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Abstract

This study explored ‘Effects of Covic-19 Pandemic on
Organizational Transformation and Employees Performance’
with specific focus on Veritas University Abuja, Nigeria.
Corona Virus is a pandemic of monumental consequences to
health, world economy and well-being of individual that
changes our ways of life. The goal of this investigation was to
ascertain the degree to which Covid-19 driven change impact
positively on employees’ and organizational performance.
Literatures were reviewed and a survey and descriptive
research design was adopted. 438 questionnaires were
dispersed via expediency sampling technique to staff from
different programmes. Nevertheless, only 394 questionnaires
which were properly filled and retuned were used for the
analysis. Quantitative approach, which involved using the
ranking data's Spearman rank correlation coefficient for data
analysis. The findings posit that Covid-19 driven
transformations have both positive and negative connection
with the employees’ performance and job satisfaction. This
shows that Covid-19 driven transformations does not
encourage staff to deliver better work, and the result thus, is
high employees’ turnover. Finding further depict that, the
Covid-19 motivated transformations have positive relationship
with organizational performance as per the level of
expectations. The researchers recommended that, institutions
or firms should embrace the conventional ‘new normal’
behavior of performing task and responsibility, build hi-tech
capability and show flexibility and desire to embrace changes
in technology.
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1. Introduction

The consequence of Corona Virus pandemic likewise known as Covid-19 has created a desire for
transformation in the mode of operations of many organizations, with organizations and employees
struggling to deal with the unexpected effect of Covid-19. Worldwide businesses have been
compelled to act in different dimensions to remain competitive in the marketplace with a good
number of employees are being asked to perform their task tenuously to ensure the survival of the
business. Corona Virus is a pandemic of monumental consequences to health, world economy and
well-being of individual and/or group of individuals that changes our ways of life. However,
accomplishments concerning overcoming diversity in human beings’ numerous problems might
make a successful structural system (Omale et al., 2022).

According to John and Brian (2020), the intensity and pace that the pandemic have influenced the
world has led toward absurd loss of human being, mass loss of job as well as unequaled
management of asset that would lead to enormous government liability. The employment life has
been altered drastically, making numerous organizations managers to at the present organize a
discrete labor force though; making efforts in the direction requiring close proximity to persons
who are wearing adequate personal protective equipment (PPE).

Fisher and Bubola (2020) argues that the pandemic has created collective inequalities, and this is
increasing rapidly. Similarly, the virus has also caused a re-examination of the nature of
employment. Folks who are willing to perform distantly are the well-paid staff by means of the
elasticity to fit their novel conditions. However, the retrenched employees or folks asked to
perform their task physically are frequently devoid of essential PPE, are mostly the inferior groups
of the society and are the most defenseless to this pandemic (Kirby, 2020).

Clients, according to Dauda et al. (2022), are an essential component of every functional system
since they generate demand for the organization's products and services, and their absence renders
any organization unproductive. Consequently, examining the effects of Covic-19 on organizational
transformation and employee’s performance can be appraise on the whole techniques adopted by
the revolutionize managers which comprise distributing pertinent information to unveil what is
required to be done; relating with workers toward assisting them to recognize the benefits of
transform system as well as asking for their support and sanctions for disobedience with the
planned change.
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Leader’s willingness and ability to change can be assessed with desire for tolerance for uncertainty,
accepting inability to manage the whole thing, knowing the way mind-set influence actions, with
openness toward shared decision making (Burke, 2018). Patience for uncertainty is particularly
vital all through the Corona Virus emergency, since change leaders are faced with numerous
interrelated doubts; contradictory request from organizational members, as well as supply
inconsistencies among others suggests that a participative organization attitude might be suitable.
Burke, (2018) further states that, efficient transformed managers require to have an above-average
altitude of power along with capability of functioning for extended time when the need arise;
stimulating and relating with others.

Naturally, change is complex and deliberately should be taken gradually, however; the virus has
forced many firms to make changes to survive the "novel standard". The unexpected changes
nevertheless desirable might lead to conflict in the workings of many firms. Thus, trust is essential
for efficient functioning of business activities (Omale, 2016). Organizations must accept the new
ways of doing business and change quickly with innovative thoughts to prevent the organization
from liquidating thereby keeping reasonable number of employees on the job.

Countless research have established to a great extent the impact of excellent organizational setting
in assisting workers to fortify their hard work as well as obtain information and technical know-
how required for effective performance (Lamm et al., 2015; Liguori et al., 2019), therefore,
enhancing mental state for attaining organizational aims that have been put in place (Chin & Rasdi,
2014; Duffy et al., 2014; Hajizadeh & Zali, 2016). Bulks of these research have confirmed the
significance of online discussions. Though, because of the advent of universal epidemic of Corona
Virus, Nations across the globe have started suspending interactions, like economics, going to
places of interest, and manufacturing, particularly job-related actions among others so as to the
increase of Covid-19 diseases.

In order to allow workers carry on functioning in the course of fighting the pandemic, workforce
have commence working using internet from their residence (Vaziri et al., 2020), this enables
workers to get paid wages with the aid of scientific tools. The abrupt changes in job grouping
convey career uncertainty to workforce (Blustein et al., 2020). There will be a variety of knowledge
along with responses based on workers' cognitive variations in components like managerial and
external environments in order to manage the crisis for an efficient response to the epidemic (Eby
etal., 2016).

Lee et al. (2021) argues that, outside environmental factors, particularly the universal endemic
Corona Virus might have an effect on workers’ operational status. They suggest that leaders should
be evaluated pro effective threat minimization and firms should take precautionary risk
management actions in dealing with the threats as well as problems engendered by adjusting risks
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in the presence of similar situations. While the happening may compel workforce to start
functioning with the aid of internet, not everyone is prepared with the requisite technical
information know-how. Managers in low-context cultures are more likely to judge the condition
of affairs based on the facts that are immediately apparent to them, whereas people in high-context
cultures are strongly motivated by the well-defined links between people or organizations.

Notwithstanding, the large number of studies (for instance; Burke, 2018; Fisher and Bubola, 2020
Kirby, 2020; John and Brian, 2020, Lamm et al., 2015; Liguori et al., 2019, Hajizadeh and Zali,
2016) examining Corona Virus, organizational change and employees performance, the outcome
have showed positive, negative, and/or to no connectivity among the variable. In addition, recent
researches (that is; Vaziri et al., 2020; Blustein et al., 2020; Schultz et al., 2015; Jemini-Gashi et
al., 2019) have reported contradictory findings on the effects of Covid-19 on organizations and
employees recital.

As a result, of the above backdrop, the researchers seek to evaluate the ‘Effects of Covid-19
Pandemic on Organizational Transformation and Employees Performance’ with specific focus on
Veritas University Abuja-Nigeria, thereby recommending ways to improve the present practice.

Research objectives

Broad objective of this research is to determine the moderating role of Covid-19 pandemic on
organizational change and employees’ performance. Specifically, the study sought to:

1. Ascertain the degree to which Covid-19 driven transformation positively affect the
productivity and job happiness of employees.

2. Determine the extent to which Covid-19 motivated transformation impact positively on
organizational performance.

2. Review of the Literature

2.1 Covid-19 driven transformation and employee’s performance and job satisfaction

Corona-Virus epidemic creates emergency crises for the globe when it was discovered in the late
2019/early 2020. This pandemic generates a misunderstanding between safety first, income,
performance and employees job satisfaction. Organizations were compelled to stop its usual
activities by government leading to the introduction of new system of doing business.

This is an enormous challenge for the organizations in performing her daily activities in the face
of ‘new normal’ with a range of new rules for the safety of everybody. Consequently, organizations
have to adopt technologies to aid in communication, however only workers specialized are
efficient in this regard (Karin et. al., 2020). Workers functioning within industrialized or service
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sectors such as Banks, customer cares, among others where direct interaction and messages is
essential were hindered greatly as a result of Corona Virus. Educational institutions are as well
pretentious by Corona Virus (Wang et al., 2020). Working from home does not go well frequently
because simultaneously caring for family and children creates a role clash.

Employees in unconventional employment arrangements and trades, centered on tasks carried out
from the house, have seen reduction in hours, loss of employment, with declining wages or salary
(Adams-Prassl et al., 2020). Functioning from the house can help employees functioning in
information technology (IT) or other sectors; however, some workforce may find it impossible
working from their residence. The health emergency has impacted negatively on training efforts;
thus, retraining has turn out to be a challenge. The entire result may perhaps have been minimized
if adequate plane were put in place in advance or if staff have been used to such strategies
(Chaturvedi, 2020).

The issues surrounding Covid-19 pandemic put the general productivity of workers at
disadvantage position. Government across the globe have forced a number of changes to preserve
and protect personnel at workplaces as employees have to be prepared using masks, physical
separation, hand washing, and the use of hand sanitizer regularly (Wolor et. al., 2020).

Similarly, productivity as well depends on workers psychological state as employees are the
majority are worried regarding their protection. Hamouche (2020) maintain that workers are
mainly concerned about protection, threat of the disease, societal segregation, monetary loss, along
with work uncertainty. These are the major cause of workers stress and loss of performance at the
place of work. Organization’s desires to guarantee security of the entire workforce, their physical
condition, financial security, social distance as well as work safety to decrease anxiety as well as
advance workers productivity (Sasaki et.al, 2020).

Chaturvedi, (2020) argues that all measures taken all through the corona-virus emergency will
have temporary and enduring effects on the life of the people, particularly on workforce, given the
alteration as regards to work measures (temporary job, adaptable location, as well as time). The
associations among job and occupation of individuals functioning nonflexible roles might be
pretentious by the Corona Virus epidemic, generating an assessment of it impact on those people's
employment and career (Spurk, & Straub, 2020).

Job Satisfaction is an important decisive factor which might not be relegated, representing a
mixture of mental, physiological, as well as environmental conditions so as to establish worker’s
fulfillment via their work (Hoppock, 1935), emotive permanence, also carefulness (Anitei &
Stoica, 2013). The significance of employee’s satisfaction throughout the period of pandemic, that
is, Covid-19 emergency, was examined through Shan and Thang. The findings indicated that
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businesses with higher levels of worker fulfilment are more resilient to undesirable tremors in the
marketplace all through the Corona Virus occurrence (Shan & Tang, 2020). The Covid-19 virus
was identified by Akkermans et al. (2020) as a career surprise that will have a significant effect on
people's employment and careers. Though Covid-19 represents unhelpful career upset, it can have
lasting encouraging consequences, the immediate effects are diverse from the enduring ones
(Akkermans; Richardson & Kraimer, 2020).

On the other hands, employee’s efficiency is a fundamental tool in industrialized as well as
organizational thinking that takes into account scalable activities, behaviours, as well as results
that workers engross with, or add to, inside organizations (Pavalache-llie, (2014), and being
defined via how workers behaviors add to organizational objectives Campbell, (1990). Employees
productivity is inclined by person uniqueness (knowledge and aptitude), outcomes (for instance,
feedback and job safety), work environment (Waldman & Spangler, (1989), and education (Ng &
Feldman, 2009). The universal person determinants for employees’ productivity are stated ideas,
technical knowledge and skills, in addition to inspiration (Campbell; McCloy; Oppler & Sager,
1993).

Further studies have examined employees’ performance, satisfaction in addition to the purpose of
resigning, the outcome of which shows that underperforming staff depart from their jobs for
diverse reasons (McNeilly & Goldsmith, (1991). The factors that considerably influence job
contentment as well as occupation progression age, job experience, gender, education, and position
within the company (Clark, 1997), worker capacity, and nation of dwelling (Origo & Pagani,
2006). Further bases of career contentment are working conditions and communication (Matei &
Fataciune, (2016), as well as the institutional traditions, that mitigate the association among
managerial conduct as well as career satisfaction and lead to an improvement in satisfaction
(Yousef, 2000). (Matei, 2016).

Quite a lot of inherent factors also add to increased workers performance, thereby enhancing
employees feeling of being appreciated and as a result ensuring the achievement of firm’s
objectives, leading to improvement in work participation, reduction in malingering, and a increase
in self-assurance Mihalcea, (2014) resulting to less fluctuations concerning the job (Bercu &
Onofrei, 2017). Furthermore, issues like independence (Olger & Florescu (2015), work constancy,
authority and accountability in work place, office well-being, development prospects,
reimbursement parcels, expert growth, occupation attractiveness, salary (Bercu & Onofrei, 2017),
efficient communication among organization and workers, early division of everyday jobs, a
feeling of acknowledgment as well as attractive salary (Tampu & Cochina, (2015), are as well vital
in improving employee productivity and efficiency.
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As a result of the above theoretical consideration, the following hypotheses emerges to specify
how the Covid-19 driven change impact positively on employees’ performance and job
satisfaction.

Hii: Covid-19 driven transformation positively affect the productivity and job happiness of
employees.

Hoi: Covid-19 driven transformation does not positively affect the productivity and job
happiness of employees.

2.2  Covid-19 motivated transformation and organization’s performance

The interruption of nation’s financial system, motivated by the Corona Virus and changes in the
lifestyle of people as a result of this pandemic was a resultant effect of organizations reacting to
the crises created via the pandemic thereby shutting down nearly all aspect of the economy
including individual reacting carefully to the health emergency in public space.

Thus, several instantaneous organizational performance results emerged, as social detachment is
becoming a vital emergency. Mintzberg, (1979) argues that, a great deal work on-site, mainly
within the sustaining ‘techno-structure’; was altered to job mediated tools similar to Zoom as well
as in all-purpose automated stages replaced in favor of straight management under situation of co-
presence in the management of job efforts. Furthermore, this seems to contain a higher altitude of
actual delegation since firms were forced to convey choice capability to local leaders (for instance,
Carlsberg transferred additional capability to nation leaders; see as well Dill, 2020).

According to Jensen and Meckling (1995), the economics-based organization's design theory
exhibits change as organizations strive to maintain management under conditions of distance and
virtual work and decrease the ethical vulnerability issues associated with a higher level of
informational IR. These changes are accompanied by incentive systems for employees toward
additional performance-dependent salaries, more dependence on productivity rather than input
measures of hard work, and a superior degree of formalization

Regarding future implication of this epidemic, there is likelihood that the virus would be a brief
disorder. Consequently, the financial system, as well as organizational dealings when supply
networks are rebuilt, global mobility patterns return, and money flows back into the knowledge
sector, the world economy will resume its pre-pandemic structure. among others. Perhaps this may
occur through rapid development of a successful vaccine, as well as adherence to non-
pharmaceutical procedures. However, if researchers fail to discover the vaccine and the disease
does not change in the direction of fewer injurious variants, regular safety measures like enduring
social distancing, reduction in global labour mobility and business travel among others will
become lasting features of the business landscape.
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Though, if the condition moderately reverse to ‘normal’, the epidemic may certainly leave a
enduring stain on firm’s performance, since main disruptions entail key changes to the essentials
aspect of the economic such as; technology, scarcities as well as preferences, which do not revert
back to pre-disruption levels. Nevertheless, Corona Virus will demand enduring changes to
institutional design. However, organizational fulfillment might be pretentious and hindered by
social and organizational crises, which may sway organizations’ functionality and productivity.
Considering the debate just had so far, the ensuing supposition emerges:

Hiz:  Covid-19 motivated transformations impact positively on organizational performance.

Hoz: Covid-19 motivated transformation does not impact positively on organizational
performance.

Covid-19 Pandemic

A

Employees and organizational
performance

Organizational
Transformation

Figure 1: Research model
Source: Researchers conceptualization, 2022

3. Study Design and Method

The researchers adopted a survey as well as descriptive study design as the research desires to
examine moderating role of Covid-19 pandemic on organizational transformation and employees’
performance. Descriptive study plan deals with hypotheses formulation and collecting the data
leading to attainment of the research objectives. Five-point Likert scale opinion poll was designed
to give interviewees simplicity of answering the questions based on their opinion and stand with
the stated variables. The Likert scale follows the set-up of 1) Strongly Agree; 2) Agreed; 3)
Strongly Disagree; 4) Disagree; 5) Undecided.

Four hundred and thirty-eight (438) copies of the questionnaires were circulated by means of
expediency sampling technique to personnel from various programmes such as: Accounting,
Chemistry, Business Administration, Marketing, Human Resource, and works among others. This
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technique is very quick, simple, readily obtainable, also cost efficient, making it desirable choice
to the majority of researchers (Henry, 1990). Nevertheless, only 394 questionnaires were properly
completed and retrieved, given 89.9% suitable reply rate even as 10.04% were not retrieved or
incorrectly completed. Therefore, the study was based on 394 correctly answered as well returned.

4. Data Analysis

Quantitative approach which concerned the use of geometric apparatus to calculate received
information from the respondents was used. To ascertain the moderating effect of the Covid-19
epidemic, the spearman rank correlation coefficient of the ranking data is used on organizational
transformation and employee performance.

4.1 Demographic examination

Demographic examination method was used to determine the age, gender, as well as Job position
of respondents.

Table 1: Demographic analysis of respondents

Variables Occurrence | Percentages
(%)
Male 281 71.31
Gender Female 113 28.68
Age 20-39 104 26.39
40-49 165 41.87
50-59 87 22.08
60 and above 38 9.64
Job Position of teaching | Top Mgt 43 10.91

and nonteaching staff

Senior Staff 97 24.61
Middle Management | 103 26.14
staff
Lower management | 151 38.32
staff

Total 394 99.98

Source: Researchers field work, 2021.
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The demographic personality of the study was calculated via sex, age as well as job position.
Gender was grouped into males as well as females; 281 males and 113 females. The percentages
are 71.31% and 28.68% in that order. Age was categorized into 20-39, 40-49, 50-59 and 60
upward; occurrences of opinions are 104, 165, 87 and 38 in that order. The percentages are 26.39
percent, 41.87%, 22.08%, and 9.64% in that order. Job position was categorized into four; top,
senior, middle as well as junior management with the occurrence of 43, 97, 103 and 151
correspondingly. The percentages are 10.91%, 24.61%, 26.14% and 38.32% in that order.

4.2 Hypotheses test

The researchers basically subjected this part to geometric testing of the study's original hypotheses
and using the Spearman rank correlation coefficient to evaluate the results.

Hii: Covid-19 driven transformation positively affect the productivity and job happiness of
employees.

Hoi: Covid-19 driven transformation does not positively affect the productivity and job
happiness of employees.

Table 2: Spearman rank correlation coefficient of Covid-19 driven transformations and
employees’ performance and job satisfaction.

S/N | Data 1 Data 2 Rank 1 Rank 2 D D2
1 167 112 5 4 1 1
2 141 215 4 5 1 1
3 21 31 1 3 2 4
4 36 21 3 2 1 1
5 29 15 2 1 1 1
Total D2 |8

Solving the ranking data's Spearman rank correlation coefficient

2
R= 1 (6207

nn2-1)
Examination of the outcome of Calculated Spearman rank correlation is equal to 0.66.
At 0.05 = Spearman rank (table) = 0.900

The first theory claims, Covid-19 driven transformation positively affect the productivity and job
happiness of employees. The spearman rank correlation coefficient was utilized in an effort to
establish the hypothesis. Based on the analysis as well signs, r < critical value. Consequently, the
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proposition is acknowledged. Thus, there exist affirmative effects among Covid-19 driven
transformations and employees’ performance and job satisfaction.

Table 3: Spearman rank correlation coefficient of covid-19 motivated changes and

organizational performance

S/N | Data 1l Data 2 Rank 1 Rank 2 D D2
A 113 117 4 5 1 1
B 213 212 5 4 3 9
C 17 28 1 3 1 1
D 32 14 2 1 2 4
E 19 23 1 2 1 1
Total D2 | 16

Solving the ranking data's Spearman rank correlation coefficient numbers

_ (63D
nn2-1)

R=1

Analysis of the outcome Calculated Spearman rank correlation is equal to 0.20.
At 0.05 = Spearman rank (table) = 0.900

The second theory asserts there is a considerable connection between Corona virus-motivated
transformations and organizational performance. The theory was also tested using the spearman
rank. Because r (0.2) is < critical value (0.900), it presents a considerable correlation among Covid-
19 motivated transformations and organizational performance.

4.3 Discussion of results

Result and discussion are presented in this segment of the study where major findings obtained
from the study discussed. Table 2 result and table 3 showed that, there is encouraging connection
among the chosen variables of Covid-19 pandemic: employees’ and organizational performance.
However, the interview conducted with middle and top management staff depicts a negative
relationship between the stated dimensions. Covid-19 driven transformation was established to
hold a harmful connection with the employees’ performance and job satisfaction. The result
depicts that Covid-19 driven transformation does not encourage workers to perform task better.
The result thus, is high employees’ turnover. Based on data analysis, Covid-19-inspired
transformations are beneficial for long-term projects, but they are not assessed to be beneficial for
short-term initiatives as they do not result in employee advancement or career satisfaction, and
they also do not provide the needed performances from the staff.
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The results of this study are consistent with earlier research carried out by Mahmud et al. (2020)
to assess Covid-19's influence on employee performance in Bangladesh. The "Employee's
Reaction to Changes (ERC)" in worker performance was taken into consideration in an effort to
meet research goals. Diverse workers were taken into consideration. 199 employees were
randomly questioned online from diverse sectors. SPSS along with Microsoft Excel were adopted
for visual presentation and assessment of finding. The study result pointed out that Corona Virus
and workers reactions to changes encompass important unhelpful impact on staff performance.
These ‘new normal’ changes, negatively impacted on workers attentiveness, communication, and
concentration on their task considerably. Similarly, a current study of businesses by Corti and
Nathan, (2020) on the Economic Policy Research Centre (EPRC) in Uganda revealed that three-
quarters of the surveyed businesses have retrenched workers as a result of challenges offered by
Corona Virus with successive suppression actions. Findings imply that shutdown procedures have
compact production activity to a greater extent.

Furthermore, finding also depict that, the Covid-19 motivated transformations have positive
relationship with organizational performance. This indicates that Covid-19 motivated change
induces organizational performance as per the level of expectations as those employee’s layoff
reduces the operating expenditure of the institution significantly. The employees retained on the
job are putting up their best for the attainment of organizational objectives to avoid being a victim
of negative effects of covid-19.

The above result is in agreement with earlier research conducted by (Monica, 2021). As per the
literature review, they examine a range of fundamental alterations in firms’ actions to appraise the
stage of organizational performance in reaction to the Corona Virus epidemic. Panel data
psychoanalysis on 218 Romanian listed organizations of various sizes belonging to diverse
business sectors for the period June 30, 2019-June 30, 2020, was conducted. It was discovered
based on their finding that small firms occupied in farming, trade, building, IT R&D, as well as
transportation observed enhanced monetary organizational performance. Also, the findings depict
that equity financing, appropriate liquidity management, along with an amplified business size,
strengthen the economic performance of organization about return on equity and return on assets.

However, recent study by Ralph et al., (2020) which concentrated on software developers from all
over the globe, studying more than 2000 respondents contradicts the current research. They
investigated consequence of unexpected job alterations on the efficiency and comfort. It was
discovered that, not unexpectedly, the virus has had an unhelpful impact on both the comfort and
efficiency of employees but significantly that the two aspects of efficiency and comfort were
directly connected. They argue that this first job has supported organizations by maintaining their
output levels. Consequently, is a “value-added” action (helping to give good reason for ongoing
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budgets). The study concluded that the fears of the deadly disease and house ergonomics were
connected to lower comfort and efficiency and that the demographic groups of women, parents as
well as disabled personnel might be unjustifiably affected by contemporary job changes.

5. Conclusion and Recommendations

Both favorable and unfavorable effects of Covid-19 have had an impact on organizational
performance and society since its outbreak in late 2019. Several unexpected alterations resulting
from the consequence of Corona Virus pandemic has brought a very strong platform for
transformation with several organizations and folks under pressure to deal with the velocity of
changes confronting them. The researchers thus, concluded that Covid-19 Pandemic has changed
the globe economy with uncertainty as businesses continue to operate by accepting the supremacy
of technology for the provision of goods and services.

Policies that can sustain the labour force without retrenchment of employees, but aid organizations
stay alive in this hard time should be formulated to help organizations survive this intricate moment
pending when business activities returned to normal. Institutions or firms should as well embrace
the conventional ‘new normal’ behavior of performing task and responsibility, build hi-tech
capability and show flexibility and desire to embrace changes in technology. Utilization of
effectual and well-organized response strategies is also indispensable in assisting institutions
minimize the pessimistic effects of Corona Virus particularly in academic institutions.
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