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ABSTRACT:

Digitalization has significantly changed the nature of work itself in multinational corporations
(MNCs), especially in the Nordic countries, where flexible working practices and advanced digi-
tal infrastructure are widely used. The adoption of digital technology has been a significant
benefit for organizations, as it opens many new ways to operate in order to succeed. However,
these technologies also have negative aspects, especially their impact on employee well-being.
This thesis examines the relationship between digitalization, employee well-being, and the role
of digitalized work demands and resources in employee well-being in Nordic multinational
companies.

The study was conducted using a qualitative research method. The empirical data for the study
were collected through nine semi-structured interviews with employees working in Nordic
multinational corporations. The data were analyzed using thematic analysis, and the Job De-
mands—Resources (JD-R) model was used as the theoretical framework for the analysis.

Research shows that digitalization increases work demands, for example through constant
online presence, information overload, faster work pace and blurring of boundaries between
work and leisure. An increased cognitive load on the employee may lead to decreased ability
for the employee to focus and recover. However, at the same time, digital transformation pro-
vides important resources for work such as flexibility, autonomy, digital collaboration tools, so-
cial and leadership support, and learning and developing skills. These work resources can in-
crease employee motivation, create a better balance between work and life, and help employ-
ees manage the pressures of digital work.

Research results suggest that the impact of digitalization on employee well-being is not simply
positive or negative but depends on the balance between demands and resources. In multina-
tional companies operating in the Nordic countries, factors such as trust-based leadership, low
hierarchy and employee autonomy influence how digital work is experienced. The study com-

plements existing literature by highlighting the duality and context-dependence of digital work
and by extending the JD-R model to better describe digitally mediated work environments.

KEYWORDS: digitalization, well-being at work, multinational corporations, remote work,

technostress
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TIVISTELMA:

Digitalisaatio on muuttanut merkittavasti tyon luonnetta monikansallisissa yrityksissa, etenkin
Pohjoismaissa, joissa joustavat tyotavat ja edistyksellinen digitaalinen infrastruktuuri ovat laa-
jasti kdytossa. Digitaalisen teknologian kayttéonotto on ollut merkittava etu organisaatioille,
silld se avaa monia uusia toimintatapoja menestymisen saavuttamiseksi. N&illa teknologioilla
on kuitenkin myds negatiivisia puolia, erityisesti tyontekijoiden hyvinvoinnin nakékulmasta.
Tassa tutkimuksessa tarkastellaan, miten digitalisaatio vaikuttaa tyontekijéiden hyvinvointiin
pohjoismaisissa monikansallisissa yrityksissa sekd millainen rooli digitaalisilla tyovaatimuksilla
ja -resursseilla on tdman suhteen muotoutumisessa.

Tutkimus toteutettiin laadullisella tutkimusmenetelmalla. Tutkimuksen aineisto kerattiin yh-
deksan puolistrukturoidun haastattelun avulla, joiden haastateltavat olivat pohjoismaisissa
monikansallisissa yrityksissa tydskentelevia henkilGita. Aineisto analysoitiin temaattisen ana-
lyysin avulla. Tutkimustulosten tarkastelussa kaytettiin tutkimuksen teoreettista viitekehysta,
johon hyédynnettiin tyon vaatimusten ja voimavarojen (Job Demands-Resources) mallia.

Tutkimustulokset viittaavat siihen, etta digitalisaatio lisda tyon vaatimuksia esimerkiksi jatku-
van verkossa olemisen, tietotulvan, nopeamman tyotahdin sekd tyon ja vapaa-ajan rajojen ha-
martymisen kautta. Tyontekijan kognitiivisen kuormituksen lisddntyminen voi heikentada keskit-
tymis- ja palautumiskykya. Samanaikaisesti digitaalinen muutos tarjoaa myos tarkeita tyore-
sursseja, kuten joustavuutta, itsendisyytta, digitaalisia yhteistyovalineitd, sosiaalista ja johta-
juustukea seka oppimista ja osaamisen kehittamista. Nama tyoresurssit voivat lisata tyonteki-
joiden motivaatiota, luoda paremman tasapainon tyon ja yksityiselaman valille seka auttaa
tyontekijoita selviytymaan digitaalisen tyon paineista.

Tutkimustulokset osoittavat, etta digitalisaation vaikutus tyontekijéiden hyvinvointiin ei ole yk-
siselitteisesti vain positiivinen tai negatiivinen, vaan se riippuu tyon vaatimusten ja resurssien
valisesta tasapainosta. Pohjoismaissa toimivissa monikansallisissa yrityksissa tekijat kuten luot-
tamukseen perustuva johtaminen, matala hierarkia ja tyontekijoiden autonomia vaikuttavat
sithen, miten itse digitaalinen tyd koetaan. Tutkimus tdaydentda aiempaa kirjallisuutta tuomalla
esiin digitaalisen tyon kaksinaisuutta ja kontekstiriippuvuutta, seka laajentamalla JD-R-mallia
siten, etta se soveltuu paremmin digitaalisten tydymparistdjen tarkasteluun.

AVAINSANAT: digitalization, well-being at work, multinational corporations, remote work,

technostress
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1 Introduction

This chapter first presents the background, objectives, research questions, and limita-
tions of the study. It then presents the definitions of key concepts and finally the struc-

ture of the thesis.

1.1 Background of the study

Digitalization has progressed particularly rapidly in the Nordic countries thanks to ad-
vanced digital infrastructure, high technological expertise, and strong institutional sup-
port for flexible working arrangements. Previous studies show that, in the Nordic context,
digital working practices are often promoted by collective agreements and labor market
institutions that promote autonomy, equality, and work-life balance (Eurofound, 2020,
p. 13). However, new pressures from digitalization and globalization have brought new
forms of inequality and changed the dynamics of work and participation. Although the
Nordic working life model remains sustainable, growing social differences may threaten
its stability in the future. This highlights the need to explore how digital change is shaping
Nordic values of equality, self-determination, and well-being. Such knowledge can help
create more inclusive and sustainable organizational practices (Torp & Reiersen, 2020, p.

16).

Digitalization refers to the integration of digital technologies into organizational pro-
cesses and business models, leading to fundamental changes in how organizations cre-
ate value and organize work (Vial, 2019, p. 118). In this thesis, digitalization is understood
as a continuous change in an organization enabled by digital technologies that transform
working methods, communication models, and employee experiences. This definition
distinguishes digitalization from digitization, which refers narrowly to the conversion of

analog information into digital form (Gobble, 2018, p. 56).

The growing tension between the benefits and challenges of digitalization makes this

topic highly relevant and important. In today's work environment, it is common to



encounter both the convenience of flexible digital tools and the pressure of constant
communication. Digitalization and digitization are related to analysis and interaction sys-
tems that utilize digitized data and processes. In this process, digitized data forms the
basis for information that is also used to implement actions and bring about change. This
digitization process leads to digital transformation, in which business operations are re-
newed based on the new opportunities and requirements offered by digital technology

(Gobble, 2018, p. 56-57).

The Nordic countries — Finland, Sweden, Norway, Denmark, and Iceland — offer a unique
context for this research, not only because of their advanced digital infrastructure and
progressive working practices, but also because their culture strongly emphasizes well-
being, equality, and work-life balance (Berg et al., 2023, pp. 25-26). Nordic multinational
corporations operate in several markets and therefore must adapt to different cultural
expectations, labor laws, and workplace practices. This creates challenges for employee
well-being. Practices that are well suited to Nordic values, such as flexible working hours
or a high degree of autonomy, do not necessarily translate seamlessly to subsidiaries
operating in different institutional or cultural environments. Nordic multinational corpo-
rations must therefore constantly adapt their approaches to digital work while maintain-

ing their organizational identity and commitment to well-being (Berg et al., 2023, p. 28).

This study examines the experiences of employees and managers in Nordic multinational
companies in order to understand how digitalization affects employee well-being in
these organizations. Focusing specifically on Nordic multinational companies, the study
examines how globally spreading digital work practices are experienced and managed in
organizations that have been shaped by Nordic institutional and cultural values related
to work, independence, and well-being. This context-sensitive approach enables the
identification of practices and challenges that are particularly relevant to Nordic multi-
national companies as they seek to promote employee well-being in increasingly digital

work environments.



Although digitalization has been extensively studied in organizational and human re-
source research, its effects on employee well-being in Nordic multinational companies
remain understudied from an international business (IB) perspective. Previous IB studies
have mainly focused on how digitalization changes coordination, management, and in-
formation flow in multinational companies (Hennart, 2019, pp. 1390-1395). As Hennart
(2019, pp. 1398-1399) notes, digitalization reinforces existing theories of international
business, but it also brings new complexities to the management of global operations.
However, these frameworks rarely address the impact of such changes on people. This
thesis aims to address this gap by examining how digitalization affects employee well-
being in Nordic multinational companies, focusing on the balance between digital work

demands and digital work resources.

1.2 Objectives, research questions and delimitations

As the contemporary workplace undergoes digital transformation, analyzing its effects

on employee well-being is now more important than ever. The Nordic countries have
been recognized for their early adoption of technology and remote work. During the
pandemic, approximately 50—60% of Nordic employees have started working remotely,
most of them against their will (Alsos & Dglvik, 2021, p. 10). After the pandemic, the
Nordic countries still led this shift, with 41% of employees working from home. Com-
pared to whole Europe, the average for remote workers was only 24%, and the gap has
only increased since then (Gill et al., 2025, p. 1). This is also supported by robust social
security systems and progressive labor market policies. However, even in this advanced
situation, the rapid pace of digital transformation brings new challenges for employees.
Blurred work-life boundaries, constant communication and increased cognitive demands
raise concerns about mental well-being. It is also important for sustainability to recog-
nize that remote working does not affect all groups equally. Many workers are unable to
work remotely, and the benefits and disadvantages of remote working vary between dif-
ferent population groups. While remote working can support regional development and
reduce commuting, it can also lead to increased resource use and longer, less sustainable

travel if not managed carefully (Randall et al., 2022, p. 4).
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Although digitalization has become an important topicin international business research,
the discussion has focused primarily on its effects on coordination, control, knowledge
flows, and the management of multinational operations. Considerably less attention has
been given to how digitalization affects employees themselves, particularly from the per-
spective of employee well-being. This leaves an important gap in the IB literature, espe-
cially in the context of Nordic multinational corporations, where digital work is shaped
by distinctive institutional and organizational characteristics. This thesis addresses that
gap by examining how digitalization affects employee well-being through digital job de-

mands and resources in Nordic MNCs.

The goal of this thesis is to explore the impact of digitalization on employee well-being
in a Nordic context within multinational corporations. This study employs the Job De-
mands-Resources (JD-R) model as the primary lens to examine these dynamics. The JD-
R model offers a holistic understanding of the impact of digitalization. On one hand, it
presents new job demands, such as information overload, constant connection, and a
lack of boundaries on work and personal life. On the other, digitalization also offers new
job resources like increased flexibility, greater autonomy, and improved social support
(Kunzelmann & Rigotti, 2021, pp. 311 - 312). The present study examines how such dig-
ital challenges and resources interact to affect employee well-being in Nordic MNCs. The
study aims to present practical implications for organizations to promote healthier and

more sustainable digital working conditions.

The main research question of this thesis is as follows:
“How does digitalization influence employee well-being in Nordic multinational corpo-

rations (MNCs)?”

In order to answer this question, the following sub-questions are created.
1. How do digital work demands inhibit employee well-being in Nordic MNCs?

2. How do digital work resources enhance employee well-being in Nordic MNCs?
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To answer the research questions, the thesis seeks to explore how digitalization is shap-
ing well-being in the Nordic MNC work context. Firstly, it is examined how digital tech-
nology has changed every day working practices. The thesis examines the adoption of
digital tools, the growth of remote working and hybrid work, and how organizations have
adapted to these changes. With technostress, emotional fatigue, job satisfaction, work-
life balance, and overall employee well-being individually already covered, the study
then shifts focus to how the changes affect the employees. Moving on, it analyzes the
national and organizational infrastructures, as well as policies relating to the workplace
that help or undermine employee well-being in relation to the digital requirements
placed on them. Moreover, the thesis determines what organizations can do, or are cur-
rently doing, to assist their personnel and develop healthier, sustainable frameworks

that foster digital work productivity.

Achieving these goals will help research develop a comprehensive understanding of how
digital transformation affects employees in Nordic MNCs. The research seeks to examine
digitalization and its duality in employee well-being and challenges as well as its benefits.
In addition, it studies how the Nordic model is being reshaped by the adaptive realities
of digital work. This study aims to provide concrete recommendations to organizations
on stress management in digital workplace environments by addressing the positive as-
pects of digital work and the negative aspects. This will provide the fields of international
business and organizational psychology with recommendations to support balanced dig-

ital work systems that promote employee well-being.

1.3 Definition of key concepts

Digitalization
Digitalization can be defined as a technology-driven process that brings about profound
organizational change by transforming business activities, processes, and structures,

leading to improvements across multiple areas of business (Bhandari et al., 2023, p. 2).



12

Digital transformation

Digital transformation refers to a broad-based change in which digital technologies, such
as artificial intelligence and data utilization, fundamentally reshape the operations,
structures, and value creation of organizations. The phenomenon is often associated
with the fourth industrial revolution, which enables new ways of organizing work and

economic activity (Bhandari et al., 2023, p. 3).

Multinational corporation

Multinational corporation (MNC) can be defined as an organization that operates across
national borders, commonly referred to as a multinational company, multinational en-
terprise, or transnational corporation, with international activities no longer limited to

large firms due to advances in digital communication (Aggarwal et al., 2011, p. 557).

Nordic MNC

A Nordic multinational corporation (Nordic MNC) is an example of a firm located in the
Nordic region and practices substantial cross-border and international trade while still
retaining some of the specific region's institutional, cultural, and organizational charac-

teristics Nordic business environment (Bjérkman & Forsgren, 2000, p. 6).

Employee well-being
An employee’s well-being encompasses the mental, emotional, and occupational health,
with specific attention to job satisfaction, individual stress, and the ability to manage

work and personal life (Harju et al., 2021, pp. 956-958).

1.4 Structure of the thesis

The structure of this thesis is divided into six chapters. Chapter 1 includes the back-
ground of the study, in which the background, motivation, and significance of the study
are presented. The chapter also provides the research questions, objectives, and limita-

tions of the study, as well as the definition of key concepts.



13

Chapter 2 addresses the literature review of the thesis. In this chapter the digital work
demands and resources in employee well-being in MNCs are introduced. This chapter

also presents the theoretical framework of the study, the JD-R model.

Chapter 3 introduces the methodology of the study. In this chapter the research method
and sample are presented, and validity and reliability are evaluated. Chapter 4 contains
the results of the study and in chapter 5 the findings are analyzed based on prior litera-
ture. Chapter 6 is the conclusion, which reviews the main findings, theoretical, empirical

and practical contributions, and future research proposals.

Artificial intelligence was used in the preparation of this thesis to design its structure,
layout, and linguistic presentation. In particular, artificial intelligence was used to refine
sentence structures, improve the fluency and clarity of the text, and ensure consistency
in academic English. The content, analysis, and conclusions of this thesis are entirely the

author’s own.
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2 Literature review

This chapter covers the literature review of the thesis. In this chapter the digital work
demands and resources of employee well-being in multinational corporations are pre-
sented. The chapter also introduces JD-R model and the theoretical framework of the

study.

2.1 Digital work demands and employee well-being in MNCs

Digital technology allows people to work almost anywhere and anytime, but this flexibil-
ity can also lead to social and professional isolation, reducing opportunities for organi-
zational support. Flexible arrangements can create new forms of independence, but also
interdependence and dependency, which can make it difficult to balance work and pri-
vate life. For workers with care responsibilities, these challenges are often greater, as
flexibility can lead to extra unpaid work and blurring of the boundaries between profes-
sional and private roles. Furthermore, flexibility is not always genuine, but can be limited
by low pay, irregular working hours, or limited opportunities, particularly in the case of

platform workers (Charles et al., 2022, p. 26).

Digitalization has increased the pace of everyday life and created a so-called “accelerated
society”, with multiple tasks, fewer breaks, and constant time pressure. Information and
communication technology (ICT) speeds up and facilitates the performance of tasks, but
it also increases the number of tasks expected of people, which often causes pressure.
For organizations, digitalization has improved the availability of information across or-
ganizational hierarchies, which has increased productivity but also placed greater de-
mands on employees. At the same time, digitalization has changed the nature and con-
tent of work. Increasingly, work is based on digital platforms and systems, which enables
working independently of time and place. This development has increased flexibility and
given employees more opportunities to manage their own time, but at the same time it

has blurred the boundaries between work and leisure time (Cijan et al., 2019, pp. 4-5).
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However, constant availability can also lengthen the working day and blur the bounda-
ries between work and private life. Many highly educated workers in Western countries
report longer working weeks, while younger workers often struggle with underemploy-
ment. For freelancers and platform-based workers, time management is even more lim-
ited, as clients often dictate deadlines and schedules. These workers often have to work
irregular hours, adhere to tight schedules, and carry the extra burden of unpaid tasks,

which reduces the real flexibility promised by digital work (Charles et al., 2022, p. 27).

Digital work has also increased exhaustion. Numerous remote employees say they feel
burnt out, and they describe difficulties with the line between work and private life com-
ing undone. With the rapid move to online communication, especially in the form of
video calls and chat apps, work has become more demanding. Young employees seem
to be particularly affected in this regard, as they tend to feel lonelier, lose motivation,
and have less developed professional networks early in their careers. At the organiza-
tional level, the reduction of informal communication has made collaboration and inno-
vation more difficult, despite the fact that some organizations are trying to use new dig-
ital solutions to support the social side of work and collaboration (Charles et al., 2022, p.

27).

Digital employment can expand opportunities, but it also carries risks of inequality and
discrimination. Studies show that many platform workers face prejudice based on na-
tionality, gender, or ethnic background, and some workers, especially those from non-
Western countries, are excluded from better-paid jobs. The algorithms that mediate this
work are often opaque, raising concerns about fairness and accountability. Workers also
report difficulty understanding how their data is collected or used, leaving them with
little opportunity to challenge decisions that affect their livelihoods. Unfair task alloca-
tion, sudden account deactivation, and exposure to harassment highlight the vulnerabil-

ity of many digital workers, especially women (Charles et al., 2022, p. 28).
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The main groups at risk of exclusion in the digital economy are refugees, undocumented
migrants, ethnic minorities, and people with disabilities. Despite international agree-
ments recognizing their right to work, access to formal employment remains very limited
for these groups. Although digitalization could create new opportunities, many remain
excluded because national policies limit their ability to participate equally in the labor
market. The same applies to ethnic minorities. Digital technology can create new oppor-
tunities by connecting disadvantaged groups to remote work, ethnic minorities are often
underrepresented in higher-level digital professions. Many of them are concentrated in
lower- or mid-level digital jobs, which limits their ability to reap the full benefits of digi-
talization. The last group is people with disabilities, who often face discrimination and
barriers in the labor market. Digitalization and remote work can create new opportuni-
ties for inclusion, but equal access to decent employment is still far from guaranteed

(Charles et al., 2022, p. 35-37).

2.1.1 Intensified work and constant connectivity

The digitalization of MNCs has enabled a high level of global connectivity and real-time
coordination between organizational units, customers, and markets (Bhandari et al.,
2023, p. 2). While this kind of networked digitalization improves coordination at the or-
ganizational level, it also increases the demands of work by accelerating the pace of
cross-border information flow and raising expectations for constant responsiveness
(Cantwell & Shukla, 2025, p. 10). The need to constantly coordinate and synchronize
work across different time zones can increase the pace and time pressure of work, add-
ing to the demands of digitally networked multinational work environments (Bhandari

et al., 2023, p. 2).

At the same time, digital globalization is increasing pressure on multinational companies
to rapidly develop new digital capabilities, as traditional advantages of internationaliza-
tion are losing their effectiveness in digitally networked environments. Digital resources
can improve global coordination, but they are expensive to acquire and require contin-

uous learning and adaptation, which can increase the workload of employees working
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in international operations. In addition, higher levels of internationalization can increase
the complexity of coordination and the risks of digital connectivity, adding to time pres-
sures and expectations of constant availability in globally integrated work environments
(Bhandari et al., 2023, p. 7). These increased coordination and availability requirements
also create a basis for cognitive strain, as employees must constantly process and prior-
itize information in fast-paced, digitally networked work environments (Hlrtgen & Vogel,

2023, p. 45).

In Nordic MNCs, the intensification of digitally connected work must be understood
within the specific institutional and cultural context of Nordic working life. Historically,
Nordic employers and labor market actors have approached technological change as a
means to improve productivity and working conditions through cooperation, skills de-
velopment, and inclusive adjustment processes (Alsos & Dglvik, 2021, p. 22). However,
the current phase of digital transformation is reshaping work in ways that challenge
these established practices. In globally integrated Nordic MNCs, digitalization has in-
creased expectations for continuous upskilling, adaptability, and employee mobility,
while simultaneously intensifying individualized performance demands, particularly
among white-collar employees (Alsos & Dglvik, 2021, p. 28). Rather than leading primar-
ily to upward occupational mobility, digital work has increasingly required employees to
manage higher levels of responsiveness, availability, and self-directed learning within ex-
isting roles. At the same time, constant digital connectivity and cross-border coordina-
tion expose employees to sustained time pressure and reduced temporal boundaries

between work and non-work (Alsos & Dglvik, 2021, pp. 22-28).

Although the Nordic model of industrial relations has traditionally mitigated the negative
consequences of restructuring through collective agreements and strong worker partic-
ipation, the growing pace of digital coordination and availability demands in multina-
tional settings places new strain on these arrangements. As a result, even in Nordic

MNCs, often considered well-equipped to manage digital change, the intensification of
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work and expectations of constant connectivity represent emerging job demands with

potential implications for employee well-being (Alsos & Dglvik, 2021, pp. 22-28).

2.1.2 Information overload and cognitive demands

Information overload refers to a situation in which the amount of available and poten-
tially relevant information exceeds an individual's ability to process it effectively, hinder-
ing decision-making and performance. A reasonable amount of information can improve
accuracy and efficiency, but too much information leads to cognitive overload and im-
paired performance because individuals are unable to integrate and evaluate all the in-
formation they receive. In the digital age, information overload has once again become
a significant challenge for organizations due to the explosive growth of data and digital
communications, especially in complex work environments (Horlings et al., 2023, pp.

222-223). Information overload is illustrated in the Figure 1 below.

DECISION ACCURACY

Information
overload

T INFORMATION LOAD

Perceived Optimum

Figure 1. Information overload as an inverted U-curve (Horlings et al., 2023, p. 223).

Figure 1 illustrates the inverted U-shaped relationship between information load and
decision accuracy, showing that performance improves as information increases up to

an optimal point, after which additional information leads to information overload and
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declining decision quality. Research on information overload emphasizes that perceived
information load is influenced not only by the volume of information but also by its com-
plexity. Rather than reflecting the sheer amount of information, information load refers
to individuals’ subjective experience of processing demands. To maintain decision quality,
organizations must therefore enhance their information-processing capabilities without
increasing perceived cognitive burden, which is shaped by the interaction of people, or-

ganizational practices, and digital tools (Horlings et al., 2023, p. 223).

In MINCs, the use of multiple digital platforms can generate information overload and
frequent digital interruptions, which increase cognitive demands on both managers and
employees. When attention is fragmented across numerous platforms, individuals may
struggle to process information effectively, leading to multitasking, reduced focus, and
cognitive strain (Li et al., 2022, p. 1822). Studies on multinational companies emphasize
that internationalization is often associated with increased complexity and overload of
information, especially at the management level. Studies on senior management heter-
ogeneity suggest that while diverse perspectives can help organizations cope with com-
plex information environments, high heterogeneity can also hinder communication, in-
crease conflict, and complicate decision-making processes. Such coordination challenges
can further increase cognitive demands in digitally mediated and internationally dis-

persed work environments (Cuypers et al., 2022, p. 487).

In Nordic MNCs, where digital tools are widely adopted and knowledge-intensive work
is common, the experience of information overload and cognitive strain is closely linked
to the region’s highly digitalized and participatory work environments. Recent studies on
digitalization in large Nordic manufacturing and service firms show that while digital
tools enhance efficiency and autonomy, they also increase cognitive demands due to
intensified individual responsibility for managing complex information flows and contin-
uous upskilling (Alsos & Dglvik, 2021, pp. 28-30). However, consistent with the Nordic
model, broad employee participation and strong union involvement have helped miti-

gate these pressures, as inclusive communication structures and trust-based
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management practices enable employees to voice workload concerns and influence dig-

ital transitions (Berg et al., 2023, pp. 36-37).

2.1.3 Blurred work-life boundaries in digital and remote work

The 2020 coronavirus pandemic rapidly changed working practices around the world.
Companies had to make changes, resulting in employees being transferred to work from
home. This change brought new health and safety threats, as employees' work-life bal-
ance was disrupted and the use of information and communication technologies in-
creased significantly in work environments. As remote working has become more com-
mon, research on the topic has also increased in the technology sector. According to
studies, remote working has changed how employees interact, cooperate, and engage
with the company itself. Remote working naturally has its advantages and disadvantages.
The advantages include for example job satisfaction, flexible working hours, increased
independence, and time and money saved on commuting. In contrast, the disadvantages
include job overload, work-home conflicts, social isolation, psychological distress, and a

feeling of not belonging to the work community (Camacho & Barrios, 2022, p. 441).

Remote work has brought with it a new and unique work environment that places dif-
ferent demands on employees. If these demands are not managed effectively, they can
cause stress. Remote workers experience particular stress when they feel that their work
ability is not sufficient to cope with new ICT demands in a healthy way. This stress is also

known as technostress (Camacho & Barrios, 2022, p. 441).

In Nordic MNCs, the rise of remote and digital work has raised concerns about the blur-
ring of boundaries between work and private life, even in working life models that have
traditionally been known for strong employee protection. Experience in the Nordic coun-
tries suggests that the widespread adoption of remote work during and after the COVID-
19 pandemic is likely to lead to more permanent changes in the organization of work,
although there is still little information on the long-term effects on occupational health

and well-being. Remote work and digital meetings can reduce commuting and increase
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flexibility, but they also extend work into private life, particularly in the form of technol-
ogy-enabled work tasks outside regular working hours, which may increase work-family
conflicts depending on how such arrangements are managed (Alsos & Dglvik, 2021, p.

51).

In addition, in Nordic MNCs, new digital technologies and remote working arrangements
typically increase work demands, such as the pressure of remote working, information
and communication technology requirements, and expectations of constant responsive-
ness, even among highly educated workers who otherwise benefit from work flexibility
and autonomy (Alsos & Dglvik, 2021, p. 78). At the macro level, these trends are part of
a broader economic and technological structural change, in which uncertainty in invest-
ment patterns and changing global conditions further complicate the impact of digital
and remote work on employment and working conditions in Nordic export-oriented
companies. As a result, the blurred boundaries between work and private life in digitally
networked Nordic MNCs are a growing challenge to employee well-being, requiring care-
ful institutional and organizational management to preserve the strengths of the Nordic

working life model (Alsos & Dglvik, 2021, p. 12).

2.1.4 Technostress as a cumulative digital job demand

Technostress can be understood as a cumulative demand of digital work that arises from
long-term exposure to intense work, constant connectivity, information overload, and
the blurring of boundaries between work and private life. It can lead to things like burn-
out, emotional exhaustion, and even depression (Rademaker et al., 2025, p. 430). In Nor-
dic MNCs, the introduction of advanced digital technologies has also led to an increase
in work-related stress associated with the use of technology, commonly referred to as

technology-related stress (Alsos & Dglvik, 2021, p. 47).

Technostress is caused by the use of technology, which typically has negative conse-
guences for people’s actions, attitudes, and psychological functioning. The negative ef-

fects of technostress on psychological outcomes are significantly greater than its effects
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on behavioral outcomes. People consider this an adaptation challenge if they have diffi-
culty keeping up with the demands of information technology. The use of information
and communication technology in the workplace is directly linked to constant availability
and information overload, which are two significant sources of stress. The three most
significant characteristics of technology and technologically stressful workplaces are lack
of knowledge, changes in work environments, and high dependence on advanced com-
munication and information technology (Kumar, 2024, p. 4). According to Kumar (2024,
p. 2), there are five types of different technostressors. These are techno-overload,
techno-complexity, techno-invasion, techno-uncertainty, and techno-insecurity. Descrip-

tions for all these technostressors are shown in Table 1 below.

Table 1. Technostressors (Kumar, 2024, p. 2).

Technostressors Description

Overload related to work tasks and responsibilities, which technology
can exacerbate or alleviate. Technology overload can reduce job
satisfaction and increase stress.

Three dimensions of technology overload:

1) System overload: Technology is too complex for simple tasks.

2) Information overload: Excessive amounts of information exceed a
person's processing capacity.

3) Communication overload: Excessive technology-related
interruptions at work.

Techno-Overload

Complex technological applications and systems can pose
Techno-Complexity challenges. In addition, more advanced technology can
lead to employee frustration and thus reduced efficiency.

The intrusion of technology into employees' private lives.

Constant connection to technology can blur the boundaries between
work and private life, increase stress, and undermine the work-life
balance.

Techno-Invasion

Constant technological updates cause tension and anxiety.
Techno-Uncertainty Employees who need help keeping up with technological
developments may doubt their skills and career prospects.

Technology can increase resistance and tension among employees
Techno-Insecurity who feel it threatens their jobs.
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The effects of technostress differ over time based on the theory of stress adaptation.
This is influenced by the duration of stress, the individual's appraisal, and adaptation to
stress. If a person adapts to a stressor, or the stressor ceases, stress can return to its
baseline level. However, if stressors continue or a person does not adapt to them, stress
increases and three different effects on the person may occur. The first is the synchro-
nous effect. This includes a temporary effect in which the highest stress factors are linked
to stress occurring at the same moment. Secondly, there is the delayed effect. This takes
into account the effects of stress that take time to manifest and develop due to the cu-
mulative exhaustion of a person's resources. Thirdly, the reverse cause-and-effect rela-
tionship, in which stress at a certain point in time is considered to predict stress factors
at a later point in time. However, regardless of these significant insights, most studies
related to technostress examine the impact of technostress at only one point in time,
using cross-sectional approaches. For this reason, it has been suggested that the process
between stress and stressors should be studied using longitudinal studies. This is be-
cause stressors have varying incubation periods before they manifest as stress in an in-

dividual (Camacho & Barrios, 2022, p. 444).

Since technostress has very broad consequences and effects, it is advisable to combat it
in a variety of ways. Figure 2 illustrates different methods that can be used to manage
technostress. In order to manage technostress effectively, a clear strategy must be de-

veloped at both the personal and organizational levels (Kumar, 2024, p. 13).
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Methods for coping with technostress
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technology-free
zones to promote
detachment

Figure 2. Methods for coping with technostress.

To achieve coping with technostress, the influence of technology creators must be re-
duced. This can be done, for example, by reinforcing technology barriers, such as restrict-
ing the use of technology and limiting excessive use of digital stimulation. In addition,
comprehensive technology education should be provided to everyone to help reduce
digital addiction. Managing technostress also involves highlighting the beneficial aspects
of technology, promoting a healthy work-life balance, and encouraging people to de-
velop creative problem-solving skills. On a practical level, technostress can be combated
by implementing ergonomic improvements in the working environment, offering flexible
scheduling solutions that meet different needs, and establishing technology-free zones

to promote disconnection (Kumar, 2024, p. 13).

2.2 Digital work resources and employee well-being in MNCs

This section explains the main types of digital work that are conducive to well-being for
Nordic MNCs, with particular focus on digital flexible working models, digital collabora-

tion in the workplace, and Nordic corporate culture and values as sustainable digital
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work. The chapter concludes with a discussion on the importance of providing continued
or increased levels of organizational support for the well-being of employees engaged in

digital work.

2.2.1 Flexibility and autonomy

Digitalization has changed work in ways that bring both benefits and risks to the quality
of work. Flexible working arrangements, such as remote working and flexible hours, are
considered one of the primary benefits of digital work but the importance of these ben-
efits is often overlooked by groups that face barriers to accessing decent employment,
such as those unable to work on a full-time or fixed schedule. Studies demonstrate that,
especially for women who are returning to the workforce after having children, flexible
work arrangements can facilitate their participation in the labor market. Additionally,
flexible working arrangements improve productivity and enhance the well-being of em-
ployees. Employees with high levels of control over their work hours, for example,
demonstrate increased efficiency, reduced stress, greater motivation and a stronger con-
nection to both colleagues and resources available at their workplace (Charles et al.,

2022, p. 26).

The rise of mobile tech has given employees more freedom to stay connected and or-
ganize their work in a more flexible way. This has improved communication and allowed
many employees to better balance their work with their personal needs. For example,
during the COVID-19 pandemic, remote work and staggered working hours became com-
mon solutions that supported business continuity and gave employees more control

over when and where they work (Charles et al., 2022, p. 27).

Digitalization is a way to speed up work, primarily by streamlining business operations,
reducing the number of manual tasks, and producing more accurate results. In addition,
digitalization helps improve real-time reporting by utilizing business data more effec-
tively and combining multiple data sources simultaneously. For employees, automation

of routine tasks can enhance job satisfaction by freeing time for more meaningful work
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and opportunities to develop new skills. In addition, standardized digital systems support
stronger compliance and make data management and recovery more reliable (Par-

viainen et al., 2017, p. 67).

In Nordic MNCs, companies value both flexibility and autonomy, which reflects the Nor-
dic cultural values of trust, equality and participatory decision making, or the Nordic Way
to work. Applications like remote work solutions, cloud-based collaboration tools, and
flexible work schedules allow employees to manage their responsibilities effectively
while balancing both work and personal obligations. Autonomy through the use of these
types of digital tools results in higher job satisfaction and employee with both employee

engagement and a sense of control over their work (Alsos & Dglvik, 2021, p. 49).

Moreover, flexibility enables employees to optimize their productivity by choosing the
times and environments that best support focus and creativity. Such freedom not only
enhances performance but also contributes to stronger well-being, as employees are
able to integrate work more harmoniously into their daily lives. In this way, digitalization
serves as a significant job resource within the JD-R framework, reinforcing employees’
intrinsic motivation and promoting sustainable work practices that benefit both individ-

uals and organizations (Alsos & Dglvik, 2021, p. 49).

2.2.2 Digital collaboration, social support and skill development

Studies confirm that digital technology makes work more efficient, and about two-thirds
of employees report that digitalization has accelerated their work pace. Automation al-
lows employees to focus on more complex tasks, but this change also brings new pres-
sures and expectations. At the same time, digitalization is reshaping competitive envi-
ronments, promoting the rise of agile, software-based business models such as Airbnb,
and forcing traditional companies to rethink their structures and strategies. These
changes affect not only business but also job tasks, satisfaction, independence, and

work-life balance (Cijan et al., 2019, pp. 4-5).
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The growing use of digital technologies offers multinational companies’ new opportuni-
ties to enhance collaboration, communication, and inclusion across borders. To fully ben-
efit from these developments, organizations are encouraged to rethink their HR and
communication practices to better align with digital work environments. This includes
developing policies that support effective virtual collaboration, such as guidelines for
digital communication, mentoring, and teamwork. Digital platforms like video confer-
encing and collaborative software facilitate real-time interaction and knowledge ex-
change, strengthening global networks and cooperation among employees. Research
highlights that well-designed virtual teamwork fosters responsiveness, transparency,
and feedback, enhancing mutual trust and inclusion even in the absence of face-to-face
contact. Within global organizations, such practices not only maintain cohesion but also
promote a shared organizational culture across diverse locations. Embracing digital tech-
nologies in global operations can enhance engagement and connection among employ-

ees, creating more adaptive and inclusive workplaces (Bucher et al., 2025, p. 13).

In digitally connected organizations and MNCs, social support and effective virtual lead-
ership play a crucial role in maintaining employee well-being. Within hybrid and geo-
graphically dispersed teams, supportive leadership and peer relationships can act as
buffers against digital stress by fostering trust, open communication, and psychological
safety. When leaders actively communicate, provide feedback, and show empathy in vir-
tual settings, employees experience stronger social connectedness and a sense of be-

longing, despite physical distance (Bucher et al., 2025, p. 2).

From the perspective of the JD—R model, social support and virtual leadership represent
essential organizational resources that promote employee engagement and resilience in
digitally mediated work settings. Empirical evidence indicates that strong social support
networks can buffer against emotional exhaustion and sustain engagement, even in
high-pressure environments. Consequently, fostering a culture of trust, open communi-
cation, and supportive digital interaction is vital for enhancing motivation and preserving

well-being within hybrid and virtual teams (Kunzelmann & Rigotti, 2021, p. 311).
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Furthermore, studies on virtual teams show that resilience is not just an individual ability,
but a collective process that is actively built through social interactions and shared prac-
tices in digitally mediated work environments (Degbey & Einola, 2020, pp. 6-7). The find-
ings highlight that supportive social relations and proactive sensemaking function as crit-
ical team-level resources that help employees recover from strain and maintain well-

being in virtual environments (Degbey & Einola, 2020, p. 23).

In Nordic MNCs, digitalization has continued to accelerate in the post-pandemic period,
driving innovation and supporting a steady economic recovery across the region. For
multinational companies, this period has emphasized the importance of developing dig-
ital collaboration, skill mobility, and inclusive work practices to support long-term adapt-
ability. Public policy and corporate initiatives in the Nordic countries have increasingly
focused on promoting continuous learning and digital competence, recognizing that
these are essential for sustaining employability and innovation in the evolving digital

economy (Alsos & Dglvik, 2021, p. 13).

2.2.3 Organizational support and Nordic organizational values

Managing work-life balance and digital challenges depends on the individual. However,
studies have shown that hybrid working, for example, is more popular than full-time re-
mote working. It is therefore important that managers and human resources adapt to
changes in tasks related to remote working. It has also been found that managerial sup-
port for work-life balance is particularly important and has helped employees improve
their quality of life and find a good work-life balance. In addition, governments can de-
cide to make changes related to work-life balance. One significant example would be to
introduce a "right to disconnect" law, similar to those in force in the Philippines and
France, which gives employees the freedom to not answer work-related communications
and requests outside of working hours. Promoting healthy working habits, such as fre-
guent breaks and regulated working hours, enables employees to distinguish between
work and non-work activities. In order to achieve a work-life balance in the post-corona-

virus world, employers should consider and plan ways to support the well-being of their
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employees. These include, for example, providing employees with clarity and promoting
a work culture based on trust and results. This helps keep employees motivated and
sustain their productivity. This is why work-life balance in the post-pandemic world
should be brought to the attention of both employers and employees and taken into
account when planning changes in operating practices that are useful for businesses and

their employees (Vyas, 2022, pp. 161-162).

However, it has been noted that organizations have struggled to offer employees suffi-
cient support in balancing remote work and their work-life balance. This has been influ-
enced by an increase in the amount of time spent at the computer, an increase in the
intensity of work, the constant strain of technology overload, and more pronounced role
tensions. These are all real problems associated with remote work. Therefore, it is very
important to find appropriate management techniques to solve these problems in com-

panies (Bhat et al., 2023, p. 11).

The Nordic working life model has long supported equality, social trust, and general well-
being, while enabling high adaptability and competitiveness among employees and com-
panies (Torp & Reiersen, 2020, p. 16). Organized working life, public welfare policy, and
economic management have enabled a highly functioning working life, minimal wage
gaps, expertise, welfare systems, and fiscal policy. In addition, the Nordic model has pro-
moted decentralized decision-making, strong cooperation, and mutual respect for rights
and responsibilities. Trust between managers and employees has also been promoted at
both the national and corporate levels. In addition, the Nordic management model gives
employees the opportunity to actively contribute to discussions on financial perfor-

mance and targets in the work environment (Berg et al., 2023, pp. 25-26).

It has also been noted that in the in Nordic contexts, where autonomy and trust have
historically been key features of employment relationships, remote work can simultane-
ously increase perceived freedom and strengthen individual responsibility for managing

availability, performance, and the boundaries between work and leisure time (Alsos &
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Dglvik, 2021, p. 78). In Norway, for example, employee participation and trust are prob-
ably the most important explanation for the creation of wealth and high productivity in
companies. This, in turn, leads to the general well-being of the population, as companies
can then pay their employees fair and consistent wages (Torp & Reiersen, 2020, p. 7).
From the JD-R perspective, Nordic cultural and organizational values function as macro-
level job resources that enhance both individual and collective well-being. Trust, equality,
and participative decision-making foster autonomy and psychological safety, enabling
employees to manage demands effectively and sustain motivation and engagement

(Torp & Reiersen, 2020, pp. 5-6).

Although there are differences in all leadership styles and behaviors, it has been found
that Nordic leaders have certain characteristics in common. These characteristics include,
for example, consensus-based decision-making, democracy, emphasis on equality, and
informality. It has also been noted that Nordic leaders trust their colleagues and subor-
dinates more than leaders in other countries. In the Nordic countries, the specific char-
acteristics of leadership styles and their democratic and, to some extent, flat hierarchies
are expected to reinforce each other. This, in turn, leads to employees being able to use
their voice and promote well-being. Still, in this area, the debate is always about how
much the institutional context affects an organization's practices (Berg et al., 2023, p.

27).

In conclusion, digital work resources such as flexibility, collaboration, social support, and
strong organizational values play a key role in promoting employee well-being in Nordic
multinational companies. Together, these factors show that digital transformation not
only create new demands, but also offers significant opportunities for growth, commit-
ment, and sustainable work (Torp & Reiersen, 2020, pp. 5-7). The following section pre-
sents the theoretical framework underlying this study, the JD-R model, which combines
these insights into a comprehensive understanding of employee well-being in digitalized

work environments.
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2.3 Theoretical framework: The JD-R perspective on digital work

This chapter presents the theoretical framework of this thesis, which is the Job De-
mands-Resources model. The chapter introduces how JD-R model is applied to technol-
ogy use, explains the digital job demands and resources in the workplace, and applies

the JD-R model into Nordic MINCs.

2.3.1 The Job Demands-Resources Model

Digitalization has fundamentally transformed how work is structured, experienced, and
managed in MNCs. While it offers organizations efficiency and innovation, it simultane-
ously introduces new psychosocial challenges that affect employee well-being. To exam-
ine these dynamics, this study applies the Job Demands—Resources (JD—R) model. The
JD-R model combines the results of both stress and motivation research. It shows that
job demands can lead to stress and health problems, while job resources support moti-
vation and commitment. The model also explains how these factors interact to affect key

work outcomes (Demerouti & Bakker, 2011, p. 1).

JR-D model can be used to explain both the positive and negative effects of digitalization
on employee well-being. The model shows how high digital demands, such as constant
connectivity, can cause stress, while resources, such as flexibility and autonomy, can sup-
port motivation (Kumar, 2024, p. 11). An excellent illustration of how communication via
email or teams can create overload and fatigue is because employees feel pressured to
reply via email, and so they are also constantly having to respond between the two. On
the other hand, flexible scheduling methods are an example of how digitized platforms
can foster autonomy and motivate employees to manage their tasks themselves. Job
demands refer to what has to be done at a job. Job demands are not negative by nature
but can become sources of stress at work if substantial effort is required to provide sat-
isfaction. This can result in negative effects like anxiety, depression or burnout. Job re-
sources, in contrast, are the social, psychological, physical and organizational aspects of

an employee's job that help an employee meet job demands, accomplish job goals, and
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facilitate personal growth and development. These resources not only alleviate stress
but also increase motivation and development. Examples include performance feedback,
support from colleagues, and coaching from supervisors (Schaufeli & Bakker, 2004, pp.

295-296).

The JD-R model is highly relevant in today's corporations, which rely heavily on technol-
ogy and where the widespread use of technology in the workplace brings with it a variety
of distinct issues (Kumar, 2024, p. 11). The Figure 3 below shows how JD-R model is ap-

plied to technology use.

Technology as a Job Demand /
Stressor

Technology as a Job Resource

e Techno-inhibitors

* Training and
development
opportunities

* Flexible work
arrangements

* Techno-overload

e Techno-complexity
* Techno-invasion

* Techno-uncertainty
« Techno-insecurity

* Workload management

* Work-life balance policies

e Health and wellness
programs

e Social support

Figure 3. JD-R model applied to technology use.

The Figure 3 shows with JD-R model that technostress is a job demand that requires full-
time effort and can also cause distress if not controlled appropriately. In general, in the
technological context, different concepts and definitions of technostress are applied to

job demands. An in-depth analysis of the frameworks of many concepts and definitions
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can provide insight into the development of technostress. Previously, technostress was
described as a "modern state of adaptation" and highlighted the challenges people face
in adapting to technological developments. Recently, researchers have broadened this
definition to include the emotional and mental impacts of technological development,
the importance of the office environment in the development of technostress, the pos-
sible negative effects of overuse of technology on a person's well-being, and the de-
mands and resources of a person's job environment. As can be seen, these concepts
emphasize the complicated nature of technostress and encourage comprehensive re-

search into its effects and scope (Kumar, 2024, p. 12).

2.3.2 Digital job demands and resources in the workplace

Digital technologies impact both the total amount of jobs created and how people per-
ceive and perform their jobs (Charles et al., 2022, p. 15). Designation of digitalization
combine using tools in business and society. It means accepting the new tools along with
the transformation the tools subsequently create. Digitalization provides a new way for
all people, businesses, and everyday objects to interact and function with each other.
Digitalization has changed the ways that we interact as individuals, how we communi-
cate with each other, and how we work with each other. The introduction of these new
technologies has continually changed, for example, how people, businesses, and individ-
uals conduct themselves, create new opportunities for people, provide challenges to
people, add job security and create new jobs, create new markets, enhance sustainabil-

ity and ergonomics, and enhance occupational safety (Cijan et al., 2019, p. 4).

The use of automation in organizations can increase the efficiency of certain tasks but
will make some jobs redundant. This can leave many employees vulnerable to job loss.
Furthermore, if an organization expects staff to be consistently available via digital de-
vices, it can blur the boundaries between work and home life, thus causing employees
to suffer from increased stress and greater risk of experiencing burnout (Schaufeli & Bak-

ker, 2004).
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Digitalization has altered conventional work practices in terms of increased flexibility and
mobility. Remote work, whether as an employee or a freelancer, has become a common
feature of modern working life. Before the COVID-19 pandemic, only a small proportion
of employees in Europe and the US regularly worked from home, but studies suggest
that many jobs are in fact suitable for remote working. Remote work is particularly com-
mon among self-employed people, who have greater freedom to choose where and how
they work. In general, occupations that require higher digital skills are also more likely
to offer opportunities for remote or hybrid work, highlighting the close link between

digitalization and new ways of organizing work (Charles et al., 2022, p. 20).

At the same time, digital tools can act as valuable job resources. For instance, collabora-
tion platforms like Microsoft Teams or Slack enhance knowledge sharing and peer sup-
port across geographically dispersed teams, strengthening social connectedness and en-
gagement. Within multinational enterprises, they simplify and accelerate internal pro-
cesses, reducing costs and increasing responsiveness to changing demands. Externally,
evolving regulations, heightened social expectations, and shifting consumer behavior,
intensified by the COVID-19 pandemic, have opened new avenues for applying digital
solutions across production, marketing, logistics, and communication. As a result, firms
are increasingly developing digital strategies that reshape traditional business models
and redistribute activities and responsibilities across partners, customers, and stake-

holders both domestically and globally (Meyer et al., 2023, p. 577).

Digitalization is transforming business environments worldwide, not only in technologi-
cally advanced economies but also in emerging markets, where it creates opportunities
for growth and expansion. Even with unequal access to technology, digital tools allow
firms to reshape distribution channels, influence consumer behavior, and shift patterns
of demand. Companies can benefit from wider access to resources, expanded market
reach, and faster communication. At the same time, digitalization also brings challenges,
such as quicker loss of competitive advantage, new types of risks, and an increasing de-

pendence on powerful buyers and digital platforms (Meyer et al., 2023, p. 578).
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2.3.3 Applying the JD-R model to Nordic MNCs

In the Nordic countries, digitalization has reshaped employment patterns in ways that
reflect both the strengths and challenges of the region’s labor market model. Supported
by advanced digital infrastructures, strong welfare arrangements, and active collabora-
tion between employers, unions, and policymakers, the transformation of work has un-
folded differently compared to many other regions. In sectors such as retail, banking,
manufacturing, and other areas of tangible goods production, digitalization has in-
creased efficiency and productivity, but at the same time slowed employment growth.
Conversely, service industries, particularly knowledge-intensive and high-skilled profes-
sions, have seen a notable expansion, creating new opportunities and contributing to
rising female participation in the labor market. These developments have actually en-
hanced some of the egalitarian values that are central to the Nordic model. In particular,
with respect to gender equality and access to work. That said, however, the benefits of
digitalization have not been distributed evenly among workers, since those workers in
routine or lower-skilled jobs continue to face challenges with an increasingly automated
workplace and experience more uncertainty regarding their career opportunities than
ever before. When it comes to workers in these kinds of roles, digitalization can lead to
an increase in job insecurity, fewer opportunities for professional growth, and increasing
pressures to adapt to changes in technology, compared to those in higher-skilled roles
and industries. In terms of worker well-being, this reflects the fact that while some
groups are empowered or benefit from equity due to digitalization, other groups are
adversely affected by job stress, instability, and exclusion as a direct result of digitaliza-

tion (Charles et al., 2022, p. 13).

Studies show that digitalization can lead to both job losses and new employment oppor-
tunities for men and women in roughly equal measure. However, the results depend on
gender differences in different sectors and occupations. Women may benefit slightly
more from the job growth generated by digitalization, particularly in healthcare, social
services, and retail, where women are strongly represented. At the same time, declining

demand for male-dominated occupations may increase competition between men and
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women for similar jobs, which could put pressure on wages and even drive some women

out of the labor market (Charles et al., 2022, p. 31).

Due to their advanced digital infrastructures and consumer openness to innovation, the
Nordic countries are often viewed as excellent arenas for testing digital business models.
Yet, MNCs face a unique set of challenges when operating in this region because of the
different languages and consumer behaviors in each country that necessitate different
marketing, delivery and payment approaches. The need to adapt constantly creates
added pressures on employees as they try to reconcile technological innovation with
their own organizational and cultural flexibility. On the positive side, the rapid adoption
of digital solutions offers employees opportunities to learn new skills and perform more
meaningful work. On the negative side, digitalization can increase the workload, time
pressure and stress level of employees associated with meeting customer expectations
for speed and seamlessness of service. Therefore, the dynamics of the Nordic model of
digitalization reveal that while the Nordic region creates an environment that is condu-
cive to innovation, it presents new challenges that will affect the well-being of employ-

ees in MNCs operating globally (Melnyk, 2019, p. 11).

Digitalization in the Nordic countries is closely tied to social, economic, and environ-
mental development. With equal access to digital technologies supported by a strong
digital strategy across the region, the Nordic region has become a global leader in areas
such as Smart City Solutions and Advanced Manufacturing. Automation and digital tools
have increased productivity and sustainability, but businesses remain challenged with
adoption to the same degree based on company pace of adopting new technologies.
Companies that move quickly to adopt technology may create pressure on employees
working for companies adopting technology at a slower pace. Overall, the Nordic model
demonstrates both the opportunities of digital innovation for growth and quality of life,
and the need to carefully manage the human side of digital transformation to support

employee well-being (Melnyk, 2019, p. 15-16).
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Figure 4 gives a conceptual overview of some key factors and considerations from cur-
rent research. Although the list is not exhaustive, it addresses some key areas that an
organization will need to consider in the future when managing psychosocial working
conditions. The figure also draws a distinction between job demands, which are gener-
ally seen to be challenges, and job resources, which can be viewed as either potential
stressors or opportunities for growth, depending on how they are managed. Some of the
factors within the conceptual overview, such as autonomy and learning opportunity, can
vary by job demand and job resource. For example, high learning goals can be positive
when employees are provided sufficient autonomy and support, as they will enhance
competence, self-confidence and development. Without sufficient resources, however,
the same demands may become burdensome and negatively impact well-being (Alsos &

Dglvik, 2021, p. 50).
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Drivers of Change
Technology - Globalization - Demography - Climate Change

Perceived Consequences for Workers
Complexity - Rapid changes - Newness

Emerging factors of particular significance for occupational health and well-being
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ork-lire fusion (adapt, complete, thrive)

Telepressure
Technostress
ICT demands

Diversity
(age groups, cultures)

Figure 4. Factors of particular significance for the future of the working environment

(Alsos & Dglvik, 2021, p. 50).

The JD-R framework gives a full overview of how technology impacts employees working
for Nordic MNC’s by combining two frames of reference. Digital demands, which include
things like ongoing access to communication and the speed with which information is
processed digitally to cause cognitive overload. On the other hand, resources, which in-
clude things like autonomy, flexibility in the workplace, and support from coworkers,
which help employees to be fully engaged with their work and provide them with the
resiliency to withstand the challenges presented by new forms of work due to techno-
logical advancements. Macro-level factors that promote a high level of trust, equality,

and participatory leadership within the organization allow them to mitigate the negative
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effects of technology, while maintaining high levels of motivation among employees. In
summary, the JD-R framework illustrates how the interaction between digital demands,
resources, and the Nordic organizational setting work together to promote long-term
positive employee well-being and positive performance in an increasingly digital world

(Alsos & Dglvik, 2021, p. 50).

2.3.4 Summary of theoretical framework

Based on the key themes identified in the literature review, this study develops an inte-
grated theoretical framework that explains how digitalization affects employee well-be-
ing in Nordic MNCs. The framework is based on the JD-R model and combines four key
factors identified in previous studies, which are digital job demands, digital job resources,
contextual factors in Nordic multinational companies, and employee well-being out-

comes. See the theoretical framework in Figure 5.

Digitalization affects employee well-being primarily through the emergence of new dig-
ital work requirements. In multinational companies operating in the Nordic countries,
these demands include constant communication, information overload, blurred bound-
aries between work and private life in hybrid work environments, and technological
stress caused by constant technological change (Tarafdar et al. 2007). These demands
cause cognitive and emotional strain, which can undermine employee well-being if not

balanced with adequate work resources (Demerouti & Bakker, 2011, p. 2).

At the same time, digital work resources refer to supportive factors that strengthen em-
ployees' ability to manage digital work. These resources include flexibility and autonomy,
digital collaboration tools, social and managerial support, and opportunities for contin-
uous learning. Such resources promote motivation, commitment, and flexibility and can

mitigate the negative effects of digital work demands (Bakker & Demerouti, 2007).

The relationship between digital demands, digital resources, and employee well-being is

shaped by the specific contextual characteristics of Nordic multinational corporations.
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Key characteristics of the Nordic countries, such as trust-based management, a culture
of equality, participatory decision-making, a strong employee voice, and supportive la-
bor market institutions, act as macro-level resources that support sustainable digital
work. At the same time, the international operations of Nordic multinational companies
bring with them intercultural complexity, different local practices, and varying expecta-

tions that can reinforce certain digital demands (Alsos & Dglvik, 2021, p. 50).

Digital work demands and digital work resources together affect employee well-being
through the health risks and motivation processes described in the JD-R model. Digital
demands are expected to increase stress and reduce well-being, while digital resources
improve motivation and support sustainable working practices. The results of these pro-
cesses are reflected in key dimensions of employee well-being, such as work-life balance,

job satisfaction, commitment, and psychological well-being (Bakker & Demerouti, 2007).

Figure 5 presents the theoretical framework developed in this study. The framework il-
lustrates how digitalization affects employee well-being through the interaction of digital
demands and digital resources in the specific context of Nordic multinational corpora-

tions.
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Nordic MNC Contextual Factors
» Trust-based culture
« Equality and low hierarchy
« Employee voice and participation
» Strong labor-market institutions
» Cross-cultural and global operations
+ Global virtual teamwork
+ Cross-border coordination
 Institutional differences

v

Digital Job Demands
« Constant connectivity
* Information overload

work)

« Blurred boundaries (remote and hybrid

* Technostress (overload, complexity,
invasion, uncertainty, insecurity)

v

Digital Job Resources
« Flexibility and autonomy
« Digital collaboration tools
* Social and managerial support
* Learning and skill development
« Organizational well-being practices

v

JD-R Process
* Health impairment process (demands)
+ Motivational process (resources)
« Buffering and interaction effects

)

Employee Well-being Outcomes
* Work-life balance
« Job satisfaction
« Engagement and motivation
¢ Reduced stress and technostress
« Overall psychological well-being

Figure 5. Theoretical framework of the thesis.




42

3 Methodology

This chapter introduces the research methodology. The chapter highlights the research
approach, data collection methods, and sampling. Interviews and thematic analysis are

used for data collection. The quality of the research is discussed at the end of the chapter.

3.1 Research approach

The purpose of this study is to understand how digitalization affects employee well-being
and work-life balance in the Nordic work environment. Research designs can be divided
into qualitative, quantitative, or mixed methods (Saunders et al., 2023). A qualitative
research method was chosen because the purpose of the study is to understand how
people experience digital work in their everyday lives. According to Aspers and Corte
(2019, p. 142), qualitative research is interpretive and naturalistic, and its goal is to un-
derstand how people interpret their experiences through, for example, interviews, ob-
servations, and personal narratives. This method allows for a more in-depth exploration
of personal thoughts, feelings, and situations. The study used semi-structured interviews,
which asked the same core questions but still left room for each person to share their

own unique perspective.

Since qualitative case study was selected, the study is structured in such a way as to
provide as accurate and correct a picture as possible of how digitalization currently af-
fects well-being at work and work-life balance. The study follows inductive logic, in which
observations are generated through data-based thematic analysis (Saunders et al., 2023).
The JD-R model is used to interpret the results and helps to distinguish between digital

job demands and digital job resources.

Ensuring transparency in qualitative research can be challenging, especially when ano-
nymity must be maintained. In international business studies, it is often necessary to
protect the identities of both participants and organizations, especially when discussing

sensitive topics (Miller et al., 2024, p. 10). Therefore, all interviewees in this study remain



43

anonymous to ensure confidentiality, while providing as much contextual information as

possible.

Researchers should consider why qualitative research is appropriate for the study in
guestion, as it is possible to fall into the trap of "qualitative bias" when using qualitative
research. This means that all references to the researcher's background and perspective
are removed from the research in an attempt to make it objective (Miller et al., 2024, p.

9).

Qualitative research methods refer to approaches that focus more on understanding the
experiences of interviewees than collecting broad numerical data. Qualitative research
allows for gaining deep insights that are often beyond the reach of quantitative ap-
proaches. In particular, within cross-cultural contexts, it enables the exploration of subtle
nuances and meanings that can significantly shape interpretation. This method empha-
sizes the researcher’s personal involvement and interaction with participants, making it
especially valuable for understanding complex human and organizational phenomena

(Miller et al., 2024, p. 7).

The most used form of qualitative research in IB studies is interviews. When conducting
interviews, it is important for the researcher to consider which employees in the organ-
ization are most knowledgeable about the research topic when selecting the sample.
This will ensure that the interview responses best answer the research question. IB in-
terviews must also consider differences in meaning and language use between the in-
terviewee and the researcher in a multilingual environment. In addition, the use of trans-
lations must be taken into account, and it must be ensured that both the interviewee
and the researcher clearly understand what is being discussed (Miller et al., 2024, pp. 7-

8).
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3.2 Data collection and sample

To collect data for this research, semi-structured interviews were used as these provide
both structure and flexibility to examine the research topic. Semi-structured interviews
are conducted with a predetermined set of guiding questions and themes however, the
order and wording of the guide may change as needed while conducting a semi-struc-
tured interview depending on how the interview progresses (Eriksson & Kovalainen,
2015). This flexibility allows the interviewer to ask clarifying questions, seek clarification
of the meaning of what the individual is saying, and prompt the participant to provide a
more detailed description of their experiences, ultimately producing specific useable in-
sights. Semi-structured interviews are especially well suited for studies that seek an in-
depth understanding of individuals’ perceptions and experiences. Therefore, during
these types of interviews, new or unexpected themes will naturally arise from discus-
sions. Thus, semi-structured interviews are considered an excellent technique for explor-
atory research, which aims to outline how employees perceive digitalization and their

level of well-being (Saunders et al., 2023).

At the same time, conducting semi-structured interviews requires careful attention from
the researcher, as the interviewer's tone of voice, choice of words, and ability to create
a comfortable atmosphere for open dialogue can affect the quality of the data (Saunders
et al., 2023). It is therefore important to find a balance between flexibility and con-
sistency. During the interview, it is important to ensure that all key themes are covered,
while still leaving room for participants to raise new and relevant topics (Eriksson & Ko-

valainen, 2015).

The interview questions were developed based on the literature review and the theoret-
ical framework of the thesis. The interview guidelines were designed based on the JD-R
framework and theoretical framework of the thesis, and it included questions about the
demands and the resources of digital work. The interview questions were divided into
three different categories. The categories were: (1) professional background and the

Nordic MNC context, (2) digital job demands and resources, and (3) employee well-being
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and engagement. The interview questions were sent to the interviewees in advance for
review. In addition, a pilot version of the interview was conducted to test the existing
interview questions and develop them further. The interview questions can be found in

the Appendix 1.

The interviews were arranged in February and March 2026. In order to avoid language
barriers as much as possible, seven of interviews were conducted in Finnish, which is the
native language of both the interviewer and the interviewee. Two of interviews were
conducted in English. All interviews were translated into English, and it was ensured that
the meaning and wording of the sentences remained unchanged in the translation
(Saunders et al., 2023). All nine of the interviews were conducted online in Microsoft
Teams. With the participants' approval, the interviews were recorded and transcribed
using Microsoft Teams. The use of automatic transcription facilitated the interview pro-
cess, as it allowed the researcher to focus on listening and guiding the conversation. The
transcripts were reviewed in detail and corrected using the recordings after the inter-

views (Saunders et al., 2023).

Qualitative research is typically based on purposive sampling, in which participants are
selected based on their relevance and experience in relation to the research topic. The
goal is not statistical representativeness, but rather to obtain rich and meaningful in-
sights from individuals who have direct knowledge of the phenomenon being studied
(Marshall, 1996, p. 523). In this study, purposive sampling was used to select participants
who work in Nordic multinational corporations and have varying levels of experience

with digital work environments.

The Table 2 below presents the overview of the interviewees. The sample consisted of
employees, HR professionals, and managers from Nordic MNCs. An appropriate sam-
pling strategy was used to ensure that different perspectives from different roles and
countries were included. The interviewees were from the following Nordic multinational

corporations: Nordea, Eriksson, Danfoss, Kone, Wartsila, and Reaktor. The sample
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included both women and men, and the interviewees had varying amounts of experi-
ence in their professional roles, ranging from a few years to around 30 years. The length
of the interviews was between 27 and 49 minutes. Participation was voluntary, and all

data was anonymized to ensure confidentiality.

Table 2. Overview of interviewees.

Interviewee Code Company Interview length
1 1A A 32:32

2 2B B 41:22

3 3C C 49:54

4 4D D 3214

5 5E E 4525

6 6B B 27:39

7 7F F 4015

8 8C C 38:31

9 oF F 3359

3.3 Research analysis

Thematic analysis is considered the basic method of qualitative analysis, as qualitative
analyzes are usually very complex and multifaceted. Thematic analysis provides core
skills that are useful when conducting another qualitative research (Braun & Clarke, 2006,
p. 78). Thematic analysis can be defined as a method used to identify, analyze, and report

on themes collected from data (Eriksson & Kovalainen, 2015).
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The most significant advantage of thematic analysis is its flexibility. Thematic analysis can
offer a detailed, yet multidimensional picture of the data. On the other hand, this adapt-
ability can also pose challenges, as the lack of a standardized procedure sometimes leads
to uncertainty about how the method should be applied. It is therefore important to
maintain a balance between methodological flexibility and analytical rigor in order to

ensure that the results are reliable and meaningful (Braun & Clarke, 2006, p. 78).

The data from this study was analyzed using thematic analysis following the six-step ap-
proach suggested by Saunders et al. (2023). This method allows for the identification of
recurring patterns and meanings in the interviews. The process began with familiariza-
tion through repeated reading of the transcripts, followed by the creation of preliminary
codes related to digital demands, resources, and well-being. The codes were then
grouped into broader themes, which were reviewed and refined. The final themes were
interpreted through the JD-R framework, which helped to categorize the results into dig-
ital job demands and digital job resources. This framework supported a structured but
flexible interpretation of the data by combining empirical observations with theoretical

understanding.

3.4 Quality of the research

Qualitative research is generally done using quite small and intentionally chosen samples
of data, which allows the researcher to explore the subject matter in such detail as to
gain a useful insight into the phenomenon being studied. This may, however, limit the
extent to which the research findings can be generalized or replicated. Since qualitative
analysis is very interpretive in nature, it is also possible for the researcher to reach dif-
ferent conclusions based upon their individual perspective (Gorter & Cenoz, 2024, p.
108). In most traditional quantitative studies, validity and reliability have been widely
used as the criteria for quality of research. However, in qualitative research, validity and
reliability should be judged more flexibly than quantitatively with greater focus being on
the principle of being as transparent as possible as well as documenting one's research

carefully (Saunders et al., 2023). Quality of qualitative research is commonly assessed
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based upon evidence such as credibility, transparency, and consistency than only based

upon traditional measures of validity and reliability (Gorter & Cenoz, 2024, p. 108).

According to Gorter and Cenoz (2024, pp. 112-113), reliability in qualitative research re-
fers to the extent to which the results are credible and accurately describe the phenom-
enon under study. Reliability can be enhanced through transparent research procedures
and careful documentation of data collection and analysis. Clear descriptions of the re-
search process help readers understand how the results were obtained and enable a
more reliable evaluation of the research. In qualitative research, reliability is achieved
not by seeking a single objective truth, but by providing a well-founded and consistent
interpretation of the research data. In addition, the quality of qualitative research is
based on the clarity of the research process and the consistency between the research
guestions, data collection, and analysis. The reliability of the research is strengthened by
a clear explanation of the methodological choices, which also helps readers understand

how the conclusions were reached (Eriksson & Kovalainen, 2015).

In this study, the quality of the research was supported by careful sampling and trans-
parent documentation of the research process. Participants were selected based on their
experience of digital work in Nordic MNCs, which ensured that the data was relevant to
the research questions. Reliability was enhanced by using semi-structured interviews in
which participants were able to describe their experiences in detail. Transparency was

supported by clearly describing the data collection and analysis procedures.

As the study utilized a qualitative research method and the size of the sample was limited,
the results of this study cannot be generalized to all Nordic multinational corporations.
The results were based on the experiences and perceptions of a limited number of par-
ticipants and thus only provide insight into the organizational arrangement within the
sample group and therefore are reflective of specific organizational context or the per-
spective of individual participants. There are many factors which differentiate Nordic

MNCs including organizational structures, digital practices and employee work
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environments that may have an influence on how the use of digital technologies impacts

employee well-being in other contexts.

In addition, the data used in this study provides relevant and contextualized insight into
how digital technology impacts employee well-being in Nordic MNCs. In doing so, the
research has focused on those individuals with firsthand experience of working in a dig-
ital environment, providing greater insight into the mechanisms that affect employee
well-being as a result of both the demands associated with working in a digital environ-

ment, and the provision of digital resources within a multinational organizations.
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4 Research findings

This chapter consists of the main research findings from the interviews. The structure of
this chapter is based on three themes that arose from the interview data. Firstly, the
Nordic MNC work context is reviewed. After that, the digital work demands and re-
sources in Nordic MNCs are examined. In conclusion, the effects of digitalization on em-

ployee well-being have been discussed.

4.1 Nordic MNC work context

Interview data indicates that Nordic MNCs combine international collaboration, digital
means of working, and a certain degree of flexibility in their organizational structures.
Participants uniformly described their work environments as global and as a result of the
nature of their work, they interacted with coworkers in various countries and different
time zones. Consequently, most communication was done in English, and across digital
platforms, meaning less physical contact with others. This results in collaboration being
decoupled from a geographical location and situated within digitally mediated environ-

ments.

Our main communication language is English. (2B)

Nowadays, meetings are primarily held using digital tools, such as Teams, rather
than in person. This may have reduced overall satisfaction among some employ-
ees, but at the same time, it facilitates easy communication across different loca-
tions and time zones, so | think it’s a good thing. (3C)

We have many employees all around the world. We have offices throughout the
Nordic countries, as well as a few elsewhere in the world, in Asia, Europe, and the
US. It’s really nice that our internationality is so visible, and also we mainly speak
English as our working language. (5E)

One of the most prominent points in the data was the importance of trust, freedom, and

personal accountability. Participants described their workplaces as places of self-
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management, where self-initiating and self-structuring roles were the norms. Decision
rights were seen as fairly distributed, and levels of management were described as flat,
or even absent. Furthermore, the importance of the culture of open communications
was reiterated. Employees were invited, and in some cases expected, to propose and
challenge ideas, to voice criticism, and to participate in communications. These expec-
tations were intended to create an environment of psychological safety and inclusive-
ness. Contrastingly, this environment of openness also created an expectation of self-
initiated and self-directed communication, and an active contribution to the flow of in-

formation, rather than a passive consumption of the information provided.

The work is very independent. My job basically involves being able to work com-
pletely independently and on my own, and my workplace gives me the autonomy
to do so. (3C)

Originally, we had a company culture where there weren’t really any managers at
all—every employee was treated as an equal. Everyone is trusted, and as you can
see in our offices and other locations, you’re welcome to come in whenever you
like, even on weekends. (5E)

One thing that is very important is transparency and trust, and people are very
encouraged to speak up if they have anything they want to discuss or if they have
ideas, questions or like any concerns. (9F)

Another notable practice concerning the working conditions in Nordic multinational cor-
porations is the flexible nature of their working arrangements. Most of the respondents
mentioned that they are part of a hybrid working model, involving some mix of remote
work and office attendance. Digital collaboration tools that work seamlessly across loca-
tions are instrumental in this flexibility. Participants mentioned the ability remote work-
ing affords in terms of managing their time, working from different places and the flexi-

bility and comfort that can be associated with increased productivity.

Everyone can work remotely if they want to, which is really flexible. (6B)
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Remote work and hybrid work are part of my job. (8C)

I work a hybrid type of job, so | save a lot of time on my commute on those days. |
get to sleep two hours longer and save about an hour and a half a day on com-
muting, which is, at least in my opinion, a really positive thing. (9F)

Furthermore, a few respondents mentioned the importance of in-person communica-
tion, especially when it comes to team building and fostering more informal interactions.
This indicates that, although the digital working environment can create a lot of flexibility,
the physical working environment is still a necessity when it comes to maintaining the

social fabric of organizations.

It would be nice if we could meet more face-to-face settings and if people were
transported to other countries from our office in Finland, so we could actually see
our colleagues in person. (1A)

It’s true that when you meet face-to-face, you might be able to connect better with
the other people, and the conversation might feel more genuine in a way. And |
think that creates a stronger sense of team spirit when you’re actually face-to-face.
(30)

I personally love working in person, I’'m never remote. | guess I’'m still dealing with
some trauma from the pandemic, but | feel that working in the office helps be-
cause when | close my laptop there, | can leave it behind and just go home. It helps
me separate work and free time, because at least there’s that physical distance.
And | also think working in person really helps to build team spirit. (5E)

Today’s work environments make extensive use of digital technology to handle daily
tasks. The interviews revealed that daily work tasks, such as coordination, communica-
tion, and information sharing, are primarily handled through internal systems, email, and
Teams. In many cases, the core of the work is carried out using digital systems that ena-
ble the work to be performed, rather than merely supporting it. Interviewees reported
using multiple digital systems simultaneously as part of their daily work, which demon-

strates how complex the modern digital workplace is. Although the digital workplace
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facilitates access to information and enables more efficient communication at work, it
places demands on employees regarding how much time they spend interacting with

digital systems as part of their daily work.

All of the communication and collaboration we do is happening through digital
platforms such as Teams. We use Teams for everything, for sending messages,
talking to others, meetings, and so on. We also use Outlook. And yes, these tools
make it very easy to collaborate. (7F)

Almost everything is handled digitally now. We have all our meetings on Teams,
and even meetings with clients, and with supervisors, and others like that take
place on Teams. (8C)

Nordic multinational corporations generally offer flexible remote work options that em-
phasize independence as well as digital international collaboration and communication.
However, the use of digital tools creates a work environment characterized by constant
connectivity and diverse communication channels. This helps to understand the context
of digitalization in relation to workforce requirements and resources, which are exam-

ined in the following sections.

4.2 Digital work demands in Nordic MNCs

Digitalization has transformed employee work expectations in Nordic MNCs. Numerous
participants noted that while digital work tools made communication and collaboration
work tasks easier, they also affected communication streams, created expectations of
being available 24/7, and created a rapidly changing work environment. Employees re-
ported that rapid work expectations and digital tools created cognitive and temporal
pressures from having to continually balance premature work tasks, expedite communi-

cation, and manage streams of information.

The study identified three main categories of demands associated with digital work

which were constant connectivity and information overload, the accelerating pace of
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work and digital activities, and the blurring of boundaries between work and personal
life. These themes demonstrate how digital work environments can strain employees’
well-being, particularly by increasing interruptions, reducing opportunities for focused

work, and blurring the boundaries between work and private life.

4.2.1 Constant connectivity and information overload

The results from the interviews show that Nordic MNCs have identified the digital nature
of everyday work specifically for the ingestion of information and the constant need for
connectivity. The respondents described the use of communication channels that in-
clude, but are not limited to, Slack, Teams, and email. As mentioned, each of these chan-
nels is flooded with messages, alerts, and updates on a continuous basis. Employees are

often inundated with irrelevant information.

There’s a lot of information coming in from all directions, and the pressure to stay
constantly connected. I'd definitely say that, even when switching between email,
Teams, and all the other channels, it feels like you have to be ready and available
all the time. (1A)

I don't really feel pressure to stay in constant contact, but yeah, | do feel like |
should reply to messages pretty quickly sometimes, since | get quite a few of them,
which can be stressful at times. (2B)

Most of our communication happens in various Slack channels. There are literally
hundreds and thousands of them. So we have Slack channels for everything from
childcare to dating and recipes, and then, of course, all kinds of work-related chan-
nels. It gets pretty overwhelming when they’re all buzzing at the same time. (5E)

The streams of communication are overwhelming, and the majority of participants tend
to agree. Being a part of many channels, and email threads is often a reason for the lack
of the detail of important information. The ability to reach out to someone digitally, is a
behavioral trigger to interrupt someone, and people interrupt each other a lot during a

workday, and people are likely to be interrupted many times. Workers are constantly
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responding to questions and requests and are expected to switch tasks multiple times in

a day.

Sometimes there’s so much information coming in that it’s hard to keep up with it.
Sometimes something important has been announced, and | completely missed it,
and then | realize later that oh, this thing had actually been announced earlier. (2B)

We have different Teams channels for everything, and people always want to add
as many people as possible to these channels, so they just keep adding people. I'm
also in a lot of Teams channels that have nothing to do with me, and I’'m constantly
getting notifications from them. People also often add me to email threads, and
then | have to read through so much conversation history, which is also really an-
noying. And that leads to, yeah, like you said, there being so much information on
all the different platforms. (7F)

Yeah, | always check right away whenever | get a new message, and of course that
interrupts my work. And it feels like messages are constantly coming in through all
sorts of different channels, and that disrupts my work. (8C)

In addition, the expectation of constant availability emerged from the interviews as a
significant requirement. Participants reported feeling that they were expected to re-
spond to messages quickly, regardless of the communication channel used. This creates
a sense of constant availability, where employees are connected to their work through-
out the day. The interviewees reported that, as a result, it becomes difficult to focus on
individual tasks, as work is frequently interrupted by incoming messages and notifica-

tions.

Then people try to reach you by email and phone, and suddenly someone calls you
on Teams without any scheduled meeting—so yeah, I'd say that puts a lot of pres-
sure on that kind of constant communication. (1A)

Work messages definitely affect my concentration. Sometimes | get into a flow
where I’'m just really focused, but then when | get a few messages, my concentra-
tion immediately drops. (3C)
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4.2.2 Intensification of work and digital pace

Based on the interview results, it can also be said that digitalization has accelerated the
pace of work at Nordic MNCs. The interviewees reported that the pace of communica-
tion has quickened and become immediate. This, in turn, raises the bar for responding
to messages quickly. Because information moves quickly between different digital plat-
forms, employees feel pressure to keep up with the pace of communication and deci-

sion-making.

| would say that the pace of work has increased. (3C)

Work efficiency has improved slightly, but at the same time, the workload and
pace of work have accelerated because information moves so quickly. We’re ex-
pected to respond to everything very quickly. (4D)

I think we’re all quite familiar with this digitalization by now, but | think that it has
made communication in general even more fast-paced. (9F)

According to the interviews, the accelerated pace of work was often linked to stricter
efficiency requirements. The interviewees reported that digital tools speed up work, but
at the same time raise expectations regarding productivity and responsiveness on the
job. As a result, many employees feel a constant sense of urgency at work. Based on the
interviews, tasks must be completed more quickly than before, and communication re-

quires an immediate response.

It’s like things are really hectic and everyone is in a terrible rush, just when you’re
supposed to reply to an email right away. (1A)

In my opinion, digitalization increases the pressure to be efficient, so the risk of
that workload does indeed grow. After all, there’s just more and more digital stuff
all the time. On the other hand, it enables flexibility and new ways of working. (3C)
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| believe that digitalization will continue to influence how people work and collab-
orate, and | believe it will only speed up workflows and increase efficiency. (7F)

Based on the interview outcomes, the desire to have constant responsiveness appears
to promote a reactive working style rather than one that is more structured. Typically,
employees will reactively respond to new emails or messages as they come in through-
out the course of a day. Therefore, they have a hard time maintaining an efficient flow
of work but as indicated by some of the interview participants, the solution is to establish

a schedule for their own work.

You have to be constantly available. There’s just a huge amount of information,
and that’s where the pressure comes from. All the time, messages are coming in
through different channels, messages you’re supposed to respond to and react to.
You have to prioritize these yourself. (4D)

I also try to like schedule focus work time. So, | realize that now | need to focus on
my work for two hours. So, | check the messages maybe before my focus time or
after it, but I try not to check them while my own scheduled focus time. (7F)

4.2.3 Work-life boundary challenges

The interview results show that maintaining boundaries between work and personal life
in digital work environments presents challenges. The interviewees described how con-
stant communication at work extends beyond working hours, as messages and notifica-
tions can arrive at any time of the day. Based on the responses, this creates a situation
where employees may feel mentally connected to their work even outside of working

hours.

Work-related things are always available on my phone, and sometimes | end up
checking and replying to work messages in the evening after work. (4D)

Since | work with people in different time zones from all over the world, it would
be pretty hard to completely ignore or not think about their messages and emails.
So yeah, it could be said that I’'m mentally connected to that work even outside of
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working hours, because those messages come to my phone even when I’'m on my
free time. (8C)

Based on the responses from the interviews, employees working in international teams
in particular reported that time zone differences exacerbate this challenge. Communica-
tion can occur across different working hours, increasing the likelihood that messages
will be received in the evenings or during off-hours. As a result, employees may feel

pressure to be reachable or to respond to messages outside of normal working hours.

Sometimes it feels like | end up responding to work-related matters even outside
of work hours if | get a message from someone who works on a different time zone.
(4D)

Working at an international company where | have colleagues in places like Asia
and the United States, | have to keep in mind that they’re in different time zones
and therefore respond to messages at different times. I try not to check work mes-
sages during my free time, but sometimes | find myself checking my replies with-
out even realizing it, and that’s not a good thing. (5E)

Our team includes employees from different time zones, so | have to make sure
not to reply to their messages while they’re online and I’'m off work, and instead
check those messages when | get to work the next day. (6B)

Based on the interviews, constant availability can also make it difficult to disconnect from
work. The interviewees noted that even when employees are not actively working, the
existence of digital communication channels can create a sense of constant responsibility.
This, in turn, can affect recovery over time as the boundary between work and personal

life becomes blurred.

Yeah, I'm constantly thinking after work that did | get another email. And when |
turn off my computer and decide that my workday is over, and someone hasn’t
replied to that critical thing that I’'m waiting for an answer to. Yeah, it’s a bit stress-
ful, and it’s that kind of subconscious stress where you’re constantly thinking,
“Sure, it’ll be there tomorrow morning when | open my computer,” but you’re still
thinking about it the whole time that what’s left there and what’s new. (1A)
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Sure, it [constant connectivity] does cause stress sometimes, and that leads to ex-
haustion. You can't always disconnect from it, and you end up doing a lot of work
that might be a bit unnecessary. (4D)

I would say that it can be challenging to disconnect from work, especially when
communication is constant. For example, | work with people from India, and
they’re in a completely different time zone, so when it’s nighttime for me, it’s early
morning for them, and that’s when they might start sending me messages. (9F)

In summary, the interview findings indicate that digital work in Nordic MNCs is associ-
ated with several recurring demands. The most prominent demands identified were con-
stant connectivity, information overload, interruptions, and challenges related to work—
life boundaries. In addition, interviewees highlighted the use of many communication
channels, accelerated pace of work, technostress, and increasing pressure for efficiency
as key characteristics of digital work environments. Reactive working style and demands
related to time zones were also mentioned. Table 3 summarizes the key digital work de-

mands identified in the interviews.
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Table 3. Key digital work demands identified in the interviews.

Demand Total

Constant connectivity and availability 7
Information overload 6
Interruptions and reduced concentration 6
Work-life boundary challenges 6
Multiple commmunication channels 5
Accelerated work pace 5
Technostress (overload, complexity, invasion, uncertainty, insecurity) 5
Pressure for efficiency 4
Reactive working style 4
Time zone-related demands 4

4.3 Digital work resources in Nordic MNCs

The results show that digitalization is raising expectations regarding employee well-be-
ing. Based on data collected from employees at Nordic multinational companies, it ap-
pears that expectations regarding employee well-being have grown and that digitaliza-
tion offers many resources for promoting employee well-being. Interview participants
mentioned several ways in which digital tools, flexible work arrangements, and organi-
zational support structures improve efficiency and job satisfaction. The interviews ad-
dressed employees’ ability to manage their work more independently using digital tools,
collaborate effectively across geographically dispersed locations, and adapt to a chang-

ing work environment.

Based on the analysis, the digital work resources offered to employees can be divided
into four main categories. These are flexibility and autonomy, digital tools and proce-

dures that facilitate collaboration, social and managerial organizational support for
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employees in utilizing digital resources, and opportunities for learning and developing
the skills needed to effectively utilize digital resources. In summary, these four areas of
digital resources demonstrate how the support organizations provide to their employees

through the use of digital resources can improve employee well-being.

4.3.1 Flexibility and autonomy

A key factor that emerged in the interviews was the increased flexibility enabled by dig-
ital work. The interviewees described how hybrid working models and remote work op-
tions give them the freedom to organize their work more flexibly than before. According
to the interviews, digital tools enable working from different locations and flexible
scheduling of working hours, which was generally seen as improving work-life balance

and overall job satisfaction.

Personally, | do hybrid work, so the work itself is more flexible, the hours are more
flexible, and | also have the autonomy to do the work on my own. | really like that.
(30)

The ability to work remotely and perhaps that kind of flexibility really do improve
well-being and motivation. It makes it easier to balance work and personal life. If
something comes up that requires you to work remotely, or if you have long travel
times to work, it’s easier to work remotely—and that really helps a lot. It definitely
increases motivation, too. (4D)

In my opinion, the most important factor for motivation is flexibility in how and
where the work is done. The fact that you can choose for yourself. (7F)

In addition to flexibility, independence was repeatedly highlighted in the interviews as a
factor that supports well-being. According to the interviews, employees are often given
responsibility for managing their own tasks and schedules, which can increase motiva-
tion and a sense that they have control over their work. Several interviewees reported
that the ability to plan their work independently helps them work more efficiently and

in accordance with their own preferences. This points to the fact that digitalization can
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strengthen employees’ sense of influence and commitment when combined with trust-

based management practices.

It’s definitely the flexibility and autonomy, and the ability to manage my own desk,
that really helps motivate me. But as | mentioned, there are challenges, of course,
but it’s all in my own hands. It’s my own responsibility to get things done. It’s def-
initely really great that you get to have an impact yourself. (5E)

In our organization, we’ve always been given autonomy in our work—we’re as-
signed a task, and then we go over it at some point, but | get to handle it on my
own. That’s important, and it gives me the feeling that my work matters more and
that my own input is being trusted. (6B)

My job is really independent. My job is basically completely independent, and | do
it on my own, and my workplace gives me independent responsibility for it. Of
course, employees are given support, but for the most part, the effort always
comes from the employee themselves. (8C)

4.3.2 Digital tools supporting collaboration

According to the interview results, the majority of interviewees identified digital tools as
being extremely important for facilitating collaboration and communication among em-
ployees in Nordic MNCs. Platforms, such as Teams, Slack, and SharePoint, are considered
essential daily work tools because they enable employees to coordinate tasks, share in-
formation, and meaningfully communicate with their colleagues who are dispersed
among various geographic locations. Although there are numerous online work plat-
forms available to employees, the majority of these platforms are also found to be es-

sential.

Id say you can get everything done twice as fast—or at least a lot faster. Perhaps
people within the company haven’t fully realized yet just how much it actually
speeds things up and frees up time when you have all those digital tools at your
disposal. (1A)



63

Everyone uses the same systems and the same shared project management tools.
Since the documents in SharePoint are cloud-based, we can all work on the same
topics. Whether we’re working at the same time or at different times, everyone
saves the same information there. Then we can very transparently track our team-
mates’ tasks and work progress from there. And this is also in use across different
teams and countries. (4D)

The interviewees noted that digital tools significantly facilitate international collabora-
tion. Working across national borders and time zones was described as a normal part of
daily work, and based on the interviews, digital platforms enable communication regard-
less of physical distance. Employees often viewed this as a major advantage, as it enables

faster information sharing and more effective teamwork.

Yeah, I'd say that digital tools have made my job easier; the work itself goes a lot
more smoothly and so on. (2B)

We’re in touch with our colleagues and partners every single day, mostly via email,
but of course we also have meetings with them. Those meetings are usually held
on Teams, so we can easily connect with people in other countries even if we're in
different time zones. (6B)

Teams is the most important channel for us, we use it between our team members,
but also across countries. It’s really easy to have Teams meetings, even if you’re in
a different country or time zone, it still works really well. (8C)

Without digital platforms, this kind of international collaboration would be much,
much slower and more difficult, and now we’re able to share information and co-
ordinate our work almost in real time, which | think is really great! (9F)

The interviews also revealed that digital tools can be used to structure employees' work
processes and facilitate accessibility to information. Interviewees reported that the dig-
ital tools available allow employees to easily search for documents, monitor their ongo-
ing tasks and projects and keep them up to date. As a result, the use of digital tools
positively supports employee productivity while reducing uncertainty in daily work. Dig-

ital tools, therefore, were identified by interviewees as not only necessary for employee
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productivity but also as important resources required to promote fully seamless collab-

orative and efficient operational organizational activities.

In my job, all these digital tools make my work easier because the documents and
information | need are often in one place, so | don't have to search for everything
across multiple platforms. We also have a general rule here that we use the same
SharePoint sites for example, and so on. (1A)

For me, when | can track tasks and projects using digital tools, my work becomes
clearer to me, and it’s easier to get a better picture of what I’'m doing. (4D)

The interview results further support that Al is used increasingly in the workplace. The
interviewees reported that Al helps them work efficiently and productively by providing
them with suggestions quickly and helping them solve their problems. Additionally, sev-
eral of the respondents indicated that the use of Al technology will also require them to
learn new skills to continue using these tools successfully in their jobs. However, there
was general agreement among the participants interviewed about the positive impact
on job performance and the reduction of total work done when properly completing Al-

related tasks.

Since artificial intelligence is constantly evolving, it will indeed eliminate some
manual work. That leaves more time to focus on other essential tasks that Al can’t
handle. (3C)

Yes, it’s a pretty big responsibility for people to figure out how to use Al tools and
like, you really have to put in a lot of effort yourself to learn how to make the most
of them. We have a project to build up our capabilities internally, because people
are at very different levels when it comes to using Al. We have people who build
bots for a living, and then we have people who open up Gemini or Copilot once a
week. We’ve identified this as a problem and a challenge at the company level, of
course. More specialized training and other related projects are definitely on the
way. (5E)

Not only does it [Al] make things easier, but it also brings diversity to the work.
We’ve also had training sessions for the entire staff on Copilot—how it works and
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how to use it. We also had a contest for the entire staff last year, to see if we can
come up with good ideas on which of our processes we should automate using Al
and how to use it. We are encouraged to make more use of Al because it makes
the work so much easier. (6B)

4.3.3 Social support and leadership

In addition to technological tools, social and managerial support emerged as an im-
portant factor influencing employee well-being in digital work environments. Partici-
pants emphasized the role of supervisors and team leaders in providing guidance, sup-
port, and clear communication. Especially in remote and hybrid work settings, the im-
portance of maintaining regular contact and ensuring that employees feel supported

was highlighted.

My boss is based in Denmark, and | have regular meetings with him to discuss
how things are going and what his thoughts are on how the work is progressing.
So, I'd say it’s really easy to get feedback, even though my manager is based
overseas. Overall, in our company, we very often have these feedback surveys
within the team or within the company itself, asking how things are going, what
you’re up to, and how you’re holding up. (1A)

Id say that you do get both social and peer support really well through the digital
environment, but of course it’s not quite the same as it would be in person. (2B)

I'd say | get that [social and managerial support] easily, but that’s mainly because
I’'m working in a hybrid role. | can ask for help, and my supervisor is really easy to
reach—either through Teams or in person. Then we have, for example, online
meetings where we go over current issues, and then monthly meetings with my
supervisor where we go over goals and results, and we can even open up about
personal matters. | think that’s really important in a digital environment like this.
(7F)

Team-level support was also described as a key resource. Open communication within
teams, willingness to help colleagues, and a supportive atmosphere contribute to a more

positive work experience. In some cases, managers were described as acting as a link
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between employees and higher management, helping to clarify expectations and com-

municate organizational changes.

Especially in our team, the way it works is that we talk right away if there are any
changes or updates, and you can call immediately to your supervisor or team
members and so on. So, you really do get a lot of support from your teammates
when working remotely in a hybrid model. When you have a team that’s so acces-
sible, someone is always there to respond and help right away. (2B)

What’s really important to me is that there is trust within the team, so that people
feel comfortable asking for help. For example, if someone or a certain team is
swamped with work, the other members of that team will help out, or other teams
will step in to assist with those tasks. (3C)

For example, our goals and organizational changes come directly from upper man-
agement, and then our supervisors share them with us, and we go over them to-
gether. This works quite well, even though sometimes it feels like senior manage-
ment doesn’t quite understand our work and so on. But communication between
the different levels is still quite smooth and fast, | think. (8C)

We have a very open atmosphere in our team, and we know each other very well.
That’s why | always ask for feedback on my work, and others regularly ask me for
feedback as well. (9F)

4.3.4 Learning and digital competence

Finally, opportunities for learning and developing digital skills are seen as an essential
resource concerning digital work. Participants reported that organizations offer training,
such as onboarding on new systems and more advanced topics, i.e. artificial intelligence

in order to assist employees in their adaptation to digital tools and processes.

We had a lot of internal courses, so there are plenty of them available. For example,
if you want to learn Excel, a graphics program, or anything else, the company pays
for you to take the course, and you can develop your own skills. These are strongly
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encouraged, and with a low barrier to entry, you can participate even during the
workday and develop your digital skills. (1A)

Yeah, those courses really help, especially when it comes to using new systems. If
there are any changes, you’ll feel much more confident about it. After all, change
is often seen as really difficult in larger teams, so those courses definitely help with
that. (4D)

Continuous learning was seen as necessary due to the rapid development of digital tech-

nologies. Employees are expected to update their skills and learn how to use new tools

effectively. While this can be demanding, it was also viewed as a positive opportunity for

professional development.

Nowadays, it’s really important to actually have the courage to try out new digital
tools and then start using them at work, because they often make the work a lot
easier and faster. (3C)

Sometimes it's really stressful trying to keep up with new technologies. You can't
always keep up. But then you get help from your colleagues, and you just need to
be more willing to try things out yourself. (6B)

Technology is developing so fast that companies have no choice but to keep up,
while also providing their employees with training in new digital technologies. (7F)

Building digital competence assists employees with their confidence in their work and

provides them with the capability to utilize and manage digital tools and systems. This

can further decrease frustration and improve efficiency when performing daily tasks. The

study indicates that organizations that commit to employee learning and skill develop-

ment will strengthen employees’ ability to cope with the demands of digital work and

enhance their overall well-being.

| definitely feel much more confident as an employee when | know how to use
those digital tools. And when you’re more confident with those tools, your work
becomes more efficient as well, | would say. (1A)
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| feel that, from an employer’s perspective, it’s certainly very important for the
future that the employer provides the necessary training and support for using
different work tools. And with new technological breakthroughs constantly
emerging, how the company implements them and then how employees actually
learn to use them in their work. There is a huge responsibility on team leaders and,
in the bigger picture, it’s also important to allocate a budget for this kind of inter-
nal training and for developing internal capabilities. (5E)

At the organizational level, we’re encouraged to use various digital tools to help
our work, and that’s the general guideline for everyone. I think that’s a good thing.
(F)

In summary, the interview findings indicate that digitalization provides several key re-
sources that support employee well-being in Nordic MNCs. The most important re-
sources identified were digital collaboration tools, flexibility and remote work, autonomy,
social and managerial support, and opportunities for learning and developing digital
competence. In addition, the access to information and increasing use of Al was per-
ceived as an emerging resource that enhances efficiency and supports daily work tasks.

Table 4 summarizes the key digital work resources identified in the interviews.
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Table 4. Key digital work resources identified in the interviews.

Resource Total

Digital collaboration tools 9
Flexibility and remote work 9
Autonomy and independence 8
Social and managerial support 8
Learning and digital competence 8
Access to information and task clarity 7
Artificial intelligence (Al) as a resource 6

4.4 Impact on employee well-being

The results of the interviews illustrates that digitalization impacts the health and well-
ness of employees of Nordic MNCs in a variety of ways. Digitalization can neither be
classified solely as positive or negative. Rather, it impacts the wellness of employees of
Nordic MNCs as a result of the ever-changing relationship between what is asked of them
(demand) and what tools are available to fulfil those demands (resources). While there
are numerous examples of digital technology and flexibility of work arrangements sup-
porting improvements in efficiency, autonomy, and collaboration, at the same time there
are also examples where digital technology and flexibility of work arrangements create
new challenges for employees. These relate to cognitive load, time urgency, and bound-
aries between work and personal life. Therefore, the impact of digitalization on employ-

ees of Nordic MNCs is a combination of both positive and negative effects.

Based on the interviews, three key dimensions were identified through which digitaliza-

tion affects employee well-being. These were cognitive load and concentration, stress
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and pressure, and work-life balance. These dimensions reflect how the demands and

resources of digital work are experienced in daily work practices.

4.4.1 Cognitive load and concentration

One of the most significant effects of digitalization on employees of Nordic MNCs is
cognitive load and concentration. According to the data collected in this research, the
constant stream of digital communications, such as emails, messages, and notifica-
tions, leads to substantial amounts of information being processed by employees dur-
ing the course of the workday. This results in increased mental workload and greater

difficulty concentrating on individual tasks.

Whenever | get Teams messages or emails, my work gets interrupted the moment
they pop up on my screen. It’s hard to get back into that work mindset, | would
say. And then, with so much information coming in from all these different chan-
nels, it feels like my mind gets a bit foggy at times. (2B)

There's so much information coming at us from every direction that sometimes it
feels like you either have to keep up or fall behind. (6B)

Participants reported interruptions to their flow of productivity when they receive a
number of messaging notifications. This causes them to be fragmented in how they work.
Because there is a constant switchover between multiple types of work and communi-
cation mediums, participants indicated that they typically do not get to complete their
work on the same task in order. This continual shifting from task to task or from one form
of communication to another can take its toll on an individual’s overall concentration

due to the amount of cognitive energy needed with each switch.

Sometimes it feels like there’s so much information coming at you from all direc-
tions that you can’t focus on anything anymore. And then it’s easy to just pick up
your phone and start scrolling through it. (3C)
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Yeah, | do have trouble staying focused. | can't say exactly why, but I'm sure it's
partly because there are so many different channels for messages and information.
And | find myself checking them too—for example, | check my email or Teams re-
ally often to see if anything important has popped up that | need to respond to
right away. (4D)

Yeah, my work or concentration gets disrupted every time a notification pops up
on the screen. (8C)

Additionally, it can be argued that technology supports cognitive process by providing
access to helpful information and structure for how one’s tasks are performed. For ex-
ample, the use of shared technology platforms or digital systems enables people to mon-
itor their progress, have access to the documents they need to perform their duties, and
understand what is happening with their coworkers or other employees. This suggests
that digitalization simultaneously increases cognitive demands while also providing tools

that help manage these demands.

Yeah, | think it’s really great that we have all these digital platforms, because it
lets us keep our coworkers informed faster and more efficiently, even across dif-
ferent countries. We all use the same SharePoint platforms, so everyone gets the
same information in real time. (2B)

Digital tools make work easier because the necessary documents and information
are easy to find, and you don’t have to search for everything separately in different
places. It’s like you always know where to find the information or then you can ask
your colleague about it. (4D)

In my opinion, shared platforms make it easy to see at a quick glance where things
are at, what’s already done and what’s still missing, which helps me get a better
picture of my own work. So, it kind of brings a certain structure to my work. (5E)

Overall, the findings indicate that digitalization creates a more cognitively demanding
work environment, where the ability to manage attention and prioritize information be-

comes increasingly important for maintaining well-being.



72

4.4.2 Stress and pressure

The findings also highlight that the way an organization uses digital technologies can
have an impact on how stressed and pressured employees feel at work. Many of the
employees that participated in the research mentioned that the increased rate of com-
munication and expectations of a rapid response led to a greater sense of urgency in
their daily jobs. Because of this urgency, many employees reported feeling like they
needed to stay connected at all times, which produces a considerable amount of pres-
sure since they are trying to keep up with the constant flow of communication and only

do so much with their workload.

Well, yeah, I'd say things are really hectic and everyone’s in a terrible rush—just
when you’re supposed to reply to an email right away, another message pops up
on Teams. The default assumption is that everyone responds really quickly. We
don’t make unnecessary calls or anything, but then there are all these communi-
cation channels. So, you’re supposed to be on them all the time, ready to respond.
(1A)

Yeah, the workday does get a bit hectic when you have to respond immediately on
Teams all the time. Or | often get this feeling that something is really urgent, but
it actually isn’t. Of course, sometimes things are genuinely urgent, but they aren’t
always—yet I still feel that stress and that sense that | have to reply to those mes-
sages right away. (3C)

| often feel like | should reply to messages right away, and that definitely makes
me stress out more. (4D)

In addition, the continuous flow of information and multiple communication channels
can create a feeling of overload. Participants described situations where the volume of
messages and tasks becomes difficult to manage, leading to frustration and mental strain.
This suggests that digital work demands can accumulate and intensify, particularly when

employees are required to handle several tasks simultaneously.
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We use Slack and Teams about 50-50, and especially on Slack, we have a lot of
different channels, and sometimes it feels like there are even some channels that
are completely unnecessary. Then notifications keep popping up, and we just try
to keep up with them. (4D)

There's already so much to do, and then when you get a lot messages from differ-
ent channels, it definitely adds more stress to the job, at least for me. (8C)

Our organization has a lot of different Teams channels. I've been added to many
channels where | don’t really need to even be. Then | get a lot of unnecessary no-
tifications from these channels. I’'ve muted most of them myself, but it’s still a bit
annoying. (9F)

The findings also indicate that some of the digital tools and resources available to em-
ployees can help reduce the levels of pressure and stress caused by digital work demands
at times. Some of these tools and resources include having flexibility in working arrange-
ments and implementing autonomy in managing and completing tasks that allow em-
ployees to arrange their workload in ways that lower their stress. Additionally, having
the support of coworkers and managers has also been shown to help employees when

dealing with digital work demands.

Flexible work hours suit me really well, because it saves a lot of time and lets me
plan my day much better. (2B)

In a way, because my work is very independent and | can do it all by myself from
home, it actually reduces stress—since we really rely on both individual and team
efforts—and that definitely improves how I feel about my work. (4D)

For me, the most important thing in a stressful work environment and in managing
that work is my coworkers and their support. Of course, it’s also important to get
the necessary support from my boss, and luckily, | get support from him regarding
my work as well. But my coworkers are the most important—it’s nice to work when
you have a great team and can always get help if you need it. (5E)
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4.4.3 Work-life balance

Digitalization also affects how we see our job versus our personal life. Research shows
that with the continual use of digital communications and being virtually connected to
the workplace at all times, employees have blurred the lines between when they are at
work and when they are not. This is problematic for employees who are receiving con-
stant messages and notifications after normal working hours and creates a feeling of

always having an obligation to their job.

I'd say that, for example, LinkedIn, a lot of people want to add you as a connection
there. There’s nothing wrong with that, but then it’s a bit like when you scroll
through your LinkedIn feed and you have a lot of coworkers and friends there, you
constantly see a lot of internal company communications. And you can’t really es-
cape it, so you end up thinking about work-related stuff whenever you come across
company posts on social media. (1A)

I don't have a work phone myself, and | wouldn't want one either, because I'm sure
I'd end up working after my actual working day or checking messages on it. But,
for example, I’'ve noticed with other employees in our organization that if they do
have a work phone, they’ve said they end up using it at home in the evenings to
check messages and stuff. (2B)

Well, personally, | don't feel like it [digitalization] really disrupts the work-life bal-
ance. Of course, it has some impact, and since | try to always be available, | end
up checking work-related things in the evenings or on weekends. (6B)

At my job, | don’t have Teams on my phone, so there’s no way for anyone to reach
me or bother me during my free time. I’'ve wanted to draw a strict line there—I
don’t download it because it’s not required for my job. (8C)

In particular, participants working in international environments highlighted that time
zone differences contribute to this challenge. Communication across different regions
may extend the workday beyond traditional hours, making it more difficult to fully dis-
connect from work. As a result, opportunities for recovery and psychological detachment

may be reduced.
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Sometimes | feel like | end up responding to work-related messages even outside
of work hours if | get a message from a team member, especially when team mem-
bers are working in different time zones. And then, when I’'m bored at home, |
easily end up replying to those messages. (4D)

Yes, for example, I’'ve noticed that when I’'m in contact with colleagues in other
countries, if they reply to me in the evening, | automatically check what they’ve
said and might reply to the email right then and there. The fact that you’re work-
ing in a different time zone certainly doesn’t improve the work-life balance. But
I'm used to it, though. (6B)

At the same time, digitalization also enables greater flexibility, which can support work—
life balance. The possibility to work remotely and adjust working hours allows employees
to better integrate work with personal life. Many participants viewed this flexibility as a
positive aspect of digital work, as it provides more control over when and where work is

performed.

Personally, | really like that we have a hybrid work model, so | can decide for myself
when | go to the office and when | work from home. For me, at least, this really
helps to improve the work-life balance. Of course, we also have mandatory office
days for the whole team, but it’s always nice to go there, too. (3C)

For example, if | have something to do in the morning, it’s nice that | can start work
whenever it suits me and finish whenever it’s best for me. So, this is definitely a
big plus for me in terms of flexibility. (5E)

| think that the hybrid work model is a really good thing, because it allows you to
improve your work-life balance by choosing for yourself when you want to be in
the office and when you don’t. (7F)

4.5 Summary of findings

The impact of digitalization on employee well-being manifests as a clear dichotomy con-

sisting of supportive and demanding factors. On the demanding side, digital work offers
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employees, for example, flexible working hours, the freedom to choose their workplace,
new and better ways of communicating, and better access to information. On the sup-
portive side, however, digital work increases pressures on employee well-being related
to the volume of information, the speed of work, and expectations regarding constant

responsiveness.

The results indicate that being an organization based in Nordic countries significantly
influences how people experience digital working. The interviews provided evidence
that these organizations tend to be international, digitized workplaces, and offer a de-
gree of flexibility in the way that employees are able to work, and as a result place sig-
nificant emphasis on trust, autonomy, and open lines of communication between em-
ployees. Collectively, these features of the workplace would appear to contribute to an
ideal environment for engaging in digital work activities and enable employees to work
more autonomously with greater ease across locations. Conversely, however, employees
in this type of organization face increased demands associated with their ability to utilize
multiple channels of communication, manage their work activities across multiple time

zones, and maintain responsiveness while working in highly connected environments.

A central finding of this study is that digital work demands, and digital work resources
exist simultaneously and often within the same work practices. For example, digital com-
munication tools were described as essential for collaboration and efficiency, but also as
major sources of interruption, overload, and pressure. Similarly, remote and hybrid work
were associated with flexibility and better control over one’s work, while also making it
more difficult for some employees to detach from work outside working hours. This sug-
gests that the impact of digitalization on employee well-being cannot be understood as
purely positive or negative, but rather as dependent on how the balance between de-

mands and resources is managed in daily work.

Overall, the findings of this study show that digitalization has increased opportunities as

well as pressures of work on employees at Nordic multinational corporations and,
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therefore, this has had an impact upon employee well-being. Employee well-being is
best supported by having sufficient flexibility, autonomy, support and digital competence
to assist employees in meeting the demands of digital work. Whereas, employee well-
being can be negatively impacted when the volume of communication, rapidity of work
and expectations for availability exceed an employee's capacity to cope or manage. The
results of this study provide the basis for the subsequent discussion chapter where the
results are discussed in relation to previous literature and the theoretical framework of

the study.
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5 Discussion

This chapter discusses the findings of the study in relation to previous literature and the
theoretical framework. First, it examines how the demands of digital work relate to em-
ployee well-being, followed by a discussion of the role of digital work resources in sup-
porting well-being. The chapter then considers the overall impact of digitalization on
employee well-being in Nordic multinational corporations. Finally, an updated theoreti-

cal framework is presented based on the findings of the study.

5.1 Digital work demands and employee well-being

According to the results of this study, Nordic MNCs experience an array of demands in
their use of digital technology as it relates to work that could contribute to adverse ef-
fects on employee well-being. Key characteristics of the Nordic digital workplace were
found to be constant connectivity, information overload, a fast pace of work, and the
inability to distinguish between work and non-work-related activities. While these char-
acteristics of the Nordic digital workplace are in agreement with previous research re-
garding multinational digital work demands, they also provide a richer and more nu-
anced context-specific portrayal of how these demands manifest themselves among em-

ployees in Nordic MNCs.

A key outcome of this study is that employees experienced a continual barrage of incom-
ing communication via multiple digital channels that places significant pressure on them
to be available for contact and to respond quickly whenever possible. This finding sup-
ports prior research that has shown how digitalization increases the expectation of real-
time feedback and the requirement of being continuously available to respond to other
people in a globally integrated working environment (Bhandari et al., 2023, p. 2; Cantwell
& Shukla, 2025, p. 10). However, the present findings add that in everyday work this is
experienced not only as a faster pace of communication, but also as fragmented work.
Interviewees described having to shift attention repeatedly between messages, meet-

ings, and tasks, which reduced concentration and made work feel more interrupted
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rather than more efficient. In the Nordic MNC context, this appears particularly relevant
because digital work is embedded in international coordination across teams, locations,

and time zones.

The findings also confirm earlier research on information overload. Previous studies have
demonstrated that when the amount of information received eventually exceeds an in-
dividual's personal processing capacity, their decision-making ability and performance
tend to degrade (Horlings et al 2023, pp 222-223). Furthermore, the majority of partici-
pants in this study indicated they experienced difficulty trying to keep up with the over-
whelming number of messages, notifications and updates across multiple systems. Be-
cause of this, the participants were mentally fatigued as a result of trying to focus on
mentally demanding functions. These results support the contention that there exists a
considerable cognitive overload due to the digital workplace, in addition to benefits re-

lated to efficiency gains.

Another important demand identified in the data is the acceleration of work. Many par-
ticipants described digital work as fast-paced and urgent, with expectations of rapid re-
sponses and short timelines. This supports earlier research showing that information
and communication technologies reshape not only how work is performed, but also the
speed and intensity of work (Cijan et al., 2019, pp. 4-5). The findings of this study refine
this view by showing that in Nordic MNCs accelerated work is closely tied to the com-
bined effects of multi-channel communication, international collaboration, and continu-
ous responsiveness. In this sense, the pace of digital work is not only a technological

issue, but also an organizational one.

The findings further show that digital work demands frequently extend beyond formal
working hours. Several participants reported remaining mentally connected to work dur-
ing evenings or outside regular working hours because of messages, ongoing communi-
cation, or collaboration across time zones. This is in line with earlier studies suggesting

that remote and digitally mediated work can blur the boundaries between work and
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private life, even when flexibility is generally viewed as beneficial (Alsos & Dglvik, 2021,
pp. 50-51, 78). The findings also reflect features of techno-invasion, where technology
extends work into employees’ private lives and weakens their ability to detach from work
(Kumar, 2024, p. 2). In Nordic MNCs, this challenge appears to be intensified by the in-
ternational nature of everyday digital workflows, where employees are expected to re-

main accessible across different temporal and geographical settings.

Overall, the findings indicate that digital work demands in Nordic multinational corpora-
tions are not limited to isolated stressors, but form an interconnected pattern of con-
stant communication, interruptions, cognitive overload, rapid responsiveness, and
boundary blurring. While these observations are consistent with prior JD-R-based re-
search showing that high digital demands may impair employee well-being (Kunzelmann
& Rigotti, 2021, pp. 311-312), this study adds a more context-specific insight. In Nordic
MNCs, these demands are intensified not only by digitalization itself, but also by the
combination of high digital maturity, cross-border coordination, and organizational

norms that assume autonomy and ongoing accessibility.

5.2 Digital work resources and employee well-being

The findings of this study show that digitalization has created new demands of employ-
ees and importantly, new resources from which employees can benefit, thus enhancing
employee well-being in Nordic MNCs. In particular, flexibility, autonomy, digital collabo-
rative tools, social and managerial support, and learning opportunities to be key re-
sources identified from the interview data. These findings provide a similar basis as pre-
vious studies identifying that digital work-related resources contribute to employee mo-
tivation, engagement and well-being, while also providing a more contextualized under-

standing of the role that these support resources play in Nordic MNCs.

One of the most important resources identified in the findings was flexibility associated
with hybrid and remote work arrangements. Employees described digitalization as in-

creasing their ability to organize work more independently in terms of time and location.
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This supports earlier studies suggesting that digitalization can enhance flexibility and im-
prove work engagement and well-being (Cijan et al., 2019, pp. 4-5). In the present study,
flexibility was often linked to improved work-life balance, reduced commuting, and
greater control over the working day. At the same time, the findings suggest that the
value of flexibility depends on how it is structured in practice. In Nordic MNCs, flexibility
appears to function as a meaningful resource when it gives employees room to organize
work in ways that support both performance and well-being, rather than simply extend-

ing work across more times and spaces.

The data showed that autonomy is a significant source of motivation for employees as
they described their digital work activities as self-directed. Further, these employees said
they valued being trusted to manage, order, and finish their tasks without having their
supervisors check in frequently. This is consistent with findings from earlier studies
which indicate autonomy is an essential contributor to both motivation and well-being
(Kunzelmann and Rigotti, 2021, 311-312). However, this additional perspective provides
a more nuanced view of the impact of autonomy on well-being in Nordic MNCs. In this
type of environment where there are low levels of hierarchy and trust-based forms of
management, autonomy supports employee well-being only if the employee has both
responsibility and adequate levels of support from the organization. Without sufficient
clarity concerning expectations and processes, autonomy may not only inconvenience
employees by requiring them to personally manage their own boundaries, such as work
hours and load, but it may also add to their stress. Therefore, it can be said that auton-
omy does not provide value to employees by itself. However, when employees have ac-
cess to supportive resources and clear expectations, autonomy can provide the greatest

level of benefit.

The study participants thought that digital collaborative tools are critical resources in
carrying out their daily jobs. They characterized Teams, Slack, and SharePoint as the pri-
mary tools used to communicate, coordinate tasks, and access information across geo-

graphically dispersed teams. This is in line with prior research indicating that the use of
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digital technologies enables organizations operating in multiple countries to collaborate
more effectively and efficiently by minimizing temporal and spatial separation (Bhandari
et al 2023: p. 7; Cantwell & Shukla 2023: p. 10). Moreover, the study's results provide
further evidence of how employees used these types of tools daily. In addition to facili-
tating collaboration, the shared systems and real-time capabilities of these tools helped
workers complete tasks and locate document files while maintaining visibility into the
work of other employees located in different countries. As such, digital tools served both
as communication channels and resources that provided employees with a greater de-
gree of structure and predictability when performing their day-to-day tasks. This seems
particularly relevant for Nordic MNCs where companies use digital coordination as an

integral element of cross-border collaboration and virtual teams.

Another central resource identified in the findings was social and managerial support.
Employees emphasized the importance of accessible supervisors, supportive teams, and
established practices of open communication, particularly in hybrid and remote work
settings. This is consistent with previous research showing that social support is an im-
portant resource for maintaining well-being and engagement in digital work environ-
ments (Kunzelmann & Rigotti, 2021, pp. 311-312). The present findings add that in Nor-
dic MNCs such support is closely connected to leadership behaviors that reflect trust,
openness, and availability. Regular communication and constructive feedback were de-
scribed as especially important in maintaining a sense of connection and support when
face-to-face interaction is limited. This suggests that in digital work environments, man-
agerial support is not only a general resource, but also a key mechanism through which

organizational culture is made visible in everyday employee experience.

Training options for acquiring digital competence and enhancing digital capabilities
emerged as another critical resource. Previous studies have indicated that continuous
learning and improving one's digital competence were ways for employees to deal with
technology and unpredictability (Kumar, 2024, p. 4). While hands-on training remains

important, the purpose of learning is also to boost self-confidence, create new career
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opportunities, and reduce frustration related to digital work. The developing role of Al
was highlighted throughout the research. Interviewees discussed several ways in which
they could use Al as a tool for processing information, generating content, and solving
problems, thus increasing their productivity and decreasing the amount of work they
had to do manually. While the results of the study show that the outcomes of using Al
will vary depending on how well the organization trains and supports employees when
using Al, these findings support the continuing need for organizations to provide em-
ployees with an opportunity to utilize the tools and develop their skills to make the tools

meaningful.

Overall, the findings indicate that digital work resources play an important role in sup-
porting employee well-being in Nordic multinational corporations. Flexibility, autonomy,
digital tools, social support, and learning opportunities all contributed positively to em-
ployees’ ability to manage digital work. However, the findings also show that these re-
sources are not automatically beneficial. Their value depends on how they are imple-
mented, supported, and embedded in everyday work practices. In this sense, the study
adds to earlier research by showing that in Nordic MNCs digital resources support well-
being most effectively when they are accompanied by clear structures, supportive lead-
ership, and organizational practices that help employees manage the demands of digi-

tally mediated work.

5.3 The overall impact of digitalization on employee well-being in Nor-

dic MNCs

Results from this research suggest that digitalization affects the well-being of employees
in Nordic multinational corporations in complex and ambiguous ways. Digitalization gen-
erates both beneficial and detrimental outcomes simultaneously, therefore creating pos-
sibilities to support and damage the well-being of employees at the same time. The over-
all impact depends on how digital job demands, digital job resources, and the wider or-

ganizational context interact in employees’ everyday work. In this respect, the findings
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suggest that employee well-being is shaped less by digitalization itself than by the bal-

ance that develops between its enabling and straining effects.

A central finding of this study is that digitalization increases both demands and resources
at the same time. In the interviews, employees mentioned an increase in cognitive load,
a faster pace of work, constant communication, and difficulty disconnecting from work.
On the other hand, there were also accounts of increased flexibility and independence,
improved collaboration, and more efficient ways of organizing work. This is consistent
with earlier research showing that digital work can simultaneously generate both de-
mands and resources (Kunzelmann & Rigotti, 2021, pp. 311-312). However, the present
findings add that in Nordic MNCs these effects are often experienced simultaneously
within the same work practices. Digital tools that facilitate collaborative and flexible
working arrangements can cause disruption and create high expectations for individuals
to respond promptly outside of formal working and scheduled hours. Therefore, that is
why digitalization cannot simply be divided into a positive and negative side. Instead, a
more dynamic approach is needed to understand how digital work is experienced in eve-

ryday working life.

The findings further indicate that negative well-being outcomes become more visible
when digital demands are not sufficiently balanced by available resources. Interviewees
described reduced concentration, increased stress, and difficulties in detaching from
work, especially when working across several communication channels or across differ-
ent time zones. These findings are in line with earlier research on technostress, which
links technology use to information overload, invasion of non-work time, and constant
pressure to adapt (Kumar, 2024, pp. 2-4). In the present study, however, these pressures
appear particularly pronounced in work environments where digital communication is
continuous and international coordination is part of everyday practice. This adds a more
context-specific insight by showing that in Nordic MNCs the intensity of digital demands
is shaped not only by technology use itself, but also by the cross-border and always-

connected nature of multinational work.
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At the same time, the findings show that digital resources can significantly support em-
ployee well-being when they are available and effectively embedded in daily work. Fre-
quently mentioned resources included flexible work arrangements, autonomy in task
management, accessible digital tools, and support from supervisors and colleagues.
These resources were associated with greater efficiency, stronger motivation, and better
work-life balance. Earlier research has similarly shown that job resources can buffer the
effects of demands and contribute positively to engagement and well-being (Kunzel-
mann & Rigotti, 2021, p. 311). The present findings extend this understanding by show-
ing that in digitally mediated Nordic MNC work, resources are most effective when they
do not only provide freedom, but also create clarity, support, and predictability. In other
words, resources support well-being not simply because they exist, but because they

help employees manage the complexity of digital work.

An important overall insight of this study is that the Nordic multinational context shapes
how digitalization is experienced. Organizational features such as trust-based manage-
ment, low hierarchy, open communication, and high employee autonomy as organiza-
tional features can reinforce the positive impacts of digital resources by giving workers
increased control in determining how to arrange their job. However, these same organi-
zational features may also shift more of the individual obligation to handle workload,
availability and boundaries to individual employees. Consequently, the Nordic context
does not alter the challenges posed by digital work but rather influences how these chal-
lenges are perceived and addressed. The findings are significant because they imply that
organizational values believed to be advantageous can have unanticipated negative ef-

fects when they coexist with high digital intensity and international cross-coordination.

Ultimately, the results indicate that the connection between digitalization and employee
well-being in Nordic multinational corporations is best conceived of as an ongoing bal-
ancing mechanism of resources and demands in relation to a particular organizational

environment. When digital resources are appropriately facilitated, employees perceive
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digitalization as enabling, stimulating, and promoting their well-being. When demands
exceed available resources, however, employees are more likely to experience stress,
cognitive strain, and difficulties in maintaining work—life balance. Thus, the overall con-
tribution of this study is to show that the relationship between digitalization and em-
ployee well-being is not fixed but shaped by the continuous interaction between digital
work practices, available resources, and the contextual conditions of Nordic multina-

tional corporations.

5.4 Updated theoretical framework

The purpose of this study was to examine how digitalization influences employee well-
being in Nordic multinational corporations. Based on the empirical findings, the initial
theoretical framework presented in Figure 5 was further refined to better reflect the

complexity of digitally mediated work in Nordic MNCs.

The findings support the general view that employee well-being is shaped by the inter-
action between job demands and job resources. The study also shows that in digital work
settings the boundary between these categories is not always clear. The findings suggest
that digital tools and practices can function as both resources and demands simultane-
ously depending on the experience of them in daily work. The new framework therefore
provides a more dynamic and contextual view of digital work by showing that there is a
dynamic relationship between the demands placed upon employees and the resources

available to complete the tasks.

The evident dualistic nature of digital communication and collaboration platforms, such
as Microsoft Teams and Slack, manifests in both positive and negative outcomes when
examining their impact on coordination, collaboration, information access, the number
of interruptions, the level of information overload, and the expectation of always being
available for work-related matters. By applying the updated framework to digital prac-

tices in the workplace, it is clear that the interaction of digital practices will have an



87

ambivalent effect on the workplace and employee well-being, and that digital work prac-

tices can be interpreted as both a resource and a demand at the same time.

Results have underscored the significance of the Nordic MNC as providing a context for
experiences with digital work. The organizational characteristics of trust-based manage-
ment systems, low levels of hierarchy, high employee autonomy, and open channels of
communication are also identified as important contextual elements present in the data.
These particular features may serve to enhance the positive effects of digital resources
through supporting flexibility, responsibility, and self-direction. Alternatively, due to their
globally integrated and alternatively virtual characteristics, Nordic MNCs may also in-
crease the level of job demand associated with cross-border co-ordination, continuous
accessibility, and heightened need for self-management. For this reason, the updated
framework positions Nordic MNC contextual factors as a shaping influence on the rela-

tionship between digital work demands, digital work resources, and employee well-be-

ing.

The updated theoretical framework presented in Figure 6 therefore integrates five inter-
related components, which are digital work demands, digital work resources, digital
practices and technologies, Nordic MNC contextual factors, and employee well-being
outcomes. These components are connected through the JD-R process, while the frame-
work places greater emphasis on the dynamic interaction between demands and re-
sources and on the contextual shaping influence of the Nordic MNC environment. In this
way, the updated framework provides a more nuanced representation of digitally medi-
ated work by showing that employee well-being is shaped not only by the presence of
demands and resources, but also by how digital practices are experienced and managed
within a specific organizational context. The updated theoretical framework is presented

in Figure 6 below.
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Figure 6. Updated theoretical framework.
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6 Conclusion

This chapter first concludes the key findings of the research by answering the three re-
search questions. After that the theoretical, empirical and practical contributions are in-

troduced. Lastly, the future research suggestions are implemented.

6.1 Key findings

This chapter provides a summary of the study’s key findings by addressing the three re-

search questions.

RQ1: How does digitalization influence employee well-being in Nordic multinational
corporations (MNCs)?

The findings show that businesses operating in the Nordic MNCs who have gone com-
pletely digitalized have an overall impact on the well-being of their employees, particu-
larly in how they change the balance between demands and resources for work. The
impact is not solely positive or negative but has changed the nature of work in such a
way as to provide both supports and obstacles with respect to employee well-being. Dig-
italization provides employees with increased flexibility, autonomy and better function-
ing group collaboration process of working across geographical boundaries. Through the
use of digital tools, employees can access information quickly, organize their work much
more autonomously from one another while at the same time increasing employee mo-
tivation level and employee satisfaction in the workplace. Digitalization also creates new
demands for employees that can have negative effects on employee well-being, includ-
ing continuous communication, always expected to be available to work, and an accel-
erated pace of work. These are all examples of how digitalization increases the cognitive
load placed on an employee as well as creating time pressure to complete many tasks
simultaneously. Therefore, these new demands associated with digitalization can lead to
breakdowns in the concentration of employees as well as fragmentation and disconnec-
tion from their work. Overall, based on what have been found in the literature, the level

of effect that digitalization is going to have on employee well-being is going to depend
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on the context of the organization as well as the balance between demands and re-

sources of work within Nordics MNCs.

RQ2: How do digital work demands inhibit employee well-being in Nordic MNCs?

Research findings show that the digital demands placed on employees in the workplace
can have a negative impact on their well-being. Round-the-clock access to work-related
emails and messages causes increasing interruptions in employee productivity and
causes them to lose focus on a specific task. Employees are also under significant pres-
sure to respond to all work-related emails very quickly, which imposes time constraints
on them. The need to respond quickly also leads to employees constantly switching be-
tween multiple tasks instead of being able to work clearly and without interruption. This
increased cognitive demand makes the employee’s work less cohesive. In addition, em-
ployees often engage in digital communication outside of normal working hours, which
makes it difficult to separate work and personal life. Furthermore, employees may think
about their work during their free time, which reduces opportunities for recovery and
thus increases stress and fatigue. The results of this study indicate that digital demands
in the work environment can significantly strain an employee’s mental well-being by in-
creasing mental strain, impairing concentration, and limiting the employee’s ability to

separate their work and personal lives.

RQ3: How do digital work resources enhance employee well-being in Nordic MNCs?

The results show that digital work resources significantly contribute to the well-being of
employees by assisting them in managing the demands of digital work. Flexibility and
autonomy were identified as the key resources that enable employees to plan their work
based on their own preferences with respect to time and place, thus supporting work-
life balance and improving motivation. Digital collaboration tools also serve as key re-
sources by enabling effective communication, coordination, and sharing of information
across borders. Digital collaboration tools allow employees to accomplish their tasks
with greater efficiency and reduce uncertainty regarding their daily jobs. In addition, so-

cial and managerial support were recognized as critical resources in the context of digital
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work. Supportive supervisors, a strong sense of teamwork among colleagues, and good
communication systems facilitate all employees' ability to manage their work-related
challenges and maintain a sense of belonging to an organization, especially in remote or
hybrid settings. Ultimately, opportunities to learn and develop digital skills provide well-
being by boosting employees’ confidence in their ability to use digital technology and
adapt to changes in technology. Growing adoption of Al has also been viewed as a means
of improving efficiencies and eliminating repetitiveness in work processes, when used
appropriately. In conclusion, these results indicate that digital work resources enhance
well-being through increasing employees’ perceived control of their task, facilitating col-
laboration with others and helping them meet the expectations of working within a dig-

italized work environment.

6.2 Theoretical, empirical and practical contributions

This section addresses first the research’s theoretical contributions, which is followed by

a discussion of empirical contributions and practical implications.

6.2.1 Theoretical contributions

This study offers many theoretical contributions. In the first instance, this research ex-
tends the JD-R model to digitally mediated work within Nordic multinational companies.
The prior research identified some digital job demands and digital job resources in this
environment, including constant connection, information overload, and blurred work-
life boundaries, as well as flexibility, autonomy, and social support (Kunzelmann & Rigotti,
2021; Kumar, 2024). However, the results from this research suggest that these two
groups are less distinct when working digitally. Instead, many digital work practices sim-

ultaneously contain both demand and resource elements.

Second, this study contributes to the literature by highlighting the demand-resource du-
ality of digital work practices. The findings of this study show that the same types of

digital technological tools and practices can assist in providing flexibility, autonomy,
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efficiency, and collaboration as well as contributing to an increase in cognitive load, time
pressure, interruptions, and the obligation to be continuously available. As such, this
supports a more dynamic understanding of the role of digital technologies in the work-
place, rather than treating them as either beneficial or harmful. This is consistent with
prior studies suggesting that digital work characteristics can simultaneously function as
both job demands and job resources (Kunzelmann & Rigotti, 2021, pp. 311-312). Consid-
ering this, the current study also extends the JD-R model through demonstrating that
the impact of digitalization on employee well-being is context dependent and that the
way in which digital tools are used will impact how they are perceived in everyday work.
This supports the findings of earlier studies which indicate that digital work characteris-
tics such as flexibility and autonomy can be a resource but can also create demands
when used in a manner that involves blurring boundaries, being constantly connected

and increasing individual responsibility (Alsos & Dglvik, 2021, pp. 50-51, 78).

Third, this study provides a contextual refinement of the JD-R model by incorporating
the Nordic MNC environment into the analysis. Earlier research has shown that Nordic
working life is characterized by trust, equality, participation, autonomy, and relatively
flat hierarchies (Alsos & Dglvik, 2021; Berg et al., 2023; Torp & Reiersen, 2020). The find-
ings of this study suggest that these organizational and institutional characteristics shape
how digital job demands and resources are experienced and managed in practice. In this
way, the Nordic MNC context can be understood as a higher-level contextual layer that
influences the relationship between digital work practices and employee well-being.
Thus, the study contributes theoretically by showing that the effects of digitalization on
employee well-being are best understood not only through the traditional demand-re-
source balance, but also through the organizational context in which digital work takes

place.

6.2.2 Empirical contributions and practical implications

Using qualitative analysis, this study contributes to international business research and

provides insight into the effects of digital work on employee well-being across Nordic
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multinational corporations. Findings reveal that the experience of digital work by em-
ployees is dependent upon multiple contextual factors that include, for example, trust-
based management, flat hierarchies, and high levels of employee autonomy. Conse-
quently, these higher-level contextual resources are relevant for determining the rela-
tionship between job demands, job resources, and employee well-being. Therefore, the
results of this study emphasize the need to investigate employee experiences of digital

work from an organizational perspective.

From a practical perspective, the results offer several implications for managers and or-
ganizations operating in digital work environments. First, organizations should actively
manage digital work demands by establishing clear communication norms and expecta-
tions regarding availability. Reducing unnecessary communication and supporting fo-

cused work can help alleviate information overload and cognitive strain.

Second, companies must also have sufficient resources from which to build a digital
workforce that promotes employee flexibility and independence. Flexibility and inde-
pendence increase motivation to produce and become engaged, but independent work
can create confusion in how much work is acceptable. Therefore, guidelines should be

established to avoid an overwhelming amount of work being completed.

Third, despite potential differences in the digital employee’s work environment and the
various forms of support available, the employee’s immediate supervisor plays a partic-
ularly important role in the digital environment. The findings suggest that it is essential
that the employee’s supervisor, regardless of whether they are in the office or working
remotely, sets aside time each week for verbal or written communication with the em-
ployee and provides constructive feedback so that the employee can continue to feel

like part of their team.

Finally, organizations should also provide their employees with opportunities to partici-

pate in productive and ongoing learning opportunities to develop their skills, so that
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employees are better prepared to use evolving technology effectively. Continuous em-
ployee development improves employees’ ability to use both new and existing technol-

ogies more effectively and increases their confidence in using new technologies.

6.3 Future research suggestions

This study has several limitations that must be taken into account when interpreting the
results and that also offer opportunities for future research. First, the study is based on
a qualitative research design with a relatively small sample size of only nine interviewees.
Although this approach provides in-depth insights into employees’ experiences, the re-
sults cannot be generalized to apply to all Nordic multinational companies. In future re-
search, these findings could be supplemented with quantitative studies examining the
relationships between the demands of digital work, resources, and well-being using

larger samples.

The second limitation of the study is that it focuses only on Nordic multinational corpo-
rations, which offer unique institutional and cultural characteristics. While the Nordic
context provides valuable insights, these will likely not directly apply to organizations in
other areas with distinct work cultures and management systems. There are opportuni-
ties for future research to conduct comparative studies of Nordic and non-Nordic envi-
ronments to further examine the differing institutional contexts’ influence on digital

work experiences.

Third, the study is limited to examining digitalization as a whole without examining in-
depth the influence of specific technologies. While Al was an important finding of the
study, it was not the primary area of interest. Future studies can examine more specifi-
cally how different technologies, such as Al, automation or digital monitoring systems,

have an influence upon employee well-being and work planning.

Moreover, it would be beneficial for future studies to take a long-term view of how the

relationship between digitalization and employee well-being develops over time. As
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technology advances and methods of working digitally change, there is a need to under-
stand how employees respond to the changing demands of their job and what types of

resources will provide the best support for employees over the long term.

Finally, further research could investigate how individual differences affect employees’
perceptions of using a digital medium to perform their jobs. Several variables such as
age, competency with technology, position within an organization, and personality may
influence an employee’s perception of digital work. Understanding these differences can
assist employers in creating digitally based working conditions that are more specific to

their organization as well as inclusive to all employees within the organization.
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Appendices

Appendix 1. Interview questions

Section 1: Professional Background and the Nordic MNC context
1. Could you briefly describe your current role in this organization, your main re-
sponsibilities and experience?
2. How would you describe working in a Nordic multinational company?
Section 2: Digital Job Demands and Resources
3. How has digitalization changed your daily work and communication in the organ-
ization?

o What kinds of digital tools or systems do you most often use in your work?

o Have these changes increased your workload or pace of work?

4. What types of digital work demands or pressures do you experience in your work?

o For example, do you face information overload, constant connectivity, or
challenges in managing multiple platforms?

o How do these demands influence your focus, productivity, or work-life
balance?

5. How do you manage with these digital demands in your everyday work?

6. What digital tools or practices best support collaboration across teams or coun-
tries in your organization?

7. How would you describe the social and peer support you receive in your digital
work environment?

o How do colleagues or supervisors provide help, feedback, or support
when working remotely or in hybrid settings?

o Have there been situations in digital communication where you experi-
enced a lack of support, exclusion, or negative social interactions, such as
increased peer pressure, unclear expectations, or disrespectful commu-
nication?

e |f yes, how did this affect your work experience?
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8. What role does leadership play in supporting your motivation and engagement
in digital or hybrid work?
o Are there specific communication or leadership styles that you find par-
ticularly supportive?
9. Does your organization offer opportunities to develop digital skills or adapt to
new digital technologies?
o Ifyes, how have these opportunities affected your ability to manage tech-
nological change or your overall job satisfaction?
Section 3: Employee Well-being and Engagement
10. How does working with digital tools and technologies affect your overall well-
being and motivation at work?
o Inwhat ways do digitalization and hybrid work improve or challenge your
work-life balance?
e Have you experienced stress, fatigue, or difficulty disconnecting
from work due to digital tools?
11. What factors in your work environment help you stay motivated and maintain
well-being in a digital context?
o Are there particular practices or values that contribute to this, such as
flexibility, autonomy, or trust with the team?
12. In your opinion, how does your organization promote employee well-being and
resilience in a digitalized work environment?
13. Looking ahead, how do you see digitalization influencing well-being in Nordic
multinational companies?
o What do you think organizations could do to ensure a sustainable and
supportive digital work culture?
Closing Questions:
14. Is there anything else you would like to add about your experiences with digital
work, collaboration and well-being?

15. Do you have any other questions?
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