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Abstract. Purpose. The purpose of this study was to determine the eustress and distress of employees
during the pandemic. Method. The participants of this study were the employees who work from home
during COVID-19. Semi-structured interviews were applied to 21 employees from various public
institutions and private companies in the Jakarta area. This study is qualitative research; the choice
of this design is to study the phenomena that occur among employees when faced with a pandemic
condition and are required to change the way they work and maintain the independence of research
results. Findings. Workload, poor communication, and work pressure are types of distress experienced
by participants. The way how employees perceive and how to adapt these parameters of distress depends
on setting work priority scales. However, they also have the influence of positive stress in sharing time
with family and flextime. The participants, little by little, can divide their time and finish the work on
time. From this study, it can be concluded that most of the participants chose the work priority scale as
an essential part of this issue vital in this case. With the passage of time, the workers will be more active
in the way they solve problems. The pandemic will not end soon, but the ability to start a new life (new
normal) is a necessary to survive.

Keywords: eustress, distress, COVID-19, qualitative research, work pressure, quarantine; working from
home.

Introduction

Lack of vigilance and insufficient information about the Covid-19 virus has greatly impacted
countries that were not alert. This virus has claimed more than one million lives worldwide to date.
The solution is that all governments’ standard steps should incorporate lockdowns to prevent the
spread of the virus, and experiments to produce a vaccine should begin. In addition, governments’
non-populist policies are aimed at avoiding dangerous conditions such as the collapse of societies.
Government officials have considered these policies to mitigate economic crises and even the collapse
of countries. However, these policies have negative impacts on companies, business stakeholders,
and workers themselves. Thus, those who have good management skills will try to conserve finances
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to survive this pandemic by, for example, laying off employees, closing branch offices, and reducing
employee working hours.

The International Labour Organisation (2020) stated that the labour market has been greatly
affected by the enforcement of lockdown actions, including some forms of workplace shutdown
(International Labour Organisation, 2020). As of June 15, almost a third of the staff worldwide (32
percent) residing in their respective countries experienced required business closures for all except
vital workplaces. An additional 42 percent resided in countries that required business closures for
several fields or types of staff, and another 19 percent resided in countries with advised business
closures (Figure 1).

Overall, 93 percent of labour markets have had to remain in their countries, with business
closure actions of several types are still required. This market share has remained consistent since
mid-March, although there has been a marked shift to softer measures. As an illustration, the portion
of staff in countries with a tight form of business closure reached its peak at around 70 percent at
the end of March, following which it decreased to 32 percent in mid-June (International Labour
Organisation, 2020).
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Figure 1. The world’'s employed people in countries with workplace closures, 1 January - 15 June 2020 (percentages). Source:
ILOSTAT database, ILO modelled estimates, November 2019; Oxford COVID-19 Government Response Tracker

Indonesia is no exception; the large-scale social restrictions that the government has imposed
force workers to work from home. This is stated in The Republic of Indonesia’s government regulation
(2020) concerninglarge-scale social restrictions for social limitation guidelines within the framework
of accelerating the handling of Corona Virus Disease 2019. Furthermore, the reduction in working
hours and the requirement to work from home have had negative psychological effects on employees.
If this continues for an extended period, it can result in acute stress. Presently, occupational stress is
a massive issue in many work fields and businesses. Increasingly, employees have to deal with poser
conditions such as ‘overwork, job insecurity, low levels of job satisfaction, and a lack of autonomy’
(Bickford, 2015). Consequently, inspecting how and under which circumstances distress and eustress
are experienced is of substantial interest for this research so that it can help in generating a better
understanding of all stress constructs. Before focusing on distress and eustress constructs, however,
the disparate aspects of stress need to be explained in more detail.

Indonesia, to date, has not indicated any reduction in COVID-19 cases. However, data accessed in
June 2020 from the official website of the Indonesian government (www.covid19.go.id) demonstrated
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that the spread of COVID-19 has reached all areas of the country. In addition, some areas have
reported new cases. Thus, it cannot be stated that this outbreak will end soon.

The Indonesian government has taken various steps to inhibit the transmission of COVID-19.
For instance, it published Regulation No. 9 of 2020 (Indonesian Ministry of Health, 2020), which
focuses on large-scale social limitation guidelines for COVID-19 management. The government
has also implemented several limitations for society affecting, for instance, the operation of public
transportation, working from home (WFH), and changes in school hours. These ordinances limit
people’s mobility (The Minister of Health of the Republic of Indonesia, 2020). Thus, policies to
address the spread of COVID-19 in Indonesia have affected various aspects of life. Further, large-
scale social crises of anxiety (disorder), depression, and stress, factors that can cause a person to
experience environmental disturbances, as well as emotional and physical effects, have arisen. In
addition, the spread of false information (hoaxes) and conspiracy theories can worsen the mental
health conditions of community members.

Boredom and fatigue often appear while WFH due to COVID-19. Signs of stress and fatigue when
WFH include having a tired body. Several other symptoms that appear can also indicate that the body
is tired and needs refreshment. Stress and fatigue while WFH can be a result of overworking or being
in an uncomfortable atmosphere. Thus, over time, WFH is more tiring than working from an office
and can even cause burnout. The triggers of burnout include changes in habits and being forced to
adapt to new situations. At the workplace, stressors negatively impact employees’ health, but they
can positively impact employees’ performance. Employees can experience the eustress condition
when a stressor is appraised as something positive, while the distress condition is the opposite. D.
L. Nelson and B. L. Simmons argued that eustressed employees are more engaged at the workplace
(Nelson, Simmons, 2011).

Recently, there have been several studies regarding what distress and eustress are in connection
with the positive effects that eustress entails. All of this is important in helping to arrange the
restoration of working situations by discovering what the constructs of eustress and distress signify
to workers, as well as how they experience these constructs. The aim of this research is, therefore,
to explore the distinctions between the experience of distress and that of eustress concerning when
and how workers in different working fields perceive them.

A greater understanding of the elements that distinguish eustress from distress may increase
their value for workers, employers, policymakers, and intervention designers trying to adapt to new
working situations and increase or produce eustress to encourage mastery, growth, and development.
Therefore, the research questions for this study are the following.

1. Under which conditions do employees feel eustress?

2. How do employees perceive eustress?

3. Under which conditions do employees feel distress?

4. How do employees perceive distress?

Stress

There are many conditions that workers perceive as imposing. These conditions can be defined
as stressors. After appraising and coping with a stressor, workers either experience a negative impact
on their wellbeing and mood or experience energy and growth (Selye, 1974).R. S. Lazarus mentioned
that stressors are a dynamic construct comprising environmental and individual elements that are
constantly exposed to change (Lazarus, 2000).

It is because of a person’s cognitive assessments that a condition is classified as stressful. These
assessments include the controllability, duration, source, and desirableness of the condition (Fevre et
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al, 2003).R. S. Lazarus differentiated between primary and secondary assessments (Lazarus, 1990).
Primary appraisal refers to investigating the significance of a stressor, while secondary appraisal
includes evaluating what can be done about the condition, which implies that the stressor has been
accepted, following which it is evaluated and interpreted. Finally, this assessment helps to discover
a way to respond to a specific stressor.

Coping is aimed at responding to a stressor emotionally, behaviourally, and cognitively. The
primary goal of coping is to mitigate or even destroy distress (Lazarus, 1984). C. S. Carver with
colleagues identified two categories of coping strategies, namely emotional-focused coping and
problem-focused coping, which aim to address an issue or control a stressor, with the ultimate aim
of transforming the emotional distress connected to a condition (Carver et al., 1989).

. Negative
Appraisal Stress Response

- Positive

Figure 2. The transactional model of stress adapted from (Lazarus, Folkman, 1987)

A stress reaction is the proper reaction to a noticed stressor, which can be perceived as either
eustress or distress. Since determining which conditions are stressors and how to cope with these
are highly subjective processes, there are many differences among people. These subjective cognitive
factors and situational elements provide distinctions in the stress reaction (Fevre et al., 2003).

Distress and Eustress — Two Different Stress Responses

If stress develops in large quantities, the individual struggles to cope with it, possibly leading
to distress, which negatively impacts mental or physical health (Canadian Centre for Occupational
Health and Safety, 2000). That is, distress is an adverse stress reaction to a negative appraisal of a
condition and inadequate coping strategies. Although the description of distress is unclear, itis agreed
upon that distress is caused by an inequality between perceived demands and the capital available
to overcome these demands (Fevre et al., 2003). Furthermore, stress is frequently associated with
a negative allusion (Schafer, 1996). However, unlike distress, eustress leads to adaptive outcomes
(Selye, 1976). Eustress develops when stress is assessed positively and the individual is competent
in using coping strategies to prevent distress from arising. ]. C. Quick with colleagues emphasised
eustress as a constructive and positive stress reaction crucial to mastery, development, and growth
(Quick et al,, 1997). In addition, eustressed workers are often more concerned about their work,
which implies that they will experience more appropriateness, handleability, wish, and positive
effects regarding their job demands (Simmons. Nelson, 2007).

Occupational Eustress Models

Health quarantines cause severe deterioration in psychological health, which grows more
concerning the longer the quarantine lasts. According to S. E. Hobfoll’s the conservation of resources
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theory, those who have a good supply of resources cope better with difficulties and experience less
distress (Hobfoll, 1989; Merino et al., 2021).

A person evaluating a stressor as a challenge or threat to both their mental and physical health is
likely to perceive the condition as eustressing rather than distressing. M. A. Cavanaugh with colleagues
supported this argument with their Challenge Hindrance Framework, in which challenge-related
stressors lead to positive outcomes and obstacle-connected stressors lead to negative outcomes
(Cavanaugh et al., 2000). Issue stressors can be defined as business demands that are evaluated as
challenges, including job responsibility, job complexity, workload, and work pace (Podsakoff et al,,
2007). With a determinate evaluation, these types of stressors improve the performance of tasks and
lead to personal growth.

Methodology

This study is qualitative since, according to C. R. Kothari, qualitative research is often used
when analysing human behaviour or people’s ways of thinking. In addition, qualitative studies can
identify specific research problems (Kothari, 2004). Qualitative studies are also better when aiming
to understand individuals and (or) groups’ experiences and viewpoints (Hammarberg et al., 2016).
However, it was argued that qualitative research makes it difficult to find the relationships among
meanings, emotions, and experiences (Rossetto, 2014). Regardless, considering that reactions to
stress tend to be subjective, any study related to the stress condition would benefit from using the
qualitative and narrative methods since it is assumed that these will allow for understanding the
participants’ lived experiences (Bryman, 2004).

In addition, this study used the case study approach to gain a better understanding of the stress
experience of employees who are WFH during the COVID-19 pandemic in Jakarta, Indonesia. This
design was chosen to study the phenomenon that occurs among employees when they face a pandemic
condition and are required to change how they work, as well as to maintain the independence of the
research results.

The targeted participants of this study were employees at the managerial or stafflevel who were
WFH during the COVID-19 pandemic (Table 1). The employees from both levels were from private
and public organisations in Jakarta, Indonesia. In this study, a purposive sampling technique was
used, and semi-structured interviews were done with 21 employees.

Table 1. Participants’ demographic information

Participant Gender Type of Work Level Job Status
Participant 1 Male Public Staft Part Time
Participant 2 Male Public Staft Full Time
Participant 3 Male Public Staft Full Time
Participant 4 Male Private Staff Part Time
Participant 5 Male Private Managerial Full Time
Participant 6 Female Public Staff Part Time
Participant 7 Male Private Staff Full Time
Participant 8 Male Private Staff Full Time
Participant 9 Female Private Managerial Full Time
Participant 10 Male Public Staft Full Time
Participant 11 Female Public Staft Full Time
Participant 12 Male Public Managerial Full Time
Participant 13 Female Public Managerial Full Time
Participant 14 Male Private Managerial Full Time
Participant 15 Female Private Staft Full Time
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Participant 16 Female Public Staft Full Time
Participant 17 Female Public Staff Full Time
Participant 18 Female Public Staff Full Time
Participant 19 Male Public Staff Full Time
Participant 20 Male Private Staff Full Time
Participant 21 Male Public Staff Full Time

During the data collection process, considering the COVID-19 pandemic, some of the people
who expressed interest in participating in this study were sent the list of interview questions via
email, while the others were interviewed face-to-face. The interview consisted of four questions
that covered participants’ understanding of stress. Each participant was interviewed about their
responses to the email interview and then they were followed up with telephonically. The e-mail,
telephonic, and face-to-face interviews were conducted in Bahasa and then translated into English.
The first and third authors created the codes needed and conducted the initial analyses (after
translating the responses from Bahasa to English), and the second author reviewed the codes and
analyses. The first and third authors discussed any differences in coding until they reached an
agreement, which the second author then reviewed.

In the study, to ensure that participants had a similar understanding of the concepts of eustress
and distress and to avoid any bias therein, the authors first described these two concepts to the
targeted interviewees before they answered the questions.

Results

This section aims to answer the four research questions, namely ‘Under which conditions
do employees feel eustress?, ‘How do employees perceive eustress?, ‘Under which conditions do
employees feel distress?, and ‘How do employees perceive distress?’ The semi-structured interviews
were analysed by referencing the expanded scheme of coding, producing spacious types of cites
concerning both form and content. The responses were translated from Bahasa to English to provide
a better representation of the results.

All participants gradually began experiencing eustress while WFH. However, they might have
been able to adapt to new situations that required them to work differently from their previous hab-
its. Thirteen sub-codes were found from the interview results, as shown in Table 2.

Table 2. Overview of the codes regarding eustress with definitions and frequencies

Code Description Total

Accept the situation ~ Believing something to be true/right. 2 (5.12%)

Share time with family Spending some time with family. 7 (17.9%)

Use of new technology Technology that totally changes how something is performed or produced, mainly 3 (7.69%)
through labour-saving automation or computerisation, and a sampling of such
technology.

Efficiency (Of a person) Working in a well-organised and competent way. 2 (5.12%)

Flexitime Flexitime refers to flexible time, a work adjustment that permits workers to choose the 6 (15.3%)
start and end times of their workday.

A healthy life A healthy life is a mode of existence that mitigates the risk of becoming severely unwell 1 (2.56%)
or dying early.

Exercise A movement that takes physical effort to practice and that is used to support or improve 5 (12.8%)
fitness and health.

Challenges A challenge is a new and often difficult situation that requires determination and much 3 (7.69%)

effort to overcome.
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Open-mindedness Open-mindedness is the readiness to seek evidence for your favoured goals, beliefs, or 1(2.56%)
plans, as well as considering such evidence honestly when ready.

Rest time Rest time means taking a break from work or job-connected tasks and anything that 3 (7.69%)
causes tension in the mind or body.

Hobby An activity that you do for pleasure when you are not working. 4(10.2%)

Interaction avoidance Not participating in certain activities due to social anxiety disorder (SAD), thus lowering 1 (2.56%)
anxiety related to social situations.

Comfortable room Being comfortable or relaxed means not having anything around that has painful, 1(2,56%)
disturbing, or distressing components and, in a positive sense, eases stress, increases
satisfaction, and allows for independence from paying attention (a comfortable climate).

Total 39 (100%)

The highest frequency was found for the sub-code ‘share time with family’, which had seven
mentions, followed by ‘flexitime’ with six mentions. One participant (Participant 10) gave an answer
related to the ‘share time with family’ sub-code: ‘Amidst the many jobs, it turns out that I can still make
time to teach my children their school lessons. I also play with my child [...], which was strengthened
by ‘My response is that when I experience eustress, I do not really think about full work because I can
divide my time between working and my family.’ For the ‘flexitime’ sub-code, Participant 18 gave the
clearest answer: ‘I feel better physically and psychologically and can allocate my time better, which was
reinforced by another answer, ‘I can allocate my time better to do my main office tasks more flexibly.

Table 3. Overview of codes regarding distress with definitions and frequencies

Code Description Total
Workload The amount of work or working time expected or assigned. 7 (18.9%)
Work priority scale Priority is derived from the impact and urgency of a task based on the context of the 5 (13.5%)

organisation. Octopus can automatically derive an incident’s priority by selecting the
impact and urgency thereof.
Mood A temporary state of mind or feeling. 1(2.70%)
Lost income The terms ‘lost income’ and ‘lost earnings’ are synonyms that refer to money that a 1(2.70%)
claimant/s has not received or will not receive because of conflict in the proposition’s
case. This can be in the form of lost income in the past or in the future.

Side jobs A job other than your primary job that provides additional income. 1(2.70%)
Be grateful Feeling or showing an appreciation for something done or received. 3 (8.10%)
Poor communication Poor communication frequently occurs when there is incompatibility between whatis 5 (13.5%)

talked about and what is heard.
That is, the individual to whom one is speaking misunderstands what is being shared
with them, thus causing understanding to stop being reciprocal.

Time management A person’s ability to use time effectively, efficiently, and productively, especially in the 2 (5.40%)
workplace.

Low productivity Low productivity in a business refers to situations in which one or more employee’s 1(2.70%)
complete production, processes, tasks, or sales ineffectively.

Work pressure Work pressure is currently recognised as a cognitive-energetic state that generates the 4 (10.8%)

experience of tension or felt pressure that is connected with the ongoing (in progress)
and predicted execution of work tasks.

Pay cut A pay cut is a decrease in a worker’s wages. Pay cuts are frequently made to prevent 1(2.70%)
dismissing employees while saving the company money during difficult economic
periods.
Disturbances The interruption of a settled and peaceful condition. 2 (5.40%)
Direct communication Direct communication is an oration that delivers obvious messages or that obviously 3 (8.10%)

points to actions. Direct communication is frequently used in the business world to

confirm explication concerning who has the competence to give orders and what the

demands are.
Being adaptive Adaptive means being competent and able to adapt to different conditions. 1(2.70%)
Total 37 (100%)
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Table 3 shows 14 sub-codes, with the highest frequency being for ‘workload’ with seven
mentions. Participant 1 provided the following example, ‘Sometimes, distress comes when homework
accumulates and cannot be completed immediately.’ Participant 1 felt the need to help with homework,
and this could not be avoided because the participant spent more time at home than at the office.
Participant 3 experienced a different situation: ‘When work piles up, there is not much communication
between employees and leaders, and conflicts with family and children who also work from home arise:
Participant 3 indicated that in addition to their work at the office, they also helped out with (online)
assignments for their children. Meanwhile, Participant 6, who was single, experienced a different
problem, as expressed in the following statement: ‘I experience this when there is a high workload,
but the resources that can be accessed from home are very limited. There are many things that distract
attention, making it difficult to focus on work, so extra effort is needed to complete the task.’ The
participants felt the difference between WFH and working from their office because of the many
distractions at home and poorer access compared with working from their office.

‘Poor communication’ had the second-highest frequency, with five mentions. Communication
among fellow employees or between superiors and subordinates is crucial for work to be done
efficiently. Two participants, namely Participant 11 and Participant 12, shared this problem.
Two participants, one from the managerial and the other from the staff level, experienced poor
communication when they had to coordinate with their subordinates or supervisors. Hence, this
condition certainly affects the effectiveness of the organisation. As Participant 11 stated, ‘I feel
distressed when I get an office assignment that I have to finish because, in normal times, I am used
to communicating with colleagues about assignments. While working from home, communication is
limited because I can only communicate via mobile phone, so messages are not always conveyed well.’
Participant 12 stated, 7 felt that when the assignment I gave to staff could not be done well. Usually, I
will explain directly and guide the staff to do the task properly and correctly. Explanations can only be
given online, so there is miscommunication between me and the staff’

For the research question concerning how employees perceive distress, the most frequent
sub-code found was the ‘work priority scale’, which was mentioned five times. Participant 1,
Participant 6, and Participant 7 represent several other participants who had similar answers.
Participant 1 stated, ‘My way of responding is to make a priority scale of which task is to be done first.
The rest is done when conditions are right for continuing.’ Participant 6 said, ‘I take a short break
and set priorities. I try to set a schedule for breaks at work so that I can focus more on work.’ Finally,
Participant 7 said, 1 must be able to calm the mind and focus, which needs to be done first.” Most of
the participants were able to adapt well when they were faced with conditions that they did not
usually face every day and setting priorities for their work helped them to stay disciplined and better
manage their time.

Discussion

This study’s results indicate the types of eustress and distress that workers experienced when
they had to adjust to a new work system and how they dealt with them. The concepts of these types of
stress, namely eustress and distress, were adopted from R. S. Lazarus and S. Folkman’s Transactional
Model of Stress in which eustress and distress are responses to stressors (Lazarus, Folkman, 1987).

The interview results showed that two sub-codes from eustress were frequent, namely (1)
‘share time with family’ and (2) ‘flexitime’. Here, WFH is pleasurable for a worker because they have
more opportunities to stay connected with their family, which they rarely get to do under normal
conditions. However, beyond this pleasure, it has a negative impact for these workers, especially in
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terms of the lack of communication and increasing number of tasks because they become complacent
in their comfortable atmosphere. WFH can be fun, but it will gradually make workers feel stressed.
This new WFH situation was forced and adapting to all of the shortcomings and limitations of WFH is
challenging. Previously, when working in an office, the focus was only on office affairs. After returning
home, workers could take a break from work, but the situation is now different: Employees are now
forced to address both office and home affairs simultaneously, both of which are equally important,
thus leading to prolonged and overwhelming stress. Amid the COVID-19 pandemic, almost all
businesses changed from working at the office to WFH. Further, the lockdown has provided most
working people with a chance to work from home, so they get some time for their family in their
busy life, but WFH is not that easy (Kaur, Sharma, 2020).

The level of supervision is much reduced when workers work from home; they tend to
complete tasks without the pressure of being monitored by their superiors. Thus, individuals who
can complete office tasks quickly experience satisfaction because their remaining time can be used
for positive activities such as sports or hobbies. C. Kelliher and D. Anderson evidenced that flexible
workers record higher levels of job satisfaction and organisational commitment than their inflexible
counterparts (Kelliher, Anderson, 2010).

Table 3 shows three frequent distress codes: (1) ‘workload’, (2) ‘poor communication’, and (3)
‘work pressure’. When there is less control because employees are WFH, supervisors tend to increase
their workload. Moreover, employees are faced with work-family conflicts, as employees who have
children must help their children with their school needs because the school also provides online
classes. This condition is enough to create a distraction for an employee every day. K. D. Y. Rahmawati
stated that job satisfaction while WFH is influenced by several things, such as mental workload and
work-family conflict (Rahmawati, 2020). As many as 80 percent of employees stated that their
mental workload increased while WFH, and some employees felt a role imbalance between work
and family.

Most employees experienced poor communication during the pandemic. However, the method
of communication did not directly impact their misperceptions about tasks and vague meanings.
Participants in both managerial and staff positions experienced this: Poor communication among
employees or between employees and superiors causes the organisation to function less productively.
Thus, M. Welch emphasised the need for more research in this area (Welch, 2012).

Staff-level participants felt that even though they had more flextime when WFH, their superiors
gave them additional tasks and tighter deadlines. The adverse effects of schedule pressure arise
mainly when working out of sequence, which generates work defects, perfunctory work, and loss of
motivation (Nepal etal.,, 2006). To address the working conditions mentioned above, the participants
tended to create a work priority scale, starting with their motivation while working and using their
work satisfaction stemming from, for example, fair wages, promotions or advancement, occupational
safety, professional opportunities, and worker relations and work status (Zeb et al., 2009). Each
worker had their own priorities based on which were more urgent or more valuable for their future.

Conclusion

Living in a metropolitan city such as the economic centre of Indonesia is not always easy; many
needs must be filled. Therefore, workers spend most of their time in the workplace rather than at
home. This causes high levels of stress that disturb their mental health. The COVID-19 pandemic
completely changed all of this; employees are now prevented from coming into the office or
communicating directly with colleagues and clients. Although it is fun to spend time with family, WFH
causes new stresses to arise that the employee may never have experienced. Increased workload,
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poor communication, and increased work pressure are types of distress that the participants
experienced most, and they perceived and adapted to these challenges by creating work priority
scales. However, they also experienced eustress while sharing time with family and having flextime,
which allowed participants to divide their time and finish their work punctually.

From this study, it can be concluded that most of the participants, at both managerial and staff
levels, chose the work priority scale as an important part of this case. Over time, workers will become
more active in solving problems. The COVID-19 pandemic will not end soon, so the ability to define
a new normal for oneself is necessary for survival.
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[loHMMaHue COTPYAHHKAMU BbIIIOJIHEHUS] CBOUX
npodeccuoHa/JbHbIX 00513aHHOCTEN B AJOMAIIHUX
YCJIOBUSX: KaueCTBEHHOE HUCCJie/IOBaHHUeE

JIVMCBAHIIV

IIpesudenmckuti ynusepcumem, bexacu, VInoone3us

BOM-T3 Jlio
BMBOBO Pagna Augn

HayuonanvHoiiit FOHbnuHbcKkUtl yHusepcumem Hayku u mexnonozuti, Joymo, Tatisanv

AHHoTauMA. [Jesb. lleniblo JaHHOTO M CCIeJ0BaHUsI OBbLIO ONpesiesieHHe 3ycTpecca U AUCTpecca COTPYL -
HUKOB BO BpeMs NaHAeMUU. Memod. Y4aCTHUKaMU 3TOr'0 UCCJIeloBaHUsl ObIIM COTPYLHUKH, KOTOpbIe
paboTasy B JUCTAaHLUOHHOM pexume Bo BpeMs mnaHgemMuu COVID-19. IlonycTpyKTypuUpOBaHHbBIE
VHTEepBbIO ObLIM B3AThl Y 21 COTPYZAHUKOB PA3JUYHbIX FOCYZAAaPCTBEHHBIX YYPEXAEHUHN U 4aCTHBIX
KOMINaHUW B paiioHe [lxakapTel (MHAOHe3us). ITO Hccle[joBaHHE BBINOJHEHO B KayeCTBEHHOM
dopmare; BbIOOp 3TOT0 AU3alHa 3aKJII0YAETCs B MU3YYeHUH SIBJIEHUH, KOTOpble MPOUCXOAAT, KOTAa
COTPYJHMKHU CTAJIKUBAIOTCA C NMaHJeMUel, U TpebyeTcss U3MEHUTh CIIO0CO6 UX paboThl U COXPaHUTb
00BEKTUBHOCTb pe3y/IbTaTOB. Pesy1omamel. Paboyas Harpyska, njoxass KOMMyHHUKalUs U pabodee
JlaBJleHHe — 3TO Te UCTOYHUKHU JUCTPecca, C KOTOPbIMHU CTAJKHUBAIOTCSA YYaCTHUKH, a TO, KAK OHU UX
BOCHPUHMMAIOT U KaK aJJalTUPYIOTCA K HUM, 3aBUCUT OT TOr'0, KaK yCTaHABJIMBAIOT LIKaJly paboyux
npuopuTeToB. TeM He MeHee, y HUX TaKXKe pa3BUBaeTCsl CTPeCcC OT 3yCTpecca, KOTAa OHU MPOBOJAT
BpeMsl C ceMbel U B CBOOOJHOE BpeMsl. YYaCTHUKHU IOHEMHOTY MOTYT paclipe/leJINTh CBOe BpeMs 1
3aKOHUYUTb paboTy BOBpeMs. Bbigodul. U3 3TOro McciejoBaHUS MOXHO C/les1aTh BbIBOJ, YTO OOJIBIIMH-
CTBO yYaCTHHUKOB BbIOPA/IM LIKa/ly pabourX NPUOPUTETOB KaK HEOTbEMJIEMYIO, )KU3HEHHO BaXKHYIO
4acTb B 3TOM ci1y4dae. C TeueHMeM BpeMeHU pabOTHUKU OyyT 60Jiee aKTUBHBI B TOM, KaK OHU pellaloT
npob6JsieMy. [laHeMus1 He CKOPO 3aKOHYMUTCS], HO BO3MOXXHOCTb HayaTb HOBYIO »KU3Hb (HOBYIO HOP-
MaJIbHOCTb) He06X0ZMMa /1/151 BbKUBaHHUS.

KnwueBbie cioBa: syctpecc; auctpecc; COVID-19; paboyee HampsiKeHHWe; KapaHTUH; yAaléHHast
pabora.
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