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Introduction

The paper's title alludes to a song by a Brazilian artist who was very popular in the 1970s and 1980s. The song "The day when the Earth stopped", released by Raul Seixas in 1977 (a short biography of the singer can be found at https://www.ebiografia.com/), circulated again during the COVID-19 pandemic. The song is about a dream in which the person describes "the day when everyone on the whole planet decided that nobody was going to leave home, as if it were agreed, on the whole planet. That day nobody left home" [free translation]. Putting aside the prophetic part, the description of the "stopped world" in the song brings a strong reflection during the COVID-19 pandemic: do people deserve this pandemic, it means, is it fair that it happens now? Since World Health Organization declared in March 2020 COVID-19 as a pandemic, different measures have been implemented in countries to contain this extreme event (such as the lockdown) and allow the economy to continue (as compulsory telework) [START_REF] Danker | Surviving Work from Home: Observations from Singapore[END_REF][START_REF] Maier | A Dark Side of Telework: A Social Comparison-Based Study from the Perspective of Office Workers[END_REF] . Such sudden and unexpected changes affect emotions and made people revisit their beliefs [START_REF] Belkin | Beliefs in government benevolence can promote individuals' compliance with government-issued guidelines: The role of positive affect and general construal level[END_REF][START_REF] Desrumaux | Direct and Indirect Effects of Belief in a Just World and Supervisor Support on Burnout via Bullying[END_REF][START_REF] Wang | The impacts of a COVID-19 epidemic focus and general belief in a just world on individual emotions[END_REF] . This emotional and cognitive impact spread its effects on everyday life and the overall existence [START_REF] Martínez-Tur | Not Every Day is Monday for Employees Confined due to COVID-19: Anticipatory Happiness Matters[END_REF][START_REF] Mishima-Santos | Wellbeing and Work Design in Brazilian Teleworkers[END_REF] . Current postcovid realities show that the crises also affected people's thoughts about work, such as work centrality or values [START_REF] Pérez-Nebra | COVID-19 and the future of work and organisational psychology[END_REF] . Nevertheless, we still know little about how such unexpected changes and national political decisions might affect work and organisational behaviour [START_REF] Van Ootegem | The Effect of COVID-19 on the Environmental Impact of Our Lifestyles and on Environmental Concern[END_REF] .

Different measures were adopted to deal with this extreme event. For instance, European Central-Western countries (such as Austria, France, Germany, Italy, Portugal, Spain, and Switzerland) have applied strict social isolation measures. By contrast, less strict measures have been adopted in Latin American countries (such as Bolivia, Brazil, Paraguay, and Peru), where many face-to-face services remain authorised. Such sanitary politics affected everyday life and how the work in organisations was done. Indeed, overall life satisfaction may have been affected.

Several studies have already demonstrated that overall emotions and affect impact job satisfaction and performance [START_REF] Kundi | Employee psychological wellbeing and job performance: exploring mediating and moderating mechanisms[END_REF][START_REF] Moscoso | Meta-analytic Examination of a Suppressor Effect on Subjective Well-Being and Job Performance Relationship[END_REF][START_REF] Salgado | Subjective Well-being and Job Performance: Testing of a Suppressor Effect[END_REF] . Moreover, a recent study showed that emotions due to the pandemic crises were related to job satisfaction and performance [START_REF] Nemteanu | Job Insecurity, Job Instability, and Job Satisfaction in the Context of the COVID-19 Pandemic[END_REF] . However, since sanitary politics have presented different restrictive political approaches, we suggest that people's emotions may have been somewhat different depending on these political contexts, and then, work attitudes and behaviour may have been differently affected too.

Besides, we suggested that the effect of those politics on people's emotions, and then work attitudes and behaviours, would depend on their trust in the so-called "system". One way to capture this kind of belief that can regulate the effect of a political decision on the psychological experience and the behaviour of people is the concept of Belief in a Just World (BJW) [START_REF] Wang | The impacts of a COVID-19 epidemic focus and general belief in a just world on individual emotions[END_REF][START_REF] Mariss | The Role of Just World Beliefs in Responding to the COVID-19 Pandemic[END_REF] . BJW functions as an adaptive psychological mechanism [START_REF] Lerner | Just world research and the attribution process: Looking back and ahead[END_REF] , allowing the individual to maintain a sense of control and confidence in the future. By assuming a connection between effort and outcome, BJW has an underlying idea that people get what they deserve and deserve what they get [START_REF] Hafer | The Why and How of Defending Belief in a Just World[END_REF][START_REF] Lerner | The Belief in a Just World: A Fundamental Delusion[END_REF] and then may affect their attitudes and behaviour in different places such as workplace.

Weiss and Copranzano's (1996) Affective Events Theory (AET 1 ) explain that affective events (such as emotions at work) predict job outcomes (such as job performance and satisfaction) depending on dispositional variables (such as BJW) and the broad context. They indicate that some variance in individual well-being and performance are accounted for by dispositional traits, some by the situation, suggesting a model of variables relationship. The AET model is tested in the present research. To this end, we considered workers in Brazil (lenient sanitary politics in a weak democratic context) and France (restrictive sanitary politics in a robust democratic context), confronted with different policies to contain the pandemic [START_REF]Social protection responses to the COVID-19 crisis: Country responses and policy considerations[END_REF] but similar periods of compulsory telework. In general, we assumed in the present study that the measures to contain the pandemic crises in different countries triggered different work events (such as compulsory teleworking) and different affective (emotions) which influence job satisfaction and performance [START_REF] Bakker | Job demands-resources theory: Taking stock and looking forward[END_REF][START_REF] Salas-Vallina | The challenge of increasing employees' well-being and performance: How human resource management practices and engaging leadership work together toward reaching this goal[END_REF] . At the same time, belief in the just world is a dispositional personal resource that manages people's perceived emotions [START_REF] Wang | The impacts of a COVID-19 epidemic focus and general belief in a just world on individual emotions[END_REF][START_REF] Christandl | The Belief in a Just World as a Personal Resource in the Context of Inflation and Financial Crises: BELIEF IN A JUST WORLD AS A RESOURCE[END_REF][START_REF] Pulido-Martos | Teleworking in Times of COVID-19: Effects on the Acquisition of Personal Resources[END_REF] and job outcomes [START_REF] Kundi | Employee psychological wellbeing and job performance: exploring mediating and moderating mechanisms[END_REF] .

Figure 1 represents a fundamental idea of the Affective Events Theory, where affective levels fluctuate over time due to endogenous (such as dispositions) or exogenous (such as relevant events) components. Work environments are seen as having an indirect influence on affective experience, which are both attitudinal and behavioural. This paper offers contributions both to research and practice. First, we add to the emerging stream of studies examining how different measures adopted during the COVID-19 pandemic across countries could impact people's lifespan. Emerging research in work and organizational psychology has primarily focused on the relationship between employers and organizations, highlighting leadership differences [START_REF] Contreras | E-Leadership and Teleworking in Times of COVID-19 and Beyond: What We Know and Where Do We Go[END_REF] , workers' deals [START_REF] Latorre | How Do Teleworkers and Organizations Manage the COVID-19 Crisis in Brazil? The Role of Flexibility I-Deals and Work Recovery in Maintaining Sustainable Well-Being at Work[END_REF] , and contextual conditions to telework [START_REF] Mishima-Santos | Wellbeing and Work Design in Brazilian Teleworkers[END_REF][START_REF] Belzunegui-Eraso | Teleworking in the Context of the Covid-19 Crisis[END_REF] . We extend this line of research clarifying why some individuals manage their emotions better than others, using a blended approach that involves people's beliefs about how the world is fair and how both (emotions and beliefs) can interfere with their perceptions of job performance.

In considering BJW, our second contribution is adding a construct outside the organizational context to job-outcomes literature. We do that by highlighting the role that workers' perceptions of the world play in job performance and job satisfaction. Job performance research has focused on the cognitive variables [START_REF] Campbell | The Modeling and Assessment of Work Performance[END_REF][START_REF] Queiroga | Performance, job crafting and work context: practical implications from a multilevel perspective[END_REF] or on understanding the role of different types of affects on these outcomes [START_REF] Moscoso | Meta-analytic Examination of a Suppressor Effect on Subjective Well-Being and Job Performance Relationship[END_REF][START_REF] Salgado | Subjective Well-being and Job Performance: Testing of a Suppressor Effect[END_REF] . Nevertheless, recent meta-analyses emphasize the importance of introducing variables from outside the organizational context to understanding such constructs, such as the cultural dimension [START_REF] Salgado | Cross-cultural Evidence of the Relationship between Subjective Well-being and Job Performance: A Meta-analysis[END_REF] or, as seen in the COVID-19 studies, research that considers the economic role [START_REF] Nemteanu | Job Insecurity, Job Instability, and Job Satisfaction in the Context of the COVID-19 Pandemic[END_REF][START_REF] Nemteanu | The Influence of Internal Marketing and Job Satisfaction on Task Performance and Counterproductive Work Behavior in an Emerging Market during the COVID-19 Pandemic[END_REF] .

Finally, in practical terms, our research informs managers and workers about factors that may increase job success should be considered in light of a broad environment and organizational context. As vaccination progresses, the crises triggered by COVID-19 was attenuated in most countries, but many practices adopted in the work world remained. Telework, which was slowly becoming a controversial way of working, has been established in the postcrises moment [START_REF] Contreras | E-Leadership and Teleworking in Times of COVID-19 and Beyond: What We Know and Where Do We Go[END_REF][START_REF] Belzunegui-Eraso | Teleworking in the Context of the Covid-19 Crisis[END_REF] . Finally, we made suggestions regarding how to successfully manage performance, satisfaction, and emotions in a context that regularly includes adversities.

Crisis and the different policies adopted by the countries

The situation in the work context filled a special place among many scientific associations as well in the guidelines of the International Labor Organization (see ILO Standards for COVID-19 in www.ilo.org). On this topic, the ILO shows in several reports since the beginning of the pandemic crises how the different policies adopted in the countries affected employment protection [START_REF]Social protection responses to the COVID-19 crisis: Country responses and policy considerations[END_REF] and, consequently, the power of economic recovery of each one [START_REF]ILO Monitor: COVID-19 and the world of work[END_REF][START_REF]Addendum to the General Survey: Promoting employment and decent work in a changing landscape[END_REF] .

According to these documents, in contrast to other countries in Latin America, Brazil adopted more isolated policies between states than national policies. The Brazilian scenario has been in evidence since May 2020 in the British journal The Lancet [START_REF] Lancet | COVID-19 in Brazil: "So what?[END_REF] . The timid national plan to combat the pandemic and the denialist attitude towards science brought Brazil to the top of the ranking of deaths from COVID-19, as well as causing one of the most severe SARS-CoV-2 variants [START_REF] Sabino | Resurgence of COVID-19 in Manaus, Brazil, despite high seroprevalence[END_REF][START_REF] Hallal | SOS Brazil: science under attack[END_REF] .

Consequently, the working environment is still deeply affected without a solid plan for rescuing the economy.

On the other side, the measures to contain the pandemic were more severe and protective for workers in European countries [START_REF]Social protection responses to the COVID-19 crisis: Country responses and policy considerations[END_REF] . In France, the country's borders were closed until December 2020, when they were gradually opened to European countries. The year 2021 was the year of the vaccination pass requirement for circulation and only in early 2022 did protective masks go from mandatory to recommended. The International Monetary Fund (IMF) reports (https://www.imf.org/en/Topics/imf-and-covid19/Policy-Responses-to-COVID-19#top ) inform that French authorities introduced four amending budget laws during March-November 2020, adding to a package of public guarantees of €327 ½ billion (close to 15% of GDP), including €315 billion in guarantees for banks loans and credit reinsurance schemes.

The policies adopted in Brazil and in the European context were compared in previous research [START_REF] Lopes | National Health Systems and the pandemic by COVID-19: actions to cope with Brazil and Italy[END_REF] and Brazilian national documents [START_REF]in Brazil and in the world : comparative legislations : study of labor relations study[END_REF] . Brazilian studies point to the need to increase protective factors for workers' health and also to favor resources such as emotional support [START_REF] Mishima-Santos | Wellbeing and Work Design in Brazilian Teleworkers[END_REF][START_REF] Barbosa | Physical and psychological fatigue, and work performance among Brazilian workers during the SARS-CoV-2 (COVID-19) pandemic in Brazil[END_REF] .

Other elements in French research demonstrate the influence of crises-specific variables (like professional isolation, telework environment, work increase, and stress) and telework adjustment [START_REF] Carillo | Adjusting to epidemic-induced telework: empirical insights from teleworkers in France[END_REF] .

Belief in a just world and emotional control

Due to different reasons, crisis are relatively frequent, and people are repeatedly confronted with adverse events such as tax increases, inflation, the rising costs of health insurance, or financial crisis [START_REF] Christandl | The Belief in a Just World as a Personal Resource in the Context of Inflation and Financial Crises: BELIEF IN A JUST WORLD AS A RESOURCE[END_REF] . However, their reactions to such events differ in their levels of subjective affectedness, and this difference emerges despite the hostile and threatening consequences of these economic events. The belief in a just world (BJW) is one critical personal resource that has proven helpful when dealing with adverse life events [START_REF] Lerner | Just world research and the attribution process: Looking back and ahead[END_REF][START_REF] Lerner | Observer's reaction to the "innocent victim": Compassion or rejection?[END_REF] . It is manifested in an individual's worldview through a belief that the world is fair and that people get what they deserve.

People with a strong BJW tend to blame victims for their fate, which helps them restore their worldview when confronted with observations consistent with the belief (Furnham, 2003).

Although this is an undesirable and antisocial example of BJW, research has demonstrated the importance of BJW in mental health and affects/well-being [START_REF] Faccenda | Analysis of the relationships between sensitivity to injustice, principles of justice and belief in a just world[END_REF][START_REF] Nartova-Bochaver | Subjective Well-Being From a Just-World Perspective: A Multi-Dimensional Approach in a Student Sample[END_REF][START_REF] Yu | Undergraduates' Belief in a Just World and Subjective Well-Being: The Mediating Role of Sense of Control[END_REF] . BJW was found to be a substantial personal resource in many domains, such as anger, bullying and burnout [START_REF] Desrumaux | Direct and Indirect Effects of Belief in a Just World and Supervisor Support on Burnout via Bullying[END_REF] , financial crisis [START_REF] Christandl | The Belief in a Just World as a Personal Resource in the Context of Inflation and Financial Crises: BELIEF IN A JUST WORLD AS A RESOURCE[END_REF] and how it was demonstrated in an experimental study where BJW was the control variable and emotions where triggered by the COVID-19 pandemic crises [START_REF] Wang | The impacts of a COVID-19 epidemic focus and general belief in a just world on individual emotions[END_REF] .

It is also necessary to consider that inconsistent policies, associated with commonly precarious working conditions [START_REF] Belkin | Beliefs in government benevolence can promote individuals' compliance with government-issued guidelines: The role of positive affect and general construal level[END_REF][START_REF] Pérez-Nebra | COVID-19 and the future of work and organisational psychology[END_REF] , increases the insecurity climate, which transforms teleworking into an opportunity to protect oneself. Because of this, the perception of how fair the world is and job outcomes may be more positive among contexts such as Brazil, the subject of our first hypothesis H1: Brazilian workers have higher levels of Belief in a Just Word, job satisfaction, and job performance than French workers.

According to what is typical of major social disaster, the COVID-19 pandemic has led to psychological stress and affects how people see the world and how they feel. In fact, since the outbreak of the COVID-19 pandemic, people have experienced high negative and low positive emotions [START_REF] Wang | The impacts of a COVID-19 epidemic focus and general belief in a just world on individual emotions[END_REF] . In turn, this natural response can reduce individuals' positive emotions and subjective well-being and increase individuals' negative emotions [START_REF] Huselid | Methodological Issues in Cross-Sectional and Panel Estimates of the Human Resource-Firm Performance Link[END_REF] . However, different countries' policies to contain the disease can provide different levels of stress to the environment. Therefore, this may affect differently not only performance in the mandatory telework but also the perception of how fair the world is. These elements provide support for the second hypothesis.

H2: French workers have more positive perceptions than Brazilian regarding emotions at work.

To support these hypotheses, we have to consider that French policies have been more agile and robust in protecting its population, positively affecting job-related variables. Thus, they also had more conditions than Brazilians to organise themselves with telework, an element that favours positive experiences during mandatory telework [START_REF] Latorre | How Do Teleworkers and Organizations Manage the COVID-19 Crisis in Brazil? The Role of Flexibility I-Deals and Work Recovery in Maintaining Sustainable Well-Being at Work[END_REF][START_REF] Belzunegui-Eraso | Teleworking in the Context of the Covid-19 Crisis[END_REF][START_REF] Carillo | Adjusting to epidemic-induced telework: empirical insights from teleworkers in France[END_REF] . In this scenario, it is also reasonable to consider that the higher the level of BJW, the higher the self-perceptions of job outcomes, scope of the third hypothesis.

H3: Job performance and job satisfaction are predicted directly by the BJW in each country.

Whether measured by satisfaction or performance indicators, the literature has shown the symbiotic relationship between affects and job outcomes [START_REF] Moscoso | Meta-analytic Examination of a Suppressor Effect on Subjective Well-Being and Job Performance Relationship[END_REF][START_REF] Peiró | The Happy-Productive Worker Model and Beyond: Patterns of Wellbeing and Performance at Work[END_REF] .

Affective reactions at work and job outcomes

It has been more than three decades of research since the Affective Revolution at work and job outcomes have been empirically discussed [START_REF] Moscoso | Meta-analytic Examination of a Suppressor Effect on Subjective Well-Being and Job Performance Relationship[END_REF][START_REF] Wright | Mental health and work performance: Results of a longitudinal field study[END_REF][START_REF] Ashkanasy | Emotions in the workplace[END_REF] , and results still show controversial relationships. However, in recent meta-analyses [START_REF] Moscoso | Meta-analytic Examination of a Suppressor Effect on Subjective Well-Being and Job Performance Relationship[END_REF][START_REF] Salgado | Cross-cultural Evidence of the Relationship between Subjective Well-being and Job Performance: A Meta-analysis[END_REF] , some points have been explicitly pointed out concerning explaining the controversial relationships. The sample size appears among the reasons for the variability in the strength (sometimes weak, sometimes moderate or strong) and direction (sometimes inverse, sometimes direct) of the relationship between both constructs, but not only. The main reason may be the nature of the indicators to measure each one.

Considering the affective approach, a large literature includes emotions at work as an essential variable [START_REF] Ashkanasy | Emotions in the workplace[END_REF] . Positive emotions appear as protagonists for well-being, whereas negative emotions signal to the individual that a challenging situation must be solved [START_REF] Diener | Positive Emotions at Work[END_REF] .

For performance, we have the management conception that considers performance as results delivered [START_REF] Wright | The moderating role of employee positive well being on the relation between job satisfaction and job performance[END_REF] , the psychological point of view that considers individual performance as behaviours aligned with organisational goals [START_REF] Campbell | The Modeling and Assessment of Work Performance[END_REF] , the focus of the behaviour, whether taskoriented, contextual, or counterproductive [START_REF] Campbell | The Modeling and Assessment of Work Performance[END_REF][START_REF] Koopmans | Conceptual Frameworks of Individual Work Performance: A Systematic Review[END_REF] and we also have to consider the type of ratings, it means, self-report or management-report [START_REF] Moscoso | Meta-analytic Examination of a Suppressor Effect on Subjective Well-Being and Job Performance Relationship[END_REF] .

As long as this discussion about measure indicators about affects and job performance is the discussion about the role of job satisfaction. When we revisit the last hundred years of research in organisational and occupational psychology, we find that job satisfaction is among the most recurrent job attitudes [START_REF] Judge | Job attitudes, job satisfaction, and job affect: A century of continuity and of change[END_REF][START_REF] Judge | Essentials of Job Attitudes and Other Workplace Psychological Constructs[END_REF] . Observed from this point of view, job satisfaction is classically a predictor of performance and is sometimes moderated by affects like well-being [START_REF] Wright | The moderating role of employee positive well being on the relation between job satisfaction and job performance[END_REF] , an overview that is systematically observed in the literature [START_REF] Judge | Job attitudes, job satisfaction, and job affect: A century of continuity and of change[END_REF] . However, job satisfaction has also been studied as a product of other attitudes such as work commitment [START_REF] Indarti | The effect of OCB in relationship between personality, organizational commitment and job satisfaction on performance[END_REF] , emotions [START_REF] Diener | Positive Emotions at Work[END_REF] , and job resources such as social support [START_REF] Zhao | A meta-analytic model on the role of organizational support in work-family conflict and employee satisfaction[END_REF] .

The measures to mitigate the COVID-19 pandemic crises suddenly triggered teleworking and put back the relationship between affects and performance into a discussion. The introduction of teleworking in different degrees led many employees to transform the psychosocial work environment and to mobilise job and personal resources [START_REF] Pulido-Martos | Teleworking in Times of COVID-19: Effects on the Acquisition of Personal Resources[END_REF] . The new challenges regarding employee adaptation to change have affected their emotions [START_REF] Nemteanu | Job Insecurity, Job Instability, and Job Satisfaction in the Context of the COVID-19 Pandemic[END_REF] and also impose on managers the challenge of keeping these levels high by expecting that these resources can provide positive performance levels [START_REF] Bakker | Job demands-resources theory: Taking stock and looking forward[END_REF][START_REF] Salas-Vallina | The challenge of increasing employees' well-being and performance: How human resource management practices and engaging leadership work together toward reaching this goal[END_REF][START_REF] Pulido-Martos | Teleworking in Times of COVID-19: Effects on the Acquisition of Personal Resources[END_REF] . These elements provide support for our fourth and fifth hypotheses.

H4. Job performance and satisfaction are predicted directly by positive emotions and inversely by negative emotions at work.

H5. Job satisfaction positively explains job performance.

Furthermore, considering the role of beliefs already demonstrated in previous studies [START_REF] Wang | The impacts of a COVID-19 epidemic focus and general belief in a just world on individual emotions[END_REF][START_REF] Jiang | How Belief in a Just World Benefits Mental Health: The Effects of Optimism and Gratitude[END_REF] , we also posed the fifth hypothesis.

H6: BJW can moderate the relationship between emotions and job outcomes (performance and satisfaction).

Method

Participants

There were 449 respondents in Brazil and 236 respondents in France. In both countries, women (over 60%) and people with a university education (over 50%) had the highest participation. The average age was very close between the two countries, Brazil = 40.8 (SD = 11.6) and France = 40.8 (SD = 11.7). We have other similarities between the participants' profiles and other differences, as seen in Table 1. In France, this number droped to 53.3%, and almost 30% of the French respondents indicated that they had already worked sometimes, although not regularly.

Instruments

For job performance, participants answered to a brief adapted version of the General Job Performance Self-Assessment Scale -EGDT [START_REF] Andrade Égs De | Short Version of Self-Assessment Scale of Job Performance[END_REF] that assesses two aspects of performance (core task and contextual performance), and the 10-item version can be used with a single factor ( and  = 0.88). Examples of an item are: "I perform hard tasks properly"; "I try to update my technical knowledge to do my job"; "I seize opportunities that can improve my results at work."

Job satisfaction was measured according to one single item "How do you feel about the job you have now?" inspired by [START_REF] Quinn | Job Satisfaction: Is There a Trend[END_REF] responded to a 5-point scale ranging from "absolutely not satisfied" until "absolutely satisfied".

Belief in a Just World was measured by its short form with five items [START_REF] Modesto | Escala Pessoal de Crenças no Mundo Justo: Adaptação e Evidências de Validade[END_REF] that asses personal beliefs about justice in the world. The single factor showed good reliability ( and  = 0.90). Examples are: "In general, the events of my life are fair"; "I believe that I generally get what I deserve".

Emotions at work were answered in another brief version of the Positive and Negative

Affect Schedule -PANAS [START_REF] Demo | Well-Being at Work Scale: Exploratory and Confirmatory Validation in the USA[END_REF] . The scale a composed of positive emotions (4 items;  and  = 0.88) and negative emotions (5 items;  and  = 0.87). An example of a positive emotion item is "when I think in my actual work, I feel happy", and negative emotion is "when I think in my actual work, I feel upset".

The response scale was a 5-point agreement scale for all instruments, except job satisfaction. All instruments were already validated in Brazilian-Portuguese, not requiring translations. For French language, we conducted a simple translation of the instruments.

Ethics statement

We followed the international ethical recommendations for data collection, i.e., the general principles related to human research from the Helsink Declaration (available online: https://www.wma.net/what-we-do/medical-ethics/declaration-of-helsinki, accessed on 19 April 2021). The research objectives were initially explained, and the respondents' participation was completely voluntary. The respondents were free to withdraw from the survey at any time if they thought it necessary. We provided a contact to offer support in case the participant felt uncomfortable. Furthermore, we guaranteed the anonymity of the responses and kept the information received confidential. All data obtained were analyzed in aggregate form so individual responses could not be identified.

Procedures

This cross-sectional study was carried out between April 26 th to June 18 th 2021, during the second strong wave of COVID-19 and the second social distancing period to prevent the virus dissemination. This was when people re-started working remotely (especially in Europe), one year after the first confinement. It was a web-based survey disseminated through a snowball procedure.

Descriptive analysis and analysis of variance (ANOVA) were conducted with Jamovi (version 1.8). The psych package supported the reliability analysis, the lavaan package performed the confirmatory analysis, and the empirical models were tested by Structural Equation Modeling (SEM) with PATHj and lavaan packages.

Results

The first hypothesis suggests that Brazil and France will have differences in BJW, job performance, and job satisfaction. Significant differences (p < .001) were observed for all variables. Figures 2A, 2B According to what was predicted in H1, the Brazilian workers had more positive BJW, job perfomance and satisfaction perceptions. We hypothesised that the government measures to contain the crises, more inconsistent in Brazil when compared to France, provided a more insecure environment, driving positive perceptions of the mandatory telework situation.

However, it is important to add supplementary information to understand the result better. When we check the support received from employers, more French workers (33%) indicated that they receive no support for teleworking than Brazilians (29%). When support was perceived, 29% of French teleworkers indicated they were supported with equipment, compared to only 11% of Brazilians. On the other side, more Brazilians (10%) than French (6%) indicated that they received support in taking care of their health (physical or psychological). This information also helps us interpret the evaluations between Brazil and France and reinstate the discussion about the importance of psychosocial support and its direct repercussion on the worker's outcomes [START_REF] Kundi | Employee psychological wellbeing and job performance: exploring mediating and moderating mechanisms[END_REF] .

Significative differences (p < .001) were also observed for Brazil and France in positive and negative emotions, according to Figures 3A and3B. The fit indices and the residual values show that the multigroup model are acceptable and the relationship between the variables points to empirical consistency of the model. Brazil and France presented different relationships among the variables, especially regarding the role of emotions in explaining the perception of work performance. Table 3 presents estimated parameters for each country.

Belief in a just world has a direct effect on job performance and satisfaction in Brazil For job performance, we only found a significative effect for positive emotion in France (β positive emotion = .25; p < .001). Thus, H4 was not completely confirmed.

In addition, despite the controversial relationship related to job outcomes, i.e., job performance and satisfaction [START_REF] Moscoso | Meta-analytic Examination of a Suppressor Effect on Subjective Well-Being and Job Performance Relationship[END_REF][START_REF] Wright | Mental health and work performance: Results of a longitudinal field study[END_REF] , the result confirms the dual role of job satisfaction: it an outcome that can be explained by emotions arising from work and it is a predictor that contributes explanation to performance (β BR = .26 and β FR = .21; p < .01), which confirms H5. The overview of SEM model is disclosed in Figures 4A and4B. we can observe the moderation of job performance as a predicted variable. In the Brazilian context, no moderating effect can be seen on job performance, whereas in the French context the effect is clear. Positive emotions increase job performance when BJW is high and experiencing negative emotions from work tends to decrease this perception. For job satisfaction, the effect of the interaction of emotions also is not the same in the two countries (Figures 6A and6B). In the Brazilian context, low positive emotions tend to decrease perceived satisfaction when BJW is high, but negative emotions have no significant effect. Among French teleworkers, the presence of low positive emotions and high negative emotions impair the perception of satisfaction when BJW is high. With this, it can be said that H6 has been partially confirmed.

These results will be discussed below in light of the literature approached in this study. Spain [START_REF] Pulido-Martos | Teleworking in Times of COVID-19: Effects on the Acquisition of Personal Resources[END_REF] , and Brazil [START_REF] Mishima-Santos | Wellbeing and Work Design in Brazilian Teleworkers[END_REF][START_REF] Barbosa | Physical and psychological fatigue, and work performance among Brazilian workers during the SARS-CoV-2 (COVID-19) pandemic in Brazil[END_REF] . Leaving aside the commonalities, our study revealed a strong differences among the included countries, Brazil and France. The marked differences in the governmental measures taken in the two countries to mitigate the pandemic, associated with their importance for explaining people's behaviour 3 , led us to expect different perceptions between the two countries regarding the repercussions of telework.

In the face of the inconsistent measures adopted in Brazil, mandatory telework appears as an opportunity to protect oneself and remain productive. Studies revealed that when individuals face psychological stress, BJW works as an emotion regulator [START_REF] Wang | The impacts of a COVID-19 epidemic focus and general belief in a just world on individual emotions[END_REF][START_REF] Jiang | How Belief in a Just World Benefits Mental Health: The Effects of Optimism and Gratitude[END_REF] with the power to diminish the effect of negative emotions and enhance the effect of positive emotions. In France, where BJW was less favourable when compared with Brazil, the relationship with emotions showed this effect on job outcomes. It means that moderation analyses indicated that BJW diminishes the effect of negative emotions and enhances the effect of positive emotions, especially in job satisfaction. Therefore, in contrast with the protective effect of the BJW on individual emotions because of the belief that the world is just for oneself, the effects of the BJW on Brazilian teleworkers had been relatively weak.

In addition to cultural reflections on the relationship between variables, the results of this study offer practice contributions. The difference in support perceived by French and Brazilian teleworkers reinforces research which primarily focuses on workers' i-deals [START_REF] Latorre | How Do Teleworkers and Organizations Manage the COVID-19 Crisis in Brazil? The Role of Flexibility I-Deals and Work Recovery in Maintaining Sustainable Well-Being at Work[END_REF] , and contextual conditions [START_REF] Belzunegui-Eraso | Teleworking in the Context of the Covid-19 Crisis[END_REF][START_REF] Tavares | Teleworking in Portuguese communities during the COVID-19 pandemic[END_REF][START_REF] Tokarchuk | Teleworking during the Covid-19 Crisis in Italy: Evidence and Tentative Interpretations[END_REF] , as a central resource to maintain emotional health and job performance. Also, in addition to the organisational outcome literature, a dispositional construct (BJW), we highlight that those workers' perceptions of the world play a role in activating the relationship between emotions and job performance and job satisfaction. It is something to be considered by managers because the recent meta-analysis [START_REF] Salgado | Cross-cultural Evidence of the Relationship between Subjective Well-being and Job Performance: A Meta-analysis[END_REF] and the COVID-19 studies [START_REF] Nemteanu | Job Insecurity, Job Instability, and Job Satisfaction in the Context of the COVID-19 Pandemic[END_REF][START_REF] Nemteanu | The Influence of Internal Marketing and Job Satisfaction on Task Performance and Counterproductive Work Behavior in an Emerging Market during the COVID-19 Pandemic[END_REF] have included macro variables (such as cultural dimension or country economy) in order to better understanding individual job outcomes.

Limitations of this study should be pointed out. Analysing the perception of work during the pandemic from the perspective of teleworkers is a limiting proposal insofar as they portray a minority of the active population that can adopt the "stay at home" recommendation. In Brazil, for example, they account for 22.7% of jobs positions [START_REF]in Brazil and in the world : comparative legislations : study of labor relations study[END_REF] . The confinement was a source of stress for a large part of the teleworkers [START_REF] Barbosa | Physical and psychological fatigue, and work performance among Brazilian workers during the SARS-CoV-2 (COVID-19) pandemic in Brazil[END_REF][START_REF] Tokarchuk | Teleworking during the Covid-19 Crisis in Italy: Evidence and Tentative Interpretations[END_REF] , but caution is needed to consider the fair world perception of such a specific portion of workers when others may have been in an even more stressful situation [START_REF] Helioterio | COVID-19: why the protection of health workers is a priority in the fight against the pandemic?[END_REF] . Another point refers to the data collection period, a stressful moment to rescue the confinement. However, it was also a moment when people learned to manage some difficulties of teleworking. Because of this, a longitudinal approach would be more appropriate for understanding eventual differences between the first and second confinement.

Teleworking, which was slowly becoming controversial, began to establish itself in the post-crises moment [START_REF] Contreras | E-Leadership and Teleworking in Times of COVID-19 and Beyond: What We Know and Where Do We Go[END_REF][START_REF] Belzunegui-Eraso | Teleworking in the Context of the Covid-19 Crisis[END_REF] . AET suggested that judgments and work attitudes vary in part of individual variables and some by the situation, and we could show a piece of evidence of the model. Thus, the suggestions in the paper aim to facilitate the successful management of performance, satisfaction, and emotions in a context that regularly includes adversities. Maybe 

Figure 1

 1 Figure 1 Conceptual Model -Affective Events Theory: Macro Structure Source: Weiss & Cropanzano, 1996 Note: In brackets are variables operationalized in the study

  and 2C disclose ANOVA for BJW (M BR = 3.61; SD BR =.84; M FR = 3.31; SD FR = .79), job performance (M BR = 4.19; SD BR = .62; M FR = 4.03; SD FR = .55) and job satisfaction (M BR = 3.63; SD BR = 1.09; M FR = 3.44; SD FR = 1.09 ).
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 2A Figure 2A Teleworkers' means considering Brazil and France -Belief in a Just Word

Figure 3A

 3A Figure 3A Teleworkers' means considering Brazil and Francepositive emotions

(β performance = . 15 ;

 15 β satisfaction = .11; p < .01), but it is only true for job satisfaction in France (β satisfaction = .21; p < .01). Because this, the assumption in H3 is partially confirmed. Another controversial result is observed when we inspect the role of emotions, searched in H4. Emotions explained job satisfaction in both Brazil (β positive emotion = .43; β negative emotion = -.36; p < .001) and France (β positive emotion = .43; β negative emotion = -.18; p < .01).
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 4A Figure 4A Overview in SEM model with Beta coefficients -Brazil
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 5A Figure 5A Moderation plots for Emotions between BJW and Job Performance -Brazil
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 206A Figure 6A Moderation plots for Emotions between BJW and Job Satisfaction -Brazil Figure 6B Moderation plots for Emotions between BJW and Job Satisfaction -France

Discussion

  At the time this manuscript is being reviewed for submission to this journal, i.e., March 2023, we are remembering that three years ago the WHO declared COVID-19 a pandemic. The repercussions arising from the measures to contain the pandemic echo until the present day, especially with regard to the people management in the post-pandemic period. Several practices, adopted during confinement, were incorporated as well as some of the characteristics of the environment present at that time. The present study aimed to test the Affective Events Theory (AET 62 ) model by analysing to what extent work environments are seen as having an indirect influence on affective experience and job outcomes. We applied the AET 62 to consider the BJW may have affected people's emotions at work in the context of the COVID-19 pandemic, and emotions have interfered in job performance and satisfaction in countries that adopted different measures to contain the health crises. In general, participants indicated a moderate to high level of perceived job performance in both countries, despite their job satisfaction averages being considered regular during the second wave of the COVID-19 pandemic. These scores are similar to those research about fatigue in teleworking during COVID-19 first wave in Canada 63 , Romanian 29 ,
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Table 1

 1 Profile of respondents in Brazil (N = 451) and France (N = 236) who indicated living alone in the two countries was similar (BR = 14.5%; FR = 17.8%). However, in France, homes seem to be less populated. The rest of the respondents indicated living with up to five people (M o = 2 and 3 people). In Brazil, 84% of the Brazilian respondents indicated living with up to 5 people, and this was not the maximum number; it means, we have respondents who indicated living with up to 10 people.At the time of the survey, 62.4% of Brazilians indicated that they work at home because of the pandemic every day, but in France, this number is almost half (31.8%). The French reported that they work at home between 2 and 3 days a week (33.5%). Regarding teleworking experience, 72.9% of Brazilians indicated they had never tried this modality before COVID-19.

	Descriptive

* For household income, we use the same intervals but with the respective currency of each country, i.e., Brazilian Reais for Brazil (R$) and Euros for France (€) as the minimum salary is equivalent (1000 reais and 1000 euros). while 50.0% of French affirmed having between 1 and 4 children in the same condition (M o = 1 and 2 children). Regarding the number of people living at home with the respondent, the percentage of people

Table 2

 2 Model tests and Fit Indices for SEM considering multigroup factor analysis for Brazil and France

	Model Tests				Fit Indices -95% Confidence Intervals
	Label	X²	df	p	CFI TLI SRMR RMSEA Lower Upper RMSEA p
	User Model	1506 524 < .001 .880 .873	.066	.078	.073	.082	< .001
	Baseline Model	8717 552 < .001			
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