor Analyses (EFA), Confirmatory 
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Factor Analyses (CFA), and Structural Equation Modeling (SEM). In the analysis of Cronbach’s 

Alpha, to ensure high reliability of the scale, the coefficient of Cronbach’s Alpha is ≥ 0.6 and the 

correlation coefficient of the total variable is ≥ 0.3 (Tabachnick & Fidell, 2013). Hair et al. (2010) 

indicated that to ensure the reliability and practicality of the scale, the promax rotation method was 

applied and the EFA analysis must have as follows: a factor loading factor > 0.5, Bartlett test’s 

sig. < 0.05, extracted variance ≥ 50%, KMO > 0.5, and eigenvalue > 1. For CFA and SEM 

analyses, the research model is suitable and good when p < 0.05; Chi-square/df (CMIN/df) ≤ 2; 

CFI ≥ 0.9; GFI ≥ 0.9; TLI ≥ 0.9; RMSEA ≤ 0.08 (Hair et al., 2010). 

4. Result and discussion 

4.1. Descriptive statistics 

Table 2  

Sample description 

Item Frequency Percentage 

Gender Male 245 55.81 

Female 194 44.19 

Age 18 - 24 97 22.10 

25 - 34 131 29.84 

35 - 44 152 34.62 

45 - 60 59 13.44 

Education level High School  171 38.95 

College 123 28.02 

University 140 31.89 

Over university 5 1.14 

Marital status Married 251 57.18 

Single 153 34.85 

Divorced 35 7.97 

Source: The study results 

The percentage of male respondents (55.81%) was higher than the percentage of female 

ones (44.19%). The age groups of participants include four groups: 18 - 24 (22.1%), 25 - 34 

(29.84%), 35 - 44 (34.62%), and 45 - 60 (13.44%). Because the respondents work at Linh Trung 

Export Processing Zone, the majority of them come from high school (38.95%), and the minority 

of them have a post-graduate degree (1.14%). The majority of respondents are married (57.18%), 

and a few of them are divorced (7.97%). 

4.2. Cronbach’s Alpha test for reliability of the scale and the Exploratory Factors 

Analysis (EFA) 

The results of Cronbach’s Alpha test (see Table 4) showed that the scales met reliability 

requirements with the value of Cronbach’s Alpha from 0.771 to 0.893 (PCS: 0.771; EW: 0.888; 
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JS: 0.893; and EP: 0.857) and corrected item-total correlation greater than 0.5 (at least 0.504). 

After eliminating PCS4, 19 observed variables were consistently measured as specific, 

statistically, and analytically significant.  

Table 3 illustrates that the results of EFA with the promax rotation satisfied the suggested 

thresholds by Hair et al. (2010). All 19 items loaded on ten factors with Eigenvalues > 1, the 

cumulative percent of 59.404%, and KMO values = 0.896 > 0.5. Bartlett’s test is significant at p 

= 0.000 < 0.05 for the variables measuring four factors, including employee well-being, job 

satisfaction, employee performance, and post-Covid-19 syndrome. The observed variables of 

factors were strongly correlated. 

Table 3  

The matrix of the extracted factors 

 

Factor 

1 2 3 4 

EW1 0.793    

EW2 0.781    

EW6 0.771    

EW4 0.744    

EW3 0.726    

EW5 0.720    

JS4  0.972   

JS5  0.908   

JS2  0.699   

JS1  0.667   

JS3  0.656   

EP3   0.890  

EP1   0.844  

EP5   0.835  

EP4   0.547  

EP2   0.521  

PCS3    0.837 

PCS1    0.695 

PCS2    0.679 

Source: The study results 
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4.3. Confirmatory Factor Analysis (CFA) 

 
Figure 2. The results of the Confirmatory Factor Analysis (CFA) 

Source: The study results 

From the result of CFA in Figure 2, the model fit was good with the data collected as the 

results satisfied the suggested thresholds as follows: p = 0.000 < 0.05; chi-square/df = 1.493 < 2; 

GFI = 0.951 > 0.9; TLI = 0.983 > 0.9; CFI = 0.985 > 0.9; RMSEA =  0.034 < 0.08 (Hair et al., 

2010). All the standardized regression weights were over 0.5 (p = 0.000), so all observed variables 

were convergent validity.  

Table 4 

Convergent and discriminant validity and reliability tests 

 Cronbach’s Alpha CR AVE MSV EP EW JS PCS 

EP 0.857 0.870 0.578 0.415 0.760       

EW 0.888 0.891 0.576 0.288 0.537 0.759     

JS 0.893 0.877 0.588 0.415 0.644 0.447 0.767   

PCS 0.771 0.779 0.541 0.162 -0.403 -0.204 -0.311 0.735 

Source: The study results 

Table 4 illustrates the results of convergent and discriminant validity and reliability tests. 

The smallest Composite Reliability (CR) was 0.779 > 0.7, so all CR scores were good (Hair et al., 

2010). All the scales were highly convergent as the Average Variance Extracted (AVE) values 

were over 54.1% > 50% (Hair et al., 2010). Moreover, discriminant validity was satisfied as all 

square roots of the AVE for each factor were greater than the inter-construct correlations and all 

Maximum Shared Variance (MSV) were smaller than AVE (Hair et al., 2010). 

4.4. The Structural Equation Modeling (SEM) and hypothesis test 

We conducted SEM analyses to test the hypotheses. The results of the SEM indicated that 

the research model was a good fit for the employee performance with Chi-square = 232.515; df = 

145; p = 0.000 < 0.01; chi-square/df = 1.604 < 2; GFI = 0.947 > 0.9; TLI = 0.979 > 0.9; CFI = 
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0.982 > 0.9; and RMSEA = 0.037 < 0.08 (Hair et al., 2010). This means that the research model 

was completely consistent with the collected data and had statistical significance at a 99% 

confidence level (p < 0.01). 

 

Figure 3. Standardized regression weights and the squared multiple correlations  

from the SEM’s results 
Note: *** p < 0.001 

Source: The study results 

R2 in Figure 3 illustrates that employee well-being, job satisfaction, and post-Covid-19 

syndrome accounted for 51.7% of the variance in employee performance. Similarly, employee 

well-being accounted for 20.3% of the variance in job satisfaction. This means that there are still 

many factors affecting job satisfaction.  

Based on the results of the SEM analysis, the result of hypothesis testing is shown in Table 

5. As shown, all hypotheses were supported. 

Table 5 

Results of the hypothesis test 

 P Standardized Regression Weights Results 

H1 + PCS ---> EP 0.000 -0.218 Supported 

H2 + EW ---> EP 0.000 0.292 Supported 

H3 + EW ---> JS 0.000 0.451 Supported 

H4 + JS ---> EP 0.000 0.464 Supported 

Source: The study results 

Table 6 

The effects variables on employee performance 

Variable Causal effects 

 Direct Indirect Total 

PCS -0.218  -0.218 

EW 0.292 0.209 0.501 

JS 0.464  0.464 

Source: Analysis results from AMOS 24 

Post-Covid -19 

syndrome 

Employee well-being 

Job satisfaction 

Employee 

performance 

0.292*** 

 

0.451*** 

 

R2 = 0.203 

R2 = 0.517 
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Table 6 showed that the effect of employee well-being on employee performance was the 

highest, with a total effect of 0.501. This means that employee well-being had direct indirect 

correlations with employee performance through the mediator variable job satisfaction. The second 

rank was job satisfaction with 0.464 and the last one was post-Covid-19 syndrome with -0.218.  

4.5. Discussion 

4.5.1. Theoretical contribution 

Our research examined the role of post-Covid-19 syndrome, employee well-being, and job 

satisfaction on the performance of employees suffering post-Covid-19 symptoms and working at 

Linh Trung Export Processing Zone in Ho Chi Minh City. The results of our study support the first 

and fourth proposed hypotheses, illustrating that post-Covid-19 syndrome negatively and 

significantly impacted employee performance (H1), and job satisfaction strongly and positively 

impacted employee performance (H4). Moreover, employee well-being significantly and 

positively affected employee performance and job satisfaction (H2 and H3). Thus, the results of 

this study contribute to the accounting literature on the importance of post-Covid-19 syndrome, 

employee well-being, and job satisfaction on employee performance, particularly after the Covid-

19 pandemic brought many people with post-Covid-19 symptoms. 

Previous studies indicated that Covid-19 has changed our lifestyle and health (Cheng & 

Kao, 2022). Patients suffering from Covid-19 seemed to recover fully, while 10% to 20% of them 

continued to be affected for a long time with syndromes (World Health Organization, 2021). 

Particularly in Vietnam, this number was 68% and 5% from 02 to 05 months and after 10 months, 

respectively (Thai Binh, 2022b). This study found that the relationship between employees having 

post-Covid-19 symptoms and their performance on the job was negative. This finding is consistent 

with Fouad et al. (2023). They also indicated that post-Covid-19 syndrome negatively affected job 

performance among healthcare workers. However, we found that the effect of post-Covid-19 

syndrome on employee performance was significant, conflicting with the result of Fouad et al. 

(2023); that there was no significant effect on employee performance. Therefore, we confirmed 

that post-Covid-19 syndrome decreased employee performance. It means that if employees do not 

recover their health completely after having Covid-19, their performance will be reduced. 

This study also verified that employee well-being had a strong and positive correlation with 

employee performance, which is similar to previous studies (Gillet et al., 2012; Harshitha & Arul 

Senthil, 2021; Saputra, 2022; Wright et al., 2007; Zakaria et al., 2014). Moreover, we also 

illustrated that employee well-being increased job satisfaction, similar to the results of Supardi et 

al. (2023) and Saputra (2022). Therefore, we conclude that employee well-being is an important 

factor in improving the satisfaction of employees as well as employee performance. If the 

organization can create or support psychological well-being, social well-being, and workplace 

well-being, employees will increase their performance. 

Lastly, our research contribution was to confirm that the effect of job satisfaction on 

employee performance was significant and positive. It means that if employees feel more satisfied 

with their job, they have better performance. These findings also echo a series of previous studies, 

such as Chadi and Hetschko (2017), Fute et al. (2022), Le (2020), Beloor et al. (2017), Ramli 

(2019), Wolor et al. (2022). 

4.5.2. Practical contribution 

In the practical contribution, the results of this paper can be used to enhance the level 

of performance of employees working at Linh Trung Export Processing Zone in Ho Chi Minh 

City as well as at other companies in Vietnam that have employees suffering from post-Covid-

19 syndrome. 
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Because of the negative relationship between post-Covid-19 syndrome and employee 

performance, companies need to help their employees recover. Companies need to take care 

of the physical and mental health of their post-Covid-19 employees. The company needs to 

create favorable conditions for employees to participate in post-Covid-19 symptom treatment 

without reducing their salary or providing benefits to employees assured of treatment for 

recovering their health. In addition, the company needs to reduce stress and pressure at work 

during the treatment process. 

Regarding the positive relationship between employee well-being and employee 

performance and measures of employee well-being including psychological well-being, social 

well-being, and workplace well-being, companies need to improve employee well-being to 

increase the level of employee performance. To enhance psychological well-being, companies 

should focus on training employees in active self-monitoring skills or skills about controlling 

personal emotions to enhance positivity and limit negative emotions or provide flextime for 

employees suffering from post-Covid-19 syndrome. To enhance social well-being, companies 

should improve the relationship of employees with their teams or partners. To increase workplace 

well-being, companies should improve employees’ jobs in areas like facilities of job, assistance 

for employees, and policy of salary. Moreover, we confirmed that employee well-being 

significantly and positively impacted job satisfaction. As a result, the more improving employee 

well-being, the more employees are satisfied with their job. Therefore, companies should pay 

attention to the implications above to enhance job satisfaction. 

Regarding the significant and positive correlation between job satisfaction and employee 

performance, companies should improve employees’ satisfaction with their jobs to increase the 

level of employee performance. Companies should improve the work environment to make 

employees feel full of energy and allow employees to determine and plan their work. Besides that, 

companies should have a positive human resource development policy, including the opportunity 

for employees to advance in their work.  

5. Conclusions  

This paper was conducted to verify the role of job satisfaction, employee well-being, and post-

Covid-19 syndrome on the job performance of employees suffering post-Covid-19 symptoms and 

working at Linh Trung Export Processing Zone in Ho Chi Minh City. Data was collected via a direct 

survey with 349 respondents and analyzed through SPSS 25 and AMOS 24 software. Our proposed 

model was confirmed to be suitable for employee performance, completely consistent with the 

collected data, and statistically significant at a 99% confidence level (p < 0.01), and all hypotheses 

were supported. Employee well-being and job satisfaction were the most important and the second 

role for employee performance, respectively. Both employee well-being and job satisfaction had a 

positive and strong relationship with employee performance. The least important role for employee 

performance was post-Covid-19, and their correlation was negative and significant. We also had some 

theoretical and practical implications for field research on employee performance. 

A potential limitation of our study is that is only focused on employees suffering post-

Covid-19 symptoms. Despite being still suitable in the present situation, in the future, people will 

completely recover from Covid-19. Moreover, there are still some factors affecting job 

performance, such as leadership, work environment, commitment, and so on. 
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