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New normal for gold and white-collar workers: The hybrid
way

Altin ve beyaz yakal1 ¢alisanlar i¢in yeni normal: Hibrit yol

Mustafa Degerli?

Abstract

The latest COVID-19 pandemic brought about salient alterations concerning several characteristics of
people’s lives and routines. One of these major aspects relates to some people’s working places and
customs. Unambiguously, the way gold and white-collar workers work has been altered due to the
practices applied in response to the latest pandemic. Organizations and people experiencing remote
working had an all-inclusive opportunity to evaluate trade-offs regarding working in offices and
working from home or other convenient places. This paper defines and discusses the hybrid way, the
new normal for gold and white-collar workers. Advantages, disadvantages, challenges, and success
factors are also deliberated in this paper. Purposefully, mixed method research was conducted to get
and distil experiences and views of gold and white-collar workers regarding the new current normal
of working. Pertinent data to be analyzed and evaluated were collected from 2405 people (2365
questionnaires and 40 interviews). The outcomes concluded that the new normal for gold and white-
collar workers are the hybrid way (a mix of working in offices and remotely from homes or other
convenient places). Facets (items related to policy, tools, and steering) to consider are also discussed
in the paper. This paper contributes to the management body of knowledge by providing additional
evidence to the hybrid way of working for gold and white-collar workers. As experiences and views
of workers are shaping the pertinent success and enhancements, this paper will be valuable for
managers of organizations involving gold and white-collar workers, relevant policymakers, and other
researchers exploring the new normal.

Keywords: New Normal, Hybrid Working, Remote Working, Workplace, Workforce Management,
COVID-19 Pandemic
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Oz

Son yillarda yasanan COVID-19 salgini, insanlarin yasamlarmin ve rutinlerinin gesitli 6zelliklerine
iligkin belirgin degisiklikler getirdi. Bu 6nemli degisimlerden biri, baz1 insanlarin galisma yerleri ve
gelenekleri ile ilgili oldu. Altin ve beyaz yakalilarin ¢alisma bicimleri, siiphesiz son pandemiye kars:
uygulanan tedbirler sonucunda degisti. Uzaktan calismay1 deneyimleyen kuruluslar ve kisiler,
ofislerde calisma ve evden veya diger uygun yerlerden ¢alismayla ilgili odtinlesimleri degerlendirmek
icin kapsaml1 bir firsata sahip oldular. Bu makale, altin ve beyaz yakalilar i¢in yeni normal olan hibrit
yolu tamimlamakta ve tartismaktadir. Avantajlar, dezavantajlar, zorluklar ve basari faktorlerine de bu
makalede yer verildi. Bu amacla, altin ve beyaz yakali calisanlarin yeni calisma normali ile ilgili
deneyimlerini ve goriislerini almak ve degerlendirmek icin bir karma yontem yaklasimu izlendi. 2405
kisiden (2365 anket ve 40 goriisme) analiz edilecek ve degerlendirilecek veriler toplandi. Sonuglar,
altin ve beyaz yakali calisanlar i¢in yeni normalin hibrit yol (ofislerde calismak ve evlerden veya diger
uygun yerlerden uzaktan calismanin bir karistmi) oldugu sonucunu desteklemektedir. Dikkate
alinmas: gereken elementler (politika, araclar ve yonlendirme ile ilgili 6geler) ayrica makalede
tartisilmaktadir. Bu makale, altin ve beyaz yakali ¢alisanlar i¢in hibrit calisma bigimine iliskin ek
kamitlar ve destek saglayarak yonetim bilgi birikimine katkida bulunmaktadir. Calisanlarm
deneyimleri ve goriisleri ilgili basar1y1 ve iyilestirmeleri 6nemli 6l¢iide sekillendirdiginden, bu makale
altin ve beyaz yakali calisanlarin yer aldig1 kuruluslarin yoneticileri, ilgili politika yapicilar ve yeni
normali arastiran diger arastirmacilar icin yararli olabilecektir.

Anahtar Kelimeler: Yeni Normal, Hibrit Calisma, Uzaktan Calisma, 1§yeri, Is Giicii Yonetimi, COVID-
19 Salginu
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Introduction

People worldwide have been experiencing significantly different things for the last couple of years due
to the latest COVID-19 pandemic. Accordingly, organizations must simultaneously do contingency and
strategic management to survive the relevant pandemic (Bhattacharyya & Thakre, 2021). Owing to the
pertinent pandemic, the status quo about the work and workplace has been questioned. Therefore, the
new normal for the workplace, working settings, relevant technologies, health, and safety must be
defined, established, and improved to address the changing status quo (de Lucas Ancillo, del Val
Nufiez, & Gavrila, 2021). Organizations must take a serious role and responsibility to define and
establish the new normal for work settings to ensure relevant success (M, Mehrolia, Alagarsamy, &
Balachandran, 2021). If organizations overlook or don’t perform well in this context, they will encounter
larger problems and costs to regulate or manage the relevant settings. In this context, teleworking is an
important element of the new normal.

There are varying terms to point toward remote working. These are telecommuting, virtual work,
working from home, distance work, working from anywhere, etc. Virtual work research commonly
incorporates three main groups (Raghuram, Hill, Gibbs, & Maruping, 2019). These are computer-
mediated work, telecommuting, and virtual teams. Telecommuting practices are not quite a new
concept. They have been utilized since the late 1960s (Oliveira, 2020). Relevant practices have changed
and evolved to a certain extent, but their benefits or drawbacks have been experimented with for
decades. In this context, the potential and opportunities introduced by uninterruptedly developing
information and communication technologies have played prominent roles. In this context, it is
important to highlight that fully remote works and fully remote working practices are categorically
different from teleworking circumstances. Teleworking practices are hybrid, which is not true for fully
remote situations. Unless otherwise noted, remote working expressions through this paper should be
interpreted as part of the hybrid working, and fully remote working settings are not implied.

A study (by Dingel & Neiman, 2020) concluded that about one-third of the jobs in the United States of
America can be done fully at home without going to offices. The same study highlights that countries
with lower-income economies have a lesser ratio of work that can be performed at home. Besides, in a
different work (Holgersen, Jia, & Svenkerud, 2021), it was concluded that about 38 per cent of the work
done by Norway people from Amazon Mechanical Turk could be done remotely. This ratio highlights
the present and future of working from home. It can be expected that this is to increase concerning
changing dynamics of the new normal of the work settings. Residences, professions, areas, and other
contextual dynamics differentiate remote working possibilities and physical distancing options
(Crowley & Doran, 2020). This means that organizational contexts categorically matter and ought to be
understood well.

Thanks to information, communication, and computer technologies, most knowledge workers
appreciate that they can continue working remotely during the recent COVID-19 pandemic. Such
remote working alternatives helped to manage demands and peak avoidance for certain settings (Stiles
& Smart, 2020). Accordingly, people’s norms and routines have been changed. The pertinent pandemic
normalized working from home-circumstances. The established normalisation process theory, which
comprises cohesion, cognitive participation, collective action, and reflexive monitoring facets, can be
utilized to attain and maintain the new normal regarding the altering nature of work and remote
working tries (Carroll & Conboy, 2020). In this context, people with responsibilities to their families,
employees living distant from their workplaces, and gold-collar workers are more prone to prefer
working from home via telework (Ollo-Lépez, Gohi-Legaz, & Erro-Garcés, 2021). These distinct groups
of people might be prioritized while conscripting relevant policies.

Although it inescapably happened, organizations appreciate that teleworking is an instrumental
solution, especially in times of crisis (Abulibdeh, 2020). Certain organizations have mastered
transforming some processes and works, and this learning is already realized. While different countries
and cultures (e.g., Portugal vs Norway) treated the pandemic quite differently, one common thing for
these is the new normal for working settings. Living and working at home as required is the current
new normal until the end of the pandemic (Oliveira, 2020). One study (Ipsen, van Veldhoven, Kirchner,
& Hansen, 2021), with 5748 knowledge workers from 29 European countries, discussed that most people
(knowledge workers) experiencing the early stages of lockdown and working from home at those times
were happy with remote working. The foremost benefits of working from home were work-life balance,
enhanced productivity, and better work management. Yet, the focal drawbacks were noted as home
office limitations, work ambiguities, and insufficient kits. As can be seen, there are always trade-offs for
working settings.
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As a major consequence of the latest COVID-19 pandemic and relevant measures, information and
communication technologies and systems have become even the heart of many organizations (Herath
& Herath, 2020). Many organizations appreciate the tangible benefits and potentials of information
systems and technologies. Moreover, organizational norms and workers” motivations were detected as
two main drivers for remote working settings (Tanpipat, Lim, & Deng, 2021), which should never be
disregarded. In a work (Sherman, 2020) using a within-subjects analysis from a repeated crossover
design with 187 participants, it was concluded that most participants preferred about half of their work
weeks to remote working.

Regarding mothers, the benefits of this hybrid way are higher for mothers responsible for their
childcare. Old working settings should be reviewed and refined to address current and evolving
realities underlined by the latest COVID-19 pandemic. Such review and refinements should conclude a
hybrid way for work conditions, including remote working and on-site working (Diab-Bahman & Al-
Enzi, 2020) concerning the expectations and needs of people and relevant works.

Observed advantages, a need to safeguard assets, and widespread job losses are reasons people
continue working-from-home practices with their current organizations (Wang, Albert, & Sun, 2020).
Therefore, providing flexible options to people to continue teleworking can be used to keep good
workers with relevant organizations. Furthermore, a study (Delanoeije & Verbruggen, 2020) showed
that teleworking leads to less stress and conflict and more engagement and performance.

Compulsory remote working in response to the latest COVID-19 pandemic yielded positive and
negative results for the workers. For example, the cons are overtiredness and amplified pressure caused
by workload stress, assignment affiliations, work seclusion, and home interference. On the other hand,
to illustrate, improved self-ruling and flexibility bringing about enhanced outputs and fulfilments are
the pros to note regarding telecommuters (Jamal, Anwar, Khan, & Saleem, 2021). Considering these
advantages and disadvantages, organizations and involved people shall develop policies and relevant
practices to help them achieve their objectives and goals.

Literature review

Teleworking is a multifaceted subject. There are several pros and cons of teleworking practices.
Organizations and involved people (managers and lower-level workers) should be aware of these facets.
They ought to formulate and fine-tune their practices concerning their contextual realities, priorities,
and business goals. In addition to working from home alternatives, some organizations offer to work
from anywhere alternative to their workers. In a work (Choudhury, Foroughi, & Larson, 2021) studying
the effects of work from anywhere on productivity at the United States Patent and Trademark Office
(USPTO), it was shown that such kind of transition brought about a 4.4 per cent improvement regarding
outputs and geographic flexibility benefited organizations and workers.

Moreover, people with disabilities working in business settings benefited from telecommuting settings
to a greater extent when compared to working people without disabilities (Schur, Ameri, & Kruse, 2020).
This reality for disabled people shall also be well-thought-out while developing and implementing
procedures and performances.

It is quite possible that teleworking can also add to the healthy eating of workers as they generally have
time and opportunity to prepare healthy foods for themselves (Restrepo & Zeballos, 2020). In the office
or site environments, there is a potential that people frequently consume unhealthy foods due to time
constraints and conveniences. Besides, one work (O'Brien & Yazdani Aliabadi, 2020) identified that
more data and analyses are required to legitimately decide how effective teleworking practices are
regarding energy use and emissions. However, home-based telework has shown its benefits in
decreasing traffic congestion and environmental pollution (Nguyen, 2021). It is generally observed and
accepted that teleworking practices decrease travel demands and congestion to a considerable extent
(Elldér, 2020). The emergence of working-from-home practices also led to some improvements
regarding sustainability (Kylili, Afxentiou, Georgiou, Panteli, Morsink-Georgalli, Panayidou, Papouis,
& Fokaides, 2020). For example, regarding fuels and carbon dioxide, notable improvements were
experienced. This sort of outcome creates good results for the community.

There are also some criticisms regarding working-from-home practices. In this context, a study
(Chattopadhyay, 2021) discussed a constant need for a better understanding of the scope of the work
and the home. This discrimination is essential to ensure that work and life balance is not significantly
jeopardized. For example, notable increases caused by COVID-19 measured in people’s sedentary times
must be appreciated and managed to ensure that people’s health and well-being are not badly affected
(McDowell, Herring, Lansing, Brower, & Meyer, 2020).
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Likewise, one of the salient things to be considered regarding working from home settings is people’s
physical experiences (Javad Koohsari, Nakaya, Shibata, Ishii, & Oka, 2021). That is inactive conduct and
decreased work-related physical activities must be considered. Appropriate methods and means should
be defined and implemented to manage this possible problem.

Compared to working men, working women experienced greater difficulties during the COVID-19
pandemic (Clark, McGrane, Boyle, Joksimovic, Burke, Rock, & O’Sullivan, 2021). Additionally, a study
(Duran & Erkin, 2021) with 405 participants thru convenience sampling concluded that the COVID-19
pandemic led to mental suffering and bad-quality sleep for adults. Moreover, decreased social
interaction and a fairly increased workload for some workers are two important results of the current
teleworking practices, and these need to be understood and discussed better (Matli, 2020). These
realities can radically harm people and organizations.

During the latest COVID-19 pandemic, people working from home noted that their chances to socialize
with others decreased, and their conflicts regarding work and family increased with working-from-
home practices (Hoffman, 2021). One interesting result was that people with pets reported increased
health-giving physical activity and increased quality regarding their relations with their pets, family,
and other people.

Likewise, a study (McDowell, Herring, Lansing, Brower, & Meyer, 2021) including more than one
thousand participants from the United States of America noted that personalized and delicate mediation
might be vital to managing the depreciation of people’s mental well-being in cases like the COVID-19
pandemic. Furthermore, one research (Palumbo, 2020) concluded that home-based remote working
adversely influenced people’s perceived work-life balance views. Therefore, fine-tuned policies and
practices shall be developed and sustained to help relevant people.

There need to be well-studied measures to arrange and improve telework practices (Chong, Huang, &
Chang, 2020). Otherwise, people may experience emotional exhaustion and work withdrawal. It should
not be ignored that any extended exposure to digital devices and screens must be monitored.
Organizations need to take care mental health of their stakeholders to ensure that no significant
problems occur (Mheidly, Fares, & Fares, 2020). Workers' health and well-being are imperative for
continuous contributions and expected productivity.

Maintaining work-life balance is one of the foremost challenges those people face during working-from-
home occurrences. For example, a study (Arora & Chauhan, 2021) noted that people have difficulties
establishing work-life balance during online teaching practices due to mixed natures and maintaining
personal connections due to decreased body language and voice tone effects. Therefore, relevant people
shall not ignore these possible outcomes of working from home or teleworking.

In a study, it was shown that the impact of teleworking on work-life balance is damaging (Bellmann &
Hiibler, 2021). This damage shall be identified, managed, and lessened with the active contributions of
relevant stakeholders. As working-from-home practices become more ubiquitous, people’s expectations
from home and gender perspectives become two important topics to be investigated and discussed
more comprehensively(Doling & Arundel, 2020). Different gender perspectives could generate specific
concerns to be concentrated on and discussed.

Relevant stakeholders in the domain saw the continuous requirement for cybersecurity practices,
exceptionally during the latest pandemic (Pranggono & Arabo, 2021). These times, more risks and
threats occur due to technology and people's vulnerabilities. Teleworking practices became the
inescapable outcome of the latest COVID-19 pandemic. Relatedly, a security-intensive culture and a
vulnerability-aware approach are needed for responsible teleworking practices (Georgiadou,
Mouzakitis, & Askounis, 2022). Using relevant technologies provides numerous opportunities while
introducing remarkably ignored threats and risks.

Besides, while drafting policies and arranging settings for remote working, it is a wise idea to ensure
the participation of occupational therapists (Field, Read, Jones, Fegan, & Lanfranchi, 2021). They are to
help to erect the right policy right the first time. Organizations must draft and craft their well-
established policies, processes, and procedures for working in home settings (Oakman, Kinsman,
Stuckey, Graham, & Weale, 2020). They must define tools, processes, resources, performance indicators,
inputs, and outputs for teleworking practices. Organizations work on some measures for their
employees to support them while they are remotely working. A study proved that certain interventions
like positive psychology coaching yield progressive results for workers. To be clear, positive psychology
coaching practices mediate between performance improvement and improved well-being of remote
workers (van Nieuwerburgh, Barr, Fouracres, Moin, Brown, Holden, Lucey, & Thomas, 2022).
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Age, generation, education level, seniority and experience rank regarding work, and experience with
teleworking practices can be reasonably influential regarding the potential outputs of remote working
settings (RaiSiene, Rapuano, Varkulevi¢iuté, & Stachovd, 2020). Contracting organizations and
coworkers' support is imperative for stakeholders' health in working from home settings (Oakman et
al., 2020). Otherwise, the potential benefits are to be surpassed by troubles arising.

Gold and white-collar workers are increasing in the information and technology-intensive sectors and
related sectors positions. Principally, these employees can carry out some of their jobs that can work
outside the office. Owing to the possible benefits and advantages, fairly elaborated in the clauses as
mentioned above, of hybrid working, these workers may tend to prefer the hybrid way. Since the way
gold and white-collar workers work has been altered due to the practices applied in response to the
latest pandemic, it is a good idea to try to answer the question of what should be the new normal
regarding working places for these workers. Accordingly, this research tried to define and discuss the
hybrid way, which might be the new normal for gold and white-collar workers.

Method, data, and results

Deliberately, a mixed method investigation was done to conclude and extract involvements and
opinions of gold and white-collar employees concerning the new current normal at work. The
researcher published a call (with research details) for participation in the research on LinkedIn (a
business and employment-focused social media platform). The data were collected at the end of 2022.
Two thousand three hundred sixty-five questionnaire participants were from around the world, and 40
participants of the interviews were from Turkey. Questionnaires were filled out via online forms, and
interviews were done face-to-face and via teleconference platforms. Relevant data to be examined and
assessed were collected from 2405 people (2365 questionnaires and 40 interviews).

Collected data were analyzed using descriptive statistics, quasi-statistics, and exploratory factor
analysis. Some rate of recurrence specifics of the data collected is given in Tables 1, 2, 3, and 4. Relevant
specifics demonstrate that the collected data is discreetly wide-ranging and illustrative in making
reasonably generalizable inferences.

Table 1: Distribution of the Participants Interviewed

Gender N %
Women 20 50.00
Men 20 50.00
Age N %
16-25 10 25.00
26-35 10 25.00
36-55 12 30.00
56-99 8 20.00
Education N %
High School 4 10.00
Bachelor 16 40.00
Master 16 40.00
Doctorate 4 10.00
Industry N %
Aviation, Space, & Defense 15 37.50
Software 10 25.00
Education 5 12.50
IT 10 25.00
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Preference N %
Office 3 7.50
Remote 9 22.50
Hybrid 28 70.00

Experience N %
Worked Fully Remotely for 6 Months or More 13 32.50
Worked Fully Remotely for 5 Months or Less 4 10.00
Worked in Hybrid Mode for 6 Months or More 10 25.00
Worked in Hybrid Mode for 5 Months or Less 2 5.00
Did Not Worked Remotely 11 27.50

Table 3: Distribution of the Participants Completing the Questionnaire

Gender N %
Women 1139 48.16
Men 1226 51.84
Age N %
18-25 501 21.18
26-35 865 36.58
36-55 657 27.78
56-99 342 14.46
Education N %
High School 77 3.26
Bachelor 1263 53.40
Master 947 40.04
Doctorate 78 3.30
Industry N %
Aviation, Space, & Defense 909 36.88
Fintech 201 8.15
Banking 39 1.58
Software 640 25.96
Construction 25 1.01
Public Service 180 7.30
Education 66 2.68
IT 136 552
Services 169 6.86
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Table 4: Preferences and Experiences of the Participants Completing the Questionnaire

Preference N %
Office 193 8.16
Remote 547 23.13
Hybrid 1625 68.71

Experience N %
Worked Fully Remotely for 6 Months or More 420 17.76
Worked Fully Remotely for 5 Months or Less 335 14.16
Worked in Hybrid Mode for 6 Months or More 255 10.78
Worked in Hybrid Mode for 5 Months or Less 516 21.82
Did Not Worked Remotely 839 35.48

All-embracing questions employed throughout the interviews are given in the Appendix part of the
paper. A two-part questionnaire was drafted and applied in the focus research to examine and extract
pertinent facets and items. The first part of the survey included demographical queries, and the second
part comprised certain declarations to get partakers’ opinions about how they rate the declarations thru
a 1-5 Likert-type scale. The questionnaire used is given in the Appendix part of the paper. The ethics
committee approval was also granted for the instruments used in the research.

The reliability of the questionnaire was assessed via the value of Cronbach’s alpha, and 0.93 was
obtained, meeting the relevant threshold recommendation (~0.70). Furthermore, three professionals
(one human resources manager, one senior engineering manager, and one psychologist) provided
assessments and ideas on how to check and expand the validity of the content. Finally, after
safeguarding the reliability and validity of the instrument, pertinent data were collected while ensuring
the participants” informed consent.

To explore and approve relevant relations concerning the data collected, the exploratory factor analysis
method was followed and applied by using IBM’s SPSS package. Since relevant data were collected
from 2365 different people, the method’s relevant size requirement (N > ~140) was satisfactorily met.
Furthermore, the anti-image correlation matrix was created and investigated using appropriate analysis
to ensure factorability. Besides, requirements for sample size tests were satisfied, and commonalities
extracted were analyzed to confirm complete conformance to the applied process necessities.
Consequently, three themes with seven instances (Table 5) were drafted and established. The total
variance explained was 70.39%.

Table 5: Facets to Consider Concerning Hybrid Working Implementations

Policy

Organizations must have an organizational policy documented and communicated about hybrid working.

Key actors shall be involved during hybrid working policy formation and implementation.

Dependability and flexibility ought to be two main elements of relevant hybrid working policies.

Tools

Organizations must provide all required tools (systems, hardware, software, etc.) to support hybrid working.

Tools shall ensure confidentiality, accessibility, and integrity of all relevant business assets in hybrid working settings.

Steering

Hybrid working implementations shall be continuously monitored and improved.

Inputs and views of managers and employees shall be captured and utilized to improve hybrid working practices.
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In addition to the distilled facets to consider concerning hybrid working implementations, given in
Table 5, through analyzing and interpreting the collected data in the scope of this research, the
succeeding principal results were drawn:

e 68.71% of the participants (1625 of 2365) completing the questionnaire prefers to work in hybrid
mode.

e 23.13% of the participants (547 of 2365) completing the questionnaire prefers to work in fully
remote mode.

e 91.84% of the participants (2172 of 2365) completing the questionnaire prefers to work in either
hybrid or remote modes.

e 64.52% of the participants (1526 of 2365) completed the questionnaire in hybrid or remote mode.
e 70% of the participants (28 of 40) in interviews prefer to work in a hybrid mode.
e 22.5% of the participants (9 of 40) in interviews prefer to work remotely.

o 92.5% of the participants (37 of 40) taking part in interviews prefers to work in either hybrid or
remote mode.

e 72.5% of the participants (29 of 40) taking part in interviews worked in either hybrid or remote
mode.

e Regarding these figures mentioned above and their interpretations, it is moderately obvious
that the new normal for gold and white-collar workers is a hybrid.

e The most repeatedly narrated ultimate confront considering remote, or hybrid working was
failing the equilibrium of professional work and social life.

e The most commonly conveyed imperative advantage regarding remote or hybrid working was
enhanced flexibility and reduced employee stress.

e Compared to participants who worked fully remotely or in hybrid mode for five months or less,
participants who worked fully remotely or in hybrid mode for at least six months more
determinedly preferred to work in hybrid mode.

e As the age and education levels increase, participants” preference levels for a hybrid increase
slightly.

e Compared to survey participants in other industries (fintech, banking, software, public service,
education, IT, and services), survey participants in aviation, space, & defence, and construction
industries are categorically more prone to choose the hybrid mode in preference to fully remote
mode.

Discussion

In response to further research calls (Diab-Bahman & Al-Enzi, 2020; Ipsen et al., 2021), the current
research investigated what people want from the new working settings. Distilling and discussing
people’s views and experiences are vital as these people are major drivers of the relevant situations. The
potential and benefits of information, communication, and computer technologies differ from before
the COVID-19 pandemic. Organizations obligatorily tested relevant tools, technologies, and
instruments and appreciated the tangible outputs (Hiselius & Arnfalk, 2021). This reality changed the
minds and views of many people and organizations regarding remote working. The future of work
cannot be designed and established without considering telework practices to a certain extent (Diab-
Bahman & Al-Enzi, 2020; Santana & Cobo, 2020). The degree and coverage may diverge from settings
to set, yet the new normal will last long.

Organizations should establish and refine their flexible working procedures to ensure that both pros
and cons are carefully addressed (Anderson & Kelliher, 2020). There is a need for clear guidelines for
workers who do working from home (Chadee, Ren, & Tang, 2021). This kind of instruction is to help
workers to regulate their technology use and routines for work purposes. A proactive approach and
implementation will benefit both workers and organizations. Working from home is multifaceted, and
people support and reject it for certain reasons. Therefore, contextual realities must be examined well
(Bolisani, Scarso, Ipsen, Kirchner, & Hansen, 2020). Providing flexibility to people to make choices can
also be helpful in relevant circumstances.
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Some workers prefer hybrid (sometimes in the office and sometimes work remotely) experience
(Degerli, 2022; Faulds & Raju, 2021; Sherman, 2020). Organizations must appreciate this reality and
institutionalize relevant settings to meet workers” expectations. Above and beyond, the ergonomics of
telework have not been studied and discussed satisfactorily (de Macédo, Cabral, Silva Castro, de Souza
Junior, 2020). There is a need to explore better and understand the particulars of ergonomics regarding
remote working settings. Organizations introducing working-from-home practices should do more
than provide computers to relevant people. All relevant ergonomic concerns and facets must be
addressed to ensure healthy and productive working settings (Davis, Kotowski, Daniel, Gerding,
Naylor, & Syck, 2020). Relevant departments or units should collaborate with internal and external
stakeholders to make good policies and practices.

Any relevant working from-home, in-office, or hybrid working settings shall be designed and
implemented while considering the vital issue of cybersecurity. Pertinent contextual elements shall also
be considered during relevant strategy determination, policy formation, and implementation. For
example, o of the foremost influential elements determining people’s choice of teleworking is whether
they have a child to care for at home (Zhang, Moeckel, Moreno, Shuai, & Gao, 2020). Therefore, this
particular should not be disregarded during policy drafting and making. Linkage of works, work fauna,
technology settings, and time dependency are salient elements that shape organizational policies
regarding distributions and virtuality regarding works (Henry, le Roux, Parry, 2021). These dynamics
must be covered to produce a working scheme for pertinent circumstances. There need to be well-
planned and defined particulars for working-from-home practices. A healthy and supporting design
must be established and maintained for the workers (Mojtahedzadeh, Rohwer, Lengen, Harth, & Mache,
2021). This should be done by employers and employees and should not be left only to employees. Once
all vital stakeholders are involved, the expected benefits will be realized more easily.

The most frequently reported greatest challenge regarding remote or hybrid working was losing the
work and social life balance. People interviewed underlined that they sometimes jeopardized their
professional and social life balance. This result aligns with other relevant works (Arora & Chauhan,
2021; Bellmann & Hiibler, 2021; Chattopadhyay, 2021; Ipsen et al., 2021; Palumbo, 2020). This requires
workers and policymakers to be aware of this possible problem and take relevant measures to manage
it. Above and beyond, the most frequently reported important benefit concerning remote or hybrid
working was improved flexibility and decreased stress for the workers. People noted that they
perceived more flexibility with remote or hybrid working practices. They also mentioned that their
perceived stress levels were lessened due to improved flexibility. This outcome is consistent with the
result of another relevant research (Delanoeije & Verbruggen, 2020). However, this contradicts an
alternative work's results (Jamal et al., 2021). Managers and leaders should also appreciate this facet to
improve the experiences of their teams and workers towards improving satisfaction and loyalty.

Compared to participants who worked fully remotely or in hybrid mode for five months or less,
participants who worked fully remotely or in hybrid mode for at least six months more determinedly
preferred to work in hybrid mode. People working remotely or in hybrid mode for six months and more
prefer to continue in hybrid mode instead of fully remote mode. This can be interpreted as people's
preferences shifting to hybrid working settings after some time (6 months). This can be justified like that
people see all pros and cons of remote working and hybrid working, as they have enough chance in 6-
month periods. This particular finding should be well understood by managers and lower-level
employees.

By the results of this research, as the age and education levels increase, participants” preference levels
for a hybrid slightly increase. Lower levels of education status, and younger aged people prefer fully
remote mode. However, higher education status and older people favour hybrid working settings. This
is another exciting discovery of this study. It will be a good idea to explore this differentiation further.
In-depth interviews with people representing different education levels, ages, or generation fragments
may help better understand the relevant motivations and justifications.

Furthermore, concerning the foremost results of this research, when compared to participants in other
industries (fintech, banking, software, public service, education, IT, and services), participants in
aviation, space, & defence, and construction industries are more prone to choose the hybrid mode.
Instead of fully remote mode, they choose the hybrid model. The context and content of the work people
might cause this. For example, if people do the kind of work that requires physical availability in offices,
labs, or factories, it is normal that they will be required to work in hybrid mode instead of fully remote
mode.
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Conclusions

The conclusions resolved that the new normal for gold and white-collar workers is the hybrid mode (a
fusion of working in offices and remotely from homes or other suitable spaces). Compensations,
difficulties, challenges, and governing dynamics were reviewed and commented on. Additionally, how
white and gold-collar people’s views about working modes evolve, how education level and age
parameters shape expectations, the possible influences of diverse industries on different working
modes, and some other notable points were discussed. Besides, facets to consider were deliberated.
These facets are policy (availability of a policy, involvement of key people, and dependability and
flexibility), tools (systems, hardware, software, etc., and confidentiality, accessibility, and integrity), and
steering (continuous monitoring and improvement, and inputs and views of people). The possible
impact of this research is to moderately contribute to the management body of knowledge by
supporting the hybrid way of working mode meant for gold and white-collar workers. Leaders and
managers of organizations employing gold and white-collar workers, pertinent policymakers, and other
scholars studying the new working mode normal for gold and white-collar workers may take advantage
of this paper. Regarding relevant future works, it might be a worthy notion to distil and discuss the
views and experiences of managers/leaders and lower-level workers regarding hybrid working
implementations. Another possible future study may focus on how to distil and discuss possible
measures for workers who process sensitive and classified data and information. Besides, conducting
pertinent research to understand and discuss legal and regulatory aspects of hybrid working practices
could be instrumental. Such efforts will extend the hybrid working body of knowledge and experiences.

Peer-review:

Externally peer-reviewed

Conflict of interests:

The author has no conflict of interest to declare.

Grant Support:
The author declared that this study had received no financial support.

Ethics Committee Approval:

Ethics committee approval was received for this study from Middle East Technical University, Human
Subjects Ethics Committee on 01/12/2022 and 0585-ODTUIAEK-2022 document number.

References

Abulibdeh, A. (2020). Can COVID-19 mitigation measures promote telework practices? Journal of Labor
and Society, 23(4), 551-576. https:/ /doi.org/10.1111/wusa.12498

Anderson, D., & Kelliher, C. (2020). Enforced remote working and the work-life interface during
lockdown.  Gender in  Management: ~ An  International  Journal, 35(7/8), 677-683.
https:/ /doi.org/10.1108/ GM-07-2020-0224

Arora, R. G., & Chauhan, A. (2021). Faculty perspectives on work from home: Teaching efficacy,
constraints and challenges during COVID’ 19 lockdown. Journal of Statistics and Management Systems,
24(1), 37-52. https:/ /doi.org/10.1080/09720510.2021.1875567

Bellmann, L., & Hiibler, O. (2021). Working from home, job satisfaction and work-life balance - robust
or  heterogeneous  links?  International  Journal — of  Manpower,  42(3),  424-441.
https:/ /doi.org/10.1108/1JM-10-2019-0458

Bhattacharyya, S. S., & Thakre, S. (2021). Coronavirus pandemic and economic lockdown; study of
strategic initiatives and tactical responses of firms. International Journal of Organizational Analysis,
29(5), 1240-1268. https:/ /doi.org/10.1108/1JOA-05-2020-2198

bmij (2023) 11 (1):168-183

177



Mustafa Degerli

Bolisani, E., Scarso, E., Ipsen, C., Kirchner, K., & Hansen, J. P. (2020). Working from home during
COVID-19 pandemic: Lessons learned and issues. Management & Marketing. Challenges for the
Knowledge Society, 15(s1), 458-476. https:/ /doi.org/10.2478 / mmcks-2020-0027

Carroll, N., & Conboy, K. (2020). Normalising the “new normal”: Changing tech-driven work practices
under pandemic time pressure. International Journal of Information Management, 55(June), 102186.
https:/ /doi.org/10.1016/j.ijinfomgt.2020.102186

Chadee, D., Ren, S., & Tang, G. (2021). Is digital technology the magic bullet for performing work at
home? Lessons learned for post COVID-19 recovery in hospitality management. International Journal
of Hospitality Management, 92(June 2020), 102718. https:/ /doi.org/10.1016/j.ijhm.2020.102718

Chattopadhyay, S. (2021). The pandemic of productivity. Anthropology in Action, 28(1), 47-51.
https:/ /doi.org/10.3167/aia.2021.280109

Chong, S., Huang, Y., & Chang, C.-H. (Daisy). (2020). Supporting interdependent telework employees:
A moderated-mediation model linking daily COVID-19 task setbacks to next-day work withdrawal.
Journal of Applied Psychology, 105(12), 1408-1422. https:/ /doi.org/10.1037 /apl0000843

Choudhury, P. (Raj), Foroughi, C., & Larson, B. (2021). Work-from-anywhere: The productivity effects
of geographic flexibility. Strategic Management Journal, 42(4), 655-683.
https://doi.org/10.1002/smj.3251

Clark, S., McGrane, A., Boyle, N., Joksimovic, N., Burke, L., Rock, N., & O’ Sullivan, K. (2021). “You're
a teacher you're a mother, you're a worker”: Gender inequality during COVID-19 in Ireland. Gender,
Work & Organization, October, gwao.12611. https:/ /doi.org/10.1111/gwao.12611

Crowley, F., & Doran, J. (2020). COVID-19, occupational social distancing and remote working potential:
An occupation, sector and regional perspective. Regional Science Policy & Practice, 12(6), 1211-1234.
https:/ /doi.org/10.1111/rsp3.12347

Davis, K. G., Kotowski, S. E., Daniel, D., Gerding, T., Naylor, J., & Syck, M. (2020). The home office:
Ergonomic lessons from the “new normal”. Ergonomics in Design: The Quarterly of Human Factors
Applications, 28(4), 4-10. https:/ /doi.org/10.1177 /1064804620937907

de Lucas Ancillo, A., del Val Nufiez, M. T., & Gavrila, S. G. (2021). Workplace change within the COVID-
19 context: A grounded theory approach. Economic Research-Ekonomska IstraZivanja, 34(1), 2297-2316.
https:/ /doi.org/10.1080/1331677X.2020.1862689

de Macédo, T. A. M., Cabral, E. L. dos S., Silva Castro, W. R., de Souza Junior, C. C., da Costa Junior, J.
F., Pedrosa, F. M., da Silva, A. B., de Medeiros, V. R. F., de Souza, R. P., Cabral, M. A. L., & Maésculo,
F. S. (2020). Ergonomics and telework: A systematic review. Work, 66(4), 777-788.
https://doi.org/10.3233 /WOR-203224

Degerli, M. (2022). Declarations of software engineering project managers managing remotely:
Provisions for hybrid working. 2022 3rd International Informatics and Software Engineering Conference
(IISEC), 1-5. https:/ /doi.org/10.1109/IISEC56263.2022.9998217

Delanoeije, J., & Verbruggen, M. (2020). Between-person and within-person effects of telework: A quasi-
field experiment. European Journal of Work and Organizational Psychology, 29(6), 795-808.
https:/ /doi.org/10.1080/1359432X.2020.1774557

Diab-Bahman, R., & Al-Enzi, A. (2020). The impact of COVID-19 pandemic on conventional work
settings.  International  Journal —of  Sociology and  Social ~ Policy, 40(9/10), 909-927.
https:/ /doi.org/10.1108 /1JSSP-07-2020-0262

Dingel, J. I, & Neiman, B. (2020). How many jobs can be done at home? Journal of Public Economics,
189(January), 104235. https:/ /doi.org/10.1016/j.jpubeco.2020.104235

Doling, J., & Arundel, R. (2020). The home as workplace: A challenge for housing research. Housing,
Theory and Society, 1-20. https:/ /doi.org/10.1080/14036096.2020.1846611

Duran, S., & Erkin, O. (2021). Psychologic distress and sleep quality among adults in Turkey during the
COVID-19 pandemic. Progress in Neuro-Psychopharmacology and Biological Psychiatry, 107(January),
110254. https:/ /doi.org/10.1016/j.pnpbp.2021.110254

Elldér, E. (2020). Telework and daily travel: New evidence from Sweden. Journal of Transport Geography,
86(December 2019), 102777. https:/ /doi.org/10.1016/j.jtrangeo0.2020.102777

bmij (2023) 11 (1):168-183

178



Mustafa Degerli

Faulds, D.]., & Raju, P. S. (2021). The work-from-home trend: An interview with Brian Kropp. Business
Horizons, 64(1), 29-35. https:/ /doi.org/10.1016/j.bushor.2020.10.005

Field, B., Read, J., Jones, N., Fegan, C., & Lanfranchi, V. (2021). Occupational therapists need to be
involved in developing and evaluating technological solutions to support remote working. British
Journal of Occupational Therapy, 84(2), 69-71. https:/ /doi.org/10.1177/0308022620979517

Georgiadou, A., Mouzakitis, S., & Askounis, D. (2022). Working from home during COVID-19 crisis: A
cyber  security  culture  assessment  survey.  Security  Journal,  35(2),  486-505.
https:/ /doi.org/10.1057 / s41284-021-00286-2

Henry, M. S,, le Roux, D. B., & Parry, D. A. (2021). Working in a post Covid-19 world: Towards a
conceptual framework for distributed work. South African Journal of Business Management, 52(1), 1-
11. https://doi.org/10.4102/sajbm.v52i1.2155

Herath, T., & Herath, H. S. B. (2020). Coping with the new normal imposed by the COVID-19 pandemic:
Lessons for technology management and governance. Information Systems Management, 37(4), 277-
283. https:/ /doi.org/10.1080/10580530.2020.1818902

Hiselius, L. W., & Arnfalk, P. (2021). When the impossible becomes possible: COVID-19’s impact on
work and travel patterns in Swedish public agencies. European Transport Research Review, 13(1), 17.
https:/ /doi.org/10.1186/s12544-021-00471-9

Hoffman, C. L. (2021). The experience of teleworking with dogs and cats in the United States during
COVID-19. Animals, 11(2), 268. https:/ /doi.org/10.3390/ani11020268

Holgersen, H,, Jia, Z., & Svenkerud, S. (2021). Who and how many can work from home? Evidence from
task descriptions. Journal for Labour Market Research, 55(1), 4. https:/ /doi.org/10.1186/s12651-021-
00287-z

Ipsen, C., van Veldhoven, M., Kirchner, K., & Hansen, J. P. (2021). Six key advantages and disadvantages
of working from home in Europe during COVID-19. International Journal of Environmental Research
and Public Health, 18(4), 1826. https:/ /doi.org/10.3390/ijerph18041826

Jamal, M. T., Anwar, I, Khan, N. A, & Saleem, L. (2021). Work during COVID-19: Assessing the
influence of job demands and resources on practical and psychological outcomes for employees.
Asia-Pacific Journal of Business Administration, 13(3), 293-319. https://doi.org/10.1108/ APJBA-05-
2020-0149

Javad Koohsari, M., Nakaya, T., Shibata, A., Ishii, K., & Oka, K. (2021). Working from home after the
COVID-19 pandemic: Do company employees sit more and move less? Sustainability, 13(2), 939.
https:/ /doi.org/10.3390/su13020939

Kylili, A., Afxentiou, N., Georgiou, L., Panteli, C., Morsink-Georgalli, P.-Z., Panayidou, A., Papouis, C.,
& Fokaides, P. A. (2020). The role of remote working in smart cities: Lessons learnt from COVID-19
pandemic. Enerqy Sources, Part A: Recovery, Utilization, and Environmental Effects, 1-16.
https:/ /doi.org/10.1080/15567036.2020.1831108

M, V., Mehrolia, S., Alagarsamy, S., & Balachandran, A. K. (2021). Work from home in the pandemic
era: Loss of mental equilibrium? Asian  Journal of  Psychiatry, 55, 102490.
https:/ /doi.org/10.1016/j.ajp.2020.102490

Matli, W. (2020). The changing work landscape as a result of the Covid-19 pandemic: Insights from
remote workers life situations in South Africa. International Journal of Sociology and Social Policy,
40(9/10), 1237-1256. https:/ /doi.org/10.1108 /IJSSP-08-2020-0386

McDowell, C. P., Herring, M. P., Lansing, J., Brower, C., & Meyer, ]. D. (2020). Working from home and
job loss due to the COVID-19 pandemic are associated with greater time in sedentary behaviors.
Frontiers in Public Health, 8. https:/ /doi.org/10.3389/fpubh.2020.597619

McDowell, C. P., Herring, M. P., Lansing, J., Brower, C. S., & Meyer, J. D. (2021). Associations between
employment changes and mental health: US data from during the COVID-19 pandemic. Frontiers in
Psychology, 12(February), 1-5. https:/ /doi.org/10.3389/fpsyg.2021.631510

Mheidly, N., Fares, M. Y., & Fares, ]J. (2020). Coping with stress and burnout associated with
telecommunication and online learning. Frontiers in  Public Health, 8(November).
https:/ /doi.org/10.3389/fpubh.2020.574969

bmij (2023) 11 (1):168-183

179



Mustafa Degerli

Mojtahedzadeh, N., Rohwer, E., Lengen, J., Harth, V., & Mache, S. (2021). Gesundheitsférdernde
arbeitsgestaltung im homeoffice im kontext der COVID-19-pandemie. Zentralblatt Fiir Arbeitsmedizin,
Arbeitsschutz Und Ergonomie, 71(2), 69-74. https:/ /doi.org/10.1007 / s40664-020-00419-1

Nguyen, M. H. (2021). Factors influencing home-based telework in Hanoi (Vietnam) during and after
the COVID-19 era. Transportation, 0123456789. https:/ / doi.org/10.1007 /s11116-021-10169-5

Oakman, J., Kinsman, N., Stuckey, R., Graham, M., & Weale, V. (2020). A rapid review of mental and
physical health effects of working at home: How do we optimise health? BMC Public Health, 20(1),
1-13. https:/ /doi.org/10.1186/512889-020-09875-z

O’'Brien, W., & Yazdani Aliabadi, F. (2020). Does telecommuting save energy? A critical review of
quantitative studies and their research methods. Energy and Buildings, 225, 110298.
https:/ /doi.org/10.1016/j.enbuild.2020.110298

Oliveira, J. (2020). Notes about second homes and teleworking: Comparing Portugal and Norway.
Finisterra, 55(115), 139-144. https:/ /doi.org/10.18055/ finis20071

Ollo-Lépez, A., Goii-Legaz, S., & Erro-Garcés, A. (2021). Home-based telework: Usefulness and
facilitators. International Journal of Manpower, 42(4), 644-660. https:/ /doi.org/10.1108/I]JM-02-2020-
0062

Palumbo, R. (2020). Let me go to the office! An investigation into the side effects of working from home
on work-life balance. International Journal of Public Sector Management, 33(6/7), 771-790.
https:/ /doi.org/10.1108/IJPSM-06-2020-0150

Pranggono, B., & Arabo, A. (2021). COVID-19 pandemic cybersecurity issues. Internet Technology Letters,
4(2), 4-9. https:/ /doi.org/10.1002/it12.247

Raghuram, S., Hill, N. S., Gibbs, J. L., & Maruping, L. M. (2019). Virtual work: Bridging research clusters.
Academy of Management Annals, 13(1), 308-341. https:/ /doi.org/10.5465/annals.2017.0020

Raisiene, A. G., Rapuano, V., Varkuleviciate, K., & Stachov4, K. (2020). Working from home —Who is
happy? A survey of Lithuania’s employees during the COVID-19 quarantine period. Sustainability,
12(13), 5332. https:/ /doi.org/10.3390/5u12135332

Restrepo, B. J., & Zeballos, E. (2020). The effect of working from home on major time allocations with a
focus on food-related activities. Review of Economics of the Household, 18(4), 1165-1187.
https:/ /doi.org/10.1007/s11150-020-09497-9

Santana, M., & Cobo, M. ]. (2020). What is the future of work? A science mapping analysis. European
Management Journal, 38(6), 846-862. https:/ /doi.org/10.1016/j.em;j.2020.04.010

Schur, L. A., Ameri, M., & Kruse, D. (2020). Telework after COVID: A “silver lining” for workers with
disabilities? Journal of Occupational Rehabilitation, 30(4), 521-536. https://doi.org/10.1007/s10926-
020-09936-5

Sherman, E. L. (2020). Discretionary remote working helps mothers without harming non-mothers:
Evidence from a  field experiment. @ Management  Science,  66(3),  1351-1374.
https:/ /doi.org/10.1287 /mnsc.2018.3237

Stiles, J., & Smart, M. J. (2020). Working at home and elsewhere: Daily work location, telework, and
travel ~among  United  States knowledge  workers.  Transportation,  0123456789.
https://doi.org/10.1007 /s11116-020-10136-6

Tanpipat, W., Lim, H. W., & Deng, X. (2021). Implementing remote working policy in corporate offices
in Thailand: Strategic facility management perspective. Sustainability, 13(3), 1284.
https:/ /doi.org/10.3390/su13031284

van Nieuwerburgh, C., Barr, M., Fouracres, A. J. S, Moin, T., Brown, C., Holden, C., Lucey, C., &
Thomas, P. (2022). Experience of positive psychology coaching while working from home during the
COVID-19 pandemic: An Interpretative phenomenological Analysis. Coaching: An International
Journal of Theory, Research and Practice, 15(2), 148-165.
https:/ /doi.org/10.1080/17521882.2021.1897637

Wang, W., Albert, L., & Sun, Q. (2020). Employee isolation and telecommuter organizational
commitment. Employee Relations: The International Journal, 42(3), 609-625.
https:/ /doi.org/10.1108/ER-06-2019-0246

bmij (2023) 11 (1):168-183

180



Mustafa Degerli

Zhang, S., Moeckel, R., Moreno, A. T., Shuai, B., & Gao, J. (2020). A work-life conflict perspective on
telework. Transportation Research Part A: Policy and Practice, 141(January), 51-68.
https://doi.org/10.1016/j.tra.2020.09.007

bmij (2023) 11 (1):168-183 181



Mustafa Degerli

Appendix

The Questionnaire and Interview Questions

Questionnaire

New Normal for Gold and White-Collar Workers

Purpose of the Research: The latest COVID-19 pandemic brought about salient alterations concerning
several characteristics of people’s lives and routines. One of these major aspects is related to some
people’s working places and customs. Unambiguously, the way gold and white-collar workers work
has been altered as a result of the practices applied as a response to the latest pandemic. Organizations
and people experiencing remote working had an all-inclusive chance to evaluate trade-offs regarding
working in offices and working from home or other convenient places. This research is to distill and
discuss the new normal for gold and white-collar workers. Advantages, disadvantages, challenges, and
success factors are also to be deliberated.

About the Questionnaire: This questionnaire consists of two sections and takes approximately 5 minutes
to complete. The data to be obtained in this research will be evaluated and interpreted cumulatively,
and the data and results obtained will be used for scientific purposes only. Participation in this
questionnaire is completely voluntary and the participants may opt to complete the survey at any time
they want.

About the Researcher: For any questions, information, and/or suggestions, you can reach the researcher
with the contact information given below. Thank you very much for your interest and valuable
contribution. Dr. Mustafa Degerli - mustafa.degerli@metu.edu.tr

Section 1: In this section, please answer the questions with information that is most appropriate for you and best
describes you by selecting the option/options (x).

Gender
Women Men

Educational Status
Bachelor Master’s

High Sch. Doctorate Other

Age

18-25 26-35 36-55 56-99

Preference

Office Remote Hybrid

Experience

Worked Fully Remotely for 6 Months or More

Worked Fully Remotely for 5 Months or Less

Worked in Hybrid Mode for 6 Months or More

Worked in Hybrid Mode for 5 Months or Less

Did Not Worked Remotely

Industry

Aviation,
Space, &
Defense

Fintech

Banking

Software

Construct
ion

Education

Services

IT

Other

Please make sure you have answered all the questions, then go to Section 2.
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Section 2: In this section, please mark one of the numbers from one to five for each sentence, depending on whether

Mustafa Degerli

you agree or disagree with the statements, judgments, and/or thoughts.

(1=Strongly Disagree; 2=Disagree; 3=Undecided; 4=Agree; 5=Strongly Agree)

# Statement, Judgment and/or Thought

1 Organizations must provide all required tools (systems,
" | hardware, software, etc.) to support hybrid working.

5 Tools shall ensure confidentiality, accessibility, and integrity of
| all relevant business assets in hybrid working settings.

3 Organizations must have an organizational policy documented
" | and communicated about hybrid working.

4 Key actors shall be involved during hybrid working policy
" | formation and implementation.

5 Dependability and flexibility ought to be two main elements of
" | relevant hybrid working policies.

6 Hybrid working implementations shall be continuously
" | monitored and improved.

7 Inputs and views of managers and employees shall be captured
" | and utilized for the improvement of hybrid working practices.

Please make sure to select one of the numbers from one to five, depending on whether you agree or not, for all

statements, judgments, and/or thoughts.

Thank you very much for your interest and valuable contribution.

Interview Questions

Categorical Questions (Gender, Age, Education, Industry, and Experience)

May you please summarize and evaluate your views and experiences regarding remote or

hybrid working?

What is the greatest challenge for you regarding remote or hybrid working?
What is the most important benefit for you concerning remote or hybrid working?

What is your preference for the place to work (office, remote, or hybrid)?

Do you have any additional comments?
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