
W O R K  A N D  L I F E
B A L A N C E ;
W O R K P L A C E
S T R A T E G I E S
A N D  P O L I C I E S



In recent years, rap�d changes �n technology, changes �n
work�ng l�fe, and the conven�ence of employees' access to the�r
jobs from home or remotely have brought the �ssue of work-l�fe
balance to the agenda more. The �ssue of work and l�fe balance
was f�rst ment�oned �n the late 1800s and was used �n the 1970s
and 80s to express the balance between career and fam�ly l�fe.
Researchers have done a lot of research on the causes and
consequences of balance or �mbalance �n work l�fe on the �ssue
of work and l�fe balance, wh�ch has been on the agenda �n
var�ous ways s�nce then, and these researches have been the
subject of many tra�n�ng and awareness stud�es for
pract�t�oners. The �ssue of work-l�fe balance �s an �ssue that has
�mportant effects on workplace comm�tment, job sat�sfact�on,
and mot�vat�on for employees, and when th�s balance �s not
ach�eved, �t br�ngs many psycholog�cal and phys�cal health
problems. In add�t�on, research on the effect of work-l�fe
balance on mot�vat�on and product�v�ty has brought employers'
attent�on to th�s �ssue, �t has become almost a necess�ty to
create pol�c�es and balance strateg�es for employee health and
product�v�ty, and �t has taken place �n laws and regulat�ons �n
some countr�es. Th�s �ssue should be evaluated �n terms of both
employees and organ�zat�ons; In th�s art�cle, the mean�ng of
work and l�fe balance w�ll be evaluated �n terms of �ts h�stor�cal
development process, the consequences of work-l�fe confl�ct,
and workplace pol�c�es and strateg�es that can be developed �n
th�s regard.
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ABSTRACT



WHAT IS WORK-LIFE BALANCE?

Work-l�fe balance �s one of the most d�scussed concepts of
work�ng l�fe �n recent t�mes. When we look at the reasons for
these d�scuss�ons �n general, we come across the d�ff�cult�es of
ma�nta�n�ng the balance, the fact that the balance can only be
ach�eved w�th the efforts of both employers and employees,
and the decrease �n the boundar�es �n the bus�ness world w�th
the developments �n �nformat�on-commun�cat�on technology.
Even �f ensur�ng work-l�fe balance �s cons�dered as a
respons�b�l�ty of the �nd�v�dual towards h�mself and h�s qual�ty
of l�fe, employer obl�gat�ons also ar�se �n terms of ma�nta�n�ng
work-l�fe balance. Many factors such as �rregular work�ng
hours, sh�ft work system, role amb�gu�ty, role confl�ct, lack of
job secur�ty, excess�ve or low workload, �nsuff�c�ent wages,
phys�cal factors ar�s�ng from the work�ng env�ronment cause
negat�ve effects on employees and threaten the�r health.
These and s�m�lar factors br�ng along d�ff�cult�es �n the work
and l�fe balance, and make corporate pol�c�es mandatory,
apart from the �nd�v�dual measures to be taken by the
employees. Work-l�fe balance �n an object�ve sense; Wh�le �t �s
descr�bed as success �n health, career and pr�vate l�fe, �n a
subject�ve sense; It �s def�ned as sat�sfact�on �n the f�eld of
work and personal l�fe. Currently, Fr�edman et al. (2019) def�nes
work and l�fe balance that �t as a concept that �ncludes
appropr�ate pr�or�t�zat�on between "work" (career and
amb�t�on) and "l�festyle" (health, pleasure, le�sure, fam�ly and
sp�r�tual growth).



In recent years, the developments �n �nformat�on and
commun�cat�on technolog�es and the �ncrease �n mob�le access
have caused the concepts of work and l�fe to become more and
more �ntertw�ned. The use of technology �s seen as one of the
ma�n factors shap�ng the �nd�v�dual's percept�on of flex�b�l�ty
and permeab�l�ty regard�ng the balance between work and
l�v�ng spaces. It �s seen that some employees tend to do more
work �n the�r personal t�me due to technolog�cal conven�ence,
wh�le others can make a str�cter d�st�nct�on between work and
pr�vate l�fe.

H�story of work-l�fe balance

Even though we hear more about the concept of work-l�fe
balance and awareness stud�es on th�s �ssue, the concept of
work-l�fe balance dates back to anc�ent t�mes. The �dea of   
l�m�t�ng t�me spent �n the workplace can be traced back to the
manufactur�ng laws of the late 1800s, wh�ch restr�cted the
work�ng hours of women and ch�ldren. A 44-hour work week
was establ�shed w�th the Fa�r Labor Standards Act �n 1938, and
the Women's L�berat�on Movement of the 1980s brought work-
l�fe balance back to the fore. The 1980s emerged as the t�mes
when flex�ble work�ng programs and matern�ty leave were
expanded to allow women to be �ncluded �n the workforce.
In�t�ally, th�s concept was used only for women, wh�le women
were expected to cont�nue the�r careers and cont�nue the
pr�mary management of the fam�ly and home. Today, these
benef�ts and �deas have been expanded to �nclude work�ng
men and women, and the �dea of   balanc�ng the profess�onal
and personal l�ves of employees, greater flex�b�l�ty �n manag�ng
work schedules, and �ncreas�ng sat�sfact�on w�th work and l�fe
has become a key concept �n the late 20th century. 



 At the current stage, work-l�fe balance �s also a mult�m�ll�on-
dollar �ndustry. In a study �n wh�ch Raja and Ste�n (2014)
exam�ned the cost and budget requ�red to ach�eve work-l�fe
balance, a Google search for "work-l�fe balance" resulted �n more
than 296,000,000+ l�nks to work-l�fe balance tools, sc�ent�f�c
art�cles, and consult�ng compan�es. has shown to y�eld greater
results. Th�s data also shows us that work-l�fe balance �s one of
the �mportant concepts �n work�ng l�fe over t�me.

What are the consequences of work-l�fe confl�ct?

Work-l�fe balance �s a factor that has the potent�al to �nfluence
�mportant workplace �ssues such as employee turnover, stress,
job sat�sfact�on and product�v�ty. Long work�ng hours and h�ghly
stressful jobs not only h�nder employees' ab�l�ty to harmon�ze
work and fam�ly l�fe, but are also assoc�ated w�th health r�sks
such as �ncreased smok�ng and alcohol consumpt�on, we�ght
ga�n, and depress�on.

A study of Canad�ans by Duxbury and H�gg�ns (2003) found that 1
�n 4 Canad�ans reported that the�r job respons�b�l�t�es �nterfered
w�th the�r ab�l�ty to fulf�ll the�r respons�b�l�t�es at home. In the
same study, work-l�fe confl�ct was conceptual�zed to �nclude role
overload�ng, role �nterference, and careg�ver tens�on �n general.
Role �ntervent�on was conceptual�zed as cons�st�ng of two
factors, w�th emphas�s on fam�ly �ntervent�on �n work and work
�n fam�ly. In the f�rst case, �ntervent�on when fam�ly role
respons�b�l�t�es �nterfere w�th performance at work (for example,
the ch�ld's �llness prevents go�ng to work; confl�ct at home makes
�t d�ff�cult to concentrate at work), �n the second case, when work
demands make th�ngs d�ff�cult (for example, long hours at work
prevent the ch�ld from part�c�pat�ng �n sports; too much w�th the
work role). preoccupat�on prevents act�ve enjoyment of fam�ly
l�fe). Also, people �n the older work�ng segment cla�med that they
worked longer than �n the past and needed d�fferent work
arrangements to meet the�r l�festyle needs. H�gher expectat�ons
�n domest�c roles, espec�ally for women, can be attr�buted to the
fact that women spend more hours on non-work act�v�t�es such
as ch�ld care and elderly care than men, and women have h�gher
pr�mary respons�b�l�t�es such as housework.



 Even though �t �s known that women �n general have a h�gher
level of work-fam�ly confl�ct than men, the number of work-l�fe
confl�cts �s also �ncreas�ng by men. In th�s respect, �t �s poss�ble
to assoc�ate work-l�fe confl�cts w�th gender roles.

The COVID-19 ep�dem�c, wh�ch started �n the Wuhan prov�nce
of Ch�na as of the end of 2019 and affected the whole world; The
�ssue of work-l�fe balance has ga�ned a new d�mens�on w�th
d�stance measures, home/remote work�ng opt�ons,
ma�nta�n�ng the work-l�fe balance has become even more
d�ff�cult under the ep�dem�c cond�t�ons. . On the one hand,
f�ght�ng the d�sease phys�cally and mentally has made the
cond�t�ons of work�ng from home/remote more d�ff�cult, and �t
has turned �nto a psychosoc�al r�sk factor �n terms of mental
health for people who are respons�ble for prov�d�ng care at
home (ch�ldren, elderly, d�sabled, s�ck, etc.), espec�ally for
women. In th�s process, when people stay away from onl�ne
platforms, they feel l�ke they are m�ss�ng ouţ, but th�s s�tuat�on
has become more d�ff�cult for employees w�th the anx�ety of
catch�ng up and be�ng aware of everyth�ng. Accord�ng to ILO
(Internat�onal Labor Organ�zat�on) f�gures, th�s s�tuat�on has
resulted �n a decrease �n women's employment �n Turkey. Th�s
decl�ne �n employment w�th the Cov�d-19 outbreak shows the
necess�ty of recons�der�ng the �ssue of work and l�fe balance �n
the focus of gender. Work and pr�vate l�fe balance confl�cts
appear as a process that causes problems �n terms of
product�v�ty and work eff�c�ency, as well as psycholog�cal and
phys�cal health d�ff�cult�es of employees, and leads to
separat�on from employment.
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