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Abstract

Background: Working from home (WFH) has become more popular and has spread rapidly around the world. This
became especially noticeable during the COVID-19 pandemic because most individuals had to work from home if
they were not key workers (e.g., healthcare and public safety workers). However, further research is needed on the pos-
sible consequences of WFH, particularly in terms of benefits and challenges. Objective: The present study aimed to
examine the advantages and disadvantages of WFH from an employee perspective. Methods: Two simple questions
were asked to white-collar Turkish employees (N=613) who experienced WFH during the COVID-19 pandemic:
“What do you think are the advantages of working from home?” and “What do you think are the disadvantages of working
from home?”. The answers to the questions were then content analyzed. Results: The key advantages identified were
protection from COVID-19, saving time, better focus on work, more time for self-improvement, reduced personal
expenses, and reduced social pressure. The key disadvantages included increased work-family conflict, alienation from
work, non-ergonomic working conditions, technostress, miscommunication, social isolation, increased workload, ineffi-
ciency, and depression. Conclusions: The results indicate that although WFH has many advantages for employees, it also
has many disadvantages that need to be carefully considered by both organizations and employees.
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1. Introduction

The COVID-19 pandemic led to profound global changes in economic, technological,
cultural, health, and psychological domains. One of the most affected areas was the workplace.
Issues such as flexible working hours, work-life balance, and employee mental health emerged
[1]. During this period, it became evident that leadership approaches needed to evolve, with
virtual leadership and virtual team management skills becoming increasingly important [2, 3].
Traditional face-to-face meetings have now become more frequently conducted on virtual
platforms. This shift has necessitated strengthening the technological infrastructure for both
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pandemic was the widespread adoption of working from home (WFH), which was rarely used
before the pandemic [5, 6].

Working from home means that employees fulfill their job-related duties and
responsibilities by creating an office or work environment from where they live [7]. Although
WFH is not a new concept [8], the pandemic made it more widespread, and since the end of the
pandemic, many employees have continued to work from home more frequently [9, 10]. For
instance, during the COVID-19 pandemic, 37% of the working population in Europe worked
from home [11]. However, in 2019, the prevalence of WFH among employees aged 20-64 years
in European Union countries was approximately 5.5% [12].

Much research has been conducted on WFH, especially during the COVID-19 pandemic
[e.g., 1, 13, 14; 15]. These studies focused on topics such as how to make WFH more effective
[16; 17], the outcomes of WFH for organizations [18, 19, 20] and effects of WFH on employees’
performance and work-related attitudes [21, 22, 23, 24], and understanding the advantages and
disadvantages of WFH [5, 25].

Based on existing research, WFH has several advantages and disadvantages for
organizations and employees. For organizations, disadvantages include communication issues,
team coordination difficulties, and cybersecurity threats [26]. On the other hand, a key
advantage is cost reduction, which leads to savings in transportation, energy consumption, and
physical office space costs [19]. Additionally, organizations can tap into the global labor
market, hiring qualified talent without requiring relocation and avoiding expatriate costs [27].

For employees, WFH can lead to social isolation, decreased organizational commitment,
and reduced professional satisfaction [25, 28]. The advantages of WFH for employees include
spending more time with family, reduced commuting costs, and the comfort of working from
home [5, 6]. These factors might positively impact work-life balance. While existing studies
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and disadvantages of WFH can vary widely depending on several factors. These factors include
country differences, national culture, industry, type of work, and individual characteristics [29].
Therefore, it is essential to study how WFH manifests in different contexts to implement it more
effectively in the future. Given the expectation that WFH will become more prevalent in many
fields in the coming years [30], it is crucial to conduct a more detailed examination of all aspects
of WFH, especially post-pandemic [8].

Moreover, most research on WFH has been conducted in developed countries [31, 32],
and is typically based on quantitative methods [5, 6]. Consequently, there is a limited
perspective on understanding the implications of WFH in countries outside the developed
countries, and the number of studies contributing a qualitative perspective is still limited. In
Tiirkiye, where there are few WFH studies, many sectors did not commonly practice WFH
before the COVID-19 pandemic [33]. Due to the pandemic, WFH became temporarily
mandatory in many areas in Tiirkiye, and many organizations continue to operate remotely,
partially or fully [9]. Because of these reasons and gaps in the literature, the present study
examined the advantages and disadvantages of WFU among a sample of Turkish white-collar
employees who experienced WFH for the first time during the COVID-19 pandemic. The study
was exploratory and used open-ended questions to provide new perspectives from different
cultural and contextual backgrounds.

2. Methods
2.1. Procedure, materials, and data collection

The research questions were examined through an online survey. In addition to the two
WFH questions, the survey also included questions concerning basic demographic information
such as participants’ gender, marital status, age, education level, and level within the
organization hierarchy. The data were collected in June 2023 (i.e., after the pandemic was over).

It was explicitly stated in the information section of the online survey form that those who had



not engaged in WFH during the COVID-19 pandemic could not participate in the study. It was
also stated that only the individuals who experienced WFH for the first time during the COVID-
19 pandemic should participate. Consequently, employees were asked to evaluate the
advantages and disadvantages of WFH based on their WFH experiences during the COVID-19
pandemic. All participants provided informed consent and were told that their participation was
voluntary and that they could withdraw from the study at any time.

The two main questions were qualitative to obtain in-depth participant opinions
regarding WFH. Qualitative questions were used to capture individuals’ perspectives on the
subject [34]. In the present study, the research team tried to understand and make sense of
working from home from an employee perspective. By doing this, researchers can gain
important information about the phenomenon [35].

2.2. Participants

The participants were recruited through the research team’s social networks. A total of
627 individuals responded to the online survey. However, 14 of these did not respond to all of
the questions and were therefore excluded from the analysis. The remaining 613 completed
surveys underwent content and frequency analysis. The final sample comprised slightly more
males (53.7% males, 47.3% females), 58.2% single individuals, and 64.9% public sector
employees. Regarding education levels, 72.2% had a university degree, 15% had a high school
degree, 11.1% had a secondary school degree, 1% had a primary school degree, and 0.7% had
a master’s degree. The mean age was 29.9 years (range 18-64 years; SD=8.10). Finally, 16.2%
of the participants worked at the bottom level of the organizational hierarchy (employees
primarily engaged in operational and task-oriented roles, typically performed by entry-level
staff), 65.9% at the middle level (employees responsible for tactical implementation and
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upper level (employees in strategic roles, typically held by senior management or executives
responsible for long-term decision-making).
2.3. Data analysis

The data were first combined into codes and then into themes. The strategies followed
at this stage were first to create initial ideas each for survey return. Then, codes were
determined. The data collection process ended when no new codes emerged, and the relevant
codes were transformed into themes.

The collected data were transferred to a Word file and then into the NVivo 12 qualitative
data analysis program. Content analysis was used to analyze the data. In content analysis, the
basic process is to combine similar data within the framework of specific concepts and themes
[36]. The primary purpose of content analysis is to identify concepts and relationships that can
explain the collected data. Here, data are defined, and facts that may be hidden in the data may
be revealed [36]. In addition, Guba and Lincoln’s trustworthiness perspective [37] was taken
into account to increase the trustworthiness of the analysis. In order to ensure trustworthiness,
care was taken to ensure that the criteria of credibility, trustworthiness, approvability, and
transferability were adhered to.

Firstly, in order to increase credibility, the data were analyzed by two researchers, and
different codes and themes were discussed. Jaccard’s similarity coefficient [38] was the chosen
statistical method used to determine the correlation between the themes in the study. The final
codes and themes were then reached. Nvivo helped to identify similarities in the attribute values
based on the data categorized by the themes. The main purpose of this process was to ensure
that the themes were formed correctly and that the relationships between them were identified.
The code similarity coefficient among researchers was 0.85. Additionally, participant
confirmation was sought to increase credibility in case the participant’s comments were not
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The themes and sub-themes were sent to the participants after they were determined by
the researchers. The reason for this was to get their opinions on the analysis results again. In
order to increase trustworthiness, an effort was made to increase the sample size to the point
where no more different codes emerged during the data collection process and analysis (i.e.,
data saturation). The codes and themes were extracted and examined by an academic who had
no vested interest in the research (i.e., not one the authors). In order to increase confirmability
and transferability, the themes and codes obtained are shown in Table 1.

2.4. Results

Table 1 shows the themes and sub-theme. In addition, word clouds illustrating the
advantages and disadvantages of WFH were also created (Figure 1). Word clouds present an
image where the size of each word indicates its frequency in the data.

Instert Table 1 about here

As can be seen in Table 1, employees reported WFH very positively on issues such as
the opportunity to be protected from diseases, having more time for personal development,
concentrating on work, and reducing expenses. On the other hand, issues such as increased
tension in family life caused by moving work to home, alienation from work, inadequacy of
physical facilities in the office environment, distress caused by the use of technological
communication devices, increasing communication problems, loneliness, low efficiency,
inability to meet the need for socialization, and increase in depression were reported as negative
reflections of WFH. While the most prominent issue regarding advantages was that employees
can create more time for themselves, the most emphasized issue among the disadvantages was
the increase in work-family conflicts.

Insert Figure 1 about here
3. Discussion

After the COVID-19 pandemic began to have a marked and unprecedented impact
worldwide in the first quarter of 2020, the foundations of radical change were laid in many
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areas. One of these was working from home (WFH) [39]. Some research was conducted on
WFH during the pandemic, especially in developed countries [40, 41]. In the present study, data
concerning the advantages and disadvantages of WFH were collected during June 2023, when
the unprecendented repercussions of the pandemic had diminished. These were examined from
an employee perspective among a sample of Turkish white-collar employees who had
experienced WFH for the first time during the pandemic.

Although many studies have been conducted on the advantages and disadvantages of
WFH [e.g., 6, 25], the outcomes of WFH depend (among others) on technological
infrastructure, culture, nature of work, personality traits of employees, infrastructure, and
technology equipment of organizations [29]. For this reason, new findings obtained from
different cultures and samples will likely contribute to a more comprehensive understanding of
the implications of WFH. In the present study, participants were able to provide detailed
answers through open-ended questions which provided rich content in understanding the
advantages and disadvantages of WHF.

In the present study, the most prominent issues from a positive perspective were saving
time, spending more time on self-improvement, more resting opportunities, and increasing
motivation and productivity. Although the findings obtained from other studies are consistent
[25, 28], issues such as protection from COVID-19, decreases in expenses for employees, and
more personal time were more prominent in the present study’s Turkish sample compared to
previous research [5]. The decrease in expenses for employees as an advantage is expected in
Tiirkiye, where the minimum wage is lower than in most other European countries, except for
a few Balkan countries [42]. Moreover, although most participants emphasized increased
productivity, relatively few participants emphasized that inefficiency increased. Therefore, as

in previous studies [e.g., 26], there is still no clear conclusion regarding productivity increases.



In more collectivist societies like Tiirkiye, compared to Western societies [43], the
physical presence in the workplace can potentially create ambiguity in job roles. Although
collectivist cultures promote cooperation and solidarity in social life and family ties [44], this
tendency may lead to a lack of professionalism and confusion in work settings. Employees’
physical presence in the workplace can sometimes result in them taking on tasks outside their
designated roles [45]. WFH may have alleviated this, allowing employees to focus solely on
their own tasks and allocate more time to themselves and their specific work role.

In regards to the disadvantages, issues such as work-family conflict, work alienation,
non-ergonomic working conditions, communication problems, and technostress were
emphasized. These findings are broadly consistent with previous similar research [6, 25].
However, contrary to previous findings [5], although some participants considered work-life
balance an advantage, work-family conflict was the most frequently emphasized disadvantage.
Many domestic processes, such as limiting spouses’ personal space, potential problems between
working spouses, and children’s potential negative impact on working conditions, can be
considered the potential factors that can create tension while working from home. Additionally,
the fertility rate in Tirkiye is higher than in many European countries [46] which may
complicate working from home in households with more children and increase work-family
conflict compared to other European societies.

Unlike other similar studies, an emphasis on technostress as a disadvantage was
prominent. Although this is a possible type of stress that employees may encounter while WFH
[8], technostress has yet to be found to be a prominent disadvantage in previous studies. If the
WFH infrastructure is not yet strong, there may be more problems adapting to technology in
both organizations and among employees [47]. Technostess can be seen more frequently among
those less experienced using information technologies [48]. The fact that the infrastructure and

IT skills among a large part of the Turkish working population are not yet up-to-date suggests



that technostress is a significant disadvantage for employees. Many employees in Tiirkiye still
need to gain sufficient knowledge of even essential information technology use via personal
training programs funded by employeers. If such training is not implemented, this situation
might continue to create a potential source of stress in activities such as sending e-mails,
attending remote meetings, online group conversations, and remote resolution of customer
complaints.

3.1. Practical implications

Because WFH is likely increase further in the near future and will likely become the
dominant way of working in many jobs in the long-term [49], there are issues that countries,
organizations, and current and prospective employees should consider. In developing and
underdeveloped countries, the education system needs to be strengthened in terms of
technology use and technology literacy to prepare the new generation for work in the future.
Delayed policy formulation and investments in these areas may negatively affect Tiirkiye’s
future in the long-term. When considered from the perspective of organizations, deep-rooted
and progressive policies should be determined on issues such as organizing training on the use
of information technologies and digital leadership for existing employees.

As WFH becomes more common it brings risks and opportunities for employees [50].
One of the critical problems of middle-aged and older individuals, especially in developing
countries such as Tiirkiye, is adaptation to technology [51]. Employees must make personal
efforts to adapt to technology to achieve their career goals more efficiently.

In Tiirkiye, due to the prevalence of family-owned businesses and the lack of full
corporate institutionalization [52], organizations must adapt their structures to accommodate
WFH. In this regard, steps should be taken to reduce bureaucracy, enhance empowerment, and
promote virtual teamwork. To address the work-family conflict, a notable disadvantage of

WFH, it is essential to manage working hours professionally, even in a WFH setting [53].



Additionally, it is crucial to strengthen the infrastructure by implementing hybrid models and
gradually transitioning to WFH to mitigate job alienation [54]. Additionally, developing
policies that ensure WFH employees have periodic physical presence in the workplace is
recommended.
3.2. Limitations and conclusion

The present study has some limitations. The first was the assessing of the advantages
and disadvantages of WFH with only two basic questions. Participants were not interviewed
face-to-face, and supplementary questions were not asked. Also, the study was not focused on
a specific sector or occupation. Another issue is that employees retrospectively assessed their
remote work experiences during COVID-19 after the pandemic has ended. This retrospective
assessment may result in biases (e.g., memory recall). These limitations did not allow in-depth
analysis and to make clear inferences regarding the advantages and disadvantages of WFH. In
future studies, employees’ opinions on solving the problems they experience in WFH should
be examined more comprehensively. Then, it can be understood what organizations can do for
employees to have fewer disadvantages. In addition, in-depth interviews involving employees
and decision-makers in organizations where jobs are performed remotely can be developed to
understand the bigger picture of how WFH is evaluated in terms of organizations and
employees.
4. Conclusion

Although WFH has many advantages, WFH can lead to a number of negative
consequences for employees and organizations if the necessary infrastructure and preparation
work is not carried out. In this respect, employers need to examine WFH practices with a
benefit-cost analysis and take significant precautions against the negative consequences that
WFH may cause. In addition, unless necessary, deciding to make WFH culture widespread in

many sectors in the near future may have undesirable and challenging consequences for

10



employers. Organizations aiming to make WFH widespread for jobs where the nature of the
work is suitable for WFH need to implement the necessary infrastructure and provide their

employees with the training they need.

References
[1] Galanti T, Guidetti G, Mazzei E, Zappala S, Toscano F. Work from home during the

COVID-19 outbreak: The impact on employees’ remote work productivity, engagement,
and stress. J Occup Environ Med. 2021;63(7). 426-432.

[2] Hamzah NH, Nasir MKM, Wahab JA. The effects of principals’ digital leadership on
teachers’ digital teaching during the COVID-19 pandemic in Malaysia. J Educ E-Learn
Res. 2021;8(2):216-221.

[3] Karakose T, Polat H, Papadakis S. Examining teachers’ perspectives on school principals’
digital leadership roles and technology capabilities during the COVID-19 pandemic.
Sustainability. 2021;13(23):13448.

[4] Vargo D, Zhu L, Benwell B, Yan Z. Digital technology use during COVID-19 pandemic:
A rapid review. Hum Behav Emerg Technol. 2021;3(1):13-24.

[5] Ipsen C, van Veldhoven M, Kirchner K, Hansen JP. Six key advantages and disadvantages
of working from home in Europe during COVID-19. Int J Environ Res Public Health.
2021;18(4):1826.

[6]. Ktopotek M. The advantages and disadvantages of remote working from the perspective of
young employees. Organizacja i Zarzadzanie: Kwartalnik Naukowy. 2017;4:39-49.

[7] Rupietta, C., Beckmann, M. Working from home: What is the effect on employees’ effort?
Schmalenbach Bus Rev. 2018;70(1):25-55.

[8] Nilles JM. Making telecommuting happen: A guide for telemanagers and telecommuters.

New York: Van Nostrand Reinhold; 1994.

11



[9] Lathabhavan R, Griffiths MD. Antecedents and job outcomes from a self-efficacy
perspective while working from home among professionals during the COVID-19
pandemic. Int J of Manpow. 2024;45:217-236.

[10] Octapull. Tiirkiye’de uzaktan ¢aligma modelini benimseyen sirketler. 2023 [cited 2024

May 21]. Available from: https://octapull.com/uzaktan-calisma-modelini-benimseyen-

sirketler/

[11] Felstead A, Reuschke D. Homeworking in the UK: Before and during the 2020 lockdown.
WISERD Report, August, Wales Institute of Social and Economic Research, Cardiff;
2020.

[12] Eurostat. Rise in EU population working from home. 2021 [cited 2024 May 21]. Available

from: https://ec.europa.eu/eurostat/web/products-eurostat-news/-/ddn-20221108-1

[13] Lal B, Dwivedi YK, Haag M. Working from home during Covid-19: doing and managing
technology-enabled social interaction with colleagues at a distance. Inf Syst Front.
2023;25:1333-1350.

[14] Mendrika V, Darmawan D, Anjanarko TS, Jahroni J, Shaleh M, Handayani B. The
effectiveness of the work from home (WFH) program during the Covid-19 Pandemic. J
Soc Sci Stud (JOS3). 2021;1(2):44-46.

[15] Riva G, Wiederhold BK, Mantovani F. Surviving COVID-19: The neuroscience of smart
working and distance learning. Cyberpsychol Behav Soc Netw. 2021;24(2):79-85.

[16] Olson JS, Olson GM. How to make distance work work. Interactions. 2014;21(2):28-35.
[17] Wang B, Liu Y, Qian J, Parker SK. Achieving effective remote working during the
COVID-19 pandemic: A work design perspective. Appl Psychol. 2021;70(1):16-59.

[18] Betto M. The advantages and disadvantages of E-working: An examination using an

ALDINE analysis. Emerg Sci J. 2021;5(1):11-20.

12



[19] Ferreira R, Pereira R, Bianchi IS, da Silva MM. Decision factors for remote work adoption:
advantages, disadvantages, driving forces and challenges. J Open Innov Technol Mark
Complex. 2021;7(1):70.

[20] Harpaz I. Advantages and disadvantages of telecommuting for the individual, organization
and society. Work Stud. 2002;51(2):74-80.

[21] Beauregard TA. Direct and indirect links between organizational work—home culture and
employee well-being. Br J Manag. 2011;22(2):218-237.

[22] Niebuhr F, Borle P, Borner-Zobel F, Voelter-Mahlknecht S. Healthy and happy working
from home? Effects of working from home on employee health and job satisfaction. Int J
Environ Res Public Health. 2022;19(3):1122.

[23] Platts K, Breckon J, Marshall E. Enforced home-working under lockdown and its impact
on employee wellbeing: A cross-sectional study. BMC Public Health. 2022;22(1):199.

[24] Song Y, Gao J. Does telework stress employees out? A study on working at home and
subjective well-being for wage/salary workers. J Happiness Stud. 2020;21(7):2649-2668.

[25] Simenenko O, Lentjushenkova O. Advantages and disadvantages of distance working. In:
18th International Conference at Brno University of Technology, Faculty of Business and
Management. Brno-st'red, Czechia; 2021. p. 16-17.

[26] Atstaja L, Ratitis D, Deruma S, Aksjonenko E. Cyber security risks and challenges in
remote work under the Covid-19 pandemic. In: Ozsahin M, editor. New strategic, social
and economic challenges in the age of society 5.0 implications for sustainability, vol 121.
European Proceedings of Social and Behavioural Sciences. European Publisher; 2021. p.
12-22.

[27] Ingusci E, Signore F, Cortese CG, Molino M, Pasca P, Ciavolino E. Development and
validation of the Remote Working Benefits & Disadvantages Scale. Qual Quant.

2023;57(2):1159-1183.

13



[28] Zykova NM, Maussymbek ShT. Analysis of advantages and disadvantages of remote
work. XABAPIIbI «ITcuxonorus» cepusicel. 2021;66(1):40-46.

[29] Choudhury P, Foroughi C, Larson B. Work-from-anywhere: The productivity effects of
geographic flexibility. Strateg Manag J. 2021;42(4):655-683.

[30] Ozimek A. The future of remote work. SSRN. 2020 [cited 2024 May 21]. Available from:

https://ssrn.com/abstract=3638597

[31] Felstead A, Henseke G. Assessing the growth of remote working and its consequences for
effort, well-being and work-life balance. New Technol Work Employ. 2017;32(3):195-
212.

[32] Hochschild AR. The time bind: When work becomes home and home becomes work. In:
Grusky DB, ed. Social stratification: Class, race, and gender in sociological perspective.
4th ed. Routledge; 2018. pp. 803-807.

[33] Yalgin M, Vural ZBA. COVID-19 pandemisinde uzaktan ¢alisma ve kurumsal aidiyet:
akademisyenler {izerine bir arastirma. Communicata. 2021;129-139.

[34] Merriam SB. Nitel Aragtirma Desen ve uygulama igin bir rehber. Turan S, translator.
Ankara: Nobel Yayinevi; 2015.

[35] Creswell WJ. Nitel arastirmacilar icin temel beceriler. Translation, Ozcan H, translator.
Ankara: An1 Yayincilik; 2019.

[36] Yildirnm A, Simsek H. Sosyal bilimlerde nitel arastirma yontemleri. Ankara: Segkin
Yayincilik; 2005.

[37] Guba EG, Lincoln YS. Epistemological and methodological bases of naturalistic inquiry.
Educ Commun Technol J. 1982;30(4):233-252.

[38] Bag S, Kumar SK, Tiwari MK. An efficient recommendation generation using relevant

Jaccard similarity. Inf Sci. 2019;483:53-64.

14



[39] Bolisani E, Scarso E, Ipsen C, Kirchner K, Hansen JP. Working from home during
COVID-19 pandemic: Lessons learned and issues. Manag Mark. 2020;15(1):458-476.

[40] Gottlieb C, Grobovsek J, Poschke M, Saltiel F. Working from home in developing
countries. Eur Econ Rev. 2021;133:103679.

[41] Saltiel F. Who can work from home in developing countries? Covid Econ. 2020;7:104-
118.

[42] Eurostat. Minimum wage statistics. 2023 [cited 2024 May 21]. Available from:

https://ec.europa.cu/eurostat/statistics-

explained/index.php?title=Minimum_wage_statistics#:~:text=Group%202%2C%20with

%20a%20national%20minimum%_20wage%20below%20PPS%201.t0%20PPS%20986

%20in%?20Portugal

[43] Hofstede G. Culture’s consequences: Comparing values, behaviors, institutions and
organizations across nations. 2nd ed. Sage Publications; 2001.

[44] Triandis HC. Individualism and collectivism. Westview Press; 1995.

[45] Aycan Z. Paternalism: Towards conceptual refinement and operationalization. In: Kim U,
Yang K, Hwang K, eds. Indigenous and cultural psychology: Understanding people in
context. Springer; 2006. p. 445-466.

[46] Central Intelligence Agency. The World Factbook - Total fertility rate by country

comparison.  Available from: https://www.cia.gov/the-world-factbook/field/total-

fertility-rate/country-comparison/

[47] Das S, Kundu A, Bhattacharya A. Technology adaptation and survival of SMEs: A
longitudinal study of developing countries. Technol Innov Manag Rev. 2020;10(6):64-
72.

[48] Aktan O, Toraman C. The relationship between technostress levels and job satisfaction of

teachers within the COVID-19 period. Educ Inf Technol. 2022;27(7):10429-10453.

15



[49] Barrero JM, Bloom N, Davis SJ. Why working from home will stick. National Bureau of
Economic Research; 2021. Report No: w28731.

[50] Al-Habaibeh A, Watkins M, Waried K, Javareshk MB. Challenges and opportunities of
remotely working from home during Covid-19 pandemic. Glob Transit. 2021;3:99-108.

[51] Sad SN, Aribas S. Bazi gelismis iilkelerde teknoloji egitimi ve Tiirkiye i¢in Oneriler. Milli
Egitim Dergisi. 2010;40(185):278-299.

[52] Akgomak IS, Tunali I. The transformation of family businesses in Turkey: A study on
organizational structures and management practices. J Bus Res. 2020;12(2):56-72.

[53] Erdem R, Kaya A. Managing work-life balance in remote working environments:
Challenges and solutions. Int J] Hum Resour Manag. 2021;32(3):575-593.

[54] Giler M, Sahin M. Hybrid work models: Balancing employee engagement and

organizational efficiency. J Organ Behav. 2022;43(1):123-137.

16



Table 1. Themes, descriptions and frequency of sub-theme occurence

Advantages
Frequency
Themes and Subthemes Descriptions of
occurence
Protection from diseases WFH allowed employees to be safer from the | 345
virus (56.28%)
Saving time
Increased personal time WFH meant not spending time commuting to | 610
the workplace allowed for more time for | (99.95%)
personal hobbies and interests.
More rest time WFH meant not spending time commuting to | 370
the workplace allowed for more time to rest. | (60.35%)
Less time fatigued WFH meant not spending time commuting to | 250
the workplace, ensured that employees | (40.78%)
remained less fatigued.
Better focus on work
Increased productivity WFH increased individual productivity in | 250
the short-term. (40.78%)
Flexible hours WFH allowed employees to set their | 210
working hours and to work when they want | (34.26%)
to
Self-improvement
Healthy eating WFH provided the opportunity to eat| 210
according to individual needs instead of | (34.26%)
ready-made meals.
Exercise WFH created more opportunities to exercise | 180
for a healthier life. (29.36%)
Self-trainings WFH meant the time savings brought by | 130
working at home allowed employees to | (21.20%)
spend more time on the issues to train
themselves.
Decrease in expenses
Food expenses WFH significantly reduced the costs of | 120
eating out. (19.58%)
Travel expenses Diistance working meant reduced expenses | 91
on fuel or public transportation in going to | (14.84%)
and from the workplace.
Personal care expense WFH meant reduced spending on make-up | 126
and clothes. (20.55%)
Work-life balance WFH meant being able to devote more time | 110
to both work and family. (17.94%)
Less social pressure
Group pressure WFH meant not being exposed to negative | 103
behavior etc.) by formal and informal groups | (16.80%)
in the workplace.
No pressure on dressing WFH meant freedom in choosing what | 57
clothes to wear (9.30%)

Disadvantages
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Increased
conflict

work-family

WFH meant an inability to prioritize tasks at
home and work.

481
(78.47%)

Alienation

WFH meant experiencing alienation from
both themselves and their work.

403
(65.74%)

Non-ergonomic conditions

WFH meant not being able to have
ergonomic working conditions at home and
being exposed to more physical pain.

328
(53.51%)

Technostress

WFH meant constantly being with
technology and controlling technological
communication tools which caused stress.

212
(34.58%)

Miscommunication

Weakening of teamwork

WFH meant decreased working together and
loss of team spirit.

321
(52.37%)

Role ambiguity

WFH meant due to the decrease and
disruption in communication, it was difficult
to determine who was responsible for which
tasks.

132
(21.53%)

Decreased cooperation

WFH meant not being together physically,
which reduced cooperation within the
organization.

103
(16.80%)

Decreased peer training

WFH meant the transformation of face-face
communication into digital communication,
which made it difficult for individuals to
learn some tasks on the job from their
colleagues within the organization.

71
(11.58%)

Increased isolation

WFH meant increased individual isolation
due to insufficient satisfaction of social and
psychological needs such as socialization
and conversation.

197
(32.14%)

Overtime/Increased
workload

WFH meant increased workload and

working beyond routine working hours.

179
(29.20%)

Inefficiency

WFH meant working inefficiently and with
low performance

87
(14.19%)

Increased asociality

WPFH meant insufficient satisfaction with the
need for socialization.

87
(14.19%)

Loneliness and depression

WFH meant increased loneliness leading to
depression.

51
(8.32%)
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Figure 1. Word clouds of the advantages (left side) and disadvantegs (right side) of WFH
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