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Abstract 

There is an imbalance between organizational interests and employee wellbeing, 

and human resource management strategies seem ineffective in their approach as burnout is 

on the increase. The purpose of the research is to identify organizational factors that 

contribute to the constant work-related connectivity of Icelandic employees and investigate 

how they impact their general well-being. The emerging concept of sustainability within 

human resource management is explored as well as the causal relationship between 

organizational behaviour and practices and employees’ psychological well-being. Based on 

Wepfer, Allen, Jenny, Brauchli and Bauer’s (2018) line of inquiry, the theoretical approach 

focuses on the border/boundary theory perspective to explain the dynamic and 

consequences of work-life boundary enactment. Current organizational developments 

regarding digital communication policies are discussed and main ethical challenges that 

accompany the modern work environment addressed. A multiple study was conducted by 

reviewing the human resource management strategies and systems in four Icelandic 

organizations, and the official statements and values compared to employees’ experiences. 

Semi-structured interviews using open-ended questions were conducted with eleven 

participants from different organizational levels. Results confirm previous findings that 

increased connectivity is linked with higher levels of work-life integration which decreases 

employee job recovery and negatively impacts their mental health as less time is invested in 

recovery activities. The dyad organizational perspective revealed that human resource 

management strategies do not apply across organizational levels and they yield to 

organization culture and job demands. Future implications include adopting a broader 

sustainability perspective and adjust the organizational framework and human resource 

management strategy to the digital work environment for improved organizational, societal 

and individual outcomes. 

 

Keywords: sustainability & human resource management, psychological sustainability, 

work-life boundary management, job recovery, constant connectivity, 

integration/segmentation preferences 
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Útdráttur 
 

Starfsmannastefnur virðast ekki vera að skila tilætluðum árangri hvað varðar heilsuvernd 

starfsmanna þar sem tilfellum kulnunar fer fjölgandi, og virðist halla á hag starfsfólks 

gagnvart hagsmunum fyrirtækja. Tilgangur rannsóknarinnar er að bera kennsl á áhrif 

skipulagsþátta á sítengingu starfsfólks við vinnu og rannsaka heilsufarslegar orsakir þeirra. 

Hugtakið sjálfbærni er skoðað út frá mannauðsfræðum ásamt orsakasamhengi 

starfstengdrar hegðunar og hátta og andlegrar heilsu starfsmanna. Byggt er á fræðilegri 

nálgun Wepfer, Allen, Jenny, Brauchli og Bauer (2018) og kenningar um mörk á milli 

vinnu og einkalífs notaðar til að útskýra samspil ólíkra þátta og afleiðinga þeirra. Litið er til 

nýlegrar þróunar er varðar stafræna stefnu fyrirtækja og siðferðisleg álitaefni nútíma-

vinnuumhverfis reifuð. Stuðst var við svokallaða ferilsrannsókn (i. multiple case study) þar 

sem mannauðsstefnur fjögurra íslenskra fyrirtækja voru skoðaðar og bornar saman við 

upplifun starfsmanna. Rætt var við ellefu þátttakendur á ólíkum sviðum og notast við hálf-

opna viðtalsaðferð þar sem viðtalsramminn var skorðaður en samtölunum jafnframt leyft að 

þróast sjálfstætt í hverju viðtali fyrir sig. Niðurstöður rannsóknarinnar staðfestu það sem 

áður hefur komið fram um að sítenging við vinnu hafi í för með sér aukna samþættingu 

vinnu og einkalífs, sem dregur jafnframt úr endurheimt starfsfólks og eykur þar með 

neikvæð áhrif á andlega heilsu þeirra. Með því að skoða mannauðsstefnurnar frá tveimur 

sjónarhornum kom í ljós að þær eiga aðeins við um hluta starfsfólksins og að þær víkja 

fyrir ríkjandi vinnustaðarmenningu og starfskröfum. Möguleg áhrif þessarar rannsóknar er 

að litið verður á hagsmuni starfsfólks í breiðara samhengi og stafræn stefna tekin upp innan 

fyrirtækja til að stemma stigu við neikvæða þróun vinnutengdra sjúkdóma.  

 

Efnisorð: sjálfbærni og mannauðsstjórnun, “psychological sustainability”, “work-life 

boundary management”, endurheimt, sítenging, samþáttun vinnu og einkalífs 
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1. Introduction 

There is an imbalance between organizational interests and employee wellbeing, and 

human resource management strategies and practices seem ineffective in their approach as 

burnout is on the increase (Harvey et al., 2017; Maslach & Leiter, 2016). The purpose of the 

research is to identify organizational factors that contribute to the constant work-related 

connectivity of Icelandic employees and investigate how they impact their general well-

being. This research reviews how the modern digital work environment in Iceland demands 

a broader perspective when it comes to employees’ relationship with work and how loss of 

job recovery is affecting employees’ mental health. Work-related online behaviour of 

employees is influenced by organizational factors and the employer-employee relationship 

suggests a shared responsibility for work-life boundary management as risk-factors for work-

related stress and exhaustion increase substantially if employees are deprived of job recovery 

(Wepfer et al., 2018). The research examines organizational elements that influence the 

boundaries between work and home and how that affects the regenerative power of the 

human capital as an organizational resource (Manuti & Giancaspro, 2019).  

Sustainable HRM is an emerging concept within the field of human resource 

management (Ehnert, Parsa, Roper, Wagner, & Muller-Camen, 2016; Manuti & Giancaspro, 

2019). At the core of it lies an organizational motivation to power regenerative relationships 

that are mutually beneficial between internal and external stakeholders, such as employees 

and owners, and committing to pursue human resource management practices that are not 

harmful to employees, their families or societies (Ehnert et al., 2016; Mariappanadar, 2003, 

2012). Based on Wepfer, Allen, Jenny, Brauchli and Bauer’s (2018) theoretical approach, 

the border/boundary theory perspective is applied to explain the dynamic and consequences 

of work-life boundary enactment as the dimension in which organizations operate continues 

to expand, and thus, infer ethical considerations that need to be addressed (Wepfer et al., 

2018).   

The research topic is relevant to the HRM field of studies for the application HRM 

strategies and human management resource systems (HRM systems) affect individuals 

within organizations and throughout societies (Wilcox & Lowry, 2000). The investigation 

contributes to the existing literature gap regarding Icelandic strategic HRM approach to 

employee management within the digitalized work environment (Gadeyne, Verbruggen, 
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Delanoeije, & De Cooman, 2018; Hesselberth, 2018; Modernizations of labour relations and 

securement of career paths, 2016), and the application of the sustainability concept within 

HRM strategies (Ehnert et al., 2016; Manuti & Giancaspro, 2019). The research question is 

therefore: 

Research question: How is constant work-related connectivity affecting employees’ well-

being in Icelandic organizations? 

The research question considers the HRM perspective regarding the employer-

employee relationship and how technology is affecting the boundaries between work and life 

domains. Employees with high work-life boundary enactment experience less balance 

between work and home domain as they report fewer activities related to job recovery 

(Wepfer et al., 2018). Research evidence continue to point out that organizations improve 

their performance outcomes with systematic efforts to boost employees’ subjective resources 

(Duijts, Kant, Swaen, van den Brandt, & Zeegers, 2007; Sonnentag, Venz, & Casper, 2017; 

Van De Voorde, Paauwe, & Van Veldhoven, 2012), and a stream of research exists 

addressing the psychological factors in the organizational environment and their influence 

on employee behaviour (Bakker, Demerouti, de Boer, & Schaufeli, 2003; Harvey et al., 2017; 

Vignoli, Guglielmi, Bonfiglioli, & Violante, 2016; Wepfer et al., 2018). The data collected 

in this research suggests how Icelandic HRM systems can benefit from strategic adjustment 

and that a broader employee perspective is needed.  

First, the subject of sustainability as a concept is explored and how it can be adapted 

to Icelandic HRM systems to deal with the ethical and operational challenges that emerge 

from living and working in a digitalized environment. The aspirational framework of 

strategic human resource management presented by Jackson, Schuler and Jiang (2014b) will 

be used to capture and explain the multi-layered role of SHRM in an organizational context 

in order to answer the research question. It explains the dynamic between internal and 

external environment of organizations, and reviews how different stakeholder perspectives 

and behaviour affects organizational outcomes. Their framework also addresses the hovering 

impossibility that may accompany trying to incorporate such multitude of elements and why 

it is important to investigate the relevant psychological factors within the work environment 

(Jackson et al., 2014). 
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The organizational elements affecting employees’ opportunity for job recovery are 

examined by discussing theories of work-life boundaries and how technology is affecting the 

employer-employee relationship (Clark, 2000; Demerouti, Bakker, & Schaufeli, 2005; 

Edwards & Rothbard, 2000; Gadeyne et al., 2018; Koch & Binnewies, 2015; Kreiner, 2006). 

The theoretical approach focuses on the balance between work-home domains, employees’ 

use of information and technology devices, and their ability to psychologically detach from 

work-related issues during non-work hours. The research contributes to the field of HR by 

way of reassessing risk-factors within the organizational setting that affect workers’ physical 

and mental health, so that HR commits effectively to preventive measures as a plan of 

sustainability of the human capital.  

The thesis opens with a theoretical chapter to provide an overview where the central 

theories are presented as a research framework. The theoretical review ends with an insight 

into current and future concerns in the campaigning of VR (The Store and Office Workers’ 

Union) and BSRB (The Federation of State and Municipal Employees). In search for answers 

to the research question, interviews were conducted to collect data for multiple case studies. 

The methodology section will present the gathering and coding of the data, as well as 

introducing the research participants. The theoretical chapter was structural in composing the 

interview questions to discern the level and definition of preventive measures within the 

organizational setting. The results include perspectives regarding HR strategies, digital 

communications, job recovery and work-life boundary enactment. Research participants are 

divided into two groups and findings for each group are presented separately. Findings 

include individual and organizational integration and segmentation preferences, enactment 

of work-life boundaries, participants’ ability to psychologically detach from the work-

mindset and ability to enjoy recovery. After results have been detailed, the following chapters 

are discussion and conclusions, and finally, research limitations and possible future 

implications are listed. 

2. Theoretical Review 

Different perspectives of the literature review will theorize that organizational 

commitment and responsibility towards HR strategies on employee general wellbeing is a 

contributing factor to the psychological sustainability of the workforce. Lack of commitment 

to organizational statements concerning employee job-recovery and rest, work-life boundary 
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management and employees’ work-related online activity outside of working hours develops 

an organizational controversy between internal stakeholders, which affects the outcomes of 

HRM systems.  

The sustainability perspective within the HRM field (as presented by Ehnert et al., 

2016; Manuti & Giancaspro, 2019; Mariappanadar, 2003) is featured first for definition of 

the concept and enveloping context. Jackson, Schuler and Jiang’s Aspirational framework of 

Strategic Human Resource Management (2014) is used to structure the HRM approach. It 

focuses on the behavioural perspective within the HRM systems and how organizational 

enactment of boundary management impacts employees’ general well-being and thus, 

organization life and culture. The term stakeholder refers to individuals or groups that affect 

and are affected by organizational outcomes. Managers and employees are internal 

stakeholders of an organization, while external stakeholders are owners or investors, 

customers, other organizations, and society. According to Kozlowski and Doherty (1989), 

the conceptual relationship between managers’ leadership assumptions and the consequent 

processes are the primary determinants of an organizations’ climate. Organization- and 

group-level variation challenges the successful transmission of HRM systems in the 

organizational setting, but can be reduced by limited supervisory behaviour and discretions 

(Zohar & Luria, 2005).  

Following in the footsteps of Wepfer et al. (2018), the border/boundary theory is 

applied to explain how organizational and societal interests are jointed with employees’ 

general well-being (Bulger, Matthews, & Hoffman, 2007; Clark, 2000; Thompson, Beauvais, 

& Lyness, 1999; Wepfer et al., 2018). It illustrates the borders between the two domains of 

work and personal life and how employees’ behaviour and expectations are impacted by 

organizational systems. As Edwards and Rothbard pointed out (2000), the work-family 

constructs and the links between them are consequential for organizations, families and 

society. Different perspectives on employees’ boundary negotiation is explored by 

examining the consequences of conflicts between the two domains of work and private life, 

and the role of work-life boundary enactment within an organizational setting (Kreiner, 

2006). A recent meta-review by Harvey et al. (2017) has identified twelve organizational 

risk-factors and work conditions associated with an increased risk of common mental 

disorders. As established by Sonnentag, Kuttler and Fritz (2017), psychological detachment 
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from work is necessary for employees to recover, regain and maintain strength but as the 

lines between work and home continue to blurry it can become difficult for employees to 

switch-off work. This study will focus on job recovery as a major contributing factor to 

maintain employees’ psychological health and theorize how HRM systems’ lack of policy 

enactment can jeopardize it (Harvey et al., 2017).   

Lastly, the role of technology and digitalization in the modern and future work 

environment is discussed. Increased use of information and communication technologies 

(ICT-use) has been a source of research to find out how it is impacting employee job- 

recovery and the employer-employee relationship (Braukmann, Schmitt, Ďuranová, & Ohly, 

2018). Work domains have expanded considerably with the help of information and 

communication technology devices, blurring the lines between the two domains of work and 

home and raising questions about how it affects workers’ ability to balance them (Bulger et 

al., 2007; Gadeyne et al., 2018; Kreiner, 2006; Vignoli et al., 2016). Time and energy are 

limited resources that individuals distribute between work and home, and consequently, their 

role-related time commitment, job distress and overload have been identified as fundamental 

predictors of work-home conflicts (Bakker & Demerouti, 2018; Frone, Yardley, & Markel, 

1997). As organizations fail to redefine jo demands in accordance with current job resources, 

it has raised concerns about employees being unremunerated for their contribution as well as 

their right as individuals to disconnect from work (Gadeyne et al., 2018; Hesselberth, 2018). 

In Europe, the discourse has inspired labour law reforms in an attempt to grapple the 

challenges brought forth by the modern-day work environment and move forward alongside 

technology (Modernizations of labour relations and securement of career paths, 2016). 

3. Sustainability and HRM 

In 1987, the concept of sustainable development was defined as the “development 

that meets present needs without compromising future generations’ possibilities” (“Global 

Reporting Initiative,” n.d.). Since then, sustainability has gained a wider but more defined 

context, including the GRI Sustainability Reporting Standards, which are increasingly used 

by organizations to report on their sustainability performance (Ehnert et al., 2016). The aim 

is to enhance the use of resources and empower decisions that create social, environmental 

and economic benefits for everyone. As such, they represent global standards for 

organizational sustainability reporting, developed with multi-stakeholder contributions 
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rooted in public interest (“Global Reporting Initiative,” n.d.). Sustainable HRM is an 

emerging concept within the field of human resource management, answering a call for a 

more intense commitment on behalf of organizations that are reporting their sustainability 

activities (Ehnert et al., 2016; Mariappanadar, 2003). This is explained as an organizational 

motivation of regenerative relationships that are mutually beneficial for internal and external 

stakeholders and a commitment to pursue HRM practices that are not harmful to workers, 

their families or communities (Ehnert et al., 2016; Mariappanadar, 2003, 2012). According 

to Ehnert et al. (2016), the sustainability of organizational life is measured by 

“the adoption of HRM strategies and practices that enable the achievement of 

financial, social and ecological goals, with impact inside and outside of the organization over 

a long-term horizon while controlling for unintended side effects and negative feedback.” (p. 

90) 

They reiterate that their study is not an explanatory discourse on the theoretical 

concept of Sustainable HRM but a purposeful statement on its existence once organizations 

claim to adhere to the GRI Standards. In that line, a recent discourse of Velenturf and Jopson 

(2019) explains how economic outcomes are overemphasised in the circular economy and 

practices at present. Furthermore, they explain that global challenges demand a multi-

dimensional resource recovery where sustainable mindset and practices are applied 

ecologically, economically and socially (Ehnert et al., 2016; Velenturf & Jopson, 2019). GRI 

offers a framework comprised of six categories of which the last two are related to 

Sustainable HRM: economic, environmental, social, product responsibility, human rights and 

decent work (Ehnert et al., 2016). The decent work-category has adopted the International 

Labour Organization’s (ILO) indicators of Decent Work Agenda and identifies the elements 

of employment, dialogue, rights and protection (“Decent work,” n.d.). They particularly 

single out two elements of Sustainable HRM, identifying them as the complicated 

interrelation between HRM systems and the internal/external environments, and the 

recognition of multi-layered and potentially conflicting goals of human and ecological 

sustainability. It involves organizational commitment to mutually beneficial relationships 

between organizations and their employees, and more importantly, the employer-employee 

relationship acknowledges a shared responsibility for workers’ welfare and the work-related 

externalities that affect it (Ehnert et al., 2016; Manuti & Giancaspro, 2019; Mariappanadar, 

2003).  
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4. The Aspirational Framework 

In the research, the definition and meaning of strategic human resource management is 

adopted from Jackson et al. (2014) to explain the theoretical perspective of the field. It is a 

descriptive summary of the multi-layered role of SHRM in an organizational context, 

explaining that following the role of SHRM within business plans, HRM systems have been 

created to identify key elements to further growth and effectiveness through allocation of 

resources (Jackson et al., 2014). They contain philosophies concerning administrative 

strategies, policies that state purpose and employee requirements, practices to follow on a 

day-to-day basis, and finally processes that establish and determine the long-term survival of 

the aforementioned philosophies, policies and practices (Jackson et al., 2014).  For further 

clarification of this definition of SHRM, they created the Aspirational Framework of SHRM, 

a matrix of important interacting elements in the field.  

 

 

Figure 1: Aspirational framework for SHRM by Jackson, Schuler and Jiang (2014). 
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4.1. The Function of HRM Systems 

As pointed out by Wilcox & Lowry (2000), all organizations apply some form of 

HRM and impact both internal and external stakeholders. Jackson et al. (2014) explain the 

function of HRM systems by displaying the internal and external dimensions of multiple 

stakeholders and players, who’s enactments and effectiveness determine the long-term 

survival of the overarching organizational system. Furthermore, they identify four primary 

elements that an HRM system contains: a) philosophies that lay out the values determining 

the organizations’ management approach, b) formal policies stating the organizations’ intent 

as well as determining the employer-employee relationship, c) practices according to HRM 

philosophies and policies, and d) processes of HRM philosophies, policies and practices that 

are established, modified and terminated (Jackson et al., 2014). Interdependence 

distinguishes the elements within the HRM systems, with multiple active contributors within 

the organizational framework, communicating and transmitting strategies and policies. High 

performance, high commitment and high involvement are the types of HRM systems used to 

define their purpose or what is emphasised. The fourth term is strategically targeted HRM 

systems as it refers to specified and strategic objectives like human capital enhancement, 

network-building, customer service, and  HRM flexibility (Jackson et al., 2014).  

 As Jackson et al. (2014) continue to describe the reciprocal process HRM systems 

and outcomes, they point out the challenge of understanding how the HRM systems co-

evolve together with other organizational aspects. They explain that the HR professionals, 

managers and star-employees have transitioned from their traditional roles and taken on more 

interactive roles; the HR professionals are now involved in strategic positioning and 

planning, that HR policies are more likely now to be subjected to personal interpretation of 

managers, and that key members of staff have more bargaining-powers to effectively 

negotiate terms of employment (Jackson et al., 2014). They specifically mention the role of 

external stakeholders, like strategic partners with joint ventures, society and customers, and 

the changes that may transpire over time and affect the internal dynamic and standards.  

The strategic positioning of HRM has also raised concerns that it has traded in the 

employee focus and placed the organizations’ goals above it, pointing out the clashing angles 

of “mutual gains” and “conflicting outcomes” (Jackson et al., 2014; Van Buren, Greenwood, 
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& Sheehan, 2011; Van De Voorde et al., 2012). The broad view of HRM systems and the 

transformative power harnessed within them, a strategic perspective means possibilities of 

operational effectiveness, corporate social responsibility and sustainable HRM (Ehnert et al., 

2016; Jackson et al., 2014). In their investigation into how HRM systems and organization 

cultures affect stakeholders, Jackson et al. (2014) concluded that if organizations enhance 

their informal culture or climate as well as their formal HRM systems, they increase their 

organizational returns. Concurrently, they found that HRM systems’ impact on 

organizational outcomes was more positive and greater in organizations with supportive 

cultures or climates, and employee morale and well-being (Jackson et al., 2014). Thus, 

successful organizations seem to produce happier employees, but when health-related 

outcomes are examined, there exists a negative association between jobs with high demands 

and low control and workers’ well-being (Jackson et al., 2014; Jensen, Patel, & Messersmith, 

2013).  

4.2. Employee Segmentation or Differentiation 

Although HRM framework implies a coherent organizational approach, segmentation 

or differentiation of employee groups within organizations occurs for reasons such as 

different pay levels, occupation, experience and prospects of employees, the various 

organizational stages, as well as labour market conditions and geographic location (Clarke, 

1999; Jackson et al., 2014; Zohar & Luria, 2005). Employee segmentation and group 

dynamic is relevant when it comes to the transmission of HR philosophies, policies and 

processes, as successful implementation of these depends on managerial commitment and 

communication (Clarke, 1999; García-Carbonell, Martín-Alcázar, & Sánchez-Gardey, 2016; 

Jackson et al., 2014; Manuti & Giancaspro, 2019). HRM content is communicated and 

understood by intra-organizational behaviour, and the enactment official HR policies can be 

viewed as a marker for HRM system strength (García-Carbonell et al., 2016). 

4.3. Behavioural perspective and the 4-Tasks Model 

In strategic HRM, the behavioural perspective acknowledges characteristics of 

internal and external environments and it concludes that the HRM systems are the main 

communication channel within organizations. Through them, the desired behaviours of 

different work groups are put forth, maintained and accepted (Jackson et al., 2014). Role 

behaviours can be approved through job descriptions as well as discretionary behaviour, or 



EFFECTS OF CONSTANT CONNECTIVITY ON ICELANDIC EMPLOYEES 10 
 

organizational citizenship (Coff & Kryscynski, 2011; Jackson et al., 2014). Jackson et al. 

(2014) describe the 4-Tasks Model and the ability-motivation-opportunity (AMO) model as 

one of two variants within the behavioural perspective. However, the AMO-model will not 

be featured further as it does not include the necessary employee behaviours when explaining 

the relationship between HRM systems and operational effectiveness. The 4-Tasks Model  

recognizes the main functions of an HRM system as: a) identifying employee behaviour that 

is needed, b) confirming employee competences to perform successfully, c) engaging 

employees to perform needed behaviours by motivating them, and d) providing current and 

future opportunities for employees to perform successfully (Jackson et al., 2014).  

5. The Border/Boundary Theory Perspective  

The topic of boundary management between work and home domains has spurred series of 

research that look into individuals’ enactment within the work-nonwork interface (Wepfer et 

al., 2018). Greenhaus and Beutell (1985) investigated the source of role conflict between the 

work-family constructs and suggested it existed when 

(a) time devoted to the requirements of one role makes it difficult to fulfil the 

requirements of another,  

(b) strain from participation in one role makes it difficult to fulfil the requirements of 

another, and 

(c) specific behaviours required by one role make it difficult to fulfil the requirements 

of another. (p. 76) 

Edwards and Rothbard (2000) identified mechanisms that established a causal relationship 

between the work-family construct. They organized them into six categories in order to 

explain the different effects and efforts that occur; spill over refers to transference from one 

domain to another generating similarities between them, like mood, skills and behaviour; 

compensation implies an imbalanced fulfilment between spheres and an effort to complement 

for it by preferring one to the other; segmentation represents an active process to maintain 

separation between work and home; resource drain describes time, attention and energy as 

finite personal resources which individuals distribute and transfer to work and home 

domains; congruence infers that work and home share a common cause for resemblance 

between them, such as personality traits, behavioural styles, or social and cultural forces; and 

lastly, work-family conflict originating from role demands that are mutually incompatible 

(Edwards & Rothbard, 2000, pp. 180–182).  
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Figure 2: Categories affecting the work-family construct (Edwards & Rothbard, 2000). 

In a similar vein, Clark (2000) introduced the work/family border theory as a 

framework to explain the dynamic that materializes when people switch between the two 

worlds of work and home. According to the theory, people are border-crossers between the 

two domains, and as they shape them and the borders separating them, they are also being 

shaped by them (Clark, 2000). The transition, Clark (2000) explains, is individual to each 

person, and how much the domains overlap depends on the degree of 

integration/segmentation between them. Similar to Greenhaus & Beutell (1985) and Edwards 

and Rothbard (2000), Clark (2000) considers individual time and energy to be finite resources 

which are split between the two spaces. How individual energy is renewed is considered a 

determining factor, and Clark (2000) proposed two levels of ideal degree of border strength: 

Proposition 1a: that weak borders facilitate work/family borders when 

domains are similar. 

Proposition 1b: that strong borders facilitate work/family borders when 

domains are different. (p. 758) 

Moreover, as a general rule, Clark (2000) added that “borders will be stronger in the direction 

of the more powerful domain, and weaker towards the less powerful domain”. (p. 758)  

As to the integration/segmentation continuum, Kreiner (2006) investigated individual 

and organizational integration/segmentation preferences and how they affected workplace 

outcomes. His study pointed out that work-life boundaries are continually being negotiated, 
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not only by individual preferences but also work environments which promote and empower 

either integration or segmentation. Information and communication devices such as laptops 

and smartphones are modern examples of how organizations contribute to blurred boundaries 

of work and home (Wepfer et al., 2018). According to Kreiner’s results (2006), 

organizational factors, such as human resource policies, workplace climate and leadership 

behaviour, impact people differently, and congruence does not necessarily prevent work-

home conflicts.  

 As researchers continue to explore the border/boundary theory, findings proceed to 

identify technology and leadership behaviour as a major contributor to work-life boundary 

management. Nippert-Eng (1996) explained that although boundary management is 

primarily a mental activity, it is really only expressed by the visible performed activities. 

Building on that, Koch and Binnewies’ (2015) contribution to the scholarship is a multisource 

and multilevel research into how supervisory work-life friendly role modelling affects 

employees. They argued that supervisors are role models of organizational behaviour, and 

their boundary enactment steers employees’ work-life boundary management (Koch & 

Binnewies, 2015). Furthermore, results from their study confirm that employees’ work-home 

segmentation behaviour is led by supervisory segmentation preference, and that it directly 

affects their recovery by reducing exhaustion through increased psychological detachment 

(Koch & Binnewies, 2015). 

Accordingly, findings presented by Wepfer et al. (2018) and Gadeyne et al. (2018) 

suggest that despite individual integration or segmentation preferences might facilitate work-

home compatibility, organizational factors are influential. Interestingly, organizational 

integration norms seem to reverse the mitigating effect of individual integration preference, 

resulting in high congruence between individual preference and organizational norm being 

worse for employees that frequently engage in work-related online behaviour during personal 

time (Gadeyne et al., 2018). Results reveal that it negatively affects their work-home conflicts 

and, furthermore, suggest an increased importance of the nature of interaction between 

individual and organizational characteristics (Gadeyne et al., 2018). In that vein, findings 

from Wepfer et al. (2018) point out that actual boundary enactment (organizational as well 

as individual) is consequential for employee general wellbeing. When work is integrated into 

non-work life, less time is committed to recovery activities and thus, considerably increasing 
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the level of exhaustion and negatively affecting the work-life balance (Wepfer et al., 2018). 

Lastly, researchers imply organizational conditions to be influential variables that impact 

employees’ work-life boundary enactment (Gadeyne et al., 2018; Wepfer et al., 2018).  

6. Organizational Risk-Factors 

Following the role of SHRM within business plans, HRM systems have been used to identify 

key elements to further growth and effectiveness through allocation of resources (Jackson et 

al., 2014). They contain philosophies concerning administrative strategies, policies that state 

purpose and employee requirements, practices to follow on a day-to-day basis, and finally 

processes that establish and determine the aforementioned philosophies, policies and 

practices (Jackson et al., 2014). Autonomy, organizational change, occupational support and 

job demands are among the twelve organizational risk factors identified by Harvey et al. 

(2017). As seen in figure 3, recent meta-analyses revealed work-related risk factors 

associated with an increased level of su (Harvey et al., 2017).  

 

Figure 3: Unifying model of workplace risk factors (Harvey et al., 2017). 

As Bakker, Demerouti, de Boer, and Schaufeli (2003) pointed out,  job demands are 

a unique predictor of emotional exhaustion, which is one of the most distinguishing features 

of burnout. Vignoli, Guglielmi, Bonfiglioli, and Violante (2016) investigated how 
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psychological factors generated workers’ absenteeism and included job demands, exhaustion 

and work-family conflict (WFC) as components of interest. Their results conclude that 

emotional exhaustion plays a key role in causing workplace absenteeism while work-family 

conflict (WFC) does not appear to mediate the relationship between job demands and 

absenteeism (Vignoli et al., 2016).  

Sonnentag et al. (2017) address points for further research on which factors 

potentially influence job recovery as well as pointing out complex temporal patterns. A 

causal relationship exists between job demands, WFC, and workplace absenteeism (Vignoli 

et al., 2016). Emotional exhaustion is a significant mediator for higher workplace 

absenteeism caused by workplace demands, however, WFC does not influence absenteeism 

unless exhaustion is present (Vignoli et al., 2016). Wepfer et al. (2018) pointed out that 

workers were experiencing increased work-related stress and enjoying less recovery time.  

7. Work Behaviour and Employee Well-Being 

As technology brings us further developments and into the future of work, the organizational 

framework is under scrutiny as there is a need to address complications that are affecting 

employee well-being (Gadeyne et al., 2018; Hesselberth, 2018; Manuti & Giancaspro, 2019; 

Mariappanadar, 2003, 2012). Technical developments and globalization are examples of 

forces that are changing the traditional workplace setting and challenging how HR 

departments operate, internally as well externally (Gadeyne et al., 2018; Wepfer et al., 2018). 

The modern workplace is supplied with mobile media devices that provide unlimited online 

presence and connectivity. Work-related communications during non-working hours are 

considered natural and to allow workers more flexibility and autonomy over their working 

time (Gadeyne et al., 2018; Wepfer et al., 2018). However, research continues into the effects 

of accumulated and prolonged remote on-line work activity on health and general well-being.  

Job stressors are found to predict low levels of psychological detachment, and high-

strain levels and poor individual well-being predict a lack of psychological detachment 

(Sonnentag, Kuttler, & Fritz, 2010). Psychological detachment and switching off during non-

work hours decreases emotional exhaustion, and research has shown that when it comes to 

strain symptoms, the negative aspects connected to lack of detachment from work outweigh 

the positive ones it is reported to have (Sonnentag et al., 2017). Physical activities and 
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psychological detachment have also been directly linked to improved health and general 

welfare as they decrease emotional exhaustion and relieve strain symptoms (Sonnentag et al., 

2017). Park et al. (2011) found that it could help workers’ detachment and recovery if work 

and non-work roles were segmented. Furthermore, they established that workers’ experiences 

during non-work hours was associated with the segmentation norm within the work group 

(Park et al., 2011).  

Due to the increased work-related online connectivity, the modern work environment 

influences employees’ behaviour in such a way that there is less segmentation between work 

and home than before (Gadeyne et al., 2018). Implications of use of mobile technological 

devices during non-work hours for individual work-home compatibility depends on 

organizational factors such as work demands and the character of work environment 

(Gadeyne et al., 2018). Management activities and leadership behaviour influence how HRM 

content is perceived, rendering HR statements and policies futile when they contradict each 

other (Koch & Binnewies, 2015; Kozlowski & Doherty, 1989; Zohar & Luria, 2005). 

Employees look for role models within the organization leadership where supervisor 

segmentation behaviour has been reported to be highly influential (Koch & Binnewies, 

2015). Supervisor work-life friendly behaviour improves employees’ well-being as 

segmentation preferences are negatively related to exhaustion and positively linked with 

psychological detachment (Koch & Binnewies, 2015). A further review of the 

interconnectedness between organizational practices and behaviours suggests that 

“psychological capital is [sic.] a significant mediator of the relationship between employees’ 

perception of the organizational resources and practices and extra-role behaviours”. (Manuti 

& Giancaspro, 2019, p. 13). 

Research continues to reveal that burnout among employees is on the rise and that it 

is known to spread where interpersonal aggression is recurrent (Maslach & Leiter, 2016). 

Burnout is defined as a medical state with complex interrelated factors such as depression 

and emotional exhaustion:   

“Burnout is a psychological syndrome emerging as a response to chronic 

interpersonal stressors on the job.” (Maslach & Leiter, 2016, p. 103).  

Moreover, it exists as a distinct construct as it is job-related and situation specific and can be 

reviewed as a characteristic of work groups (Maslach & Leiter, 2016). Nevertheless, it is still 
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viewed as an individual problem, personal to the individual and thus, separated from the 

organizational unit. According to recent findings, one of the leading causes for long-term 

sick leave is depressive disorders, second only to musculoskeletal disorders (Virtanen et al., 

2018). Within the developing nations, psychiatric problems, such as burnout, are even 

estimated to be the primary source for long-term absenteeism (Harvey et al., 2017). As the 

HR field continues to broaden the perspective towards employee well-being, organizations 

have a shared responsibility for their workers’ psychological health and play a central role in 

preserving it (Harvey et al., 2017). Identifying organizational drivers of stress-related 

conditions within organizations is therefore highly significant and improving mental and 

physical health and general well-being is not only a private concern but also an organizational 

one as the negative consequences of turnover and long-term absenteeism is harmful for 

employers and employees (Jensen et al., 2013).  

The successful implementation of HRM systems and policies depends on internal 

communication (García-Carbonell et al., 2016). Even when HRM strategies, policies and 

processes are in place, they do not produce the expected results unless there is coherent 

understanding and communication within and between different levels in the organizational 

culture (Clarke, 1999). As demonstrated by Clarke (1999), doubt of commitment and 

understanding of main concepts or policies within the organization undermines the intended 

effort and creates an organizational controversy. Clarke (1999) also found that a critical 

feature of an organizational safety culture was shared perceptions between and amongst 

managers and staff regarding the importance of safety. The results address the complications 

of shared perceptions in the case of various representatives and point out that this doubt of 

commitment and understanding of main concepts or policies within the organization 

undermines the intended effort and creates organizational controversy.  

The manager hierarchy within organizations is a contributing factor when it comes to 

implementing specific practices (Russell et al., 2018). Zohar and Luria (2005) researched 

group dynamics in relation to employee safety and behaviour. Their findings reaffirmed that 

discretionary actions of supervisors that are ignored by organizational policies mitigate 

micro-culture behaviour and that it was a multi-level phenomenon (Zohar & Luria, 2005). 

All levels of the organization must be assessed, and policies must have the support of the 

leader, upper-level managers, executives, supervisors, and work groups. Misfire during the 
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implementation stage can prevent HRM policies and values to miss their mark. Coherence 

and consistency between policies and leadership activities are paramount when it comes to 

successfully implementing HRM systems and practices as the main source of complications 

is recurrently communications (García-Carbonell et al., 2016). Discretionary actions of 

supervisors that are ignored by organizational policies mitigate micro-culture behaviour and 

exist as a multi-level phenomenon (Zohar & Luria, 2005). Hence, if central policies of HRM 

are to be transmitted and successfully implemented, the behaviour of stakeholders across 

organizational levels need to reflect it.  

7.1. European Development and the Icelandic Perspective 

With new information and communication technologies, or ICT-use, a work forum 

was created enabling unprecedented access to employees (Wepfer et al., 2018). The increased 

work-related online activity raises questions about work-life boundaries and the effects on 

employees’ mental health (Duranová & Ohly, 2016). European countries, such as France, 

have adapted their legislation on worker’s rights to the changed setting of modern work 

environment. Icelandic unions raise similar issues and point to alarming signs of burnout-

development in the labour market (Hrannar Már Gunnarsson, 2019; Ólafur Þór Ævarsson, 

2018). The current focus of major union campaigns and VIRK (The Vocational 

Rehabilitation Fund) involve a shorter workweek for increased job recovery and employee 

awareness of work-life balance (“Brjálað að gera?,” n.d.; BSRB, n.d.; VR, n.d.).  

A recent labour law reform in France, droit à la déconnexion, or the Right-to-

Disconnect Act, tread in force on January 1st, 2017, and states individuals’ rights not to 

engage in work-related email and not answer work-related phone calls (Modernizations of 

labour relations and securement of career paths, 2016). It is an example of how societies are 

responding to complications caused by an increasingly digitalized work environment. The 

intended motive of the legislation is to protect the human right to not engage in work related 

online activity outside of regular working hours and during vacation days. As such, the 

reform addresses the connectivity provided by the digital landscape and questions the access 

employers have to their employees by way of ICT-use (Modernizations of labour relations 

and securement of career paths, 2016).  

Suffice to say, France’s labour law reform is controversial, and critics have pointed 

out the paradox it generates. Hesselberth (2018) explains that the law, which is intended to 
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protect employees, their right to free time and remuneration for their work, does in fact turn 

all their available hours into time of (unwaged) labour. Nevertheless, and despite the 

contestation, the law reform acknowledges a changed workplace scenario where 

digitalization empowers the work-domain at the expense of the home-domain. In an attempt 

to reduce digital stress in their employees, large-scale companies like the German 

Volkswagen and BMW have gone as far as adjusting the companies’ servers so that all 

electronic mail that is sent or received after hours is either put on hold or deleted, and 

company phones are off outside of working hours (Gadeyne et al., 2018; Hesselberth, 2018).   

8. Summary 

All in all, the sustainability concept is relevant to the field of human resource management 

and a current issue when it comes to organizations’ human capital resources (Ehnert et al., 

2016; Manuti & Giancaspro, 2019; Mariappanadar, 2003). The supervisory work-life 

boundary enactment is consequential to employees’ wellbeing and affects their chances of 

job recovery and work-life balance (Gadeyne et al., 2018). The connectivity of the digital 

landscape is unprecedented and raises issues regarding (but not limited to) how the employer-

employee relationship is evolving (Manuti & Giancaspro, 2019; Mariappanadar, 2012; 

Vignoli et al., 2016; Wepfer et al., 2018). An organizational (dis)regard towards employees’ 

personal time, energy and space, accompanying the increased use of information and 

communication technology (ICT-use), needs to be explored from a resource-perspective as 

there is evidence for concern for employees’ general health and organizational development 

(Braukmann et al., 2018; Gadeyne et al., 2018; Harvey et al., 2017; Kreiner, 2006; Sonnentag 

et al., 2010; Vignoli et al., 2016).  

9. Research Methodology 

The objective of the thesis is to look at human resource management systems’ strategies 

within Icelandic companies to understand the level of coherence between human resource 

management policies and employees’ experiences. The aim is to explore how organizational 

features influence employee behaviour within the workplace setting and thereby impact the 

employee general health, performance and organizational outcomes. Job demands, job 

resources and use of information and communication technologies is a point of interest to 

further understand if and how they are affecting workers’ well-being and job-recovery. The 
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selected research approach was through a multiple case study as the intention is to understand 

the dynamics between HRM strategies, organizational settings and workers’ experiences.  

9.1. Qualitative Research 

In this research, the objective is to gain a comprehensive insight and observe the 

organizational context that Icelandic companies are operating within. Creswell (2013) 

observes that qualitative research gives the researcher means to reverberate interviewees’ 

perspectives and that it reserves an opportunity for a comprehensive understanding of 

individual experiences and behaviour. Creswell (2013) continues to describe the researcher’s 

role as imperative in qualitative research as he collects relative information, and is able to 

observe and explore new lines of inquiry as the investigation develops. As Yin (2011) 

furthermore points out, the benefit of qualitative studies is that they are not limited by 

controlled settings or questionnaires, and the researcher has the freedom to follow up 

individual and distinct points of interest that come up during each interview.  

9.2. Case Study 

 Brinkmann & Kvale (2015) describe a methodology known as phenomenological 

research where the researcher tries to understand the individual experiences of the 

interviewees by observing and identifying important descriptive markers that can explain 

their participants’ perspective. As featured by Creswell (2013), when conducting a case study 

the researcher gathers data from one or multiple sources through interviews, focusing on the 

lived experiences of individuals for an increased understanding of issues or outcomes. 

In this particular research the human research departments of four large Icelandic 

companies and institutions were sources of data for a multiple case study. An interview guide 

was used for data collection and at the conclusion of each interview, the questions were 

reviewed and revised as needed. All interviews were semi-structured and conducted in 

Icelandic as it was the native tongue of all participants. The questions were designed to be 

clear and coherent, and if they failed to produce useful information or proved to be leading, 

they were dropped, rewritten or substituted (J. W. Creswell & Creswell, 2014; Yin, 2011) 

As is the case with semi-structured and open-ended interviews, an interview guide 

with questions was followed, however, as interviewees expressed different lived experiences 

and concerns, the interviewer was given an opportunity to improvise and explore for more 
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in-depth  knowledge of issues or detect new phenomenon (Brinkmann & Kvale, 2015; J. W. 

Creswell & Creswell, 2014). 

9.3. Case Selection 

Six Icelandic organizations were selected to be part of the research. They were chosen 

by using a purposive sampling method as the participants were determined by a pre-selected 

criteria according to the research question. This technique is considered to be the most 

common method and provides the researcher with a chance to specifically target participants 

that are likely to contribute to the research question at hand (Yin, 2011). The pre-selected 

criteria included the workplaces employing between 150-250 employees and the human 

resource personnel having deep experience and knowledge of the workplace. Chain referral 

method, or snowball sampling, is a technique were the potential participants are referred to 

the researcher by others, and it was used to recruit people and workplaces that are otherwise 

difficult to reach. Once the interview guide was completed, a pilot interview was conducted 

to assess the relativity of the questions to the research question, their ambiguity, and 

lucidness. Subsequently, the results of the pilot interview provided the information needed 

to further develop, redesign or dismiss deficient questions (J. W. Creswell & Creswell, 2014). 

In conclusion, the sample of the research does not pertain the pilot case.  

Starting the recruitment period, an introductory email was sent to human resource 

managers of six different organizations in Iceland, explaining the objective and purpose of 

the research topic as well as highlighting the anonymity of all participants. It also contained 

a request for interviewing an HR manager or an HR specialist, including two to three 

employees from other departments. Once a consent was given, a date was set for an interview, 

primarily with the HR manger/specialist to start with. Individual employees were then 

contacted separately and preferably without the involvement of the HR manager/specialist to 

maintain participant anonymity. 

Out of the six organizations that were contacted, four positive responses were 

obtained. All are considered as medium sized organizations in Iceland. The interview stage 

was limited due to an annual holiday season which resulted in a limited time period. Three 

individuals did not respond during the recruitment process, and one was unavailable for 

interviews for the time being. 
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9.4. Methodology Process 

The gathering and interpretation of data was through the processes of data collection and 

coding.  

9.4.1. Data collection 

The researcher goes through different levels of activities during the data collection 

stage. There are multiple phases to consider and to illustrate the series of activities and the 

multiple entry points, Creswell proposes the process as shown in Figure 4: 

 

Figure 4: Adjusted model of the multiple phases in collecting data (John W. Creswell, 2013, p. 146). 

Creswell describes the process as not have a specific entry point and each researcher may 

choose to start at a certain level due to other relative research factors which lie outside of his 

control, such as a limited access to participants. During this research, the researcher designed 

a research guide to construe the interviews depending on the participant’s role as an HR 

manager or an employee. The organizations’ mission statements, values and available 

information were reviewed beforehand to frame questions and provide a base for comparison 

to the data. The interview guide was designed to compose central qualitative queries with 

intertwining sub-questions for further and deeper understanding of the emerging issues. All 
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interviews were one-on-one, semi-structured, and consisted of open-ended questions. As 

recommended by Creswell (2013), each participant had their own way of answering and the 

freedom to express and elaborate their views and feelings without an obstruction. The 

interviewer followed an introductory script to provide each interviewee with the same set of 

information regarding the objective of the research, an estimated length of the interview as 

well as a statement of confidentiality regarding anonymity and the use of data. The interview 

guides are found in Appendices A and B and are provided both in English and Icelandic. 

Participants were asked if they had any questions or objections, and permission for audio 

recording was obtained before commencing the interview (J. W. Creswell & Creswell, 2014; 

Yin, 2011). The researcher was inexperienced in conducting interviews and opted to open 

the interview with simple and straightforward questions about the participants’ background. 

Each interview was recorded on a smartphone and transcribed soon afterwards. The audio 

recordings were deleted at the conclusion of each transcription to preserve anonymity of the 

sources and to reduce their traceability. 

9.4.2. Data Saturation 

Creswell (2014) proposes that the data collection should be continued until the level 

of theoretical saturation has been reached and new information ceases to surface. In this case, 

the researcher interviewed eleven participants in total who were employed in four different 

organizations. All four employ over 150 employees, and the largest one up to 350 employees. 

The sampling was a combination of maximum variation and snowball sampling. The 

researcher sought to provide a heterogeneous view by including organizations listed by VR 

(The Store and Office Workers’ Union) as Organizations of the Year (“Fyrirtæki ársins 

2019,” n.d.), to provide interesting sources of information and affluent experiences from the 

Icelandic economic sector. By providing information from various sites, the data can identify 

similarities in experiences across sectors, adding to the contextual significance of the research 

(John W. Creswell, 2013).  

9.4.3. Coding of Data 

The coding process of the data was done to identify appearing themes. The interview 

transcripts were revisited numerous times and emerging codes were identified and 

categorized. The reoccurring codes were then grouped together into a coding sheet in Excel, 
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according to the questions set up in the interview guide to see which distinguishing themes 

appeared. Please view Figure 5 for emerging themes and codes. 

 

Figure 5: The categorization of codes into themes. 

The codes relevant to the research topic were selected for further review. Each transcript was 

then reread to collect relevant data to be featured in the research paper. The coding sheet is 

featured in English and Icelandic in Appendix C and D, along with an example of questions 

and answers for further detail. As the research’ participants were from four different 

organizations, they were categorized and given aliases for anonymity and clarification. 

Please see Figure 6 for clarification.  



EFFECTS OF CONSTANT CONNECTIVITY ON ICELANDIC EMPLOYEES 24 
 

 

Figure 6: Organization of research participants. 

9.4.4. Ethical Issues 

The ethical considerations in the research concerned confidentiality of the data and 

the researcher’s inexperience. Permission for audio recording of interviews was obtained in 

all instances before proceeding with questions. All information retrieved from the interviews 

was treated as confidential and aliases given to all participants to preserve their anonymity. 

Documents were stored under corresponding aliases to minimize traceability to participants 

and all audio recordings were permanently deleted as soon as transcription was completed. 

10. Findings 

Research participants were eleven in total, three HR managers, one HR specialist, and seven 

employees working in different departments of the four organizations. Participants were 

selected to represent two groups: HR professionals with human resource management 

responsibilities and deep knowledge of organizational operations and culture, and employees 

that can share their experience within the organization. The purpose of the research is to 

examine how strategic human management systems impact organizations’ psychological 

sustainability through organizational structure, and how they shape employee outcomes. 

Comparing answers from the two groups provides a dyad perspective of the official 

philosophies, policies and practices of Icelandic HRM systems, as well as shedding light on 
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the undercurrent and unofficial dynamic that is developed, maintained and transmitted across 

organizational levels. The research contributes to the existing literature gap as it addresses 

the subject of digitalization in an organizational context and its effect on the Icelandic 

workforce. The topic raises questions regarding people management in a digitalized 

environment that has added to the operational dimension of organizations and provides an 

unprecedented access to their employees. This is an important discourse within the HR field 

as economic ramifications can be costly for individuals and organizations if left unmanaged 

(Harvey et al., 2017; Maslach & Leiter, 2016; Van De Voorde et al., 2012).  

10.1. Findings to the research question 

Research question: How is constant work-related connectivity affecting employees’ well-

being in Icelandic organizations? 

The theme that sparked the research was HRM systems policies on the ICT-use of 

employees during non-work hours. As the investigation advanced and the coding continued, 

three themes emerged from twelve codes: HRM systems, work-life boundaries, and job 

recovery. HRM systems directly affect management of the two domains of work and life, 

and consequently, employee job recovery. Organizational factors such as leadership 

behaviour, culture and communication of policies are identified as significant contributors to 

the existing work environment. The data collected provides three themes in order to answer 

the research question. For clarity, findings from the two groups are presented separately and 

main results taken together in a short summary at the end of the chapter.  

10.2. The HR Professionals 

10.2.1. HRM Systems 

The theme of HRM systems considers the HR policies and philosophies of four 

Icelandic organizations by comparing their official statements with employees’ experiences. 

The theme emerged from four codes that will appear in bold. The researcher interviewed HR 

directors and specialists from each organization in question as well as two department 

employees from Organization A, D and Q, and one employee from Organization H. The HR 

directors have a deep knowledge of organizational culture and operations, and with 

testimonies from their employees a platform for comparison is created. It brings focus to 

what is said and what is enacted. Official HR statements of Organizations A, D, H and Q 
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were reviewed and examined to identify relevant themes before interviewing participants. 

The HR values mentioned by at least two of the four organizations were equality (equal 

rights, equal pay), flexibility and sustainability, a healthy, supportive and safe work 

environment, ambition and honesty, and balance between work and home life.  

Results revealed organizational change and effort-reward imbalance as significant 

factors affecting job satisfaction, work-related stress and emotional strain in employees. 

Participants said the change-process was taxing across organizational levels and thorough 

workplace-analyses and employee interviews were necessary to counteract the negative 

effects on the workforce and to make sure employee needs were being met. All the research 

participants had office-based jobs and digital communication within and between 

organizational levels was standard procedure. When asked if their organization had an 

official digital communication policy during non-work hours, all HR professionals answered 

that such policy or guidelines did not exist in their organization. They claimed, however, that 

there was a need for such policy. Digital communication media included email, Facebook 

Workplace, WhatsApp, and Skype for Business. They found the social media applications 

convenient, useful and informative. Nevertheless, they reported that digital activity and 

communication within and between organizational levels was an issue and presenting 

complications, especially in upper level management. Managers were emailing back and 

forth during non-work hours that prolonged their workday. Overall, participants said that 

some degree of discussion had already taken place but that it was vague and too complicated 

to issue mainstream policies due to the nature of business. The researcher pointed out that 

some large-scale European companies have resorted to adjusting the company servers to 

automatically delay or delete emails that are sent during non-work hours (Gadeyne et al., 

2018; Hesselberth, 2018). Furthermore, the researcher raised the topic of the French labour 

law reform that entered into force in January 2016 and is intended to protect employees’ 

human rights not to engage in work-related online activity during non-working hours 

(Modernizations of labour relations and securement of career paths, 2016). Interestingly, all 

the HR professionals’ comments were sceptical of such measures being realistic in an 

Icelandic context.  

…We don’t have any such rules. And they’re not very actual as such. But we have 

discussed this. Not to interrupt employees by sending emails outside of working 
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hours. How far are we allowed to reach? There needs to be an agreement regarding 

that. (Tómas, Executive and HR director in Organization A) 

…We [HR manager and the management team] have just started to discuss this topic. 

We have talked about maybe not be sending out emails at late hours and lead with 

example. That’s where we’re at, at this point. It is mostly the board of directors and 

heads of departments that are messaging each other during non-work hours. We are 

kind of aware of that it sends out mixed messages when we are writing emails at 

midnight. (Anna, HR manager at Organization D) 

…If employees are complaining of [digital] stress we emphasize that they need to set 

boundaries too. If I would complain to my boss over receiving too many emails at 

night and on weekends, he would definitely tell me to remove the office email app 

from my mobile. Instead of inquiring into who was sending all the emails and then 

go talk to them. I believe there would rather be an emphasis on me setting boundaries 

than to try and change a colleague’s behaviour. (Lilja, HR specialist at Organization 

H) 

 

When asked to comment on their own use of information and communication 

technology (ICT-use) during non-work hours and the topic of work-related email, some 

participants in the HR-group gave accounts of strenuous effects or feelings of being 

overwhelmed. All of them received work-related email on their mobile. None of them were 

systematically using time delay applications on outgoing emails but they had heard of it and 

some had tried it. Most claimed to be aware that it might not be appropriate to be sending out 

emails during non-work hours, particularly if the matter was not urgent. Participants 

explained how they controlled notifications and response time of answering requests. The 

results revealed that work-related email does affect their physical and psychological 

behaviour during their personal time, as they continue to monitor incoming mail, assess the 

need for response and then choosing to ignore, postpone or answer, according to their 

prioritization. In general, they claimed not to be sensitive to receiving work emails during 

their personal time and considered it to be normal and a part of the job description.  

…We have flexible working hours. Maybe it is convenient for me to work on projects 

in the evening. Should I stop doing that just because someone else is sensitive to 

receiving emails outside working hours? (Lilja, HR specialist for Organization H) 

…My mobile was broken for six months so I was unable to access my email. I felt it 

reduced stress. It was awesome. I couldn’t follow social media or use Snapchat. But 

now I got a new one and I can feel the difference. (Anna, HR manager in Organization 

D) 
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…There are no expectations that you answer emails right away. But you know how 

it is. It pops up and before you know it, you’ve opened it. (Edda, HR manager in 

Organization Q) 

…The chief of staff asked me: Why didn’t you delay the delivery of the email until 

Monday morning? Because I had upset the staff. It was a learning experience for me 

and the beginning of contemplating setting certain rules. (Tómas, Executive & HR 

director in Organization A) 

 

10.2.2. Job Recovery and Work-Life Boundaries 

Results concerning the themes job recovery and work/life boundaries are presented 

together. They intertwine as employees’ ability to rest and recover from work is during non-

work hours and outside of the work domain. Answers revealed that most of the HR directors 

and specialists worked between 50-80 hours per week. The main job stressors they mentioned 

were emotional strain of leadership training, ethical dilemmas caused by conflicting interests 

of organization and employees, work overload and time pressure. Their personal experience 

of how to get through periods of work-overload and manage work-related stress and 

exhaustion was to organize and prioritize projects, get enough rest, good nutrition and 

exercise. All participants considered organizational support an important function to 

maintain employee well-being and a healthy work environment. It included outsourcing 

professionals if needed, engaging in pilot-projects to improve results, and meeting 

employees’ personal needs with flexibility.  Furthermore, all the HR-participants felt this was 

prioritized in their organization.  

When answering questions concerning the theme of work-life boundaries, most 

participants in the group of HR professionals reported that the two domains frequently 

overlapped in order to meet job demands and organizational responsibilities. Their 

integration or segmentation preferences varied considerably internally and did not 

necessarily match their organizations’ expectations. They felt permeable borders meant 

flexibility that increased their autonomy over working hours and enabled them a more 

suitable time distribution. All preferred working from home if their projects required 

concentration as they reported to be frequently interrupted at work. Regarding their ability to 

psychologically detach from work-related issues outside of work hours, some participants 

seemed to struggle with it as they were engaging in job-related projects during their personal 

time.  
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…I rarely bring the laptop home with me but I’m always available online on my 

mobile and I monitor my email closely. But it’s more my choice because I don’t 

always clock eight hours a day. Because I get the kids to school in the morning and 

pick them up at the end of the day. So, I think it’s only natural that I work a little in 

the evening, answering emails and such. (Lilja, HR specialist in Organization H) 

…I prioritize certain times a week for myself. You just cannot reach me on Tuesday 

afternoons between 5 and 7 o’clock. Even during the financial crisis protests, I left 

despite a burning building! Because you just can’t not do it. You must prioritize it 

above everything else and without fail. …I have said to my staff that when I stop 

being able to work after ten o’clock at night, then it is time to quit! (Tómas, Executive 

and HR director in Organization A) 

…I have been through this phase where I’ve been teaching seminars every night for 

over two months. It’s like you stop realizing there is another way of doing things. I 

was coming home at night and I somehow didn’t know what to do with myself, you 

know? I felt like staying at home was a waste of time. (Edda, HR manager in 

Organization Q)  

 

Organization culture and leadership behaviour affect employee behaviour and HRM 

policies’ level of success (Clarke, 1999; García-Carbonell et al., 2016; Koch & Binnewies, 

2015; Park et al., 2011; Russell et al., 2018; Zohar & Luria, 2005). Findings from interviews 

with the HR-group supported these previous results. They confirmed that employees’ work 

behaviour reflected that of the pre-existing organizational norm and demands, and the 

example set by superiors upstaged official HR policies and values. Interestingly, this applied 

even when job demands were in a severe violation of labour legislation and collective 

agreements. Participants were aware of the controversy caused by discretionary actions of 

supervisors when organizational policies were ignored and how such behavioural patterns 

seeded through the organizational chain. They acknowledged leadership behaviour as a 

powerful communication channel and setting performance standards for employees. It 

resulted in some HR professionals implementing a long-term leadership training for 

increased organizational coherence and alignment of organizational goals within the 

management team. 

…The work procedures here are peculiar due to the nature of the workplace. Things 

happen so rapidly, and the staff is required to keep up with that pace for as long as 

they can. As the technology advances, employees are worked harder. That is a grave 

concern for us and how this organization is run. What happened here last May, the 

staff was really overworked, more than ever. It was a really difficult time to be a 

manager and have to try to somehow reconcile the overreaching demands of output 
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and at the same time guard and respect employees' rights. We couldn’t bequeath 

normal requests for rest and recovery. Employees were pushed to their limits. To keep 

going, as long as they could handle it. Regardless of labour legislation and Collective 

Agreements’ stipulations. There is an enormous pressure on certain employees to 

deliver results. (Tómas, Executive & HR director in Organization A) 

…We adopted 4DX management system recently where the management team meets 

weekly with a consultant. As a result of that, we are thinking about adapting LEAN 

management. We do systematic workplace analyses and conduct improvement 

projects based on the results. We have meetings, focusing on one department at a 

time, to review the results and set up a plan for improvements, to do better on the next 

workplace analysis. (Anna, HR manager in Organization D) 

 

10.3. The Employee-Group 

10.3.1. HRM Systems 

To reveal the level of consistency between official policies projected by HRM 

systems and employee experiences, participants were asked to comment on the official HR 

value statements as well as answer questions regarding job demands, work hours per week, 

and remuneration for overtime. The results were mixed. Some claimed to experience 

consistency between organizational policies and practices and probing questions confirmed 

that. Others acknowledged that some of the official HR values in their organization were 

unrealistic for long periods of time, but nevertheless accepted them as inevitable aspects in 

their line of work.  

…When I started [to work] it was made clear that the work is seasonal. In May I 

worked every day with no day off. I started work at 8 and left around 22 or midnight.  

But those were special circumstances. (Kristín, employee in Organization A) 

…There’s a very clear policy that this is to be a family-friendly workplace. 

Employees are shown a lot of understanding and flexibility to run personal errands as 

long it does not affect their job performance. But we have these periods where work 

takes over for 2-3 months a year, even more. And then it becomes very difficult for 

both employers and employees to call it a family-friendly workplace. (Valur, 

employee in Organization A) 

…They do [emphasize balance between work and home]. I know because I 

discussed it with the HR department. I’m not one for formal regulations regarding 

these things. I believe people should realize themselves the worth of not working at 

night. But you should be able to discuss it, put subjective boundaries rather than 

objective ones. (María, employee in Organization H) 
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As previously reported, none of the organizations in question had a digital 

communication policy or official guidelines constraining work-related online 

communication. The researcher discussed such development in other European countries, 

mentioning the French labour law reform as well as individual company policies. Most 

participants commented that they felt it necessary and sensible, but some insisted it was 

unrealistic in an Icelandic business environment or inapplicable in their workplace despite 

an obvious need. Those who did not engage in work-related digital communication during 

their personal time reported not to be influenced by it or that the stress-related effect was 

limited. The number of unread emails concerning pending or on-going projects and being 

over-worked was an influencing factor when it came to work-related stress and feeling in 

control.    

… I talked to HR about it. I used to get a lot of emails during non-work hours from 

my former supervisor and felt it wasn’t appropriate. I know it is frowned upon when 

people are sending emails at night or on weekends, but I don’t know if it is discussed 

specifically. It is not considered good form that employees are sending out emails late 

at night or on weekends. So, I talked to HR and that was their answer. (María, 

employee at Organization H) 

…There are a lot of managers that obviously get to work at night and prepare for the 

next day by sending out emails. There are a lot of emails being sent and received at 

night. The organization has grown incredibly fast and there is a lot of pressure on 

everyone. I’m aware of it when I’m sending out emails after eleven o’clock at night. 

Then I usually use time-delay, so it’s delivered the next day, or save it in drafts. I take 

work-related phone calls as they come, whether I’m sitting at the dinner table or not. 

I try to refrain from monitoring my email during dinnertime, but with the workload 

as it is now, I’m not handling the pressure and I’ve let them know. For the first time. 

I’ve never said stop before. I’ve always just taken it. It’s not healthy having to work 

ten to twelve hours a day and still need to work after you get home. And I don’t want 

to be in that situation. (Jóna, employee in Organization D)  

…I check the email immediately if I can. And respond immediately. But it’s usually 

something that could wait until the next morning. It happens that I’ll be working at 

night and realize it’s an inappropriate time for people to be receiving an email. Then 

I just save it and send it the next day. It is more that I don’t want that person to see 

that I’m working at this hour. (Valur, employee in Organization A) 

 

10.3.2. Job Recovery and Work-Life Boundaries 

Findings on the theme of job recovery revealed that some participants did not 

experience problems with psychologically detaching from the work-mindset except during 
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periods of work-overload or when absorbed in problem solving. Work-related digital online 

behavior was identified as a job stressor, sometimes caused by organizational change and 

economic developments. There were also reports of participants that considered their job to 

be a hobby and that they were so motivated and engaged that they enjoyed thinking about it. 

Other results revealed some participants were negatively affected by being unable to mentally 

switch-off and that it altered their behaviour during non-work hours. In those instances, it 

was partially mediated by leadership behaviour. Participants seemed to be aware that the 

managerial style or accepted leadership behaviour within the organization was 

communicating a different kind of work-behaviour than stated in the official HR policy.  

…The managers are under the most stress. Lately it has been massive. And you can 

just feel it in people’s attitude. That the stress is starting to get to people. I want them 

to notice me and what I do, and I’m rather dedicated to my job. I have chosen to be 

constantly connected to it. I might benefit from learning to set boundaries. And I kind 

of want to be able to switch-off, for like 2-3 hours at night. (Jóna, employee in 

Organization D) 

…There is not like a formal policy or anything [on job recovery]. But our boss is very 

supportive and encourages us to go home and get some rest. I’m fully able to switch-

off. I have another job, which is also kind of my hobby, and I spend 2-3 nights a week 

doing that. Even during my busiest hours, I only had to find a replacement a couple 

of times. I worked at the office from 8-7 pm and then showed up for my evening-job. 

I don’t get stressed easily. I’m lucky that way, I guess. And I don’t have children so 

maybe there is more room for work in my life than for others. (Valur, employee in 

Organization A) 

 

The theme of work-life boundaries included participants being asked what they 

considered to be balancing work and home and if they preferred integration or segmentation 

between work-life domains. Similar to the results from the other participant-group, results 

varied individually and internally with organizations. Some said for them it meant not having 

to work overtime, or to be able to spend time with family without being interrupted by work-

related projects, and be able to keep regular, eight-hour workdays.  

… I know many people here want more segmentation between work and home and 

that is fine. But personally, I don’t. I live alone. I’m in a relationship and we have 

similar jobs. She too, gets interrupted a lot at night. We show each other 

understanding. Personally, I feel that it’s alright to admit that I only have one life and 

my private life and work are both a part of it. I like socializing with colleagues after 

work. I like to refer to them as my friends. And I’m not sensitive to getting the odd 

work-related phone call at night. It doesn’t bother me. You can go overboard. 
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Especially people that don’t have natural boundaries, like children. Those who don’t 

have children or other obligations, may need more effort to set boundaries. (Valur, 

employee in Organization A) 

…No, I don’t distinguish between work and home life. I’m very flexible, and I work 

a lot. My children are very aware of where I work and what I do. (Jóna, employee in 

Organization D) 

… I definitely prefer to separate between the two [work and personal life]. But it is a 

challenge as my spouse works here as well. The main rule is not to bring the laptop 

home from work. I get work mail on my mobile, but the notifications are turned off, 

and I only check it if I choose to. That is how I try and manage it. But I find it kind 

of hard to distinguish between work and home life. Even though I really want to leave 

work-related issues at work, it is harder to do the other way around. Do I want to 

leave my personal life at home? Because both are such a big part of yourself. There 

is always some baggage. (María, employee in Organization H). 

 

10.4.  Summary of Findings 

 A systematic review of the three themes reveals elements that affect the sustainability 

of the human capital and the complications HRM systems need to tackle in order to be 

successful and effective. A causal relationship exists between supervisors and employees that 

needs to be considered when official HRM policies and values are set, as the success of their 

implementation depends on it. Furthermore, as the workplace setting continues to develop 

according to technological advances, the organizational perspective needs to evolve 

accordingly and address complications that accompany such change. The following chapter 

will contain more in-depth discussion and conclusions. 

11. Discussion 

The research reveals several organizational factors that affect the outcomes of Icelandic 

HRM systems. Findings indicate that employees are held responsible for all work-life 

boundary management and the lack supervisory segmentation role-modelling is contributing 

to increased exhaustion and deterioration in general well-being. 

Research question: How is constant work-related connectivity affecting employees’ well-

being in Icelandic organizations? 

The unifying model of workplace risk-factors was used to identify components in 

participants’ answers that the researcher believes to compromise workforce sustainability. 
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As pointed out earlier, the framework of human resource management (HRM) is layered with 

a myriad of elements and actors that contribute to the outcomes of the HRM systems, and 

there exists a complicated interrelation between HRM systems and the internal/external 

environment (Jackson et al., 2014).   

Focusing on the theme of HRM systems, the researcher reviewed HRM policies and 

philosophies by comparing official organizational statements with employee experiences. 

The results support outcomes of previous studies, that the enactments and effectiveness of 

HRM strategies and policies determine the survival of the enveloping organizational 

framework (Harvey et al., 2017; Jackson et al., 2014). Findings suggest that the intangibility 

of the human capital can be a source of a competitive advantage but when HR statements and 

values are in conflict with the reality of job demands, it can cause them to misfire (Noe, 

2017). Participants who were HR professionals report that employees’ misconception of job 

demands are likely to result in higher turnover of staff further down the road. Furthermore, a 

mismatch between employee expectations or competency, and reality of job demands, is 

likely to cause employees to leave the organization. Participants also maintain that 

organizational injustice affects their long-term commitment with the organization, such as 

effort-reward imbalance, or if job demands and responsibility dramatically surpass realistic 

organizational output without proper occupational support or solutions. 

The theme of work-life boundaries reviews how HRM systems influence employees’ 

integration and segmentation preferences with official policy, job demands, and leadership 

behaviour. They are structured according to philosophies and policies with the purpose of 

complimenting and constraining employee behaviours. They have an official capacity and 

guidelines while organization culture is an unofficial organizational force that shapes 

employee behaviour. The hierarchical level of managers within organizations is clearly a 

contributing factor when it comes to implementing specific practices (Russell et al., 2018). 

By interviewing research participants with and without managerial duties, the contrasting 

work-behavioural patterns between different workgroups become evident.  

 Participants reported different integration or segmentation preferences that were 

personal to them and not necessarily assimilating to organization segmentation requirements. 

This differed between individual employees, even those working for the same organization. 

Interestingly, but perhaps not unexpectedly, personal preferences of participants seem to 
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yield to organizational needs in all cases reported of conflicting interests in this respect. 

Additionally, all eleven participants mention work infiltrating their personal time and space 

to some extent, affecting their thoughts and behaviour. When asked about their ability to 

psychologically detach from work, or switch-off from work-mode when at home, they 

mentioned reduced capacity due to the constant work-related connectivity through emails 

provided by mobile devices such as smartphones.  

Findings indicate that employees are held responsible for all boundary management, 

and this is evident in the organizations’ official HR policies on their websites as well as in 

research participants’ testimony. Three out of the four organizations under review 

(Organization A, Q and H) refer directly to balance between work and home life in their HR 

mission statement. The terminology used implies that the organizations see their role as being 

supportive of employees’ boundary management but without taking responsibility for it. 

Organization H encourages their employees, while Organization A facilitates their staff, and 

Organization Q states to negotiate working hours with the aim of enabling employees to 

coordinate work and personal life. Organization D’s values emphasise providing employees 

with the support and the environment needed to provide excellent service. All the HR 

professionals in the participant-group reported that an official policy did not exist on digital 

communication or digital communication during non-work hours. They said that the issue of 

constant work-related connectivity through ICT-use has been addressed to some extent 

within managerial teams, but the discussion is still undeveloped and not prioritized. 

However, segmentation between work and home seems to be traditional and favoured in 

Organization H and accounts from the research participants support that.  

Employee job recovery is a consequential theme in an organizational context and 

certain facts need to be reiterated to emphasize its significance. As featured by Harvey et al. 

(2017), common mental health disorders have become a serious public health problem within 

the working population with evidence suggesting that stress-related issues and ill mental 

health in employees has ties with work-related factors, recognizing them as the main cause 

of workplace absenteeism. Although causes for workplace absenteeism vary in combination, 

and a consensus has not been reached concerning the exact nature of how they all tie together, 

emotional exhaustion has been reported to play a key role, indicating employees are lacking 

sufficient job recovery (Vignoli et al., 2016). One of the reported effects of recent 
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technological developments is the decrease in segmentation between the domains of work 

and home (Gadeyne et al., 2018; Harvey et al., 2017; Sonnentag et al., 2017; Vignoli et al., 

2016; Wepfer et al., 2018). Increased work-related ICT-use during non-work hours is 

weakening the work-life boundaries and impeding psychological detachment from the work-

mindset (Sonnentag et al., 2010). Boundaries between work and home are not only physical, 

but also temporal and psychological (Clark, 2000; Wepfer et al., 2018), and psychological 

detachment from work is necessary for employees as it relieves strain symptoms and enables 

job recovery (Gadeyne et al., 2018; Sonnentag et al., 2017).  

Consistent with that, all research participants who were HR professionals reported 

having to commit their personal time during non-work hours in order to manage the scope of 

their job responsibilities. Three out of the four HR professionals interviewed, gave an account 

of severe work/life overlap where work was the predominating force. They furthermore 

reported that it was traditional for upper level management and expected with greater 

responsibility. Participants from the employee-group described a more diverse experience of 

work-life boundary enactment. It ranged from low or moderate digital work interference 

during non-work hours, to intense work-related digital interruption, fuelling a sense of not 

having autonomy over their personal time as well as professional incapability. The difference 

between organizational levels is recognizable. This is not new information, nor does it come 

as a surprise, but it does raise questions regarding the purpose and effectiveness of HRM 

policies in general if their applicability is restricted to a limited part of the workforce.  

11.1. Summary of Discussion Points 

All in all, HRM systems should systematically inform and educate employees on the 

role of job recovery as both individual and organizational outcomes are directly influenced 

by it. Some scholars have argued that when human resource management (HRM) adopts 

“strategic” focus, the organizations’ goals take priority over employees’ interests (Van Buren 

et al., 2011). Although that has since been contested by the “mutual gains” perspective, it can 

be argued that the use of information and communication technology (ICT-use) in the 

organizational context is a gain with hidden losses for employees (Gadeyne et al., 2018; 

Jackson et al., 2014; Wepfer et al., 2018). The digital connection between employers and 

employees is created, designed and enabled by organizational systems and they extend or 

retract them according to their needs. As supervisory role-modelling is highly influential on 
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employee work-related behaviour, the responsibility of maintaining and restraining work-life 

boundaries should not rest solely on employees’ shoulders but be shared with employers 

(Koch & Binnewies, 2015). Organizations are bound by legislative work stipulations and 

collective agreements, but their role exceeds abiding minimum official responsibilities as 

modern societies are demanding a broader perspective and effort on their behalf (Ehnert et 

al., 2016; Harvey et al., 2017; Hesselberth, 2018; Manuti & Giancaspro, 2019; Velenturf & 

Jopson, 2019). This discussion is already taking place in an official capacity in European 

countries, where a labour law reform has taken place to addresses challenges presented by 

the digital dimension within the modern work environment (Gadeyne et al., 2018; 

Hesselberth, 2018; Modernizations of labour relations and securement of career paths, 2016). 

12. Conclusion and Recommendations 

The research question searches for answers to how Icelandic HRM systems affect the 

psychological capital of the workforce from a border/boundary theory perspective. Main 

findings suggest that HRM strategies yield to organization culture and job demands, and that 

employees’ work-life boundary management is negatively impacted by organizations’ 

omission of responsible digital communication policies. Whether HRM policies are 

applicable across organizational levels should be considered, otherwise, organizational 

outcomes and effectiveness are reduced by the conflicting leadership behaviour. Official HR 

philosophies and policies need to be realistic and applicable within the work environment 

they are to lead, and appropriate considering natural elements such as digital development, 

organizational focus, and job demands, as well as joint social interests.  

Results confirm previous findings that work-related online activity during non-work 

hours reduces job recovery and negatively impacts employee general well-being (Gadeyne 

et al., 2018; Virtanen et al., 2018; Wepfer et al., 2018). The fact that burnout and common 

stress-related psychiatric problems are the primary source of long-term sickness absenteeism 

of employees within developing nations implies that organizational responsibility is 

disregarded (Harvey et al., 2017; Maslach & Leiter, 2016). The use of information and 

communication technology (ICT-use) has become standard procedure within most 

workplaces and is perceived as extended freedom and flexibility within the employee life as 

it implies more employee autonomy over their time (Gadeyne et al., 2018). However, 

research evidence continues to point out that employees are working longer hours and with 
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increased intensity, which is severely affecting their level of exhaustion and ability to recover 

(Wepfer et al., 2018).  

As technology brings us further developments and into the future of work, the 

organizational framework needs to evolve in junction, addressing complications that 

accompany any change and are affecting employees. Policies regarding risk-factors such as 

balancing work-life domains, digital communications, and employee health and job recovery, 

should be established and transmitted clearly as preventive measures to job-related 

exhaustion and a part of employees’ health preservation plan. Even when HRM strategies, 

policies and processes are in place, they do not produce the expected results unless there is 

coherent understanding and communication of them within and between different levels in 

the organizational culture (Clarke, 1999). The managerial hierarchy is a contributing factor 

when it comes to implementing specific practices (Russell et al., 2018). Furthermore, it can 

be argued that segmentation norm of work-groups is an influential factor when it comes to 

employees’ general well-being as it affects their ability and opportunity to recover during 

non-work hours (Park et al., 2011). Coherence and consistency are paramount when it comes 

to successfully implement HRM systems, practices and policies, as the main source of 

complications is recurrently communications (García-Carbonell et al., 2016). 

12.1. Practical Implications 

 Based on the research findings, future implications include organizations adopting a 

broader sustainability perspective and for human resource management to adjust the 

organizational framework and strategy to the digital work environment for improved 

organizational, societal and individual outcomes. Organizations would also benefit from 

discussing the application of HRM policies and whether they apply to all organization levels. 

Expectations to successfully implement HRM systems’ strategies depend on a realistic 

evaluation of job demands, organization climate, leadership behaviour and a reasonable 

consideration of joint interests. Employees’ wellness programs need to be considered from a 

broader perspective where organizational risk-factors are included as contributing factors to 

individual physical and mental health and well-being.  
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12.2. Limitations and Future Research 

There were certain limitations to the research that need to be addressed. Firstly, the 

researcher was inexperienced in qualitative research and objectivity and interview technique 

might be subjected to unintentional bias. The interview questions were open-ended to 

encourage participants to share their personal experiences and views regarding different 

circumstances and the answers provided are meaningful and supply valuable insight. 

However, the small sample size hinders generalization of the findings. 

Interesting elements for future research in the field of strategic and sustainable human 

resource management in Iceland include further qualitative and quantitative studies into the 

applicability of HRM policies in organizations’ upper management levels, as well as 

continuing research into work-related online behaviour and health-related effects. 
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Appendix A 

Appendix A provides the interview guide in English. 

 

1. The organization ‘s HR policy states that employees’ health is important. In your 

experience as an employee, how is this reflected within the organization? 

2. Do you, or have you in the past, experienced organizational support towards 

employees when work-related problems arise?  

3. How would you describe your preferred level of integration or segmentation 

between work and personal life?  

4. Is there (or has there been in the past) organizational support when it comes to 

motivating employees towards healthy lifestyle choices?  

a) When it comes to organizational support towards healthy lifestyle of employees, 

has there been a discussion regarding rest and job recovery?  

5. Is balance between work and home life a personal focus for you?  

a) What is balance between work and home life, in your opinion? 

b) In your experience, do you find that your organization encourages such balance?  

c) In your opinion, do you feel it should be emphasised? 

6. Do you receive emails or phone calls from co-workers or supervisors during non-

work hours?  

a) When you receive incoming emails/phone calls during non-working hours, how 

do you respond?  

b) In your experience, does unread email affect your behaviour or state of mind? 

c) Do you receive email notifications on your mobile?  

d) Do you use time delay when sending out emails during non-work hours? 

7. Are there more individuals at home that engage in work during non-work hours? 

a) If yes, have you experienced conflicts as a result of that? 

8. In your experience, does your organization have a policy concerning digital 

communications?  

a) In your opinion, do you feel that a policy on digital communication is needed? 

9. Do you notice managers or colleagues working during non-work hours?    

a) If/when they do, does that affect your own work-behaviour? 
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10. How long is your average work week?  

11. Do you experience work-related strain?  

a) What is the source of the work-related strain? 

b) How do you get yourself through stressful epochs at work?  

12. Does your workplace use a social media application for internal communication? 

a) How do you feel about that? 

13. Are you aware, or have you been informed, of the possible stress-related 

complications on mental health when employees are constantly connected to work? 

14. Have you experienced increased strain because of constant connectivity to work? 

15. Are you able to disconnect from work during non-work hours?  

16. Is the organization flexible in terms of working hours or working from home? 

17. How do you feel about your work environment?  

18. What is your opinion of shortening the work week?  

19. Do you get paid for overtime if your working hours exceed the negotiated terms?  

a) If not, do you experience a disproportion of effort and reward? 
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Appendix B 

Appendix B provides the interview guide in Icelandic. 

 

1. Í mannauðsstefnu ykkar fyrirtækis kemur fram að heilsa starfsfólks sé mikilvæg. 

Verður þú var/vör við þessa áherslu hjá þínu fyrirtæki? 

2. Upplifir þú að stuðningur sé í boði við starfsfólk ef upp koma erfiðleikar?   

3. Kýst þú að hafa skýr skil á milli vinnu annars vegar og heimilislífs hins vegar eða 

kýstu að þetta tvennt skarist að einhverju leyti? 

4. Hefur verið rætt eða frætt um heilbrigt líferni og þýðingu þess fyrir starfsfólk 

fyrirtækisins?  

a) hefur verið rætt um þátt hvíldar og aftengingar frá vinnunni þegar kemur að 

heilbrigðu líferni?  

5. Finnst þér skipta máli að gæta jafnvægis á milli vinnu og einkalífs?  

a) Hvað felst í því að þínu mati? 

b) Telur þú vera ýtt undir slíka hegðun starfsfólks hjá þínu fyrirtæki?  

c) Finnst þér þörf á að leggja áherslu á það innan starfsstaða? 

6. Færð þú tölvupóst eða símtöl frá yfirmönnum eða samstarfsmönnum eftir að 

hefðbundnum vinnutíma lýkur? 

a) Þegar þú færð tölvupóst eða símtöl frá yfirmönnum eða samstarfsmönnum eftir 

að hefðbundnum vinnutíma lýkur, hvernig bregstu við? 

b) Hvernig líður þér þegar þú veist af ólesnum tölvupóstum í pósthólfinu?  

c) Ertu með kveikt eða slökkt á tilkynningum um nýjan tölvupóst í símanum? 

d) Hefur þú nýtt þér tímastýringu eða seinkun á sendingu tölvupósts? 

7. Eru aðrir á heimilinu sem sinna vinnu eftir að heim er komið? 

a) Veldur það árekstrum í félagslegum samskiptum heima við? 

8. Upplifir þú að fyrirtækið sé með stefnu um rafræn samskipti? 

a) Finnst þér að það ætti að vera stefna um rafræn samskipti á vinnustaðnum? 

9. Tekurðu eftir að yfirmenn eða samstarfsmenn séu að vinna utan hefðbundins 

vinnutíma? 

a) Ef/þegar það gerist, finnst þér þú þurfa að gera slíkt hið sama? 

10. Hvað marga tíma vinnurðu að meðaltali á viku? 
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11. Upplifir þú álag í vinnunni? 

a) Hver er orsök álagsins? 

b) Hvernig kemstu í gegnum álagstíma?  

12. Eruð þið með samskiptaforrit sem vinnustaðurinn notar innanhúss?  

a) Hvað finnst þér um það? 

13. Hefur þú fengið fræðslu um áhrif sítengingar á streitu og andlega heilsu? 

14. Finnur þú fyrir eða hefurðu fundið fyrir álagi sökum sítengingar við vinnu? 

15. Upplifir þú að þú náir að aftengjast vinnunni eftir að henni lýkur? 

16. Er boðið upp á sveigjanlegan vinnutíma eða er hægt að vinna heiman frá? 

17. Hvernig finnst þér vinnuaðstaðan þín?  

18. Hvað finnst þér um fyrirhugaða styttingu vinnudagsins? 

19. Færðu greitt fyrir yfirvinnu ef vinna fer yfir umsamda tíma?  

a) Ef ekki, breytir það hvernig þú upplifir hlutfallið á milli erfiðis og umbunar? 
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Appendix C 

Appendix C provides the Coding sheet in English featuring two examples. 

 

 

 

 

 

  

Question Answer Code Theme

3 I know many people here want to distinguish more 

[between work and home]. And that is fine. But 

personally, I don't.

Integration 

/Segmentation 

preferences

Boundaries

19 (a) Yes. I feel that is the case sometimes. You 

experience that when you are working far more 

than the 20 [fixed] overtime hours per month, that 

when you only get paid for 20 hours you are 

certainly aware of the unpaid hours you worked 

that month. 

Unpaid overtime Effort-reward 

imbalance
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Appendix D 

Appendix D provides the Coding sheet in Icelandic featuring two examples. 

 

 

 

 

Spurning Svar Kóði Þema

3 Ég veit að margir sem vinna hérna vilja meiri skil [á 

milli vinnu og einkalífs]. Og ég skil það alveg. En 

persónulega kýs ég það ekki.

Skil eða samþáttun 

vinnu og einkalífs

Mörk

19 (a) Já. Mér finnst það oft vera þannig. Þegar þú 

vinnur meira en þessa 20 föstu yfirvinnutíma á 

mánuði þá er maður auðvitað meðvitaður um það 

sem stendur út af, ógreitt.

Ógreidd yfirvinna Ójafnvægi millli 

erfiðis og 

umbunar


