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background
The aim of the study was to assess the relationship be-
tween performing remote work during the COVID-19 pan-
demic and the level of job and life satisfaction, as well as 
the assumed, intermediary role of the level of perceived 
stress and such resources as self-efficacy and self-esteem.

participants and procedure
The study, implemented with the use of an internet ap-
plication, included 283 employees. Data were gathered 
using a job and life satisfaction scale, the Short Scale for 
Measuring General Self-Efficacy Beliefs, the Rosenberg 
Self-Esteem Scale, Perceived Stress Scale PSS-4 and a de-
mographic information form.

results
The results showed the existence of a relationship between 
performing remote work during the COVID-19 pandemic 

and job and life satisfaction, and that the level of perceived 
stress, self-efficiency and self-esteem plays an intermedi-
ary role in this relationship. Remote working is associated 
with life and job satisfaction, and this relationship is medi-
ated by levels of experienced stress, self-efficacy and self-
esteem.

conclusions
Findings indicate that remote working is associated with 
higher levels of job and work satisfaction. This relationship 
is mediated by levels of perceived stress, self-efficacy and 
self-esteem.
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Background

Over the past several dozens of years there have 
been numerous changes in the labor sphere, which 
have undoubtedly influenced the style of work and 
contributed to the emergence of new forms of fulfill-
ing professional duties. Technological advances have 
contributed to changing working conditions, includ-
ing the emergence of remote work. In order to keep 
their jobs, employees were forced to adapt to the sur-
rounding reality (Rożnowski et al., 2006). One of the 
challenges that a modern employee has recently been 
faced with was the implementation of new solutions 
as a  result of the COVID-19 virus. Since March 11, 
2020, when the WHO announced the outbreak of 
a pandemic as a result of the spread of SARS-CoV-2 
disease, our functioning across all areas of life has 
changed. As indicated by various sources, the current 
epidemic situation requires personnel to make many 
changes in their previous behavior patterns (Finset 
et al., 2020). Due to the fear of an unknown disease 
and as a  result of introduced restrictions and con-
straints, we had to learn to organize our personal and 
professional life differently than until now. One of 
the changes implemented by a number of employers 
was the transition to full-time or hybrid remote work. 
According to a  report from the website Pracuj.pl  
(2020) this is how 42% of respondents are currently 
performing their professional duties. In the wake of 
the current pandemic, it seems key to identify re-
sources that will facilitate the transition of employ-
ees, positively affect their satisfaction and reduce 
the costs borne by them. Given the need to adapt to 
new living and working conditions, the beliefs of an 
individual about himself and the surrounding world 
prove to be of paramount importance (Rożnowski 
& Kot, 2015). As emphasized by Bandura (1997), one 
of them is the belief in one’s self-efficacy; it also rep-
resents one of the resources that allow an individual 
to cope with a difficult situation. Due to the emer-
gence of COVID-19, many people have developed 
negative emotions, stress, and decreased well-being 
(Grover et  al., 2020); fear, anxiety, apprehension as 
well as a  decline in the sense of control have also 
appeared (Finset et al., 2020). Anxiety related to the 
existing virus and a sense of solitude can trigger neg-
ative thoughts and even depression, while the results 
of the most recent studies show that self-esteem pro-
tects the individual against the effects of COVID-19, 
even in a situation where a high level of anxiety is 
accompanied by a feeling of loneliness (Rossi et al., 
2020). It is precisely personal and social resources 
that are currently the key predictors of mental health 
understood as emotional, social, and psychological 
wellbeing (Super et al., 2020). Therefore, the aim of 
the study is to determine the relationship between 
remote work performed in the time of the COVID-19 
pandemic and satisfaction with life and work, taking 

into account the intermediary role of the level of per-
ceived stress, self-efficacy and self-esteem.

Job and life satisfaction

The construct of well-being has been a pertinent area 
of study in this regard. Well-being is theorized as the 
presence of a state of wellness, instead of mere absence 
of illness. Ryff and Keyes (1995) define well-being as 
striving for perfection represented by recognition of 
an individual’s true potential. Well-being is linked to 
two broad perspectives, i.e., hedonic (subjective well-
being) and eudemonic (psychological well-being). 
The former deals with dimensions pertaining to phys-
ical health, affect, and life satisfaction, to name a few 
(Diener & Diener, 1995), whereas the latter includes 
constructs such as personal development, relating 
to the environment and self-actualization (Kashdan 
et al., 2008). Life satisfaction and subjective happiness 
are two broad areas studied under the framework of 
subjective well-being (Lyubomirsky, 2001). The for-
mer refers to a cognitive evaluation about one’s life 
(Diener et al., 2003), whereas the latter is a subjective 
evaluation about whether an individual is happy or 
unhappy (Lyubomirsky, 2001). High well-being has 
been reported to influence health (Seligman, 1998) 
and job satisfaction (Connolly & Viswesvaran, 2000). 
Subjective well-being is influenced by a constellation 
of various components of positive psychology such as 
self-efficacy, resilience, hope and optimism (Culbert-
son et al., 2010; Luthans et al., 2007). 

Remote work and job and life 
satisfaction

Until recently, telework was treated as a benefit be-
cause it offered employees freedom in the organiza-
tion of work. As demonstrated by research from the 
beginning of the 21st century, the remote implemen-
tation of professional duties may increase employee 
satisfaction and productivity (e.g., Bailey & Kurland, 
2002; Lipińska-Grobelny, 2014). Moreover, it is as-
sociated with less role conflict, work-role stress and 
fatigue resulting from work, and the experienced 
sense of freedom affects job performance (Gajen-
dran & Harrison, 2007). It also has a positive effect 
on the employees’ well-being (Anderson et al., 2015), 
increases the quality of life and the sense of security 
(Filardí et  al., 2020) and lowers job-induced stress 
(Hayman, 2010). Control and autonomy, flexibility 
and the ability to concentrate seem to be the factors 
most significantly influencing the overall quality of 
life of a  remote worker (Van Sell &  Jacobs, 1994). 
That said, not all studies have confirmed the effect 
of such a working mode on the overall satisfaction 
with life, and it is even indicated that the partners 
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of employees have experienced reduced satisfaction 
(Vittersø et al., 2003). In Norwegian studies, remote 
employees displayed an increased sense of belong-
ing understood as being in a  safe and familiar en-
vironment (physical belonging), satisfaction with 
relationships (social belonging) and satisfaction with 
access to events and the possibility of participating in 
educational and professional activities (community 
belonging) (Vittersø et al., 2003). Certain discrepan-
cies in the assessment of remote work may be attrib-
uted to the frequency of contacts with the supervi-
sor and colleagues, the received technical assistance 
and boundary management support (Oakman et al., 
2020), as well as whether remote work is voluntary 
or imposed (Kaduk et al., 2019).

Stress during the pandemic  
and job and life satisfaction

The COVID-19 pandemic was surprising for every-
one and impacted not just our professional function-
ing but also satisfaction in various areas of life and 
ways of coping with a difficult situation. The evalu-
ation of the situation as stressful is associated with 
the experience of suffering harm or loss, a  percep-
tion of threat or a challenge, and depends on the cur-
rent characteristics of the event, i.e., novelty, con-
trollability and predictability (Lazarus &  Folkman, 
1984). These elements are undoubtedly determinants 
of what the pandemic situation has brought us – it 
has disturbed the balance between the needs of the 
individual and the conditions for their implementa-
tion. An individual may find it stressful to introduce 
changes in work procedures, as well as to perform 
tasks inconsistent with his expectations and values 
(Schultz & Schultz, 2002). A large share of these stress-
ors have emerged from the need to continue working 
from home during the pandemic. Perceived stress re-
duces satisfaction with life (e.g., Lazarus & Folkman, 
1984) and self-esteem, and worsens somatic problems 
and emotional discomfort (Schultz & Schultz, 2002). 
However, the severity of a stressor is influenced not 
only by its harmfulness, but also by the individual’s 
resources and properties, and the support received, 
conditioning the reaction to the stressor and the pro-
cess of coping with a difficult situation, as well as the 
individual’s attitude and experience.

During the pandemic, over 74% of respondents re-
ported an average level of stress, and well-being de-
creased by over 71% (Grover et al., 2020). Stress and 
the accompanying negative emotions increased with 
increasing duration of isolation (Grover et al., 2020), 
and satisfaction with life deteriorated especially in 
March and May 2020, when many countries intro-
duced lockdowns (Zacher & Rudolph, 2021). This is 
understandable, as staying in isolation for even a few 
days can lead to anxiety, fear, loneliness, anger, and 

symptoms of depression (Reynolds et  al., 2008), as 
well as boredom and sadness (Droit-Volet et al., 2020). 

Experiencing the threat of fear of coronavirus 
transmission has an impact on the assessment of 
health-related quality of life. The most common 
manifestations are pain and discomfort, as well as 
depression and anxiety, which increase with age, es-
pecially in people with a reduced income, chronically 
ill, or facing the consequences of the pandemic (Ping 
et  al., 2020). However, research shows that the im-
posed quarantine was conducive to the improvement 
of family relations (Grover et al., 2020), which can be 
a springboard from difficulties and thus increase our 
comfort.

On the other hand, continuing remote work was 
associated with an increase in motivation, satisfac-
tion and greater enjoyment, which ultimately trans-
lated into productivity (Susilo, 2020). This could have 
been partly due to less fear of job loss as well as an 
increased sense of control over one’s life. Moreover, 
access to technology can help to overcome the nega-
tive symptoms of the experienced difficult situation 
related to social isolation (Smith et al., 2018). There-
fore, it can be assumed that telework will have posi-
tive effects on overall satisfaction, even though em-
ployees may experience technostress due to the need 
to use information and communication technologies. 
Interestingly, there is a  correlation between tech-
nostress and behavioral stress and role conflict, but 
in the case of remote work, paradoxically, this cor-
relation was negative (Molino et al., 2020). However, 
research shows that there are considerable differ-
ences between the levels of perceived stress depend-
ing on culture and living conditions. Research con-
ducted during the lockdown among representatives 
of the French population demonstrated that working 
from home was associated with lower levels of stress, 
while in China remote work actually increased stress 
(Droit-Volet et al., 2020).

Self-efficacy and job and life 
satisfaction

The ability to exercise control over the nature and 
quality of one’s life is the essence of humanity (Ban-
dura, 1977, 2001). Self-efficacy begins with the con-
cept of Albert Bandura (1977) and plays a  key role 
in socio-cognitive theory. Following this theory, the 
variability of an individual’s behavior is caused by 
changes taking place in the environment. It is as-
sumed that the belief in self-efficacy influences the 
adaptation of the individual and the changes made 
by him (Bandura, 2001). In line with the approach of 
Bandura (1997), self-efficacy means how an individual 
perceives their ability to cope with certain situations. 
Moreover, it concerns the belief of an individual about 
having the ability to carry out certain actions that 



Satisfaction with job and life and remote work

52 current issues in personality psychology

are necessary to achieve a concrete result (Bandura, 
1977, 1997), as well as to engage in problem-solving 
behavior and strategies that help in coping with life 
changes. Further, the sense of self-efficacy represents 
one of the resources that allow an individual to cope 
with a  challenging situation (Bańka &  Orłowski, 
2014) and stress at work (Maggiori et al., 2016); it also 
influences whether an individual thinks optimisti-
cally or pessimistically (Bandura, 2001). In the con-
text of work, self-efficacy is particularly important 
because it gives employees confidence in taking con-
trol over various aspects of life (Bargsted et al., 2019), 
including professional life. Self-efficacy plays a vital 
role in examining the functioning of employees in an 
organization, assuming a predictive function in con-
nection with various aspects of professional activity 
and job satisfaction (cf. Stajkovic &  Luthans, 1998). 
People characterized by a high level of self-efficacy 
enjoy better health (Bandura, 1997) compared to indi-
viduals with a low level of self-efficacy. High self-ef-
ficacy has been reported as a predictor of well-being 
(Bandura, 2006). Results of numerous studies indicate 
that self-efficacy increases the level of perceived job 
satisfaction (Judge et  al., 2005; Mishra et  al., 2016; 
Peng & Mao, 2015). Evidence also demonstrated the 
intermediary role of self-efficacy in the relationship 
between personality traits and satisfaction (Maggiori 
et al., 2016), person-job fit and job satisfaction (Peng 
& Mao, 2015), perceived work environment and lack 
of job satisfaction (Zhang et  al., 2020). There exists 
a negative relationship between perceived stress and 
self-efficacy, and a positive relationship between self-
esteem and self-efficacy (Rayle et al., 2005). 

Self-esteem and job and life 
satisfaction

Self-esteem is another important aspect of one’s emo-
tional health and plays a vital role in subjective well-
being. It refers to one’s sense or assessment of one’s 
own value and worth. Self-esteem can be understood 
as the degree to which individuals appreciate, approve 
of or even values themselves (Blascovich & Tomaka, 
1991). Rosenberg (1965) defined self-esteem as an at-
titude that an individual has towards their own self, 
which may be positive or negative. It is the evaluation 
part of the self-concept, and a broad representation of 
one’s self which includes behavioral, cognitive, emo-
tional and evaluative aspects (Blascovich & Tomaka, 
1991). Self-esteem has considerable implications for 
mental health and well-being due to its association 
with happiness (Diener & Diener, 1995). Furthermore, 
it is correlated with subjective well-being, namely 
high positive affect, low negative affect, and high 
life satisfaction (Diener & Diener, 1995). Many stud-
ies conducted to date indicate a positive relationship 
between the level of self-esteem and satisfaction with 

life and work (Liu et al., 2017; Rossi et al., 2020). In-
dividuals with high self-esteem have reported fewer 
symptoms of depression and anxiety (Solomon et al., 
1991). In sum, both self-efficacy and self-esteem are 
constituents of core self-evaluation, which has been 
shown to increase the level of employee satisfaction 
with life and work (Judge et al., 2005). Therefore, this 
study consisted in testing the significance of these 
two internal resources of employees.

Current study

The implementation of remote work as a way to cope 
with a difficult situation, such as the threat of a new 
virus, was a trying challenge for employees and or-
ganizations. It required flexibility and the ability to 
quickly adapt to new solutions. The experience of 
a new situation influenced various areas of our lives 
and our satisfaction with them. 

The conducted research aimed to provide an an-
swer to the question: How did the level of perceived 
stress, self-efficacy and self-esteem mediate the re-
lationship between remote work during the corona-
virus pandemic and satisfaction with work and per-
sonal life? 

Taking into consideration the previous research, 
it can reasonably be assumed that teleworking posi-
tively affects employees’ well-being (e.g., Anderson 
et  al., 2015; Bailey &  Kurland, 2002) and reduces 
stress (cf. Hayman, 2010); however, this relationship 
can be modified by the share of perceived stress (e.g., 
Lazarus &  Folkman, 1984), self-efficacy (e.g., Judge 
et  al., 2005) and self-esteem (e.g., Baumeister et  al., 
2003; Diener &  Diener, 1995) as variables affecting 
satisfaction. That said, teleworking was a  solution 
resulting from necessity, so its impact on employee 
satisfaction may be limited (cf. Kaduk et al., 2019).

Based on the literature, the following research hy-
potheses were advanced:

H1: The level of perceived stress and self-efficacy 
constitute the intermediary variables of the relation-
ship between remote work and satisfaction with life 
and work.

H2: The level of perceived stress and self-esteem 
constitute intermediary variables in the relationship 
between remote work and satisfaction with life and 
work.

Participants and procedure

Participants

The study covered 283 employees (aged M = 30.86, 
SD = 11.33). The youngest respondent was 19 years 
old and the oldest was 62. The typical subject was be-
tween 23 and 40 years old, with a median age of 25. 
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Women were in the majority, with 195 employees (ap-
prox. 69%), while the number of men was 88 (approx. 
31%). The majority of participants were employees 
working under an employment contract – 58.1%. In-
dividuals employed on the basis of a  civil law con-
tract accounted for 29.2%, under a contractual agree-
ment 5%, while the self-employed represented 7.6%. 
54.5% of the respondents had never worked remotely 
before, 34.8% rarely, while 10.7% worked in remote 
mode occasionally.

Procedure

The study was conducted online using the MS Office 
package. It was voluntary and anonymous. The link 
to the questionnaires was made available to people 
employed in various industries and organizations. 
The study lasted from the end of March to the end of 
April 2020, during the total national lockdown intro-
duced in Poland.

Measures

The following were used:
A self-designed questionnaire used to measure sat-

isfaction with professional and personal life. The basis 
for the construction of the tool is the results of ex-
ploratory factor analysis carried out with the SPSS 26 
package, which allowed us to identify 3 factors: job 
satisfaction (e.g., relations with the supervisor and 
colleagues), satisfaction with employment conditions 
(e.g., employment stability, salary level and personal 
development opportunities) and satisfaction with per-
sonal life (e.g., personal/family life, health status, rela-
tionship with a partner/spouse). These factors explain 
more than 40% of the total variance. The test consists 
of 12 items. The respondents answered on a  scale 
from 0 to 10 regarding their satisfaction (0 – dissatis-
fied and 10 – satisfied) with particular areas of life in 
accordance with the assumptions of Cantril’s Ladder 
(1965). The tool proved to be reliable (Cronbach’s α 
for all factors above .7) and accurate.

The Short Scale for Measuring General Self-Efficacy 
Beliefs (Atroszko et al., 2017), which contains 2 state-
ments – “Usually, I am able to cope with what hap-
pens to me” and “I can solve most problems if I put 
enough effort into it”. The research provided answers 
to what extent the statements were true on a  scale 
from 1 to 9 (1 – no and 9 – yes). 

Self-Esteem Scale (SES; Rosenberg, 1965, in the 
Polish adaptation by Dzwonkowska et al., 2008). The 
scale consists of 10 statements regarding beliefs about 
oneself, and the respondent’s task is to determine on 
a 4-point scale (from 1 – strongly agree to 4 – strongly 
disagree) how much they agree with them. The scale 
is a one-dimensional method.

Perceived Stress Scale (PSS-4; Cohen et al., 1983, in 
the Polish adaptation of Atroszko, 2015). Here, the 
questions concern recent feelings and thoughts, and 
the respondent’s task is to determine the frequency 
of their occurrence on a 5-point scale from 1 (never) 
to 5 (very often). 

The particulars contained demographic questions 
and included questions about the consequences of 
experiencing a  pandemic situation, including the 
implementation of remote work and previous expe-
rience related to it. The respondents answered the 
question about frequency of remote work on a five-
point scale (1 – not at all, 2 – seldom, 3 – sometimes, 
4 – often, 5 – always).

Results

The means, standard deviations and reliabilities for 
all the tested variables are shown in Table 1.

To verify the models regarding the hypotheses on 
the relationship between performing remote work 
during the COVID-19 pandemic and the level of sat-
isfaction with life and work among the respondents, 
as well as the assumed, intermediary role in this re-
spect, the level of perceived stress and the sense of 
self-efficacy and self-esteem, we conducted an analy-
sis of direct and indirect effects in SEM models using 
the Amos 26 package. 

The obtained results of the strength of the rela-
tionship between the variables as well as the fit of the 
models are presented in Figures 1 and 2. 

The assumed free-form models for the dependent 
variable “subjective well-being” proved to be accept-
ably fitted to the data (Konarski, 2010) and interpre-
table (Tables 2 and 3). All relations were statistically 
significant.

It was determined that the mere fact of performing 
remote work (Figures 1 and 2) is statistically signifi-
cantly (β = .20, B = .19, p < .01) and positively related to 

Table 1

Means, standard deviations and reliabilities for the 
tested variables

Variables M SD α

Job satisfaction 7.36 1.94 .89

Satisfaction with 
employment conditions

6.02 2.29 .81

Life satisfaction 7.38 1.58 .73

Perceived stress 11.33 2.98 .75

Self-efficacy 13.35 1.97 .82

Self-esteem 25.76 3.54 .88
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aspects of job and life satisfaction. Therefore, respon-
dents who work remotely more often display a higher 
level of general satisfaction (direct effect). That said, 
through the outcomes of analyses of direct and indi-
rect effects for both models of dependence (indirect 

effect), this result turned out to be significantly (di-
rectly) mediated by the level of perceived stress and 
(indirectly) by the sense of self-efficacy and self-es-
teem. For both models, the intermediary relationship 
turned out to be complete mediation (Tables 4 and 5). 

Figure 1

Resulting path diagram of the stress and self-efficacy model as mediators between remote work and aspects  
of job and life satisfaction

Figure 2

Resulting path diagram of the model of stress and self-esteem as mediators between remote work and aspects  
of job and life satisfaction

Stress

Self-efficacy
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.64
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Job satisfaction
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e3

e4
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Table 2

Goodness of fit indices for the assumed system  
of variables “remote work – stress, self-efficacy – job 
and life satisfaction”

CMIN (df) RMSEA (90% CI) GFI CFI RMR

17.50 (6) .082 (.039-.139) .980 .959 .198

p = .008 p = .091
Note. CMIN – chi-square statistic; RMSEA – root mean square 
error of approximation; GFI – goodness of fit index; CFI – com-
parative fit index; RMR – root mean square residuals.

Table 3

Goodness of fit indices for the assumed system  
of variables “remote work – stress, self-esteem – job 
and life satisfaction”

CMIN (df) RMSEA (90% CI) GFI CFI RMR

26.29 (6) .091 (.059-.154) .971 .930 .238

p = .001 p = .011
Note. CMIN – chi-square statistic; RMSEA – root mean square 
error of approximation; GFI – goodness of fit index; CFI – com-
parative fit index; RMR – root mean square residuals.
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Therefore, the respondents who work remotely 
during the COVID-19 pandemic show a certain level 
of satisfaction with their work and aspects of assess-
ing their lives, but this relationship should be inter-
preted through the prism of how the level of stress 
perceived during the last month is assessed, which 
also indirectly affects the sense of self-efficacy and 
self-esteem of the respondents. Severe stress experi-
enced during the lockdown along with the resulting, 
decreased self-esteem and level of self-efficacy could 
reduce satisfaction with work and the aspects of 
one’s life. In such a case, the direct relation between 
performing remote work and the aspects of job and 
life satisfaction ceases to be relevant in favor of the 
intermediary variables included.

Therefore, all the assumed hypotheses were con-
firmed.

Discussion

The purpose of this study was to determine the re-
lationship between performing remote work during 
the COVID-19 pandemic and the level of job and life 
satisfaction. Furthermore, we tested the assumed, 
intermediary role in this respect of the level of per-
ceived stress and such resources as the sense of self-
efficacy and self-esteem. From the perspective of the 
still prevailing COVID-19 pandemic, the most impor-
tant result is the demonstration of the role of the em-
ployees’ internal resources: the level of self-efficacy 
and self-esteem in the relationship between remote 
work and job and life satisfaction.

Remote work increases job and life satisfaction, 
which is consistent with the results of previous stud-

ies (cf. Anderson et al., 2015; Bailey & Kurland, 2002). 
Interestingly, the obtained outcomes show that de-
spite the fact that remote work is imposed from above, 
it leads to an increase in the level of satisfaction (cf. 
Kaduk et al., 2019). It is possible that employees who 
have made a shift to remote work felt a greater sense 
of safety and stability, as well as belonging (cf. Fílardí 
et  al., 2020; Vittersø et  al., 2003). This could be due 
to the perception of the situation as a  prophylaxis 
against coronavirus infection. In addition, performing 
one’s professional duties, even if remotely, as well as 
staying busy, allowed them to avoid persistent think-
ing about COVID-19, which protects against anxiety 
and trauma effects (cf. Skalski et  al., 2020). On top 
of that, telework is associated with the assumption 
that the greater the possibility of controlling one’s 
working time, the greater the satisfaction (Lipińska-
Grobelny, 2014). The advantage of the home office is 
also saving time, which can be used to build relation-
ships with loved ones. This in turn translates into sat-
isfaction with this area of life (cf. Grover et al., 2020).

Additionally, attention should be given to the 
fact that the present economy is based on a flexible 
employment system, and not on a long-lasting rela-
tionship with the company as before. Perhaps that is 
why the need to switch to remote work during the 
pandemic did not decrease the level of employee life 
satisfaction. Bańka (2002) also draws attention to the 
fact that a modern employee feels little attachment 
to the workplace; he can perform his duties both at 
home or in a restaurant, on a train or a plane. Conse-
quently, he does not feel discomfort associated with 
staying outside of his workplace. 

The results obtained in our research confirmed 
that remote work reduces stress and increases self-

Table 4

Stress and self-efficacy mediation parameters in the relation of the independent and dependent variable  
in the assumed model 

Hypothesis Direct effect (SE) Indirect effect (SE) Mediation

Remote work → Stress, Self-efficacy  
→ Job and life satisfaction

.20** (.05) .06 (.02) Full mediation

90% CI (.101-.286) 90% CI (.018-.097)
Note. **p < .01.

Table 5

Stress and self-esteem mediation parameters in the relation of the independent and dependent variable  
in the assumed model 

Hypothesis Direct effect (SE) Indirect effect (SE) Mediation

Remote work → Stress, Self-esteem 
→ Job and life satisfaction

.19** (.05) .07 (.03) Full mediation

90% CI (.095-.273) 90% CI (.031-.117)
Note. **p < .01.
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efficiency and self-esteem. Previous research drew 
attention to the fact that remote work reduces 
stress (e.g., Hayman, 2010), which could be the re-
sult of functioning at home, i.e., in familiar, favor-
able conditions but also, despite isolation, it allows 
one to maintain contact with others through the use 
of modern technology (cf. Smith et al., 2018). More-
over, the home office may be associated with the 
possibility of keeping a number of resources that are 
important from the perspective of the conservation 
of resource theory, such as the possibility of achiev-
ing goals, having permanent employment, a sense of 
control over one’s life, the ability to organize work or 
a sense of independence (cf. Hobfoll, 2006). Working 
from home, the individual does not experience the 
risk of losing the above, and therefore he does not 
feel threatened. Moreover, the greater sense of free-
dom and autonomy translates into the manner of or-
ganizing working time and increases self-confidence 
(cf. Gajendran & Harrison, 2007; Van Sell & Jacobs, 
1994). The result showing that the level of perceived 
stress weakens the level of self-efficacy and self-es-
teem is consistent with prior reports (cf. Rayle et al., 
2005). It is related to the fact that as a result of the 
perceived stress, the individual loses faith in the hope 
of success (Kivimäki & Kalimo, 1996).

In line with the expectations, the results of the de-
scribed research show that the level of stress weak-
ens, and self-efficacy and self-esteem strengthen the 
relationship between remote work and satisfaction 
with life and work. Self-efficacy is a  quintessential 
construct impacting subjective well-being (Bandura, 
2001). It is defined as an individual’s belief in their 
ability to work in a direction that helps them achieve 
their goals (Bandura, 1997), which impacts the kind of 
activities and efforts that an individual engages in to 
fulfill their goals (Pajares, 2002). People with low self-
efficacy often tend to avoid tasks, anticipating that 
they will fail, while those with high self-efficacy are 
more likely to attempt difficult tasks (Bandura, 1997). 
Given the above, we can deduce that self-efficacy 
will strengthen the relationship between the need to 
work remotely, treating it as a challenge, and satisfac-
tion in various areas of life will increase. Lower self-
efficacy tends to be related to lower subjective well-
being (Bandura, 2006) as well as more symptoms of 
depression and anxiety. Hence, individuals with high 
self-efficacy have reported higher levels of subjective 
well-being as compared to those with a low propen-
sity to believe that they can influence the outcome of 
their actions (Ryan & Deci, 2001). As mentioned ear-
lier, the possibility of performing work remotely re-
quires taking control over one’s organization of time 
and pursuing effective action. Self-efficacy influences 
how an individual thinks and the behaviors they are 
likely to indulge in, as well as their judgements about 
how individuals act in stressful situations and cope 
with adversities (Bandura, 1997). Well-being, on the 

other hand, is a  subjective experience that emerges 
out of different perceptions pertaining to one’s emo-
tional states or quality of life, according to individuals 
themselves (Diener, 1984). Higher self-efficacy also 
helps individuals mediate the stressors faced at work 
in a more adept manner (Çakar, 2012). On the other 
hand, a switch to remote work could be stressful due 
to the coexistence of several stressors simultaneously. 
Individuals with lower self-efficacy can easily feel 
overwhelmed at work when faced with harsh situ-
ations that tend to increase anxiety and stress, thus 
narrowing down their problem-solving abilities (Paja-
res, 2002). Lyubomirsky et al. (2005) found that char-
acteristics such as self-efficacy and optimism encour-
age more active involvement in pursuing one’s goals. 
Having high self-efficacy corresponds to better well-
being, stress regulation, higher self-esteem as well as 
greater physical health (Bandura, 1997).

Previous studies show that self-esteem is an in-
termediary variable between the sense of stress and 
mental health (Kivimäki &  Kalimo, 1996), and that 
perceived stress has a  negative impact on the feel-
ing of happiness (Schiffrin &  Nelson, 2010). Lastly, 
there is a  very substantial contribution from the 
strong relationship of self-esteem with well-being 
(Bosson et al., 2000) and happiness (Baumeister et al., 
2003). Both well-being and self-esteem are important 
constructs with regard to positive health. It can fur-
thermore be concluded that self-esteem is a quintes-
sential part of one’s notion about the quality of life 
and thus strongly related to life satisfaction (Diener 
1984). The obtained results are in line with previous 
observations showing that high self-esteem is associ-
ated with the feeling of being the right person in the 
right place (cf. Rossi et al., 2020; Schultz & Schultz, 
2002). Therefore, it can be considered that an employ-
ee with high self-esteem will be better able to accept 
the necessity to work remotely and will show greater 
satisfaction. He will have a positive attitude towards 
himself and his competences, and employ more ef-
fective strategies of self-regulation in a difficult situ-
ation or be quicker in implementing alternative so-
lutions if the previous ones have not been effective 
(cf. Baumeister et al., 2003). Self-esteem protects the 
individual from the effects of COVID-19, even when 
a high level of anxiety is accompanied by a  feeling 
of loneliness (Rossi et al., 2020) and related anxiety.

Conclusions

The research results described above demonstrate 
that remote work is associated with higher job and 
work satisfaction. This dependence is mediated by 
the level of perceived stress, self-efficacy and self-
esteem. Probably due to the positive impact of home 
office work on life and job satisfaction and reduc-
ing the level of stress, as many as 87% of employees 
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would like to continue this mode of work after the 
end of the pandemic (Pracuj.pl, 2020) for employees; 
despite the pandemic and the need to work from 
home, remote work brings benefits both to the indi-
vidual and the company.

Because the feelings of self-efficacy and self-
esteem have a  major impact on job satisfaction, it 
would be worthwhile implementing psychologi-
cal procedures amplifying their level and strength 
among employees (cf. Bandura, 1977), especially as 
self-esteem is a predictor of life success (Orth & Rob-
ins, 2014), while self-efficacy can help in increasing 
enthusiasm at work (cf. Laguna et al., 2017) or gain-
ing an advantage against competitors (cf. Mishra 
et  al., 2016). High well-being has been reported to 
influence health (Seligman, 1998). On the other hand, 
job satisfaction is also related to a number of vari-
ables important for the business, including identifica-
tion with the company, employee effectiveness and 
readiness to leave the organization (cf. Zhang et al., 
2018). It has a negative effect on the phenomenon of 
organizational silence and a positive impact on com-
mitment (Peplińska et al., 2020). The strengthening of 
these variables by the organization is particularly im-
portant during the COVID-19 pandemic, when many 
companies are struggling with problems resulting 
from the restrictions and are afraid of further conse-
quences for their functioning. 

Limitations and directions for further 
research

The study group was heterogeneous – because of the 
lockdown it was difficult to test more specific groups. 
That is why we could not compare such variables as 
types of employment or previous experience of re-
mote work. In the future, account must also be taken 
of demographic variables such as gender, role and 
age, as we observe differences in the assessment of 
a difficult situation and the manner of coping with 
problems depending on gender, the roles performed 
(see Alon et al., 2020; Harth & Mitte, 2020), and age 
(cf. Beam & Kim, 2020). 

In the future, it would be worth broadening the 
analyzed variables and considering examining the 
intermediary role of characteristics of job design in 
the relationship between self-efficacy and job satis-
faction (cf. Bargsted et al., 2019). It would be worth 
considering the frequency of contacts with the su-
pervisor and colleagues during remote work (cf. Oak-
man et al., 2020). 
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