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Abstract. Today, the increase in the sense of independence and developments
in communication technology increase the importance of working from home.
Working from home is not defined as bringing home the work that the employee
cannot rise to the workplace, but rather working from home by the management
at a certain frequency rather than going to work. Working from home has positive
and negative effects on work-life. While some studies have positive findings that
working from home will improve work performance, some studies have found that
being away from the workplace will decrease team performance, create obstacles
for progress and adversely affect business life. One hundred eighty employees,
including 66 managers of the company to apply to work from home in the Turkish
automotive sector, did take part in this study. As a result of the study, it has been
concluded that the increase in transportation time and frequency of working from
home reduces the level of communication between the manager and the employee
and contributes positively to the establishment of work-family balance. It was
obtained that working at home posed a barrier to progress at both the executive and
employee levels and prevented teamwork. As a result, to increase the motivation of
employees to work from home, it may be suggested that companies should place
systems of teamwork in their enterprises, provide the necessary technological tools
for remote teamwork and establish systems that closely monitor the results of the
work of workers from home in their career plans.
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1 Introduction

Working from home can have both positive and negative effects on work-private life.
Rupietta and Beckmann (2018) thought that the feeling of independence brought by
working from home would increase employee performance. Klopries (2018) stated that
smartphones and internet-connected computers provided by the sense of independence
and developing technology could reduce business performance by using them for arbi-
trary situations (Rupietta and Beckmann 2018). Working from home will provide a quiet
area to the employee and increase employee working motivation (Church 2015). The
employee is unsettled by teamwork failure (Hill et al. 2003). Studies also indicate that
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working from home has an effect on motivation and job performance, but gives dif-
ferent results on the direction of the relationship. However, according to Rupietta and
Beckmann, highly motivated employees are willing to do more for the job (Rupietta
and Beckmann 2018). In this study, the effect of working from home in the automotive
sector on work-private life was investigated.

Working from home is defined as working from home instead of going to work. It
refers to the systematized home-work system of salaried employees (non-freelance, etc.)
(Rupietta and Beckmann 2018). The necessity of bringing the work that is not within
this scope to the home and working outside the office due to field work are not included
in this definition.

Itis seen that three different types of offices are mentioned in the literature in general.
These are traditional, virtual office, and working from home (Hill et al. 2003). Tradi-
tional work is the working environment in which people go to their office and work with
colleagues in the same company. Virtual office refers to a common working environment
where people go to a different environment outside the company, and people from dif-
ferent companies can come. Working from home is defined as the maintenance of work
from home.

It expresses the underlying causes of behavior characterized by motivation, willing-
ness, and will (Lai 2011). Rupietta and Beckmann (2018) focused on intrinsic motivation
while investigating the effects of working from home on motivation and work-life and
stated that individuals with high intrinsic motivation provide better job outcomes. Orga-
nizational success increases with increasing motivation, which enables employees to
benefit more from their talents and focus on employees towards organizational goals
(Hill et al. 2003).

Working from home has numerous contributions to companies. Among its most
important contributions, it can be said that employees’ job performance increases, both
the employee and the company have a positive financial impact and the opportunity for
the best employees to overlap with the best job. According to Rupietta and Beckmann,
both work and employer can benefit at the same time work from home (2018). Employees
can benefit financially by avoiding traffic and dressing costs, while employers can cut
office costs (Church 2015).

Every company wants to recruit and retain good employees. This leads to high costs.
Working from home to do this can be good additional support. Because working from
home appears to be both an additional benefit and an additional financial contribution to
the employee, it provides support to connect the employee to the firm (Hill et al. 2003).
At the same time, firms that offer better working opportunities are more successful in
attracting more talented and hardworking employees (Rupietta and Beckmann 2018).
Working from home increases the attractiveness of the company as it is seen as additional
opportunities from the employees’ point of view.

The aim of this research is to show the effect of work from home on the working life
and private life of the employees in the automotive industry, to explain the benefits and
harms of the application for the companies that may wish to apply this practice and also
to show the elements to be taken into consideration when applying. However, in this
study, it is aimed to show whether the effect of working from home in Turkish culture
is similar to the effects in other countries.
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2 The Effect of Working from Home on Work and Private Life

Work from home should not be confused with bringing work that cannot be com-
pleted within the day. According to the rules of business of home-work organizations,
employees can officially do their work from home (Rupietta and Beckmann 2018).

The effect of work from home on family life is undeniable. Working from home has
become an important strategy, especially for women with children, to maintain work
and family balance (Loo and Wang 2018). Since there is no physical difference between
work and home during work from home, problems may arise in the family-work balance
of individuals. Also, when the start and end times of work is not clear, the person is
likely to work too hard to become burnout. This is a factor that reduces motivation (Hill
et al. 2003).

Determining the line between working from home and professional time (work at
work) is very difficult for employees. Because not going to the workplace, not attending
meetings and choosing clothes, may seem like a good dream for the employee, but it
will be very difficult for employees to make the distinction between work and non-
job responsibilities when personal responsibilities are effective (Saunders 2017). At the
same time, employees try to make up their daily chores, housework, and childcare during
normal working hours and extend their working hours before work in the morning or
evening after work. This situation manifests itself as employees who have difficulty
setting the work-to-work border (Hill et al. 2003).

There is evidence that working from home adversely affects career development
(Hill et al. 2003). People working from home are less likely to be in the same physical
environment and time as their colleagues and supervisors. It is, therefore, less likely to be
part of the informal political network necessary for career development. For this reason,
employees who spend less time in the office are worried about career prospects because
of the possibility of missing promotion opportunities. Therefore, they try to neutralize
this effect by working more than normal on the days they work at home, and as a result,
they experience a decrease in motivation because they are burn-out (Hill et al. 2003).
Making a similar observation, Church observed that there was a perception that working
from home reduced the opportunities for promotion (Church 2015).

Unlike traditional office work, communication characteristics with the team also
vary with work from home. Workers from home may feel that their connection with
the team is diminishing by thinking that their connections to the team are diminishing
(Church 2015). Some studies have shown that isolation from professional life is encoun-
tered in working from home (Hill et al. 2003). Working from home varies not only in
social life but also in terms of actions taken for work. People seem to be quite happy
with communication through electronic communication tools, but they prefer the office
environment to give job-related feedback (Young 1995). Previous studies suggest that
the lack of opportunities for social and work-related interactions may restrict people’s
choice of working at home (Loo and Wang 2018).

Working from home creates a feeling of more workload and increases stress (Hill
et al. 2003). This is in line with the finding that Rupietta and Beckmann observed that
those working at home had fewer breaks. One of the most important factors that affect
the occurrence of stress in work from home is the ‘Attitude of Management’ (Rupietta
and Beckmann 2018).
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Managers are more than happy to work in front of their employees (Church 2015).
Managers assume that employees do not use this situation for their benefit when they
work at home, and this is due to loss of control (Church 2015). The opportunity to work
from home creates a sense of independence for employees when planning and organizing
work. Employees with a high sense of independence can achieve better business results
without control (Rupietta and Beckmann 2018). If control is desired, a result-oriented
management culture is required (Manca et al. 2018). Thus, managers can rely more on
workers from home by setting specific goals (Hill et al. 2003). Giving the employee the
flexibility of where the work will be done allows the person to determine how the work
will be done and what situations will be done, which leads to an effective work outcome
(Hill et al. 2003).

Geographical and demographic characteristics also affect working from home. The
distance from the workplace was found to affect the frequency of choosing to work from
home. The rate of work from home increases as it provides the necessary flexibility for
childcare (Loo and Wang 2018). Nowadays, it has been observed that the responsibility
of caring for the child affects both working parents. In this case, fathers need more
flexibility in terms of the need to make similar contributions (Hill et al. 2003).

Although the geographical location of the workplace is seen as both the distance
from the central points and the distance from home, the duration of transportation to the
workplace is one of the most important factors affecting the motivation of employees
to work from home. Workers from home can accept 5.7% further away from traditional
workers and accept an additional workplace distance of 3% for each additional eight
hours of work (de Vos Meijers and van Ham 2017).

Overall, it is clear that working from home has an impact on work/private life. In the
research model, the effect of factors motivating work from home on work/private life
was examined (Fig. 1).

Working from Home Work/Private Life
e Frequency of work from e Communication
home »| o Work-Family Balance
e Transportation time e Management Culture
between home and work e Mindfulness / Focus

Fig. 1. Conceptual model of the study

Hypotheses:

Hypothesis 1: Working from home has a positive effect on work/ private life.
Hypothesis 2: Working from home affects work-family balance.
Hypothesis 3: People who work more often from home have higher motivation.
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3 Methodology

The research was carried out using google forms without contact information. Survey
respondent all participants in Istanbul (Turkey) and all employees working in the auto-
motive sector with a sampling issue a certain number of days of the week should have
rules about the execution of the company they work from home jobs.

Questionnaires measuring the perception of working from 16 houses in the question-
naire were taken from (Church 2015). It was adapted from 7 questions containing demo-
graphic information, and four questions answered only by the administrators (Church
2015). A 5-point Likert scale ranging from 1 to 5 (strongly agree-strongly disagree) was
used. A total of 180 employees participated in the study, and 66 of them were in the
managerial position.

4 Findings

Looking at the data set used in the study, the skewness-kurtosis values of all item col-
lection form expressions should be within the range of £1.96 in 0.01 significance (Hair
et al. 1995) and all values were observed in the appropriate range.

Papacharissi and Rubin (2000) stated that Cronbach’s Alpha values should be
between 0.6—1. As a result of the reliability test of the sub-dimensions in the research
model, the Cronbach’s Alpha values of all dimensions were greater than 0.6.

The data were then subjected to factor analysis. In factor analysis, it was confirmed
that the correlation matrices of the dimensions used in the study were greater than 0.30,
and the anti-image matrices were greater than 0.50. This shows that the sub-dimensions
are factorizable. As a result of factor analysis, each dimension turned into a single factor.
Then, correlation analysis between factors (Table 1) was performed.

Table 1. Evaluation criteria

Communication Work-family Management Focusing
level balance culture
Frequency of 0,298™" 0,303™" 0,174 0,089
working from
home
Transportation 0,183%* 0,266"" —0,039 —0,041
time between home
and work
*p < 0,001

After correlation analysis, regression analysis was performed between working from
home sub-factors and work/private life sub-factors. In the analysis, the Durbin-Watson
coefficients were confirmed to be in the range of 1.5-2.5. Collinearity between indepen-
dent variables was checked with Vif and Tolerance values. Tolerance values over 0.1,
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Vif values below 5.3 shows that there is no collinearity between independent variables
(Hair et al. 1995). These values have been confirmed to be in the appropriate range.

As seen in Table 2, a significant relationship was found between communication and
the frequency of working from home. As the frequency of working from home increases,
the level of communication deteriorates. Table 3 shows the results of the regression
analysis between work-family balance and working from home. It was concluded that
the work-family balance was positively affected as the frequency and time of working
from home increased.

Table 2. Regression analysis results for communication level

Durbin-Watson | R B
Frequency of working from home 2,087 0,104 | —0,270

Transportation time between home and work —0,113

Dependent variable: communication level p < 0,05

Table 3. Regression analysis results for Work-Family balance

Main criteria Durbin-Watson | R? B
Frequency of working from home 2,188 0,129 | —0,248
Transportation time between home and work —0,198
Dependent variable: work-family balance p < 0,05

5 Results and Conclusion

When the results of correlation and regression analysis were analyzed in our sample,
there was not enough evidence to show a significant relationship between management
culture and attention/focus sub-dimensions and working from home sub-dimensions. A
significant but weak relationship was found between work-family balance and commu-
nication level and frequency of working from home. Similarly, a poor relationship was
found between the level of communication and the frequency of working from home. In
general, it can be said that there is a relationship between working from home and com-
munication level and work-family balance, which are sub-dimensions of work/ private
life variables for the automotive sector.

The second hypothesis was especially focused on work-family balance, and work-
ing from home provided a positive relationship between work-family balance. In the
examples in the literature, Hill et al. (2003) showed that the most important difference
between working from home and working from the office was on the work-family bal-
ance side. In this study, it was seen that the two concepts affecting motivation are related
to working from home and expresses the same direction as Hill et al. (2003).
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In the third hypothesis, it was stated that the frequency of working from home had
a positive effect on the sub-factors of work/private life. When we look at the results, we
can say that we cannot find enough evidence to reject the third hypothesis because it
positively affects communication and family-balance.

When evaluated based on the sub-dimensions asked in the research, the perception of
productivity in work from home in the Turkish automotive sector did not differ from the
US, and the perception of the chance of rising varies downwards. The participants in the
sample think that working from home may affect their chances of promotion. When the
analysis results of the communication factor are analyzed, it is seen that this situation is
confirmed. Working from home adversely affects Manager-Employee communication,
which raises the concern that it will create problems for the employee to rise. Similarly,
it was obtained from the perception that working from home can play a negative role in
employee promotion.

In terms of work-family balance, the results of this study showed that the perception
that work-family balance could be established more easily was positively different from
other studies. This may be due to the cultural structure of the Turkish family.

In terms of the feasibility of teamwork, it was found that work from home would
not affect teamwork, but in this study, it was found that both employees and managers
could not make teamwork from home. We can conclude that the culture of teamwork is
not fully established and that tools for teamwork in the sector need to be improved.

In this study conducted in the Turkish automotive sector, it has been concluded that
the increase in transportation time and the frequency of working from home decreases
the level of communication between the managers and employees while contributing
positively to the establishment of work-family balance. We can say that the perception
of decreasing level of communication constitutes an obstacle to progress at both the
executive and employee levels. Besides, the decrease in the perception of communication
level is another obstacle to teamwork. To increase the motivation of employees to work
from home, it may be suggested that companies should place systems of teamwork in
their enterprises, provide the necessary technological tools for remote teamwork and
establish systems that will closely monitor the results of employees working from home
in their career plans.

This study was performed in the Automotive Sector Employees sample in Istanbul,
Turkey. In the future, it can be realized in other regions where the automotive sector is
concentrated, and the general result can be reached for the Turkish automotive sector.
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