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Abstract

At present when due to the spread of pandemic many office employees were forced to work
remotely, performing their official duties from home, the analysis of the impact of this factor on
the satisfaction with life and professional (labor) activities of office employees becomes
particularly relevant. Staff satisfaction with life and their professional activities seems to be the
key factor for boosting business efficiency. The success of each employee directly depends on
how their needs for professional development, promotion in the company, their assessment of
working conditions, the ability to establish effective business and friendly relations with
colleagues are satisfied. The article focuses on the remote work of employees during the pandemic
with reference to psychological aspects of business. The paper is aimed at exploring the effect of
remote work format on the life satisfaction and office staff performance. The objectives of the
research are statistical data processing and the interpretation of the results. Research methods:
theoretical analysis of the background information, questionnaire, diagnostics, statistical methods
of data processing, interpretation methods. As a result of our research, the hypothesis that the
remote office staff' work negatively affects their satisfaction with life and professional (work)
activities was confirmed. We can assume that most of the office employees are used to working
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in a stable schedule, in the day-to-day office conditions. The situation with the coronavirus has
pulled people out of their life context, which has led to the blocking some needs and a decrease
in life and work satisfaction indicators.
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Introduction

At present when due to the spread of a new Covid-19 infection, many office employees were forced
to work remotely, performing their official duties from home, the analysis of the impact of this factor
on the satisfaction with life and professional (labor) activities of office employees becomes particularly
relevant.

Staff satisfaction with life and their professional activities seems to be the key factor for boosting
business efficiency. The success of each employee directly depends on how their needs for professional
development, promotion in the company, their assessment of working conditions, the ability to establish
effective business and friendly relations with colleagues are satisfied.

Methodology

The research is based on the works where the psychological characteristics of the work of
employees is paid special attention to. The problem of remote working environment is revealed in
research carried out by R.N. Abramov and I.A. Gruzdev [Abramov et al., 2019] to show the impact of
this phenomenon on employees’ perception. The best practice on satisfactory work-life balance of the
office workers is highlighted by 1.V. Vishnetskaya [Vishnetskaya, 2021], I.M. Gurova [Gurova, 2020],
I.A. Kravchuk [Kravchuk, 2020]. Other aspects of this problem were pointed out by I.A. Monakhova
[Monakhova, 2016] and A.V. Petrakova [Petrakova et al., 2021]. New emphasis is placed on job
satisfaction by T.N. Cannoneer [ibid.], V.A. Potemkin [Potemkin, 2021], E.A. Semenova [Semenova,
2016], E.O. Smoleva [Smoleva, 2016], V.A. Tyulkina [Tyulkina, 2016] and others.

Research methodology

The 36-item Job Satisfaction Survey (JSS) methodology was developed by Spector.

New approach to the problem was suggested by N.N. Melnikov in his “Satisfaction with Life”
Questionnaire (LJ).

E. Diener's methodology is considered in "Life Satisfaction Scale” (SWLS).

The instrumental technique is described in the book "Test for the diagnosis of satisfaction with life"
by A.B. Belousov.

The empirical base of the study was: two groups of office workers of 25 people each (all
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participants in the experiment were women). The first group included respondents working remotely,
while the second one — those working in the office.

Results

To confirm the hypothesis of our study, we used the following methods of mathematical statistics:

1. To identify the significance of differences in the data between the two samples, we used the
Mann-Whitney U-test.

2. To identify the characteristics of life and work satisfaction, the Spearman rank correlation
coefficient was used.

In the first — focus group — positive correlations were found between the following pairs of
compared factors:

1. Life involvement — salary (0.707, at p < 0.01); dependent remuneration (0.726, at p < 0.01);
information (0.747, at p < 0.01); general level of job satisfaction (0.747, at p < 0.01); life satisfaction
scale (0.784, at p < 0.01); professional interests (0.821, at p < 0.01); family life (0.832, at p < 0.01);
recreation, hobbies (0.615, at p < 0.01 0.01); social contacts (0.742, at p < 0.01); well-being (0.634, at
p < 0.01); achievements (0.726, at p < 0.01); dynamism and diversity of life (0.750, at p < 0.01);
stability and certainty of life (0.584, at p < 0.01); life satisfaction (0.704, with p<0.01).

2. General level of life satisfaction — salary (0.745, at p < 0.01); dependent remuneration (0.666, at
p <0.01); conditions of performance (0.769, at p < 0.01); information (0.774, at p < 0.01); general level
of job satisfaction (0.774, at p < 0.01); life satisfaction scale (0.798, at p < 0.01); professional interests
(0.867, at p < 0.01); family life (0.774, at p < 0.01); social contacts (0.795, at p < 0.01); self-
development (0.757, at p < 0.01); dynamism and diversity of life (0.709, at p < 0.01); increasing the
level of needs satisfaction (0.779, at p < 0.01); stability and certainty of life (0.715, at p<0.01); life
satisfaction rate (0.735, at p<0.01).

3. Life satisfaction scale — salary (0.791, at p<0.01); dependent remuneration (0.767, at p<0.01);
performance conditions (0.762, at p<0.01); job satisfaction rate (0.705, at p<0.01); professional
interests (0.854, at p<0.01); family life (0.705, at p<0.01); self-development (0.639, at p<0.01);
dynamism and diversity of life (0.618, at p (0.659, at p < 0.01); stability and certainty of life (0.703, at
p < 0.01); life satisfaction rate (0.757, at p < 0.01).

4. Occupation — salary (0,796 at p<0.01); the dependent rewards (0,726, p<0.01); performance
condition (0,820 at p<0.01); informing (0,747 at p<0.01); the job satisfaction rate (0,747 at p<0.01).

5. Family life — salary (0,618, with p<0.01); the dependent rewards (0,650, p<0.01); performance
condition (0,620 at p<0.01); the type of the work (0,595, with p<0.01); informing (of 0.611, p<0,01).

6. Friendships — additional benefits (0,617 at p<0.01); the life satisfaction rate (0,542 at p<0.01).

7. Social contacts — salary (0,540 at p<0.01); informing (0,780, with p<0.01); the job satisfaction
rate (0,751, p<0,01).

8. Well-being — salary (0,634, p<0.01); performance condition (0,600, with p<0.01); informing
(0,644 at p<0.01);

9. Self-development — salary (0.673, at p<0.01); conditions of performance (0.714, at p<0.01);
nature of work (0.613, at p<0.01); information (0.812, at p<0.01); general level of life satisfaction
(0.648, at p<0.01).

10. Dynamism and diversity of life — salary (0.655, at p<0.01); dependent remuneration (0.660, at
p<0.01); conditions of performance (0.657, at p<0.01); type of work (0.657, at p<0.01); information
(0.729, at p<0.01).
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11. Increasing the level of needs satisfaction — salary (0,778 at p<0.01); promotion (0,629, with
p<0.01); the additional benefits and payments (0,601 at p<0.01); the dependent rewards (0,658,
p<0.01); performance condition (0,769 at p<0.01); informing (0,704, at p<0,01).

12. The stability and certainty of life — salary (0,673, p<0.01); performance condition (0,779 at
p=<0.01); colleagues (0,639, with p<0.01); the life satisfaction rate (0,638 at p<0.01),

13. Life satisfaction rate — salary (0,933 at p<0.01); promotion (0,595, with p<0.01); the additional
benefits and payments (0,651, with p<0.01); the dependent rewards (0,701, p<0.01); performance
condition (0,756 at p<0.01); informing (0,664, with p<0.01); the life satisfaction rate (0,664, at p<0,01).

Negative correlation was detected for the following groups of factors:

1) Disappointment in life — salary (-0.737, at p<0.01); additional benefits and payments (-0.706, at
p<0.01); dependent remuneration (-0.735, at p<0.01); conditions of performance (-0.702, at p<0.01);
nature of work (-0.702, at p<0.01); information (-0.714, at p<0.01); general level of job satisfaction (-
0.796, at p<0.01); life satisfaction scale (-0.766, at p < 0.01); professional interests (-0.809, at p < 0.01);
family life (-0.714, at p < 0.01); social contacts (-0.697, at p < 0.01); self-development (-0.703, at p <
0.01); achievements (-0.720, at p < 0.01); increase in the level of needs satisfaction (-0.666, at p<0.01);
stability and certainty of life (-0.582, at p<0.01); life satisfaction (-0.703, at p<0.01).

2) Fatigue from life — salary (-0.689, at p < 0.01); additional benefits and payments (-0.505, at p <
0.01); dependent remuneration (-0.584, at p < 0.01); conditions of performance (-0.635, at p < 0.01);
nature of work (-0.635, at p < 0.01); information (-0.603, at p < 0.01); professional interests (-0.791, at
p < 0.01); family life (-0.603, at p < 0.01); well-being (-0.656, at p < 0.01); increased level of needs
satisfaction (-0.734, at p < 0.01); life satisfaction rate (-0.628, at p < 0.01).

3) Worrying about the future — leadership (-0,526, p<0.01); performance condition (-0,586, with
p<0.01); the job satisfaction rate (-0,619, with p<0.01); the scale of life satisfaction (-0,720, with
p<0.01); social contacts (-0,619, with p<0.01); the stability and certainty of life (-0,676, at p<0,01).

In the second group of respondents positive correlation was identified between the following pairs
of factors:

1) Life involvement and salary (0.761, at p<0.01); working conditions (0.654, at p<0.01);
relationships with colleagues (0.583, at p<0.01); nature of work (0.698, at p<0.01); information (0.611,
at p<0.01); general level of job satisfaction (0.659, at p<0.01); level of life satisfaction (0.820, at
p<0.01); professional interests (0.659, at p<0.01); family life (0.546, at p <0.01); social contacts (0.690,
at p < 0.01); well-being (0.732, at p < 0.01); love (0.552, at p < 0.01); stability and certainty of life
(0.596, at p < 0.01).

2) General level of life satisfaction — salary (0.714, at p<0.01); dependent remuneration (0.523, at
p<0.01); colleagues (0.688, at p<0.01); information (0.652, at p<0.01); scale of life satisfaction (0.704,
at p<0.01); professional interest (0.652, at p<0.01); social contacts (0.639, at p<0.01); well-being
(0.762, at p<0.01); dynamism and diversity of life (0.561, at p<0.01); stability and certainty of life
(0.535, at p<0.01); life satisfaction (0.630, at p<0.01).

3) Scale of life satisfaction salary (0,701, with p<0.01); the dependent rewards (0,725 at p<0.01);
colleagues (0,548 at p<0.01); information (0,511, with p<0.01); the job satisfaction rate (0,511, with
p<0.01); the professional interests (0,759 at p<0.01); social contacts (0,654 at p<0.01); well-being
(0,677 at p<0.01); self-development (0,524, when p<0.01); love (0,628 at p<0.01); the stability and
certainty of life (0,756 at p<0.01).

4) Professional sphere salary (0,643 at p<0.01); the dependent rewards (0,598, at p<0,01).

5) Education, training, conditions of work performance (0,510 at p<0.01).

6) Social interactions salary (0,612 at p<0.01); information (0,563 at p<0.01).
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7) Material prosperity - the salary (0,775 at p<0.01); the conditions of work performance (0,553 at
p=<0.01); information (0,618, with p<0.01); the level of job satisfaction (0,592 at p<0.01).

8) Dynamism and diversity of life salary (0,610 at p<0.01); the conditions of work performance
(0,517 at p<0.01).

9) Increase of satisfaction rate — salary (0,620 at p<0.01); the nature of the work (0,586 at p<0.01);
the job satisfaction rate (0,656, at p<0,01).

10) Stability and certainty of life salary (0,684 at p<0.01); the additional benefits and payments
(0,646, with p<0.01); the dependent rewards (0,571, with p<0.01); information (0,605 at p<0.01); the
job satisfaction rate (0,549 at p<0.01).

11) General life satisfaction-salary (0.684, at p<0.01); promotion (0.618, at p<0.01); management
(0.530, at p<0.01); additional benefits and payments (0.522, at p<0.01); conditions of performance
(0.580, at p<0.01); information (0.711, at p<0.01).

Negative correlations were found for the following groups of factors:

1) Disappointment in life — salary (-0.670, at p<0.01); additional benefits and payments (-0.607, at
p<0.01); dependent remuneration (-0.594, at p<0.01); nature of work (-0.543, at p<0.01); information
(-0.766, at p<0.01); general level of job satisfaction (-0.712, at p<0.01); life satisfaction scale (-0.697,
at p<0.01 0.01); social contacts (-0.522, at p < 0.01); well-being (-0.644, at p < 0.01); increased level
of satisfaction of needs (-0.511, at p < 0.01); stability and certainty of life (-0.642, at p < 0.01); life
satisfaction (-0,541, at p<0,01).

2) the Fatigue from life — salary (-0,584, with p<0.01); the dependent rewards (-0,507, p<0.01);
performance condition (-0,518, with p<0.01); colleagues (-0,635, with p<0.01); information (-0,604,
with p<0.01); the scale of life satisfaction (-0,658, with p<0.01); the professional interests (-0,544, with
p<0.01); social contacts (-0,575, with p<0.01); well-being (-0,713, when p<0.01); health (-0,551, with
p=<0.01); the stability and certainty of life (-0,590, with p<0.01); life satisfaction rate (-0,590, at p<0,01).

3) Concern about the future — salary (-0.684, at p<0.01); dependent remuneration (-0.526, at
p<0.01); colleagues (-0.639, at p<0.01); information (-0.656, at p<0.01); life satisfaction scale (-0.727,
at p<0.01); professional interests (-0.656, at p<0.01); social contacts (-0.580, at p<0.01); well-being (-
0.725, at p<0.01); -0.677, at p < 0.01); resource and energy savings (-0.596, at p < 0.01); stability and
certainty of life (-0.538, at p < 0.01); overall life satisfaction (-0.639, at p < 0.01).

Below we consider the data analysis results based on the Mann-Whitney U-test. In the first group
of respondents working remotely, compared with those working in the office, we noticed significantly
lower satisfaction with working conditions (0.006, at p<0.01); the nature of work (0.004, at p<0.01);
life involvement (0.006, at p<0.01); professional interests (0.007, at p<0.01); social contacts (0.004, at
p<0.01); dynamism and diversity of life (0.002); stability and the certainty of life (0.006, at p<0.01).
Among workers who perform their professional duties from home, we found the differences which
seemed statistically significant for us in terms of increasing fatigue from life (0.005, at p<0.01).

Discussion

Our practical research has shown that:

1. In the first group of respondents, the indicators of life satisfaction depend on many factors related
to professional life (salary, remuneration, job satisfaction), family life, recreation, diversity and life
stability.

The higher the salary, remuneration, favorable working conditions, and job satisfaction, the higher
the professional satisfaction of employees working remotely.

Response of the remote business performance to the pandemic: psychological aspects
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The self-development of such employees is evaluated by such indicators as salary, conditions of
performance, the type of work, information, and life satisfaction rate.

The higher the level of satisfaction with social contacts, the higher the salary of these respondents,
the information feedback and the job satisfaction rate.

A high life frustration, fatigue from life and anxiety about the future among employees working
remotely is associated with a sharp change in the way of life, difficulties in satisfying salary requests
and getting other material benefits, difficulties in reaching work life balance, with a deterioration in the
ability to meet their needs for self-development, social contacts.

2. In the second group of respondents, satisfaction with professional life depends on well-being,
salary, the type of work, relationships with colleagues, as well as family life, love, and a sense of
stability in life.

Satisfaction in the professional interests depends on the salary and rewards deserved.

Frustration, fatigue from life and anxiety about the future are associated with the salary of office
workers, the nature of work, well-being, social contacts, life stability and life satisfaction rate.

Conclusion

We have confirmed our hypothesis that the remote office staff work negatively affects work and
life balance. The study showed that the first group of respondents, compared with the second one,
revealed less satisfaction with working conditions, the type of work, life involvement, professional
interests, social contacts, dynamism and diversity of life, stability and certainty of life.

Employees who perform their professional duties from home are more likely to experience fatigue
from life.

References

1. Abramov R.N., Gruzdev |.A., Terentev E.A. (2019) Balans raboty i lichnoi zhizni i istochniki stressa nauchno-
pedagogicheskikh rabotnikov rossiiskikh issledovatel'skikh universitetov [Balance of work and personal life and sources
of stress of scientific and pedagogical workers of Russian research universities]. Monitoring, 3 (151), pp. 8-26.

2. Gurova I.M. (2020) Distantsionnaya rabota kak trend vremeni: rezul'taty massovogo opyta [Remote work as a trend of
time: results of mass experience]. MIR (Modernizatsiya. Innovatsii. Razvitie) [Modernization. Innovations.
Development], 11, 2, pp. 128-147.

3. Kravchuk I.A. (2020) Splochennost' v usloviyakh samoizolyatsii [Cohesion in conditions of self-isolation]. StudNet, 3,
pp. 115-120.

4. Monakhova I.A. (2016) Faktory udovletvorennosti balansom mezhdu rabotoi i semeinoi zhizn'yu: na primere frilanserov
[Factors of satisfaction with the balance between work and family life: on the example of freelancers]. Ekonomicheskaya
sotsiologiya [Economic sociology], 1, pp. 30-61.

5. Petrakova A.V. et al. (2021) Osobennosti psikhologicheskogo stressa u uchitelei v usloviyakh distantsionnogo
prepodavaniya vo vremya pandemii covid-19 [Peculiarities of psychological stress among teachers in distance teaching
during the covid-19 pandemic]. Voprosy obrazovaniya [Educational Issues], 1, pp. 93-114.

6. Potemkin V.K. (2021) Sotsial'nye izmereniya kachestva upravlencheskogo truda [Social measurements of the quality of
managerial work]. Teleskop [Telescope], 1, pp. 6-16.

7. Semenova E.A. (2016) Distantsionnaya rabota: prakticheskie aspekty [Remote work: practical aspects]. Sovetnik yurista
[Legal adviser], 1, pp. 55-65.

8. Smoleva E.O. (2016) Udovletvorennost' zhizn'yu i uroven' schast'ya: vzglyad sotsiologa [Satisfaction with life and the
level of happiness: the view of a sociologist]. Moscow.

9. Tyul'kina V.A. (2016) Udovletvorennost' zhizn'yu kak sostavlyayushchaya sub“ektivnogo blagopoluchiya muzhchin i
zhenshchin [Satisfaction with life as a component of the subjective well-being of men and women]. Kontsept [Concept],
32, pp. 203-212.

10. Vishnetskaya 1.V. (2021) Upravlenie udalennym personalom: printsipy organizatsii distantsionnogo menedzhmenta
[Management of remote personnel: principles of organization of remote management]. Nauchnyi zhurnal [Scientific
journal], 1 (56), pp. 49-51.

Imaeva E.Z., Kostikova Yu.V., Sukhareva N.A.



Labor psychology, engineering psychology, cognitive ergonomics 15

OcobOennocTn (l)yHKHHOHHPOBaHI/IH YAQAJIE€HHOI0 Ou3Heca B nepuon
NaHACMHUH: IICUXO0JOIHIE€CKHUE aCIICKThI

HNmaeBa Ejena 3aiiHeTIMHOBHA

Kanaumar pumonornyeckux Hayk,

JIOIIEHT KadeIpbl ”HOCTPAHHBIX S3BIKOB,

I'ocynapcTBeHHBIN YHUBEPCUTET yIIPABICHUS,

109542, Poccuiickas @enepanusi, Mocka, Pszanckuit ip., 99;
e-mail: imaeva-elena@mail.ru

KoctrukoBa IOnus BajnepbeBHa

Crapuuii npenojiaBaressp,

l'ocynapcTBeHHBIN YHUBEPCUTET yIIPABICHUS,

109542, Poccuiickas @eneparnusi, Mocksa, Psa3anckuii mp., 99;
e-mail: yulya.bukhantseva@mail.ru

Cyxapesa Harajbs AJleKCaHIPOBHA

Crapumuii mpenoaaBartens,

l'ocynapcTBeHHBIN YHUBEPCUTET YIIPaBICHUS,

109542, Poccuiickas @eneparnusi, Mocksa, Psa3anckuii mp., 99;
e-mail: yulya.bukhantseva@mail.ru

AHHOTANUA

B craThe 0CHOBHOE BHUMaHUE yIeNIsI€TCs y1aleHHOW paboTe COTPYTHUKOB BO BpeMs ITaHAEMUHU
C YYETOM IICHXOJOTMYECKHX acnekToB OusHeca. Llenpio cTaThbu SBISETCS M3yUEHUE BIIMSHUS
¢dbopMata yJaseHHON pabOThl HA YJOBJIETBOPEHHOCTh JKU3HBIO M MPOU3BOIUTEIBHOCTh O(UCHOTO
nepcoHana. llenmsiMu uccieoBaHUS — SABISIOTCS  CTaTHCTHYeCKas oOpabOTKa JaHHBIX U
UHTEpPIIPETALMSL  pE3yNbTaTOB. MeTonbl HCCIEAOBAaHUA: TEOPETUYECKUM aHalu3 HCXOAHON
nH(popMallUY, aHKETUPOBAaHUE, JMArHOCTUKA, CTATUCTHUYECKHE METOJbl 00paOOTKM JaHHBIX,
METO/]Ibl HHTEepIpeTaluu. B pe3ynbrare Hamero ucciiejoBaHus NOATBEPAUIACh TUIIOTE3a O TOM, UTO
paboTa COTpYHHMKOB y/IaJ€HHOT0 O(ucCa HETATUBHO BIUSAET HAa UX YAOBIETBOPEHHOCTH JKU3HBIO U
npodeccuOHaTbHON (TPYZOBOM) AEATEeNbHOCThI0. MOXHO MPEINONI0KUTh, YTO OOJBIIMHCTBO
O(UCHBIX COTPYIHUKOB MPUBBIKIN pabOTaTh B CTAOMIBHOM rpaduke, B TOBCETHEBHBIX O(PHCHBIX
ycnoBusx. CuTyanus ¢ KOpOHaBUPYCOM BbIpBaJia JOJEH U3 KU3HEHHOT0 KOHTEKCTa, YTO MPUBEIIO
K OJIOKHPOBKE HEKOTOPBIX MOTPEOHOCTEN U CHUKEHUIO MTOKa3aTesel y10BIeTBOPEHHOCTH KU3HBIO
1 paboOTOH.
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