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Abstract

In recent years, the work-life balance concept gained more importance among businesses to have efficient and high-performance
employees. These businesses developed various policies to ensure work-life balance. In this sense, the Covid-19 pandemic that emerged
in China in 2020 and impacted the whole world in a short time also had an impact on the business world. The majority of the businesses
decided to shift to a remote working model for employees that met the requirements since individuals need to stay away from crowded
spaces to prevent the spread of the pandemic. Ensuring work-life balance became more important with remote working. The employees
struggle to create a work-life balance since there is no distinct border between home and work. At the same time, it can be seen that
employees have different perspectives according to their psychological capital level. Therefore, psychological capital is one of the
factors that impact the work-life balance. In this study, the relationship between employees’ remote working and work-life balance is
investigated with the mediator role of psychological capital in this relationship. The analysis conducted within this study investigated
whether the work-life balance of employees applying a remote working model changed according to their psychological capital. In the
research, a questionnaire was applied as a quantitative data collection method. SPSS 26.0 is used in data analysis for this study. It has
been revealed that the relationships between remote work and the work-life balance of employees with high psychological capital are
positive and significant.

Keywords: Remote Working, Work-Life Balance, Psychologic Capital, COVID-19 Pandemic
JEL Classification: M10, M16

PANDEMIi DONEMi UZAKTAN CALISMA VE iS YASAM DENGESI iLiSKiSINDE PSIKOLOJiK SERMAYENIN
ARACILIK ROLU: BEYAZ YAKALI CALISANLAR UZERINDE BiR ARASTIRMA

Oz
Son yillarda is yasam dengesi kavrami, verimli ve yiiksek performansli ¢calisana sahip olmak agisindan isletmelerde daha fazla énem
kazanmigtir. Isletmeler de is yasam dengesi kurmak adina cesitli politikalar gelistirmistir. Bu anlamda 2020 yilinda Cin’de ortaya
¢tkan ve ¢ok kisa siirede tiim diinyay etkisi altina alan Covid-19 salgimi da i diinyasimi olduk¢a etkilemigtir. Salgimin yayilmasini
onlemek igin insanlarin kalabalik ortamlarda bulunmamas: gerektiginden ¢ogu igletme gerekli kosullart saglayan ¢aliganlar igin
uzaktan ¢alisma modeline gegis karart almigtir. Uzaktan ¢alisma ile is yasam dengesi saglamak daha da énemli hale gelmigtir. Ev ve
is arasinda bariz bir ¢izgi olmamasindan dolayr ¢calisanlarin is yagam dengesi kurmasi da zorlagsmaktadir. Ayni zamanda psikolojik
sermayesi seviyesine gore ¢alisanlarin farkli bakis agilarina sahip oldugu goriilmektedir. Bu sebeple is yasam dengesini etkileyen
unsurlarindan biri de psikolojik sermayedir. Arastirmada ¢calisanlarin uzaktan ¢alisma ve is yasam dengesi arasindaki iliski, psikolojik
sermayenin bu iliskideki aracilik rolii tespit edilmeye ¢alisumistir. Calisma kapsaminda yapilan analizler ile uzaktan ¢alisma yapan is
gorenlerin psikolojik sermayelerine gére is yagam dengesinde degisiklik olup olmadigi arastirllmistir. Aragtirmada nicel veri toplama
metodu olarak anket uygulanmistir. Aragtirma kapsaminda veriler SPSS 26.0 kullanilarak analiz edilmistir. Psikolojik sermayesi
yiiksek calisanlarin uzaktan ¢alisma ve is yasam dengesi arasindaki iligkilerinin pozitif yonlii ve anlaml oldugu ortaya konmustur.
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1. Introduction

Today, changing conditions bring many innovations. With these changes, businesses realize the
importance of human-oriented approaches and employee loyalty and carry out activities in this field.
One of the ways to ensure employee loyalty and good performance is undoubtedly to establish the
right work-life balance. Employees have roles in both private and business life. To establish a work-
life balance, these roles should not be intertwined and one should not be more dominant than the
other. In this context, businesses have developed policies for work-life balance such as applications
for employee motivation and remote working. The coronavirus, which emerged in China in 2020 and
has been declared a pandemic by the World Health Organization has affected the whole World both
individually and organizationally. With the onset of the Covid-19 pandemic, states have taken strict
measures and home quarantines have been implemented as much as possible. In this context, the
remote working model has been implemented for positions that can continue their activities outside
the workplace. Thus, this working model, which is implemented by a small number of people, has
become a meaningful solution in terms of business continuity all over the world. The Covid-19
outbreak has also accelerated the digitalization processes of companies. The first change was seen in
the meetings. Company meetings started to take place over video calls. This situation creates positive
effects by preventing the loss of travel, accommodation, and, most importantly, time for meetings. In
this chaotic environment, it is of great importance for individuals to remain psychologically strong
and to be able to approach troubles with resilience. In this sense, the importance of individual
psychological capital has come to the fore again (Baykal, 2020a).

Psychological capital highlights today's businesses in terms of performance and efficiency. Akkus,
Najimudinova, and Giil (2021) investigated the effect of psychological capital on organizational
commitment through work-life balance with 411 staff working in a university's academic and
administrative staff. As a result of the research, it was concluded that as the psychological capital
levels of the participants increased, their organizational commitment also increased. When this level
is examined in terms of organizational commitment dimensions, it is seen that it explains the
continuance commitment at the highest rate of 19%. Yavuz (2018) examined work-life balance and
work stress from the perspective of flexible working in his study. As a result, it is observed that there
is a positive relationship between work-life balance and work stress, and this situation differs in
companies with and without flexible working.

In this study, the concepts of work-life balance, psychological capital, remote work, and Covid-19
were examined. Then, in the methodology part, the effect of teleworking on the work-life balance of
white-collar employees in Turkey during the pandemic period and the possible mediating effect of
the psychological capital of the employees in this effect were investigated.

2. Theoretical Framework

Work-life balance is one of the important issues of today's working life. When the balance is
disturbed, the motivation of the employees may decrease. This hurts their performance. On the other
hand, employees with high psychological capital can be more successful in motivating themselves.
For example, in their research, Baykal and Zehir (2018) examined the mediating role of psychological
capital in the relationship between spiritual leadership and employee performance. Looking at the
results, it is seen that the psychological capital of those working under the spiritual leader improves
and this contributes to higher success levels. This study discusses the mediating role of psychological
capital in the relationship between work-life balance and remote work.

2.1. Covid-19 Pandemic and Remote Work

Globalization and technological developments also affect business life and organizational structures
of organizations. One of the ways of working that has emerged with the changing employment
understanding of organizations is remote work. The concept of remote work in foreign academic
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literature; has been defined in many different ways such as telework, teleworking, remote work, e-
work, and distance work (Meshur, 2010). Although the concepts of remote working and working
from home are similar to each other, they have some differences. For remote working, an information
technology product is sufficient in every place where work will be done. The concept, which was
used for the first time by Nilles in 1970 regarding the reduction of energy use in the oil crisis, did not
have much effect on the current period (Ergiin, 2019). The International Labor Organization has
defined the concept of remote work as “work that is accepted by the employer, in a place other than
the common office center, home or workplace, remote from the employees in the company, but by
communicating with them through technological means” (ILO, 2016). According to Akyaz's (2019)
study, remote working has become quite common in the USA, Japan, Canada, Australia, and all EU
members. Looking at the teleworking rates, one out of seven employees employed in Denmark and
the Czech Republic is within the scope of teleworking. In addition, it is seen that the use of remote
work is increasing in developing countries such as Brazil, Singapore, Malaysia, and others (Akyaz,
2019).

Remote working has both positive and negative aspects for employers. The most important of the
positive aspects is that it reduces the labor cost. Employees, they can get rid of expenses such as travel
fees or service and meal fees. At the same time, office rent and office bills are also reduced, and even
companies that work remotely do not have these expenses. The negative aspects can be given that
employees are not as disciplined as they are in the office while working remotely. At the same time,
external factors in the workplace can cause distraction. For those who work remotely, it may cause
difficulties in adopting the corporate culture and belonging to the institution (Kiigiik, 2019). Although
remote working positively affects work-life balance, it also reduces work-family conflict and stress
by providing administrative, peer, and technological support to employees. The absence of a
constantly controlling audit will make the employee feel comfortable in terms of working in a less
stressful environment. Remote working facilitates the formation of the employees’ working styles and
prevents the effect of distractions in the office environment (Contreras, Baykal, and Abid, 2020).

2.2. Work-life balance

A large part of the time individuals is dominated by work. Although private life remaining from
working time seems to be independent of working time, there is a close relationship between them
(Turna, 2017). Employees have roles and responsibilities in their private lives apart from their
business life. Technology causes changes in working life as well as social and economic changes, and
the two lifestyles have begun to violate each other (Seferov, 2018). In the concept of work-life
balance, "work" refers to a person's career; life, on the other hand, shows situations such as leisure,
family, and health (Akin, Ulukok, and Arar, 2017). In general, work-life balance is expressed as the
harmony between family and business life (Kiigiik, 2019).

Theories about work-life balance have been shaped by social changes. Changes in family structures
have been effective in this regard. With industrialization and the change in family structures, women
have been more involved in business life. However, it is thought that it is inevitable for women to
experience burnout and they are exposed to stress with the coming of the role of working on top of
the role of mother and wife (Kahraman, 2018). The employment status of their spouses increased
their responsibilities such as housework and childcare among male employees. Men's spending more
time with their children not only has social benefits for their children but also supports women's
careers and active participation in the workforce. Working men are willing to change jobs or even
change cities for a job to achieve a good work-life balance, and they care more about the flexibility
of the job than financial rewards (Ozcelik Kaynak and Oztuna, 2019). People have different roles in
business and private life. And they try to realize their roles in both lives (Girdap, 2019). Role theory
was discussed in the 1970s to explain the situations related to the fulfillment of these roles and the
execution of them together (Odemis, 2018). The problem arises when individuals are compatible in
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one role and cannot fulfill their other roles. He may be in a position to neglect someone, especially
when he has a role to play at the same time. Conflict theory considers three types of conflict. These
are the conflict between business life and family life, the conflict from family life to business life,
and the conflict from business life to family life (Karaoglu, 2019). There is interaction between roles
and the important thing is to prevent conflict (Ergiin, 2019). While it is necessary to balance the roles,
sometimes there may be a conflict between them (Ilerigelen, 2020). For this reason, if one wants to
be satisfied in one role, it may be necessary to sacrifice the responsibilities of other roles. Due to the
limited time and energy of the individual, it is thought that it will be more beneficial to concentrate
on one area (Odemis, 2018). In the compensation theory, it is thought that people try to provide more
satisfaction in one of their work or private lives to prevent dissatisfaction than in the other area, and
therefore they experience conflict (Ozar1, 2019). According to Clark (2000), the compensation theory
is complementary to the overflow theory. As an example, the desire to do new and interesting
activities in the private life of a person who has a monotonous job can be given (Bagci, 2018).
Boundary theory has four basic concepts and these concepts are areas, borders, border temporary and
border guards. The work and private domains have different tools and purposes. While success and
income are priorities in business life, there are priorities such as happiness and peace in private life.
The individual needs to determine his boundaries between work life and family life (Babayigit, 2016).
The overflow theory is handled in two ways. If a positive orientation in one of the fields affects the
other in this direction, this is a positive overflow, a negative overflow in one of them, and a negative
overflow in the other (Ozar1, 2019). The way business and family lives interact also causes them to
resemble each other. For example, being unhappy in business life can cause an individual to be
unhappy in his private life (Kahraman, 2018). The theory of instrumentality is expressed as the
individual making decisions for self-development in business life to achieve satisfaction in his private
life. In this theory, if the individual uses the other field to be successful in one field, he or she uses
this situation as a tool (Oner, 2019). The division theory argues that work and non-work life are
independent of each other and there is no interaction between them (Cinar, 2019). He argues that in
developed societies, a clear distinction can be made between business and non-business life (Odemis,
2018). Some factors affect people to avoid conflict and balance between business and family life. If
these factors are kept in harmony, it will still be easy to achieve a work-life balance. Factors related
to business life can be associated with "organizational factors™, and the part related to family life can
be associated with "personal factors" (Yavuz, 2018). Examples of personal factors such as gender,
marital status, career planning, education, and age can be given. As for organizational factors;
Examples such as role ambiguity, role conflict, participation in management, and excessive workload
can be given.

It is important to strike a balance between business and private life. As a result of the failure to
establish the balance, conflict begins. While these conflicts can negatively affect the physical and
psychological health of the individual, they can also cause problems in family life. Stress increases
with conflict, which reduces both work performance and quality of life (Oner, 2019). As the results
of work-life imbalance in terms of the individual; stress, decrease in quality of life, the feeling of not
being able to spare enough time for oneself, psychological problems, burnout, and depression can be
given as examples. Since these problems experienced by the individual reduce their quality of life
and affect their health, sleep problems can also cause work accidents as a result of careless behavior
(Ilerigelen, 2020). From an organizational point of view, the consequences of work-life imbalance
are divided into direct and indirect. While indirect results can be given as job dissatisfaction, low
level of commitment, and distrust, direct results can be given as absenteeism, employee turnover,
work accidents, and work slowdown. Establishing a work-life balance positively affects both the work
and private life of the individual.
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2.3. Psychological Capital

The foundations of the concept of psychological capital are based on positive psychology, which was
introduced in the 1990s. This point of view focuses not on the weaknesses and deficiencies of
individuals, but on their positive strengths (Cetin et al., 2015). With positive psychological capital,
purpose creates planned systems that reveal the potential of employees. In achieving this goal,
competitive advantage is provided and the psychological phenomenon where positivity is essential is
emphasized. Since positive psychological capital can be developed, it also has a feature that motivates
individuals to exceed their potential. As psychological capital increases, burnout and intention to
leave also increase (Sendogdu et al., 2021). According to Narcikara (2017), psychological capital is
a synergetic whole of individual psychological resources that can be developed. Psychological capital
has created many new alternative ways to manage human resources more efficiently. The benefits of
psychological capital provide benefits in terms of sustaining businesses in today's conditions and
maintaining their place in the sector. At the same time, it is important to provide flexibility for all
conditions. From the perspective of psychological capital, flexibility; means that when the person is
in a difficult situation, he can quickly remove the negativity and find a solution quickly.

Flexible people can easily adapt to volatile, competitive, and uncertain environments. Since
psychological capital aims to take a positive attitude towards negativities, when people face any
negativity, they tend to have optimistic and hopeful expectations, which will enable them to be more
patient, flexible, and competitive. Four dimensions stand out in psychological capital. In choosing
these dimensions; their contribution to performance, flexibility, and positive perspectives open to
development effect (Demirci, 2019). Four dimensions of psychological capital; self-efficacy, hope,
resilience, and optimism. Optimism is based on the expectation-value theory of motivation. As the
goals differ according to value, individuals are more motivated to realize the goals they find more
important. Resilience, which covers the behavioral dimension of psychological capital, provides
information on how individuals overcome difficult conditions and their capacity. Even though people
with high resilience are exposed to traumatic situations, they stay calm and act solution-oriented.
After the situation passes, they return to their normal lives. The traumatic event can be examined
under two headings. These are critical events. Important events are situations that affect the individual
emotionally and that they encounter in business life. Critical events are more unusual. Crises are
situations that develop suddenly, such as a natural disaster, and cause extreme stress (Unlii, 2020).
The self-efficacy dimension, based on the Social Cognitive Theory developed by Albert Bandura
(1982), is the most studied dimension among the psychological capital dimensions. It is used as
confidence or self-efficacy in positive organizational behavior studies (Kaplan, 2020).

The concept of self-efficacy is that individuals are aware of their abilities and capacities. It can be
expressed as the belief that an individual can do something against a job. It is based on the idea that
people must first believe in their capacities to develop and use the abilities they have (Hamuluoglu,
2019). The concept of hope was first discussed by Rick Sender, who worked on positive
psychological capital. According to Snyder (2000), the concept, which is widely used today and
means containing expectations, is a source of positive motivation that contributes to the success of
individuals. Individuals with a high hope dimension seek solutions by anticipating the problems they
may encounter. Jensen and Luthans, on the other hand, expressed the concept of hope as providing
determination in reaching the determined goals and determining other options (Bukni, 2019).

Positive variables associated with psychological capital; organizational commitment, job
performance, quality of life, positive organizational climate, and positive emotions can be given as
examples. Negative variables associated with psychological capital; stress, employee absenteeism,
intention to leave, and negative feelings towards the organization. The result of the development and
management of psychological capital on performance can be more effective and satisfying than the
components that make up psychological capital (Biiyiikbese and Aslan, 2019). Bhat (2017) found that
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the dimensions of psychological capital (resilience, self-efficacy, optimism, hope) were positively
related to life satisfaction in his study on 50 sports coaches to examine the relationship between
psychological capital and life satisfaction. It has been observed that sports instructors with high
psychological capital have more life satisfaction than those with low psychological capital. Baykal
and Zehir (2018) examined the mediating role of psychological capital in the relationship between
spiritual leadership and employee performance. Looking at the results, it is seen that the psychological
capital of those working under the spiritual leader improves and this contributes to higher success
levels. In their study, Hu et al. (2018) discussed the effects of authentic leadership on the proactive
behavior of subordinates, with the role of compassion at work as a moderator and mediator of
psychological capital. The data obtained as a result of the surveys conducted with 445 employees
working in a company located in China revealed that psychological capital was the full mediator
between authentic leadership and the proactive behavior of subordinates.

Bogler and Somech (2019) discussed psychological capital, team resources, and organizational
citizenship behavior in their research. In this context, a questionnaire was applied to 395 participants
working in educational institutions. As a result, it has been seen that psychological capital provides
an increase in organizational citizenship behavior. Le and Leaungkhamma (2020) investigated how
transformational leadership affects employees' ability to innovate through psychological capital. The
mediating effect of psychological capital between transformational leadership and innovation ability
has been confirmed. It has been observed that the formation of a suitable climate to develop the
positive psychological resources of the employees with transformational leadership, also significantly
affects their innovation abilities.

2.4. Covid-19 Pandemic

Covid-19 named the new type of coronavirus, which emerged towards the end of December 2019,
was first seen in Wuhan, China. It has been detected in people found in seafood and animal markets
in the region. Because it is easily contagious from person to person, it spread to other cities in Hubei
province after Wuhan, and to all of China and all over the world over time. The disease, which
presents with symptoms of respiratory tract disease, is in the same family as MERS and SARS
diseases. It can be seen in animals and humans (Ministry of Health, 2020). The World Health
Organization (WHO) declared the coronavirus disease a pandemic on 11 March 2020. In the text
mining studies conducted by Silahtaroglu et al. (2020) in Turkey, in which tweets posted after the
pandemic were analyzed week by week, the negative impact of the pandemic on Turkish people was
revealed, and it was seen that the pandemic created a deep sense of hopelessness and uneasiness on
people. Soylu's (2020) study investigating the effects of Covid-19 on a sectoral basis in Turkey,
movement restrictions such as remote working, distance education, travel restrictions, suspension of
sports and artistic activities, measures taken to ensure social distance and interruption of production
in some places were determined negative effects on the economy. However, financial support and
low-interest policies were implemented to prevent uncertainty and social unrest.

Businesses can organize meetings with video calls so that their employees do not lose their social
contacts in the office environment. Even if working from home, it will be beneficial for the employee
not to lose his sense of belonging and commitment to the business and to balance the goals of the
business with the welfare of the employee (Dwivedi et al., 2020). Deloitte stated in the report
“Employee Experience 201” published in May 2020 that the priorities of employees and companies
have changed. While the employees expect to make an impact and take ownership of their companies,
the priorities of the companies are to monitor the health of their employees within the scope of the
pandemic and to closely monitor customer relations, in addition to their usual processes. The
companies have determined the positions where remote working can be done and they have switched
to this working style. Some companies have been hesitant about working remotely. In particular, they
have the opinion that they do not have enough resources or support to balance between the culture of
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working away from the institution and working face-to-face, hence switching to remote working
completely. When companies that have the opportunity to switch to remote working cannot take
advantage of this opportunity during the pandemic period, their employees will inevitably think that
they are not valued and trusted (Bilginoglu, 2021).

3. Hypotheses and research model

The concept of psychological capital can be expressed as the capacity of individuals to overcome
difficulties, resilience, and psychological development (Macit et al., 2020). Especially in a period
with the Covid-19 epidemic, the attitudes of individuals with high psychological capital towards
difficult situations will be more positive to feel lonely and lack communication from the negative
effects of working remotely (Seyran, 2021). Since there is no concrete work output that can be seen
by the managers of the individuals working remotely, there may be situations where they see it as
compulsory to work outside of working hours. This situation causes the employee to be stressed with
the feeling of losing his job and not being able to get rid of the work psychology (Senel, 2021).
However, in individuals with high psychological capital, stress and burnout levels decrease, allowing
them to be psychologically well (Bankaci, 2016). The research model is shown in Figure 1.

Figure 1: Research model

Psychaological Capital

“Self-Sufficiency

*Hope
*Resiliencs
*Ciptimismn
H2
H1
Remote Work - Work Life Balance
H3

In this study, inspired by the relevant literature, hypotheses H1la, H1b, H1lc, and H1d were formed.

Hla: Remote work has a positive and significant effect on the psychological capital self-efficacy
dimension.

H1b: Remote work has a positive and significant effect on the psychological capital hope dimension.

Hlc: Remote work has a positive and significant effect on the psychological capital resilience
dimension.

H1d: Remote work has a positive and significant effect on the optimism dimension of psychological
capital.

Work-life balance is ensured healthily by establishing a balance between work and private life and
fulfilling the duties and responsibilities of both parties. It will be easy for individuals with high
psychological capital to establish a work-life balance. Studies in the literature support this. Sen and
Hooja (2015) found that police officers with higher psychological capital have a healthier work-life
balance than police officers with low psychological capital in their study on police officers. Kaplan
(2018) investigated the effect of the psychological capital of female employees on work-life balance
and found that as female employees' psychological capital increases, they establish work-life balance
more effectively. Christy et al. (2021) revealed that entrepreneurs' psychological capital capacities
affect work-life balance. Hence, inspired by the previous literature, the H2 hypothesis is formed.
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H2: Psychological capital has a positive and significant effect on work-life balance.

On the one hand, remote work provides opportunities as it makes the demands of both work and
personal lives of employees more integrated. Moreover, as it saves travel time, it can spare more time
for personal work and has opportunities such as working in the comfort of home. In this way, a
healthier work-life balance can be ensured (Karaca and Esen, 2019). Work-life balance is the state of
fulfilling the responsibilities and wishes of the individual, taking into account the interests of both his
work and personal life (Tuna and Tiirkmendag, 2020). Thanks to the remote working model preferred
by companies with the Covid-19 pandemic, employees have gained advantages that benefit work-life
balance, such as eliminating the time spent commuting, spending more time with their families
(Yilmaz and Saglam, 2021), thereby reducing the risk of Covid-19 transmission Martinez-Amador
(2016) concluded that remote working affects the work-life balance of employees to reduce
commuting time and spend more time on their private lives. In their study, Karaca and Esen (2020)
realized the effect of teleworking on work-life balance with 16 people using the interview technique
and concluded that the participants were satisfied because they used the remote working method.
Particularly in terms of the time factor, it became prominent that the participants who are mothers
can spare time for their children, and the participants who are far away from work and home gain
from travel time. Pradit and Supakorn (2020) revealed that their companies should have a good work
plan so that remote workers can have a better work-life balance. At the same time, they emphasized
that employers should support employees' internet and technological equipment. Olanipekun,
Sokefun, and Akinlabi (2021), in their research on Nigerian bankers, revealed that remote work
contributes positively to work-life balance. Hence, in light of the relevant literature H3 hypothesis is
formed.

H3: Remote work has a positive and significant effect on work-life balance.

Another relationship discussed in this research is the mediating effect of psychological capital on the
relationship between teleworking and work-life balance. With the transition to remote working,
employees may encounter problems such as not being motivated to work, social isolation, difficulty
in maintaining their self-discipline, and not being able to determine roles and boundaries in work and
personal life (Uysal and Cayir Yilmaz, 2020). In this case, negative effects on individual and
organizational success can be prevented by establishing a good work-life balance (Araslar, 2021).
People with high psychological capital have a high capacity to overcome difficulties. It is possible to
cope with the dimension of endurance against uncertainty and difficulties (Erkus and Findikli, 2013).
For this reason, it is predicted that employees with high psychological capital have a positive effect
on their work-life balance. To test the relationship in question, the H4 hypothesis was formed.

H4: Psychological capital has a mediating role in the relationship between remote work and work-
life balance.

4. Method of the Research

In the study, the sample group was reached by the convenience sampling method. In the research, a
questionnaire was applied as a quantitative data collection method. Due to the pandemic, no survey
was deviered by hand, rather an online survey link was sent via Google Forms. Participants were
reached through the researcher's school and work environment. In addition, the survey link was shared
on LinkedIn. Participants participated voluntarily. A total of 550 questionnaires were sent. Returns
were received for 508 of the questionnaires sent and were evaluated within the scope of the research.

4.1 Tools and Sampling

The main mass of the research consists of white-collar workers over the age of 20, working in
different sectors, from all hierarchical levels. We carried out office and remote work during the
pandemic period, and research was advanced through white-collar personnel due to their high ability
to understand theoretical expressions.
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The work-life balance scale was developed by Cigdem Apaydin (2011). The scale consists of 20
items. The psychological capital scale was developed by Luthans et al. (2007) and the 24-item scale
was adapted into Turkish by Vildan Hilal Akg¢ay (2014). Questions about remote working are about
whether the way of working before and after the pandemic and the way of working before and after
the pandemic increases productivity. In the questionnaire, 48 questions were asked to the participants,
and they were asked to specify their remote working status before and after the pandemic by choosing
one of the options "Remote Working", "Working in the Office", "Some days in the office and some
days remotely”. To determine how much they agreed with the remaining items, they were asked to
choose one of the "1=Strongly Disagree", "2=Disagree", "3=Undecided", "4=Agree", "5=Strongly
Agree". The data obtained after the survey study were analyzed in the SPSS 26.0 statistical package
program with a confidence interval of 95%.

59.8% of the participants are between the ages of 20-30, 64% are single and 50.4% are undergraduate
graduates. It is seen that 46.1% of the participants are employees between 0-3 years. Although there
are employees who work remotely or work remotely from the office some days in the pre-pandemic
period, the rate of these people corresponds to 26.4% of the total participants. It is seen that 73.6% of
the participants in the research were working from the office before the pandemic. After the
pandemic, the rate of working from the office decreased by 38.8%. During the pandemic, the way of
working remotely increased by 22.5%. The rate of working remotely on some days at the office
increased by 16.3% after the pandemic.

4.2 Validity and Reliability

The results of the reliability analysis of the work-life balance and psychological capital scales are
given below. Cronbach Alpha values were calculated while applying the reliability analysis. In the
work-life balance reliability analysis, the Cronbach Alpha value was calculated as 0.632. Table 2
shows the mean and standard deviation values of the items and how the item was removed from the
scale affected the Cronbach Alpha value. All 4 items of the dimension of "life consist of work™ and
the 3rd item of the dimension of taking time for oneself in the scale were excluded from the analysis
because they caused Cronbach's Alpha value to be low. Analyzes were continued with the remaining
15 items. In the Psychological Capital reliability analysis, the Cronbach Alpha value was calculated
as 0.905. This value is reliable enough for the study. Resilience 1, Optimism 2, and 5 items were
excluded from the analysis because they decreased the Cronbach Alpha value. The analysis continued
with 21 items of the 24-item scale.
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Table 2: Reliability and Validity of Scale With Factor Analysis

Factors Materials 1 Zactor Load; ) Cronbach Alfa
Work-Life Harmony 1 0, 496
2 0, 644
3 0, 659
4 0, 604 0,835
5 0,433
6 0,476
Violation of Life 2 0,423
3 0,410
4 0, 327 0,701
5 0, 408
6 0, 502
Don't Take Your Time 1 0, 409
2 0,426 0, 603
4 0,415
Self-sufficiency 1 0, 489
2 0, 463
3 0, 490
4 0,535 0,823
5 0, 539
6 0, 441
Hope 1 0, 475
2 0,416
3 0, 430
4 0, 454 0, 769
5 0,438
6 0,429
Resilience 2 0, 481
3 0, 307
4 0, 439 0, 690
5 0,435
6 0, 481
Optimism 1 0,479
3 0,624
4 0, 559 0,610
6 0, 404

Firstly, whether the data is suitable for factor analysis was analyzed with KMO and Barlett's Test.
Analysis results are given in Table 2. Later factor analysis is conducted. As a result of the analysis
for work-life balance, factor loads ranged from 0.433 to 0.659 for the dimension of work-life
adjustment, between 0.327 and 0.502 for the dimension of violating life, and between 0.409 and 0.426
for the dimension of taking time for oneself. has been obtained. As a result of the analysis, it was also
found that the scale explained 47.365% of the total variance. As a result of the factor analysis, the 1st
item of the violating life dimension was excluded from the analysis, since the factor loads were low
and/or loaded on other factors. As a result of the analysis for the psychological capital scale, factor
loads ranged from 0.441 to 0.539 for the self-efficacy dimension, between 0.429 and 0.475 for the
hope dimension, between 0.307 and 0.481 for the resilience dimension, and 0 for the optimism
dimension. obtained between 404 and 0.624. As a result of the analysis, it was found that the scale
explained 46.711% of the total variance.
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4.3 Research Findings

Correlation analysis was conducted to determine the relationship between remote work, work-life
balance, and psychological capital and to determine its degree. Analysis results are given in Table 3.

Table 3: Correlation analysis results

Variables 1 2 3 4 5 6
1 | Remote Work 1 ,336** ,340** ,264** ,295%* | ,201**
2 | Work-Life Balance ,336** 1 ,384** A13** ,355** | 456**
3 | Psychological Capital-Self-efficacy ,340** ,384** 1 146** ,565** | 418**
4 | Psychological Capital-Hope ,264** A13** ,146** 1 B47** | 479**
5 | Psychological Capital-Resilience ,295** ,355** ,565** ,B4T** 1 ,517**
6 | Psychological Capital-Optimism ,201** ,456** ,418** A79** ,b17** 1
**0.01 significance level (2-tailed)

In the research, first of all, the effects of remote working on the sub-dimensions of psychological
capital and work-life balance and the effects of sub-dimensions of psychological capital on work-life
balance were examined. Then, the effect of remote work on work-life balance and the mediating role
of psychological capital are discussed. In the sample of the study, work-life balance decreased to one
dimension. Here, remote work is the independent variable, work-life balance is the dependent
variable, and psychological capital is the mediating variable.

As a result of the regression analyses shown in Table 4, significant effects of remote work on self-
efficacy, hope, resilience, and optimism, which are sub-dimensions of psychological capital, were
observed and hypotheses H1a, H1b, H1lc, and H1d were accepted. Significant effects of self-efficacy,
hope, and optimism, which are the sub-dimensions of psychological capital, were observed on work-
life balance, but no significant effect was observed in the resilience dimension. Despite this exception,
the H2 hypothesis was accepted because there was a significant effect on other sub-dimensions. It
was seen that remote work affects work-life balance and the H3 hypothesis was accepted.

Finally, to measure the mediating effect of psychological capital, the effect of remote working alone
and together with psychological capital was compared. While the effect of remote working alone on
work-life balance is 0.211, its effect on psychological capital dimensions is 0.133. When remote work
is considered together with psychological capital, it is seen that its effect decreases statistically. To
control the situation of providing full or partial mediation, it was seen that the psychological capital
and the effect value of remote working were significant only with the dimensions of hope and
optimism. Although self-efficacy and resilience are not significant, it can be mentioned that the hope
and optimism dimensions are meaningful as partial mediation. The H4 hypothesis, shown as Model
7, was accepted.
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5. Conclusion and Discussion

Effective changes have occurred in business life with the Covid-19 pandemic, which was first seen
in China and affected the whole world in a short time. The concept of work-life balance, which has
become increasingly important as living conditions change, has started to come to the fore with the
pandemic period. Work-life balance refers to the harmony and balance between the private and work
lives of individuals. Thanks to the remote working model preferred by companies during the Covid-
19 pandemic, employees have gained advantages that benefit the work-life balance, such as
eliminating the time spent commuting, spending more time with their families, and reducing the risk
of Covid-19 transmission.

Psychological capital is a concept that can be developed and affects performance, enabling the
individual to focus on the positive aspects. It enables individuals to adapt to challenging conditions
and to be flexible. Especially during the pandemic period, working remotely can be beneficial for
people to be resistant to miscommunication, conflict, and problems that may arise from being away
from their workplace and colleagues. It can be said that the work-life balance of employees with high
psychological capital can be better established. For example, Sen and Hooja (2015) found in their
research on police officers that individuals with high psychological capital have a better work-life
balance than individuals with low psychological capital. Similarly, Kaplan (2018) hypothesized that
the psychological capital levels of female employees have a positive effect on the establishment of
work-life balance, and the hypothesis was accepted. In the study, psychological capital was
considered as a single dimension. Apart from Kaplan’s (2018) study, in our research, the concept of
psychological capital was taken with the sub-dimensions of hope, self-efficacy, resilience, and
optimism, and it was seen that the resilience dimension did not affect the work-life balance.

Karaca and Esen (2019), in their study to reveal the effect of remote working mothers on work-life
balance, found that the time factors gained from travel time and allocated to the child came to the
fore. Kiiciik (2019) hypothesized that there is a difference between the work-life balance of people
who work from home or in the office and that the work-life balance levels of people who work from
home are higher than those who work in the office. As a result, the hypothesis was confirmed.
Bayraktar (2021) tested whether there is a relationship between organizational commitment and job
satisfaction in teleworking to contribute to the remote working process during the pandemic period.
In this context, as a result of the study carried out with 264 people working in the public and private
sectors in Kocaeli and Istanbul Anatolian side, it was observed that the contribution of the companies
to organizational commitment and job satisfaction increased by eliminating the deficiencies of the
remote working system and making it the most useful. In our research, our hypothesis that remote
work has a significant effect on work-life balance has been confirmed. Baykal (2022) also
investigated the effect of teleworking on Turkish white-collar employees and showed the positive
effect of teleworking on lower levels of anxiety.

In this study, the work-life balance of remote workers during the pandemic period was examined with
the mediating role of psychological capital. Looking at previous studies, organizational commitment
related to work-life balance (Allen et al., 2000; Babayigit, 2016; Cinar, 2019; Akkus, 2020), job stress
(Ozdemir, 2017; Yavuz, 2018; Sandoval-Reyes, ldrovo-Carlier, and Duque) -Oliva, 2021),
organization and job performance (Beauregard and Henry, 2009; Sahin, 2016; Wong et al., 2020),
organizational support (Glynn et al., 2002; Ulukap1, 2013), Generation Y (Kuru, 2014; Turna, 2017),
psychological capital (Kaplan, 2018; Akkus, 2020) and perceived organizational support (Baykal,
2020). In studies on psychological capital, performance (Luthans, Avey, Avolio, and Peterson, 2010;
Polatci, 2011; Topaloglu, 2013; Bukni, 2019; Darvishmotevali and Ali, 2020), leadership types
(Savur, 2013; Baykal and Zehir, 2018); Hu et al., 2018; Le and Leaungkhamma, 2020; Oztiirk and
Cankaya, 2021), organizational commitment (Bozdag Ates, 2018; Temirhan, 2019; Akkus,
Najimudinova, and Giil, 2021), job satisfaction (A¢an, 2015; Cetinkaya et al. Unsever, 2020).
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Among the studies conducted in Turkey, no study has been found that examines the relationship
between remote work and work-life balance with the psychological capital tool variable in the
pandemic period, and it is aimed to contribute to the literature and the business world. In this study,
white-collar employees working remotely were reached, regardless of sector, position, and
demographic information. It has been seen that the remote working model, which has increased with
the pandemic, has been adopted by most companies. In this context, research can be conducted on
the work-life balance of the psychological capital of remote workers based on sectors such as
software, health, and education. Especially due to the pandemic period, the practices that can be done
to increase the work-life balance of health workers can be examined. Considering that female
employees have different roles and responsibilities compared to male employees, such as childcare
and housework, the work-life balance of female and male employees can be discussed during the
pandemic period by making a gender-based comparison. Age criteria and work-life balance can be
considered in terms of adaptation and technology aptitude for remote working. It would be beneficial
to support teleworking, work-life balance, and psychological capital relations in terms of
demographic data such as sector, gender, age, and position.

AUTHORS CONTRIBUTION

In this study, the introduction, conceptual framework and literature review were made by Eda
Albayrak Erdogan, and the method, application, conclusion and discussion were made by two authors.

STATEMENT OF CONFLICT OF INTEREST

There is no financial conflict of interest with any institution, organization, or person and there is no
conflict of interest between the authors.

REFERENCES

Akbas Tuna, A.Tirkmendag, Z. (2020). Covid-19 Pandemi Déneminde Uzaktan Calisma
Uygulamalar1 ve Calisma Motivasyonunu Etkileyen Faktorler, Isletme Arastirmalar: Dergisi,
12 (3), 3246-3260.

Akin, A., Ulukok, E. and Arar, T. (201"7).. Is-Yasam Dengesi: Tiirkiye’de Yapilan Caligsmalara
Yoénelik Teorik Bir Inceleme. AKU Iktisadi ve Idari Bilimler Fakiiltesi Dergisi, 19 (1),113—
124,

Akkus, D. B., Najimudmnova, S. , Giil, H. (2021). Psikolojik Sermayenin Orgiitsel Baglilik Uzerindeki
Etkisinde Is Yasam Dengesinin Aracilik Rolii: Bir Arastirma. Pamukkale Universitesi Isletme
Arastirmalart Dergisi, 8 (1), 27-46.

Akyaz, F. S. (2019). Esnek Calismanin Is-Yasam Dengesi Uzerindeki Etkisinin Belirlenmesine
Yonelik Bir Arastirma. (Yayinlanmamis Yiiksek Lisans Tezi). Kiitahya Dumlupinar
Universitesi Sosyal Bilimler Enstitiisii, Kiitahya.

Araslar, A. (2021). Is Yiikii ile Is-Yasam Dengesinin Isten Ayrilma Niyeti Uzerine Etkisi. (Yiiksek
Lisans Tezi). Bursa Uludag Universitesi Sosyal Bilimler Enstitiisii, Bursa.

107



Eda Albayrak Erdogan- Elif Baykal

Babayigit, A. (2016). Is Yasam Dengesinin Orgiitsel Baglilik ve Isten Ayrilma Niyeti Uzerindeki
Etkisi. (Yaymlanmams Yiiksek Lisans Tezi). Akdeniz Universitesi Sosyal Bilimler Enstitiisii,
Antalya.

Bagc1, C. 1. (2018). Kusak Farkliliklarina Gére Is Yasam Dengesi Algisinin Arastirilmast:
Kahramanmaras’ta Calisan Avukatlar Ornegi. Selcuk Universitesi Sosyal Bilimler Enstitiisii,
Yiiksek Lisans Tezi, Konya.

Bankaci, U. (2016). An Investigation On The Concept Of Psychological Capital. Florya Chronicles
of Political Economy, 2 (2), 59-79.

Baykal, E. (2020a). COVID-19 Baglaminda Psikolojik Dayaniklilik, Kayg1 ve Yasam Doyum iliskisi.
International Journal of Social and Economic Sciences, 10(2), 68-80.

Baykal, E. and Zehir, C. (2018). Mediating effect of psychological capital on the relationship between
spiritual leadership and performance. E and M Ekonomie a Management, 21(3), 124-140.

Baykal, E. (2020). Mediator effect of perceived organizational support in the relationship between
authentic leadership and organizational commitment. Manas Sosyal Arastirmalar
Dergisi, 9(3), 1674-1688.

Baykal, E. (2022). The Effect of Teleworking on Anxiety During COVID-19: Turkey Example.
In Multidimensional Approach to Local Development and Poverty: Causes, Consequences,
and Challenges Post COVID-19 (pp. 174-190). 1GI Global.

Bayraktar, S. (2021) Uzaktan Calismanin Orgiitsel Baglilik ve Is Tatmini Uzerine Etkisi ve Bir
Uygulama (Yiiksek Lisans Tezi). Istanbul Arel Universitesi, Istanbul.

Bilginoglu, E. (2021). Covid-19 Pandemisi Sirasinda Uzaktan Calismanin Artan Onemi: Bilinen
Yanlislar ve Dogrulari. Calisma ve Toplum, 69(2),1099-1146.

Bogler, R., and Somech, A. (2019). Psychological capital, team resources, and organizational
citizenship behavior. The Journal of Psychology, 153(8), 784-802.

Bukni, T. M. (2019). Psikolojik Sermayenin Duygusal Emege ve Is Performansina Etkisi: Finans
Sektorii Ornegi. Kafkas Universitesi Sosyal Bilimler Enstitiisii. Yiiksek Lisans Tezi, Kars.

Biyiikbese, T., Aslan, H. (2019). Psikolojik Sermaye ve Duygusal Emegin Orgiitsel Baglilik
Uzerindeki Etkisi. Isletme Arastirmalar: Dergisi, 11 (2), 949-963.

Choi, E. Y., Choi, S. H., & Lee, H. (2021). The association between job quality profiles and work-
life balance among female employees in Korea: A latent profile analysis. International
Journal of Environmental Research and Public Health, 18(4), 1672.

Christy, F., David, A., Choudhary, N., Kalgi, N., Vibha.V., Maheswari (2021). Impact of
Psychological Capacities on the Work-Life Balance of Entrepreneurs. Psychology and
Education Journal, 58(3), 3869-3875.

Contreras, F., Baykal, E., & Abid, G. (2020). E-leadership and teleworking in times of COVID-19
and beyond: What we know and where do we go. Frontiers in psychology, 11, 590271.

Cetin, F., Hazir, K., Basim, H. (2013). Destekleyici Orgiit Kiiltiirii ile Orgﬁ'tsel Psikolojik Sermaye
Etkilesimi: Kontrol Odaginin Aracilik Rolii. Hacettepe Universitesi Iktisadi ve Idari Bilimler
Fakiiltesi Dergisi, 31 (1), 31-52.

Demirci, D. (2019). Calisanlarin Orgiitsel Destek Algilarinin Orgiitsel Vatandashik Davraniglarina
Etkileri: Psikolojik Sermayenin Bu Siiregteki Rolii ve Bir Arastirma. Inonii Universitesi
Sosyal Bilimler Enstitiisii, Doktora Tezi, Malatya.

108



Ekonomi, Isletme ve Maliye Arastirmalari Dergisi, Cilt 5, Say1 2, s. 94-111

Dwivedi, Y. K., Hughes, D. L., Coombs, C., Constantino, I., Duan, Y., Edwards, J. S., ... and
Upadhyay, N. (2020). Impact of COVID-19 pandemic on information management research
and practice: Transforming education, work, and life. International Journal of Information
Management, 55, 102211.

Ergiin, E. (2019). Orgiitlerde Is Yasam Dengesi ve Esnek Calisma Sistemleri Arasindaki iliskinin
Incelenmesi: Afyonkarahisar’da Bir Arastirma. (Yaymlanmamus Yiiksek Lisans Tezi). Afyon
Kocatepe Universitesi Sosyal Bilimler Enstitiisii, Afyonkarahisar.

Erkus, A., and Findikli, M. A. (2013). Psikolojik Sermayenin Is Tatmini, Is Performans1 ve Isten
Ayrilma Niyeti Uzerindeki Etkisine YOnelik Bir Aragtirma. Istanbul University Journal of the
School of Business Administration, 42(2).

Fatih, S., “Covid-19 ve Sibg:r Zorbalik: Uzaktan Calisma Uzerine Bir Degerlendirme”, 2. Uluslararasi
Sosyal Bilimler ve Inovasyon Kongresi, 24-25 Mayis 2021, Ankara, s.14

Girdap, E. (2019). Kariyerizm ile Is Yasam Dengesi Arasindaki iliski Uzerine Bir Arastirma.
(Yaymlanmamis Yiiksek Lisans Tezi). Sakarya Universitesi Isletme Enstitiisii, Sakarya.

Hamuluoglu, B. (2019) “Psikolojik Sermaye ile Tiikkenmislik Arasindaki Iliskinin Belirlenmesine
Yénelik Bir Aragtirma” Kiitahya Dumlupiar Universitesi Sosyal Bilimler Enstitiisii, Yiiksek
Lisans Tezi, Kiitahya.

Hu, Y., Wu, X., Zong, Z., Xiao, Y., Maguire, P., Qu, F., ... and Wang, D. (2018). Authentic leadership
and proactive behavior: the role of psychological capital and compassion at work. Frontiers
in Psychology, 9, 2470.

ILO (2016). Challenges and Opportunities of Teleworking for Workers and Employers in the ICTS
and Financial Services Sectors

Ilerigelen, 1. (2020). Mobbingin Is-Yasam Dengesi Uzerindeki Etkisi: Bursa Ilinde Kapali Cars1
(AVM) Calisanlar1 Uzerinde Yapilan Bir Uygulama. Kiitahya Dumlupinar Universitesi
Sosyal Bilimler Enstitiisii, Yiiksek Lisans Tezi, Kiitahya.

Kahraman, F. C. (2018). Formal ve Informal Aile Destekleyicisi Is Ortammin Orgiitsel Sonuglar
Uzerindeki Etkisinde Is-Yasam Dengesinin Araci Rolii. Istanbul Universitesi Sosyal Bilimler
Enstitiisii, Doktora Tezi, Istanbul.

Kaplan, M. (2018) Kadin Calisanlarin Psikolojik Sermayelerinin Is-Yasam Dengesi Uzerindeki
Etkisi: Tarihi Ishanlarinda Bir Arastirma. Balkan ve Yakin Dogu Sosyal Bilimler Dergisi, 4
(3), 29-36.

Kaplan, O. (2020). Orgiitsel Adaletin Orgiitsel Bagliliga Etkisinde Psikolojik Sermayenin
Diizenleyicilik Rolii Uzerine Bir Calisma. Bahgesehir Universitesi Sosyal Bilimler Enstitiisii,
Yiiksek Lisans Tezi, Istanbul.

Karaca, S., Esen, E. (2019, Ekim). Is Yeri Inovasyonunun Bir Ornegi Olarak Uzaktan Calismanin Is-
Yasam Dengesine Etkisi: Calisan Anneler Uzerine Bir Arastirma. Y1ldiz Teknik Universitesi
International Social Innovation Congress.

Kiiciik, A. G. (2019) “Esnek Calisma ve Bilisim Sektoriinde Ofiste ve Evde Calisanlarmn Is-Yasam
Dengesine Yonelik Bir Arastirma” Istanbul Universitesi Sosyal Bilimler Enstitiisii, Yiiksek
Lisans Tezi, Istanbul.

Lei, H., Leaungkhamma, L., and Le, P. B. (2020). How transformational leadership facilitates
innovation capability: the mediating role of employees' psychological capital. Leadership and
Organization Development Journal.

109



Eda Albayrak Erdogan- Elif Baykal

Macit, M., Karaman, M., Ekim, H. (2020). Saglik Calisanlarinda Psikolojik Sermaye ve Orgiitsel
Sessizlik. Inénii Universitesi Saglik Hizmetleri Meslek Yiiksekokulu Dergisi, 8(2), 423-444.

Martinez-Amador, J. (2016). Remote and on-site knowledge worker productivity and engagement: a
comparative study of the effect of virtual intensity and work location preference. Case
Western Reserve University.

Meshur, H. (2016). Organizasyonlarin Tele Calismaya [liskin Tutumlarina Yoénelik Bir Arastirma.
Dokuz Eyliil Universitesi Iktisadi Idari Bilimler Fakiiltesi Dergisi, 25 (1), 1-24.

Narcikara, E. (2017). Spiritiiel Liderlik Davranisinin Algilanan Performans Uzerine Etkisi (Doktora
tezi). Yildiz Teknik Universitesi, istanbul.

Okyay Karaoglu, B. (2019). Is-Yasam Dengesinin Calisanlarin Ise Olan Tutumuna Etkisi. Beykent
Universitesi Sosyal Bilimler Enstitiisii, Yiiksek Lisans Tezi, Istanbul.

Olanipekun, Lateef Okikiola, Sokefun, Eniola. A, and Akinlabi, Naimat Adetoun. (2021). Remote
Work and Employee Work-Life Balance in The Global South: The Nigerian Experience.
Texas Journal of Multidisciplinary Studies, 1(1), 94-105.

Odemis, G. (2018). Kadin Girisimcilerin Is-Yasam Dengesi Uzerinde Bir Arastirma: Izmir ili Ornegi.
[zmir Katip Celebi Universitesi Sosyal Bilimler Enstitiisii, Yiiksek Lisans Tezi, Izmir.

Oner, C. (2019). Is Yasamida Mutluluk, Is Yasam Dengesi ve 1§e Adanma Iliskisi. Bahgesehir
Universitesi Sosyal Bilimler Enstitiisii, Yiiksek Lisans Tezi, Istanbul.

Ozar, S. E. (2020) “Calisma Yasami Kalitesi ve Is-Yasam Dengesi Iliskisinin Belirlenmesi Uzerine
Bir Arastirma” Dokuz Eyliil Universitesi Sosyal Bilimler Enstitiisii, Yiiksek Lisans Tezi,
[zmir.

Ozgelik Kaynak, K. and Oztuna, B. (2019). Erkeklerde Is-Yasam Dengesi Uzerine Bir Arastirma.

OPUS International Journal of Society Researches, 10 (17), 859-876.
https://doi.org/10.26466/0pus.522715

Pradit, S. and Supakorn, 1., (2020). Remote Working with Work-life Balance. International Journal
of Applied Computer Technology and Information Systems. Volume 9, No.2, October 2019 —
March 2020.

Saglik Bakanligi (2020). Covid-19 Nedir? https://covid19.saglik.gov.tr/TR-66300/covid-19-nedir-
ntml Erisim Tarihi: 10.10.2021

Seferov, N. (2018) “Algilanan Orgiitsel Stresin Is Yasam Dengesi ve Kariyer Basarisi Iliskisindeki
Aracilik Rolii: Modern Sirketler Grubu Yoneticileri Ornegi” Mugla Sitki Kogman
Universitesi Sosyal Bilimler Enstitiisii, Yiiksek Lisans Tezi, Mugla.

Sen, C., Hooja, H. (2015) “Psychological Capital and Work-Life Balance: A Study on Police
Officers”. International Journal of Management and Social Sciences Research, 4(7), 93-96.

Senel, (2021). COVID-19 Salgim Siirecinde Yayginlasan Uzaktan Calisma Modelinin Performansa
Etkisinde COVID-19’a Yakalanma Korkusunun Ara Degisken Rolii. istinye Universitesi,
Sosyal Bilimler Enstitiisii. Yiiksek Lisans Tezi. Istanbul.

Soylu, O. (2020). Tiirkiye Ekonomisinde Covid-19'un Sektorel Etkileri. Avrasya Sosyal ve Ekonomi
Aragtirmalar: Dergisi, 7 (6), 169-185.

Sendogdu, A. A., Yazgan, A. E., Karadag Ak, O. (2021). Is Stresi ve Pozitif Psikolojik Sermayenin
Isten Ayrilma Niyeti Uzerine Etkisi: Bankacilik Sektériinde Bir Arastirma. Siileyman Demirel
Universitesi Sosyal Bilimler Enstitiisii Dergisi, (39), 263-290.

110


https://doi.org/10.26466/opus.522715
https://covid19.saglik.gov.tr/TR-66300/covid-19-nedir-.html
https://covid19.saglik.gov.tr/TR-66300/covid-19-nedir-.html

Ekonomi, Isletme ve Maliye Arastirmalari Dergisi, Cilt 5, Say1 2, s. 94-111

Turna, 1. (2017). Calisanlarda Is Yasam Dengesinin Y Kusag1 Acisindan incelenmesi. Bahgesehir
Universitesi Sosyal Bilimler Enstitiisii, Yiiksek Lisans Tezi, Istanbul.

Uysal, N., Cayir Yilmaz, M. (2020). Akademisyenlerde Is Yasam Dengesi ve Uzaktan Calismaya
liskin Goriislerin Belirlenmesi. Uluslararasi Sosyal Bilimler Akademik Arastirmalar Dergisi,
4 (2), 26-37.

Unal Cmar, S. (2019) “Is Yasam Dengesinin Orgiitsel Baglilik Uzerindeki Etkisi; Konaklama
Isletmelerinde Bir Arastirma” Yildiz Teknik Universitesi Sosyal Bilimler Enstitiisii, Yiiksek
Lisans Tezi, Istanbul.

Unlii, E. S. (2020). Kadin Calisanlarin Kariyer Engellerini Algilamada Psikolojik Sermayenin Etkisi:
Otomotiv Sektdriinde Bir Uygulama. Kocaeli Universitesi Sosyal Bilimler Enstitiisii, Yiiksek
Lisans Tezi, Kocaeli.

Wong, K., Chan, A., and Teh, P. L. (2020). How Is Work-Life Balance Arrangement Associated with
Organisational Performance? A Meta-Analysis. International journal of environmental
research and public health, 17(12), 4446. https://doi.org/10.3390/ijerph17124446

Yavuz, N. (2018). Is-Yasam Dengesi ile Is Stresinin Esnek Calisma Uygulamalar Baglaminda
Incelenmesi. (Yaymlanmamis Yiiksek Lisans Tezi). Istanbul Universitesi Sosyal Bilimler
Enstitiisi, Istanbul.

Yilmaz, B., Saglam, M. (2021). E:ovid-19 Algilanan Stres ve Tehdidinin, Calisanlarm Is Yasam
Dengesi ve Motivasyonu Uzerindeki Etkisi. Akademik Arastirmalar ve Calismalar Dergisi
(AKAD), 13 (25), 518-538.

111


https://doi.org/10.3390/ijerph17124446

