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Abstract 
 

The aim of the study was to examine employees’ attitudes towards work shifting to the digital 

space and whether there will still be a need for the physical workplace in the future in relation 

to the development of information and communication technologies. For this study a survey 

was conducted to answer the following questions; how is the digital transformation of work 

affecting the workplace for employees in the Icelandic tech sector, what are the factors that 

affect the choice of workspace and how can the choice of office space influence job 

satisfaction? Literature and theories about workplace development, digitalization, 

organizational communication and information and communication technologies were used to 

gain broader and deeper knowledge of the field. The study shows that it is likely that there are 

still some changes to take place in today’s workplace and that increased flexibility is one of 

those changes as 94.9% of participants in this research thought flexibility was an important 

feature for the organization to possess to be an attractive workplace. Face-to-face 

communication is more effective and there is still need for the physical workplace according 

to the participants of this study. It is essential for organizations today to stay attractive and 

become more attractive in the eyes of current and future employees. The workplace needs to 

be a place where employees feel good and where they prefer to work so that the face to face 

communication and relationships between co-workers and managers does not only take place 

in the digital environment. A balance between the physical and virtual office space needs to be 

the focus for organizations in the coming years. Subsequently, the results were compared with 

the theories and previous studies. 

 

Keywords: Physical workplace, virtual workplace, digitalization, organizational 

communication, ICTs in the workplace, work-life balance, the modern workplace. 
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1 Introduction  
 

In the last decade, there has been a significant shift in technology; the internet and later 

smartphones have altered almost every facet of our daily lives. They have changed the way we 

work, do our banking, watch TV, keep in contact with our friends, etc. (Isaksson, Harjunkoski, 

& Sand, 2018). These changes have also altered the way we work.  

 

According to De Bruyne & Gerritse (2018), the fast-developing digitalization will have a 

substantial effect on work processes and environments in the future. This will also lead to new 

ways of working and other critical capabilities in organizations with a focus on IT and 

technology-based activities. This dynamic environment demands a work environment that can 

accommodate changes easily. It is possible that at no other time in the history of humans that 

organizations and communication have been more central to our lives than they are now. In 

our daily routine, most people go to work or attend school, shop in numerous stores and 

participate in social media. Organizations are systems of communication which have become 

increasingly complicated, and we mostly take for granted their roles in our lives. 

“Communication and organizations are both a bit like water – we navigate them without really 

paying much attention to how fundamental they are to our daily lives” (Mumby, 2013). 

Furthermore, organizations should be thought of as complex patterns of communication habits 

as they are not merely physical containers where people communicate, instead, they exist 

because people communicate. “Organizations are the people who live in them. It is thanks to 

their engagement, their motivations, their skills and knowledge that the organization could 

fulfill its goals. Therefore, it is crucial that they learn how to capitalize their precious 

contribution” (Manuti & Davide de Palma, 2018). According to an article written by Antony 

M. Townsend, Samuel M. DeMarie, and Anthony R. Hendricksson (1998) the new workplace 

will be “unrestrained by geography, time, and organizational boundaries; it will be a virtual 

workplace, where productivity, flexibility, and collaboration will reach unprecedented new 

levels”. But what about the physical workplace and the discussion scholars like Kingma (2016) 

have made about how the vibrant and supportive atmosphere becomes missing when not 

working among other individuals?  The labor market is evidently going to change in the future, 

and within the last decades, many challenges have redesigned the economic, cultural and social 

scenario of the working context (Manuti & Davide de Palma, 2018). At the backdrop of this, I 

want to study how the digital transformation is affecting the workplace for employees in the 
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Icelandic tech sector. The Icelandic tech sector is one of the fastest growing sectors in the 

Icelandic economy and has been changing enormously over the last years. According to Almar 

Guðmundsson, CEO of the Federation of Icelandic Industries, the export revenue of the sector 

increased from around 1 Billion euros in 2009 to over 2 Billion euros in 2015 (“Tæknigeirinn 

á hraðri siglingu - Viðskiptablaðið,” n.d.). It is also stated in a report from the Icelandic 

Chamber of Commerce that in 2020 the tech sector is supposed to contribute 10% of the 

Icelandic GDP (Gross domestic product) which is a measurement of the nation’s overall 

economic activity and 15% of the country’s export revenue (Oddsson, Birgisson, Arnarson, & 

Bjarnadóttir, 2011). Clearly, the tech industry has changed rapidly, and inevitably there will be 

some more changes in the years to come which makes it interesting to examine the future of 

the workplaces for Icelandic tech companies. In the tech sector in general, there are also many 

opportunities for increased employee flexibility as many jobs are performed mainly through 

digital devices, which creates challenges for companies to find ways to maintain employees at 

the physical workplace. 

 

I intend to examine the attitudes towards work shifting to the digital space and whether there 

will still be a need for the physical workplace in the future in relation to the development of 

information and communication technologies. I as well intend to study whether the choice of 

office space can influence job satisfaction.  

 

This study is assigned to answer the following research questions:  

 

- How is the digital transformation of work affecting the workplace for employees in the 

Icelandic tech sector? 

- What are the factors that affect the choice of workspace?   

- How can the choice of office space influence job satisfaction?  

 

These questions will be answered with a quantitative analysis. A survey was considered the 

appropriate method for this research as the information needed was not available from other 

sources as well as many responses were considered needed to achieve data saturation. 
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2 Existing research  
 

A lot of research about the workplace has been conducted throughout the years. The 

development of digital technologies, information and communication systems and different 

communication strategies inside organizations have been prominent as well as the introduction 

of the virtual workplace. Research on the affect of the changing workplace environment on 

organizational communication and job satisfaction has not been as noticeable and intrigued the 

researcher.    

 

2.1 Digitalization 
 

“The fast-developing digitalization will have substantial repercussions for work processes and 

environments. New types of work and work processes are appearing and need to be 

accommodated” (De Bruyne & Gerritse, 2018). Digitalization will lead to new ways of 

working and the emphasis on information technology, and technology-based activities will 

increase significantly (De Bruyne & Gerritse, 20218).  

Gobble (2018) discussed the transformational opportunities of digital technologies and that if 

businesses hope to survive into the next decade, or even just into the next year, they will have 

to accommodate this reality by remaking themselves and the affordances of digital technology, 

and the always-on connections will force companies to rethink almost everything. Investing in 

digital technology has become a standard rather than a way to achieve competitive advantage, 

and in order to face the challenges of digitalization, executives need to create strategies to be 

able to deal with digitalization (Radu-Alexandru, 2017). Employees with strong digital skills 

will have opportunities to make further progress than those with a lack of these skills. 

“Technologies have been proved to potentially be a precious complement to human work, 

helping workers to be more productive and delivering higher-quality results.” The use of 

technologies however also challenges the labor market as technology will inevitably eliminate 

some jobs, lead to a redefinition of others, and introduce new kinds of professionality (Manuti 

& Davide de Palma, 2018).  

Digitalization has been defined as “the use of digital technology, and probably digitized 

information, to create and harvest value in new ways.” Digitalization inside organizations may 
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start as an innovation initiative, however it must reach far beyond the innovation function to 

be able to reshape the entire organization. (Gobble, 2018). 

The labor market is evidently going to change in the future, and within the last decades, many 

challenges have redesigned the economic, cultural and social scenario of the working context. 

The organization of work has also changed due to the rapid diffusion of technology through 

for instance the introduction of smart working modalities which have blurred the boundaries 

of working and non-working (Manuti & Davide de Palma, 2018).  

Isaksson, Harjunkoski and Sand (2018) state that digitalization could also be seen as the second 

digital revolution and that it will lead to much closer integration of operational technology and 

information technology.  

 

2.2 Workplace development 
 

In the last two hundred years, there has been a remarkable transformation in the world of work. 

The industrial revolution made it possible for organizations to mechanize processes before 

performed by people which resulted in workplaces becoming more substantial and 

complicated. The physical nature of the workplace was not the only platform affected as 

workers were also required to change how they worked and interacted with work. These 

changes also influenced the whole working population and even the economic prosperity of 

some parts of the world (Fishwick & Curran, 2016).  An example of this is that 41 percent of 

the US workforce was employed in agriculture in the year 1900, but by 2000 that share had 

fallen to only 2 percent, mostly because of the development of automated machinery (Autor, 

2014). In the last two centuries, there have also been periodic warnings that automation and 

new technologies will eliminate a large number of middle-class jobs. This can be explained by 

the technological development that has changed the types of jobs available, and the wage paid 

for these jobs. “Polarization” in the labor market is one of these noticeable changes, that is, 

how wage gains went disproportionately to those at the top and bottom of the income and skill 

hierarchy but not to those in the middle (Autor, 2015). The employees who came of age in the 

1970s had a different vision of the workplace than those before them as they adopted a more 

individualistic approach to work. They wanted something beyond a 9-to-5 job and a paycheck 

at the end of the week, personal growth, intrinsic rewards, and meaningful work became 

equally crucial as extrinsic rewards (Mumby, 2013). Autor (2015) researched the history and 

future of workplace automation and one of his key observations was that journalists and even 
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expert commentators tend to overstate the extent of machine substitution for human labor and 

that the strong complementaries between automation and labor that increase productivity, raise 

earnings, and augment demand for labor are often ignored. If these technological changes 

succeed in labor saving objective and if we invent newer labor-saving technologies regularly, 

why has it not wiped out employment for the vast majority of workers (Autor, 2015)?  

Clearly, the technical development and automation of the past two centuries have not made 

human labor obsolete. The employment-to-population ratio rose in the 20th century as women 

started to move from home to the labor market but still the unemployment rate has not increased 

in the long run. Those who are concerned about automation concerning employment then point 

out quickly that past interactions between automation and employment are not safe to be 

unchanged in the future. “In particular, the emergence of greatly improved computing power, 

artificial intelligence, and robotics raise the possibility of replacing labor on a scale not 

previously observed” (Akst, 2013). 

However, it is fundamental not to overlook that tasks are often not substituted by automation 

but complemented by it as most work processes demand multifaceted set of inputs such as 

labor and capital, brains and brawn, creativity and rote repetition, technical mastery and 

intuitive judgment, and perspiration and inspiration. Hence, improvements in one of those do 

not eliminate the need for the other (Autor, 2015). 

 

2.2.1 The modern workplace  

Many economic, political and cultural factors have affected the emergence of what we call the 

modern corporate organization which depends for its existence on the willingness of its 

employees to appear together at a specific time and place. The virtual organization makes this 

more complicated, but most of us still need to attend to work in a real, rather than a virtual, 

sense. Organizations today, therefore, depend on people to come to work and stay for a set 

period. However, this has not always been the case. The idea of people working for other people 

was not so long ago, or in the middle of the 19th century called “wage slavery” (Mumby, 2013). 

Today’s workplaces would probably seem unrecognizable to individuals in the workplaces 

around 200 years ago. It is evident that modern workplaces differ physically from those in the 

past and not solely from how they are constructed but also, in what kind of work is done within 

them by workers. This change is predicted to continue with the globalization of our economies, 

and this globalization can also impact the nature and culture of the future workplaces. The 
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global mobility of workers because of technological development is bringing together different 

religions, races, cultures, and languages, as well as the physical structure of work is already 

being replaced by a virtual structure where remote working via mobile devices is becoming the 

norm (Fishwick & Curran, 2016). The emergence of the internet has made the access to 

information about the labor market more available to employees than before which makes it 

easier for employees to know about the opportunities available to them outside the companies 

they work for. According to Korzynski (2013), this will increase the importance of motivation 

and employee satisfaction. Today the Y generation, who are individuals born between the years 

1980 to 1994, has joined the workforce. This generation is often called the Millennials. In an 

article written by Zemke, Raines and Filipczak (1999) the Millennials were described as 

positive, hardworking individuals but also self-sufficient and incapable of dealing with 

criticism in the workplace. They also expect communication to take place both through digital 

platforms and face-to-face. This can both facilitate management as well as make it more 

challenging, but it is essential to realize that both today’s leaders and the leaders of the future 

need to adapt to the changing ways of communication of younger generations to succeed 

(Korzynski, 2013). In a research conducted by the business department of the University of 

Iceland about the different generations on the labor market the primary results were that the 

Millennials are not as loyal employees as previous generations, they do not put the job first, 

but rather personal matters, and privileges and flexibility are vital for them to be satisfied. Work 

and life balance is also more important for millennials than previous generations and they focus 

more on what the employer can do for them instead of what they can do for the organization. 

The millennials focus on pursuing their careers and if offered better positions elsewhere they 

are likely to quit the current job. Therefore, it is vital for employers to nurture the employees 

of generation Y, give them feedback and let them know that they are important for the 

organization to keep them satisfied (Magnúsdóttir & Aðalsteinsson, 2011).  

 

2.2.2 Chenge of structure in the physical workspace 

Over the past decades, the physical structure of the workplace has also changed. Open 

workspaces have been trending recently following rising real estate cost and the desire to 

increase collaboration and communication among employees (Węziak-Białowolska, Dong, & 

McNeely, 2018). This pursuit of increased collaboration has motivated managers to transform 

traditional office spaces into ‘open’, transparency-enhancing architectures with fewer walls, 
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doors, and other spatial boundaries”  (Bernstein Ethan S. & Turban Stephen, 2018). It has also 

been assumed that open workspaces promote workplace satisfaction and teamwork 

effectiveness (Kim & de Dear, 2013). In research conducted by Ethan S. Bernstein and Stephen 

Turban (2018) the effect of open workspace architectures on employees’ face-to-face, email 

and instant messaging interaction was examined. The results were not as expected as the 

volume of face-to-face interaction decreased significantly, or 70% approximately while the 

electronic interaction increased. These open offices have also been associated with more 

disruptions due to uncontrollable noise and loss of privacy (Kim & de Dear, 2013).  

 

2.3 Organizations as lively human systems 
 

“Organizations are lively human systems. that is why they are unique, as long as they are 

sustained by people who are unique as well” (Manuti & Davide de Palma, 2018).  

 

Manuti and Davide de Palma (2018) studied organizations and the role human capital plays 

inside them which according to them is a part of the broader conceptual perspective, intellectual 

capital, which are derived insights of head value, that is intangibles. With the increasing skill 

level of those we interact with inside organizations the more we can learn (Lucas, 2015). 

Johnson, Schnatterly, and Hill (2013) define human capital as the skills and experiences that 

individuals bring to decision-making processes. These skills can range from experiences, 

knowledge of an industry, and overall familiarity with the firm.  According to Armstrong 

(2012), the human capital is the most valuable part of organizations with all the knowledge, 

skills and education it has to offer. This human capital is surrounded by structural capital which 

are the networks, soft wares, ICTs, and organizational networks. The structural capital is 

therefore still at the organization when the human capital leaves the physical workplace. The 

structural capital works 24 hours a day but seldom shows up in the organization’s balance sheet 

(Manuti & Davide de Palma, 2018).  

The focus on human capital has been seen as a source of a competitive advantage which has 

lead organizations to compete in the talent war where it has been emphasized that the 

organization’s employees are a valuable, rare and non-substitutable asset of the organization 

(Manuti & Davide de Palma, 2018). Lucas (2015) argues that human capital can be placed as 

the center of economic growth. A system that has affected the human and structural capital is 

the mobile phone system, soon in its 5th generation. Before, the human capital was forced to be 
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wired, and connected to copper cables while now its devices can be wireless, transmitting 

digitized signals at high speed of light globally (Manuti & Davide de Palma, 2018).  

 

2.3.1 Are organizations and the people within them interrelated?  

Manuti and Davide de Palma (2018) argue that people and organizations are interrelated and 

that it is impossible to fully describe and understand organizations without knowing how the 

people inside these organizations implicitly and explicitly relate to them. Organizations have 

often been described with a focus on their hard features like their profits, brand image and 

stakeholders while the relational view allows for a deeper understanding of the organization 

and to catch how the people inside the organization interpret these hard features and how they 

behave consequently. It could be concluded that “people and organizations are not separate 

actors, they are faces of the same coin as long as organizations are the people who crowd them”. 

Parallel to the automation of tasks and procedures, organizations are discovering that the 

“essentially human” parts of work are becoming more essential to gain competitive advantage. 

Communication, problem-solving, strategic decision making, and empathy are some of the 

skills that now are more valuable than ever before (Manuti & Davide de Palma, 2018). 

 

2.3.2 Job satisfaction 

This brings us to the discussion of job satisfaction. Edwin Locke (1970) defined job satisfaction 

as a pleasurable and emotional state resulting from an evaluation of individuals work or work 

experience. He also argued that individual values determine what makes them happy and only 

the unfulfilled values could affect job satisfaction (Locke, 1970). Job satisfaction then refers 

to the extent to which employees’ aspirations and expectations are met and, therefore it is 

important that managers know these expectations and desires, what their employees like and 

dislike, and what they need to be satisfied (Kovach, 1987). Scholars have tried to assess the 

factors that impact job satisfaction over the years, and the results have shown that multiple 

factors can affect. In addition, Furnham (2005) divided these factors into three categories; 

personal attributes, job characteristics factors, and environmental factors. The personal 

attributes are the factors that concern the employee and his or her qualities, such as gender, 

age, education, race, skills and work experience. However, not all scholars agree that these 

personal attributes affect job satisfaction and Locke (1970) believes these factors have little or 

no impact at all.  
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Eyþór Eðvardsson (2005) has researched morale in the workplace and argues that it is vital that 

the majority of employees are satisfied for the workplace morale to be good. He also discussed 

that for employees to be satisfied it is important that rules are clear, and people know that their 

work is valued at the organization. It is also important for employees to feel that they are a part 

of a community, so that they can be socially active in the workplace (Eðvardsson, 2005).  

 

2.3.3 Human resource management as competitive advantage 

According to Luthans and Youssef (2004) it finally seems to be the realization that human 

resources are not just the cost of doing business but indispensable asset of an organization, and 

an investment that needs to be managed effectively to yield higher return of  long-term survival, 

growth, and a sustainable competitive advantage. The traditional physical, structural and 

financial resources may no longer qualify as ideal sources of competitive advantage. Pfeffer 

(2004) defines the sources of competitive advantages are the resources that are difficult for 

competitors to imitate as they are beyond their financial or strategic means, or that they are 

tightly integrated in organization’s culture, structure, history or processes. “Every organization 

needs to adapt its psychological capital development and management approaches to its own 

situation and realities, making it unique and organization-specific” (Pfeffer, 2004).  

 

Lockwood and Adimoolam (2007) state that employee engagement is a key business driver for 

organizational success in today’s competitive marketplace. Engagement is influenced by many 

factors; workplace culture, organizational communication and managerial styles to trust and 

respect, leadership, and company reputation. Employee engagement can have significant affect 

on retention, productivity and loyalty. According to Lockwood and Adimoolam (2007) 

engaged employees work with passion and feel connected to their organization, they drive 

innovation and move the organization forward, not engaged employees on the other hand 

sleepwalk through their work day without putting time, energy or passion into their work and 

actively disengaged employees aren’t simply unsatisfied at work, they are busy acting out their 

unhappiness.  

 

Human resources in today’s organizations lead the way to design, evaluate and measure ways 

to help attract and retain employees with skills and competencies that are necessary for growth 

and sustainability. It is vital that clear, consistent, and honest communication thrives in 

organizations to receive high employee engagement. Lack of communication or poorly 
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executed communication can lead to distrust, dissatisfaction, skepticism, cynicism and 

unwanted turnover. 

 

2.3.4 Employee turnover 

In every organization, employee turnover is a part of the human resources management. It is 

an important phenomenon because without it, the skills and performance of employees could 

stagnate as well as the competitiveness could decrease or even be lost. With that being said, 

high employee fluctuation is undesirable as it can be associated with high costs (Duda & 

Žůrková, 2013a). According to research conducted by Duda and Zurková (2013b) overall costs 

associated with employee turnover may be as much as 1.5 – fold higher than the average annual 

wage of the departing employee. But high costs are not the only disadvantages of high 

employee fluctuation. The organization also loses skilled employees and therefore also loses 

knowledge, and the recruitment and hiring of new employees needs to be taken into 

consideration as they need certain time to learn and adopt processes that are established in their 

workplace. According to Gaertner, Griffeth, and Hom (2000) turnover is triggered by job 

dissatisfaction where relationships with supervisors, job content, working conditions, and pay 

are factors that can affect this dissatisfaction. Competitive conditions in the market can also 

influence employee’s decision to leave but it is clear that management has direct control of 

many of the most important drivers of employee turnover. They also state that turnover can be 

reduced through positive relationships between managers and subordinates.  

 

3 Theoretical Framework 
 

3.1 Introduction 
 

The previous chapter provided a brief review of literature related to the research questions. In 

this chapter the aim is to describe the theoretical frame of reference for this study along with 

the terms that are imperative to the understanding of the subject. Hence, the frame of reference 

will guide us when collecting the data and help us fulfill the purpose of gaining a better 

understanding of the future of the physical workplace. Organizational communication, the 

development that has taken place in the field of information and communication technologies, 
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the emergence of the virtual workplace, and the impact ICTs can have on the quality of working 

life will be the main components of the theoretical frame of reference for this thesis.  

.  

3.2 Organizational communication  
 

“One cannot communicate” (Watzlawick, Bavelas, & Jackson, 2011) 

 

Communication can be defined as “the ongoing dynamic process of creating and negotiating 

meanings through interactional symbolic practices, including conversation, metaphors, rituals, 

stories, dress, and space”. The definition of organizational communication is not so different, 

but it attempts to include the role of the organization; “the process of creating and negotiating 

collective, coordinated systems of meaning through symbolic practices oriented toward the 

achievement of organizational goals” (Mumby, 2013). 

 

Organizations and communication are both extremely complex individually so defining the 

term organizational communication can be complicated, especially when placed in a dynamic 

relationship with each other. “Organizations exhibit interdependence insofar as no member can 

function without affecting, and being affected by, other organization members,” and 

interconnected communication consists in all complex organization. The integration of 

organizations and the communication inside them determine the organization’s success 

(Mumby, 2013).  

 

In the late 19th century the new corporate organization and its employees became a focal point 

of study for social scientists in many academic fields. At that time capitalism had become the 

dominant economic system, and ways to explain how people can be motivated to come together 

to perform specific tasks instead of being somewhere else doing something completely 

different had been the focus for many researchers (Mumby, 2013). 

 

3.2.1 Vertical and horizontal communication 

“Traditional theory holds that communication in organizations should, and does, move 

vertically throughout the hierarchy, rather than cutting across the lines of authority” (Simpson, 

1959).  It has also been argued that instructions move down but information moves up and that 
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there is little direct communication between equals, except communication not related directly 

to work problems or so called small talk or chit chat. This vertical communication relates to 

bureaucracy which has been thought efficient as it specifies who is responsible to whom, for 

precisely what activities. This view of communication underemphasizes on the horizontal 

communication, in which problems are ironed out and work-flow processes are coordinated. 

For horizontal communication to be effective and genuine democratic interaction is to take 

place, each employee should have similar opportunities to emit and receive messages. The axis 

of horizontal communication is dialogue as well as access and participation are the key 

components of the process of horizontal communication. Horizontal communication has been 

thought the opposite of vertical communication but these two communication forms do not 

necessarily substitute each other (Beltrán S., 1979). Horizontal-informal communication has 

been thought one of the primary dimensions of communication satisfaction along with personal 

feedback, relation with supervisor and subordinates, organizational perspective and 

integration, and communication climate (Pincus, 1986).  

 

3.2.2 Informal communication 

According to Arora, Gonzalez, and Payne (2011) informal workplace communication is a 

central element of work. Informal communication has been seen beneficial for coordination to 

occur as it allows people to mingle with each other and that it is difficult to get familiar with 

co-workers if informal communication is not a part of everyday routine work practice (Kraut, 

S. Fish, W. Root, & L. Chalfonte, 2019).  Roy (1959) argued that people’s job satisfaction is 

dependent on frequent social interactions and that it can reduce boredom in the workplace. This 

informal communication among people in the workplace is often taken for granted and can be 

overlooked in the virtual workplace (Arora et al., 2011). Employees in the virtual workplace 

often miss this informal communication and try to find ways to accommodate regular visits to 

the workplace to keep ties with their co-workers (Golden, 2006). In relation to this, lost 

communication has been one of the most frequently expressed concerns about the virtual 

workplaces and that employee working in the virtual environment need to find new ways to 

communicate effectively (Akkirman & Harris, 2005).  
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3.2.3 The tension between organizations and individuals 

The tension between the goals, beliefs, and desires of individuals and the organization itself is 

one of the most essential factors in organizational communication as this tension often creates 

conflicts. The goals of individuals are for example maximizing salary, job stability, 

maximizing leisure time, and asserting individual values while the organizational goals can be 

in contrast minimizing costs, organizational flexibility and change, maximizing work time, and 

asserting collective values. Due to this, the issue of control becomes central, and it is important 

to address the individual-organization tension in some way (Mumby, 2013). However, the 

members of organizations are not simply passive recipients of control mechanisms and 

accepting every form of implemented control, but quite the opposite, as employees have both 

individually and collectively resisted management efforts that limit their autonomy in the 

workplace (Fleming & Spicer, 2007).  

 

3.2.4 Holism and groupthink 

All organizations are, as stated above, oriented toward particular goals, and it can be argued 

that the goals of an organization are to provide us with its character by coalescing its member 

into something more than just a random group of individuals. This brings us to the discussion 

of holism. Holism argues that a system is non-summative, that is, when elements in a system 

function interdependently the result will be different from the sum of its parts. When this is put 

into the context of human organizational processes, holism can enable more creativity and 

better decision making than with aggregated individuals working independently (Mumby, 

2013).  

 

However, holism can also result in groupthink. The original definition of groupthink was about 

how different species were grouped, but economists have broadened the definition to how 

convergence arises in people's actions and interpersonal relations (Hirshleifer & Teoh, 2003). 

It can be difficult for people working together who have different opinions but working towards 

the same values to make decisions (Russell, Hawthorne, & Buchak, 2015). In addition, it has 

been argued that it is more effective when teams make decisions together rather than 

individuals. However it must be kept in mind that decisions made in teams can become biased, 

and in the case of long-term teamwork there is a risk that groupthink may develop and the team 

can become unrealistically confident if successful, resulting in taking risky decisions that are 
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not necessarily in line with the policy or decision making strategy of the organization 

(Kamalnath, 2017).  

 

3.3 ICT in the workplace and remote working 
 

“The emergence of new technology-based working modalities has concretely redesigned the 

role played by people at work” (Manuti & Davide de Palma, 2018).  

 

In the modern economy, other factors than traditional production factors (physical capital, 

labor), are becoming very important, like human skills, workplace, information and 

communication technologies (ICTs), and knowledge (Arvanitis & Loukis, 2015). Recently, 

new information and communication technologies have been developing in the workplace 

where the applications of ICTs represent the majority of current technological progress in the 

service sector and in the marketing and managing functions of the economy.  

This new wave of ICTs is both replacing and complementing existing technologies. Demand 

for workers who can work effectively in teams, who operate within corporate incentives and 

function effectively when their manager is offside has increased while demand has decreased 

for workers who tend to drift off task if not overseen by a manager. This proposes challenges 

for management in organizations. In the future, the challenge for organizations is to rethink 

their traditional management models and foster new practices of selection, retention, training, 

and development that restart from the centrality of people (Manuti & Davide de Palma, 2018). 

Pfeffer (1998) identified key dimensions to increase profitability through people including 

employment security and information sharing. For the information sharing, Pfeffer emphasized 

on the importance of sharing financial and performance information with personnel, stating 

that “the management needs to have the support of the employees. This goal can be achieved 

through management practices that support participation and people enhancement”.  

 

3.3.1 Work organized in a more dynamic manner 

In the future “work will be organized in a more dynamic manner to adapt to the rapid changes 

in the market.” Automation will leave more complex, knowledge-intensive work in 

organizations while the administrative processes will decrease continuously (De Bruyne & 

Gerritse, 20218). The labor skills needed for the modern labor market are called “organization 

participation skills” (OPS) and are used to reflect the importance of dynamic interaction and 
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communication between members in an organization (Bresnahan & Yin, 2017). According to 

research Walden (2016) conducted, people are spending more time with social networking and 

other information and communication technologies today, but the arrival of social media in the 

workplace can lead to tensions and difficulties related to presence-creep and achieving the right 

work-life balance. “Life in today’s liquid modern society is all about finding ways to deal with 

constant change, whether it is at home, at work or play. Over the last few decades, these key 

areas of human existence have converged in and through our concurrent and continuous 

exposure to use of  immersion in media, information and communication technologies” (Deuze, 

2011).   

Before the introduction of social networking, the maintaining of a professional network was 

extremely labor intensive but currently social networking provides tools that create, maintain 

and activate both personal and organizational networks more efficiently and with less effort. 

Social networks are in detail tools that are aimed at developing communities online consisting 

of both people who share interests or activities and people who are interested in exploring 

other’s interests and activities. “Technology provides different typologies of platforms that 

could serve both functional and social needs of people at work (Manuti & Davide de Palma, 

2018).”  People are now allowed to converse with others through these platforms and can share 

content in structured and unstructured ways through for instance text and video sharing.  

However, one of the most important results of these platforms is the opportunity to increase 

social learning and thereby to aim to better performance. This has also affected the human 

resource function with a redefinition of the most traditional practices of people management. 

“Social networks have been proved to be much more than simply tools to fulfill relational 

needs” (Manuti & Davide de Palma, 2018). These social networks provide organizations with 

tools to contribute to the development of the digital workplace. When discussing the digital 

workplace, it is vital to have in mind that it is not the tools used that are beneficial or 

detrimental, but the way people decide to use it, could change everything. Organizations that 

want to turn digital must prepare themselves and their contexts to welcome this cultural 

revolution (Manuti & Davide de Palma, 2018).  

 

3.3.2 The increased focus on the individual 

Work today is seen as more focused on the individual rather than the group and also less secure 

(Gill & Pratt, 2008). Rainie and Wellman (2012) came up with the term networked 

individualism, which is the idea that “people function more as connected individuals and less 
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as embedded group members in networks”(Rainie & Wellman, 2012). They also argue that 

mobile and social technologies make people freer to move from group to group, networks are 

more extensive, more diversified, causing more change in this generation than in prior 

generations.  

With the rise of Social media, it has become easier for employees to work across geographic 

boundaries and the work schedules have become more flexible. To collaborate at work, the 

employees do not all have to be in the same place at the same time as stated above (Walden, 

2016). Recent technological developments have impacted working times, and media and 

mobile communication facilities allow people to work remotely (Zijlstra & Sonnentag, 2016). 

 

3.3.3 Third workspaces 

At the beginning of the 21st-century third workspaces increased significantly worldwide 

(Kingma, 2016). Kingma (2016) discusses third workspaces in his work, which are flexible 

workspaces, in between the home and the corporate office. Those workspaces are available due 

to new technologies. These spaces can also be conceived as “a part of the wider trend of 

workspace differentiation and flexibilization” and are mainly provided by the market. Third 

workspaces can, however, exclude some kinds of work performances, which could be more 

suitable for the home or corporate office. Third workspaces users also have to deal with less 

privacy, less predictability, and workspace personalization (Kingma, 2016). 

“Digital devices such as laptops and smartphones may be characterized as the immediate 

interfaces between the third workspace and the virtual environment. However, in a broader 

sense, the interface is only effective when constituted by a physical platform in combination 

with these devices” (Kingma, 2016). 

The third workspace has been valued for separating the work and private life as some activities 

are more convenient to do at home (could be combined with looking after children and 

minimizes need of transport), however, some downsides have also been pointed out like how 

it is more challenging to fulfill the desire to work among like-minded individuals and work in 

a vibrant and supportive work atmosphere when working at home or in the third space 

(Kingma, 2016).  
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3.3.4 The virtual workspace 

One of the newest terms used for types of workplaces is the virtual workspace which is where 

employees operate remotely from each other and away from managers. For these workplaces 

to be effective, it is important for managers to shift their focus from managing time (activity-

based) to managing projects (results-based). But how can you manage employees if you do not 

see them? Managers in these virtual workplaces need to possess better supervisory skills to be 

able to manage employees who are not physically present,  even spread all over the world 

(Cascio, 2000). Cascio (2000) discussed the business advantages and disadvantages of the 

virtual workplace in his article Managing a virtual workplace. The advantages mentioned were, 

reduced real estate expenses, increased productivity, higher profits, improved customer service, 

access to global markets and environmental benefits. Setup and maintenance cost was 

mentioned as a disadvantage which relates to the cost of creating well-indexed, central files 

that are accessible from remote locations as well as the additional administrative and technical 

support that needs to be accessible remotely 24 hours a day, seven days a week. Other 

disadvantages were lost of cost efficiency (equipment and services spread to many locations 

that many employees shared before), cultural issues, feeling of isolation and lack of trust.  

It must also be kept in mind according to Cascio (2000) that not all managers are suited to 

manage employees with a virtual work arrangement as well as not all employees are suited to 

work in the virtual workplace. Managers who are suited to work in the virtual workplaces need 

to have an open, positive attitude and focus on solutions, be results-oriented, have effective 

communication skills and the ability to delegate effectively and to follow up to ensure that 

work is accomplished. Also, the virtual workspace is not recommended for new employees or 

employees that have newly changed positions. These employees require a period of 

socialization to learn to adapt to their new environment, managers, and co-workers. They need 

time to learn new skills and the do’s and don’ts of the company’s culture.  

 

3.3.5 New ways of working (NWW) 

Technological innovations have made organizations redesign their approach to work and 

employees are to a greater extent asked to organize their work flexibility, to decide for 

themselves when to work, where to work and by which communication tool (ten Brummelhuis, 

Haar, & van der Lippe, 2010). Rennecker and Godwin (2005) referred to this flexible work 
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design as “new ways of working” (NWW) and has been thought successful as it can lead to a 

reduction of organizational costs and more efficient work processes. NWW has been defined 

as a working design where employees can control when and where to work while supported by 

electronic communication (Demerouti, Derks, Brummelhuis, & Bakker, 2014). 

 

But what are the pros and cons of NWW? Demerouti and fellow scholars (2014) used this 

example to discuss the pros and cons of NWW; “Using an iPad to check work-related email in 

the evening at home while watching TV with the spouse may interfere with private life. 

However, using that same iPad to Skype with the spouse while on a business trip may positively 

influence work-family balance” and that it is important to recognize both the pitfalls and 

opportunities of NWW to use NWW in a way that helps to combine work and non-work 

responsibilities. NWW can therefore be beneficial if boundaries to separate work and family 

life are created. According to Contractor and Eisenberg (1990) the role of electronic 

communication was not only to replace part of face-to-face communication but also to generate 

an increase in communication overall but although the NWW has helped to increase the 

efficiency of communication the overall communication has reduced (Demerouti et al., 2014). 

In relation to the third workspace, the NWW decreases the likelihood that colleagues spend 

time together and to meet up with co-workers then requires intent and planning. “These reduced 

opportunities to give and receive support are also an issue for the increasing number of 

teleworkers” (Demerouti et al., 2014). 

 

3.4 Impact of ICT on quality of working life:  
 

“There is no doubt that the development and implementation of information and 

communication technology (ICT) during the last decades has had – and still has – a major 

impact on all levels of society” (Korunka & Hoonakker, 2014) 

 

Due to greater global competition and the availability of new technologies Kubicek and fellow 

researchers (2014) argue that in response, employers have recognized work and employment 

structure and that the primary outcomes are work intensification and job insecurity.  
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3.4.1 The acceleration of life 

For at least two centuries “everything” seems to be speeding up incessantly in modern life. 

Rosa (2014) argued that three types of acceleration have emerged in the recent decades; 

Technological acceleration, acceleration of society, and the perception of time. Speeding up of 

goal-directed processes of transport, communication, and production is the first, and most 

obvious and measurable form of this acceleration, defined as technological acceleration. 

Information and communication technologies (ICTs) play a crucial role in contemporary 

processes of this kind as they help to vastly accelerate many processes of work and increase 

the speed of communication. The second form of this acceleration is the acceleration of society 

itself which refers to “attitudes and values as well as fashions and lifestyles; social relations 

and obligations as well as groups, classes, or milieus; and social languages as well, as forms of 

practice and habits, are said to change at ever-increasing rates” (Rosa, 2014). Lastly Rosa 

(2014) discusses the perception of time as the third type of acceleration and that in the modern 

world, social actors increasingly feel that they are short on time. This time hunger appears to 

be paradoxical concerning the technological acceleration. Obviously, this acceleration has 

severe consequences for the organization of the workplace, everyday routines, workers and 

employees’ experiences and perspective on their whole work life. “ICT has provided the most 

recent and perhaps most spectacular wave of acceleration here” (Rosa, 2014). 

The acceleration of social change has increased the social mobility of workers which allows 

them to pursue individual career paths where speed is an essential precondition to pursue 

modern normative goals of autonomy and authenticity. Developments in information and 

communication technologies have had an enormous impact on working life the last two 

decades according to Derks and Bakker (2010) which argued in their study from 2010 that e-

mail is arguably the most common form of computer-mediated communication within an 

organization, but mobile devices in business have also changed the experience of e-mail. The 

original idea of the e-mail was to make the communication and lives at work more comfortably, 

however answering e-mails is not assumed as a part of a job description and mobile devices 

extend our jobs even more by demanding work communication during both day and night. 

(Derks & Bakker, 2010) 

 



 29 

3.5 Theoretical framework summed up 
 

In the beginning of the chapter terms like communication and organizational communication 

were defined. The focus on communication inside organizations has increased recently as well 

as the focus has shifted at least partly from vertical communication strategies to horizontal-

informal communication strategies which have been thought one of the primary dimensions of 

communication satisfaction. In relation to this the integration of organizations and the 

communication inside them can according to Mumby (2013) determine the organization’s 

success. The tension between the goals of organizations on the one hand and individuals on the 

other were introduced and as well how holism inside organizations can enable more creativity 

and better decision making, if the risk of groupthink is taken into consideration and minimized. 

Information and communication technologies (ICTs) have become essential in the modern 

economy and have been developing rapidly in the workplace. This new wave of ICTs is both 

replacing and complementing existing technologies affecting skills that are required by 

workers (Arvanitis & Loukis, 2009; Manuti & Davide de Palma, 2018). Work in the future will 

according to De Bruyne and Gerritse (2018) be organized in a more dynamic manner to adapt 

to these changes as well as work will be more focused on the individual rather than the group.  

One of the newest terms used for types of workplaces is the virtual workplace and the 

advantages and disadvantages of these virtual workplaces were discussed in the chapter. The 

acceleration of life was also discussed, that is, how everything seems to be speeding up 

incessantly in the modern life. Rosa (2014) argued that three types of acceleration have 

emerged in the recent decades; technological acceleration, acceleration of society, and the 

perception of time.  

 

4 Research methods 
 

This chapter discusses the methodology proposed for the research to examine the attitudes 

towards work shifting to the digital space and try to find out whether there still is a need for 

the physical workplace and whether the choice of offices space can influence job satisfaction.  

The methodology will be outlined and the theory and definitions behind the approaches for the 

understanding of the readers. This research was primarily descriptive and somehow 

explanatory as the intention of the research was to describe the environment of Icelandic tech 
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companies with a conclusion from collected data. The research was also partly explanatory as 

the goal was to answer the research questions by identifying some relationships between 

variables. This was achieved through correlation analysis conducted with chi-square cross 

tabulation analysis and bivariate correlation analysis. The correlation analysis was mostly 

performed on the relationship between factors regarding the attractiveness of the workplace, 

flexibility provided at the workplace, and sociodemographic factors like age, gender, marital 

status, and number of children living at home.  

 

4.1 Research approach and type 
 

The research approach used are often either quantitative or qualitative, both having their 

strengths and weaknesses, hence, neither one can be held better than the other. The best method 

depends on the purpose of the research and how the research questions are formulated (Yin, 

2004). When a quantitative approach is used the objective is to search for knowledge that is 

possible to measure, describe, and explain the phenomena of our reality (Tull & Hawkins, 

1980). Imai (2017) stated that in quantitative social science research the goal is to analyze data 

to understand and solve problems about society and human behavior. It is often well structured 

and formalized, seeking to discover patterns often expressed in numbers rather than words 

(Tull & Hawkins, 1980). One of the most common ways of conducting quantitative research 

are surveys which are often used to study public opinion and behavior when the information 

needed is not available from other sources (Imai, 2017).  

In contrast, qualitative research methods search for knowledge to investigate or understand 

particular phenomena from an inside perspective (Patel & Tebelius, 1987). The objective of 

qualitative research is to gain a deeper understanding of the phenomena examined and is often 

considered a softer approach than quantitative research. Furthermore, qualitative research 

explores why people act or think the way they do and the most effective way of research is an 

‘open-ended’ approach, in focus groups or in-depth interviews where people can express their 

opinions and beliefs in their own words (Yin, 2004). 

 

The goal of this research is to examine the attitudes of employees of Icelandic tech companies 

which can be diverse due to living situation, job structure, personality, etc. A survey was 

considered to be the appropriate method as many responses are needed to receive some 

saturation or generalization. In this research the Icelandic tech sector is the population and if 
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the results are generalizable it could benefit managers at Icelandic tech companies to know 

which factors are important to focus on regarding the future of the workplace.  

 

The questions in the survey were mostly ‘closed-ended’ but with some additional open-ended 

questions to gain better understanding of participants’ views as they can be diverse due to living 

situation, job structure, personality etc. A mixed method would also have been appropriate, for 

example by conducting both a survey and in-depth interviews to gain both some depth and 

breadth of the subject. For this thesis, due to a limited time frame, it was decided to limit the 

research to one method.  The researcher found it more interesting at this stage to receive 

responses from many participants to try to recognize patterns and have the possibility of 

generalizing the results to the population.  

 

According to Yin (2004), most type of research can be classified by how much the researcher 

knows about the problem that is to be examined before the investigation. Exploratory, 

descriptive, or explanatory are three classifications of existing research. Exploratory research 

is used when the goal is to clarify the nature of some vague problem, and the researcher does 

not have enough understanding to proceed without conducting research (Zikmund, 2003). 

When a particular phenomenon of nature is studied, and the goal is to explain its properties and 

inner relationships, descriptive research is relevant as it is supposed to describe the 

characteristics and functions of the population. Descriptive research is conventional when 

problems are well structured, and cause and effect relations are not to be investigated. Finally, 

explanatory research is done to identify cause and effect relationships between variables and is 

appropriate when it is not clear what model should be used and what qualities and relations are 

essential (Eriksson, 1999).  

 

4.2 Research design 
 

A research design is according to (Yin, 2004) the logic that links together the collected data 

and the initial questions of the research. It specifies the methods, procedures, measurements, 

and analysis of the collection of data. This research, as previously mentioned, was a 

quantitative study conducted with a survey, distributed to employees of Icelandic tech 

companies.  
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4.2.1 Data collection 

 

This research is mainly based on primary data to provide reliable and acknowledged data about 

this particular problem. As mentioned previously a survey was conducted for this research to 

collect data as surveys are a helpful tool to obtain information from large samples of the 

population. To create a well-constructed survey, several factors must be kept in mind. 

Respondents should answer the survey without any influence from the researcher, and it is 

recommended that they are not too long or exhaustive as it could lead to a lower response rate 

and unanswered questions (Mclntyre, 1999). Zikmund (2003) has pointed out two requirements 

for surveys; accuracy and relevancy where accuracy is obtained by ensuring as high validity 

and reliability as possible which will be explained later on. For the survey to be relevant, it is 

important to collect only information that is needed, that is, only ask questions that are 

necessary to answer the research questions. 

The types of questions asked in surveys are usually categorized by the freedom respondents 

have in their answering. In closed-ended questions, the respondents have limited freedom to 

express their opinions as they are given a choice of alternatives to choose from while in open-

ended questions the respondents are required to responds in a more detailed manner with their 

own words and therefore has more freedom in their answering.  

In this research, both open-ended and closed-ended questions were used as well as Likert-

scaled questions where respondents were asked whether they agreed with certain statements (1 

= strongly disagree, 3 = so-so and 5 = strongly agree). The survey was pre-tested by ten 

individuals to make sure that misunderstanding would be minimized and that all necessary 

terms were explained thoroughly enough. These individuals were of different ages and had 

different work experience. 

 

4.3 Research quality 

 
For this research, it was vital to pay attention to reliability and validity as was mentioned 

before.  
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4.3.1 Reliability 

 

Reliability can be defined as the degree of accuracy of the data collected and the stability and 

consistency of the results of the research (Chisnall, 2004). If the research instruments are 

neutral in their effect, it can be stated that the research is highly reliable, that is, in this case, if 

the study would be conducted again the research instruments would produce the same or similar 

data. According to Yin (2004), the role of reliability is to minimize errors and biases in a study 

and therefore it was critical to pay attention to reliability before the research was conducted. 

Four threats to reliability have been addressed by Saunders, Lews, and Thornhill (2003); 

participant error, participant bias, observer error, and observer bias which are also important to 

pay attention to.  

For this project, it was important that the structure of the survey did not encourage biases. It 

was decided to keep questions about sociodemographic at the end of the survey as it was 

considered that participants could answer differently if they had already answered questions 

about their age, gender, etc.  

4.3.2 Validity 

 

Validity concerns whether studies are measured as intended; in other words, how well the 

findings of researches are representing the phenomena claimed to measure. According to 

Eriksson (1999), the results are useless if the validity is low. Validity can be divided into 

internal and external validity where internal validity refers to how well theories and definitions 

are connected in the research and external validity refers to at what extent the findings of the 

study can be generalized (Yin, 2004).  

As many of the questions dealt with the terms digitalization, digital devices, and some with 

effectiveness and efficiency it was considered necessary to explain these terms in detail to 

eliminate misunderstanding, and therefore much effort was put in the use of language so that 

the terminology used would not lie outside of the respondents’ frame of reference.   
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4.4 Sample selection and size 
 

“Sampling is a consideration in both qualitative and quantitative research. Survey 

methodology, interviews, focus groups, bibliometric, content analysis, usability testing, etc., 

all rely on an appropriate number of people or items being selected and examined” (Imai, 

2017). In quantitative research, it is important to select a valid sample to obtain generalizability 

(Imai, 2017). One of the most important aspects of the sampling methodology is how to select 

the respondents, i.e., the sample frame. As mentioned before companies in the Icelandic tech 

sector were chosen as the sample for this research.  

 

In this study managers of 15 Icelandic tech companies were contacted and asked to distribute 

the survey to the employees of the companies. This way of sampling is called accidental, or 

convenience sampling as the companies were selected at hand until the desired number of 

respondents were reached (Imai, 2017). The managers worked for organizations of different 

sizes, ranging from organizations with ten employees to organizations with over 500 

employees. Another important aspect is the sample size. The larger the size, the greater the 

precision and reliability but some constraints need to be considered such as time and cost 

(Chisnall, 2004). For this research, a sample size of 80 was considered sufficient. Of all 

participants 61.3% were male, and 37.5% were females (1.2% preferred not to answer the 

question), and the mean age of participants was 40.1 years. The only condition participants had 

to fulfill was to be employees for an Icelandic tech company. 

 

 

4.5 Data processing and analysis 
 

As mentioned previously, the survey was conducted with Google forms, which is a convenient 

and straightforward platform to conduct surveys. The survey was open for responses from 1st 

of March to 20th of March. When all responses had been collected a spreadsheet was 

automatically formed in the software which was then used for the data processing. This 

spreadsheet was then storaged in a locked computer. The data was then processed and analyzed 

with the statistical software SPSS (Statistical Package for the Social Sciences) where both 

descriptive statistics and correlation analysis were conducted. The correlation analysis was 

made with a cross-tabulation (chi-square test) and a bivariate correlation analysis.  
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4.6 Ethical considerations 
 

The survey was conducted in an ethical manner. Participants were informed about the aim of 

the research and took part in the survey voluntarily. All participants have been assured 

anonymity and were informed about it. The researcher was not able to reproduce who took part 

in the survey and which participant gave which answers. As the survey was distributed to 

managers who then sent the survey to all employees of the company, the sample was 

randomized, that is, the researcher did not choose participants herself, only the companies. The 

fact that the survey was distributed by managers, not by the researcher could have affected the 

sample of the study. Employees have different relationships with their managers which could 

affect whether and how they participated in the study.  

 

5 Results 
 

5.1 General information:  
 

As stated above the sample size was 80 participants in total where 61.3% were male and 37.5% 

females (1.2% preferred not to answer the question). The age of participants was rather equally 

distributed (see figure 1), and the mean age of participants was 40.1 years.  

 

 
Figure 1: Age distribution 
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Most participants had higher education or 85% (60% had a master’s degree and 25% a 

bachelor’s degree) 10% had a high school degree or other equivalent education, and 5% had 

another kind of education or did not prefer to answer the question. 80% of participants were in 

a relationship, (42%% were married, and 39% were in a relationship but not married) and 19% 

were not in a relationship (15% single and 4% divorced or separated) (see figure 2). 

 

 
Figure 2: Marital status 

 

Participants were also asked whether they had children living at home and 57% of participants 

had either one or more children living at home (40.5% had more than one child living at home 

and 16,5% had one child living at home) while 7.6% had children that were not living at home 

and 35,4% did not have children (See figure 3).  

 

 
Figure 3: Children living at home 
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5.2 Work success and satisfaction 
 

87.3% of participants thought the organization they worked for was an attractive workplace, 

only 5.1% thought it was not an attractive workplace and 7.6% either did not know or preferred 

not to answer the question. When participants were asked what features they thought were 

important for the organization to possess to be an attractive workplace many features were 

mentioned. The most common ones were work flexibility (94.9%), cleanliness (86.1%), and 

likable co-workers and supervisors (84.8%) among other less often mentioned. (see figure 4) 

 

 
Figure 4: Important features for organizations to stay attractive 

 

 

When participants were asked whether they thought they were successful at their job 91.1% 

answered yes, 7.6% answered that they did not know if they were successful or not, 1.3% 

preferred not to answer, but nobody thought they were not successful at their job. If participants 

thought they were successful at their job, they were also asked about what qualities they 

thought essential for them to possess to maintain successful in their job. The most common 

answer was to be constantly learning new things or at least open to learning something new. 

Other common answers were communication skills, effectiveness, and efficiency, to be 

positive and show initiative and endurance as well as being reliable and solution-oriented. 

93.7% of all participants feel that their work is valued at the organization (see figure 5) but 

83.5% feel that they need, at least sometimes to prove themselves in their job (see figure 6).  
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A chi-square test was performed between whether participants felt that they needed to prove 

themselves in their job and their highest educational degree received. The results were 

significant, p = 0.049 (p < alpha (5%)) stating that participants with a higher educational degree 

rather felt that they needed to prove themselves in their job than those with a lower educational 

degree.  All participants with a master’s degree thought they either always or sometimes needed 

to prove themselves in their job while only 57.1% of participants with high school degree as 

highest educational degree felt they always or sometimes needed to prove themselves (see 

figure 7).  

 
Figure 7: Do you need to prove yourself and highest educational degree 

Figure 5: The value of work Figure 6: The need to prove yourself 
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When the same kind of test was performed on gender and whether participants felt they need 

to prove themselves in their job the results were not significant, p = 0.094 (p> alpha (5%)). It 

was though interesting to see that only 3.6% of female participants thought they did not need 

to prove themselves in their job compared to 18.8% of male participants (see figure 8).  

 

 
Figure 8: Do you need to prove yourself and gender 

 

There was not a significant relationship in chi-square test performed to test the relationship 

between whether participants felt they needed to prove themselves in their job and whether 

they worked elsewhere than the workplace (p = 0,190). It therefore cannot be assumed that 

employees feel the need to be present at the physical workplace and be around their managers 

to be able to prove themselves in their job.  

 

Overall most participants or, 89.8% overall said they enjoyed their jobs, 50.6% strongly agreed 

that they enjoyed their job, 39.2% agreed, and only 4% disagreed (see figure 9).  
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Figure 9: Job enjoyment 

 

The morale between participants and their co-workers was also good in most cases, 65% said 

they strongly agreed, 28% agreed, and only 1% disagreed (see figure 10).   

 

 
Figure 10: Morale between co-workers 

 

A correlation analysis was conducted to see if there was a relationship between work enjoyment 

and morale between co-workers. The correlation coefficient is 0.458 which means that there is 

a strong positive relationship between the variables, in other words, for participants where the 

morale between co-workers was good it was more likely that they enjoyed their job and vice 

versa (see figure 11).  
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Figure 11: Work enjoyment and morale between co-workers 

 

5.3 Are you a manager? 
 

Of all participants, 16.3% were in a managing position, 20.4% of male participants and 10% 

of female participants. When the answers about whether participants were in a managing 

position and whether they thought they worked longer hours than they preferred were 

compared no participant that was also a manager disagreed with the statement “I work longer 

hours than I prefer”. In other words, all participants that were also managers either agreed that 

they work longer hours than they prefer or that they neither agree or disagree while 31.9% of 

participants that are not managers disagreed or strongly disagreed (see figure 12).  

 

 
Figure 12: I work longer hours than I prefer and employment situation 
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The results on whether participants were in a managing position and whether they believed 

they were able to balance their work and personal life were also compared. There was not a big 

difference between participants who were managers and those who were not but more 

participants who were not managers either agreed or strongly agreed with the statement or, 

78.8%, compared to 50% of participants that were managers. In addition, 8.3% of managers 

disagreed with the statement while only 3% of those who were not managers disagree or 

disagreed strongly. In other words, more participants that were not in a managing position 

agreed with being able to balance their work and personal life than those in a managing position 

as well as more participants that were in a managing position thought they were not able to 

balance their work and personal life than those not in a managing position (see figure 13).   

 
Figure 13: The ability to balance work and personal life and employment situation 

 

5.4 Work flexibility 
 

When participants were asked if they had the freedom to decide both where and when they 

work 63.3% answered that they did, both where and when to work, 10.1% said they only had 

the freedom to decide where to work but not when, 12.7% said they had the freedom to decide 

when to work but not where and 13.9% said they did not have the freedom to decide or that 

they did not know (See figure 14). Of those who had the freedom to decide both where and 

when to work 46.6% said they regularly worked elsewhere than the workplace while 53.4% 

said they did not. 
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Figure 14: The freedom to decide where and when to work 

 

When these participants who regularly work elsewhere than the workplace were asked where 

they worked the most common answer were to work at home (89.5%), abroad (21.1%), at 

restaurants (7.9%) or libraries (5.3%). This relates to the question regarding participants marital 

status and whether they have children at home. To see if there was a relationship between 

marital status and whether participants worked elsewhere than the workplace a chi-square test 

was performed at a 95% confidence level (alpha 0.05). The significance value turned out 0.044 

and was therefore significant stating that there is a relationship between what participants’ 

marital status was and whether they worked elsewhere than the workplace. 60.7% of married 

participants regularly worked elsewhere than the workplace, 40.9% of participants who were 

in a relationship but not married but only 14.2% of participants who were not in a relationship.  

 

When a similar test was performed to see whether there was a relationship between working 

elsewhere than the workplace and whether participants had children living at home, the results 

were also significant (p-value 0.017). 57,9% of participants who had children living at home 

said they regularly worked elsewhere than the workplace while 25% of those who did not have 

children living at home said they regularly worked elsewhere than the workplace.  

 

A chi-square test was also conducted to see whether there was a relationship between the age 

of participants and whether they regularly worked elsewhere than the workplace. The 

significance level turned out 0.021 which shows that there is a relationship between these 

variables. It was more common for the older participants to work elsewhere than the workplace 
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than for younger participants (14.3% for 21-30 years old, 56% for 31-50 years old, and 58% 

for participants older than 50 years old).  

 

There was also a relationship between how long participants had worked for a company and 

whether they regularly worked elsewhere than the workplace. 55,9% of participants who had 

worked longer than three years for a company regularly worked elsewhere than the workplace 

and 33,3% of those who had worked less than three years for a company. More men than 

women regularly worked elsewhere or 51.4% men and 39.1% women.  

 

Participants were asked what they thought were the advantages and disadvantages of both 

showing up at the workplace and working elsewhere. The most common answers which will 

be discussed below, were relationships with co-workers, communication, disturbance, focus 

and privacy, and the balance between work and personal life.  

 

Relationships with co-workers and communication: 

Most participants mentioned relationships with co-workers as an advantage for showing up at 

the workplace or as a disadvantage when not showing up at the workplace, some also 

mentioned that they would get lonely or isolated when not showing up at the workplace. Many 

participants mentioned that it is more fun to show up at the workplace, to be a part of a team 

and also to be informed about what is happening in the company. It was common that 

participants said that communication with co-workers was better when showing up at the 

workplace, that face-to-face communication was a better and easier way of communicating and 

that co-workers were more reluctant to contact each other when they did not show up at the 

workplace.  

 

Disturbance, focus and privacy:  

Disturbance was mentioned as a disadvantage for showing up at the workplace but both as an 

advantage and a disadvantage when working elsewhere. Many participants agreed that when 

showing up at the workplace they were more easily disturbed by their colleagues, especially in 

an open office space but it was mentioned equally often as an advantage and a disadvantage 

for working elsewhere. Some thought they would not be disturbed as much when working 

elsewhere like when they could stay at home at times when no one was around while other 

participants mentioned a different kind of distractions when working at home, they could easily 
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get distracted by family members or chores when working from home. A similar pattern was 

formed in the answers regarding focus and privacy. Some participants thought it would be 

easier to focus in the workplace than elsewhere and more difficult to focus at home and that it 

is challenging to create the discipline that is needed for work elsewhere than at the workplace.  

 

Balance between work and personal life: 

Many participants mentioned the balance between work and personal life as an advantage for 

working elsewhere than the workplace, they thought it would be nice to have the opportunity 

to be at home when their children were sick, when they were sick themselves, to be able to 

participate more in their children’s schedule, etc. Some participants, however, had different 

opinions and mentioned it as an advantage for showing up at the workplace to be able to 

separate their work and home so that they could give their family their full attention when not 

at work and mentioned that they did not want to mix work and personal life. 

 

Other factors participant mentioned were that the facility to work was better when showing up 

the workplace (better equipment, multiple screens, etc.), that working elsewhere could save 

some time and money by not having to commute and finding parking spaces and that it was 

easier to seek and provide assistance when showing up at the workplace.  

 

5.5 Digitalization and the future of the workplace: 
 

All participants answered ‘yes’ when asked whether it was vital for them to use digital devices 

in their work and when asked for what, the most common answers were for communication, 

information sharing, software use, collaboration, and administration.  

When participants were asked whether they thought the nature of their work had changed due 

to the development of digital devices used in the workplace 63.6% answered ‘yes’, 22.8% 

answered ‘no’ and 13.9% said they did not know if the nature of their work had changed. The 

answers were similar when participants were asked whether they thought their workplace 

would change in the future due to the digitalization of the workplace, 70% of participants 

thought it is going to change while 30% thought it is not going to change. The factors most 

often mentioned concerning this were that organizations would increase their automation of 

tasks, employees would more often work remotely, and that speed in development and services 

would increase. However, participants had different opinions on whether communication in 
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the workplace will get better or worse in the future. Some thought the collaboration between 

departments would increase while others thought that face to face communication will decrease 

and that co-workers are starting to contact each other through digital devices even though they 

are not further than two meters apart.  

 

When participants were asked if they thought their work schedule would change due to the 

digitalization of the workplace the answers were different. 57% of participants thought their 

work schedule would change while 43% thought not. One response intrigued the researcher 

especially;  

 

“I think the workplace will change more than the work schedule as people will still have 

children who need to be at kindergarten/school on certain times and be picked up again at 

certain times and then you need to be done working at the same time as well, which will 

maintain the dominating 9-5 work schedule”.  

 

6 Analysis  
As stated previously many political, economic, and cultural factors have affected the workplace 

and its organizational structure which depends on the willingness of employees to appear 

together at a specific time and place. In the previous chapter, the data collected in this study 

was presented. In order to finish the data analysis process, this chapter is devoted to the analysis 

and interpretation of the quantitative data gathered by the survey done in this research. 

 

6.1 Changes due to digitalization 
 

As mentioned before the emergence of new technology-based working modalities has 

redesigned the role played by people at work (Manuti & Davide de Palma, 2018). Gobble 

(2018) argues that if organizations want to survive into the next decade, or even just into the 

next year they need to remake their processes and affordances of digital technology as the so-

called “always-on” connection will force them to rethink almost everything. Therefore it is 

essential for organizations to form some strategy or policy in this matter as the development of 

digital technologies inside organizations has become a standard rather than a way to gain 

competitive advantage (Radu-Alexandru, 2017).  
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But how should organizations react to the digitalization of the workplace and are there still 

some significant changes yet to be discovered? 

 

63.6% of participants thought the nature of their work had changed due to the development of 

digital devices, 70% thought their workplace would change in the future due to the 

digitalization of the workplace, and 57% thought their work schedule would change due to 

digitalization. Therefore, it is likely that at least some kind of change is still to be seen at least 

according to the participants of this research. 

Evidently it is difficult to find an employee in the Icelandic tech sector that does not need to 

use digital devices for work if the results from this research are generalizable as all participants 

thought it was vital for them to use digital devices in their work. The most common tasks 

participants said they used by digital devices were communication (96.2%), information 

sharing (93.7%), software use (93.7%), and collaboration (81%). It is important for 

organizations to choose the right platforms for employees to perform these tasks. The setup 

and maintenance cost for these platforms can though be expensive according to Cascio (2000).  

 

6.2 The freedom to work elsewhere than the workplace 
 

As outlined in the results chapter, 63.3% of participants answered that they have the freedom 

to decide where and when to work. This large percentage did not come as a surprise as the 

physical structure of work is already being replaced by a virtual structure with remote working 

via mobile devices are almost becoming the norm according to Fishwick and Curran (2016). 

However, it came as a surprise that only 46.6% of those who have the freedom to work 

wherever and whenever they like, actually work regularly elsewhere than the workplace, and 

53.4% did not at all. It was more common for participants who were married or in a relationship 

to regularly work elsewhere than the workplace than for those who were not in a relationship. 

A possible reason could be that employees who are not in a relationship need more feedback 

and companionship from co-workers or supervisors than those who can discuss their work with 

a partner at home. Another possible reason would be that employees simply want to socialize 

with co-workers on a daily basis as it can make them feel good and makes the day more 

enjoyable, and it can also decrease the likelihood of loneliness and isolation. Not showing up 
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at the workplace obviously decreases the likelihood of spending time with colleagues which is 

an important aspect of the job (Demerouti et al., 2014).  

57.9% of participants who had children living at home said they regularly worked elsewhere 

than the workplace compared to only 25% of those who did not have children living at home. 

A possible reason for this could be that employees who have children living at home have to 

work harder to find a balance between work and personal life. Working at home instead of 

showing up at the workplace to find a work-life balance could though be a double-edged sword 

as it can be challenging to devote one’s full attention to their job while taking care of children 

and vice versa. It could though be the better option for employees that have to work long hours 

to be able to combine it with taking care of children and chores resulting in blurred lines 

between work and personal life instead of spending less time with family members due to long 

hours at the workplace.  

This is in line with Rosa’s (2014) ideas about the acceleration of life and that in the modern 

world, social actors increasingly feel that they are short on time which has consequences for 

the organization of the workplace, everyday routines and employees’ experiences and 

perspectives on their whole working life. It was common that participants mentioned 

timesaving, less time in commute and traffic and that it was easier to delegate a part of the day 

to participate in their children's schedule as advantages for working elsewhere than the 

workplace. It seems that at least some participants feel that they are short on time and need to 

organize themselves well to be able to balance all their tasks. In contrast, it is unlikely that the 

structure of kindergarten and primary schools will change in the near future as one participant 

pointed out:  

 

“I think the workplace will change more than the work schedule as people will still have 

children who need to be at kindergarten/school on certain times and be picked up again at 

certain times and then you need to be done working at the same time as well which will 

maintain the dominating 9-5 work schedule”.  

 

This could make the option of showing up at the workplace at certain hours look more desirable 

for younger employees who still have young children living at home than older employees who 

might not have as many obligations in their personal lives and can, therefore, have more control 

over their daily schedule.  
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6.2.1 Open labor market and the arrival of the millennials  

 

Nowadays the labor market is more open than before, as discussed in the chapter about the 

modern workplace (p.14), which can affect how organizations treat their employees. Today’s 

employees and especially younger employees are not as loyal as employees of previous 

generations, they focus on pursuing their careers, have higher expectation and focus more on 

what the organization can do for them instead of what they can do for the organization. This 

makes it even harder for organizations to keep employees satisfied and prevent them from 

leaving the organization to another one (Magnúsdóttir & Aðalsteinsson, 2011). This also makes 

it even more important for organizations to be attractive and have something better to offer 

than other organizations.  

Scholars like Magnúsdóttir and Aðalsteinsson (2011) have discussed that Millennials are more 

likely to demand flexibility in the workplace than previous generations. Work and life balance 

is more important to the Millennials than other generations, and work is usually not their top 

priority but rather personal matters like their family and friends. As work is not their top priority 

combined with a more open labor market than before could make it even harder for 

organizations nowadays to keep their employees inside the organization for a long time. This 

is especially important in the tech sector as there can be less geographical boundaries for 

employees at tech organizations. Employees that only need to rely on being connected to the 

internet and having access to the right digital devices do not need to limit their choice of 

company to work for to certain geographic locations. To demonstrate this, an Icelandic 

software developer could easily work for a company in Germany if offered the flexibility to 

choose where and when to work. 

 

6.2.2 The effect of age and work experience on working elsewhere than the workplace 

 

When the relationship between age of participants and whether they regularly worked 

elsewhere than the workplace was examined, it came as a surprise to the researcher that it was 

more common among older participants to regularly work elsewhere than the workplace 

(66.6% of participants older than 40 years old and only 33.4% of participants younger than 40 

years old (the millennials). A possible reason for this could be that younger employees feel 

more need to show up at the workplace as they are likely to have worked at the organization 

for a shorter period than those who are older. Only 5% of those who had worked longer than 
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three years for the organization were younger than 30 years old and no participant older than 

60 years old had worked shorter than three years for the organization. New or younger 

employees, therefore, might need more support, the possibility to seek assistance and learn 

from co-workers as they are not as experienced and comfortable in their job as older employees. 

This is in line with Cascio’s (2000) discussion about the need for a period of socialization for 

employees that have not worked for a long time in an organization. They need to learn to adapt 

to the new environment, new managers and co-workers, learn how and why things are done in 

the company and the dos and taboos of the company’s culture before they can work in the 

virtual workspace.  

 

6.3 Attractive workplace 
 

When participants were asked about what made the organization they worked for attractive 

most answers focused on either flexibility, the co-workers and supervisors or facilities. One of 

the most feasible ways for organizations to make the workplace more attractive is to improve 

their facilities. Good cafeteria, coffee machines, cleanliness, comfortable furniture, lighting 

and activities such as gym classes, meditation, and trips are all factors which matter to 

employees and can be a part of the reason for showing up at the workplace according to the 

results of this research. Improving or adding these factors to the organizational structure might 

attract more employees to the physical workplace but it can also create tension between the 

goals of the organization and the goals of individuals. As stated above, according to Mumby 

(2013) some of the goals of individuals can be asserting individual values and maximizing 

leisure time while one of the organizational goals is minimizing costs which is unlikely in line 

with spending money in improving facilities. The shift from the traditional workspace to the 

open workspace has also changed employees’ opinions of the workplace. It seems that 

Icelandic tech companies are in favor of the open workspace as only one participant in this 

research had an individual private office and all other participants worked in a somehow open 

workspace. It was common for participants to mention disturbance and lack of privacy as an 

advantage for showing up at the workplace, which could be a consequence of the open 

workspace arrangement as the lack of privacy and disturbance in the open workspace has been 

discussed by several scholars (Bernstein Ethan S. & Turban Stephen, 2018; Kim & de Dear, 

2013).   
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In relation to the discussion of the Millennials’ demand for flexibility and lack of loyalty, 

organizations need to acknowledge the importance of motivation and employee satisfaction 

according to Korzynski (2013) to minimize unwanted turnover, as turnover can be triggered 

by job dissatisfaction (Griffeth et al., 2000).  

 

6.4 The emphasis on communication 
 

It was interesting to see how similar the answers were between participants regarding the 

advantages and disadvantages of both showing up at the workplace and working elsewhere. 

The majority of participants mentioned the relationship and communication with co-workers 

as either an advantage for showing up at the workplace or a disadvantage for working 

elsewhere. This makes sense when put into context with the importance of communication 

inside organizations. Mumby (2013) even argues that organizations are simply systems of 

communication and should be thought of as complex patterns of communication habits, not as 

physical containers where people communicate and that organizations only exist because 

people communicate.  

 

Scholars like Manuti and Davide de Palma (2018) argue that organizations are lively human 

systems and that it is vital that they are sustained by unique individuals to become unique 

themselves which relates to Mumby’s discussion about how organizations today depend on 

people to show up at the workplace to be successful (Mumby, 2013). It is obvious that human 

labor has not been wiped out due to automation as has been feared the last decades by scholars 

like Autor (2015). Parallel to the discussion of automation of tasks and procedures 

organizations are discovering how essential the human parts of work are to gain competitive 

advantage and how communication skills are now more valuable than ever (Manuti & Davide 

de Palma, 2018). In relation to this, Mumby (2013) discussed the need for motivation in the 

workplace and especially how to motivate people to come together to perform specific tasks to 

achieve some kind of holism as holism argues that when elements in a system function 

interdependently the result will be different from the sum of its parts. When put in the 

organizational context holism can enable more creativity and better decision making than with 

aggregated individuals working independently as previously mentioned. This makes it even 

more important for organizations to keep employees motivated to show up at the physical 

workplace as according to Manuti & Davide de Palma (2018):  
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“Organizations are the people who live in them. It is thanks to their engagement, to their 

motivations, to their skills and knowledge that the organization could fulfill its goals. 

Therefore, it is crucial that they learn how to capitalize their precious contribution” (Manuti & 

Davide de Palma, 2018) 

 

It is clear that communication plays a vital role in organizations as it was the most common 

reason participants mentioned for showing up at the workplace and the most important reason 

for using digital devices in their job. Many scholars seem to agree as they have emphasized for 

years on the importance of communication in the workplace (Demerouti et al., 2014; Manuti 

& Davide de Palma, 2018). It has also been argued that overall communication has reduced 

since it was transferred partly to the digital environment instead of increased, as had been 

predicted (Demerouti et al., 2014). This makes it even more important for organizations to 

develop platforms to increase communication efficiency and accessibility in the virtual 

workplace. 

 

It is vital to consider these scholars’ aspects of the organization when planning how the future 

of the workplace will become, and important not to ignore the role employees play in the 

organization's success. The advantages and disadvantages of offering employees the flexibility 

to work in the virtual workplace need to be well considered to be executed effectively. It can 

be tempting to focus only on the advantages of shifting completely to the virtual workspace 

like reduced real estate expenses, higher profits, etc. but disadvantages like loss of cost 

efficiency, cultural issues, employee isolation and lack of trust cannot be ignored (Cascio, 

2000).  

 

6.4.1 What gets lost in the virtual workplace?  

 
According to Pincus (1986) horizontal-informal communication is one of the primary 

dimensions of communication satisfaction. This horizontal-informal communication can easily 

decrease when working in the virtual workplace and not among co-workers. Arora, Gonzales, 

and Payne (2011) state, as previously mentioned, that informal communication can be 

beneficial for coordination to occur as it allows employees to mingle with each other and that 

it is more difficult to get familiar with co-workers if informal communication is not a part of 

everyday work practice. Effective Informal communication has also been linked to reduction 
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in boredom in the workplace as job satisfaction is dependent on frequent social interactions  

which can be lost in the virtual workplace (Roy, 1959). According to Arora and fellow scholars 

(2011) this informal communication is often taken for granted or even overlooked in the virtual 

workplace. Therefore employees have the tendency to keep showing up at the workplace to 

keep ties with their co-workers without having special work-related reasons to show up 

(Golden, 2006) . In the virtual environment organizations can also miss out on opportunities 

for creativity and better decision making due to holism as employees are not working in the 

same geographical location (Mumby, 2013).    

 

As stated earlier the communication between co-workers and supervisors has been connected 

with job satisfaction and Watson and Korczynski (2003) state that better communication can 

prevent employee dissatisfaction. It has also been stated that overall communication inside 

organizations has decreased due to the shift of communication to the digital environment 

(Demerouti et al., 2014). This can influence the morale inside organizations as Eyþór 

Eðvardsson studied. For job satisfaction to thrive inside organizations employees need to feel 

that they are a part of a community (Eðvardsson, 2005). This is an important aspect when 

deciding whether to provide the flexibility for employees to work in the virtual workspace and 

make sure that the consequences of shifting work to the virtual environment will not decrease 

employee satisfaction as according to Lockwood and Adimoolam (2007) lack of 

communication or poorly executed communication can lead to dissatisfaction. It is though clear 

in today’s working environment that most organizations can not completely avoid this shift 

from the physical workplace to the digital workplace as the importance of gaining a competitive 

advantage is increasing in today’s highly competitive labor market. 

 

7 Conclusion 
 

It is clear that there are still some changes to take place in today’s workplace and it is likely 

that increased flexibility is one of those changes as 94.9% of participants in this research 

thought flexibility was an important feature for the organization to possess to be an attractive 

workplace. It is essential for organizations today to stay attractive and become more attractive 

in the eyes of current and future employees. The workplace needs to be a place where 

employees feel good and a place where they prefer to work so that the face-to-face 
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communication and relationships between co-workers and managers does not only take place 

in the digital environment (virtual workplace) as both scholars and participants in this research 

have emphasized on the importance on face-to-face communication and the relationships that 

are formed between co-workers.  

 

As stated earlier the communication between co-workers and supervisors has been connected 

with job satisfaction and Watson and Korczynski (2003) state that better communication can 

prevent employee dissatisfaction. Participants also mentioned that communication with co-

workers was better when showing up at the workplace, that they thought face-to-face 

communication more effective and a more natural way of communication as well as that they 

were more reluctant to contact their co-workers and supervisors when they did not show up at 

the workplace. If this is a common opinion, then it is vital for organizations to attract their 

employees to the physical workplace. Participants mentioned that digital devices could also 

affect communication in the physical workplace as co-workers are starting to communicate 

through digital devices even though they are only two meters apart. This could be a 

consequence of the open workspaces that are common in today’s organizations as employees 

might feel that they are interrupting their co-workers by using face-to-face communication in 

an open office space. As stated earlier overall communication inside organizations has 

decreased due to the shift of communication to the digital environment (Demerouti et al., 2014) 

which is a concern for today’s organizations and therefore it is important for organizations to 

prevent further reduction in communication especially as the integration of organizations and 

the communication inside them can determine the organization's success (Mumby, 2013). It is 

likely that in the coming years, organizations will need to focus on finding the right balance 

between the physical and the virtual workplace but while communication is one of the most 

crucial factors for both employees’ and organizations success it is unlikely that the physical 

workplace will be completely eliminated from organization’s structure. 

 

7.1 Recommendations for further research 
 

The limitation of this study and its findings should be noted with a view to extending the 

present study. This section contains some suggestions for future research. As this research 

was conducted with a quantitative approach it was not possible to examine the beliefs of 

employees of the Icelandic tech sector. A possible further research would be to conduct 
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research with a qualitative approach to probe more deeply on each item mentioned in this 

work and explore the unknown aspects of this study. In-depth interviews or observation study 

to examine employees’ beliefs or observe communication strategies inside Icelandic tech 

organizations could contribute a lot to existing research. This research only focused on the 

Icelandic tech sector, future research could be done on other sectors as well to gain broader 

perspective on this subject between different sectors. 
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9 Appendix:  
 

9.1 Survey structure  
 

The survey was conducted using the software Google Forms as it was simple to use, had many 

different possibilities of question structure and it was easy to distribute the survey as well as 

accessing the data. The survey was divided into eight sections; 

- Work details 

- Work success 

- Work flexibility 

- The workplace and work situation 

- Digitalization of the workplace 

- The future of the workplace 

- Scale questions 

- General information 

 

At the beginning of the survey, participants read a short text where they were thanked for 

participating and told about the reason for this survey. They were also assured that the answers 

would be kept strictly confidential and never associated with the name of the participant. After 

reading this message, participants could proceed to the first part of the survey where multiple 

choice questions about work situation as well as an open-ended question about the participant’s 

job title were asked. The participant needed to answer all questions for each section before able 

to proceed to the next section. In the second section, there were both closed-ended and open-

ended questions regarding job success. The third section started with a question about whether 

the participant had the freedom to decide where and when to work and participants got different 

questions after this question due to how they answered the question. Those who had the 

freedom to decide where and when to work got questions about whether they regularly worked 

elsewhere than the workplace, if their co-workers regularly worked elsewhere than the 

workplace, and then questions about the advantages and disadvantages of both showing up at 
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the workplace and working elsewhere. Those who did not have the freedom to decide where 

and when to work were asked if they thought it would change in the future. In the fourth section, 

participants were asked multiple choice questions about their workplace, and work situation, 

as well as they, were asked to answer a checkbox question about what features they thought 

were necessary for an organization to be an attractive workplace. Questions about the 

digitalization of the workplace were asked in the fifth section, both multiple choice questions 

and a check-box question which contained questions about effectiveness, efficiency, whether 

the use of digital devices was vital for their job, etc.  In the sixth section questions regarding 

the future of the workplace were asked starting with two open-ended questions about whether 

participants thought their workplaces and work schedules would change in the future due to 

digitalization and the third and last question of the sector asked participants whether they 

thought their technical job skills would become obsolete in the future. At the end of the survey 

there was a sector with some scale questions and questions about sociodemographic such as 

age, education, and gender. 

The non-response rate is a critical limitation of research according to (Chisnall, 2004). In this 

study, respondents’ answers were not counted unless they submitted the survey successfully. 

However, participants always had the possibility of choosing the option” I prefer not to answer 

this question,” this option was though rarely used.  

 

 

 

 

 

 

  


