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ABSTRACT

The increases in digitalization and flexibility trends have have deeply affected work—life balance and caused major changes through
the COVID-19 pandemic. On the one hand, the accumulation of knowledge continues to increase; on the other hand, the rapid
development of digital transformations has allowed standard work styles to be replaced by new ones. This study aims to ascertain
how hybrid working, which has grown in popularity, is evaluated from the perspective of hybrid employees and their relationship
with work-life balance. The study also examines whether hybrid employees can maintain a work-life balance. In line with this, a
field study has been carried out with 400 participants engaged in hybrid working was conducted. Participants were asked questions
about the Hybrid Working Evaluation Form and the Work-Life Balance Scale through an online questionnaire. Participants are
mostly between the ages of 23 and 27 are single. Result of the gender-based analyses analyses reveals that no significant differences
were found in hybrid work and work-life balance approaches. According to the research findings, almost all hybrid employees
(86.8%) were observed to be satisfied with this work model and to wanted it to become permanent. However, two-thirds (66%)
are concerned that the concept of work hours will vanish due to being constantly accessible throughout the day. Due to the limited
number of studies on this subject, this article is thought to be able to contribute to the literature in this respect.
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Introduction

Working life has always existed since the time of human existence. The transition process from primitive society to agriculture
society, or from industrial society to information society has been experienced at different times and levels in every society.
Regarding understanding of birth, work—life focuses on the Industrial Revolution, the offspring of the marriage of steam and
cotton. With the emergence of the dependent work relationship, the time-and-place-based work order has become the dominant
work order. The characteristics of globalization owners’ knowledge, in particular, and innovations in production and technology,
have accelerated the operations for implementing this order. The concept of Industry 4.0 emerged in Germany in 2011, with the
accompanying announcement that physical, digital, and biological electronics would all increase in importance, and the dynamics
accepted as standard in work teams would face great change.

On March 11 2020, the COVID-19 pandemic that had spread over the entire world and had a great impact suddenly started
causing great changes in all areas of economic, social, and sociocultural life at the global level in a very short time. Work-life has
also been affected by these changes. As curfews caused a shift in work dynamics, remote work became a prevalent practice. Remote
work existed before COVID-19, but its global application skyrocketed during the pandemic. This previously unpopular approach to
flexible employment became critical during the global health crisis. Remote work provides some advantages and disadvantages to
employees. Moreover, it has benefits such as increasing employee flexibility, improving work—life balance, reducing transportation
costs, and ensuring work autonomy. However, it degrades work—life balance, reduces social relationships, and increases workload
and stress, particularly among female employees.

During the COVID-19 pandemic, remote work continued to exist for compulsory reasons, but it also allowed work-life to take a
turn toward hybrid work. With the new normalization after the pandemic, remote work has become hybrid work. Another reason
for this is digital transformation. Through the effects of digitalization on work-life, the transition to a system in which workplaces
and hours can be flexible according to the characteristics of jobs has begun. Hybrid working, also known as flexible work
arrangements, offers flexibility in terms of both work hours and workspace. Hybrid work, like remote work, has many advantages
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for both employees and businesses. Although it reduces costs by lowering workplace use and commute time, it also contributes
to more productive employees through digital applications. Meanwhile, work—life balance is a multidimensional concept that
expresses the state of being in balance concerning the work and private lives of an employed individual and can be positively
and negatively affected with respect to the hybrid work style. Although work-life balance consists of objective and subjective
indicators, it impacts not only working people but also other individuals in the working individual’s life.

Both digital transformation and innovation in the workplace, remote work during and after COVID-19, and now hybrid working
have become a focus of attention in the workplace. In line with this, the current study seeks to determine how hybrid employees
evaluate hybrid work, which has become increasingly widespread, and explore the relationship between hybrid work and work-life
balance. The study also aims to determine whether hybrid employees can maintain their work-life balance.

The study has preferred a questionnaire as the quantitative research method. The research population consists of those who
work in a hybrid working style in the information technology (IT) sector in Istanbul. These employees were asked questions about
the hybrid work evaluation form created by the present author and the Work-Life Balance Scale created by Apaydin (2011). The
research findings showed that the employees were primarily satisfied with hybrid working and wanted it to become permanent.
As a result of being constantly accessible throughout the day, there is concern that the concept of work hours will vanish. A
significant and positive relationship emerged between hybrid working and work—life balance. Simultaneously, no negative results
were obtained in terms of employees’ work—life balance.

Changing Paradigms in Working Life

When considering the phenomenon of work in social sense, it is known that work varies historically, culturally, and periodically
in terms of both meaning and form. At this point, the history of work evaluated within specific patterns does not go back very far.
However, work has been discussed since the dawn of human civilization (Granter, 2009, p.9).

In primitive societies, referred to as traditional societies, people hunted and gathered to make a living within the framework
of a simple technology. However, thanks to inventions and the increasing accumulation of knowledge, the agricultural revolution
occurred with the cultivation of the land (Bozkurt, 2011, p.135). The agricultural revolution focused on maximizing the efficiency
of animal power and combining animal power with human labor for production, transportation, and communication. This situation
led to radical changes, such as the transition from social life to settled life, and changed the forms of production. Production was
mainly carried out in houses and handlooms (Giinay, 2002, p. 8).

The Industrial Revolution began in England in the second half of the 18th century and is called “the era that changed the most
and changed the most” (Schwab, 2018, p. 16). The Industry 1.0 process, which started with the combination of steam and cotton,
resulted in social, economic, and political developments. The transition from a labor-intensive to a capital-intensive production
system and the intensive use of technology changed the traditional production methods (Celik, 2009, p. 92). Industry 1.0, which
opened the door to major changes in working life, gathered production in a single center, namely, in factories. Moving production
out of the home and into factories also means shifting work to the “workplace” (Kicir, 2019, p. 174). The dominance of the shift
system in the factory system has formed time consciousness in industrial society, unlike in agricultural society. Time has become
increasingly important in society and working life. To avoid disruptions in production, keeping time in all areas of the social order
has become crucial, particularly shift systems and employees commuting to work (Zencirkiran, 2005, p. 19). Industry 2.0, which
emerged at the end of the 19th century, represented the process of Fordist production, which refers to the increase in mechanization
and the incorporation of electricity in production processes, as well as the process of creating standard and mass products (Kicir,
2019, p. 174; Giiriin, 2019, p. 70). However, using technological advances in production, working methods, and specialization
brought innovations. The process, which continued until the First World War, eliminated borders with new technologies discovered
(Ozdogan, 2017, p.18).

In the process that started in the 1970s and continued until today, rapid innovative transformations in the field of production
and technology, together with the emergence of robots, the Internet, and web technologies, brought information to the center and
started the Industry 3.0 era. Without a doubt, the multiplier effect of the globalization process has paved the way for forming a new
social order and structures known as digital society (Sahin, 2020, p.83). Since 1980, the process of development and change in
all social fields has laid the groundwork for the formation of the idea of flexibility in working life through abandoning traditional
methods (Mahirogullar1, 2005, p. 380). At the same time, the noticeable shift in employment structure and the service sector’s
rapid development are heralds of the start of a new era in working life (Koray, 2005, pp. 204-205). For the periods in question,
flexibility in the context of both adaptability to the widespread sector and technological innovations has begun affecting work-life
deeply.

Industry 4.0, which is based on the interaction of physical, digital, and biological fields, was first introduced in 2011 at the
Hannover Fair in Germany (Schwab, 2018, pp. 16-17). The dynamics of working life have begun to change due to innovative
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technologies such as artificial intelligence, cloud computing, 3D printers, the Internet of Things, nanotechnology, and so on
(Oztuna, 2017, p. 56). Thanks to digital transformations, it has become necessary to redefine the concepts of work, labor force,
and workplace (PwC, 2022). The global-level competition, which has become more effective with the digital transformations that
started with globalization, has changed working styles and led to new ones. These new forms of work, known as flexible working
styles, have begun to remove time and space constraints by allowing work to leave the workplace (Cakir, 2005, p. 107). At the
same time, the rapid spread of digitalization has facilitated the transition to a working order that is independent of time and space,
and work can now be carried out from home or anywhere depending on its nature (Aydinli, 2004, p. 11). At this point, it is seen
that the transformation of work/production outside the home and into factories/workplaces with Industry 1.0 has brought about a
“return to the old” with Industry 4.0, and work/production has moved from the workplace to completely different areas.

Remote Working During the Pandemic Period

The World Health Organization (WHO) declared the COVID-19 outbreak, which affected the entire world in a very short time
on March 11, 2020, as a global pandemic. Subsequently, major and comprehensive changes in the global economy and working
life have occurred. WHO dictated that countries pay attention to the issue and that authorities take various strict anti-pandemic
measures. The most important of these measures was the general lockdown, such as curfews, which were implemented in many
countries (WHO, 2020). With the introduction of curfews or stay-at-home measures, a large part of the workforce was instructed
to stay at home and work remotely according to the nature of the work performed. As a result, an unprecedented period of mass
teleworking has entered history, providing the opportunity to experience global teleworking (ILO, 2020, p.10).

Remote working, one of the forms of flexible working, is a type of work developed by using various information and commu-
nication technologies, such as smartphones, computers, and Internet, and enables the fulfillment of work outside the workplace
(Eurofound, 2020, p.3).

Although remote or home working may seem to have entered our lives with the COVID-19 outbreak, the pandemic has created
a process that has brought it to the forefront, not the beginning of this form of work. Long before the COVID-19 pandemic, remote
working was made legal in Turkey by amending Law No. 4,857 with Law No. 6,715 on May 6, 2016. However, it is known that
some remote working existed prior to the pandemic, albeit in a limited capacity (Tuna & Tiirkmendag, 2020, p. 3,248). According
to a survey of employers with a total of 1.6 million employees from various sectors around the world, the rate of working from
home or remotely was 14% prior to the COVID-19 outbreak, but with the emergence of the pandemic, this rate increased to 68%
(WTW, 2020).

Remote work, which was implemented to reduce the risk of COVID-19 pandemic spread and transmission, has brought many
advantages and disadvantages. It has advantages, such as employees spending more time with their family members, especially
female employees responsible for their children, saving money by reducing commuting travel costs, and providing work autonomy.
However, it may result in a deterioration of work—life balance, a decrease in social relations, an increase in workload and stress
levels of employees, and a decrease in organizational commitment, job satisfaction, and productivity levels, especially for women.
It has led to disadvantages, such as increased intensity of employees in both family and work areas (Serinikli, 2020, p.285).

The pandemic’s impact, which has caused permanent and temporary changes in all economic, political, and social areas, is still
being felt. Among the issues that cannot be agreed upon are the short, medium, and long-term effects on working life. Given that
employers are determined to maintain precautionary pandemic measures, including the noticeable cost-cutting effect of remote
working during the pandemic period (Omay, 2020, p.162), it is predicted that even after the pandemic is over, the old order in
working life will no longer continue.

The ongoing COVID-19 pandemic has also accelerated digitalization in working life, making it more important than ever before.
In Alvin Toffler’s book The Third Wave published in 1980, he based the “electronic cottage” metaphor on the fact that employees
can now do their work from home instead of going to their workplaces, thanks to advances in information and communication
technology that are said to revolutionize production and working styles (Bozkurt, 2020, p.117). During the pandemic period,
mobile applications that offer audio and video conferencing, as well as innovative digital applications in cloud technologies, such
as Zoom, Microsoft Teams, and Google Meet, have accelerated the digitalization process in working life (Das, Tang, Ringland, &
Piper, 2021, p.3). In fact, according to a study, 73% of all teams in businesses are expected to be shaped for remote employees by
2028 (Upwork, 2019).

According to McKinsey & Company’s 2021 report on “The Future of Work After COVID-19,” remote working and virtual
meetings will continue in the postpandemic period. Furthermore, the report reveals that more than 20% of the workforce in
developed economies can work remotely, independently of the office environment, between three and five days a week without
losing productivity. This is four to five times more remote work than before the pandemic. The results also reveal that employers
aim to reduce office space by 30% on average with remote working. Another striking result of the study is that the rate of career
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change, which was around 12% before the COVID-19 outbreak, will increase to 25% after the pandemic (McKinsey & Company,
2021).

The New Route of Working Life: Hybrid Working

According to the measures taken within the scope of the COVID-19 outbreak, most businesses that have switched to remote
work have discovered that this working order is carried out efficiently and effectively. Given the nature of the work, the migration
of routine tasks and activities, such as data processing, customer communication, and customer service, to the digital environment
has gained traction. It seems that employers are satisfied with the remote working order,, and the employees are satisfied and
adapt to remote working quickly. This process, which is positive for both parties, has led businesses to seek new ways of working
(Tippmann, Scott, & Gantly, 2021).

Remote work, rotational work, or work from home, compulsory during the pandemic, have now been replaced by hybrid
working. Most corporate companies have announced that they have switched to a hybrid working style as part of the normalization
process that began with the penetration of digital transformation into every field, as well as the decrease in case rates and the
implementation of protective measures such as vaccination.

Hybrid working is defined as flexible working arrangements in which an employee’s workplace or hours are not rigidly
standardized (Economist Impact, 2021, p. 4). The new path of working life following the COVID-19 pandemic is hybrid working,
which combines work at the workplace with remote work. Accordingly, hybrid working is based on doing the work remotely 2-3
days per week and the remaining days from the workplace. Especially in remote work, which was mandatory during the pandemic
period, the realization of the advantage of time and space flexibility for employees and the cost-reducing effect for employers
facilitated the transition to hybrid working after the pandemic (Bloom, Han, & Liang, 2023, p. 2). This new way of working allows
for a more flexible and digital working life that meets the demands of the digital age (Hilberath, 2020).

Indeed, according to the results of a survey conducted by Fujitsu, one of the world’s oldest technology companies, to approxi-
mately 80,000 employees working from home in March 2021, 15% of the employees revealed that the office is the best place to
work, nearly 30% prefer their homes, and the remaining 55% prefer to use home and office together, that is, hybrid working style
(Gratton, 2021).

Similarly, statistics from analyses conducted by the world’s leading research institutions that study teleworking, such as Harvard
University, Global Workplace Analytics, Gallup, and Stanford University, show that workplace flexibility has a positive impact
on employers; remote employees are, on average, 35%—40% more productive than working in the office, with stronger autonomy
due to spatial independence. Moreover, employees face 40% fewer quality errors, and higher performance increases are achieved.
Furthermore, 54% of employees say they would change their jobs for a job that offers them more flexibility, and with the transition
to new ways of working, 21% higher savings and profits were achieved compared to the prepandemic period (Farrer, 2020).

As can be seen, hybrid working offers many advantages for both businesses and employees. In particular, it contributes to
cost reductions as a result of using less office space. Furthermore, employee-friendly policies are pursued by increasing the
effectiveness of improved human resources. Digital applications result in better coordination, stronger cultural socialization, and
increased employee creativity. At the same time, increased flexibility and work-life balance are seen as important benefits for
employees. In addition, flexible workplaces and working hours enable women, students, and people with disabilities to be more
involved in the labor force. Less commuting by the working population benefits the environment by lowering the carbon footprint
caused by traffic (Mortensen & Haas, 2021). Hybrid working also offers much flexibility for working parents. It has enabled them
to spend more time with their children while saving money on their care (Leighton, 2021).

However, the hybrid work style has some disadvantages and advantages. Long working hours are caused by the ability to reach
the employee at any time by eliminating the concept of working hours. Problems occur in the work-life balance, and increased
family responsibilities and workload lead to increased employee stress levels and, ultimately, psychological burnout. Furthermore,
increasing digital dependency can lead to various problems. These problems affect the productivity and efficiency of employees
(Hogarty, 2021). At the same time, for a business to survive, its employees must come together around a common goal. Hybrid
working minimizes employee interaction by reducing the time spent in the office. Employees not part of the office environment
cannot feel the energy of being together, which causes them to drift away from the business culture and a sense of common purpose
(Brower, 2021).

However, when the positive and negative aspects of the current transformation brought about by hybrid working in working life
are evaluated, it is believed that this type of work will become permanent as an effect of digital transformation. The flexibility
approaches required by both employees and employers give rise to the notion that hybrid working will become more prevalent
(Bandaru, 2021). According to a McKinsey & Company survey conducted in 2021 with 100 managers from various countries and
industries, nine out of ten businesses would prefer hybrid working after COVID-19. They claimed that this method of operation
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boosts employee productivity and customer satisfaction. However, 10% stated that individual employee productivity decreased.
Simultaneously, businesses have revealed that they are breaking out of traditional molds for hybrid working and redesigning
business development processes (McKinsey & Company, 2021). It is concluded that hybrid working benefits both employees and
employers. The hybrid working system, which today’s technology giants have begun to widely implement, is expected to spread
to every possible aspect of working life in the near future (Leighton, 2021).

Work-Life Balance in Working Life

In the broadest sense, the concept of work-life balance is defined as the state of being in balance between the individual’s
relevant expectations in work and the relevant expectations in personal life (Dhas & Karthikeyan, 2015, p. 10). In contrast to the
fact that working individuals evaluate their roles in their working and private lives in a certain hierarchy of importance, showing
equally positive orientations toward different life roles, work—life balance can be defined as a balanced orientation toward multiple
roles (Marks & Macdermid, 1996, p. 417). According to another definition, work-life balance is the working individual’s high
level of satisfaction by facing minimal role conflict at work and home, and being in good shape in both areas (Clark, 2000, p. 748).

Economic, social, and working life changes make the work-life balance comprehensive and multidimensional. A series of
changes, particularly after 1980, have increased trends toward work—life balance, such as increased market competition as an
effect of globalization, increased participation of women in working life, aging of the population, low birth rates, widespread use
of flexible working styles, the impact of digital innovations on working life, diversity in family structure such as single-parent
families, and dual-career families. (Parlak, 2016, p. 8).

Work-life balance, which is based on an individual’s equal participation and satisfaction in work and private life roles, has three
components because it can be divided into three categories: role involvement, time involvement, and psychological involvement.
These components of work—life balance represent positive and negative balance, depending on the individual’s approach. The
following are the components of work—life balance (Greenhaus, Collins, & Shaw, 2003, p. 513):

e Time balance: Allocating equal amounts of time to work and personal life roles
e Balance of participation: Equal psychological involvement in roles at work and in private life
e Balance of satisfaction: Equal satisfaction with work and private roles.

Work-life balance is based on balancing the individual’s needs from work and family life, as well as his/her own individual
needs, by observing the three balances mentioned in the preceding paragraph (Dogrul & Tekeli, 2010, p. 12). Balance occurs when
the components of time, participation, and satisfaction manifest in three different areas: work, family, and individual.

Guest (2002, p. 265) summarized the nature, causes, and consequences of work—life balance as shown in Table 1. He divided
the determinants of work-life balance into two categories: individual and organizational. Moreover, he referred to the individual’s
entire life outside of work, using the word "home" throughout the table.

Table 1.Nature, Causes, and Consequences of Work—Life Balance

Determinants 'The Nature of Balance Results/Impact
Organizational factors Subjective indicators Job satisfaction
Job requirements Balance - emphasizing equality at |Life satisfaction
home and at work
\Work culture Balance - home-centred Mental health/well-being
Demands of the house Balance -work-centred Stress/illness
The culture of home Distribution and/or separation of  [Behavior/performance at
work at home work
IDispersion and/or separation of the [Behavior/performance at
household from work home

Impact on others at work

Impact on others in the

household
Individual factors Objective indicators
\Work adaption \Working hours
Personality Free time
Energy Family roles

Personal control and coping

Gender
IAge
Life and career stage

Source: David E. Guest, Perspectives on the Study of Work-Life Balance, Social Science
Information, 2002, 41(2), pp.255-279.
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The values that effectively determine balance are classified as subjective and objective indicators. The results of work-life
balance reveal that it affects not only the individual but also others. Moreover, it provides work and life satisfaction, psychological
well-being, high performance in work, and non-work-life.

The balance between work and private life, which are two important aspects of working people’s lives, is important for individual
satisfaction and happiness in private life as well as productivity in business life (Uysal & Cayir Yilmaz, 2020, p. 35). Work-life
balance is also linked to flexibility practices that affect employee performance. Work-life balance is influenced by factors such as
the working environment, working hours, rewards, incentives, promotions, and workloads (Uddin, 2021, p. 8).

Purpose and Importance of the Research

With the rapid penetration of digital transformation into all fields of work, the IT sector is growing and its sectoral employment
share is increasing. Furthermore, digitalization paves the way for greater flexibility in the workplace and opens the door to new
forms of work finds a home, particularly in the IT sector. Remote work, experienced globally with the COVID-19 pandemic,
and different work forms replaced by hybrid work these days offer many advantages and disadvantages to both employees and
employers. In fact, the changes caused by the COVID-19 pandemic in all social areas and in work-life ensure that work-life
balance is among the issues that are becoming increasingly important daily. The reason is that whether a balance between the
individual’s working and private life responsibilities affects both areas positively or negatively. This effect significantly impacts an
individual’s work efficiency, motivation, job satisfaction, contribution to the workplace, and relationship with other people with
whom he or she interacts.

A qualitative study with 80 people and a quantitative study with 2,800 people in the UK reveal the impact of hybrid working
on work-life balance and working life. They concluded that hybrid working has positive effects on work-life balance and, if the
necessary equipment is provided, it is more efficient and productive at home than in the office environment (Skountridaki, Marks,
& Mallett, 2021). For instance, a quantitative study with 138 employees in Indonesia that investigated the impact of hybrid working
on job satisfaction through work-life balance and workload after the COVID-19 pandemic found that hybrid working has a direct
effect on work-life balance and workload, and that hybrid working can increase corporate productivity in the future by creating
positive effects on employees’ job satisfaction (Budiman, Hidayat, & Basbeth, 2022, p.29811).

This study aims to determine how hybrid working, which is becoming increasingly popular, is evaluated in terms of employees
employed in this type of work and its relationship with work-life balance, as well as whether employees in this type of work can
maintain their work—life balance. The hypotheses to be tested within the scope of the investigation are as follows:

H1: A positive relationship exists between the hybrid working style and the work-life balance of employees.
H?2: The hybrid working style has a significant effect on employees’ work-life balance.

H3: Employees’ attitudes toward hybrid working are positive.

HA4: A significant difference exists in the approach to hybrid working style according to the gender variable.
HS5: A significant difference exists in the approach toward work—life balance according to the gender variable.

Research Methodology

Quantitative research methods were preferred within the scope of the study. According to the purpose of the study, the survey
method, which is one of the quantitative methods, was used. Through the questionnaire form, data on the approaches of employees
employed in hybrid work to hybrid work and work-life balance were obtained. An application was made to Istanbul University
Social and Human Sciences Scientific Research and Publication Ethics Board for the content of the study and the suitability of
the questions in the questionnaire form to be used, with the application dated 14.03.2022 and numbered 805,729. As a result of
the necessary examinations, the study in question was deemed appropriate and accepted with the decision of the ethics committee
dated 21.03.2022 and numbered 03.

Population and Sample of the Research

The research population consists of employees of companies operating in the IT sector in the Istanbul province and working
in a hybrid working style. A sample size test was not performed because hybrid businesses and hybrid employees are not yet
included in official statistics. However, according to the "Information and Communication Technologies Sector 2022 Market Data
and Trends" report published by the Informatics Industrialists Association of Turkey (TUBISAD), the number of respondents in
the IT sector in Turkey reached 213,000 in 2022 (TUBISAD, 2023). In fact, it is stated that the minimum sample size required for
a quantitative-oriented social sciences research based on a population of 10,000 at 95% reliability level is 370, 381 for 50,000,
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and 384 participants for 1,000,000 (Giirbiiz & Sahin, 2016, p. 132). This research was conducted with 400 participants within the
scope of the study.

Limitations of the Research
The limitations of the research within the scope of the research are as follows:

e Although it is well known that teleworking, which provides flexibility in terms of time and place, and hybrid working styles
are directly related to work—life balance, the multiple roles that working women face, as well as the fact that they have more
responsibilities than men, necessitate the current situation of women in work-life balance (Sariipek, Cerev, & Ayhan, 2022,
p. 20). Therefore, the study compares only the gender variable among demographic characteristics.

o [tis known that digital transformation undeniably impacts labor force, employment, and sectors in the world and Turkey. The
IT sector, where the digital transformation is felt most intensely, is increasing daily, and the IT sector is one of the sectors
most prone to different working styles such as hybrid (Giiler, 2019, p. 392). In fact, the hybrid working style is also applied
in different sectors as long as the nature of the jobs allows. However, in this research, only the IT sector employees employed
in a hybrid working style are taken as basis.

¢ In addition to being a cosmopolitan city, Istanbul, which has the characteristics of a mixed labor market, is also the center
of areas such as the IT sector where different forms of work are applied. For this reason, one of the other limitations of the
investigation is that it is based on the province of Istanbul.

Data Collection Technique

The online survey form, used as a data collection tool in the investigation, was carried out between March 28 and April 22 2022
explaining and informing the participants and forcing them to answer the questions voluntarily.

The questionnaire form used in the study is divided into three sections. In the first section, nine questions were asked about the
participants’ demographic characteristics, such as gender, age, educational status, marital status, marital status, employment status
of their spouses if they are married, having children, childcare status, receiving housework assistance, and seniority.

In the second part of the research, the questions of the "Hybrid Working Evaluation Form," created by the researcher by reviewing
the relevant literature and aimed to determine the participants’ approaches to hybrid working, were included. A 5-point Likert-
type scale was used for the statements in the question form, and each statement was graded as "Strongly Disagree," "Disagree,"
"Undecided," "Agree," and "Strongly Agree." For the validity of the content of the questionnaire created by the researcher, the
statements were reviewed by relevant field experts, who provided their feedback. In addition, a pilot study with 30 employees
was conducted, and necessary corrections in terms of language, expression, and so on in terms of the comprehensibility of the
question form expressions were made. Cronbach Alpha internal consistency coefficient was calculated to determine reliability, and
the Cronbach Alpha coefficient of the question form was found to be 0.87.

In the third part of the study, participants were asked "Work-Life Balance Scale" questions to assess their work-life balance.
The Work-Life Balance Scale was developed by Apaydin to be used in Cigdem Apaydin’s doctoral thesis titled "The Relationship
between the Level of Work Dependency of Faculty Members and Work-Life Balance and Work—Family Life Balance," which was
published in 2011. Its validity and reliability were proven, with the total reliability of the scale in the thesis study being 0.91. The
scale consists of 20 statements rated on a 5- point Likert-type scale (Apaydin, 2011, pp. 118-119). In this study, the total reliability
of the scale was found to be 0.70.

The questionnaire form created through Google Forms was sent to the participants through digital platforms, and the questionnaire
forms were filled out voluntarily in the online environment.

Analyzing the Data

According to the purpose of the investigation, the data obtained from the questionnaire questions applied to the relevant
employees were analyzed using the SPSS 22.0 program. Reliability analysis, frequency analysis, T-test, correlation, and regression
tests were used in the evaluation of the data.
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Research Findings

Findings Related to Demographic Characteristics of Employees

The distribution and numbers of gender, age, educational status, marital status, employment status of the spouse, having children,
receiving childcare support, receiving support for housework, and seniority of the employees participating in the survey will be
examined.

Table 2.Nature, Causes, and Consequences of Work—Life Balance

Gender N Frequency % | Spouse’s N Frequency
Employment Status %
Woman 184 46,0% Works full-time 137 82,0%
Male 216 54,0% Works part-time 5 3,0%
Total 400 100% Not working 25 15,0%
Age N Frequency % | Total 167 100%
18-22 9 2,3% Child Status N Frequency
%
23-27 143 35,8% Yes 106 29,2%
28-32 117 29,3% No 257 70,8%
33-37 57 14,2% Total 363 100%
38-42 37 9,3% Receiving Childcare N Frequency
Support %
43+ 37 9,3% Yes 43 24,6%
Total 400 100% No 132 75,4%
Education N Frequency % | Total 175 100%
Status
High School 7 1,8% Getting Support for N Frequency
Household Chores %
Associate 7 1,8% Yes 130 32,5%
degree
License 249 62,3% No 270 67,5%
Postgraduate 137 34,3% Total 400 100%
Total 400 100% Duration of N Frequency
seniority %
Marital Status N Frequency % | Less than 1 year 44 11,0%
Single 233 58,3% 1-3 years 110 27,5%
Married 167 41,8% 4-6 years 91 22,8%
Total 400 100% 7 years and older 155 38,8%
Total 400 100%

A total of 400 people with hybrid work styles participated in the survey. The survey included 184 female and 216 male employees;
the general average age of the participants was between 23 and 27 years old (35.8%), 249 people had a bachelor’s degree (62.8%),
233 people were single according to the marital status variable (58.3%), 137 people had full-time spouses (82.0%), and 167
married employees had full-time spouses. Moreover, 257 (70.8%) of the employees do not have children, 43 (24.6%) of the 106
employees who have children receive childcare support, 270 (67.5%) of the employees do not receive support for housework, and
155 (38.8%) of the employees have a seniority of 7 years or more.

Findings on the Relationship Between Hybrid Working Style and Work-Life Balance of Employees

Correlation analysis examines the relationship between two or more variables in the investigation. As a result, the correlation
analysis determines the direction and strength of the relationship between variables. The table below shows the correlation between
hybrid working styles and employees’ work-life balance.
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Table 3.Correlation Analysis Between Hybrid Work Style and Work-Life Balance of Employees

Hybrid Work-L.ife
working Balance
Hybrid IVVOVk Pearson correlation 1 ,138™
Style - -
Evaluation Sig. (2-tailed) ,006
Form N 400 400
Pearson correlation ,138™ 1
Work-Life - .
Balance Sig. (2-tailed) ,006
Scale N 400 400
** The correlation is significant at the 0.01 level (2-tailed).

The existence of a significant relationship between hybrid working style and employee work-life balance was tested by simple
correlation analysis. The analysis results showed a significant and positive relationship between the hybrid working style and the
work-life balance (p < ,006). Based on these results, hypothesis H; is accepted. The existence of a positive relationship between
the variables indicates that the two variables change together. In other words, the hybrid working style and the employee’s work—life
balance are positively or negatively affected together.

Table 4.Regression Analysis on Hybrid Work Style and Work—Life Balance of Employees

Model R R? Adjusted Std. Error of the
R? Estimate
1 1382 0,19 0,17 42264

Table 4 shows the results of the simple regression analysis between the hybrid work style and the balance between work and
home of the employees. The coefficient of determination is thus 0.19. According to the R2 value, the hybrid working style explains
only 19% of the variance in employees’ work-life balance. This ratio shows that the independent variable hybrid working style
has a 19% effect on the dependent variable, employees’ work-life balance. This study, which demonstrates a link between hybrid
working styles and employees’ work—life balance, reveals that work-life balance, which has a complex structure, is also affected
by other independent variables. Accordingly, H2 is confirmed.

Findings Regarding the Evaluation of Hybrid Working Style

In this part of the study, questions and findings are included regarding the attitudes of employees of hybrid working style toward
this working style.

As shown in Table 5, hybrid working has a positive impact on work motivation (80.8%), job satisfaction (64.3%), and
work—related stress (49.5%). According to the literature, no negative effect was found in a qualitative study investigating the effect
of this working style on teleworker job satisfaction (Cakan, 2021, p. 241). In a qualitative study with 915 participants to reveal
how job stress and job satisfaction of remote employees are affected during the COVID-19 process, it was found that remote
employees have high and low job stress (Yaman, Bagdogan, & Keser, 2023, p. 175). Indeed, the widespread adoption of new
working styles such as remote and hybrid working, which became mandatory during the COVID-19 pandemic, has increased
research on the impact of these working styles on work-life balance. However, some studies have shown that these work styles
have positive effects on work-life balance and quality of life, whereas others show that they increase stress levels due to increased
workload and being constantly available in both work and private life. The present study found that participants allocated more
time to family responsibilities due to hybrid work (79.8%), their quality of life increased (79.3%) as they met their needs, such as
regular sleep/nutrition/rest/sports, and had the opportunity to develop their skills in various fields (69.5%). However, although the
concept of "working hours" is thought to have disappeared due to being constantly accessible (66.0%), it is among the prominent
findings that hybrid working should become permanent (85.8%). Analyzing the results in Table 5 in general, this study determined
that H3 is confirmed.

The data from 400 people were used to determine whether there is a significant difference in the approaches of hybrid work
style employees toward hybrid work style investigated on gender. The T-test, which is used to compare quantitative data between
independent groups (Giiris & Astar, 2019), was used to determine whether independent samples have different averages based on
a specific variable. Consequently, the results of the T-test are presented in Table 6.
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Table 5.Hybrid Working Evaluation Form

Questions -1 0 1
| am satisfied with the hybrid working model. 5,0% 8,3% 86,8%
I think hybrid work has a positive effect on my motivation. 5,8% 13,5% 80,8%
I think hybrid work is more efficient from an individual point of view. 6,8% 11,5% 81,8%
Hybrid working allows me to spend more time on family responsibilities. | 8,8% 11,5% 79,8%

10,5% 10,3% 79,3%
I think that hybrid work improves my quality of life (in terms of allocating
enough time for needs such as regular sleep/nutrition/rest/sports).

It allows me to save money by reducing expenses such as| 12,3% 21,0% 66,8%

food/transportation/childcare.

8,8% 13,8% 77,6%
I can manage my time well with hybrid work.

5,6% 8,8% 85,8%
I want the hybrid work to become permanent.

213% | 26,8% 52,1%
I think that hybrid working increases my costs (internet, communication

tools, supply of office supplies, electricity and water bills, etc.).

18,3% 15,8% 66,0%
I think the concept of working hours has disappeared because it is

constantly accessible.

8,6% 27,3% 64,3%
Hybrid working increased my job satisfaction.

23,0% 27,5% 49,5%
Thanks to hybrid working, my work-related stress level has decreased.

2,8% 9,5% 87,8%
The flexibility of space and time provided by hybrid work makes me

happy.

9,3% 21,3% 69,5%
Hybrid working allows me to develop my technological, social, emotional,

and cognitive skills.

(-1 = Strongly Disagree and Disagree; 0 = Undecided; 1 = Agree and Strongly Agree)

Table 6.1-test on Gender Variable and Hybrid Working Style Evaluation Form

Gender N Mean S.S. S.D. t P
Woman 184 4,0559 57777
398 1,409 .160
Male 216 3,9643 70233

The findings reveal no significant differences between employees’ attitudes of the hybrid work style toward the hybrid work style
according to the gender variable (t = 1.409; p > .160). There is no statistically significant difference between the mean of female
employees working according to a hybrid working style (Mean = 4.05; S.S. = 57) and the mean of male employees (Mean = 3.96;
S.S. =.70). This result rejected H4. It demonstrates that female and male employees take similar approaches to hybrid working.
In fact, a study conducted in collaboration with King’s College London and the Global Institute for Women’s Leadership with 40
female and 40 male participants working in a hybrid working style concluded that even if no difference exists in the approach to
hybrid working style in general, women were more disadvantaged than men in terms of making more effort; they feel the lack
of office environment more and are more disadvantaged than men in terms of career advancement (The Female Lead & King’s
College London, 2022).




Yosunkaya, M., Hybrid Employees Approaches Toward Hybrid Working and Work-Life Balance: A Field Study

Findings Related to Work-Life Balance of Employees

In this part of the study, the work-life balance of employees working in hybrid working style are included in questions and
findings.

Table 7.Work—Life Balance Scale

Questions -1 0 1
I cannot even find time for simple things during the day. 63,8% 18,3% 18,0%
| see myself as someone who only knows how to work and does not live | 65,3% 17,0% 17,8%
the rest of life.
I spend my weekends doing something with my wife and/or friends. 5,3% 10,0% 84,8%
I think I am watching life from behind. 65,3% 17,3% 17,6%

52,3% 17,3% 30,5%
Because | try to do too many things at the same time, | sacrifice basic

vitality. activities such as sleep, regular nutrition, and exercise.

I can do everything by planning my life well. 15,8% 24,8% 59,6%
6,8% 22,3% 71,0%

| decide what my priorities are in my professional life and act accordingly.

12,3% 26,5% 61,3%
I can find a balance between my work and my personal life.

10,8% 29,0% 60,3%
I think I manage my workload quite well.

50,8% 26,3% 23,1%
I cannot keep up with my busy schedule.

Although I think my life reflects the ideal way of living, | live with the 24,5% 34,8% 40,8%

feeling that I am missing something.

On an ordinary day, | make unhealthy decisions about what to do with my 59 8% 23.8% 16.5%

time and energy.

I think "If I had done things that would make me happy, maybe | would 40,0% 25.8% 34.3%

have been happier."

73,0% 12,5% 14,6%
I often leave work late at night.

84,3% 10,0% 5,8%
I continue to work nonstop on weekends.

50,6% 25,5% 24,0%
I miss activities outside of work due to the time | spend at work.

11,5% 27,8% 60,8%
I do the activities that | enjoy in my work and in my private life.

30,1% 24,0% 46,1%
Tensions that arise from my work have a negative impact on my private

life.

15,8% 32,5% 51,8%
| appropriately think | distribute my time appropriately in my work and in

my private life.

73,6% 17,0% 9,6%
I have difficulties at work because | don't compromise my private life.

(—1 = Strongly Disagree and Disagree; 0 = Neutral; 1 = Agree and Strongly Agree)

As shown in Table 7, employees with a hybrid working style generally maintain their work—life balance, with 61.3% responding
"agree and strongly agree" to the question "I can establish a balance between my work and personal life" It was determined that
priorities in work—life are determined and followed (71.0%), workload (60.3%) and work intensity (50.8%) are well managed, time
is allotted for areas such as sleep and regular nutrition (52.3%), and so on. However, participants emphasized that work—related
stress negatively affected their private lives (46.1%) and the feeling that they were missing something (40.8%) although their lives
reflected an ideal lifestyle. According to Maxwell and McDougall (2004), work—life balance is the foundation of flexible working,
which is defined by criteria such as temporary or part-time work, working outside the home or office using technological tools,
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sharing work, varying working hours, and performing the work through a different employee. The transition to remote working
due to mandatory curfews in the COVID-19 process, in particular, has strengthened the foundation of understanding of flexibility
in labor markets and revealed that a better work—life balance can be achieved due to time and effort savings from not commuting
to work (Sartipek, Cerev, & Ayhan, 2022, p. 22).

Whether there is a significant difference according to gender in terms of whether employees can maintain their work-life balance
according to the hybrid working style was measured using the T-test and the results are presented in Table 8.

Table 8.7-test on Gender Variable and Work—Life Balance Scale

Gender N Mean S.S. S.D. t P
Woman 184 2,9598 ,39351
Male 216 2,8845 ,45017 398 1,766 078

According to the findings, no significant differences were found between the work-life balance scale of hybrid workers and the
gender variable (t=1,766;p > 0,78). This result rejected hypothesis HS. It is possible to conclude that there is a balance between
the working and nonworking lives of male and female employees who work in a hybrid work style. On the one hand, the reason
for this situation may be that 58.3% of the employees participating in the research are single, 70.8% do not have children, and
children in the 23-27 age group are the majority. However, it will be seen that there are positive outcomes in terms of employees’
work—life balance in the hybrid working style. In fact, a study conducted in 2020 in the United States to determine the impact
of the COVID-19 pandemic on women and men discovered a significant difference in the gender variable. It was discovered that
women who are working, married, and have children are more stressed and negatively affected by the potential process (Hamel &
Salganicoff, 2020).

Conclusion

Labor markets undergo a continuous process of change and transformation due to their structure. However, the COVID-19
pandemic has had a global impact, bringing mandatory remote work and making it widespread in applicable sectors. Finally,
hybrid work has taken its place in the labor markets today. With increasingly widespread flexible working styles, ensuring
work-life balance, which is an important issue for employees, has also attracted attention.

Although some studies (Alfanza, 2021; Gigauri, 2020; Bulut & Reziyamu, 2021; Usen, 2020; Yiiceol, Kaki, & Cekei, 2022)
have found that remote work, which has been experienced globally with the COVID-19 outbreak, harms employees’ work-life
balance in general, this study has found the opposite. Consistent with the objectives of this study and as a result of statistical
analyses, this study revealed a significant and positive relationship between the hybrid working style and the employees’ work—life
balance. The effect of hybrid working, which is the independent variable, on the work-life balance of employees, which is the
dependent variable, has been determined to be around 19%. Despite the low rate, it is concluded that hybrid working, a flexible
working style, affects work-life balance, which is heavily affected by many external factors.

When the responses given by the participants to the hybrid working style evaluation form are examined in general, it is seen that
there is a positive approach. Employees expressed 86.8% satisfaction with the hybrid working style and expressed a desire for this
working style to become permanent. This result shows that the employees generally accept the hybrid working style and it will be
possible to adopt it more widely as a part of working life in the future.

Furthermore, it was found that hybrid working has an effect on increasing work motivation (80.8%) and job satisfaction (64.3%),
and decreasing the level of work-related stress (49.5%). This reveals that the hybrid working style can increase employees’
commitment to work and productivity. Although it is revealed that more time is allocated to family responsibilities thanks to hybrid
working, the concept of "working hours" is thought to be eliminated due to being constantly available. As a result, it is important
to develop appropriate policies and practices to assist employees in maintaining a work-life balance while also considering the
challenges of this new way of working.

When the hybrid work style employees’ responses to the work—life balance scale question are examined in aggregate, it is
discovered that they maintain their work-life balance. They answered "I can establish a balance between my work and personal
life" positively at a high rate. Priorities in business life are determined and acted upon (71.0%), workload (60.3%) and work
intensity (50.8%) are well managed, time is allocated for areas such as sleep and regular nutrition (52.3%), and so on. Aside from
the overall positive picture, employees affected that work—related stress harmed their personal lives (46.1%). Therefore, employers
and employees have been observed to cooperate and support each other to maintain the advantages of hybrid working and reduce
some of its negative effects.

In fact, in the analyses made based on the gender variable, which constitutes one of the limitations of the research, there was
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no significant relationship found between the gender variable and either the hybrid work evaluation form or the work-life balance
scale. It should be noted that the employees in the study are mostly between the ages of 23 and 27 and single. Because it is widely
accepted that they can achieve a better work-life balance than the other group due to fewer responsibilities in terms of age and
marital status. Therefore, more comprehensive analyses can be conducted in future studies to better analyze the hybrid work and
work-life balance approach in terms of gender variable.

The fact that innovations and transformations in the workplace will continue unabated, and that hybrid working is expected
to increase traction in the workplace today and in the near future reveals the issue’s importance. Due to the limited studies on
the subject in the literature, this research is believed to guide future studies. Furthermore, future research topics may include an
evaluation of the issue addressed in terms of employees from a broader perspective with employers, different sectors, and diverse
participants.
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Hibrit Cahisma Biciminde istihdam Edilenlerin Hibrit Calismaya ve
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COVID-19 salginiyla birlikte, artan dijitallesme ve esneklik egilimleri caligma hayatin1 derinden etkilemekte ve biiyiik degisik-
liklere yol agmaktadir. Bir yandan bilgi birikiminin artarak devam etmesi diger yandan dijital doniisiimlerin hizli bir gekilde
gelisim sergilemesi standart caligma bicimlerinin yerini yeni ¢aligma bicimlerine birakmasina olanak saglamaktadir. Bu c¢alig-
manin amaci ise giderek yayginlagan hibrit ¢alismanin s6z konusu ¢alisma biciminde istihdam edilen c¢alisanlar acisindan nasil
degerlendirildigini ve ig-yasam dengesi ile iligkisini ortaya koyarak, bu ¢calisma bi¢giminde ¢alisanlarin is-yasam dengelerini koruyup
koruyamadiklarini tespit etmektir. Bu dogrultuda hibrit ¢calisma bi¢iminde istihdam edilen 400 katilimciyla bir alan arastirmasi
gerceklestirilmigtir. Katilimeilara gevrimigi anket araciligtyla hibrit calismay1 degerlendirme formu ve ig-yagam dengesi dlcegi
kapsaminda sorular yoneltilmistir. Katilimcilar ¢ogunlukla 23-27 yas araliginda ve bekar olup, cinsiyet bazinda yapilan analizler
sonucunda, hibrit caligma bi¢imine ve ig-yasam dengesine yonelik yaklagimlarda belirgin bir farkliliga rastlanilmamistir. Aragtirma
bulgularina gore hibrit calisanlarin neredeyse tamaminin (%86,8) bu caligma biciminden memnun oldugu ve kalic1 hale gelmesini
istedikleri goriilmiistiir. Ancak diger yandan yaklasik dortte iigiiniin (%66) giin icinde siirekli ulagilabilir olmaktan kaynakli “mesai
saati” kavraminin ortadan kalkacagi endisesi tagidiklar1 da one ¢ikan bulgular arasindadir. Bununla birlikte literatiirde konuya
yonelik caligmalarin kisith olmasindan kaynakli, calismanin bu yoniiyle literatiire katki saglayacagi diisliniilmektedir.
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Cahsma Hayatinda Degisen Paradigmalar

Toplumsal anlamda ¢aligsma olgusu ele alindiginda ¢alismanin hem anlam hem de bi¢im yoniinden tarihsel, kiiltiirel ve donemsel
olarak farkliliklar gosterdigi bilinmektedir. Bugiin gelinen noktada belirli kaliplar icerisinde degerlendirilen ¢aligmanin ge¢misi
cok eskiye dayanmamaktadir. Ancak bununla birlikte ilk insan topluluklarindan itibaren ise ¢aligmadan bahsetmek miimkiindiir
(Granter, 2009, s. 9).

Geleneksel toplum olarak ifade edilen ilkel toplumlarda basit bir teknoloji cergcevesinde insanlarin ge¢imlerini saglamak amactyla
avcilik ve toplayicilik yaptig1 bilinmektedir. Ancak artan bilgi birikimi paralelinde artan icatlar sayesinde topragin igslenmesiyle
birlikte tarim devrimi yasanmistir (Bozkurt, 2011, s. 135). Tarim devrimi hayvanlarin giiclinden en yiiksek verimi elde etmeye
odaklanarak {iiretim, tagimacilik ve iletisim amaciyla hayvan giiciinii insan emegiyle birlestirmistir. S6z konusu durum hem
toplumsal hayattan yerlesik hayata gecis gibi koklii degisimlere yol agmig hem de iiretim bigcimlerini degistirmistir. Bu donemde,
tiretim ¢ogunlukla evlerde ve el tezgahlarinda gerceklestirilmistir (Giinay, 2002, s. 8).

Ingiltere’de 18. yiizyilin ikinci yarisindan itibaren ortaya ¢ikan ve “en cok degisen ve en cok seyi degistiren ¢ag” olarak
adlandirilan Sanayi devrimi yasanmustir. (Schwab, 2018, s. 16). Buhar ve pamugun birlesimi ile baslayan Endiistri 1.0 siireci
toplumsal, ekonomik ve siyasi gelismeleri beraberinde getirmistir. Emek yogun iiretim sisteminden sermaye yogun iiretim sistemine
gecilerek ve ayn1 zamanda teknolojinin de yogun bir sekilde kullanilmaya baglanmasi liretimde alisageldik yontemleri degistirmistir
(Celik, 2009, s. 92). Calisma hayatinda asil biiyiik degisimlere kapi aralayan Endiistri 1.0, iiretimi tek bir merkezde diger
bir deyisle fabrikalarda toplamistir. Uretimin ev digina cikarak fabrikalara tagmnmasi ayni zamanda isin “isyerine” kaymasi
anlamina gelmektedir (Kicir, 2019, s. 174). Fabrika sisteminde mevcut olan vardiyali sistemin egemenligi, sanayi toplumunda
tarim toplumundan farkli olarak zaman bilincinin olusmasini beraberinde getirmistir. Toplum ve caligsma hayatinda zaman hayati
bir 6neme sahip olmustur. Uretimin aksamamas1 adina vardiyal sistemlere gecilmesi, iscilerin ise gidip gelmesi basta olmak iizere
toplumsal diizenin biitiin alanlarinda zamana ayak uydurmak 6nem kazanmigtir (Zencirkiran, 2005, s. 19). 19. yiizyilin sonlarinda
ortaya ¢ikan Endiistri 2.0 ise makinelesmenin artarak elektrigin liretim siireclerine katilmasini ifade eden Fordist iiretim, standart ve
kitlesel iiriin yaratmaya yonelik siireci temsil etmistir (Kicir, 2019, s. 174; Giiriin, 2019, s. 70). Ancak zamanda teknolojide meydana
gelen ilerlemelerin tiretimde kullanilmasiyla birlikte calisma yontemleri ve uzmanlagma yenilikleri beraberinde getirmistir. Birinci
diinya savasinin sonuna kadar devam eden siirec, kesfedilen yeni teknolojilerle sinirlar1 ortadan kaldirmigtir (Ozdogan, 2017, s.
18).

1970’1lerde baslayan ve giiniimiize degin devam eden siiregte iiretim ve teknoloji alanindaki hizl1 yenilik¢i doniisiimler, robotlarin,
internet ve web teknolojilerinin ortaya ¢ikmasiyla beraber bilgiyi merkezi konuma getirerek Endiistri 3.0 donemini baglatmigtir.
Hig¢ kugkusuz kiiresellesme siirecinin de carpan etkisiyle birlikte dijital toplum adi altinda yeni toplumsal diizenin ve yeni yapilarin
olugmasinin 6nii agilmistir (Sahin, 2020, s. 83). Ozellikle 1980 yil itibariyla tiim sosyal alanlardaki gelisim ve degisim siireci
geleneksel yontemlerden siyrilarak ¢alisma hayatinda esneklik diislincesinin olugsmasina zemin hazirlamistir (Mahirogullari, 2005,
s. 380). Ayni zamanda istihdamin yapisindaki farkedilebilir degisim ve hizmet sektoriiniin hizla gelismesi ¢aligma hayatinda yeni
bir donemin baslayacaginin habercisi niteliginde kabul edilmektedir (Koray, 2005, s. 204-205). S6z konusu donemler itibartyla
hem yaygin sektore uyarlanabilirlik hem de teknolojik yenilikler baglaminda esneklik, ¢caligma hayatin1 derinden etkisi altina
almaya baglamigtir.

Ik kez 2011 yilinda Almanya’da gergeklestirilen Hannover Fuarinda yeni bir diinyanin baglangici kabul edilen fiziksel, dijital
ve biyolojik alanlarin birbirleriyle etkilesimine dayanan Endiistri 4.0 kavrami ortaya atilmistir (Schwab, 2018, s. 16-17). Yapay
zeka, bulut bilisim, 3D yazicilar, nesnelerin interneti, nano teknoloji vs. gibi yenilik¢i teknolojiler sayesinde ¢calisma hayatinda var
olan dinamikler degismeye baglamistir (Oztuna, 2017, s. 56). Ozellikle yasanan dijital doniisiimler sayesinde is, isgiicii ve isyeri
kavramlarinin yeniden tanimlanmasi zorunlu hale gelmistir (PwC, 2022). Kiiresellesme ile baglayan dijital doniisiimlerle etkisi
daha da artan kiiresel diizeydeki rekabet, caligsma bicimlerini degistirerek yeni ¢calisma bigimlerinin ortaya ¢ikmasini saglamigtir.
Esnek calisma bicimleri olarak adlandirilan s6z konusu yeni ¢alisma bicimleri ise igin igyeri catis1 altindan ¢ikmasina olanak
saglayarak zaman ve mekan sinirlarini ortadan kaldirmaya baglamigstir (Cakir, 2005, s. 107). Aym1 zamanda dijitallesmenin hizla
yayginlagmasi zaman ve mekandan bagimsiz calisma diizenine gecisi kolaylastirmis, isin niteligi dogrultusunda ¢alisma artik evden
yahut herhangi bir yerden yiiriitiiliir hale gelmistir (Aydinli, 2004, s. 11). Bu noktada goriilen o ki Endiistri 1.0 ile isin/liretimin ev
digina ¢ikarak fabrikalara/igyerine kaymasi yoniindeki doniisiim, Endiistri 4.0 ile "eskiye doniisii" beraberinde getirmis ve is/liretim
igyerinden bambagka alanlara taginmigtir.

Pandemi Doneminde Uzaktan Calisma

Diinya Saglik Orgiitii (WHO) 11 Mart 2020 tarihinde tiim diinyay1 ¢ok kisa siirede etkisi altina alan COVID-19 salginin,
kiiresel salgin olarak ilan etmesi ile birlikte kiiresel ekonomide ve ¢alisma hayatinda biiyiik ve kapsamli degisiklikler meydana
gelmistir. WHO, tilkelerin konuyu 6nemsemelerini dikte ederek s6z konusu salgin karsisinda yetkilileri ¢esitli siki dnlemler almaya
davet etmistir. Bu 6nlemlerin en miihim olanini ise bir¢ok iilkede uygulanan genel tecrit diger bir deyisle sokaga cikma yasaklari
olusturmusgtur (WHO, 2020). Sokaga cikma yasaklar1 veya evde kalma onlemlerinin yiiriirliige girmesiyle birlikte yapilan islerin
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niteligi dogrultusunda isgiiciiniin ¢ok biiyiik bir kismina evlerinde kalarak uzaktan ¢aligmalari talimalati verilmistir. Boylelikle
tarihte esi benzeri goriilmemis toplu uzaktan ¢alisma donemine girilerek kiiresel ¢apta uzaktan ¢aligmay1 deneyimleme imkani
olusmustur (ILO, 2020, s. 10).

Esnek caligma bicimlerinden biri olan uzaktan ¢aligma; akilli telefonlar, bilgisayarlar, internet gibi cesitli bilgi ve iletisim
teknolojisi kullanilarak gelisen ve islerin igyeri disinda yerine getirilmesine olanak saglayan bir ¢calismadir (Eurofound, 2020, s.
3).

Her ne kadar uzaktan veya evden ¢alisma bi¢cimi COVID-19 salginiyla birlikte hayatlarimiza girmig gibi goziikse de aslinda
salgin, s6z konusu caligma bi¢iminin baglangici degil onu 6n plana ¢ikaran bir siireci yaratmistir. COVID-19 salginindan ¢ok
once, 6 Mayis 2016 tarihinde 6715 sayili Kanun ile 4857 sayil1 yasada yapilan degisiklikle birlikte uzaktan ¢alisma Tiirkiye’de
yasal diizenlemeye kavugmustur. Diger taraftan salgin oncesinde de yaygin olmasa dahi belli oranlarda uzaktan ¢calismanin oldugu
bilinmektedir (Tuna & Tiirkmendag, 2020, s. 3248). Tiim diinyada farkl1 sektorlerden toplam 1,6 milyon ¢alisani olan igverenlerin
katildig1 bir arastirmaya gore, COVID-19 salgin1 oncesi evden ya da uzaktan calisan oran1 %14 iken salginin ortaya ¢ikmasiyla
birlikte bu oranin %68’e yiikseldigi sonucuna ulagilmigtir (WTW, 2020).

COVID-19 salgininin yayilma ve bulagma riskini azaltma amaciyla uygulamaya konulan uzaktan caligma beraberinde bir¢ok
avantaj ve dezavantaji getirmistir. Calisanlarin aile bireyleriyle daha fazla vakit gecirmeleri 6zellikle kadin ¢aligsanlarin ¢ocuklari
ile daha yakindan ilgilenmeleri, ise gidis-gelis esnasindaki yol masrafinin azalarak tasarruf saglanmasi, is 6zerkliginin saglanmasi
gibi avantajlar1 bulunmaktadir. Bununla birlikte ig-yasam dengesinin bozulmasina, sosyal iligkilerin azalmasina, is yiikiiniin ve
calisanlarin stres diizeylerinin artmasina, orgiitsel bagllik, is tatmini ve performans seviyelerinin diigmesine, 6zellikle kadin
caliganlarin hem aile hem de ig alaninda yogunlugunun artmasi gibi dezavantajlara yol agmustir (Serinikli, 2020, s. 285).

Ekonomik, siyasal ve toplumsal her alanda kalic1 ve gecici degisimlere yol acan salginin etkisi halen daha devam etmektedir.
Calisma hayatina dair getirdigi kisa, orta ve uzun vadeli etkiler ise lizerinde uzlasilamayan konular arasindadir. Ozellikle isverenlerin
salgin doneminde uzaktan ¢alismanin farkina varilir maliyet diisiiriicii etkisini g6z Oniinde tutarak 6nlem amach salgin tedbirlerini
siirdiirme konusunda kararl1 olmalar1 (Omay, 2020, s. 162) salgin tamamen bittiginde dahi artik caligma hayatinda eski diizenin
devam edilmeyecegi ongoriilmektedir.

Etkisi devam eden COVID-19 salgim1 ayni zamanda c¢alisma hayatinda, dijitallesmeyi daha 6nce hi¢ olmadigi kadar 6nemli
kilarak hizlandirmistir. 1980 yilinda Alvin Toffler tarafindan yayinlanan Ugiincii Dalga kitabinda, iiretim ve calisma bicimlerinde
devrim yaratacagi ileri siiriilen bilgi ve iletisim teknolojisindeki yenilikler sonucunda calisanlarin igyerlerine gitmeden islerini
evden yapabileceklerine dayandirdig: “elektronik kosk™ (electronic cottage) metaforu bugiin gelinen noktada gergege doniigmiistiir
(Bozkurt, 2020, s. 117). Salgin donemindeki Zoom, Microsoft Teams, Google Meet vb. sesli ve goriintiilii konferans imkani sunan
mobil uygulamalar ve bulut teknolojilerindeki yenilik¢i dijital uygulamalar calisma hayatinda s6z konusu dijitallesme siirecini
ivmelendirmigtir (Das, Tang, Ringland, & Piper, 2021, s. 3). Hatta yapilan bir aragtirmaya gore, 2028 yilina kadar isletmelerdeki
tim ekiplerin %73 iiniin uzaktan calisanlara yonelik olacak bicimde sekilleneceginin beklendigi ortaya koymaktadir (Upwork,

2019).

McKinsey & Company tarafindan 2021 yilinda “COVID-19 Sonrasi Isin Gelecegi” ile ilgili hazirlanan raporda, uzaktan calisma
ve sanal toplantilarin salgin sonras1 donemde de devam edecegi ongoriilmektedir. Ayrica rapor, gelismis ekonomilerde iggiiciiniin
%20’den fazlasinin haftanin iic ila beg giin arasinda verimlilik kayb1 olmadan ofis ortamindan bagimsiz uzaktan calisilabilecegini
ortaya koymaktadir. S6z konusu durum ise salgin oncesine gore dort ila bes kat daha fazla uzaktan ¢alismay1 temsil etmektedir.
Isverenlerin uzaktan caligma ile ofis alanini ortalama olarak %30 azaltmay1 hedefledikleri de sonuglar arasindadir. Aragtirmanin
goze carpan diger bir sonucu da COVID-19 salgini 6ncesinde %12 civarinda olan farkli bir meslek edinme oraninin salgin sonrasi
%?25’lere kadar ¢ikacak olmasidir (McKinsey&Company, 2021).

Cahsma Hayatmin Yeni Rotasi: Hibrit Calisma

COVID-19 salgin1 kapsaminda alinan 6nlemler dogrultusunda uzaktan ¢alisma bi¢cimine gecen ¢ogu isletme s6z konusu ¢aligma
diizeninin verimli ve etkili bir sekilde yiiriitiildiigiinii kesfetmistir. Yapilacak islerin nitelikleri goz onilinde bulundurularak gecilen
diizende ozellikle bilgi islem, miisterilerle iletisim ve miisteri hizmetleri gibi rutin gorevlerin ve faaliyetlerin dijital ortama
taginmast hiz kazanmustir. Uzaktan calisma diizeninden igverenler memnun kaldigi gibi ¢alisanlar da memnun kalarak uzaktan
caligmaya cok kisa siirede uyum sagladiklar1 goziikmektedir. Her iki taraf icin de olumlu giden bu siire¢ igletmeleri yeni caligma
bicimleri arayisina siiriiklemistir (Tippmann, Scott, & Gantly, 2021).

Salgin doneminde zorunlu olarak gecilen uzaktan caligma, doniisiimlii calisma yahut evden ¢aligsma artik yerini hibrit ¢alisma
bicimine birakmistir. Hem dijital doniislimiin her alana niifuz etmesi hem de vaka oranlarindaki azalis ve as1 vb. koruyucu
oOnlemlerin hayata ge¢irilmesi ile birlikte baglayan normallesme siirecinde, ¢ogu kurumsal sirket hibrit calisma bicimine gectigini
ilan etmistir.
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Hibrit calisma, bir calisanin caligma yerinin veya saatlerinin kati bir sekilde standartlastirilmadigi esnek ¢alisma diizenlemeleri
seklinde ifade edilmektedir (Economist Impact, 2021, s. 4). COVID-19 salginindan sonra ¢aligma hayatinin yeni rotasini olusturan
hibrit calisma, igyerinde ¢alisma ile uzaktan ¢aligmanin birlestirildigi bir ¢alisma bicimidir. Buna gore hibrit ¢alisma, islerin
haftanin 2 ila 3 giinii uzaktan kalan giinlerin ise igyerinden yiiriitiilmesine dayanmaktadir. Ozellikle salgin doneminde zorunlu
olarak gecilen uzaktan ¢aligmada; caliganlar agisindan zaman ve mekan esnekligi avantajinin, igverenler acisindan da maliyetleri
azaltict etkisinin fark edilmesi salgin sonrasinda hibrit ¢alismaya gecisi kolaylastirmigtir (Bloom, Han, & Liang, 2023, s. 2). Bu
yeni calisma bigimi, dijital ¢cagin gerekliliklerine uygun olarak daha esnek ve dijital bir ¢caligma hayatina olanak saglamaktadir
(Hilberath, 2020).

Nitekim diinyanin en eski teknoloji sirketlerinden biri olan Fujitsu’nun 2021 Mart ayinda evden calisan yaklagik 80 bin kisilik
calisanina uyguladig1 anketin sonuclarina gore ¢alisanlarin %15°1 ofisin ¢alismak i¢in en iyi yer oldugunu, %30’a yakin1 evlerini,
geriye kalan %55’lik kesimin ise ev ile ofisi bir arada kullanmay1 diger bir deyisle hibrit ¢aligma bigimini tercih ettiklerini ortaya
koymustur (Gratton, 2021).

Benzer sekilde Harvard Universitesi, Global Isyeri Analitigi, Gallup ve Stanford Universitesi dahil olmak iizere uzaktan calisma
konusunu inceleyen diinyanin 6nde gelen arastirma kurumlarinin analizlerinden elde edilen istatistiklerine gore isyeri esnekliginin
igverenler agisindan verilerine bakildiginda; uzaktan ¢alisanlarin ofiste calismaya gore ortalama %35-40 oraninda daha iiretken,
mekan bagimsizlig1 sayesinde daha giiclii 6zerklik ile ¢alisanlarin %40 daha az kalite hatasiyla kars1 karstya kaldi81, daha yiiksek
performans artis1 saglandigi, calisanlarin %54’ kendilerine daha fazla esneklik sunan bir is i¢in islerini degistirebileceklerini,
yeni ¢aligma bigimlerine gecis ile birlikte salgin 6ncesine kiyasla %21 daha yiiksek tasarruf ve kér sagladigina ulagilmigtir (Farrer,
2020).

Goriildiigii iizere hibrit calisma, hem isletmeler hem de calisanlar agisindan birgok avantaj sunmaktadir. Ozellikle daha az
ofis alaninin kullanimi sonucu maliyetlerde azalmalara katki saglamaktadir. Ayrica iyilestirilmis insan kaynaklarinin etkinliginin
artmastyla calisan yanlisi politikalar giidiilmektedir. Dijital uygulamalar ile daha etkin koordinasyon olusmakta, daha giiclii kiiltiirel
sosyallesme ve daha fazla calisanlarin yaraticiliklar1 6n plandadir. Aym1 zamanda artan esneklik ile is-yasam dengesi caliganlar
acisindan onemli bir kazanim olarak goriilmektedir. Bunlarin yani sira esnek igyeri ve ¢caligma saatleri 6zellikle kadinlar, 6grenciler
ve engellilerin daha cok istihdam icerisinde yer almalarina olanak tamimaktadir. Calisan kesimin daha az ise gidip gelmesi cevreye
de fayda saglayarak trafik olusumundan kaynaklanan karbon ayak izini azaltmaktadir (Mortensen & Haas, 2021). Hibrit ¢calisma,
caligsan ebeveynler agisindan da oldukga esneklik sunmaktadir. Cocuklartyla daha ¢ok vakit gegirerek onlarin bakimi icin harcamig
olduklari parayi tasarruf etmelerine imkén tanimigtir (Leighton, 2021).

Ancak hibrit ¢alisma biciminin avantajlar1 oldugu gibi birtakim dezavantajlari da bulunmaktadir. Mesai kavramini ortadan
kaldirilarak galisana her an ulasma imkani, uzun ¢alisma saatlerine neden olmaktadir. Is yasam dengesinde sorunlar meydana
gelerek hem aile ici sorumlulugun hem de is yiikiiniin artmasi, ¢alisanin stres diizeyinin yiikselmesine ve en nihayetinde psikolojik
olarak tiikenmiglige yol agmaktadir. Bunun yaninda artan dijital bagimlilik c¢esitli sorunlart dogurabilmektedir. S6z konusu
problemler ise ¢alisanlarin liretkenligine ve verimliligine tesir etmektedir (Hogarty, 2021). Ayni zamanda bir isletmenin ayakta
kalabilmesi icin ¢alisanlarinin ortak amag etrafinda bir araya gelmesi olduk¢a dnemlidir. Hibrit ¢calisma ise ofiste gegirilen zamani
azalttig1 igin ¢alisanlar arasindaki etkilegimi minimum seviye indirgemektedir. Ofis ortamindan bagimsiz calisanlar, birlikte
olmanin enerjisini hissedememekte ve bu durum ¢alisanlarin isletme kiiltiirii ve ortak bir ama¢ duygusundan uzaklagsmasina yol
acmaktadir (Brower, 2021).

Bununla beraber ¢aligma hayatinda hibrit calismanin getirdigi mevcut doniigiimiin olumlu ve olumsuz yanlar1 degerlendirildiginde
s0z konusu c¢aligma bi¢iminin dijital doniisiimiin de etkisiyle kalic1 olacag: diisiiniilmektedir. Hem calisanlar hem de igverenler
acisindan ihtiya¢ duyulan esneklik yaklagimlar: hibrit ¢calismanin kalicigim artiracag diisiincesini yaratmaktadir (Bandaru, 2021).
McKinsey & Company tarafindan 2021 yilinda farkl: iilkeler ve endiistrilerin yer aldigi 100 yoneticinin katilimiyla yapilan bir
ankete gore, Covid-19 sonrast on isletmeden dokuzunun hibrit ¢alisma bicimini tercih edecekleri sonucuna ulasilmistir. S6z
konusu c¢aligma bi¢iminin ¢aligsan iiretkenligini ve miisteri memnuniyetini artirdigini ileri siirmiislerdir. Ancak %10’luk kesim
ise calisanlarin bireysel ¢apta verimliliginin diistiigiinii belirtmektedir. Ayn1 zamanda igletmeler bir yandan da hibrit ¢calisma i¢in
geleneksel kaliplardan siyrilip is gelistirme siireclerini yeniden tasarlama yoluna gittiklerini ortaya koymuslardir (McKinsey &
Company, 2021). Hibrit calismanin ¢alisanlara ve igverenlere sundugu avantajlarinin daha fazla oldugu sonucuna ulagilmaktadir.
Giiniimiiz teknoloji devlerinin biiyiik 6l¢lide uygulamaya bagladig1 hibrit caligma sisteminin yakin gelecekte ¢alisma hayatinin
miimkiin olan her alana yayilmas1 beklenmektedir (Leighton, 2021).

Calisma Hayatinda Is-Yasam Dengesi

Is-yasam dengesi kavrami en genel anlamda, bireyin ¢aligma hayatindaki ilgili beklentileri ile kisisel hayatindaki ilgili beklen-
tilerinin dengede olma durumu olarak ifade edilmektedir (Dhas & Karthikeyan, 2015, s. 10). Calisan bireylerin, calisma hayatlari
ve 0zel hayatlarindaki rollerini belli bir nem hiyerarsisi icinde degerlendirmelerinin aksine farkli yasam rollerine esit derecede
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olumlu yonelimler gostermeyi bagka bir deyisle is-yasam dengesinin ¢oklu rollere dair dengeli bir yonelim olarakta tanimlan-
abilmektedir (Marks & Macdermid, 1996, s. 417). Is-yasam dengesi bir bagka tanima gére ise, calisan bireyin hem isyerinde hem
de evinde minimum rol ¢atismasiyla kars1 karsiya gelerek her iki alanda iyi bir hale biiriiniirek yiiksek diizeyde tatmin olmalar1
seklinde belirtilmektedir (Clark, 2000, s. 748).

Ekonomik, sosyal ve ¢alisma hayatinda yasanan degisimler is ve yasam dengesini genis kapsamli ve cok boyutlu bir hale
getirmektedir. Ozellikle 1980 yil1 sonras1 kiiresellesmenin etkisiyle artan piyasa rekabeti, kadinlarin ¢aligma hayatina katilimimin
artmast, niifusun yaglanmasi, diisitk dogum oranlari, esnek ¢alisma bicimlerinin yayginlagmasi, dijital yeniliklerin ¢alisma hayatina
etkisi, tek ebevenyli aileler, ¢ift kariyerli aileler vb. aile yapisindaki ¢esitlilik gibi bir dizi degisim is yasam dengesine yonelik
egilimleri artirmustir (Parlak, 2016, s. 8).

Bireyin is ve 0zel hayattaki rollerine egit derecede katilarak ve esit derecede tatmin olmasina dayanan is-yagsam dengesi rol
katilimi, zaman ve psikolojik katilim unsurlarina gore ayrilabileceginden dolay: ii¢ bilesene sahiptir. Bireyin yaklagimina gore
is-yasam dengesinin soz konusu bilesenleri, pozitif ve negatif dengeyi temsil etmektedir. Is-yasam dengesi bilesenlerini su sekilde
siralanmak miimkiindiir (Greenhaus, Collins, & Shaw, 2003, s. 513):

o Zaman dengesi: Is ve 6zel yasamdaki rollere esit miktarda zaman ayirma,
o Katilim dengesi: Is ve 6zel yasamdaki rollere esit miktarda psikolojik katilim,
e Memnuniyet dengesi: Is ve 6zel yasamdaki rollerde esit miktarda memnun kalma.

Is-yasam dengesi, bireyin caligma ve aile hayatindan kaynaklanan ihtiyaclarinin yani sira kendi bireysel ihtiyaglarinin bir dnceki
paragrafta dile getirilen ii¢ dengeyi gozeterek uyumlu hale getirmesine dayanmaktadir (Dogrul & Tekeli, 2010, s. 12). Zaman,
katilim ve memnuniyet bilesenleri “is, aile ve birey” olmak iizere ii¢ ayr1 alanda kendini gosterdigi takdirde denge olugmaktadir.

Guest; (2002, s. 265) is-yasam dengesinin dogasi, nedenleri ve sonuclarmi Tablo 1°de goriildiigii sekilde 6zetlemektedir. Is-
yasam dengesinin belirleyici faktorlerini bireysel ve oOrgiitsel olmak {izere iki grup altinda ele alarak tablonun genelinde ifade
edilen “ev” kelimesi ile bireyin ¢aligma hayati disindaki biitiin yasamini kastetmektedir.

Tablo 1. is-yasam Dengesinin Dogasi, Nedenleri ve Sonuglart

Belirleyiciler Dengenin Dogasi Sonuglar/Etki
Orgiitsel faktérler Oznel gostergeler Is doyumu

Isin talepleri Denge- ev Ve iste esitligi vurgulama Yasam doyumu

Is kalttirt Denge- ev merkezli Ruhsal saglik/iyi olma
Evin talepleri Denge- is merkezli Stres/hastalik

Evin kiltura Isin eve dagilmasi ve/veya ayrilmas: | iste davranig/performans

Evin ise dagilmas: ve/veya ayriimas: | Evde davranig/performans

Isteki digerleri Gizerine etkisi
Evdeki digerleri izerine etkisi

Bireysel faktorler Nesnel gostergeler
Ise uyum Calisma saatleri
Kisilik Bos zaman

Enerji Aile rolleri

Kisisel kontrol ve basa ¢tkma

Cinsiyet

Yas

Yasam ve kariyer basamagi
Kaynak: David E. Guest, Perspectives on the Study of Work-Life Balance, Social Science Information, 2002,

41(2), ss. 255-279.

Dengenin belirlenmesinde etkili olan degerler 6znel ve nesnel gostergeler olmak iizere iki baslik altinda ele alinmaktadir. Is-
yagsam dengesinin sonuglarina bakildiginda ise bireye is ve yasam doyumu saglamasi, psikolojik acidan iyi olug hali, ig ve ig dis1
yasamlarinda performanslarinin yiiksek olmasinin yani sira ig-yagsam dengesinin sadece bireyi etkilemekle kalmayip ayni1 zamanda
bireyin hayatinda olan diger kisiler iizerinde de etkisi oldugu goriilmektedir.

Caligan bireylerin yagsamlarinin iki 6nemli alanini olusturan is ve 6zel yagam arasindaki denge, bireyin 6zel yagsamindaki bireysel
tatmin ve mutlulugunun yaninda is hayatindaki iiretkenligi agisindan da olduk¢a 6nemlidir (Uysal & Cayir Yilmaz, 2020, s. 35).
Is-yasam dengesi ayn1 zamanda calisanlarin performansim etkileyen esneklik uygulamalariyla da ilgidir. Calisma ortami, calisma
saatleri, 6diil, tesvik ve terfiler, is yiikleri vs. gibi unsurlar ig-yasam dengesini etkilemektedir (Uddin, 2021, s. 8).
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Aragtirmanin Amaci ve Onemi

Dijital doniisiimiin hizla tiim ¢caligma alanlarina niifuz etmesiyle birlikte bilisim sektorii gelismekte ve sektorel bazda istihdamdaki
pay1 da giin gectik¢e artmaktadir. Ayrica dijitallesmenin calisma hayatinda esnekligin yolunu acarak yeni ¢aligsma bicimlerine kap1
aralamasi ozellikle bilisim sektoriinde kendine yer bulmaktadir. COVID-19 salgini ile birlikte kiiresel capta deneyimlenen uzaktan
caligma ve bugiinlerde yerini hibrit caligmaya birakan farkli caligma bigimleri hem ¢aliganlara hem de isverenlere bir¢ok avantaj ve
dezavantaj sunmaktadir. Nitekim COVID-19 salgininin ¢alisma hayatinda oldugu kadar tiim sosyal alanlarda yarattig1 degisiklikler
ise ig-yasam dengesinin giin gectikce 6nemi artan konular arasinda yer almasini saglamaktadir. Ciinkii bireyin calisma hayat1 ve
oOzel hayattaki sorumluluklar1 arasinda dengenin olup olmamasi her iki alani da olumlu yahut olumsuz etkilemektedir. Olusan bu
etki ise bireyin calisma verimliligini, motivasyonunu, is tatminini, calistig1 igyerine katkisini, etkilesimde oldugu diger bireylerle
iligkisine biiyiik ol¢iide etki etmektedir.

Hibrit calismanin is-yasam dengesi ve calisma hayati iizerinde etkisini ortaya koymak amaciyla Ingiltere’de 80 kisiyle nitel,
2800 kisiyle ise nicel olarak yapilan bir arastirmada hibrit caligmanin ig-yasam dengesi iizerinde olumlu etkiler yarattig1, gerekli
ekipmanlarin saglandigi takdirde ofis ortamina kiyasla evde daha fazla verimli ve iiretken bir sekilde calisildig1 sonucuna ulagilmigtir
(Skountridaki, Marks, & Mallett, 2021). COVID-19 salgin1 sonrasi hibrit caligmanin ig-yasam dengesi ve ig yiikii araciligiyla is
tatmini lizerindeki etkisini aragtiran Endonezya’da 138 calisanin katilimiyla gerceklestirilen nicel arastirmada; hibrit calismanin
is-yasam dengesi ve is yiikii lizerinde dogrudan bir etkiye sahip oldugu gibi hibrit calismanin gelecekte calisanlarin i doyumu
tizerinde olumlu etkiler yaratarak kurumsal iiretkenligi artirabilecegi one siiriilmiigtiir (Budiman, Hidayat, & Basbeth, 2022, s.
29811).

Bu calismanin amaci da giderek yayginlasan hibrit calismanin s6z konusu ¢aligma biciminde istihdam edilen ¢alisanlar acisindan
nasil degerlendirildigini ve is-yasam dengesi ile iligkisini ortaya koyarak, bu ¢aligma bi¢iminde ¢aliganlarin ig-yasam dengelerini
koruyup koruyamadiklarin1 tespit etmektir. Arastirma kapsaminda sinanmak istenen hipotezler su sekildedir:

H,: Hibrit ¢alisma bi¢imi ve calisanlarin is-yasam dengeleri arasinda anlamli ve pozitif bir iligki vardir.
H,: Hibrit ¢aligsma bi¢iminin, calisanlarin ig-yasam dengesi lizerinde anlamli bir etkisi vardir.

Hj: Hibrit ¢alisma bi¢iminde caligsanlarin hibrit calismaya yonelik yaklagimlari olumludur.

H,: Cinsiyet degiskenine gore hibrit ¢aligma bicimine yaklasimda anlamli bir farklilik vardir.

Hs: Cinsiyet degiskenine gore is-yasam dengesine yonelik yaklagimda anlamli bir farklilik vardir.

Aragtirmanin Yontemi

Calisma kapsaminda nicel arastirma yontemi tercih edilmistir. Caligmanin amaci dogrultusunda niceliksel yontemlerden olan
anket yontemi kullanilmigtir. Anket formu araciligi ile hibrit ¢caligma bigiminde istihdam edilen calisanlarin hibrit ¢aligmaya
yaklagimlar1 ve ig-yasam dengesi ile ilgili veriler elde edilmistir. Caligmanin icerigi ve kullanilacak anket formundaki sorularin
uygunlugu icin Istanbul Universitesi Sosyal ve Beseri Bilimler Bilimsel Arastirma ve Yaymn Etigi Kurulu’na 14.03.2022 tarih ve
805729 sayil1 bagvuru ile miiracaat edilmis, gerekli incelemeler sonucunda 21.03.2022 tarih ve 03 sayil etik kurul karar ile s6z
konusu caligma uygun goriiliip kabul edilmistir.

Arastirmanm Evreni ve Orneklemi

Arastirmanin evreni, Istanbul ilinde bilisim sektdriinde faaliyet gosteren ve hibrit calisma biciminde caligan isletme ¢alisan-
larindan olugmaktadir. Hibrit bicimde ¢aligsan isletmeler ve hibrit caligma bi¢iminde ¢alisanlar heniiz resmi istatistiklerde yer
almadigi icin 6rneklem biiyiikliigii testi yapilmamustir. Ancak, Tiirkiye genelinde biligim sektoriinde istihdam edilen caliganlarin
sayisinin 2022 yilinda 213.000’e ulagtig1, Tiirkiye Bilisim Sanayicileri Dernegi (TUBISAD) tarafindan yayimlanan “Bilgi ve
Tletigsim Teknolojileri Sektorii 2022 Pazar Verileri ve Trendleri” raporunda ortaya konmustur (TUBISAD, 2023). Nitekim nicel
yonelimli sosyal bilimler aragtirmalar: icin %95 giivenilirlik diizeyinde 10.000 evrenin esas alindif1 bir arastirma icin gerekli
asgari orneklem biiyiikliigii 370, 50.000 i¢in 381 ve 1.000.000 i¢in ise 384 katilimcinin yeterli oldugu ifade edilmektedir. (Giirbiiz
& Sahin, 2016, s. 132). Arastirma kapsaminda ise 400 katilimciyla bu aragtirma gerceklestirilmisgtir.

Arastirmanin Stmirhliklar:

Arastirma kapsaminda aragtirmanin sinirliliklart gu sekildedir:

e Zaman ve mekan konusunda esneklik imkani saglayan uzaktan calisma ve bugiin gelinen noktada hibrit ¢aligma bigciminin
is-yasam dengesi ile dogrudan iligkisi oldugu bilinmekle birlikte 6zellikle ¢alisan kadinlarin karsilagtig1 coklu roller ve erkeklere
kiyasla daha fazla sorumluluklarinin olmasi is-yagam dengesinde kadinlarin mevcut durumunun ortaya konmasini gerektirmektedir
(Sartipek, Cerev, & Ayhan, 2022, s. 20). Bundan dolay1 arastirma, demografik 6zellikler icerisinde sadece cinsiyet degiskeninin
farkliligini test etmektedir.
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e Diinyada ve Tiirkiye’de dijital doniisliimiin isgiiciine, istthdama ve sektdrlere yadsinamaz etkisi oldugu bilinmektedir. Dijital
doniigiimiin en yogun hissedildigi bilisim sektorii calisanlar1 da giin gectikge artmakla birlikte hibrit ¢alisma bigimi gibi ortaya
c¢ikan farkli caligma bigimlerine en yatkin sektorlerin baginda da bilisim sektorii gelmektedir (Giiler, 2019, s. 392). Nitekim iglerin
niteligi elverdigi miiddetce farkli sektorlerde de hibrit calisma bicimi uygulanmaktadir. Ancak bu aragtirmada sadece hibrit calisma
biciminde istihdam edilen bilisim sektorii icerisinde yer alan caliganlar esas alinmaigtir.

e Kozmopolit bir sehir olmasmnin yam sira bir yandan karma isgiicii piyasasinin 6zelliklerini tagiyan Istanbul ayn1 zamanda
farkli calisma bicimlerinin uygulandig1 biligim sektorii gibi alanlarin da merkezini olusturmaktadir. Bu nedenle arastirmanin bir
diger simirliliklarindan biri de Istanbul ilinin esas alinmasidir.

Veri Toplama Teknigi

Arastirmada veri toplama araci olarak kullanilan ¢evrimici anket formu 28 Mart- 22 Nisan 2022 tarihlerinde, katilimcilara
aciklama ve bilgilendirme yapilarak goniillii olarak sorulara cevap vermeleri suretiyle gerceklestirilmisgtir.

Aragtirmada kullanilan anket formu ii¢ boliimden olugmaktadir. Birinci boliimde katilimcilarin demografik 6zelliklerine iligkin
cinsiyet, yas, egitim durumu, medeni durum, medeni durumu evli olmasi halinde eslerinin calisma durumu, ¢ocuk sahibi olma
durumu, ¢ocuk bakimi durumu, ev igleri konusunda destek alma durumu ve kidem siirelerine yonelik 9 adet soru yoneltilmistir.

Arastirmanin ikinci boliimiinde, arastirmaci tarafindan ilgili literatiir taranarak olusturulan ve katilimcilarin hibrit ¢aligmaya
iligkin yaklagimlarini belirlemeye yonelik “Hibrit Calisma Bi¢imini Degerlendirme Formu” sorularina yer verilmistir. Soru for-
mundaki ifadeler icin 5°1i likert tipi 6lgek kullanilmig ve her bir ifade, “Kesinlikle katilmiyorum, Katilmiyorum, Kararsizim,
Katiliyorum, Kesinlikle Katiliyorum” seklinde derecelendirilmis cevaplara yer verilmistir. Arastirmaci tarafindan olusturulan soru
formunun kapsam gecerliligi i¢in ilgili alan uzmanlarina danigilarak ifadeler hakkinda goriisleri alinmigtir. Ayrica 30 ¢aliganla pilot
caligma yapilarak soru formu ifadelerinin anlasilirligr dil, anlatim vb. yonlerden gerekli diizeltmeler yapilmistir. Giivenirliligini
belirlemek i¢in de Cronbach Alpha i¢ tutarlilik katsayisina bakilarak ilgili soru formunun Cronbach Alpha katsayisi 0,87 olarak
bulunmustur.

ST

Arastirmanin iiciincii boliimiinde ise katilimcilarin is-yasam dengelerini 6lgmeye yonelik “Is-Yasam Dengesi Olcegi” sorulari
yoneltilmistir. Is-Yasam Dengesi Olcegi, Cigdem Apaydin’in 2011 yilinda yayinladig1 “Ogretim Uyelerinin Ise Bagimlilik Diizeyi
ile Is-Yasam Dengesi ve Is-Aile Yasam Dengesi Arasindaki iligki” adli doktora tezinde kullanilmak iizere Apaydin tarafindan
gelistirilmis, gecerliligi ve giivenirliligi kanitlanmig ve ilgili 6l¢gegin s6z konusu tez ¢aligmasinda toplam giivenirligi 0,91 olarak
tespit edilmistir. Olgek 20 ifadeden olugmakta ve 5°1i likert tipi dlgektir (Apaydin, 2011, s. 118-119). Bu caligmada ise s6z konusu
Olcegin toplam giivenirliligi 0,70 olarak bulunmustur.

Google Forms araciligiyla olusturulan anket formu dijital platformlar araciligiyla katilimcilara gonderilmis ve ¢evrimigi ortamda
anket formlar1 katilimcilar tarafindan goniillii olarak doldurulmugtur.

Verilerin Coziimlenmesi

Arastirmanin amaci dogrultusunda ilgili calisanlara uygulanan anket sorularindan elde edilen veriler SPSS 22.0 programi
kullanilarak analiz edilmistir. Verilerin degerlendirilmesinde ilgili program aracilifiyla Giivenirlilik analizi, Frekans analizi,
T-testi, Korelasyon ve regresyon testleri kullanilmustir.

Aragtirmanin Bulgulari

Calisanlarin Demografik Ozelliklerine Iliskin Bulgular

Demografik bulgular bagliginda incelenecek konular, anket ¢aligsmasina katilan ¢alisanlarin cinsiyet, yas, egitim durumu, medeni
durum, esin ¢aligma durumu, ¢ocuk sahibi olma durumu, cocuk bakim destegi alma durumu, ev isleri i¢in destek alma durumu,
kidem siirelerinin dagilim ve sayilaridir. Ankete hibrit calisma bi¢iminde istihdam edilen 400 kisi katilmigtir. 184 kadin ¢alisanin ve
216 erkek calisanin katildig: ankette; katilimcilarin genel yas ortalamasinin %35,8 oraninda 23-27 yag araliginda, egitim durumu
degiskenine gore %62,8 oraninda 249 kisinin lisans diizeyinde oldugu, medeni durum degiskenine gore %58,3 oraninda 233
kisinin bekér oldugu, 167 evli ¢alisanin eslerinin ¢calisma durumuna bakildiginda %82,0 oraninda 137 kisinin esinin tam zamanl
calistigi, calisanlarin %70,8 oraninda 257 kisinin ¢ocuk sahibi olmadigi, cocuk sahibi olan 106 kisinin ise %24,6 oraninda 43
kisinin ¢ocuk bakim destegi aldigi, ev islerine destek konusunda %67,5 oraninda 270 kisinin destek almadigi, cogunlugun kidem
stiresinin ise %38,8 oraninda 155 kisinin 7 yil ve iizeri oldugu sonucuna ulagilmigtir.

Hibrit Calisma Bicimi ile Cahsanlarin Is-Yasam Dengeleri Arasindaki iliskiye Dair Bulgular

Korelasyon analizi, arastirmalarda yer alan iki veya daha fazla degisken arasindaki iligkiyi incelemektedir. Korelasyon analizi
sonucunda degiskenler arasi iligkinin yonii ve kuvveti tespit edilmektedir. Hibrit caligma bigimi ile ¢alisanlarin is-yasam dengeleri
arasindaki korelasyon analizi agagidaki tabloda yer almaktadir.
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Tablo 2. Ankete Katilan Calisanlarin Demografik Ozellikleri

Cinsiyet N Frekans % Esin Calisma Durumu N Frekans%
Kadin 184 46,0% Tam zamanh calistyor 137 82,0%
Erkek 216 54,0% Yari zamanh caligtyor 5 3,0%
Toplam 400 100% Caligmiyor 25 15,0%
Yas N Frekans% Toplam 167 100%
18-22 9 2,3% Cocuk Durumu N Frekans%
23-27 143 35,8% Evet 106 29,2%
28-32 117 29,3% Hayir 257 70,8%
33-37 57 14,2% Toplam 363 100%
38-42 37 9,3% Cocuk Bakim Destegi N Frekans%
Alma
43+ 37 9,3% Evet 43 24,6%
Toplam 400 100% Hayir 132 75,4%
Egitim Durumu N Frekans% Toplam 175 100%
Lise 7 1,8% Ev isleri icin Destek N Frekans%
Alma
Onlisans 7 1,8% Evet 130 32,5%
Lisans 249 62,3% Hayir 270 67,5%
Lisanstst 137 34,3% Toplam 400 100%
Toplam 400 100% Kidem Suresi N Frekans%
Medeni Durum N Frekans% 1 yildan az 44 11,0%
Bekar 233 58,3% 1-3yil 110 27,5%
Evli 167 41,8% 4-6 yil 91 22,8%
Toplam 400 100% 7 yil ve Uzeri 155 38,8%
Toplam 400 100%

Tablo 3. Hibrit Calisma Bigimi ile Calisanlarin Is-Yagsam Dengeleri Arasindaki Korelasyon Analizi

Hibrit Cahsma | Is-Yasam Dengesi

Hibrit Galisma Pearson Correlation 1 ,138™
Bigimi . i
Degerlendirme Sig. (2-tailed) ,006
Formu N 400 400
) ) Pearson Correlation ,138™ 1
Is-Yasam Dengesi ) )
Olgegi Sig. (2-tailed) ,006
N 400 400

**_Correlation is significant at the 0.01 level (2-tailed).

Hibrit ¢caligma bi¢imi ile ¢aliganlarin ig-yasam dengeleri arasinda anlamli bir iligkinin var olup olmadig1 basit korelasyon analizi
ile test edilmigtir. Analiz sonuglar1 hibrit ¢alisma bigimi ile ¢alisanlarin is-yasam dengeleri arasinda anlamli ve pozitif yonlii bir
iligkinin oldugunu gostermistir (p<,006). Bu sonuglara gore, H; hipotezi kabul edilmistir. Degiskenler arasindaki pozitif yonlii
iligkinin varlig1 iki degiskenin birlikte degistigini gostermektedir. Bagka bir ifadeyle, hibrit caligsma bi¢imi ile caliganlarin ig-yasam
dengeleri birlikte olumlu ya da olumsuz etkilenmektedir.

Tablo 4. Hibrit Calisma Bicimi ile Calisanlarin Is-Yasam Dengesine Iliskin Regresyon Analizi

Model R R Square Adjusted R Std. Error of the
Square Estimate
1 ,1382 0,19 0,17 42264

Tablo 4’te hibrit ¢caligma bi¢imi ile ¢alisanlarin is-yasam dengesi arasindaki basit regresyon analizi sonuglari yer almaktadir. Buna
gore belirlilik katsayis1 0,19’dur. R Square degeri dogrultusunda hibrit caligma bi¢iminin ¢alisanlarin is-yagsam dengesi lizerindeki
varyansin sadece %19’ nii agikladig1 goriilmektedir. Bu oran bagimli degisken olan ¢alisanlarin is-yasam dengesi iizerinde bagimsiz
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degisken hibrit ¢aligma bi¢iminin etkisinin %19 civarinda oldugunu gostermektedir. Hibrit caligma bigimi ile ¢calisanlarin ig-yasam
dengeleri arasinda bir iligkinin oldugunun kanit1 olan bu analiz, karmasik bir yapiya sahip olan is-yasam dengesinin diger bagimsiz
degiskenlerden de etkilendigini ortaya koymaktadir. Buna gore H hipotezinin dogrulandig: tespit edilmistir.

Hibrit Cahsma Bicimini Degerlendirmeye liskin Bulgular

Calismanin bu kisminda, hibrit caligma bi¢iminde ¢alisanlarin s6z konusu ¢aligsma bicimine dair yaklasimlarina yonelik soru-
larave bulgulara yer verilmistir.

Tablo 5. Hibrit Calisma Bigimini Degerlendirme Formu

Sorular -1 0 1
Hibrit ¢alisma modelinden memnunum. 5,0% 8,3% | 86,8%
Hibrit ¢alismanin motivasyonumu olumlu yonde etkiledigini dustintiyorum. 58% | 13,5% | 80,8%
Hibrit ¢alismanin bireysel agidan daha verimli oldugunu distntyorum. 6,8% | 11,5% | 81,8%

Hibrit ¢alisma sayesinde aile ici sorumluluklarima daha gok vakit ayirabiliyorum. | 8,8% | 11,5% | 79,8%

10,5% | 10,3% | 79,3%
Hibrit calismamin hayat kalitemi (duzenli uyku/beslenme/dinlenme/spor gibi
ihtiyaclara yeterli vakit ayirma agisindan) yukselttigini dusundyorum.

Yemek/ulagim/cocuk bakimi gibi masraflarimi azaltip tasarruf yapmami saghiyor. | 12,3% | 21,0% | 66,8%

8,8% | 13,8% | 77,6%
Hibrit ¢alisma ile zamanimu iyi yonetebiliyorum.

5,6% | 8,8% | 858%
Hibrit ¢alismanin kalici hale gelmesini istiyorum.

21,3% | 26,8% | 52,1%
Hibrit ¢alisma ile masraflarnmin (internet, iletisim araglan, ofis malzemelerinin
tedariki, elektrik ve su faturasi vb.) artigini diigiiniiyorum.

Surekli ulastlabilir olmaktan kaynakli mesai saati kavrammin ortadan kalktigini

e 18,3% | 15,8% | 66,0%
dislniyorum.

8,6% | 27,3% | 64,3%
Hibrit calisma is tatminimi artirdi.

23,0% | 27,5% | 49,5%
Hibrit ¢alisma sayesinde is kaynakli stres dizeyim azaldi.

28% |95% |87,8%
Hibrit galismanin sagladigi mekan ve zaman esnekligi beni mutlu ediyor.

Hibrit calisma teknolojik, sosyal, duygusal, biligsel becerilerimi gelistirmemi
sagliyor.
(-1: Kesinlikle Katilmiyorum ve Katiimiyorum; 0:Kararsizim; 1:Katiliyorum ve Kesinlikle Katiliyorum)

9,3% | 21,3% | 69,5%

Tablo 5’te goriilecegi iizere hibrit ¢alismanin ¢alisma motivasyonu (%80,8), is tatmini artirma (%64,3) ve is kaynakli stres
diizeyinin azalmasi (%49,5) lizerinde olumlu bir etkisinin oldugu goriilmektedir. Alan yazina bakildiginda 6zellikle uzaktan
calisma biciminde caliganlarin is tatminlerinde sdz konusu ¢aligma biciminin etkisini aragtiran nitel bir aragtirmada olumsuz
bir etkiye rastlanilmamigtir (Cakan, 2021, s. 241). COVID-19 siirecinde uzaktan c¢alisanlarin is streslerinin ve i§ tatminlerinin
nasil etkilendigini ortaya koymak amaciyla 915 katilimciyla yapilan nitel bir arastirmada, uzaktan caliganlarin i tatminlerinin
yiiksek ve ig streslerinin diisiik oldugu sonucuna ulagilmistir (Yaman, Bagdogan, & Keser, 2023, s. 175). Nitekim COVID-19
siirecinde zorunlu gegilen uzaktan calisma ve hibrit calisma gibi yeni calisma bigimlerinin yayginlagmasi sdz konusu ¢aligma
bicimlerinin is-yasam dengesine etkisiyle ilgili arastirmalar1 artirmigtir. Ancak kimi arastirmalarda bu ¢alisma bicimlerinin is-
yasam dengesi ve hayat kalitesine olumlu etkiler yarattig1 goriiliirken kimi arastirmalarda da bu caligma big¢imlerinin hem ig
hem 6zel hayatta is yiikiinii artirarak ve siirekli ulagilabilir olmaktan kaynakli stres diizeyini artirdig1 geligkileri s6z konusudur.
Bu arastirma da ise katilimcilarin hibrit caligma sayesinde aile i¢i sorumluluklarina daha ¢ok vakit ayirdigt (%79,8), diizenli
uyku/beslenme/dinlenme/spor gibi ihtiyaclarini yerine getirdikleri i¢in hayat kalitelerinin (%79,3) yiikseldigi, ¢esitli alanlarda
becerilerini gelistirme imkan1 sagladiklar: (%69,5) sonuglarina ulagilmigtir. Bununla birlikte siirekli ulasilabilir olmaktan kaynakli
(%66,0) “mesai saati” kavraminin ortadan kalktig1 diisiiniilmesine ragmen c¢ogunlukla hibrit ¢calismanin kalici hale gelmesi
(%85,8) gerektigi one ¢ikan bulgular arasindadir. Genel olarak tablo 5°te ortaya ¢ikan sonuglara bakildiginda ise H3 hipotezinin
dogrulandig: tespit edilmistir.
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Hibrit ¢aligsma biciminde calisanlarin hibrit caligma bicimine yonelik yaklagimlarinin cinsiyete gére anlaml bir farklilik gosterip
gostermedigi 400 kisiden elde edilen veri iizerinden aragtirilmistir. Bagimsiz drneklemlerin belirli degiskene gore birbirinden
farkli ortalamalara sahip olup olmadig1 bagimsiz gruplar arasinda niceliksel verilerin karsilastiriimasinda kullanilan T-testi ile test
edilmistir (Gliris & Astar, 2019). Buna gore T-testi sonuglar1 Tablo 6°da yer almaktadir.

Tablo 6. Cinsiyet Degiskeni ile Hibrit Calisma Bigimini Degerlendirme Formuna [ligkin T -testi

Cinsiyet N Mean S.S. S.D. t P
Kadin 184 4,0559 STT77
398 1,409 ,160
Erkek 216 3,9643 ,70233

Elde edilen bulgulara gore hibrit ¢aligma biciminde caliganlarin hibrit ¢aligma bigimine yonelik yaklagimlart arasinda cinsiyet
degiskenine gore anlamli bir farklilik bulunmamustir (t=,1,409; p>,160). Hibrit ¢alisma bigimine gore ¢alisan kadinlarin hibrit
caligma bicimine yonelik goriislerinin ortalamasi (Ort=4,05; S.S.=,57) ile erkek calisanlarin ortalamasi (Ort=3,96; S.S.=,70)
arasinda belirgin bir fark yoktur. Bu sonug¢, Hs hipotezini reddetmistir. Kadin calisanlar ile erkek calisanlar arasinda hibrit
caligmaya yonelik yaklasiminin benzer nitelikte oldugunu ortaya koymaktadir. Nitekim King’s College London ve Global Institute
for Women’s Leadership ortakligiyla hibrit caligma bigiminde ¢alisan 40 kadin ve 40 erkek katilimciyla yapilan bir arastirmada,
genel olarak hibrit ¢aligma bicimine yaklagim konusunda bir farklilik bulunmasa dahi kadinlar ag¢isindan hibrit ¢alismanin erkeklere
kiyasla daha fazla efor sarfetme, ofis ortaminin eksikligini daha ¢ok hissetme, kariyerinde yiikselme konusunda erkeklere gore
daha dezavantajh olduklari sonug¢laria ulagilmistir (The Female Lead&King’s College London, 2022)

Calisanlarin is-Yasam Dengesine iliskin Bulgular
Calismanin bu kisminda, hibrit ¢aligma bi¢iminde calisanlarin ig-yasam dengelerine dair sorulara ve bulgulara yer verilmistir.

Tablo 7°de goriilecegi lizere, hibrit ¢caligma bi¢imine gore caliganlarin genel olarak is-yasam dengelerini “isim ve kigisel
yasamim arasinda bir denge kurabiliyorum.” sorusuna verdikleri %61,3 oraninda “katiliyorum ve kesinlikle katiliyorum” cevabi
ile koruduklar goriilmiistiir. Is yasaminda 6nceliklerinin belirlenerek o dogrultuda hareket edildigi (%71,0), is yiikiiniin (%60,3) ve
is yogunlugunun (%50,8) iyi bir sekilde yonetildigi, uyku, diizenli beslenme gibi alanlara vakit ayrildigi (%52,3) vs. gibi sonuglara
ulagilmistir. Bununla birlikte katilimcilarin isten kaynakli stresin 6zel hayatlarin1 olumsuz etkiledigini (%46,1) vurgulayarak
yasamlarinin ideal bir yasam bi¢imini yansitiyor olmasina ragmen bir seyleri kagirdiklart hissi (%40,8) one ¢ikmistir. Maxwell
ve McDougall ¢alismalarinda, gegici veya yar1 zamanl ¢alisma, ev ya da ofis disinda teknolojik araglar sayesinde calisma, igin
paylasilmasi, caligma saatlerinin degiskenlik gostermesi ve isin farkli bir iggoren aracilifi ile yerine getirilmesi gibi kistaslar
etrafinda sekillenen esnek calismanin temelinde ig-yasam dengesi oldugunu ifade etmislerdir (Maxwell & McDougall, 2004).
Ozellikle COVID-19 siirecinde zorunlu sokaga ¢ikma yasaklarindan dolay1 uzaktan calismaya gegilmesi, isgiicli piyasalarinda
esneklik anlayiginin temelini saglamlagtirarak igse gidip gelmeme ve bununla birlikte ortaya ¢ikan zaman ve ¢aba tasarrufundan
kaynakli daha iyi bir ig-yagam dengesinin saglanabilecegini ortaya koymustur (Sariipek, Cerev, & Ayhan, 2022, s. 22)

Hibrit caligma bi¢imine gore caligsanlarin ig-yasam dengelerini koruyup koruyamadiklarinin cinsiyete gore anlamli farklilik
gosterip gostermedigi T-testi ile Ol¢iilmiis, sonuglar ise Tablo 8’de yer almaktadir.

Elde edilen bulgulara gore hibrit calisma biciminde ¢alisanlarin ig-yagsam dengesi dlcegi ile cinsiyet degiskeni arasinda anlamli
bir farklilik bulunmamustir (t=1,766;p>0,78). Bu sonug, Hs hipotezini reddetmistir. Hibrit calisma bigiminde ¢aligsan kadin ve erkek
caliganlarin ¢aligma hayatlari ile ¢alisma hayatlari disinda kalan zamanlari arasinda bir dengenin var oldugu sonucuna ulasilabilir.
Bu durumun nedeni olarak bir yandan arastirmaya katilan ¢alisanlarin %58,3 oraninda bekar, %70,8 oraninda ¢ocuk sahibi
olmadig1 ve 23-27 yas grubunun ¢ogunlukta olmasi verilebilir. Bununla birlikte hibrit ¢alisma biciminde calisanlarin ig-yasam
dengesi agisindan olumlu ¢iktilar oldugu goriilecektir. Nitekim 2020 yilinda ABD’de COVID-19 salginin kadinlar ve erkekler
tizerindeki etkisini ortaya koymak amaciyla yapilan bir aragtirmada, cinsiyet degiskenine gore anlamli bir farklilik olduguna
ulagilmustir. Ozellikle caligan, evli ve ¢ocuk sahibi olan kadinlarin daha fazla stres ve olasi siiregten olumsuz etkilendigi ortaya
konmustur (Hamel & Salganicoff, 2020).
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Tablo 7. Is-Yasam Dengesi Olgegi

Sorular -1 0 1

Gun iginde basit seyler igin bile zaman bulamiyorum. 63,8% 18,3% 18,0%
Kendimi sadece ¢alismayi bilen, yasamin geri kalan kismini1 yagamayan | 65,3% 17,0% 17,8%
biri olarak géruyorum.
Hafta sonlari esimle ve/veya arkadagimla birlikte bir seyler yaparak | 5,3% 10,0% 84,8%
gegiyorum.
Yasamu geriden izledigimi distniyorum. 65,3% 17,3% 17,6%

52,3% 17,3% 30,5%
Cok fazla isi ayn1 anda yapmaya calistigim icin uyku, dizenli beslenme
ve hareket etme gibi temel yagamsal etkinliklerden fedakarlik ediyorum.
Yasamumu iyi planlayarak her isimi yapabiliyorum. 15,8% 24,8% 59,6%

6,8% 22,3% 71,0%
Is yasamimda o6nceliklerimin neler olduguna karar veriyor ve bu
dogrultuda hareket ediyorum.

12,3% 26,5% 61,3%
Isim ve Kisisel yasamim arasinda bir denge kurabiliyorum.

10,8% 29,0% 60,3%
Is yukimu oldukga iyi yonettigime inaniyorum.

50,8% 26,3% 23,1%
Islerimin yogunluguna yetisemiyorum.
Yasamimun ideal yasam bicimini yansitigini disiinsem de bir seyleri 24.5% 34,8% 40,8%
kagirdigim distincesiyle yasiyorum.
Siradan bir giin iginde, zamanimi ve enerjimi hangi islere verecegim 59,8% 23.8% 16,5%
konusunda sagliksiz kararlar veriyorum.
“Beni mutlu edecek islerle ugragsaydim, belki daha mutlu olurdum” diye 40,0% 25,8% 34.3%
distindyorum.

73,0% 12,5% 14,6%
Is yerinden gogunlukla geg saatlerde gikryorum.

84,3% 10,0% 5,8%
Hafta sonlar: araliksiz galismaya devam ediyorum.

50,6% 25,5% 24,0%
Isime harcacigim zamandan dolay: is digindaki etkinlikleri 6zItyorum.

11,5% 27,8% 60,8%
Isimde ve 6zel yasamimda hoslandigim etkinlikleri yapiyorum.

30,1% 24,0% 46,1%
Isimden kaynaklanan gerginlikler 6zel yasamimi olumsuz yénde etkiliyor.

15,8% 32,5% 51,8%
Hem is hem 06zel yasamima zamammi uygun bicimde dagittigimi
distindyorum.

73,6% 17,0% 9,6%
Ozel yasamimdan 6diin vermedigim igin isimde zorluk yasiyorum.

(-1: Kesinlikle Katilmiyorum ve Katilmiyorum; 0:Kararsizim; 1:Katiliyyorum ve Kesinlikle Katiltyorum)

Tablo 8. Cinsiyet Degiskeni ile Is-Yagam Dengesi Olgegine Iliskin T-testi

Cinsiyet N Mean S.S. S.D. t P
Kadin 184 2,9598 ,39351
398 1,766 ,078
Erkek 216 2,8845 ,45017
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Sonuc¢

Isgiicii piyasalari, yapisi geregi siirekli bir degisim siirecinden gegmekte ve doniismektedir. COVID-19 salgini ise kiiresel gapta
bir etkiye sahip olarak basta zorunlu olarak gecilen uzaktan galismay1 beraberinde getirip, uygulanabilir sektorlerde uzaktan
caligmay1 yayginlastirmis ve en nihayetinde giiniimiizde hibrit ¢aligma isgiicii piyasalari icerisinde kendine yer edinmistir. Giderek
yayginlagan esnek caligsma bigimleriyle birlikte ¢alisanlar acisindan 6nemli bir konu olan ig-yasam dengesinin saglanmasi da
dikkatleri lizerine ¢ekmistir.

COVID-19 salgim ile kiiresel ¢apta deneyimlenen uzaktan calismanin, ¢aliganlarin ig-yasam dengeleri lizerinde genel olarak
olumsuz bir etki yarattig1 yapilan bazi calismalarda (Alfanza, 2021; Gigauri, 2020; Bulut & Reziyamu, 2021; Usen, 2020; Yiiceol,
Kaki, & Cekei, 2022) goriilse de bu ¢alismada aksi bir tablo ortaya ¢ikmistir. Bu calisma amaglari dogrultusunda ve istatiksel
analizler sonucunda hibrit ¢aligma bigimi ile ¢aliganlarin is-yasam dengesi arasinda anlamli ve pozitif yonlii bir iligkinin oldugunu
ortaya koymustur. Bagimli degisken olan calisanlarin is-yasam dengesi lizerinde bagimsiz degisken olan hibrit ¢aligmanin etkisinin
%19 civarinda oldugu tespit edilmistir. Her ne kadar yiiksek bir orani ifade etmese dahi digsal bir¢ok faktdrden fazlasiyla etkilenen
is-yasam dengesi iizerinde, esnek bir ¢alisma bicimi olan hibrit ¢alismanin da etkisinin oldugu sonucuna ulagilmastir.

Katilimcilarin hibrit ¢alisma bigimini degerlendirme formuna dair verdikleri cevaplara genel olarak bakildiginda olumlu bir
yaklagimin oldugu goriilmiistiir. Caliganlar %86,8 oraninda hibrit ¢alisma bigiminden memnun olduklarini ve bu ¢aligma bi¢iminin
kalic1 hale gelmesini istediklerini yansitmiglardir. Bu sonug, hibrit ¢aligma bigiminin ¢alisanlar agisindan genel bir kabul gordiigiinii
ve gelecekte calisma hayatinin bir parcasi olarak daha yaygin bir sekilde benimsenmesinin miimkiin olacagin1 gostermektedir.
Bununla birlikte hibrit caligmanin, ¢caligma motivasyonunu (%80,8) ve is tatminini artirma (%64,3), is kaynakl stres diizeyinin
azalmasi (%49,5) tizerinde etkisinin olduguna ulasilmistir. Bu ise hibrit caligma bi¢iminin hem ¢alisanlarin ise olan bagliligin1 hem
de verimliligini artirabilecegini ortaya koymaktadir. Hibrit caligma sayesinde aile i¢i sorumluluklarina daha ¢ok vakit ayrildig: or-
taya konmasina ragmen siirekli ulagilabilir olmaktan kaynakli “mesai saati” kavraminin ortadan kalktig1 diigiiniilmektedir. Bundan
dolay1 bu yeni ¢alisma bi¢iminin getirdigi zorluklar1 da goz Oniinde bulundurarak caligsanlarin is-yasam dengesini korumalarina
yardimei uygun politika ve uygulamalarin gelistirilmesi 6nemlidir.

Hibrit calisma biciminde ¢alisanlarin ig-yasam dengesi 6l¢egi sorusuna verdikleri cevaplara genel olarak bakildiginda is-yasam
dengelerini koruduklar1 gériilmiistiir. “Isim ve kisisel yasamim arasinda bir denge kurabiliyorum.” sorusuna yiiksek oranda olumlu
cevap vermislerdir. Is yasaminda &nceliklerinin belirlenerek o dogrultuda hareket edildigi (%71,0), is yiikiiniin (%60,3) ve is
yogunlugunun (%50,8) iyi bir sekilde yonetildigi, uyku, diizenli beslenme gibi alanlara vakit ayrildigi (%52,3) vs. gibi sonuclara
ulagilmistir. Genel olarak olumlu tablonun yani sira ¢aligsanlar, isten kaynakli stresin 6zel hayatlarini olumsuz etkiledigini de
(%46,1) dile getirmistir. Bu nedenle, hibrit ¢caligma bi¢iminin getirdigi avantajlari siirdiirmek ve bazi olumsuz etkilerini azaltmak
icin igverenlerin ve ¢alisanlarin isbirligi ve destek icinde olmalar1 gerektigi goriilmiigtiir.

Nitekim aragtirmanin sinirliliklarindan birini olusturan cinsiyet degiskeni bazinda yapilan analizlerde ise cinsiyet degiskeni ile
hem hibrit caligmay1 degerlendirme formu hem de is-yasam dengesi dlcegi arasinda anlamli bir iligki bulunamamustir. Burada
arastirmaya dahil olan caliganlarin ¢ogunlukla 23-27 yas aralifinda ve bekar olduklar1 gézden kagirilmamalidir. Clinkii genel kan1
olarak hem s6z konusu yag araliginda hem de medeni hal agisindan iistlenilen sorumlulugun daha az olmasindan kaynakli ig-yasam
dengelerini diger gruptakilere kiyasla daha rahat sagladiklar1 bilinmektedir. Bundan dolay1 cinsiyet degigkeni agisindan hem hibrit
caligmaya yaklasim hem de is-yasam dengesini daha iyi bir sekilde analiz etmek icin gelecekteki ¢aligmalarda daha kapsamli
analizler yapilabilir.

Caligsma hayatinda yeniliklerin ve doniisimlerin hiz kesmeden devam edecek olmasi ve bununla birlikte hibrit ¢aligmanin bugiin
ve yakin gelecekte calisma hayatinda yankisinin artarak siirmesinin beklenmesi, konunun ehemmiyetini ortaya koymaktadir.
Literatiirde konuya dair ¢aligmalarin sinirli olmasindan kaynakli ise bu arastirmanin, gelecekteki calismalara yol gosterici nitelikte
olacag: diisliniilmektedir. Bununla birlikte ¢alisanlar 6zelinde ele alinan konunun, igverenler, farkli sektorler ve cesitliligi fazla
olan katihmcilarla daha genis bir perspektifle degerlendirilmesi gelecekteki arastirma konular1 arasinda yer alabilir.

Hakem Degerlendirmesi: Dig bagimsiz.

Cikar Catismasi: Yazar cikar catigmasi bildirmemistir.

Finansal Destek: Yazar bu ¢alisma igin finansal destek almadigini beyan etmistir.

Etik Onay: Bu galismanin etik kurul onay1 Istanbul Universitesi Rektorliigii Sosyal ve Beseri Bilimler Aragtirmalari Etik Kurulu
Bagkanligindan (Tarih: 21.03.2023; Say1: 03) alinmustir.
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