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Abstract

The Covid-19 Pandemic makes working-from-home mandatory creates some
difficulties for employees. This study was prepared to investigate the possible effects of
changeover to the working-from-home system due to the Pandemic on employees' work-
life conflicts and to offer solutions. The research was carried out at an international
independent research company's head office which involved full-time office workers.
With the structured interview, 10 people who have different life structures about home
life, the number of people staying at home and their roles at home were interviewed. By
examining the interview transcripts, 4 common themes were found as the effects of the
Covid-19 Pandemic, the effects of working-from-home, the work-life conflict, and the
effects of the pandemic process. It has been observed that the working-from-home system
creates work-life conflict and the different home life structure affects the situation.
Individual and managerial strategies are necessary for the resolution of work-life
conflicts.
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Jel Codes: D23
Ofise Viriis Girdi: Covid-19 Pandemisi Nedeniyle Evden Calisma Sistemine
Gecilmesinin Calisanlarin is-Yasam Catismasi Yasamasina Etkileri ve Coziim
Onerileri Uzerine Bir Nitel Arastirma
0z
Covid-19 pandemisi, evden calisma sistemini zorunlu kilarken bu durum

¢alisanlar i¢in bazi zorluklar yaratmaktadir. Bu ¢alisma, pandemi nedeniyle evden ¢alisma
sistemine gecisin c¢alisanlarin is-yasam catismalarina olasi etkilerini arastirmak ve
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¢ozlimler sunmak amaciyla hazirlanmigtir. Arastirma, tam zamanlh ofis ¢alisanlarinin yer
aldig1 uluslararasi bagimsiz bir arastirma sirketinin merkezinde gerceklestirilmistir.
Yapilandirilmis gériisme ile farkli yasam yapilarina sahip 10 kisi ile evde kalan kisi sayisi
ve katilimcilarin evdeki rollerinin farkliligi dikkate alinarak goriisiilmiistiir. Goriisme
transkriptleri incelendiginde, Covid-19 pandemisinin is ve ev yasamina etkileri, evden
calisma sisteminin etkileri, is-yasam catismasi ve pandemi silirecinin duygusal ve
psikolojik etkileri olarak 4 ortak tema bulunmustur. Evden ¢alisma sisteminin is-yasam
catismasi yarattig1 ve farkl ev yasami yapisinin durumu etkiledigi gériilmiistiir. is hayati
catismalarinin ¢6zlimii i¢cin bireysel ve yonetsel stratejiler gereklidir.

Anahtar Kelimeler: Esnek Calisma, Evden Calisma, is-yasam Catismasi, Covid-19
Pandemisi, Covid-19

Jel Kodu: D23

1. Introduction

The traditional working system, whose start and end time is set, is based on a fixed
time and place, has undergone changes from the past to the present. Unlike this traditional
working system, alternatives were needed to cope with the realities of modern life such
as contribution to the family budget, single-parent home owners, building and
transportation costs, participation of disabled people in working life and higher living
costs (Kelly, 1988). Home-working have been studied in the literature for a long time,
based on the fact that they may cause work-life conflict. Boswell and Olson (2007)
suggested that, the family and friends expect more access and communication during
working hours, which causes interruptions and distractions for work (Boswell & Olson-
Buchanan, 2007). Park and Jex (2011) argued that it increases the state of being in
constant connection for work, this situation continues after work and thus blurring the
boundary between different living spaces of the person (Park & Jex, 2011). With the
blurring of the boundaries between work and family roles, people try to reconcile the
demands between them, which is one of the organizational challenges faced by employees
(Zoonen, Sivunen, & Rice, 2020).

There have been epidemics affecting large masses in the past centuries. Today, the
Covid-19 Pandemic negatively affects business, social life and economy. Turkey has
decided to switch to social isolation measures started to be implemented and made many
businesses to shut down the system and work from home with regulations to reduce the
speed of propagation of the epidemic in March. Deloitte's April 2020 reportin 17 different
provinces across Turkey from the 334 that responded to the survey participants are
located. One of the questions is "Have You Switched to Home Working?" Almost half of the
respondents stated that all their employees now work from home and the rate of those
who continue to work in the company / field is below 10%. The rate of partial transition
is 43.2% (Deloitte, April 2020). This situation raises the need to investigate the
functioning of the home-working system and the positive/negative factors that affect this
process. From a micro perspective, the transition to a home-working system will affect
the work-life balance of employees, and from a macro perspective, it will affect
businesses, sectors, markets and government regulations. The study, which defines the
relationship / effect of work-life conflict and working from home in the context of the
Covid-19 pandemic, aims to contribute to the ideas and results that expand and enrich the
existing literature. First a review of descriptive and theoretical issues related to work-life
conflict and working from home is presented. After defining the concepts, it has benefited
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from the studies on these two subjects in the literature. Addressing this issue is extremely
important due to the fact that the home-working system is one of the working systems
that will be used more frequently in the future and its possible effects on the work-life
conflict of employees. For this analysis, the structured interview technique, one of the
qualitative research methods, was used, the findings were evaluated and suggestions
were made for future studies.

2. Literature Review
2.1. Work-Life Conflict

Employees' work-life balance is ensured by the balanced and harmonious
functioning of the roles assumed at work, private and family life. The fact that the
individual has more than one role towards job, marriage and children and the inability to
balance these roles causes conflicts to occur. Work-life conflict can be defined as
"incompatible demands in some aspects of role demands in work, private and family life"
(Greenhaus, Collins, & Shaw, 2003). The role undertaken in working, private and family
life alone does not cause conflict, but incompatible demands that arise when the
responsibilities and obligations undertaken as a requirement of the roles are synchronous
with each other may cause conflict (Frone, Russell, & Cooper, 1992). In the studies
conducted since the beginning of the 1990s, the causes of the conflict as well as the
direction of the relationship (two-way) that triggered the conflict have been discussed
(Gutek, Searle, & Klepa, 1991). Accordingly, it is possible that the role of the individual in
relation with job prevents them from fulfilling family and private life obligations, as well
as preventing the private life and family from fulfilling their work-related duties
(Voydanoff, 2005). Greenhaus and Beutell (1985) divided the work-life conflict into three
groups (Greenhaus & Beutell, 1985):

e Time: Time pressures on one role make it impossible to realize the
expectations of the other role. While the demands of one role are met, time-dependent
conflict can also occur when there is a mental preoccupation with another role.

o Tension: The negative psychological consequences caused by the role in
business, private or family life prevent the other role from being fulfilled in a healthy way.
Situations such as pressures, tensions, disappointments, sadness, anxiety, irritability,
insensitivity and intolerance experienced by the person due to his role can negatively
affect the performance for the other role.

e Behavior: The employee cannot adapt to behaviors related to other roles of
roles in business, private or family life.

The factors that disrupt the work-life balance of individuals and prepare the
ground for the emergence of conflicts are quite diverse. Long and irregular working hours,
autonomy status, the size and structure of the organization, low wages, and negative
attitude of the senior management, business relations, and employee performance are
seen as job-related factors (Madsen, 2003). Various personal and family factors such as
demographic characteristics, high number of children and younger age, working of both
spouses, not supporting each other, taking care and responsibilities of children by one of
the spouses, time pressure and lack of energy has been seen to cause family life conflict
(Lo, 2003). Situations such as stress, tension, anxiety and fatigue that the person
experiences due to these factors make it difficult for them to fulfill the requirements of
other roles and invite conflicts (Pleck, Staines, & Lang, 1980). Conflicts cause a feeling of
deterioration in work-life balance and an overall decrease in life satisfaction compared to
previous years (Zuzanek, 2004).
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While all these factors create the possibility of a work-life conflict, the introduction
of an unexpected factor such as the Covid-19 Pandemic further strengthens this
possibility. In such situations where conflict is inevitable, some duties and responsibilities
fall on the managers as well as the employees in order to manage the conflict (Thomas &
Ganster, 1995). Accordingly, executive support significantly reduces work-life conflict
(Anderson, Coffey, & Byerly, 2002). If a manager provides support to employees,
employees can more easily balance their work and family roles (Burke & Greenglass,
1999). According to a study conducted by Airtasker, home workers work an average of
1.4 days more per month than office workers, which corresponds to 16.8 days a year. It is
estimated that these numbers have increased during the epidemic. The support provided
by the managers can prevent work-life conflicts to be experienced (Oztiirkler, 2020).
Controlling working hours, planning and managing the process during the pandemic
process will be possible with the support and sensitivity of the manager.

2.2. Work from Home

Work from home can be expressed as remote work is that developments in
information and communication technologies make employees less dependent on their
workplaces. These developments help employees to run their business outside of the
workplace, for example at home or any other place they have access to (Naswall, Hellgren,
& Sverke, 2008). Tremblay (2003) emphasized it as an attractive non-standard way of
working because it reduces time spent on the road, in traffic, so employers can go home
early (Tremblay, 2003). In terms of its effects on businesses, industries and markets, it is
stated that work from home is an arrangement that can increase the profitability of the
organization (Major, Verive, & Joice, 2008). In addition, Martinez et al. (2007), in his
research with 156 Spanish companies, concluded that work from home has a positive
effect on financial performance and strategic flexibility. (Martinez-Sanchez, Pérez-Pérez
& Vela-Jiménez, 2007).

It is a good method for flexible use of time and making time for family and private
life (Sullivan & Lewis, 2001). Many employees work with the help of computers &
communication tools without going to the workplace and find it advantageous to continue
there in a place away from the workplace. However, it has some disadvantages. The
blurring of the boundaries between work and life creates an imbalance between roles and
paves the way for work-life conflict. In addition, home workers stay away from the social
environment and opportunities offered by the work environment because they do not go
to work. This situation may lead to loneliness of home workers and weakening of their
social skills. Some regulations can also be made against the employee in terms of wages,
social benefits and social security when work from home (N&dswall, Hellgren, & Sverke,
2008).

In the studies conducted to date, it has been considered as a working model that
employees generally consider and prefer not as a necessity but as an option. However, in
this study, unlike the literature, the pandemic has made it compulsory for many sectors
to work from home. In addition, the transition from home to work system brought along
a process that many businesses were caught unprepared for. Businesses that did not have
an existing infrastructure to use this system, did not have the necessary equipment, did
not provide training to their employees about it, faced great difficulties. This situation has
the potential to cause differences in the experiences, attitudes and behaviors of the
employees by affecting the dynamics in the habitual work-life order and to create work-
life conflict.
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3. Methodology

Qualitative research method was used in the study. Considering the qualitative
research cycle (Yildirim & Simsek, 2003), the research problem was first determined. The
difficulties that employees who switched to work from home system due to the pandemic
may experience while adapting to this process have been identified. After examining the
possibility of these difficulties triggering conflicts in their business and social lives
(private and family life), it was decided to make suggestions to employees and managers
to prevent conflicts. Later, a literature study was conducted in order to establish the
theoretical framework, the basic theories related to the subject discussed were examined
and the relationship between them was specified. After the definition of the relationship
between theories, research questions were formed. This research aims to address the
following questions:

1) What kind of changes have occurred in the lives of employees these days when
we switched to work from home due to the Covid-19 Pandemic?

2) What are the effects of family structure on work from home and work-life
conflict?

3) What kind of measures do employees take to prevent existing or potential
work-life conflicts?

4) What kind of duties and responsibilities fall on managers in order to prevent
existing or probable work-life conflicts?

In the selection of the sample, office workers, who are defined as white-collar
employees, were selected within the scope of the research problem and the possibilities.
Office workers working in a firm that has offices in Istanbul, Barcelona, Dubai, Jeddah,
Doha, Kuwait, Amman and Cape Town and provides research and consultancy services in
more than 60 countries participated in the study with the non-probabilistic sampling
method. Participants was selected from full-time office workers of the head office of the
research company (Turkey). Detailed information about the company and participants
can be found in the tables below. Pseudonyms were given to the participants to ensure
confidentiality.

The company has offices in Turkey, Spain, UAE, and South Africa and
Information | carries out studies on consumer products, health, agriculture with
about the more than 60 countries. It has a total of 21 full-time office

company employees, 8 managers for national projects, 5 managers for
international projects, 2 specialists for IT, 2 workers for project
support activities, 2 specialists for call center and 2 workers for
administrative affairs.

Researchers examining the behavior and satisfaction of individuals
working in this sector or benefiting from the services offered by the

Working sector are carried out by remote communication methods such as
principle of | phone calls and video calls. Since consumer purchasing behavior
the research includes activities such as package and packaging research
company and product, fragrance and taste testing, it requires employees and

participants to be together in a laboratory environment.
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Table 1: Information about the Company

Participant | Age / Marial Household Working | Work Position
Gender | Status Time
K1 28-F Single Homemate 3 Years Project manager
(National)
K2 32-F Single Parents 2 Years Project Manager
(National)
K3 33-F Single Alone 12 Years Project Manager
(National)
K4 36-M Married | Wife 5 Years IT
K5 22-M Single Parents & 3 Years IT
Sister
K6 27-F Single Parents & 3 Years Project Manager
Brother (International)
K7 40-M Single Parents 5 Years Project Team
Leader
K8 26-F Single Parents & 7 Years Call Center
Brother’s Specialist
family
K9 25-F Married | Spouse 1 Years Administrative
Staff
K10 54-F Single 2 Children 8 Years Administrative
Staff

Table 2: Demographic Data of Participants

During the data collection phase, a pre-prepared interview form was used in
accordance with the structured interview method. The structured interview technique is
that all participants are asked the same questions, in the same order and in the same way
(Quinn, 1990). In the interview form, the participants were asked 4 research questions
and demographic encounters in accordance with the purpose of the research and their
opinions were taken. During the interview, all the participants were asked the same
questions in the same order. During the interview, the predetermined questions were not
exceeded.

Content analysis method was used in data analysis. Since the pandemic process
made the face-to-face meeting risky, the interviews were conducted via the internet in the
form of a virtual meeting. With the permission of the participants, audio and video
recording was taken during the interview. The audio and video recordings obtained were
coded by listening to them a few times. Open coding was used to determine what kind of
themes were present in the research then subcoding of each theme was made. Main
themes and sub-themes are shown in table 3. The research stages are presented in detail
in Figure 1.
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Preparation of interview form- The first part of the form is prepared for the demographic information
- age, gender, marital status, and with whom they lived- of the people. The second part consists of the
questions in the research purpose. The questions were prepared before the interview, and they were
asked to the participants during the interview, without changing the order and content. Open-ended
questions were prepared in order to obtain information about the experiences and attitudes of the

employees regarding the process.

Sample selection- Full-time office workers (21 people) who met the sampling criteria were reached
through the contact information list for employees created by the research company. Since it was in
the period of social isolation, all potential participants on the list were reached by electronic
communication ethod instead of face to face. These people were briefly informed about the research
to be conducted and invited to fill in the questionnaire questions. Ten individuals with different life
structures in terms of home life, the number of individuals living in the house and the roles of the

individuals in the house (spouse, child, parent, roommate, etc.) formed the sample of the study by
making positive feedback.

Conducting the interviews- After deciding the day and time for their time, the volunteer participants
were reached via video chat on the internet and the interviews were recorded. Before starting the
interview, an explanation was made about the interview questions, how to use the data and the duration
of the interview, and approval was obtained from the participant through the informed consent form.
All participants agreed to record audio and video, the interviews were recorded digitally, and then audio
transcripts were made. The interviews took approximately 60 to 90 minutes to complete.

|

Analysis of the interviews- All interview data was reviewed several times to reflect the experiences
and thoughts of the participants without missing. Possible points assumed to be emphasized in the
interviews were noted. Words that are likely to be used in coding were noted with the possibility that
these points, which were noted while listening to the data, constitute themes. After the coding process
was completed in general terms, the codes were divided into sub-categories, so it became easier to see
similarities and differences. Sub-categories were divided into themes and the themes were terminated
at the point where the feelings and thoughts of the participants were thought to be reflected in themes.
The common aspects of the themes were compared and their relationships with each other were
revealed. In order to ensure the reliability of the study findings, the interview transcripts and video /
audio recordings were carefully compared. During the data analysis process, participants were
contacted again to access new information when necessary.

Figure 1: The Stages of the Analysis
4. Findings

There are 4 common themes obtained as a result of examining the interview
transcripts: Covid-19 Pandemic, work from home and work-life conflict, and the effects of
the process on participants in all aspects. After the determination of these main themes,
sub-themes of each main theme were created. By explaining the sub-themes each theme
has in itself, it is tried to express how these themes are interconnected. It is possible to
see themes and sub-themes in the table below:
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MAIN THEMES SUB-THEMES
The Effect of Covid-19 Pandemic on Home Life
COViD-19 PANDEMIC The Effect of Covid-19 Pandemic on Working Life
Advantages of Work From Home
WORK FROM HOME Disadvantages of Work From Home

The Effect of Work From Home on Attitudes and Behaviors
Situations That Create Work-Life Conflict

WORK-LIFE CONFLICT Efforts to Prevent Work-Life Conflict (Employees and
Executive Perspective)
THE EFFECTS OF THE Psychological Effects
PANDEMIA Emotional Effects
Table 3: Main Themes and Sub-Themes Obtained as a Result of Interviews with
Participants

The effect of the Covid-19 Pandemic on home life: The duties and responsibilities of
the majority of the participants have increased during this period. Spending the day at
home increases the amount of housework to be done.

K1: The things I have to do at home such as washing, washing, and kitchen
shopping have increased because we started to spend the whole day at home.

K2: I had certain responsibilities before the pandemic, but tasks such as cooking
and cleaning increased with the pandemic. For example, I was not a regular cook, but now
I have to eat at least 2 meals a day. A helper was coming to clean the house, but now he
can not come, so I do the cleaning. In other words, with the pandemic, in the process of
work from home, all housework is entirely my responsibility”.

The effect of the Covid-19 Pandemic on the work life: The activities carried out on
the phone and computer in the office were continued from home without any
interruption. This situation is related to moving laptops and desktop computers used in
the office to the house, having internet connection in the houses and continuing the calls
made from office phones with mobile phones.

K9: There has been no change in my duties and responsibilities. I kept looking at
the phones in the same way as I redirected the office phone to my mobile number. Thanks
to the system installed on my computer, | was able to make my invoices and follow up
income and expenses and I continued to work without any changes.

K10 stated that she made phone calls at home in order to support the project work
as the administrative work in the office ended during this process and stated that her
work had changed. During the pandemic process, consumer purchasing behavior
research conducted by the company was suspended, as it required employees and
participants to be together in a laboratory environment. Similarly, field work was
suspended because it required the parties to come face to face. This situation caused a
decrease in the workload of some employees.

K3, on the other hand, stated that face-to-face work decreased, but other projects
increased, with the statement that "field projects stopped, internet and telephone studies
were emphasized" and stated that their intensity decreased relatively. Working in the
field of information technologies, K4 stated that he is interested in server maintenance
and control, removing technical problems, security and continuity of information flow
from home as well as in the office, but in addition to all these, he emphasizes remote access
services.

Working as an international project manager, K6 stated that, unlike the other
participants, the effects of the pandemic experienced vary by country. Participants
observed slowdown and disruptions due to the pandemic in the projects implemented in
Turkey. They said "the impact of the customer to the pandemic in the country and it's hard
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to explain that this is why projects proceed slowly, during this period we spend extra
effort to customer satisfaction. Deliotte's April 2020 report supports the above data.
Considering the answers given to the question "Did you have any work from home
approach for pre-pandemic term?", it is seen that 75.8% no, 24.2% yes answer. (Deloitte,
April 2020).

Advantages and disadvantages of work from home: While evaluating the
advantages, the most emphasis was placed on saving time spent on commuting. Living in
a metropolitan city causes a serious traffic problem and it is an advantage to use the time
spent on the road for work that can be done during the day thanks to work from home
(Rubin, Nikolaeva, Nello-Deakin, & te Brommelstroet, 2020). K3 said that he could devote
more time to sports. K5 stated that he started to be interested in his hobbies and could
help his brother with his homework. Considering the different advantages of work from
home, K4 stated that work from home enables healthy eating, K10 focuses on tasks that
have been waiting to be done at home for a long time, and K9 stated that the risk of getting
illness is reduced thanks to the work from home system.

The disadvantages of work from home are more weighted than advantages. It was
emphasized that social life is affected the most. K4 stated that being at home all the time
causes boredom. K5 also stated that the inability to go out and socialize bothers him. K7,
K9 and K10 also emphasized that work from home is a disadvantage, as the work
environment provides the opportunity to socialize and allow people to move away from
home, enter new environments and interact with different people. In addition to the
interruption of social life, K1 stated that moving away from the office environment made
communication with colleagues difficult and this situation interrupts the process of
making and implementing decisions.

K2: The comfort of working in home environment always disrupts concentration.

K3: Routine work discipline was lost, I'm deprived of the concept of overtime, I
could not plan my work during the day, and that not being able to communicate face-to-
face with both customers and colleagues caused focusing problems.

K8: I have the most difficulty in video call meetings, it is difficult to keep silence. I
use headphones, but still the mobility in the room can distract me” and stated that work
from home is a disadvantage for her due to a noisy and crowded environment.

The Effect of Work from Home on Attitudes and Behaviors: Minimization of physical
connection with the outside world due to social isolation caused changes in the behavior
of both the participants and the people with whom they shared the home environment.
Waking up early and exhibit new behaviors in the form of planning the day, reading a
book, doing sports or turning to different hobbies have positive psychological and
physical consequences. The people with whom the home environment was shared
developed attitudes and behaviors in a way to adapt to the home working system of the
participants. In case the behaviors of the parties were compatible with each other, the
work from home system operated without any problems, otherwise it was inevitable to
experience work-life conflict. Compatibility can be explained by showing the necessary
respect and importance to the business life maintained in the home layout. The attentive
behaviors of the participants not to get distracted during working hours, to provide a
quiet working environment and not to give opportunity to the interrupters can be given
as examples. If the working environment is quiet and separate from other individuals,
there is not much problem with the participants working at home. However, if the
working environment is included in the home life itself, the behavior of the parties is
important. K1 lives with her roommate and both individuals switched to work from home
due to the pandemic. This situation, under the influence of empathy, enabled them to pay
a high level of attention to each other's work from home processes. A great majority of the
participants living with family members stated that they responded with positive
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attitudes and behaviors as well as displaying positive attitudes and behaviors. Individuals
at home avoided household chores that would cause noise or distraction during the
participant’'s working hours.

Work-life conflict: Effective management of the time allocated for home roles and
the time allocated for work has gained importance. K1 and K2 stated that they had
problems in using their time effectively and efficiently in their answers that they stated
that the work done at home increased.

K8: My mother is old, my sister and her baby are also at risk. Therefore, I take this
responsibility in cases where it is necessary to go out. It is difficult to carry out both home
work, office work and outside work together.

K9: T have to prepare meals three times a day, but now it is difficult to allocate time
for work and extra housework”.

If the conflict is caused by tension, the negative psychological consequences
caused by the role in business, private or family life prevent the other role from being
fulfilled in a healthy way.

K8: Having a little baby at home means housework never ends. At this point, when
I am constantly asked to take care of something, I state if [ need to focus on my work at
that time, but this situation can upset my mother and sister

K10: My children may think that I am always ready to do housework because  am
always at home.

If the conflict is behaviorally oriented, the employee's behaviors related to roles in
work, private or family life cannot be compatible with the behaviors he / she does in other
life spheres. The participants rarely experience conflicts arising from their inability to
manage and confuse their own roles.

K6: T have a mother who thinks that I only sit in the corner of my computer and do
not do housework and on the other hand I have customers that [ am dealing with. Being
able to manage both my role of helping my mother at home and my executive role that
manages her project well and satisfies her customers at the same time makes things a bit
difficult, of course.

In addition to the causes of work-life conflict mentioned above, other individuals
living at home exhibit negative attitudes and behaviors towards participants when they
work from home, making conflict inevitable. K6 stated that unlike other participants, she
does not have a working environment of her own. Situations such as having a loud
television in the working environment or visiting guests affect her negatively. The
participant exemplified the conflict she experienced by saying "Sometimes there can be
discussion even because of the sound of the television".

Efforts to Prevent Work-Life Conflict: The common measure for most of them is to
determine the working environment in the home as a quiet place away from other
individuals.

K1: I set up the same as my office table in my room and I avoid activities related to
my work in common areas, so I respect the common use area and do not engage in my
work in shared spaces with my housemate.

K5: I run my work in my room in order to prevent the tension [ experiences with
family members from turning into conflict, and I spend time in my room to avoid conflict
and listens to music to calm down.

K8: Having a little baby at home means that housework never ends. At this point,
when | am constantly asked to deal with something, if I need to focus on my work at that
time, I state it and want understanding.

K9: During my work hours I think of myself as if | was at work and put aside home-
related work so I don't have any conflicts. I fulfill my home-related responsibilities after
my working hours, and I spare time for myself and my wife".
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K10: I want my children to respect me by reminding them that I am obliged to
work during working hours. This situation prevents conflicts. If [ had very young children,
they might not have understood this situation”.

Participants also commented on how managers can take measures to prevent
work-life conflict.

K1: It would be beneficial for managers to communicate with employees at regular
intervals and to make them feel interested in them. It would be comforting to show value
and the fact that video talks are not only for sharing information about the work done, but
also the status of employees and family members.

K2: I think it is beneficial for managers to be more understanding and to think like
“employees rather than employers. The health crisis and its effects are a process full of
uncertainty and difficulties for both employers and workers. In this case, everyone is
equal, everyone is locked up at home and waiting without knowing what will happen
tomorrow. While uncertainty causes enough stress and tension, it is important for
managers to adopt positive and supportive attitudes.

K10: Managers should be aware that we may have difficulties in running the
business at home because they also have similar problems at home, so it shouldn't be too
hard to empathize.

K4: Although we are asked to be always ready to wait as if we are working at a
desk in the office, we may stand up from the computer for reasons such as preparing food
athome, meeting personal needs, or we may not be able to answer the calls at the moment,
this situation should not be perceived as not working while at home.

K9: Sending a job request suddenly at late hours of the day or at the weekend may
disturb the employees and disrupt the order at home.

K10: When I meet with my close friends, they complain that since they have been
work from home, more work has been given and the job is requested day and night
without noticing. Since we are going through a difficult process and we have a fear of
losing our job, we may be afraid to reflect on the difficulties we face in case of giving more
than normal work or asking for work at uncommon times. I see that my friends complain
about this situation, but they cannot reflect this to their managers. I do not have such a
problem at the moment, but I missed my old work environment.

Psychological and emotional effects: Fear of getting sick or infecting their relatives,
problems caused by decreased socialization opportunities, difficulty in adapting,
motivation and concentration are seen as factors that directly affect the participants.

K7: Because of the advancing age of my parents that makes them a member of the
primary risk group that the pandemic could affect, this process caused us to feel anxious.

K1: When I switched to the home-working system due to the pandemic, I felt like
I was not doing business at first and was uncomfortable with this situation.

K6: Unfortunately, because I cannot reflect this to the customers, the situation is
reflected in my family. I get nervous during working hours.

K5: Being alone, not being able to communicate with loved ones and not being able
to socialize, as well as spending the quarantine process by closing home with the family
is good at first, but after a while negatively affects relationships."

K8: I have to work harder than before. When I am cornered, family members try
to understand and do things themselves, but this situation makes me feel inadequate and
mentally tired sometimes. It makes me feel unhappy not to catch up with every job and
distribute my responsibilities to others.
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5. Discussion and Conclusion

The Covid-19 Pandemic has emerged unexpectedly, causing a change in the
routine of life. Everything that is considered normal in both home and business life has
been replaced by uncertainty and unusual innovations. It is one of the measures
developed until the pandemic process ends to make the work from home system
mandatory in order to adapt to the isolation measures in business life. On the other hand,
there are predictions that work from home will continue to be used after the pandemic
process ends. As the pandemic process affects many sectors, unemployment is increasing
day by day. It is thought that the transition from home to work system will have an effect
on reducing unemployment. According to the study of Bick et al. (2020) with 5000 adults
in the USA, work from home will significantly affect employment and labor demand after
the virus outbreak (Bick, Blandin, & Mertens, 2020). From this point of view, the
importance of the studies about work from home is once again seen. Likewise, Dingel and
Neiman (2020) emphasized that work from home will be used more after the end of the
pandemic process, so the research to be done is extremely important (Dingel & Neiman,
2020).

According to the results of the research, the effect of the role held in the home and
other household members is observed in work-life conflicts caused by the forced
transition of the participants to the work from home system due to the pandemic. The
responsibilities of being a parent and spouse could not be observed in detail because the
participants were mostly single and childless. While no significant difference was found
in the context of gender and age in the study. This difference emerged depending on the
roles in the family. The participants who continue their working life in the home
environment do not reflect their stress and worries about their work life on their home
life, and otherwise develop successful solutions to prevent them from doing their jobs
properly. They also do not have difficulty in establishing work-life balance and they can
develop solutions when they encounter work-life conflicts. While the majority of the
participants did not have children, it was easier for them to maintain their working order
in the home environment, while the supportive attitudes of the individuals with whom
they shared home life helped to share responsibilities. The participant, who had a young
child at home, made more effort to reduce work-life conflict.

Examples such as self-discipline, planning, effective time management can be
given to individual solutions that participants can develop in order to prevent work-life
conflict. People need to identify their priorities for their jobs and lives, and learn to cope
with the stress of difficulties in meeting expectations. The process of adapting to a new
work environment will also affect the emotional state and work motivation of the
employee. Employees will need to be more motivated to adapt to this new work
environment. This can increase perceptions of human-environment harmony and even
help actively build or change the environment to adapt to them (Zhang, Chen, Schlegel, &
Chen, 2019). Since individual effort is not sufficient to prevent work-life conflict, it is also
important to demand supportive behaviors from individuals with whom home life is
shared. When focusing on managerial strategies to prevent work-life conflict, focusing on
the problems of the participants in teamwork is a primary need. The perception of not
being able to control and effectively manage the new working style on work-life conflict
may disrupt the long-term mental health and psychological well-being of employees
(Wynn & Rao, 2020). At this point, training employees on flexible working can be
considered as a method. With the training to be given to employees about work from
home, problems in this area can be prevented. In order to eliminate the doubts employees
feel about flexibility and to change their perceptions, it is necessary to update the work
structure in accordance with the practice of work from home, with the company's own
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organizational structure and culture. The fact that projects require teamwork and
decisions need to be made quickly with a consensus brings communication problems with
it. The realization of teamwork in a virtual environment creates problems arising from
time and space differences. In the study, in addition to some competencies that the
participants acquired for teamwork in the pre-pandemic working order, they have clearly
defined work processes and distinct role sharing, allowing teamwork to be continued in
a virtual environment. They have IT skills that will enable them to continue their work in
the home-working system without interruption and the technological infrastructure that
will enable remote communication also support team work. The adaptation problem
experienced by the participants, who stated that they had problems in teamwork despite
all these conditions, was not related to the team members but to the unusual conditions
caused by the pandemic.

It is necessary to make some suggestions for employees and managers in order to
prevent possible work-life conflict that may arise with the home working system.
Clarifying the working hours and to inform the employees clearly on this issue. In the
study of Smith et al. (2020) on this subject, employees may continue to exhibit work-
related behaviors while continuing to work outside the workplace, but it is necessary to
clarify the planned working hours and availability outside these hours (Smith, Kim, &
Carter, 2020). One of the most important problems faced by employees in this process is
the perception that they are always ready to work. Considering that the concept of
overtime has disappeared due to being at home and that they can work at any time of the
day may pave the way for employees to experience work-life conflict. Clarifying the
working hours and planning the person's non-work life accordingly will be effective in
preventing work-life conflict. It is also important empathizing with the employees in
order to increase the motivation of the employees and to establish regular and healthy
communication outside of work. It should not be forgotten that employees fear being
unemployed in this process. Referring to Turkey in April, data from the next pandemic
level has increased to 13.4% in June, according to data at the level of unemployment is
12.8% (TURKSTAT, 2020). The support of the manager is also important in reducing the
stress experienced by the employees and increasing the motivation. Adopting a solution-
oriented approach, providing active feedback in every positive or negative situation,
evaluating the performance of the employees, evaluating the suggestions of the
employees and using up-to-date technological opportunities, ensuring that the employees
are trained in this sense, determining their working hours clearly and not waiting for
work outside of working hours should be among the priorities of managers.

The study has some limitations, only full-time office workers working in the head
office of the research company were interviewed, and two people with less than 6 months
working in the company were not included in the sample. The reason why employees
from other countries are not included in the analysis is that these branches operate with
home-based working systems in the pre-pandemic period. Temporary employees
assigned on a project basis are excluded from the sample because they do not meet the
criteria of full-time employees, and employees who manage field studies do not work in
the office environment. The study focuses on a single sector so it is not possible to
generalize the findings obtained to other sectors that switch to the home working system
due to the Covid-19 Pandemic. Undoubtedly, the possible effects will also differ between
sectors. Obtained findings are limited to the expressions of the participants, since
different data collection techniques were not used or observations were not made about
the work, private and family lives of the participants.

Proposals for future studies include surveys and interviews with employees of the
research company's branches in other countries. In this way, the responses of employees
employed through the home-based working system in different cities can be
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comparatively evaluated in terms of organizational culture, employee differences, and
legal regulation differences. In addition, the workloads and business structures of other
businesses can be examined from different angles. The research can be carried out in
different sectors and to cover different occupational groups. Finally, apart from the
interview technique used in the research, the use of different qualitative and quantitative
research designs can be considered among the suggestions for future research.
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Summary

Tiirkiye, Mart ayindan itibaren uygulanmaya baslanan sosyal izolasyon énlemleri ile
Covid-19 Pandemisinin yayllmasini onlemeye calisirken bir¢ok isletme evden ¢alisma
sistemine gecmistir. Literatiirde uzun zamandir ¢alisma konusu olarak dikkat ¢ceken evden
calisma sistemi, is, aile ve 6zel yasamdaki rol ve taleplerin ¢akismasi ile ortaya ¢ikan is-
yasam ¢atismasina neden olabilmektedir. Kigsilerin ¢alisma saatlerini aile ve arkadaglari ile
etkilesim icerisinde bulunabilecekleri fiziksel ortamlarda gecirdiklerinde, bu kigsilere
harcamalar: gereken zaman ve enerjinin arttigi, ise yonelik ve yakinlarina yénelik
sorumluluklart arasindaki sinirlarin bulaniklastigi ve iki yénlii talep artisinin ¢alisanlari
islerine ve ailelerine ydnelik c¢atismalara siirtikledigi literatiir incelemesinde dikkat
cekmektedir. Uzun ve diizensiz ¢calisma saatleri, érgiitiin biiyiikliigii ve yapisi, diisiik iicretler,
tist yonetimin olumsuz tutumu, is iligkileri, calisan performansi ile ilgili faktorler is-yasam
catismasina neden olurken cesitli kisisel ve ailevi faktérler de ¢catismalart arttirmaktadir.
Tiim bu faktérler bir is-yasam catismast olasiligini yaratirken, Covid-19 Pandemisi gibi
beklenmedik bir faktériin ortaya cikmasi bu olasiligi daha da giiclendirmektedir.

Tiim bu hususlardan yola cikilarak bu ¢alismada Covid-19 Pandemisi nedeniyle
evden ¢alismaya gegisin, c¢alisanlarin is-yasam c¢atismasi lizerindeki olasi etkilerini
arastirmak ve calisanlara ve ydneticilere ¢atismalar: énlemek icin énerilerde bulunmak
amaclanmistir. Arastirma Orneklemi uluslararast bagimsiz bir arastirma gsirketinin
(Tiirkiye) merkez ofisinde tam zamanl calisan ofis calisanlart arasindan secilmistir.
Katilimcilara yapilandirilmis gériisme teknigi kullanilarak pandemi nedeniyle evden
calisma sistemine gecilmesinin ¢alisma hayatlarinda, ev yasantilarinda ne gibi etkileri
oldugu, sorunlart ¢oézmeye veya énlemeye yénelik ne tiir tedbirler aldiklart ve
yéneticilerinden nasil bir destek bekledikleri ile ilgili sorular sorulmustur. Verilen cevaplar
incelendiginde dért temel tema ve bu temalara bagl alt temalar elde edilmigtir. Bunlar
pandeminin ev ve is yasamina etkileri; evden ¢alismanin avantajlari, dezavantajlari, tutum
ve davraniglara etkileri; is-yasam c¢atismast yaratan durumlar ve dnleme ydntemleri;
pandeminin psikolojik ve duygusal etkileri seklindedir. Evden ¢calismaya gecen katilimcilarin
tiim giinti evde gecirmeleri sebebiyle eve yénelik gérev ve sorumluluklarinin arttigi
gériilmiistiir. Pandemi oOncesinde ofiste yiiriitiilen islerin, ofiste kullanilan diziistii ve
masatistii bilgisayarlarin eve tasinmasi, evlerde internet baglantisinin olmasi ve ofis
telefonlarindan yapilan gériismelerin cep telefonlariyla devam etmesi gibi yeni
diizenlemelerle aksamadan devam ettigi goriilmiistiir. Evden c¢calismanin avantajlar
arasinda ise gidip gelirken harcanan zamandan tasarruf edilmesi, dezavantaj olarak ise
sosyal hayatin pandemiden olumsuz etkilenmesine vurgu yapildigir gériilmiistiir. Sosyal
izolasyon nedeniyle dis diinya ile fiziksel bagin en aza indirilmesi, hem katilimcilarin hem de
ev ortamint paylastiklart kisilerin davranislarinda degisikliklere neden olmustur. Erken
kalkmak ve giinii planlama seklinde yeni davranislar sergilemek, kitap okumak, spor
yapmak veya farkli hobilere yénelmek olumlu psikolojik ve fiziksel sonuglar olarak
belirtilmistir. Ev ortaminin paylasildigi kisilerin, katihmcilarin ev ¢calisma sistemine uyum
saglayacak sekilde tutum ve davranislar gelistirdigi goriilmiistiir. Hastalanma veya
yakinlarina bulastirma korkusu, sosyallesme imkanlarinin azalmasindan kaynaklanan
sorunlar, uyum saglamada zorluk, motivasyon ve konsantrasyon giicliigii katilimcilarin
yasadig psikolojik ve duygusal etkiler olarak gézlemlenmistir.

Is-yasam catismasint énlemek icin katiimcilarin gelistirebilecekleri bireysel
coztimlere 6z disiplin, planlama, etkili zaman ydnetimi gibi 6rnekler sunulmustur. Bu sayede
isleri ve ev yasamlari icin énceliklerini belirlemeleri ve beklentilerin yarattigi stresle bas
etmeleri kolaylasacaktir. Bireysel ¢aba yeterli olmadigindan, ev hayatinin paylasildigi
bireylerden destekleyici davraniglar talep etmek de dénemlidir. Yénetsel stratejilere
bakildiginda ise, projelerin ekip ¢calismasi gerektirmesi ve kararlarin fikir birligi ile hizli bir
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sekilde alinmasi gerektigi gerceginden yola cikilarak ¢calisanlarin iletisim ve ekip calismasi
sorunlarina odaklanmak birincil ihtiyag olarak goriilmiistiir. Calismada, katihimcilarin
pandemi éncesi ¢alisma diizeninde takim ¢alismasi icin edindikleri bazi yetkinliklerin yant
sira, net bir sekilde tantimlanmis is siireclerine ve farkli rol paylasimlarina sahip olmalari,
ekip calismasinin sanal ortamda devam etmesine olanak tanimaktadir. Tiim bu kosullara
ragmen ekip ¢alismasinda sorun yasadiklarini belirten katilimcilarin yasadiklart uyum
sorunu ekip iiyeleriyle degil, pandeminin neden oldugu alisiimadik durumlarla ilgili oldugu
saptanmistir. Pandemi siireci yeni ¢alisma tarzini kontrol edememe ve etkin bir sekilde
yénetememe algist da ¢alisanlarin stres diizeyini arttirmaktadir. Calisma saatlerinin
netlestirilmesi ve kisinin is disi yasaminin buna gére planlanmasi, motivasyon arttirict
iletisimi saglamak, bu stiregte igsiz kalmaktan korkan ¢alisanlar igin agik, seffaf ve adil
davraniglar sergilemek de yéneticilerin gelistirebilecekleri bazi ¢éziim énerileri olarak
belirlenmistir.

Calismanin bazi kisitlart bulunmaktadir. Orneklem icin arastirma sirketinin merkez
ofisinde ¢alisan tam zamanli ofis calisanlari secilmis, diger lilkelerdeki calisanlar pandemi
oncesinde de evden ¢alisma sistemini kullandigindan érnekleme ddhil edilmemistir. Proje
bazinda goreviendirilen gecici calisanlar, tam zamanli ¢alisan kriterlerini karsilamadigi ve
saha ¢alismalarint yoneten c¢alisanlar ofis ortaminda c¢alismadigi icin Orneklemden
ctkarilmistir. Calisma tek bir sektére odaklandigindan, elde edilen bulgulart Covid-19
Pandemisi nedeniyle evde ¢calisma sistemine gecen diger sektorlere genellemek miimkiin
degildir. Kuskusuz olasi etkiler de sektérler arasinda farklilik gésterecektir. Katilimcilarin
is, 6zel ve aile hayatlart hakkinda farkli veri toplama teknikleri kullanilmadigi veya gézlem
yapilmadig icin elde edilen bulgular katiimcilarin ifadeleriyle sinirhdir. Gelecekteki
calismalarda sirketin farkl tilkelerdeki calisanlart ile goriisiilerek calisanlarin evden
calismaya bakigi karsilastirmali olarak degerlendirilebilir. Ayrica farkli sektéorlerde ve farkl
meslek gruplarinit kapsayacak ¢alismalar yapilabilir.
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