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Objective(s): After the outbreak of the COVID-19 pandemic, many organizations in Iran
implemented remote work. This study was conducted to investigate the mediating role of
remote work satisfaction and the moderating role of self-discipline in the effect of stress on
employees' performance in remote work. Methods: This study is applied and follows a
quantitative approach in terms of research methods. The sample was 340 employees working
in public and private organizations in Iran, selected by convenience sampling. Due to the
special conditions of the COVID-19 pandemic and the lack of in-person access, the link to the
online questionnaire was sent to the participants. The data were analyzed through confirmatory
factor analysis and AMOS software. Results: The results demonstrated that job stress has a
negative effect on employees' performance and satisfaction with remote working.
Furthermore, self-discipline plays a positive moderating role in the impact of job stress on
employee performance. Therefore, it can be considered a kind of personal resource in the job
demands-resources (JD-R) model. Conclusion: Although this research was conducted during
the COVID-19 pandemic, considering the prevalence of remote work in organizations after
the COVID-19 pandemic, the results of this research can be used in organizational planning in
the field of remote work.

Extended abstract

1. Introduction

To implement social distancing during the
COVID-19 pandemic, most organizations had to

change their working conditions to remote work
(Kniffin et al., 2021). Before the COVID-19
pandemic, employees had little experience with
remote work, so neither they nor their
organizations were adequately prepared to adapt
to remote work. Predictions demonstrate that in
the post-corona era, remote working will grow
even more (Russo et al., 2020), and many
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companies are planning to use remote working
more (Pattnaik & Jena, 2020).

The COVID-19 pandemic created negative
emotions and stress and reduced mental health
among people, and the sudden and forced spread
of remote work during this period was very
challenging for organizations and especially for
employees (Sandeep Grover et al., 2020). Remote
work and isolation caused by the outbreak of
COVID-19 increased the stress level of
employees so that they experienced various
psychological problems (Mercer, 2020).

The present study aimed to investigate the
stress of remote work during the COVID-19
pandemic and its impact on work performance; to
achieve this goal, the job demands-resources (JD-
R) model was used (Bakker & Demerouti, 2017;
Schaufeli & Bakker, 2004).

The sudden spread of remote working during
the COVID-19 pandemic has increased job
demands and led to fundamental changes in how
work is done. These changes resulted in the need
for employees to quickly adapt to the changes,
which caused high levels of stress (CETIN et al.,
2020). Therefore, based on the JD-R model and
through establishing a relationship between job
stress,  psychological states, and work
performance, the current research argued that
remote work stress is a kind of stress caused by
COVID-19 remote working, which reduces job
satisfaction from remote work (psychological
states) and will affect the employees'
performance in remote work (output).

JD-R  traditionally ~ focuses on job
characteristics such as job demands and
resources. However, recent studies have also
addressed the role of the individual and personal
resources (Bakker et al., 2012; Hakanen et al.,
2017). "Personal resources are aspects of the self
that are generally associated with resilience and
refer to people's sense of their ability to control
and influence their environment” (Xanthopoulou
et al., 2007). Therefore, personal resources create
the ability to influence the job and, as a result, job
demands and resources. The current research
introduces self-discipline as a personal resource
in remote working.

Using the job demands-resources model, the
current research investigated remote work
performance during the COVID-19 pandemic
and the role of remote work stress, satisfaction,
and self-discipline.

2. Research Methods

This research is applied in terms of purpose and
quantitative and survey in terms of method. The
population included employees working in public
and private organizations in Iran. Through the
convenience sampling method, 340 people were
selected, among which questionnaires were
distributed. Ayyagari et al.'s questionnaire
(Ayyagari et al., 2011) measured remote work
stress, while Lee and Brand’s questionnaire (Lee
& Brand, 2005) was used to measure satisfaction
with remote work. The remote work performance
was also measured with Bélanger's questionnaire
(Bélanger, 1999). And finally, to measure self-
discipline, the questionnaire of the International
Collection of Personality Items (IPIP, 2017) was
used. Structural equations and Amos software
were used to test hypotheses.

3. Results

The results of the first and second hypotheses
show that remote work stress negatively
correlates with remote work satisfaction and
employees' performance in remote working. The
second result is about the third hypothesis and the
moderating role of self-discipline in the
relationship between remote work stress and
work performance, which was confirmed. The
results of the fourth hypothesis show that
satisfaction with remote work positively affects
remote work performance.

The fifth hypothesis and the mediating role of
remote work satisfaction in the relationship
between remote work stress and remote work
performance were also confirmed. This result is
consistent with the JD-R model, which shows that
employees' psychological states mediate the
relationship between stress from job demands
(stress caused by remote working) and output
(employees' remote working performance).

4. Conclusion

Although the current research was conducted
during the COVID-19 pandemic, the research
results can be used in remote work in other
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periods as well. Stick and Greer (2020) argued
that most post-pandemic jobs will be hybrid,
meaning remote working will become more
common. Also, many organizations, including
Facebook and Twitter, have announced that their
employees can work from home permanently
after the pandemic (Sytch & Greer, 2020). Based
on the findings of this research, managers can
maintain continuous organizational
communication with remote workers by using
digital communication tools to reduce their stress
and feelings of social isolation. They can also
consider features such as self-discipline in
selecting employees for remote work, and if the
employee does not have this feature, they can

help strengthen their self-discipline through
training, mentoring, and coaching.
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