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When Work Goes Digital

Digitalization increasingly permeates working life, changing how public sector 
work is organized, performed, and experienced. Digital technologies are expected 
to improve efficiency and service delivery, but also reshape working conditions. 
Digitalization is therefore not only about technology, but also about the people 
who make it work.

This thesis examines digitalization from a socio-technical perspective, focusing on 
employees’ occupational well-being and the integration of occupational health 
and safety management (OHSM) into digitalization processes. Studies in two 
Swedish municipalities illustrate how digital technologies interact with everyday 
work, organizational conditions, and managers’ approaches to digitalization.

The findings indicate that collegial interaction and local problem-solving can 
constitute important resources, but may not compensate for insufficient time, 
staffing, or organizational support. By conceptualizing digital transformation as 
an ongoing socio-technical transformation, this thesis advances understanding of 
how digitalization, occupational health and safety management, and occupational 
well-being interact. This perspective provides a basis for interpreting how changing 
demands and resources may influence digitalization processes and its implications 
for occupational well-being and a sustainable working life.
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Abstract 

As digitalization continues to transform work in the public sector, there is a 

growing need to understand its consequences for employees’ occupational 

well-being and how these consequences are managed within organizations. 

This thesis examines digitalization from a socio-technical perspective, focu-

sing on employees’ occupational well-being, managers integration of occu-

pational health and safety management (OHSM) into digitalization proces-

ses, and conditions that facilitate or constrain this integration.  

 

The thesis comprises one scoping review and four qualitative studies in two 

Swedish municipalities. Participants included employees, health and safety 

representatives, managers, HR professionals, and strategists. Data were 

generated through semi-structured interviews and digital diaries using in-

ductive and deductive qualitative analyses.  

 

The findings show that occupational well-being was influenced by the inter-

play between digital technologies, everyday work, and organizational condi-

tions. Collegial interaction and local problem-solving emerged as important 

resources, but could not compensate for insufficient time, staffing, or organi-

zational support. Digitalization appeared more demanding when restruc-

turing and reduced staffing preceded reliable digital systems. Differences in 

OHSM integration appeared to be more closely related to managerial practi-

ces in digitalization processes than to broader organizational conditions.  

 

By conceptualizing digital transformation as an ongoing socio-technical 

transformation, the thesis contributes to an understanding of how digitali-

zation, OHSM, and occupational well-being can be understood as inter-

related and evolving over time. Combining a socio-technical perspective with 

gain and loss cycles from JD-R theory, provides a way of interpreting how 

changes in demands and resources may indicate different directions of this 

transformation, and their potential implications for occupational well-being 

and a sustainable working life. 
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Sammanfattning 

I takt med att digitalisering förändrar arbetet i offentlig sektor ökar behovet 

av att förstå dess konsekvenser för medarbetares arbetsrelaterade välbe-

finnande och hur dessa hanteras inom organisationer. Avhandlingen under-

söker digitalisering från ett sociotekniskt perspektiv, med fokus på medarbe-

tares dagliga arbete, chefers integrering av arbetsmiljöarbete (SAM) i digi-

taliseringsprocesser samt förutsättningar som främjar eller begränsar denna 

integrering.  

 

Avhandlingen omfattar en litteraturstudie samt fyra kvalitativa empiriska 

studier genomförda i två svenska kommuner. I de empiriska studierna deltog 

medarbetare, skyddsombud, chefer, HR-specialister och strateger. Data 

samlades in genom semistrukturerade intervjuer och digitala dagböcker och 

analyserades med induktiva och deduktiva kvalitativa ansatser.  

 

Resultaten visar att arbetsrelaterat välbefinnande formades av samspelet 

mellan digital teknik, det dagliga arbetet och organisatoriska förutsättningar. 

Kollegial interaktion och lokal problemlösning framträdde som viktiga resur-

ser, men kunde inte kompensera för brist på tid, bemanning, eller organisa-

toriskt stöd. Digitaliseringen framstod som mer krävande när omorgani-

sation och minskad bemanning föregick tillförlitliga digitala system. Skill-

nader i integreringen av arbetsmiljöarbete föreföll vara närmare relaterade 

till hur chefer i praktiken förhöll sig till digitaliseringsprocesser än till 

bredare organisatoriska förutsättningar. 

 

Genom att konceptualisera digital transformation som en pågående socio-

teknisk transformation, bidrar avhandlingen till en förståelse av hur digitali-

sering, arbetsmiljöarbete och arbetsrelaterat välbefinnande kan förstås som 

sammanlänkade fenomen. Kombinationen av ett sociotekniskt perspektiv 

med resursförstärkande och resursförsvagande cykler från JD-R teorin 

erbjuder ett sätt att tolka hur förändrade krav och resurser kan indikera olika 

riktningar för denna transformationen samt dess potentiella konsekvenser 

för arbetsrelaterat välbefinnande och ett hållbart arbetsliv.  
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1. Introduction 

This chapter introduces the research problem that frames the thesis, focusing on 

digital transformation and its implications for occupational well-being and health 

and safety management (OHSM) in public sector work. It then presents the overall 

aim and research questions that guide the thesis. Thereafter, the thesis is theo-

retically positioned, with attention to the interplay between technological, organi-

zational, and social dimensions. The chapter also introduces the levels of analysis 

through which these interrelationships are examined. Finally, an outline of the 

thesis is provided. 

1.1 Digital transformation and occupational well-being in public 

sector work 

 

Digital technologies and organizational processes are identified as central ele-

ments of digital transformation (Danielsen et al., 2022). Digital transformation 

involves significant changes in how organizations or societies operate and provide 

services, including changes in structures, and values enabled by digital techno-

logies (Danielsen et al., 2022). Although this description of digital transformation 

applies to both the public and private sectors, public sector organizations are 

distinguished by complex relationships among different levels of government, civil 

society, citizens, and other stakeholders (Danielsen et al., 2022). These comp-

lexities provide an important context for understanding how digital transfor-

mation unfolds in public sector organizations, where it may reshape employees’ 

professional roles, work practices, and the conditions under which work is perfor-

med (Melin et al., 2024). 

 

Previous research shows that digital technologies may both have positive and 

negative implications for public sector employees’ everyday work. Positive effects 

include for example improved information sharing, faster administration, reduced 

workload and greater work flexibility (Frennert, 2019; Martín-Palomo et al., 2024; 

Smaradottir & Fensli, 2019). Reported negative effects include for example cur-

tailed discretion and reduced autonomy combined with increased work complexity 

(Busch, 2020: Giritli Nygren et al., 2013). More broadly, digital technologies have 

been identified as a source of work-related stress when employees are required to 

manage multiple digital systems simultaneously (Ioannou, 2023). Unmet emplo-

yee needs during technological change, have also been associated with burnout 

and turnover intentions (Mahapatra & Pati, 2018). Previous research thus suggests 

that employees’ working conditions may be affected as digital technologies intro-
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duce new work demands, and change established work practices, potentially giving 

rise to psychosocial risks. These effects may depend not only on the technologies 

themselves, but also on how they are designed, introduced, and implemented in 

everyday work (Christensen et al., 2020; Eklund et al., 2020).  

 

These developments suggest that the consequences of digital transformation 

extend beyond technological implementation and organizational efficiency and 

raise broader questions about employee well-being and socially sustainable wor-

king conditions. From a social sustainability perspective, employees’ well-being is 

an important consideration in organizational development and change (Kobal 

Grum & Babnik, 2022). Understanding the potential implications of digital 

transformation may therefore also require attention to how organizations manage 

occupational health and safety (OHS) throughout organizational change asso-

ciated with digitalization processes.   

 

Within the field of occupational health and safety (OHS), the objective is to 

promote healthy and safe working conditions while supporting workers’ physical, 

mental, and social well-being (da Silva & Amaral, 2019). Reflecting this per-

spective, worker well-being has also been described as an overarching concept, 

integrating an individual’s health with work-related environmental, organiza-

tional, and psychosocial aspects (Chari et al., 2018). Worker well-being has 

furthermore been described as employees’ positive perceptions and the presence 

of supportive conditions that enable individuals to thrive and achieve their full 

potential both at work and beyond (Chari et al., 2018).  

 

This thesis focuses on occupational well-being, understood as employees’ work-

related well-being as it develops through the interplay between digitalization-

related demands and resources and the organizational conditions under which 

work is performed. Examining occupational well-being in the context of digital 

transformation may therefore also require attention to how organizations manage 

OHS throughout digitalization processes. Although research on OHSM has 

expanded since the 1990s, with the number of publications peaking around 2018, 

the field remains geographically concentrated particularly in the United States, 

followed by the United Kingdom, Canada, the Netherlands, Italy, and Germany 

(Wang et al., 2020). At the same time, research examining the OHS consequences 

of digitalization in the public sector remains underexplored (Giritli Nygren et al., 

2013; Håkansta et al., 2025).  

 

2 

 

 

duce new work demands, and change established work practices, potentially giving 

rise to psychosocial risks. These effects may depend not only on the technologies 

themselves, but also on how they are designed, introduced, and implemented in 

everyday work (Christensen et al., 2020; Eklund et al., 2020).  

 

These developments suggest that the consequences of digital transformation 

extend beyond technological implementation and organizational efficiency and 

raise broader questions about employee well-being and socially sustainable wor-

king conditions. From a social sustainability perspective, employees’ well-being is 

an important consideration in organizational development and change (Kobal 

Grum & Babnik, 2022). Understanding the potential implications of digital 

transformation may therefore also require attention to how organizations manage 

occupational health and safety (OHS) throughout organizational change asso-

ciated with digitalization processes.   

 

Within the field of occupational health and safety (OHS), the objective is to 

promote healthy and safe working conditions while supporting workers’ physical, 

mental, and social well-being (da Silva & Amaral, 2019). Reflecting this per-

spective, worker well-being has also been described as an overarching concept, 

integrating an individual’s health with work-related environmental, organiza-

tional, and psychosocial aspects (Chari et al., 2018). Worker well-being has 

furthermore been described as employees’ positive perceptions and the presence 

of supportive conditions that enable individuals to thrive and achieve their full 

potential both at work and beyond (Chari et al., 2018).  

 

This thesis focuses on occupational well-being, understood as employees’ work-

related well-being as it develops through the interplay between digitalization-

related demands and resources and the organizational conditions under which 

work is performed. Examining occupational well-being in the context of digital 

transformation may therefore also require attention to how organizations manage 

OHS throughout digitalization processes. Although research on OHSM has 

expanded since the 1990s, with the number of publications peaking around 2018, 

the field remains geographically concentrated particularly in the United States, 

followed by the United Kingdom, Canada, the Netherlands, Italy, and Germany 

(Wang et al., 2020). At the same time, research examining the OHS consequences 

of digitalization in the public sector remains underexplored (Giritli Nygren et al., 

2013; Håkansta et al., 2025).  

 



3 

 

 

The integration of OHSM into organizational processes within the Swedish public 

sector cannot be assumed. Changes in public sector management associated with 

New Public Management (NPM) have transformed how OHS is managed, with an 

increased focus on the efficient use of public resources and less attention to the 

consequences for occupational health (Schmidt et al., 2017). Research has further 

underlined weak practical implementation of OHSM within the public sector, with 

limited dialogue and participation, and a reactive rather than preventive approach 

(Schmidt et al., 2017). These findings are relevant in the context of digital 

transformation, where organizational change and the introduction of new 

technologies may create new demands and psychosocial risks that need to be 

identified and addressed as part of ongoing organizational processes. The 

relevance of addressing these issues is further underscored by the increasing 

prevalence of work-related health problems in Sweden, including mental fatigue, 

burnout, and depression (Försäkringskassans, 2026; Wang et al., 2020). Together, 

these challenges constitute the point of departure for this thesis, underlining the 

need for a deeper understanding of how OHSM is integrated into the organiza-

tional processes through which digital technologies are introduced and implemen-
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Together, these research questions connect employees’ experiences of digitali-

zation with the managerial practices and organizational conditions through which 

digitalization processes are planned, implemented, evaluated, and followed up. In 

this way, the thesis approaches digital transformation not merely as a techno-

logical change, but as an OHS issue with implications for employees’ occupational 

well-being. By examining how OHSM is integrated into digitalization processes, 

the thesis provides a deeper understanding of how organizations identify, manage, 

and mitigate psychosocial risks during digital transformation. 

 

Several concepts are used throughout this thesis. Table 1 summarizes how these 

concepts are understood and used. 

 

Table 1: Concepts used throughout the thesis 

Concept: Meaning in the context of this thesis 

Digitalization 

 

The digital technologies introduced and 

implemented into public sector work. 

Digitalization processes The organizational process through which digital 

technologies are planned, implemented, evaluated, 

and followed up in everyday work. 

Digital transformation The broader organizational and work-related 

changes that may reshape organizational structures, 

procedures, and work practices (Gräfe et al. 2024). 

Occupational health and 

safety management 

The legally mandated organizational processes of 

systematically organizing, implementing and 

following up work environment risks related to 

digitalization. 

Occupational well-being Employees’ work-related well-being as it develops 

through the interplay between digitalization-related 

demands and resources and the organizational 

conditions under which work is performed. 

 

Throughout the thesis, the integration of OHSM refers to incorporating establish-

ed OHSM processes into the planning, implementation, evaluation, and follow-up 

of digitalization processes, rather than allowing these two processes to develop as 

parallel organizational processes. 
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The thesis contributes to understanding how the integration of OHSM into digi-

talization processes may support the identification and management of psycho-

social risks. It also contributes to understanding how interactions between digitali-

zation-related demands and resource and the organizational conditions under 

which work is performed may have implications for occupational well-being over 

time. These contributions can also be understood in relation to social sustain-

ability. Employee health and well-being are reflected in Sustainable Development 

Goal 3 (Good Health and Well-Being), while Sustainable Development Goal 8 

(Decent Work and Economic Growth) addresses aspects related to working 

conditions (Kobal Grum & Babnik, 2022). Work organizations are important 

settings for sustainable development because organizational structures and pro-

cesses shape working conditions and may thereby contribute to broader sus-

tainability goals (Kobal Grum & Babnik, 2022).  

 

At the national level, the thesis provides knowledge that may support efforts 

aligned with the goals of the Swedish Government’s work environment strategy for 

2026-2031 (Government Offices of Sweden (Skr 2025/26;266). The strategy em-

phasizes a sustainable, healthy, safe, and innovative working life and underlines 

the importance of integrating work environment considerations into technological 

innovation and organizational transformation. In this context, the thesis may pro-

vide knowledge that supports public sector managers and organizations in inte-

grating OHSM throughout digitalization processes, thereby creating better condi-

tions for occupational well-being and potentially contributing to a more sustain-

able working life. 

1.3 Positioning the thesis 

 

The thesis draws on the findings from four appended papers (referred to as study 

I-IV) and one book chapter (referred to as Study V). Study I is based on a scoping 

review, Studies II, IV and V are inductive empirical studies, and Study III combines 

inductive and deductive analysis. Figure 1 illustrates the relationships between the 

overall aim, the research questions, and the individual studies. The links between 

the research questions and the papers are shown with solid arrows. 
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Figure 1: An overview of the studies included in this thesis and connections to the 

research questions. 

1.3.1 Socio-technical systems as an overarching theoretical 

perspective 

To clarify the theoretical foundation of this thesis and the contribution it seeks to 

make, the thesis is positioned within a socio-technical systems (STS) perspective 

(Figure 2). This positioning is grounded in the STS understanding that organi-

zational change is best understood through a system approach when the research 

task is to explain the interdependencies between technological, organizational, and 

social processes (Emery, 1993). Within the socio-technical systems perspective, 

social and technical systems are regarded as distinct but interrelated, with their 

relationship understood in terms of the socio-technical system as a whole (Trist, 

1993). Interdependence is also reflected in the organization of work, where inter-

dependent tasks call for roles and work arrangements that facilitate mutual support 

and maintain the relationship between individual tasks and the functioning of the 

whole (Emery, 1993).  

To deepen knowledge of how digitalization influences employees’ 
occupational well-being, and to explore how OHSM is integrated into 
digitalization processes to understand, manage, and mitigate potential 
consequences for occupational well-being during digital transformation. 
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Throughout this thesis, digital transformation is understood as the broader and on-

going organizational process through which digitalization reshapes work processes, 

organizational practices, and service delivery over time (Tagscherer & Carbon, 

2023). Building on the STS perspective, this thesis interprets digital transformation 

as an ongoing socio-technical transformation in which digital technologies, work 

organization, managerial practices, and organizational conditions continuously in-

teract to shape employees’ everyday work. From this perspective, the consequences 

of digitalization are understood to emerge through these socio-technical interac-

tions rather than from digital technologies alone. 

This STS positioning provides the overarching analytical framework for examining 

how digital transformation unfolds within public sector organizations. Rather than 

analyzing technological change, organizational structures, managerial practices, 

and employees’ experiences as separate phenomena, the thesis examines how these 

elements interact throughout digitalization processes. Within this perspective, 

occupational well-being is understood as emerging through the interplay between 

digitalization-related demands and resources and the organizational conditions under 

which work is performed. 

The STS perspective is also considered as relevant for the public sector, where digi-

talization takes place within complex organizational settings characterized by insti-

tutional responsibilities, professional discretion, administrative routines (Bullock, 

2019; Dunleavy, 2005). In Sweden, employers are for example, legally required to 

conduct occupational health and safety management OHSM (Swedish Work 

Environment Authority, 2026). Previous research in public sector nevertheless 

have found that OHSM may receive limited organizational attention and be treated 

as secondary to other organizational priorities (Frick, 2013; Schmidt et al., 2017).  

While the STS perspective provides the overarching theoretical framework for this 

thesis, the following complementary analytical perspectives build on this foun-

dation by supporting the analysis of the psychosocial mechanisms through which 

digitalization may influence occupational well-being and how these mechanisms 

are shaped by managerial practices and organizational conditions. 

1.3.2 Complementary analytical perspectives 

While STS explains how technological, organizational, and social elements interact 

throughout organizational change, it does not specify the psychosocial mechanisms 

through which digitalization influences employees’ occupational well-being. To 

explore these mechanisms, this thesis draws on the complementary analytical pers-
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pectives Job Demands-Resources, Technostress creators and Technostress inhibi-
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Figure 2: Overview of the overall theoretical framework and its application across the 

appended studies.  

Building on the STS perspective, the Job Demands- Resources (JD-R) theory 

(Bakker et al., 2023; Demerouti et al., 2001), supports the analysis of how changing 

job demands and job resources influence occupational well-being. Whereas JD-R 

explains how job demands and job resources influence occupational well-being, 

technostress creators and technostress inhibitors (Brod, 1984; Ragu-Nathan et al., 

2008; Tarafdar et al., 2011, 2015), further complement the framework by exp-

laining how employees experience digitalization processes through digitalization-

related demands and resources associated with the use of digital technologies. 

Collectively, these perspectives support the analysis of how occupational well-being 

may be shaped through the interaction between digital technologies, work organi-

zation, managerial practices, and organizational conditions throughout digital 

transformation. Occupational well-being in Figure 2 refers to employees’ work-

Theoretical 

framework 

used in this 

thesis 

 

 

 

Socio-technical systems (STS) 

Overarching lens in all studies (I-V) 

CVC 

Technostress creators/ 

Technostress inhibitors 

 

     Studies I, II, III, V 

 

 

 

 Occupational Well-Being 

 

 

 

Job Demands-

Resources (JD-R) 

 

Studies I, II, III, IV, V 

 

 

 

Digital transformation as an  

ongoing socio-technical transformation 

 

Complementary analytical perspectives 

 

8 

 

 

pectives Job Demands-Resources, Technostress creators and Technostress inhibi-

tors (Figure 2).  

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Figure 2: Overview of the overall theoretical framework and its application across the 

appended studies.  

Building on the STS perspective, the Job Demands- Resources (JD-R) theory 

(Bakker et al., 2023; Demerouti et al., 2001), supports the analysis of how changing 

job demands and job resources influence occupational well-being. Whereas JD-R 

explains how job demands and job resources influence occupational well-being, 

technostress creators and technostress inhibitors (Brod, 1984; Ragu-Nathan et al., 

2008; Tarafdar et al., 2011, 2015), further complement the framework by exp-

laining how employees experience digitalization processes through digitalization-

related demands and resources associated with the use of digital technologies. 

Collectively, these perspectives support the analysis of how occupational well-being 

may be shaped through the interaction between digital technologies, work organi-

zation, managerial practices, and organizational conditions throughout digital 

transformation. Occupational well-being in Figure 2 refers to employees’ work-

Theoretical 

framework 

used in this 

thesis 

 

 

 

Socio-technical systems (STS) 

Overarching lens in all studies (I-V) 

CVC 

Technostress creators/ 

Technostress inhibitors 

 

     Studies I, II, III, V 

 

 

 

 Occupational Well-Being 

 

 

 

Job Demands-

Resources (JD-R) 

 

Studies I, II, III, IV, V 

 

 

 

Digital transformation as an  

ongoing socio-technical transformation 

 

Complementary analytical perspectives 

 



9 

 

 

related well-being as it develops through the interaction between digitalization-

related work demands and resources, and the organizational conditions under 

which work is performed. 

It should be noted, that several appended studies also draw on additional theo-

retical perspectives, including Street-Level Bureaucracy (Study I and V), Norma-

lization Process Theory (Study III) and Plan-Do-Check-Act (study IV). These 

perspectives were selected to address the specific aims of individual studies but are 

not included in the overarching theoretical framework because they serve more 

specific analytical purposes. Street-Level Bureaucracy was used to interpret 

frontline discretion and how employees navigate organizational demands in 

specific public sector contexts. Normalization Process Theory was used to examine 

how new practices or technologies were implemented and embedded in everyday 

work, and the Plan-Do-Act-Check cycle to analyze OHSM and continuous improve-

ment processes. Although these perspectives were useful for addressing the specific 

aims of the individual studies, they were not considered sufficiently broad or 

transferable to serve as a common framework for the thesis as a whole. Beyond the 

complementary analytical perspectives included in this thesis, understanding 

digital transformation also requires attention to how organizational, technical, and 

social dimensions interact. 

1.3.3 Complexities at the intersection of the organizational, technical 

and social dimensions  

Previous research has described digital transformation as a process that reshapes 

organizational, technological and innovation-related dimensions, with complexity 

arising both within these dimensions and through the intersections between them 

(Hafseld et al., 2021). Similarly, digital transformation has been shown to extend 

beyond the implementation of digital technologies by requiring changes in organi-

zational structures, work processes, leadership, and organizational culture (Groe-

newald et al., 2024). Building on this, this thesis understands complexity as emer-

ging through the interaction between three interrelated dimensions, the organiza-

tional, the technical and the social. Figure 3 illustrates how complexity arises 

through the interaction of the organizational, technical, and social dimension. 
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Figure 3: Positioning of the thesis at the intersection of organizational, technical, and 

social dimensions during digital transformation. 

The organizational dimension concerns how digitalization is governed and mana-

ged, including managerial practices, organizational conditions, and the integration 

of OHSM into digitalization processes. The technical dimension refers to the 

digital technologies that transform everyday work. The social dimension concerns 

employees’ experiences of digitalization and how this influences occupational well-

being. The thesis focuses on these dimensions both separately and in relation to 

one another, synthesizing insights across the studies to examine how digitalization 

relates to employees’ work, managerial practices, and organizational conditions, 

and how these relationships may have implications for occupational well-being.  

This positioning connects to the thesis, aim, and research questions. RQ 1 focuses 

on the intersection between the social and the technical dimension by examining 

how public sector employees experience digitalization and how these experiences 

shape occupational well-being. RQ 2 and RQ 3 extend the analysis to the organiza-

tional dimension by examining how OHSM is integrated into digitalization 

processes and what practices or conditions facilitate or constrain this integration.  
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1.4 The levels of analysis 

Research on occupational health and safety (OHS) and occupational health and 

safety management (OHSM) focuses on several analytical levels, ranging from em-

ployees’ health and well-being, to organizational practices for managing risks, to 

broader OHSM standards (Wang et al., 2020). In this thesis, a multi-level perspec-

tive is used to consider organizational complexity, including organizational struc-

tures, the actors involved, the relationships among them, and the processes 

through which activities are organized (Hafseld et al., 2021). To address this com-

plexity, in relation to digitalization, the analyses are conducted at the individual 

level, the team/ workplace level, and organizational levels. These levels are inspi-

red by the multi-level understanding of JD-R theory, in which demands and re-

sources may be analyzed in relation to individuals’ experiences, team/workplace 

practices, and broader organizational conditions (Bakker & Demerouti, 2018; 

Tummers & Bakker, 2021). 

In this thesis, the individual level concerns employees’ occupational well-being 

and their experiences of demands and resources in their everyday digitalized work, 

the team/workplace level concerns everyday digitalized work practices and local 

working conditions, including coordination, collegial support, and shared prac-

tices. The organizational level, concerns managerial practices during digitalization 

processes, OHSM, and the integration of OHSM into digitalization processes, as 

well as organizational conditions that may shape employees’ work. Such condi-

tions are relevant because organizational  structures and practices may be associa-

ted with employees’ workload, autonomy, participation, learning opportunities, 

and social support (Bellini et al., 2026). These levels are used to clarify how the 

thesis connects employees’ experiences of digitalization with the managerial and 

organizational conditions under which digitalization processes take place. Each of 

these levels is presented in more detail below. 

1.4.1 Individual level: Employees’ experiences of digitalized work  

(RQ 1: Studies I-III and V)  

 

The individual level focuses on how employees experience their work and work 

environment, and how these experiences may influence occupational well-being. 

This level of analysis is used to understand how digital job demands and techno-

stressors may shape employees’ occupational well-being, as well as how resources, 

in the form of technostress inhibitors, may buffer these experiences. This includes 

employees’ resources in relation to their work situation and the organizational 

conditions under which work is performed (Dellve & Eriksson, 2017). The rele-

11 

 

 

1.4 The levels of analysis 

Research on occupational health and safety (OHS) and occupational health and 

safety management (OHSM) focuses on several analytical levels, ranging from em-

ployees’ health and well-being, to organizational practices for managing risks, to 

broader OHSM standards (Wang et al., 2020). In this thesis, a multi-level perspec-

tive is used to consider organizational complexity, including organizational struc-

tures, the actors involved, the relationships among them, and the processes 

through which activities are organized (Hafseld et al., 2021). To address this com-

plexity, in relation to digitalization, the analyses are conducted at the individual 

level, the team/ workplace level, and organizational levels. These levels are inspi-

red by the multi-level understanding of JD-R theory, in which demands and re-

sources may be analyzed in relation to individuals’ experiences, team/workplace 

practices, and broader organizational conditions (Bakker & Demerouti, 2018; 

Tummers & Bakker, 2021). 

In this thesis, the individual level concerns employees’ occupational well-being 

and their experiences of demands and resources in their everyday digitalized work, 

the team/workplace level concerns everyday digitalized work practices and local 

working conditions, including coordination, collegial support, and shared prac-

tices. The organizational level, concerns managerial practices during digitalization 

processes, OHSM, and the integration of OHSM into digitalization processes, as 

well as organizational conditions that may shape employees’ work. Such condi-

tions are relevant because organizational  structures and practices may be associa-

ted with employees’ workload, autonomy, participation, learning opportunities, 

and social support (Bellini et al., 2026). These levels are used to clarify how the 

thesis connects employees’ experiences of digitalization with the managerial and 

organizational conditions under which digitalization processes take place. Each of 

these levels is presented in more detail below. 

1.4.1 Individual level: Employees’ experiences of digitalized work  

(RQ 1: Studies I-III and V)  

 

The individual level focuses on how employees experience their work and work 

environment, and how these experiences may influence occupational well-being. 

This level of analysis is used to understand how digital job demands and techno-

stressors may shape employees’ occupational well-being, as well as how resources, 

in the form of technostress inhibitors, may buffer these experiences. This includes 

employees’ resources in relation to their work situation and the organizational 

conditions under which work is performed (Dellve & Eriksson, 2017). The rele-



12 

 

 

vance of this level is underscored by the increasing prevalence of work-related 

health problems, such as mental fatigue, burnout, and depression (Försäkrings-

kassan, 2026, Wang et al., 2020).   

 

Within the individual level of analysis, technostress and technostress inhibitors 

(Ragu-Nathan et al., 2008; Tarafdar et al., 2011; Tarafdar & Saunders, 2022) are 

used to conceptualize how employees experience and manage different stressors 

in their digitalized work setting. Individuals may on the one hand experience infor-

mation overload, uncertainty, interruptions and difficulties in using digital 

systems. Or, on the other hand, try to actively cope with digital technology, seeking 

advice, assistance or getting moral support or accepting the reality of stressful 

event related to the use of digital technology (Mahapatra & Pati, 2018).  

 

JD-R theory emphasizes that individuals are not merely passive recipients of wor-

king conditions. According to Bakker et al., (2023), employees may actively in-

fluence their own work situation through job crafting, understood as proactive, 

self-initiated changes to one’s work, such as modifying tasks, seeking or reshaping 

work-related interactions, and reframing the meaning and purpose of the job. In 

addition, personal resources, such as optimism and self-efficacy may help indivi-

duals cope with job demands and make effective use of available resources 

(Bakker, 2018). 

 

In this thesis, personal resources are examined in relation to situations where work 

has changed because of digital technology. The focus is therefore not on personal 

resources as isolated individual characteristics, but on how far such resources and 

coping strategies can support employees as digital technology transform work 

tasks, routines, expectations, and the conditions under which work is performed. 

A key concern is whether employees’ own personal efforts are sufficient when digi-

tal systems do not function as the resources they are intended to be, when organi-

zational resources are lacking, or when digital demands become too extensive.  

1.4.2 Team/Workplace level: Social interactions and everyday work 

(RQ 1: Studies I, II, III and V) 

 

The team/workplace level captures the immediate work setting in which tasks are 

carried out (Bakker & Demerouti, 2018; Dellve & Eriksson, 2017) and where 

everyday interactions with digital technology unfold. This level is used to examine 

how digitalization affects local work practices, collegial relationships, and the 
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social resources available to employees, including collegial support, knowledge 

sharing and joint problem-solving.  

The digitalization of public sector workplaces has been justified by expectations 

that digital technologies can improve work efficiency and employees job experien-

ces (Muylaert et al., 2023). In practice, however, digitalization and automation 

may affect everyday work practices in multiple and sometimes contradictory ways. 

Digital technologies can change how employees communicate, collaborate, coor-

dinate work tasks, and exchange information (Trenerry et al., 2021). Digitalization 

may also reshape competence requirements, increase task complexity, redefine 

discretionary authority, and create invisible workloads, referred to as small, often 

overlooked tasks, such as file handling, system maintenance, and user support, 

which do not replace core tasks, but nevertheless increase the overall effort and 

time required (Gräfe et al., 2024).  

 

Collegial relationships, collaboration, and social support, together with manage-

rial behavior in everyday practice, can shape how demands are experienced and 

managed at this level (Bakker, 2018). Shared goals and social support can function 

as workplace resources (Bakker, 2018). Social support may give employees con-

fidence that help is available when they encounter difficulties with digital 

technologies, thereby making such situations feel less threatening (Lanzl, 2023). 

In this thesis, attention is therefore directed towards the role of collegial relation-

ships, collaboration, and social support in the everyday work setting as digitali-

zation unfolds. 

1.4.3 The organizational level: Managerial practices and organi-

zational conditions (RQ 2-3: Study IV and V) 

 

Inspired by the multilevel perspective of Dellve & Eriksson, (2017), the organi-

zational level focuses on the conditions that shape how work is structured and 

managed, including organizational structures, management practices, and com-

munication. This level is relevant because the rapid development of digital tech-

nology has reshaped organizations and, in turn, affected individuals’ working con-

ditions and well-being, with potential outcomes including both job burnout and 

job engagement (Srivastava et al., 2015).  

 

In this thesis, the organizational level is used to examine how organizations 

integrate OHS responsibilities into digitalization processes, for instance through 

management commitment, systematic risk assessment, resource allocation, com-

petence development, and collaboration with employees and their representatives 
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(Vitrano & Micheli, 2024). This means analyzing whether digitalization is gover-

ned primarily as a matter of efficiency or, service quality, or whether it is also 

governed as a work organization and work environment matter that is integrated 

in the systematic OHSM practice. Digitalization is associated with changing com-

petence requirements, increasing the need for organizations to support employees’ 

technical and digital competence (Brunello & Wruuck, 2021). At the same time, it 

has been emphasized that organizations need to ensure that digitalization is imple-

mented under conditions that support employees work, provide opportunities for 

participation, maintain a balance between job demands and resources, and safe-

guard healthy working conditions (Demerouti, 2022).  

 

Such integration cannot be assumed. As previously noted, Schmidt et al., (2017), 

found that public sector OHSM was characterized by a reactive rather than pre-

ventive approach. This underlines the relevance of the organizational conditions 

shaped by managers, as effective organizational practices may provide resources 

that help employees manage high job demands. Conversely, unclear respon-

sibilities and ineffective practices may increase stress and affect occupational well-

being (Bakker & Demerouti, 2018). Although OHSM may be given lower priority 

than operational priorities, such as production, financial considerations, and 

quality, greater attention to OHS has been associated with continuous improve-

ment, more functional work processes, reduced costs, and increased efficiency 

(Šolc et al., 2022). Integrating OHSM into organizational processes, including 

digitalization processes, may therefore support not only occupational well-being 

but also more effective and sustainable work in the public sector.  

1.5 Outline of the thesis 

Following this introduction, Chapter 2 presents the background and previous 

research on public sector digitalization, occupational well-being, and OHSM. 

Chapter 3 introduces the theoretical framework, and Chapter 4 describes the 

research design, including methodological orientation, data collection, analysis, 

the appended studies, and ethical considerations. Chapter 5 summarizes the five 

appended studies. Chapter 6 synthesizes the findings across the analytical levels 

of the thesis, which are discussed in relation to previous research and the theore-

tical framework in Chapter 7. Finally, Chapter 8 presents the overall conclusions, 

implications for practice and suggestions for future research.  
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2. Background 

This chapter provides the background for the thesis by situating digital transfor-

mation within the context of public sector governance, occupational well-being, 

and occupational health and safety management. It shows how digitalization has 

become closely intertwined with public sector reform and efficiency ambitions 

while simultaneously reshaping everyday work, psychosocial working conditions, 

and managerial responsibilities for managing the work environment and suppor-

ting occupational well-being. 

2.1 Public sector governance and digitalization 

 

Public sectors have, over time, been shaped by market-oriented reforms aimed at 

rationalization, efficiency, and increased managerial control, often associated with 

New Public Management (Dunleavy, 2005; Ferlie, 2017). These conditions form 

an important backdrop to contemporary processes of digitalization, as digital 

technologies are often introduced within organizational contexts already charac-

terized by demands for efficiency, accountability, and service improvement (Haug 

et al., 2023).  

 

To situate the empirical settings within a Swedish context, Swedish municipalities 

operate within a politically governed administrative structure. Municipalities are 

led by a directly elected municipal council, which constitutes the highest decision-

making body and holds authority over the budget, the local income tax rate, and 

other major policy decisions (Bergström et al., 2008). The municipal executive 

board has a central role in day-to-day governance, including overseeing the admi-

nistration, preparing the budget, and coordinating municipal operations. The 

municipal administration is typically led by a municipal manager or municipal 

director, although the formal chain of command may vary between municipalities. 

In some municipalities, the municipal manager is the superior of all managers, 

while in others, managers are formally accountable to the executive board (Berg-

ström et al., 2008)..  

 

Despite the formal decision-making authority of elected politicians, administrative 

leaders may play an important role in formulating municipal goals in practice. 

Administrative leaders are described as formulating most goals, while elected 

politicians tend to have a more reactive role in the goal-setting process (Bergström 

et al., 2008). This governance structure provides the institutional context within 

15 

 

 

2. Background 

This chapter provides the background for the thesis by situating digital transfor-

mation within the context of public sector governance, occupational well-being, 

and occupational health and safety management. It shows how digitalization has 

become closely intertwined with public sector reform and efficiency ambitions 

while simultaneously reshaping everyday work, psychosocial working conditions, 

and managerial responsibilities for managing the work environment and suppor-

ting occupational well-being. 

2.1 Public sector governance and digitalization 

 

Public sectors have, over time, been shaped by market-oriented reforms aimed at 

rationalization, efficiency, and increased managerial control, often associated with 

New Public Management (Dunleavy, 2005; Ferlie, 2017). These conditions form 

an important backdrop to contemporary processes of digitalization, as digital 

technologies are often introduced within organizational contexts already charac-

terized by demands for efficiency, accountability, and service improvement (Haug 

et al., 2023).  

 

To situate the empirical settings within a Swedish context, Swedish municipalities 

operate within a politically governed administrative structure. Municipalities are 

led by a directly elected municipal council, which constitutes the highest decision-

making body and holds authority over the budget, the local income tax rate, and 

other major policy decisions (Bergström et al., 2008). The municipal executive 

board has a central role in day-to-day governance, including overseeing the admi-

nistration, preparing the budget, and coordinating municipal operations. The 

municipal administration is typically led by a municipal manager or municipal 

director, although the formal chain of command may vary between municipalities. 

In some municipalities, the municipal manager is the superior of all managers, 

while in others, managers are formally accountable to the executive board (Berg-

ström et al., 2008)..  

 

Despite the formal decision-making authority of elected politicians, administrative 

leaders may play an important role in formulating municipal goals in practice. 

Administrative leaders are described as formulating most goals, while elected 

politicians tend to have a more reactive role in the goal-setting process (Bergström 

et al., 2008). This governance structure provides the institutional context within 



16 

 

 

which digitalization and occupational health and safety (OHS) responsibilities are 

governed and managed. 

 

Contemporary public administration has increasingly combined New Public Ma-

nagement reforms with digitalization initiatives. Besides emphasizing efficiency, 

accountability and service quality, digitalization has become a means of reorga-

nizing administrative processes, work organization, and service delivery (Dunlea-

vy, 2005; Dunleavy & Margetts, 2023). A recent systematic review further shows 

that digitally induced change in public administration develops through the 

interaction between political priorities, such as digital strategies, legal require-

ments, technological developments, and citizens’ expectations (Haug et al., 2023). 

These drivers shape digitalization initiatives, while their implementation depends 

on organizational characteristics such as leadership, collaboration, available re-

sources, and digital infrastructure, including information systems and digital 

capacities. At the same time, Haug et al., (2023) argue that previous research has 

paid limited attention to how organizational arrangements influence the imple-

mentation of transformative change over time, instead focusing primarily on 

organizational structures. These observations suggest that understanding public 

sector digitalization requires attention not only to organizational conditions but 

also to the process through which digital transformation unfolds over time. The 

following section thus examines digital transformation as an ongoing socio-tech-

nical transformation. 

2.2 Digital transformation as an ongoing Socio-Technical Transfor-

mation 

 

The development of digital government has been described as a progressing 

through evolutional stages. The initial stage, digitization, refers to the conversion 

of documents and other information previously held in physical or analogue 

formats into digital formats, making information more accessible within and 

beyond government organizations (Janowski, 2015). The subsequent transfor-

mation stage extends beyond digitization by integrating organizational processes, 

introducing change management practices, and enabling new forms of public 

service delivery (Janowski, 2015). Building on this development, this thesis 

distinguishes between digitalization and digital transformation. Digitalization 

refers to the implementation and use of digital technologies in administrative and 

operational processes, while digital transformation refers to the broader organiza-

tional and work-related changes, through which digital technologies transform 

organizational structures, procedures, and work practices (Gräfe et al., 2024).  
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Digital transformation encompasses the implementation of a wide range of digital 

technologies, including cloud services, mobile applications, the Internet of Things 

(IoT), artificial intelligence (AI), big data and analytics, which collectively reshape 

organizational processes, structures and ways of working (Tagscherer & Carbon, 

2023). Previous research has emphasized that overcoming barriers to digital 

transformation requires effective change management, proactive leadership, and 

organizational readiness, with employees’ resistance to change identified as one 

such barrier (Groenewald et al., 2024). While these studies identify organizational 

capabilities and employees’ responses to change as important aspects of digital 

transformation, attention also needs to be directed towards psychosocial working 

conditions and how OHS considerations are integrated throughout digitalization 

processes.  

 

Understanding these developments requires attention to how organizational 

arrangements, digital technologies, and work practices interact and evolve over 

time. Recent research suggests that digital transformation is best understood 

through a socio-technical systems perspective (Melin et al., 2024). The socio-

technical transformation perspective, used in this thesis, provides a basis for 

interpreting how organizational, technical, and social conditions interact to shape 

everyday work and occupational well-being as the transformation unfolds over 

time.  

2.3 Occupational well-being when work becomes digital 

 

As digital transformation increasingly reshapes employees’ work and working con-

ditions, it may also have important implications for employee’ well-being. Digital 

technologies can influence different aspects  of work in both positive and negative 

ways, making the conditions under which technologies are introduced and used 

important for understanding their consequences for employees (Demerouti, 

2022). Digitalization is expected to benefit employees’ by reducing monotonous 

tasks, increasing productivity, and improving working conditions (Konuk et al., 

2023; Urzi-Brancati, 2024). In practice, however, digitalization also changes work 

processes, work organization, and employees’ everyday tasks. Digitalization may 

for example reshape when, where, and how work is performed, and redistribute 

responsibilities between employees, citizens, and digital systems (Lindgren et al., 

2019).  
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Research in the care sector has shown that the introduction of digital technologies 

may change employees’ work practices and create new competence requirements. 

Employees need sufficient information, training, time and organizational resour-

ces to become familiar with new technologies and integrate them into their 

everyday work (Frennert, 2020). In addition, top-down implementation app-

roaches and limited participation may create difficulties in integrating digital 

technologies into everyday work, underlining that implementation should be 

understood as a socio-technical process in which organizational structures, estab-

lished work practices, and employees’ ways of working continuously interact 

(Frennert, 2020). The implication of digital technologies for employees’ well-being 

may also depend on the demands and resources associated with their use 

(Demerouti, 2022). Without adequate resources, high demands may drain emplo-

yees’ energy and undermine motivation (Demerouti, 2022). Conversely, digital 

technologies may serve as resources when work is designed to support employees 

and when employees have sufficient control, opportunities to adapt their work, 

and resources to manage new demands (Demerouti, 2022).  

 

The importance of such resources has further been underlined in the school sector. 

Among teachers, resources such as collegial support, leadership support, and 

opportunities for professional development, together with a manageable work-

load, have been associated with job satisfaction (Toropova et al., 2021). However, 

digital technologies, may reshape aspects of work that are relevant to employees’ 

experiences, including autonomy, opportunities to use and develop skills, and 

workplace relationships. Such changes may influence not only how work is perfor-

med but also how employees construct meaning in their work (Liu et al., 2026). 

Focusing solely on changes in specific aspects of work may therefore overlook how 

digitalization affects the conditions through which employees derive meaning and 

purpose from their work (Liu et al., 2026). This suggests that understanding the 

consequences of digital transformation requires attention not only to changing 

working conditions, but also to how employees experience and make sense of these 

changes in relation to their work. 

 

How employees experience these changes may, in turn, be shaped by the orga-

nizational conditions in which digitalization takes place. Research in public sector 

organizations shows that rigid administrative rules and procedures may interact 

with technological demands, including difficulties in understanding and managing 

increasingly complex digital technologies. Limited involvement in decision-

making may further restrict employees’ discretion and capacity to adapt to tech-
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nological change, which may negatively affect employees’ well-being (Bellini et al., 

2026).  

 

Together, these studies show that the implications of digitalization for employees 

extend across several interrelated aspects of work, including job demands and 

resources, autonomy, opportunities to use and develop knowledge and skills, and 

social relationships. They also indicate the importance of considering these aspects 

in relation to the organizational conditions under which digitalization takes place. 

This broader focus on employees’ well-being is consistent with calls for the 

occupational health and safety (OHS) field to broaden its focus on well-being and 

more holistic approaches to working life (Schulte et al., 2022).  

 

A broader understanding of worker well-being also requires consideration of both 

employees’ subjective experiences and the conditions under which work is perfor-

med. Worker well-being cannot be fully understood through either perspective 

alone, but through the interaction between employees’ perceptions and the 

surrounding work environment that shapes these experiences (Chari et al., 2018). 

Importantly, emphasizing employees’ subjective experiences does not imply that 

responsibility for well-being rests with the individual, as employers retain primary 

responsibility for workers’ safety and health (Chari et al., 2018).  

 

Well-being is, however, a multidimensional concept for which there is no univer-

sally accepted definition, with different conceptualizations emphasizing for exam-

ple emotional, physical, social, and economic dimensions. This makes it important 

to specify the domain of well-being being examined (Bautista et al., 2023). 

Although Study I adopted the WHO definition of occupational health, which em-

phasizes the promotion and maintenance of workers’ physical, mental, and social 

well-being, this thesis uses the concept of occupational well-being, to reflect its 

specific focus on employees’ experiences of their work during digitalization. Occu-

pational well-being has been described as employees’ positive experience related 

to their work (Tarafdar & Saunders, 2022). These include job satisfaction and a 

sense of purpose, involvement and engagement in work, work-related growth and 

accomplishment, positive social relationships at work, and positive psychological 

cognitions, such as the absence of stress (Tarafdar & Saunders, 2022).  

 

In this thesis, occupational well-being is understood as employees’ work-related 

well-being as it develops through the interplay between digitalization-related job 

demands and resources and the organizational conditions under which work is 

performed. This understanding directs attention to employees’ experiences of 
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digitalized work while also recognizing the organizational conditions under which 

these experiences develop. 

2.4 Occupational health and safety management in public sector  

 

Occupational health and safety management (OHSM) provides an organizational 

approach for identifying, assessing, and managing conditions at work that may 

affect employees’ health and safety. In the Swedish context, occupational health 

and safety (OHS) is regulated through the Work Environment Act, (SFS 

1977:1160). The Act states that the work environment must be satisfactory with 

regard to the nature of work and technological developments in society. It further 

emphasizes employees’ right to participate in shaping their own work situation 

and in change processes, including the introduction of new technology. These 

requirements place responsibility on employers to systematically investigate 

working conditions. The responsibilities are translated into practice through 

Systematic Work Environment Management (SWEM) (Swedish Work 

Environment Authority, AFS 2023:1; AFS 2023:2), which requires attention to 

both physical and psychosocial work environment conditions for preventing ill 

health and accidents and for ensuring a healthy work environment. This involves 

assessing risks, taking preventive measures, following up on work environment 

activities, and ensuring employee participation throughout the process (Frick, 

2014; Rydell et al., 2019; Schmidt et al., 2017). SWEM should be integrated into 

everyday operations and systematically address physical, organizational, and 

social work environment, alongside other organizational priorities such as, 

production, financial considerations and quality assurance (AFS 2023:1; 2023:2).  

 

While Sweden has a long tradition of OHS as an integral part of the welfare state 

(Frick, 2013), and was among the first European countries to implement the EU 

Framework Directive on Health and Safety at Work (89/391/EEC), work environ-

ment considerations are not always integrated into digitalization processes in 

practice (Swedish Work Environment Authority, 2024). As previously described, 

OHSM may receive secondary priority in public sector organizations (Frick, 2000; 

Schmidt et al., 2017). This indicates a potential gap between formal OHS respon-

sibilities and how OHS considerations are integrated into organizational change 

in practice.   

 

Addressing this gap requires systematic approaches to OHSM. International OHS 

standards, including OHSAS 18001 and ISO 45001, emphasize the need to 

systematically address occupational health and safety risks, including psychosocial 

20 

 

 

digitalized work while also recognizing the organizational conditions under which 

these experiences develop. 

2.4 Occupational health and safety management in public sector  

 

Occupational health and safety management (OHSM) provides an organizational 

approach for identifying, assessing, and managing conditions at work that may 

affect employees’ health and safety. In the Swedish context, occupational health 

and safety (OHS) is regulated through the Work Environment Act, (SFS 

1977:1160). The Act states that the work environment must be satisfactory with 

regard to the nature of work and technological developments in society. It further 

emphasizes employees’ right to participate in shaping their own work situation 

and in change processes, including the introduction of new technology. These 

requirements place responsibility on employers to systematically investigate 

working conditions. The responsibilities are translated into practice through 

Systematic Work Environment Management (SWEM) (Swedish Work 

Environment Authority, AFS 2023:1; AFS 2023:2), which requires attention to 

both physical and psychosocial work environment conditions for preventing ill 

health and accidents and for ensuring a healthy work environment. This involves 

assessing risks, taking preventive measures, following up on work environment 

activities, and ensuring employee participation throughout the process (Frick, 

2014; Rydell et al., 2019; Schmidt et al., 2017). SWEM should be integrated into 

everyday operations and systematically address physical, organizational, and 

social work environment, alongside other organizational priorities such as, 

production, financial considerations and quality assurance (AFS 2023:1; 2023:2).  

 

While Sweden has a long tradition of OHS as an integral part of the welfare state 

(Frick, 2013), and was among the first European countries to implement the EU 

Framework Directive on Health and Safety at Work (89/391/EEC), work environ-

ment considerations are not always integrated into digitalization processes in 

practice (Swedish Work Environment Authority, 2024). As previously described, 

OHSM may receive secondary priority in public sector organizations (Frick, 2000; 

Schmidt et al., 2017). This indicates a potential gap between formal OHS respon-

sibilities and how OHS considerations are integrated into organizational change 

in practice.   

 

Addressing this gap requires systematic approaches to OHSM. International OHS 

standards, including OHSAS 18001 and ISO 45001, emphasize the need to 

systematically address occupational health and safety risks, including psychosocial 



21 

 

 

risks (da Silva & Amaral, 2019; Karanikas et al., 2022). Compared with OHSAS 

18001, which primarily focused on risk control and regulatory compliance, ISO 

45001 adopts a broader and preventive approach by emphasizing management 

responsibility, worker participation, organizational contexts, and the conside-

ration of both risks and opportunities (da Silva & Amaral, 2019). ISO 45001 also 

places emphasis on workers’ well-being and clarifies management’s responsibility 

for preventing work-related ill health (Šolc et al., 2022).  

 

Within OHSM literature, management commitment, employee participation, 

competence development, and systematic risk assessment have similarly been 

identified as important components of OHSM. Management commitment has 

been identified as a key driver of effective OHSM, whereas insufficient manage-

ment commitment represents a barrier (Vitrano & Micheli, 2024). Employee awa-

reness and participation, trade union involvement, competence development 

through training, systematic risk assessment, clearly defined responsibilities, 

effective communication, supervision, and established OHS policies and programs 

have also been identified as conditions supporting OHSM  (Vitrano & Micheli, 

2024). At the same time, limited knowledge of the importance of OHSM, insuffi-

cient employee participation, limited time and economic resources, lack of specia-

lized employees’ and underestimation of risks may constrain its implementation 

(Vitrano & Micheli, 2024).  

 

The relevance of OHSM for employee well-being is reflected in its relationship with 

the psychosocial work environment. In a recent study, OHSM was associated with 

employee well-being primarily through its relationship with psychosocial working 

conditions (Lundqvist et al., 2024). Higher job demands were associated with 

lower job satisfaction and general well-being and higher perceived stress and job 

resources were associated with higher job satisfaction and general well-being and 

lower perceived stress (Lundqvist et al., 2024). OHSM was, in turn, associated 

with increased job resources and reduced job demands. This underscores the 

relevance of considering how OHSM is integrated into digitalization processes and 

how organizational conditions may support or constrain this integration. 

 

Research on OHSM in relation to psychosocial risks further indicates that, al-

though psychosocial risks are complex, this complexity should not be viewed as a 

barrier to action, but rather as underscoring the need for a systematic organiza-

tional approach (Dahler-Larsen et al., 2020). Employee participation, manage-

ment support, and action plans were associated with actions addressing psycho-

social risks. For psychosocial risks, integrating findings from work environment 
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assessments into broader organizational processes, such as strategy and HR, was 

associated with a greater likelihood of action being taken (Dahler-Larsen et al., 

2020). Similarly, collaboration across organizational levels, involving for example 

managers, employees, and health and safety representatives, has been underlined 

as important for identifying and managing psychosocial risks (Tripney Berglund 

et al., 2024).  

 

In this thesis, the integration of OHSM into digitalization processes refers to the 

extent to which OHS considerations form part of the organizational processes 

through which digitalization is planned, implemented, evaluated, and followed up. 

This implies addressing OHS consequences throughout these processes, rather 

than treating them as separate from digital transformation or addressing them 

only after problems have emerged. This perspective connects OHSM with the 

socio-technical understanding of digital transformation by recognizing that tech-

nological change, organizational conditions, work practices, and employees’ wor-

king conditions are interrelated.  
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3. Theoretical framework 

This thesis combines Socio-Technical Systems theory (STS), Job Demands-Re-

sources (JD-R) theory, Technostress (TS) and Technostress Inhibitors (TSI) 

within a theoretical framework to examine how digitalization reshapes public 

sector work and how its consequences for occupational well-being are experienced 

and managed. STS theory provides the overarching theoretical, while JD-R theory 

provides the main analytical distinction between job demands and job resources, 

making it possible to examine how digitalization creates, intensifies, or reduces 

work related demands and resources. TS and TSI further specify the demands and 

resources related to technology that may arise in digitally intensive work environ-

ments.  

3.1 The Socio-Technical System Theory 

 

The socio-technical system (STS) theory is used in this thesis because it offers a 

practical and organizational approach to OHS research by focusing on how work 

can be designed and organized to improve working conditions (Thomassen et al., 

2017). STS is also considered as relevant since the evidence-based orientation 

within OHS research, including models such as Karasek and Theorell’s demand-

control-support model and Siegrist’s effort-reward-imbalance model, has been cri-

ticized for emphasizing individual and psychological aspects, while paying less 

attention to organizational conditions and the design of work (Thomassen et al., 

2017).  

 

STS was developed through research on work organization and technological 

change at the Tavistock Institute (Emery & Trist 1993). The socio-technical tradi-

tion understood the social component as the people involved in the work system, 

and the technical component as the equipment and technologies used in pro-

duction and work. Economic performance and job satisfaction were understood as 

outcomes of the interaction between these components (Trist 1993). In this thesis 

the technical component represents the software and hardware tools used to 

perform tasks and support organizational activities, while the social component 

refers to employees, workplace relationships, work practices, managerial practi-

ces, and organizational conditions.   
 

A core premise of STS theory is that the social and technical components of work 

systems should be jointly optimized in order to support both productivity and 

employee well-being (Emery, 1993). STS gained increased attention among practi-
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tioners during the 1970’s, when employers experienced difficulties finding and re-

taining employees due to dissatisfaction with their working conditions (Mumford 

2006). Although  interest in STS declined during the 1980’s, when industries in-

creasingly focused on economic growth, control, and regulations (Mumford, 

2006), the socio-technical system perspective remains relevant for understanding 

contemporary work environments undergoing technological change. An aspect of 

this is the recognition that healthy workplaces should be considered as part of 

technological change. Emery (1985) emphasized the importance of proactively 

considering healthy workplaces when new technologies and investments are being 

planned, rather than addressing health consequences only after hazards have 

emerged. He further argued that criteria for healthy workplaces should encompass 

psychological and social aspects of work. This argument is considered as relevant 

to this thesis, as the STS perspective directs attention to how digital technologies 

interact with the organizational and social conditions of work and how these 

interactions may have implications for occupational well-being.   

 

Later STS researchers have continued to underscore the need to promote health in 

work environments where technology has been implemented (Carayon & Karsh, 

2000; Gibreel & Hong, 2017; Govers & van Amelsvoort, 2023; Mumford, 2006). 

Research on complex socio-technical systems also emphasizes that system design 

and implementation require attention not only to technology, but also to work 

organization, continuous adaptation, and collaboration among those who work 

within the system (Baxter & Sommerville, 2011; Carayon, 2006; Davis et al., 2014). 

This strengthens the relevance of STS for studying digitalization in public sector 

work, where the increasing use of digital technologies has contributed to changes 

in the internal work processes, information systems, collaboration, and the ways 

in which public services are delivered (Haug et al., 2023).  

 

The relevance of STS in the public sector can also be understood in relation to the 

hierarchical structure of public organizations, political influence, and the need to 

manage the interest of multiple stakeholders, all of which have contributed to the 

development of complex governance systems (Bannister, 2001). This complexity 

is relevant to digitalization, as decisions about how digital technologies are de-

signed, implemented, and used may involve different and sometimes competing 

interests. For example, research in the care sector shows that organizational prio-

rities related to efficiency and technological implementation may not always align 

with employees’ needs for sufficient resources, and the adaptation of technologies 

to established work practices (Frennert, 2020). These challenges have become 

more relevant as digital transformation has continued to unfold at a rapid pace 
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(Govers & van Amelsvoort, 2023). Digital transformation may add further com-

plexities, including communication difficulties between IT developers and opera-

tional managers, as well as stakeholder expectations that digital technologies are 

unable to meet (Hafseld et al., 2021). However, balancing diverse stakeholder 

interests and using digital technology in innovative ways does not remove emplo-

yers’ responsibility to consider how digitalization affects the work environment. 

Rather, these challenges underscores the need to integrate decisions about digital 

technology implementation with OHSM, as similar digital technologies may serve 

as a resource for some users while posing barriers for others (Okkonen et al., 

2019).  

 

Thus, a sociotechnical perspective helps to understand how digitalization works in 

practice, what effects the digital technology may have for occupational well-being, 

and how it is designed and governed to support both organizational goals and 

employee well-being. A key point, that has been stated is that technology is inte-

grated into broader socio-technical systems, including rules, routines, professional 

roles, culture, budgeting and steering models, that determine how it is used and 

what consequences it has (Carayon et al., 2015). Recent developments within the 

STS tradition further strengthens this perspective. Parker et al., (2026) argue that 

classical socio-technical system theory should be extended to better capture the 

dynamic and co-evolving nature of contemporary digital transformation. Rather 

than viewing the implementation of digital technologies as an isolated event, they 

propose a co-evolving sociotechnical system perspective in which technologies, 

organizational arrangements, managerial practices, and human capabilities conti-

nuously shape one another over time. Building on this perspective, this thesis 

conceptualizes digital transformation as an ongoing socio-technical transforma-

tion.    

3.2 Job Demands – Resources Theory  

 

JD-R theory categorizes workplace factors into two main dimensions: job de-

mands and job resources (Bakker & Demerouti, 2007). Job demands refer to 

physical, psychological, social, or organizational aspects of work that require 

sustained effort and are therefore associated with physiological or psychological 

costs (Demerouti et al., 2001). Examples include excessive workload, role conflict, 

time pressure, and emotionally demanding tasks (Tummers & Bakker, 2021). 

When such demands are sustained over time, they may contribute to a health-

impairment process involving strain, psychosomatic health complaints, and 

burnout (Bakker et al., 2003; Tummers & Bakker, 2021). Job resources refer to 
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physical, psychological, social, or organizational aspects of work that require 

sustained effort and are therefore associated with physiological or psychological 

costs (Demerouti et al., 2001). Examples include excessive workload, role conflict, 

time pressure, and emotionally demanding tasks (Tummers & Bakker, 2021). 

When such demands are sustained over time, they may contribute to a health-

impairment process involving strain, psychosomatic health complaints, and 

burnout (Bakker et al., 2003; Tummers & Bakker, 2021). Job resources refer to 
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physical, psychological, social, or organizational aspects of work that are func-

tional in achieving work goals, reduce job demands and their associated costs, or 

stimulate personal growth, learning, and development (Bakker & Demerouti, 

2007). Examples include social support from colleagues, autonomy in work sche-

duling, and access to career development (Tummers & Bakker, 2021). Job 

resources may activate a motivational process by supporting work enjoyment, 

motivation, engagement, well-being, and performance (Bakker & Demerouti, 

2007; Demerouti et al., 2001; Schaufeli, 2017). 

The flexibility of JD-R is considered as useful for this thesis. Building on earlier 

models, such as the Job Demand-Control-Support and Effort-Reward Imbalance 

models, JD-R integrates both job stress and motivation (Bakker & Demerouti, 

2014). The theory has further been widely applied to understand outcomes such 

as burnout, work engagement, organizational commitment, employee well-being, 

and job performance (Bakker & Demerouti, 2014). In this thesis, JD-R theory 

provides the main analytical distinction between job demands and job resources 

for understanding how digitalization may have implications for employees’ 

occupational well-being. This distinction is used to examine how demands and 

resources associated with digitalization are experienced by employees in everyday 

work and how they are addressed by managers during digitalization processes. 

In digitalized work, digital technology may function both as a job demand and as 

a job resource. Demands related to technology may include increased response 

expectations, monitoring, learning pressure, workload, communication difficul-

ties, and reduced control, and may also place pressure on resources such as 

autonomy, social support, and time (Pansini et al., 2023). Digital work involving 

constant monitoring or data-driven decision-making may further be associated 

with stress and reduced job satisfaction (Noponen et al., 2024). At the same time, 

digital technology may function as a resource, by supporting access to access to 

information, enable flexibility and create opportunities for development and 

learning (Demerouti, 2022). Autonomy, social and technical support, competence 

development, and participation in how technology is used may also support 

engagement and well-being in digitalized work (Pansini et al., 2023). Demerouti 

(2022), emphasizes that digitalization and automation may contribute to stimu-

lating and healthy jobs when technologies are designed to support peoples’ work, 

when employees have control over their use, when job resources are maximized, 

and when job demands remain manageable. 

Personal resources provide an additional dimension within JD-R theory. They 

refer to aspects of the self that are associated with resilience and individuals ability 

to influence and successfully manage their work environment (Bakker et al., 2023; 
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Hobfoll et al., 2018; Schaufeli, 2017). While job resources concern aspects of the 

work and organization, personal resources concern individual capacities that may 

support employees in managing job demands. Personal resources may also 

influence the relationship between job demands and employee well-being (Bakker 

et al., 2023). In the context of digitalized work, digital competence, confidence in 

one’s own abilities, and technology self-efficacy may influence how employees 

experience and cope with technology-related demands and make use of available 

job resources (Pansini et al., 2023). Beyond these aspects, personal resources are 

used in this thesis to understand employees’ individual capacities in relation to the 

conditions under which digitalized work is performed. From this perspective, 

attention is given to the extent to which personal resources support employees in 

managing digitalization-related demands when digital technologies function in-

adequately or do not sufficiently support their work.  

In addition to identifying demands and resources, JD-R theory further provides a 

basis for understanding how their interaction may develop over time. High or 

persistent job demands may require sustained effort and contribute to a health-

impairing process through which employees’ physical, emotional, and cognitive 

resources are depleted, increasing the risk of strain, exhaustion, and health 

problems (Bakker et al., 2023). Job resources, in contrast, may contribute to a 

motivational process by supporting employees’ psychological needs and work 

engagement. Job resources may also buffer the negative effects of high demands 

and become important under demanding working conditions.  Resources such as 

autonomy, training, feedback, opportunities for recovery, and social support may, 

for example, support employees in managing workload and work complexity 

(Bakker et al., 2023). Over time, interactions between demands and resources may 

develop into reinforcing loss or gain cycles. In a loss cycle, high job demands may 

contribute to strain and resource depletion, which may in turn contribute to 

further demands and strain. In a gain cycle, job resources may support work enga-

gement and personal resources, which may in turn contribute to the development 

of further job resources over time (Bakker & Demerouti, 2018).  

In this thesis, gain cycles and loss cycles are used as analytical concepts to interpret 

how interactions between demands and resources may contribute to different 

developments in employees’ occupational well-being as digital transformation 

unfolds over time. Gain cycles are used to interpret developments in which organi-

zational and managerial practices support resources that may strengthen emplo-

yees’ capacity to manage changing demands and contribute to the development of 

further resources over time. Resources relevant to the thesis include for example, 

participation, collegial and technical support, competence development, auto-
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nomy, and systematic follow-up of OHS consequences. Loss cycles, in contrast, are 

used to interpret developments in which demands increase or persist while resour-

ces are depleted or remain insufficient. Demands relevant to the thesis include, for 

example, workload, uncertainty, interruptions, and reduced autonomy. 

Study V illustrates potential developments over time through utopian and dysto-

pian scenario. Gain and loss cycles are used to interpret how interactions between 

demands and resources may contribute to developments toward the conditions 

represented by the utopian or dystopian scenario. The cycles are not treated as 

fixed or linear pathways. Rather, they are used as analytical concepts for interpre-

ting how demands and resources may interact and reinforce different develop-

ments over time. In the following section, digitalization-related demands and 

resources are further specified through the concepts of technostress and techn-

ostress inhibitors.  

3.3 Technostress and Technostress Inhibitors 

 

Technostress and technostress inhibitors are used in this thesis to clarify the 

technology-related demands and resources that may arise in digitally intensive 

work. Technostress refers to stress reactions that arise in relation to the use of 

digital technologies at work. Brod, (1982, p. 754) defined technostress as “the 

inability of an individual or organization to adapt to the introduction and opera-

tion of new technology”. Brod, (1984) further argued that users’ previous expe-

rience with technology, perceived control over new tasks, and organizational 

conditions may trigger technostress. In this thesis, technostress is relevant for 

understanding how demands associated with the use of digital technologies may 

contribute to strain in everyday work (Pansini et al., 2023).  

 

Five technology-related conditions are commonly identified. These are techno-

overload, techno-invasion, techno-complexity, techno-insecurity, and techno-

uncertainty (Ragu-Nathan et al., 2008; Tarafdar et al., 2011). Techno-overload 

refers to situations in which information systems require employees to work faster, 

handle more information or work with very tight time schedules. Techno-invasion 

refers to constant connectivity that blurs the boundary between work and private 

life. Techno-complexity captures the time and effort required to learn and master 

increasingly complex technologies, which can leave users feeling inadequate. 

Techno-insecurity concerns worries about not keeping up and potentially being 

replaced by others with higher digital competence. Techno-uncertainty refers to 

stress arising from continual updates and technological change that prevent stable 

work routines from developing. These technostress conditions have been 
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associated with outcomes such as reduced job satisfaction and organizational com-

mitment, increased role conflict and role overload, and lower satisfaction with 

information systems (Tarafdar et al., 2011). 

The relationship between technostress and JD-R is illustrated by Bellini et al., 

(2026), who underline that technology-related demands, such as techno-comple-

xity, techno-overload, and techno-insecurity, may be understood as technology-

related forms of job demands within the JD-R model and may lead to strain and 

exhaustion if not balanced by adequate resources. Bellini et al., (2026) further 

underlines that rigid rules, extensive administrative requirements, and limited 

discretion, may function as job demands associated with techno-complexity, 

techno-overload, and techno-invasion. This illustrates the relevance of conside-

ring technology-related demands in relation to the organizational conditions 

under which digital technologies are used. Specific technostress creators have also 

been associated with health-impairing outcomes. For example, techno-insecurity 

associated with rapid technological change has been linked to burnout (Mahapatra 

& Pati, 2018). Such findings are relevant to this thesis because they provide a basis 

for examining technology-related demands in relation to occupational well-being. 

 

However, digitalization does not inevitably lead to technostress. Research shows 

that the effects of technology related demands depend on whether they are balan-

ced by adequate resources (Demerouti, 2022; Tarafdar et al., 2011, 2019). 

Technostress inhibitors are therefore also considered as relevant for this thesis. 

Technostress inhibitors are organizational mechanisms that may reduce the 

effects of technostress by weakening the relationship between technology-related 

demands and stress reactions, thereby reducing both technostress levels and its 

negative consequences (La Torre et al., 2019). Tarafdar et al. (2011) identify 

literacy facilitation, technical support provision, involvement facilitation, and 

innovation support as technostress inhibitors. Literacy facilitation refers to trai-

ning and support that strengthen users’ technological competence. Technical 

support provision refers to accessible help when systems malfunction or are 

difficult to use. Involvement facilitation refers to opportunities for users to parti-

cipate in decisions and implementation processes concerning technology. Inno-

vation support refers to organizational conditions that encourages experimen-

tation, learning, and constructive use of technology. These inhibitors are relevant 

because they specify technology-related resources that may buffer digital demands 

and support employees’ ability to manage digitalized work (Tarafdar et al., 2011).  

 

Technostress and technostress inhibitors are operationalized in this thesis as a way 

of specifying the technology-related dimensions of job demands and resources. 
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The analysis draws on concepts of techno-overload, techno-invasion, techno-

complexity, techno-insecurity, and techno-uncertainty to interpret how digital 

technologies may generate strain in everyday work. At the same time, technostress 

inhibitors are used to identify technology-related resources that may buffer these 

demands, including digital competence, technical support, user involvement, and 

innovation support. In this way, technostress research helps clarify what is dis-

tinctly digital about the psychosocial demands and resources identified through 

JD-R theory. 

3.4 Integrating STS, JD-R, technostress, technostress inhibitors and 

OHSM  

 

The theoretical framework brings together complementary perspectives for exa-

mining digitalization in relation to employees’ occupational well-being and the 

organizational conditions under which digitalization takes place. STS directs 

attention to interactions between digital technologies, work practices, and orga-

nizational conditions. Within this perspective, JD-R theory provides the distinc-

tion between job demands and job resources and supports the interpretation of 

how their interactions may develop over time. Technostress and technostress inhi-

bitors further specify technology-related demands and resources associated with 

the use of digital technology. Alongside the theoretical framework, OHSM is used 

as an analytical tool to examine how OHS considerations are addressed within 

organizational and managerial practices during digitalization processes.  

 

Together, the theoretical framework and the use of OHSM as an analytical tool 

allow different but related aspects of digitalization to be examined. The conse-

quences associated with digital technologies may depend on the resources, 

support, and organizational conditions surrounding their use (Tarafdar et al., 

2015; Tarafdar et al., 2022). The integration of OHS considerations into techno-

logical and organizational change is also relevant because digitalization may intro-

duce or reshape psychosocial risks as work changes (Urzi-Brancati, 2024). 
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4. Research design 

 
This chapter outlines the research design of the thesis. Research design may be 

understood as a logical plan for moving from “here” to “there”, where “here” refers 

to the initial research questions and “there” to the conclusions reached in response 

to those questions (Yin, 2018). Between these two points lie several stages. In this 

thesis, these stages concern the philosophical and methodological orientation and 

research context, the generation and analysis of empirical material, and the inter-

pretation and synthesis of findings across the studies. The chapter also addresses 

methodological and ethical considerations relevant to the research process, 

including reflexivity, strengths, and limitations. The chapter concludes with a 

declaration on the use of artificial intelligence (AI).  

4.1 Philosophical and methodological orientation  

 

Digitalization is understood in this thesis as a complex phenomenon that takes 

shape through interactions between digital technologies, employees everyday 

work, managerial practices, and organizational conditions. These aspects are un-

derstood as interrelated, and employees’ experiences of digitalization arise in re-

lation to the broader conditions under which work is performed. This understan-

ding reflects an ontological position based on assumptions about the nature of the 

organizations and the people in them (Gioia et al., 2022).  

 

Epistemological assumptions concern how knowledge about organizations, 

people, and their actions can be developed (Gioia et al., 2022). In Study I, know-

ledge was developed through the analysis of previous research on digitalization in 

relation to occupational health, whereas in Studies II-V, knowledge was developed 

through participants’ accounts of their work and working conditions within a 

digitalized work setting. In Studies II-V, this involved examining how participants 

experience and make sense of digitalization from their respective roles and in 

relation to the organizational and social conditions under which digitalization 

takes place. An assumption made is that participants are knowledgeable about 

their work and are able to describe and explain how their work is performed and 

experienced (Gioia et al., 2022). Their accounts are therefore treated as important 

sources of knowledge. 

 

From an epistemological perspective on STS, it has been suggested that employees’ 

subjective experiences related to the social  and psychological dimensions of work 

may be understood not as ends in themselves, but as indications of the overall 
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functioning of the organization (Thomassen et al., 2017). Adverse working condi-

tions may indicate a need for technological, systemic, and organizational change 

rather than change in the individual (Thomassen et al., 2017). This perspective 

provides a basis for understanding participants’ experiences in relation to the 

broader organizational, social and technological conditions under which digita-

lized work is performed.   

 

Building on these ontological and epistemological assumptions, the thesis is 

methodologically oriented toward hermeneutics. A hermeneutic orientation invol-

ves an iterative movement between the parts and the whole, referred to as the 

hermeneutic circle (Geanellos, 2000). An initial understanding of the whole 

provides a basis for interpreting its individual parts, while the interpretation of 

these parts may, in turn, modify and deepen the understanding of the whole. 

Through this continual movement between parts and whole, understanding may 

gradually be developed and deepened (Geanellos, 2000). This orientation provides 

a basis for interpreting participants’ accounts in relation to the contexts in which 

their experiences are situated (Dowling, 2004; Geanellos, 2000). Consistent with 

interpretive research, the ambition was not to identify a single correct interpre-

tation, but to develop plausible and defensible explanations (Gioia et al., 2022) of 

how digitalization was experienced, organized, and managed in public sector work. 

 

A hermeneutic orientation also acknowledges the role of the researcher’s pre-

understanding in the interpretive process. Prior knowledge, experiences, and 

assumptions form part of how the empirical material is approached and under-

stood (Debesay et al., 2008). In this thesis, pre-understanding was addressed by 

keeping early interpretations close to participants’ own words and descriptions, 

repeatedly returning to their accounts as interpretations developed, and compa-

ring interpretations across studies and participant groups. 

4.2 Research context and appended studies 

 

This thesis is linked to the Swedish research project Kommunal och Digital (Kom-

Dig), financed by AFA försäkring, which provided the framework for the doctoral 

research and enabled the collection of empirical material for Studies I-V. Study I 

is based on secondary data from a literature review, whereas Study II-V draw on 
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municipality, digital systems had previously been purchased without explicit cost 

constraints, although procurement of digital technology was later centralized to a 

dedicated unit following costly experiences. In the rural municipality, financial 

constraints generally made it difficult to obtain approval for new digital systems.  

 

These two municipalities provided relevant empirical settings because both were 

considered to be engaged in digitalization, while also representing different orga-

nizational conditions. This made it possible to examine how digitalization, occupa-

tional well-being and OHSM were shaped in different municipal contexts.  

 

The appended studies examined complementary aspects of the overall focus of the 

thesis. Study I provided an overview of existing research on digitalization and 

occupational health in the public sector. Studies II-V examined digitalization in 

everyday public sector work through interviews, and in Study II, digital diaries. 

Together, the studies contributed knowledge about employees’ experiences of 

digitalized work, managerial and organizational practices, and the integration of 

OHSM into digitalization processes. A brief overview is provided in Table 2 to 

clarify its role in the thesis as a whole. 
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4.2.1 Short summary of appended studies 

     Table 2: Brief overview of study I-V 
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4.3 Data collection and participants  

 

The recruitment of municipalities followed two pathways. The rural municipality 

contacted the research team after becoming aware of the KomDig project through 

a radio interview with the then principal investigator, Ann Bergman. The urban 

municipality, which was also regarded as advanced in its digitalization efforts, was 

approached by the research team and agreed to participate. In the rural munici-

pality, a digitalization strategist served as the primary contact and assisted in 

identifying relevant respondents for the manager interviews. In the urban munici-

pality, a coordinator fulfilled a similar role 

 

Before developing the interview guides and recruiting participants, preparatory 

work was conducted to understand the organization of the Swedish public sector. 

This included identifying who held mandates to make decisions about digitali-

zation, who carried responsibility for the work environment under the Swedish 

Work Environment Act, how digitalization had evolved over time, and what 

previous research suggested about its effects on employees. This preparatory work 

was important for formulating relevant questions and for identifying relevant 

actors at different organizational levels.  

4.3.1 Participant selection 

 

Participants were selected through purposeful sampling, meaning that individuals 

and groups were deliberately chosen because they were expected to provide rele-

vant and detailed insights into the phenomenon under study (Palinkas et al., 

2015). The sampling strategy enabled a focus on participants with knowledge of, 

or direct experience with, digitalization, work environment issues, and OHSM in 

municipal work. Within selected organizational units, managers provided access 

to staff lists so that invitations could be sent directly to employees by email. Mana-

gers were not informed about who consented to participate. For ethical reasons, 

and to avoid exposing participants within their organizations, recruitment and 

communication with participants were handled outside the organizations’ internal 

communication channels when necessary. 

 

In total, the interview material comprises 24 participants at the management level 

and organizational level, including managers, strategists, and HR professionals, 

and 26 participants at the employee and team/workplace level, including health 

and safety representatives, social workers and teachers. 31 social workers were 

invited to participate in the interviews, of whom 8 consented to participate. Among 
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teachers, 65 were invited in the urban municipality, of whom four consented, while 

seven of the 31 teachers invited in the rural municipality agreed to participate.  

 

In addition, eight social workers from the urban municipality participated in the 

digital diary study. For this study, the purpose was to recruit ten employees, corre-

sponding to the number of available wristbands. Of the 36 social service employees 

invited in April 2023, eight consented to participate.  

 

 

4.3.2 Interviews  

 

Three interview guides were developed to capture perspectives from key actors 

situated differently in relation to digitalization and OHSM. Two interview guides 

were developed for managers, HR professionals, and strategists, one for each 

municipality. These guides were largely similar and addressed how OHS conside-

rations were integrated into digitalization processes, including planning, imple-

mentation, evaluation and follow-up. However, some questions were adapted to 

Table 3: Participants from whom the interview data is drawn.  

Participant group 

Interviews 

Urban 

municipality 

Rural municipality  

Managers at different 

levels 

7 9      

HR 1 1  

Strategists 3 3  

Total (management/ 

organizational level):  

11 13 24  

HSR 3 3  

Social workers 8 -  

Teachers 5 7  

Total (employees/ 

representatives):  

16 10 26 

Table 4:  Participants from whom the digital diary data is drawn.  

Participant group 

Digital diaries 

Urban municipality   

Employees 8 Social services  8 
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the respective municipal context, with particular attention to how digitalization 

and OHS were addressed in official municipal documents, including policies, 

strategies and reports. The third interview guide focused on employees’ experien-

ces of how digital technologies shaped their everyday work and psychosocial wor-

king conditions. Together, the interview guides provided empirical material for 

examining both managerial practices and employees’ experiences of digitalized 

work.  

 

The interviews were semi-structured, combining pre-defined questions with flexi-

ble follow-up questions. This enabled participants to describe their experiences in 

their own terms while allowing the interviewer to explore emerging themes in 

greater depth. This laid the foundation for a rich dataset, which in turn provided a 

comprehensive picture of the research topic and strengthened the basis for a 

nuanced analysis. 

 

The management interviews began in March 2020 and were mainly completed in 

September 2021, because of the increased workload during the Covid-19 pan-

demic. Employee interviews were conducted between February and September 

2021. The interviews lasted between 30-60 minutes. The first three interviews 

were conducted in person in the urban municipality. The remaining were con-

ducted via Zoom, due to restrictions during the Covid-19 pandemic. Once recor-

ded, the interviews were transcribed by an external transcription service. 

Following transcription, I reviewed the transcripts against the audio recordings to 

ensure their accuracy and to correct passages that had not been fully captured by 

the external transcriber.  

4.3.3 Digital diaries  

 

The digital diary study was used in Study II to capture situated responses to 

experiences in the work environment. Diary studies are used in organizational 

research, on health, stress, workplace emotions, and social interaction, because 

they can capture experiences in real-world settings and reduce memory bias by 

collecting material close to the time of the experience (Ohly et al., 2010).  

 

The digital diary was based on an extended diary approach and used an emotion-

triggered digital diary tool developed within the research project. It functioned as 

an event-triggered data collection tool and combined physiological measurements 

(Hossein Aqajari et al., 2021), with participants’ own contextual descriptions in of 

specific work situations. The system consisted of three components: a wearable 
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sensor (Empatica E4 wristband), a mobile interface for prompts and self-reported 

diary entries, and a technical environment for data storage and analysis.  

 

Electrodermal activity (EDA) was used as the trigger signal for identifying episodes 

of heightened physiological arousal. EDA was chosen because it provides 

continuous information about sympathetic activation and is suitable for ambu-

latory measurement in natural settings (Boucsein, 2012; Kleckner et al., 2018). 

EDA was not treated as a direct measure of stress. Instead, it was used to identify 

moments of physiological activation that could be interpreted together with 

participants’ own descriptions. 

 

When the system detected physiological signs of heightened arousal in the 

incoming EDA signal, a prompt was sent to the participant’s mobile phone. The 

prompt invited the participant to describe their current activity, as well as the 

thoughts, emotions, and circumstances associated with the situation. This proce-

dure was consistent with ecological momentary assessment approaches that 

combine ambulatory physiological monitoring with in-the-moment self-report 

(Bertz et al., 2018). The analytical value of the digital diaries therefore lay in 

linking physiological activation to participants’ own accounts of what was happe-

ning in everyday work.  

 

Before consenting, participants received information about the type of data that 

would be collected and what participation in the digital diary study would involve. 

After consent had been obtained, they received detailed instructions on how to 

wear and use the Empatica E4 wristband during regular workdays. The number of 

workdays during which participants wore the Empatica E4 wristband varied 

between 3 and 18 days. Across participants, the number of physiological arousal 

indicators varied between 90 and 306, generating between 18 and 143 digital diary 

entries per participant. Based on participants’ own diary descriptions, between 0 

and 127 entries were interpreted as stress-related, while between 0 and 16 entries 

were interpreted as stress-reducing.  

 

The material generated through the digital diary study consisted of physiological 

arousal indicators and event-linked diary entries, which together provided a basis 

for analyzing, in greater depth, how digitalization was experienced in specific 

work-related situations. 
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The digital diaries contributed to the individual-level analysis by capturing partici-

pants’ experiences close to the moment in which they occurred. They provided a 

context-sensitive understanding of how digitalization was experienced in everyday 

work, complementing the interview data by capturing situations as they emerged 

rather than only through retrospective accounts. 

4.3.4 Literature search 

 

Study I was designed as a scoping review and followed the Joanna Briggs Institute 

(JBI) guidance for scoping reviews and PRISMA-ScR procedures. The inclusion 

criteria covered participants, concept, context and types of evidence sources 

(Peters et al., 2020). Participants included public-sector employees, and emplo-

yees delivering public services on behalf of the public sector, for example in 

schools, healthcare, social services, and childcare. The concept was limited to 

research examining digital technologies that, in any way, affect public employees’ 

occupational health. The context included studies conducted within the public 

sector, as well as studies carried out in private organizations contracted by local, 

regional, or national government. Qualitative, quantitative, and mixed method 

studies were eligible for inclusion. 

 

Table 5: Overview of wristband data collection 

Respondent Time 

period 

(days) 

Physiological 

arousal 

indicators 

Digital 

diary 

entries 

Entries 

reported as 

negative 

arousals 

Entries 

reported as 

positive 

arousals  

FE0 3 90 18 0 1 

D84 17 250 60 47 13 

86D 18 121 38 34 4 

22C 10 185 41 37 4 

4C1 9 101 35 35 0 

750 17 306 143 127 16 

F98 15 134 43 41 2 

93E 17 151 50 41 9 
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Literature searches were carried out in PubMed, PsycINFO, Business Source 

Premier (EBSCO) and Scopus, which together provided a broad and comple-

mentary coverage of research addressing health, psychosocial, organizational, and 

technological aspects relevant to the review. The searches were limited to English-

language, peer-reviewed articles published between 2010-2023. After thorough 

discussions with librarians at the Karlstad University, keywords included, for 

example, e-government, local government, and work environment. Titles, abs-

tracts, and full texts were screened by two independent reviewers, with a third 

reviewer in cases of disagreement. Out of 692 identified titles and abstracts, 52 

articles proceeded to data extraction. Data were extracted using a structured 

Microsoft Excel tool covering full reference, country setting, government level 

(local/regional/national), studied population (profession/branch/role), metho-

dology, technology featured in the study, and occupational health aspects. The 

structured search, screening, and extraction process provided a systematic basis 

for mapping the literature and identifying patterns and knowledge gaps. 

4.4 Triangulation 

 

Triangulation refers to the use of different forms of data, methods, contexts, and 

perspectives to develop a broader understanding of the phenomena under study 

(Wilson & Hutchinson, 1991; Donkoh & Mensah, 2023). The thesis draws on 

method and data triangulation (Donkoh & Mensah, 2023). Method triangulation 

involved the literature review, semi-structured interviews, and digital diaries. The 

literature review (Study I) provided a broad overview of existing research and 

helped identify patterns and knowledge gaps in relation to digitalization and occu-

pational health in the public sector. The semi-structured interviews (Studies II-V) 

provided participants’ accounts of their experiences, responsibilities, demands, 

resources, managerial and collegial support, and OHS consequences. The digital 

diaries (Study II) provided accounts of situated experiences in specific work 

situations, and enabled these accounts to be considered in relation to physiological 

activation. Data triangulation involved different empirical contexts, public sector 

settings, and participant groups. These sources provided perspectives from 

different roles and organizational contexts. 

 

In the comprehensive summary, the different perspectives provided through 

triangulation were brought together by comparing and interpreting findings from 

the individual studies. This involved considering recurring patterns and differen-

ces across the studies while retaining attention to their specific empirical context 

and perspectives. Through this iterative process, the findings were synthesized and 
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interpreted in relation to the overall thesis aim, research questions, and theoretical 

framework. The interpretations were gradually refined and contextualized while 

retaining the specific perspectives and contexts of the individual studies.  

4.5 Analytical procedures across the studies 

 

This section explains how the analyses were conducted in the separate studies and 

how their findings were brought together in the comprehensive summary.  

 

Study I used an analytical approach inspired by thematic analysis (Braun & Clarke, 

2006), in which recurring patterns in the extracted material were identified and 

used to develop categories that supported the organization and interpretation of 

the material. The extracted data were first mapped descriptively to provide an 

overview of the included studies. Based on patterns identified in the material, the 

studies were then categorized according to the area of public sector work in which 

digitalization was examined. This involved distinguishing between studies of 

public sector employees whose work involved direct interaction with citizens and 

studies of work in which digital technologies had partly or fully replaced face-to-

face interaction. The studies were also categorized according to public sector 

professions, branches and roles. A further categorization was made according to 

the type of digital application examined, including organizational technologies, 

specific systems and tools, and mobile and information and communication 

technologies. The resulting categories were presented in tables and diagrams and 

complemented by a narrative summary addressing the review objective and 

questions. These analytical steps provided a structured overview of how digitali-

zation and occupational health had been addressed in previous research and 

supported the identification of recurring patterns and knowledge gaps.  

 

Study II and IV were analyzed using an interpretive procedure inspired by Gioia 

methodology (Gioia et al., 2013; Magnani and Gioia, 2023). The purpose was to 

develop credible and conceptually robust explanations of the studied phenomena 

(Gioia et al., 2013). The analysis began inductively and close to participants’ own 

language in order to develop first-order concepts reflecting how they described 

their experiences, challenges, and understandings of digitalization and the work 

environment. In a second step, second-order themes were developed through an 

abductive movement between the empirical material and relevant theoretical 

concepts. In the final step, these themes were brought together into aggregated 

dimensions, which captured broader aspects of how digitalization interacted with 

work environment conditions in the studied settings. This analytical movement 
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also reflected the hermeneutic circle, as interpretation developed through repeated 

movement between empirical details, emerging concepts, and broader contextual 

understanding (Debesay et al., 2008; Dowling, 2004). 

 

 

 

 

 

 

 
 
Figure 4: The Inferential Process in developing a Data Structure (Magnani & 

Gioia, 2023). 

 
Study III was analyzed using deductive qualitative content analysis (Elo & Kyngäs, 

2008). This approach was considered suitable for examining how the imple-

mentation of digital administrative and communication systems, as well as digital 

teaching tools interacted with work-related demands and resources in schools. The 

analysis followed the phases of preparation, organization, and reporting described 

by Elo & Kyngäs, (2008). The analyses began with repeated readings of the 

interview transcripts to gain an overall understanding of the material and to 

identify content related to digitalization and the work environment. Relevant parts 

of the material were then coded and organized using a structured matrix based on 

the sub-constructs of Normalization process Theory (NPT) and the concepts of job 

demands and job resources. The material was also organized by participant groups 

to allow comparison across participant groups. The interpretations were discussed 

among the authors to reach agreement on how the material related to the theore-

tical concepts.  

 

Study V used an analytical approach inspired by thematic analysis (Braun & 

Clarke, 2006). This analytical strategy was considered suitable given that the study 

aimed to discuss and illustrate contrasting examples of digitalization depending 

on whether occupational health and safety management (OHSM) was taken into 

account or not. Data extracts were identified and coded, with the initial coding 

First order
concepts

First order
concepts

Second order
concepts

Second order
concepts

Aggregate
dimensions
Aggregate

dimensions

Induction 

Abduction 

Systematic combining 

Theory  

centered 

Theory  

centered 

Data & Theory 

Data & Theory 

Abduction 

Systematic combining 

Informant  

centered 

42 

 

 

also reflected the hermeneutic circle, as interpretation developed through repeated 

movement between empirical details, emerging concepts, and broader contextual 

understanding (Debesay et al., 2008; Dowling, 2004). 

 

 

 

 

 

 

 
 
Figure 4: The Inferential Process in developing a Data Structure (Magnani & 

Gioia, 2023). 

 
Study III was analyzed using deductive qualitative content analysis (Elo & Kyngäs, 

2008). This approach was considered suitable for examining how the imple-

mentation of digital administrative and communication systems, as well as digital 

teaching tools interacted with work-related demands and resources in schools. The 

analysis followed the phases of preparation, organization, and reporting described 

by Elo & Kyngäs, (2008). The analyses began with repeated readings of the 

interview transcripts to gain an overall understanding of the material and to 

identify content related to digitalization and the work environment. Relevant parts 

of the material were then coded and organized using a structured matrix based on 

the sub-constructs of Normalization process Theory (NPT) and the concepts of job 

demands and job resources. The material was also organized by participant groups 

to allow comparison across participant groups. The interpretations were discussed 

among the authors to reach agreement on how the material related to the theore-

tical concepts.  

 

Study V used an analytical approach inspired by thematic analysis (Braun & 

Clarke, 2006). This analytical strategy was considered suitable given that the study 

aimed to discuss and illustrate contrasting examples of digitalization depending 

on whether occupational health and safety management (OHSM) was taken into 

account or not. Data extracts were identified and coded, with the initial coding 

First order
concepts

First order
concepts

Second order
concepts

Second order
concepts

Aggregate
dimensions
Aggregate

dimensions

Induction 

Abduction 

Systematic combining 

Theory  

centered 

Theory  

centered 

Data & Theory 

Data & Theory 

Abduction 

Systematic combining 

Informant  

centered 



43 

 

 

remaining close to the empirical material (Braun & Clarke, 2006). The analysis 

gradually became more interpretive as codes were compared, grouped, and related 

to one another. Codes addressing similar issues were clustered into preliminary 

themes, which were then reviewed and refined in relation to the study’s aim. 

Thematic analysis made it possible to identify patterns in how participants des-

cribed digitalization as either supportive or constraining, while the hermeneutic 

orientation supported interpretation of these accounts in relation to organiza-

tional roles, workplace conditions, and the broader local government context.  

 

The different analytical approaches provided complementary forms of knowledge. 

The inductive analyses allowed openness to employees’ and managers’ situated 

experiences of digitalization. The deductive analysis provided conceptual precision 

through theoretically defined categories. The thematic analysis supported compa-

rison between contrasting examples of digitalization processes and the integration 

of OHSM. 

4.5.1 Analytical tools 

 

Once the interviews had been transcribed, the analysis was developed further 

through repeated and systematic readings. This made it possible to return to key 

passages, compare statements across interviews, and attend more carefully to 

shifts in meaning, emphasis, and context. In this way, understanding developed 

through a repeated movement between parts and whole, which is central to a her-

meneutic approach (Debesay et al., 2008; Dowling, 2004). 

 

NVivo, Word, and Post-it notes can be understood as different forms of support in 

this interpretive process. NVivo supported systematic coding and helped preserve 

closeness to the empirical material. Verbatim quotations were inserted directly 

into the coding structure in order to retain participants’ own formulations. By 

grouping words, sentences, and longer excerpts under preliminary codes and the-

matic headings, it became possible to attend systematically to nuances in the par-

ticipants’ accounts.  

 

Word, supported the movement toward broader interpretation. Coded excerpts 

could be moved, compared, and commented on more freely, which made it pos-

sible to explore different relationships between individual statements, themes, and 

the emerging overall interpretation. Post-it notes functioned as practical support 

for sorting ideas, moving themes around, and testing different connections bet-
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ween parts of the material. Together, these tools supported both systematic coding 

and more open interpretive analytical work.   

4.6 Reflexivity and contextual conditions 

 

Because the empirical material in Studies II-V was generated through interaction 

with participants, it is important to clarify how pre-understanding was handled 

throughout the research process. In qualitative research, data may be understood 

as reflecting aspects of the studied reality while also being shaped by how the 

researcher organizes and conducts data generation (Goldkuhl, 2019). Inter-

pretation may therefore be considered to begin during data generation, as the 

researcher, guided by the study’s aim and research questions, attends to certain 

issues and follows up aspects of participants’ accounts that are considered relevant 

to the focus of the study (Goldkuhl, 2019).  

 

In this thesis, pre-understanding refers to the prior experiences, knowledge, and 

assumptions that I brought into the research process. My pre-understanding of 

digitalization and occupational well-being was shaped partly by previous expe-

rience of working in a digitalized work environment where automated tools were 

introduced as part of everyday work. This experience sensitized me to the fact that 

digitalization may be experienced both as a resource and as a demand, depending 

on how technologies are implemented, supported, and integrated into existing 

work practices.  

 

Several contextual circumstances also affected the research process. First, the 

unexpected loss of Ann, the project leader, my supervisor, and a beloved colleague, 

in July 2020, required a reorganization of the research project, which delayed 

parts of the empirical work. Second, the Covid-19 pandemic affected both 

recruitment and data collection. During the pandemic, the transition to remote 

work and the increased use of digital meeting platforms such as Teams and Zoom 

coincided with challenges in recruiting employees to the study. The first three 

interviews were conducted in person on 11 March 2020 in the urban municipality. 

However, on 16 March 2020 the Swedish Government urged people to work from 

home where possible (Ludvigsson, 2020), and the remaining interviews were 

therefore conducted digitally via Zoom or Microsoft Teams.  

 

The pandemic also affected the development and implementation of the digital 

diary study, since the technical setup required physical testing and distribution of 

wearable devices. As a result, the diary study was conducted later in the doctoral 
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project than originally planned. These circumstances are reported because they 

shaped the timing, form, and conditions of data generation.  

4.7 Ethical considerations 

 

The KomDig project was approved by the Swedish Ethical Review Authority (Dnr 

2020-03061; Dnr 2022-05103-02). The research process, in Studies I-V, was 

conducted in accordance with the ethical principles and guidelines applicable at 

the time. Earlier Swedish research ethics guidance emphasized principles 

concerning information, consent, confidentiality, and the use of research material. 

Although parts of the research process preceded the current versions of the 

European Code of Conduct for Research Integrity (ALLEA, 2023) and the Swedish 

Research Council’s Good research practice (2024), these current guidelines are 

used in this thesis to describe and reflect on the ethical considerations made 

throughout the research process. These reflections draw on the principles of 

reliability, honesty, respect, and accountability in relation to research integrity. 

For Studies II-V, which involved human participants, the reflections also draw on 

the principles of doing good, doing no harm, respecting autonomy, and upholding 

justice (Swedish Research Council’s Good research practice, 2024).   

 

Reliability concerned the quality of the research process. In Study I, this involved 

structured procedures for searching, screening, and extracting data from previous 

research. In Studies II-V, methods for recruitment, data generation, and analysis 

were selected in relation to the study aims. Reliability was further supported 

through careful and repeated engagement with the empirical material, as for 

example discussions with supervisors and, where relevant, other researchers. 

 

Honesty concerns transparency and openness in conducting and reporting 

research. Across the studies, the procedures for data generation and analysis were 

described, and conclusions were grounded in the empirical material or, in Study I, 

the included literature. Methodological limitations were acknowledged, and care 

was taken to avoid claims that extended beyond what the material could support. 

 

Respect concerned participants, colleagues, collaborating researchers, and the 

organizations involved. In relation to participants, this included informed consent, 

voluntary participation, confidentiality, and careful handling of collected data. 

Participants’ data were pseudonymized, and particular attention was given to 

protecting their identities when reporting potentially sensitive experiences related 

to psychosocial working conditions, organizational conditions, and experiences of 
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digitalization that could be sensitive for both individuals and workplace. Respect 

also involved considering participants’ time, workload, and professional circum-

stances, especially since many worked in public sector settings affected by ongoing 

organizational demands during the Covid-19 pandemic. Respect for colleagues and 

collaborators included appropriate referencing, acknowledgement of scholarly 

contributions, and responsible communication concerning shared research acti-

vities.  

 

Accountability concerned responsibility for methodological decisions, data hand-

ling, analysis, and reporting. Methodological and analytical procedures were docu-

mented throughout the research process to support transparency and traceability. 

As the material included individuals’ accounts of their experiences of working 

conditions, organizational processes, and digital systems, responsibility was also 

taken for how findings were interpreted and presented, including providing 

sufficient content to reduce the risk of misleading interpretations or unnecessary 

harm to participants and organizations.  

 

As Studies II-V involved human participants, the research also drew on the ethical 

principles, to do good (beneficence), to do no harm (non-maleficence), to respect 

autonomy, and to uphold justice (Swedish Research Council, 2024). To do good 

concerned the potential value of generating knowledge about digitalization, wor-

king conditions, occupational well-being and OHSM. To do no harm involved 

minimizing potential harm and unnecessary burden, protecting confidentiality 

through coding and secure storage, and avoiding unnecessary identification of 

participants in reporting. Respect for autonomy concerned participants’ ability to 

make an informed and voluntary decision about participation, including their right 

to withdraw without adverse consequences.  

 

Additional ethical considerations applied to the digital diary study because it 

involved a wearable technology, physiological data, and event-based diary entries. 

The use of digital technology in research may entail particular ethical challenges, 

related to both the conduct of research and the subsequent use of technologies or 

research findings (Swedish Research Council, 2024). Participants were informed 

about the type of data collected, how the Empatica E4 wristband should be used, 

what participation involved, and how the material would be handled and stored. 

Recruitment and communication with participants who consented to wear the 

wristband were handled outside the organization’s internal communication 

channels. The device was sent to participants’ home addresses in order to reduce 

the risk that their participation would become visible to managers or colleagues. 
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The physiological data were not treated as direct evidence of stress, but were inter-

preted in relation to participants’ diary entries. This was important in order to 

reduce the risk of over-interpretation and to protect participants’ integrity. Data 

used in the analysis were stored without direct identifying information and with-

out links in the analytical material that could trace the material back to individual 

participants. The research material was stored on a password-protected computer 

and in Sunet Drive, in accordance with applicable data-security procedures at 

Karlstads University. After completion of the thesis, material stored on the 

password-protected computer will be removed, while the research material will be 

retained in Sunet Drive in accordance with Karlstad University’s procedures. As 

risks associated with new technologies may not always be fully foreseeable, for 

example because knowledge about possible risks and future uses may be limited 

(Swedish research council, 2024), the digital diary material was handled cau-

tiously and findings were reported at a level of abstraction intended to safeguard 

against the identification of individual participants . 

4.8 Strengths and limitations of the methodology 

 

The methodology of this thesis has both strengths and limitations, which need to 

be understood in relation to its interpretive and qualitative research design. A 

strength of the methodological approach lies in the use of a hermeneutic orien-

tation to examine digitalization as a complex working-life phenomenon from 

different but interrelated perspectives, including employees’ experiences of 

digitalized work, managerial practices and organizational conditions. In line with 

hermeneutic interpretation (Debesay et al., 2008; Geanellos, 2000), under-

standing was developed through movement between parts and whole, between 

empirical material and theoretical concepts, and between the separate studies and 

the thesis as a whole. This supported an analysis of how digitalization was 

described by participants and how these descriptions could be understood in 

relation to broader organizational and public sector contexts.  

 

Another strength is the methodological breadth of the thesis. By combining a 

scoping review, semi-structured interviews, and digital diaries, the thesis exa-

mined the research problem from different empirical and analytical angles. In 

particular, the digital diaries complemented the interview data by providing 

accounts of experiences closer in time to specific events and situations. A further 

strength is the inclusion of participants in different organizational positions. Em-

ployees, managers, strategists, HR professionals, and health and safety repre-
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sentatives provided different perspectives on digitalization and OHSM. This made 

it possible to relate employees’ experiences of digitalized work to managerial prac-

tices and the organizational conditions under which digitalization processes took 

place. Together, the methodological breadth and inclusion of different participant 

perspectives supported an analysis of both employees’ everyday experiences of 

digitalization and how OHS considerations were addressed within managerial and 

organizational practices during digitalization processes.  

 

The thesis also has limitations. First, the empirical material was generated in 

Swedish municipal contexts and should therefore be understood in relation to 

these specific institutional and organizational conditions. Rather than seeking 

statistical generalization, the thesis draws on analytical generalization, whereby 

empirical findings are interpreted in relation to theory to develop insights that may 

extend beyond the specific empirical context (Magnani & Gioia, 2023). In this 

thesis, analytical generalization takes place primarily through the synthesis and 

discussion of findings across the studies. This includes interpreting recurring 

patterns and differences in how digitalization was associated with demands and 

resources in everyday work, how these experiences were related to organizational 

conditions, and how managerial practices were related to the ways in which OHS 

considerations were addressed during digitalization processes. However, the 

potential transferability of the findings to other sectors, countries, or organi-

zational contexts needs to be considered in relation to the characteristics of those 

contexts.  

  

Second, the participant groups were limited in size and scope. Although the studies 

included two municipalities and participants from different organizational posi-

tions, a larger number of participants within each group could have provided grea-

ter depth and variation in the perspectives represented. In addition, the inclusion 

of other relevant actors, such as local politicians and local trade union repre-

sentatives, could have provided additional perspectives on the organizational and 

institutional conditions relevant to digitalization and OHSM. The recruitment 

process may also have involved self-selection, since those who agreed to partici-

pate may have had particular experiences of or interest in digitalization and work 

environment.   

 

Third, the digital diary study involved a small number of participants and varied 

participation periods, which limited the breadth of the diary material generated. 

Participation also required participants to document situations during their 

everyday work while wearing the Empatica E4 wristband, which may have placed 
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tions, a larger number of participants within each group could have provided grea-

ter depth and variation in the perspectives represented. In addition, the inclusion 

of other relevant actors, such as local politicians and local trade union repre-

sentatives, could have provided additional perspectives on the organizational and 

institutional conditions relevant to digitalization and OHSM. The recruitment 

process may also have involved self-selection, since those who agreed to partici-

pate may have had particular experiences of or interest in digitalization and work 

environment.   

 

Third, the digital diary study involved a small number of participants and varied 

participation periods, which limited the breadth of the diary material generated. 

Participation also required participants to document situations during their 

everyday work while wearing the Empatica E4 wristband, which may have placed 
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additional demands on participants. A further limitation concerns the interpreta-

tion of the physiological data. Electrodermal activity reflects physiological arousal, 

but arousal is not specific to stress and may occur in response to different internal 

and external stimuli (Boucsein, 2012). The physiological data were therefore inter-

preted together with participants’ diary entries, which provided contextual infor-

mation about the situations in which physiological activation occurred. Physio-

logical arousal was not treated as evidence of experienced stress but was inter-

preted in relation to participants’ own descriptions of the situation recorded. 

When a corresponding diary entry was missing, the physiological data could not 

be interpreted in relation to the participants’ experiences and were therefore not 

included in the analysis.   

 

Fourth, Study I was limited by the scope of the literature search, including the 

selection of search terms and inclusion criteria. The review focused on English-

language, peer-reviewed articles published between 2010 and 2023. The choice of 

search terms may have excluded relevant studies using different terminology to 

describe digitalization and occupational health. Although the defined search stra-

tegy and inclusion criteria supported a transparent and manageable review pro-

cess, relevant studies outside these boundaries, including grey literature, non-

English publications, and more recent research, may not have been identified. The 

review should therefore be understood as a structured overview of a defined body 

of research, rather than a complete representation of all knowledge on digitaliza-

tion and occupational health in public sector work. 

 

Finally, the Covid-19 pandemic represents a limitation related to the context in 

which the empirical material was generated. The pandemic accelerated the use of 

digital technologies and created unusual working conditions, making it difficult to 

fully separate the pandemic context from the aspects of digitalization under study. 

Changes specifically related to the pandemic were therefore excluded from the 

analysis unless they were relevant to digitalization and the work environment. 

Nevertheless, the potential influence of the pandemic context on participants’ 

experiences cannot be entirely excluded.    

4.9 Declaration about the use of generative AI 

 

For most of the PhD research process, professional language reviewers were used 

to improve grammar, clarity and coherence once manuscript drafts had been 

completed. In the later stages of the thesis work, AI-assisted writing support was 

also used, primarily through ChatGPT 5.2 and, to a lesser extent, Copilot. This 
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applied to Study II, Study IV and the comprehensive summary. The AI tools were 

used to support the writing process at the level of language, formulation, and 

readability, such as correcting grammar and spelling, improving clarity and cohe-

rence, refining phrasing, suggesting alternative formulations, and supporting 

translation from Swedish into English. ChatGPT was used more frequently than 

Copilot because it provided more fluent and academically appropriate language 

suggestions. The AI tools were not used to generate empirical material, conduct 

analysis, interpret findings, or draw conclusions. They were also not used to 

determine the argumentation, theoretical framing or methodological choices. All 

decisions regarding content, analysis, interpretation, argumentation, and conclu-

sions were made by the author. The use of AI-assisted writing support should 

therefore be understood as a form of language and formulation support, compar-

able to other forms of editorial assistance. Full responsibility for the content, 

accuracy, analysis, and final presentation of the thesis remains with the author.   
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5. Summary of appended papers  

This chapter summarizes the five studies on which this thesis is based. The pur-

pose is to clarify how each study contributes to the overall aim of the thesis and to 

deepen the understanding of how digitalization is experienced, organized, and 

managed in public sector work, and how it may have consequences for occupa-

tional well-being.  

5.1 Study I: Effects of work-related digital technology on occupational 

health in the public sector: a scoping review. 

 

Aim 

 

The aim of the study was to present and discuss existing evidence and identify 

knowledge gaps related to how digitalization affects the work and work environ-

ment of public sector employees.  

 

Main findings 

 

The findings show that digital technologies were associated with both opportuni-

ties and challenges for public sector employees in their work. The opportunities 

identified included for example, increased efficiency and flexibility, improved 

service delivery, and fewer routine tasks. Digital technologies could facilitate work 

processes and provide new ways of delivering and organizing public services. At 

the same time, several challenges were identified. These included technostress, 

work/life balance problems, reduced autonomy and discretion, ethical stress, fear 

of job loss, limited user involvement, and insufficient knowledge related to the use 

of digital technologies. The findings thus showed that digitalization could both 

support employees’ work and introduce or intensify demands, with consequences 

that differed across technologies, occupations, and work contexts. The review also 

identified knowledge gaps. In particular, few studies had an explicit work environ-

ment focus. 

 

Contribution to the thesis 

 

Study I contributes to the thesis by providing an overview of existing knowledge 

about digitalization and occupational health in public sector work. It thereby 

provides the research context for the empirical studies included in the thesis. The 

study identifies both opportunities and challenges associated with digitalization. 
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The study further contributes to the literature by providing an overview of existing 

knowledge gaps related to geographical settings, public sectors, research methods, 

and government levels.  

5.2 Study II: Swedish Social Workers’ Experiences of and Situated 

Responses to Digitalized Work 

 

Aim 

 

The aim of the study was to explore how digitalized work is experienced by Swedish 

social workers and how these experiences relate to their working conditions.  

 

Main findings 

 

The findings showed that digitalized work in social services involved both 

demands and resources. Interview findings identified technology-related demands 

related to malfunctioning and multiple systems, increased workload, reduced 

autonomy, limited opportunities for skill development, and the dehumanization 

of clients. Digital technologies could also function as resources by reducing routine 

tasks and increasing flexibility. Collegial interactions emerged as an important 

social resource, with informal conversations, shared laughter, and interactions 

during coffee breaks providing opportunities for support in demanding everyday 

work. Reduced staffing also limited time available for collegial interaction.   

 

The digital diaries complemented the interviews by capturing situated responses 

in specific work situations that could be considered in relation to physiological 

arousal. Technology-related situations, including system malfunctions and con-

straints, were accompanied by experiences of irritation, fatigue, feeling over-

whelmed, and dizziness. The diaries also captured positive situated responses 

during brief informal social interactions, including moments of shared laughter 

with colleagues.  

 

Contribution to the thesis 

 

Study II contributes to the thesis by providing an employee perspective on 

digitalized everyday work. The study provides knowledge about how digital tech-

nologies are experienced as both technology-related job demands and resources. 

It also contributes knowledge about the potential role of informal collegial inter-

actions as a social resource in managing demands in everyday work. By combining 
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interviews and digital diaries, the study provides perspectives on both employees’ 

general experiences of digitalized work and their situated responses in specific 

work situations.  

5.3 Study III: Implementing digital technologies in the school setting 

– how does it relate to work environment? 

 

Aim 

 

The aim of the study was to explore how the implementation of digital adminis-

trative and communication systems, and teaching tools, interacted with work-

related demands and resources in schools.  

 

Main findings 

 

The findings showed that teachers already experienced high workload and strained 

working conditions, and that the digitalization process added further demands to 

an already demanding work situation. Lack of time was a recurring challenge, as 

teachers were expected to explore, learn, and use new digital technologies while 

managing their existing workload. At the same time, collegial cooperation, auto-

nomy, and support were important resources that helped teachers manage these 

demands and develop their digital competence. Digital technologies also provided 

resources by facilitating communication and information sharing and by enabling 

greater flexibility through opportunities to work from home. Collaboration within 

teacher teams facilitated learning and the use of new technologies into everyday 

work. However, the findings further showed differences in how digital techno-

logies were introduced and used. Teachers often invested their own time and effort 

in finding, learning, evaluating, and sharing digital teaching tools they considered 

useful. In contrast, administrative and communication systems were mandatory, 

giving teachers less influence over the choices of systems. Limited time for follow-

up and reconfiguration of these systems led teachers to develop workarounds or 

use only the parts they found helpful. Once digital technologies were implemented 

and incorporated into everyday work they could contribute to efficiency and ease 

teachers’ workload. The digitalization process itself could nevertheless add job 

demands and strain to an already demanding work situation, posing a potential 

risk to teachers’ work environment and well-being. 
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Contribution to the thesis 

 

Study III contributes to the thesis by extending the focus from employees’ expe-

riences of digitalized work to the process through which digital technologies are 

introduced and used in everyday work. The study thereby contributes to 

understanding how existing job demands and resources, employee participation, 

collegial support, and opportunities for learning are relevant during digitalization 

processes. This connects employees’ everyday work with the organizational condi-

tions under which digitalization takes place.  

5.4 Study IV: Occupational health and safety management when 

digitalizing public services: Local government manager experiences 

in Sweden. 

 

Aim 

 

The aim of the study was to explore how Swedish local government managers 

handle digitalization processes in relation to OHSM, and by identifying the poten-

tial drivers and barriers that influence their integration. 

 

Main findings 

 

The findings showed that managers integrated OHSM into digitalization processes 

to varying degrees and in different ways. In the school settings, managers 

described more systematic integration, including collaboration with stakeholders, 

involvement of employees and health and safety representatives, consideration of 

work environment risks during procurement, allocation of resources for skill 

development, and follow-up after the implementation of new digital technologies. 

In social and home care services, the integration was less systematic. Employees 

and health and safety representatives were less consistently involved, and 

procedures for following up and evaluating the consequences of digitalization for 

the work environment were limited. Several potential drivers and barriers related 

to the integration of OHSM and digitalization were identified. Potential drivers 

included collaboration with stakeholders, budgeting for skill development, and 

government incentives promoting digitalization while drawing attention to work 

environment considerations. Potential barriers included a strong focus on digitali-

zation and efficiency, technological determinism, financial constraints, limited 

involvement of stakeholders, and insufficient evaluation and follow-up.  
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Contribution to the thesis 

 

Study IV contributes to the thesis by providing knowledge about how managers 

integrate OHSM into digitalization processes and about the potential drivers and 

barriers associated with this integration. The study shows that the integration of 

OHSM varied across organizational settings and was associated with differences 

in managerial practices and organizational conditions. By focusing on these mana-

gerial and organizational dimensions, Study IV extends the thesis from employees’ 

experiences of digitalized work and the introduction and use of digital technologies 

to how OHS considerations are addressed during digitalization processes.  

5.5 Study V: A future digital working life in municipals – dystopia or 

utopia?  

 

Aim 

 

The aim of the study was to contribute to a practitioner-oriented discussion of the 

opportunities and challenges associated with digital solutions in working life. The 

discussion was developed through two contrasting future scenarios, a dystopian 

and a utopian scenario, illustrating different potential developments in municipal 

digitalized work.  

 

Main findings 

 

Digitalization was often associated with potential benefits such as efficiency, 

flexibility, and cost savings, but also with risks related to blurred boundaries, 

weakened social relations, and diminished professional control. Both munici-

palities took OHS and digitalization seriously, with HSRs in place and established 

practices for workplace inspections. However, the potential OHS consequences of 

digital technologies were rarely considered in digitalization decisions. Instead, 

OHSM and digitalization tended to become connected after problems had emer-

ged and HSRs became involved. Expected benefits also did not necessarily trans-

late into improved working conditions. For example, time expected to be freed for 

more complex tasks and client interactions was instead used to manage more 

clients, alongside high workload and insufficient time for client meetings. 

Organizational changes accompanying digital implementation had also weakened 

social relations and employees’ holistic view of their work. Study V thus indicates 

that OHSM and digitalization were largely treated as separate organizational pro-

cesses despite their interconnection in everyday work. The scenarios reflected on 
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the potential consequences of such separation. A more dystopian scenario invol-

ved insufficient integration of OHS considerations and more prominent psycho-

social risks, whereas a more utopian scenario involved greater integration of 

OHSM throughout digitalization processes.  

 

Contribution to the thesis 

 

Study V contributes to the thesis by bringing together employee and managerial 

perspectives of opportunities and challenges associated with digital technologies 

in municipal working life. Through the contrasting dystopian and utopian 

scenarios, the study illustrates how different conditions surrounding digitalization 

may be associated with different potential developments in employees’ working 

conditions. A more sustainable scenario requires that OHS considerations, risk 

assessment, employee participation, and systematic follow-up are integrated 

throughout digitalization processes. In this way, Study V strengthens the thesis’s 

overall argument that digital transformation needs to be understood and managed 

as an OHS issue, not only as a technological or efficiency-oriented process. 

 

The studies’ contribution to the thesis as a whole 

 

The five studies provide a multi-level understanding of digitalization in public 

sector work as a socio-technical process in which digital technologies, employees’ 

everyday work, social relations, managerial practices, and organizational condi-

tions interact. Study I establishes that the research field is growing but still un-

evenly developed. Study II shows how digitalization is experienced in everyday 

social work in relation to both technology-related demands and resources, while 

also underlining the role of collegial interactions. Study III shows how the imple-

mentation and use of digital technologies interact with existing job demands and 

resources in school work and underscores the relevance of considering OHS 

related issues during digitalization processes. Study IV shows that managerial 

practices and organizational conditions are related to how OHSM is integrated 

into digitalization processes and identifies potential drivers and barriers 

associated with this integration. Study V brings employee and managerial perspec-

tives together for a broader discussion of the conditions under which digitalization 

may support or undermine sustainable work and of potential outcomes for future 

municipal working life. 
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6. Findings across analytical levels 

This chapter presents the main findings of the five studies included in the thesis, 

synthesized across three interrelated analytical levels: the individual and team/ 

workplace levels (RQ1), and the organizational level (RQ2 and RQ3). Together, 

these levels make it possible to address the overall aim of the thesis by showing 

how digitalization is experienced by employees, how it is related to everyday work 

practices and conditions for occupational well-being, and how OHSM is integrated 

into digitalization processes and what managerial practices and organizational 

conditions facilitate or constrain this integration. 

6.1 The individual level: The balance between technology-related 

demands, and resources 

 

At the individual level, the employees’ experiences were not uniformly positive or 

negative. The findings concerned employees’ experiences of digitalized work, 

including experiences of increased flexibility and efficiency as well as cognitive 

strain. 

 

Study I provided a broader overview of how digitalization has been associated with 

employees’ work-related experiences and occupational health in previous public 

sector research. At the individual level, the review showed a double-edged pattern 

of digitalization within the public sector. Digitalization was associated with job 

resources, including increased flexibility, reduced workload, and increased 

professional discretion. At the same time, it was associated with job demands and 

adverse work-related experiences, including technostress, work-life balance 

problems, increased workload and work complexity, reduced autonomy and 

professional discretion, ethical stress and fear of job loss. The review also 

identified training, support, and involvement in the planning and implementation 

of new technologies as valuable resources for managing demands associated with 

digitalization.  

 

Study II deepened this understanding by showing how digital technology in social 

work could function as both a resource and a demand within the same work 

setting. The software robot was described as a resource when it reduced routine 

work, supported more efficient case handling, and enabled greater flexibility in 

time and place of work. Some social workers described digitalization as making it 

easier to handle cases from home, combine work with family responsibilities, and 

reduce unnecessary commuting. In this sense, these aspects of digitalization could 
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time and place of work. Some social workers described digitalization as making it 

easier to handle cases from home, combine work with family responsibilities, and 

reduce unnecessary commuting. In this sense, these aspects of digitalization could 



58 

 

 

function as resources in everyday work. At the same time, Study II showed that 

these resources were accompanied by new and intensified demands. Social wor-

kers described multitasking across several digital systems, duplicated work, 

documentation pressure, interruptions, system errors, customer queues, and the 

need to assist clients with technical problems or incomplete digital applications. 

These demands occurred alongside an organizational restructuring in which the 

workforce was reduced before the newly implemented digital system had become 

sufficiently reliable as a work resource. Remaining employees therefore had to 

manage new digital work processes alongside a larger client base and additional 

client-related tasks. The findings suggest that the demands associated with 

digitalization need to be understood in relation to the organizational restructuring 

and increased workload that occurred alongside the introduction of the digital 

technologies.  

 

The digital diaries in Study II complemented the interview accounts by capturing 

employees’ situated responses in specific work situations. Technology-related 

situations, including malfunctioning systems, multitasking across different 

systems and interruptions, were accompanied by reported experiences of irrita-

tion, mental fatigue, dizziness, anxiety, and feeling overwhelmed. However, the 

diary entries also captured moments of shared laughter with colleagues between 

entries reporting negative experiences, underlining collegial interaction as a posi-

tive element during workdays characterized by technology-related demands.  

  

Study III showed a similar pattern in schools. Teachers already experienced high 

workloads and limited time, which made it difficult to engage with digitalization 

alongside their regular work. The digitalization process introduced additional 

demands, as teachers needed to learn and adapt to new digital technologies while 

their regular work continued. When new digital administrative systems were 

introduced, dedicated time for learning how to use them was often lacking, 

requiring teachers to fit this into already tight schedules. Individual differences in 

interest and digital competence were relevant to how teachers engaged with new 

technologies. Teachers with an interest in digital technology often took their own 

initiative to explore and learn how to use digital tools, while others required more 

guidance and support. When mandatory digital systems did not sufficiently 

support their work, teachers developed individual workarounds or used only those 

parts they considered helpful. At the same time, digital administrative and 

communication systems could provide resources in everyday work. Teachers 

described how digital technologies facilitated communication and the sharing of 

plans and content, while digital communication systems could save time and 
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reduce workload. Some teachers also experienced the possibility of communi-

cating and working outside the school as providing greater flexibility, although this 

could make the boundaries between work and non-work less distinct.   

 

The synthesized findings show how demands and resources may coexist, meaning 

that digitalization can be experienced as supportive in some aspects of work while 

creating additional demands in others. Together, the findings indicate that the 

implications of digitalization for occupational well-being need to be understood in 

relation to how employees experience the interplay between technology-related 

demands and resources in their everyday work.  

6.2 The team/workplace level: local problem-solving, social support, 

and interactions in a digitalized work setting 

 

At the workplace level, the findings concerned how employees collectively mana-

ged changes associated with digital technologies and the role of social interactions 

in everyday digitalized work. Across the studies, collegial interaction, collabora-

tion, shared learning, and local problem-solving emerged as important aspects of 

digitalized work.  

 

Study I provided a broader perspective on how digitalization could change work 

practices, professional practices, and social relations in everyday work. The review 

showed that digital technologies could, for example, reorganize task structures and 

increase the complexity of remaining tasks. Digitalization could also reduce 

opportunities for collegial interaction, contribute to social isolation, and change 

interactions between employees and citizens or other service recipients. Together, 

these findings show that digitalization could be associated with changes not only 

in how work tasks were carried out, but also in the social interactions and work 

processes through which everyday work was performed. 

 

Study II deepened this understanding by showing the importance of collegial 

interaction in everyday digitalized work. The interviews showed that colleagues 

provided support in managing demanding work situations and that being physi-

cally present at the workplace provided opportunities to discuss work-related 

issues with colleagues. Collegial interaction was also associated with a sense of 

security and belonging and with positive social experiences at work. The digital 

diary findings were consistent with the interview findings while providing situated 

examples of brief, informal interactions with colleagues that were reported as 

positive experiences during the workday. Participants reported meeting colleagues 
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and feeling happy, sharing laughter during coffee breaks, and having positive 

conversations with colleagues. These interactions occurred alongside demanding 

situations related to the work itself and the use of digital technologies. These 

findings indicate the relevance of collegial relationships and informal social inter-

action within the local work setting as work becomes increasingly digitalized.  

 

Study III showed how collegial cooperation supported the introduction and use of 

digital technologies in everyday school work. Much of the shared understanding of 

new technologies developed within teacher teams, where teachers suggested 

digital tools, shared ways of working, and helped each other use both teaching 

tools and administrative and communication systems. Collaboration within 

teacher teams also provided opportunities to learn new technologies and develop 

digital competence. The findings further showed that local support structures were 

important in the introduction and use of digital technologies in everyday work. IT 

support, and super-user colleagues provided support when teachers were learning 

to use new systems. Teachers also shared experiences and examples of how they 

used digital teaching tools and discussed their experiences of digital technologies 

with colleagues and within teacher teams. These findings underline the role of both 

formal and informal support and shared learning in the local use of digital 

technologies.  

 

Study V further showed how changes in the organization of social workers’ work 

were associated with changes in work practices and collaboration. Following an 

organizational restructuring, work that had previously involved handling a client’s 

case as a whole was divided between two units, one of which continued to work 

with the software robot while the other worked without it. In the unit without the 

software robot, difficulties were described in maintaining a holistic overview of the 

client’s case, together with the risk that clients’ cases could fall between the 

responsibilities of the two units. The restructuring, which occurred alongside the 

implementation of the software robot, was further described as having weakened 

collaboration between employees in the two units. This was reflected in concerns 

about professional responsibilities, including where the responsibilities of one unit 

ended and those of the other began, and how this division of responsibilities could 

affect outcomes for the client. These findings underline the importance of conside-

ring how organizational restructuring associated with digitalization processes may 

affect collaboration, social relations, and the division of responsibilities within and 

between work units, as such changes may ultimately also have consequences for 

clients.  
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6.3 The organizational level: managerial practices and the integration 

of OHSM into digitalization 

 

At the organizational level, the findings concerned how responsibilities, resources, 

employee participation, risk assessment, and follow-up were addressed in relation 

to digitalization processes. Across the studies, digitalization was often framed as a 

means of improving efficiency, transparency, flexibility and service delivery. 

However, the extent to which it was also treated as a work environment issue 

varied considerably. The organizational level therefore draws attention to mana-

gerial practices, organizational conditions, and how OHSM is integrated into digi-

talization processes.  

 

Study I showed that public sector digitalization was associated with efficiency, 

service delivery, transparency, and the increased use of digital technologies across 

different public sector settings. At the same time, Study I identified organizational 

resources relevant to employees’ management of technology-related demands, 

including training, support, and involvement in the planning and implementation 

of new technologies. It also showed that research explicitly addressing the work 

environment consequences of public sector digitalization remained limited in 

areas, such as geographical settings, public sector domains, levels of government, 

and emerging digital technologies, including AI and algorithmic management. 

These findings provide an organizational context for understanding digitalization 

by showing how organizational ambitions relate to the resources available to 

employees, such as training and support, their opportunities to participate in the 

planning and implementation of new technologies, and their capacity to manage 

digitalization-related demands.    

 

Study II contributes to the organizational level by showing how digitalization took 

place alongside broader changes in the organization of social work. The introduc-

tion of the software robot coincided with organizational restructuring and reduced 

staffing. The reduction in staffing occurred before the software robot had become 

sufficiently reliable as a work resource, leaving the remaining employees to 

manage a larger client base and additional client-related tasks. The restructuring 

also changed how work tasks and responsibilities were organized by dividing the 

work between two units. Study II thereby shows that organizational restructuring 

and the timing of implementation were relevant to the organizational conditions 

under which digitalization-related demands emerged.  
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Study III shows how organizational conditions, support and follow-up shaped the 

conditions for digital implementation in schools. Administrative and commu-

nication systems were mandatory and introduced top-down, whereas digital 

teaching tools were more often introduced through individual initiative and self-

organization. Training was provided when new administrative systems were 

introduced, but sufficient time for learning how to use the systems was not always 

allocated. IT support and the use of super-users also provided organizational 

support, although access to such support varied between the municipalities. The 

study further showed limited systematic follow-up after implementation, with 

adjustments to digital systems often made ad hoc and in response to problems that 

emerged. Together, the findings underline the importance of allocating time and 

support for learning and systematically following up digital technologies after 

implementation. 

 

Study IV contributes an organizational and managerial perspective by examining 

how managers integrated OHSM into digitalization processes. The study shows 

that the integration of OHSM into digitalization processes varied across organiza-

tional settings and was associated with differences in managerial practices and 

organizational conditions.  In the school setting, managers described a more syste-

matic and participatory approach to digitalization. This included collaboration 

with key stakeholders, involvement of employees and health and safety represen-

tatives (HSRs), consideration of work environment issues during procurement, 

allocation of resources for skill development, and follow-up after implementation. 

In social services, the integration seemed less systematic. Employees and HSRs 

were less consistently involved, and procedures for following up and evaluating 

the OHS consequences of digitalization were limited. Instead, digitalization was 

approached in ways that reflected technological determinism, with expectations 

that digital technologies and automation would improve efficiency, reduce 

monotonous and repetitive work, and potentially replace employees who were 

absent due to illness or caring for a sick child. This was also reflected in organiza-

tional restructuring that coincided with the automation of work processes, where 

reductions in staffing occurred before the technology functioned as intended. 

Together, Study IV shows that the integration of OHSM into digitalization pro-

cesses varied across organizational settings and was related to differences in 

managerial practices and organizational conditions.  

 

Studies III and IV provide complementary findings from the school context and 

underline the value of including both managerial and employee perspectives. In 

Study IV, which only included school managers, a relatively systematic integration 
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of OHSM into digitalization processes was evident, including attention to work 

environment issues during procurement, involvement of employees and HSRs’, 

and allocated resources for training. In Study III, which also included teachers and 

HSRs, a less systematic pattern was evident. Although training and support were 

provided, sufficient time for learning how to use new digital systems was not 

always allocated, and there were few formal follow-ups after implementation. 

These findings should not necessarily be understood as contradictory. Rather, they 

show how different perspectives within the same empirical context can provide 

different insights into the organizational practices surrounding digitalization 

processes. Studies III and IV therefore underline the value of examining digitaliza-

tion and the integration of OHSM from both managers, employees, and HSRs. 

 

Study V presented differences in how digitalization was organized in the two 

municipalities. In the urban municipality, purchasing and procurement had been 

centralized, whereas purchasing decisions remained with local managers in the 

rural municipality, supported by a digitalization group. Cost-saving requirements, 

limited political engagement, and a lack of long-term strategies for digitalization 

were identified as constraints on investments in new digital technologies, in the 

rural municipality. Despite these differences, both municipalities placed greater 

emphasis on how digital technologies could improve services for citizens than on 

potential OHS consequences. Although established OHSM practices were in place, 

digitalization and OHSM were largely managed as separate organizational 

processes. Employees were involved in digitalization processes, whereas HSRs 

were rarely involved, and potential OHS consequences were seldom considered 

when decisions about new digital technologies were made. Instead, OHSM tended 

to become connected to digitalization after problems had emerged. Thus, Study V 

shows that established structures for both digitalization and OHSM did not 

necessarily result in OHS considerations being integrated into digitalization 

processes. Study V also used a dystopian and utopian scenario to illustrate poten-

tial future developments in municipal digitalized work. Rather than serving as 

predictions, the scenarios illustrated different possible developments regarding 

the integration of OHSM into digitalization processes. 
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7. Discussion 

The aim of this thesis was to deepen knowledge of how digitalization influences 

employees’ occupational well-being and to explore how OHSM is integrated into 

digitalization processes to understand, manage, and mitigate potential conse-

quences for occupational well-being during digital transformation. Previous 

research has shown that digital transformation reshapes the division of labour 

between people and digital technologies, alters work processes and roles, and 

creates new forms of collaboration within and across organizational boundaries 

(Govers & Amelsvoort, 2019). The findings of this thesis contribute to this research 

by showing how digitalization affects not only the technologies used in work, but 

also employees’ direct responses to it, and further how work is organized, 

coordinated and managed during a digitalization process. From a Socio-Technical 

Systems (STS) perspective, work is understood as a system in which social and 

technical elements are interrelated and should be considered jointly to support 

both organizational performance and employee well-being (Emery, 1993; Trist, 

1993). Recent developments within the STS tradition suggest that digital trans-

formation should be understood as a co-evolving sociotechnical system perspec-

tive in which technological and organizational change continuously shape one 

another over time (Parker et al., 2026). In line with this perspective, this thesis 

conceptualizes digital transformation as an ongoing socio-technical transfor-

mation through which digital technologies, work organization, managerial prac-

tices and organizational conditions are continuously reshaped.  
 

This thesis contributes to understanding how interactions between social, organi-

zational and technical conditions shape occupational well-being during digital 

transformation, and how OHSM is integrated into digitalization processes. This  

interpretation aligns with Davis et al., (2014), who suggest that STS thinking is 

needed to address complex societal challenges, including demographic change, as 

these require a systemic understanding rather than a primary focus on technology. 

This is relevant to the public sector, where demographic changes place increasing 

demands on service provision, workforce capacity, and the organization of work 

(Dølvik & Steen, 2018). Digitalization may form part of how public sector organiza-

tions respond to such challenges, but public sector digital transformation involves 

organizational, technological, and innovation-related interdependencies that 

extend across multiple stakeholders and organizational boundaries (Hafseld et al., 

2021). From an STS perspective, digitalization processes therefore need to be 

understood in relation to the broader organizational and social conditions through 

which public sector work is transformed.  
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Thus, the implications of digitalization for occupational well-being cannot be 

understood by examining technological change in isolation. Instead, they need to 

be understood through the dynamic interplay between digital technologies, work 

organization, managerial practices, and organizational conditions, including occu-

pational health and safety management (OHSM) (Eklund et al., 2020). In this 

thesis, this socio-technical perspective provides a basis for examining employees’ 

experiences of digitalization and occupational well-being, how managers integrate 

OHSM into digitalization processes, and the organizational conditions that facili-

tate or constrain this integration. The following sections discuss the findings in 

relation to the three research questions, drawing on STS as the overarching theore-

tical framework and JD-R, technostress, and technostress inhibitors as comple-

mentary analytical lenses. 

7.1 Employees’ experiences of digitalization and its influence of 

occupational well-being (RQ 1) 

 

The first research question addresses how public sector employees experience 

digitalization and how these experiences shape their occupational well-being. The 

findings from Studies I, II, and III indicate that employees experienced digital 

technologies simultaneously as job demands and job resources. Digital tools could 

facilitate administration, improve access to information, enable flexibility, and sup-

port learning. In these situations, they could be understood as job resources within 

the motivational process described in the JD-R model (Bakker & Demerouti, 2007) 

with potential implications for occupational well-being. At the same time, 

digitalization could intensify work pace, increase interruptions, generate duplicate 

work, and create new learning and coordination demands. Such conditions can be 

understood in relation to the health-impairing process (Bakker & Demerouti, 

2007), whereby sustained job demands deplete employees’ resources and contri-

bute to strain (Demerouti et al., 2001).  

 

These findings are consistent with Pansini et al., (2023), who emphasize that digital 

technologies may function as either job demands or job resources depending on 

organizational conditions such as autonomy, competence, participation, and 

support. The findings of this thesis add a broader contextual understanding by 

showing that digitalization-related demands and resources were related not only to 

how digital technologies were used in everyday work at the individual or team/ 

workplace levels, but also to the organizational and social conditions surrounding 

their implementation. For example, Studies II and III, showed that digital techno-
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logies introduced to support work, for example to improve access to information or 

increase efficiency could simultaneously create additional demands, such as docu-

mentation requirements, when for example, sufficient time and organizational 

support were lacking. The implications of digitalization for occupational well-being 

cannot therefore be understood solely in terms of the characteristics of digital 

technologies or employees’ individual capabilities. Rather, they need to be under-

stood in relation to the interactions between technological, organizational, and 

social conditions that shape how digital technologies are implemented, supported, 

and integrated into everyday work.   

 

The technostress perspective further deepens this interpretation by specifying 

demands associated with the use of digital technologies. Technostressors include 

techno-overload, techno-complexity, techno-invasion, techno-insecurity and tech-

no-uncertainty, described as conditions that may contribute to strain (Ragu-

Nathan et al., 2008; Tarafdar et al., 2011). Similar experiences were evident in 

Studies I and II, particularly in relation to insufficient competence development, 

working across multiple digital systems, and unclear routines. Digitalization-rela-

ted demands became more prominent when organizational support was insuffi-

cient or when employees had to compensate for shortcomings in system design and 

implementation. For example, Study II, showed how such demands could be 

intensified by organizational changes taking place alongside the introduction of 

new technologies. Staffing reduction occurred before the digital system had become 

sufficiently reliable as work resources, resulting in a larger client base and addi-

tional client-related tasks for the remaining employees. Previous research has also 

considered technostress as job demands and found that techno-invasion and 

techno-insecurity were associated with burnout (Mahapatra & Pati, 2018). The 

findings of this thesis add to this perspective by showing that digitalization-related 

demands need to be understood not only in relation to the use of digital techno-

logies, but also in relation to how digitalization is organized, implemented, and 

integrated in everyday work. 

 

Consistent with the technostress literature, technical support, competence deve-

lopment, employee involvement, and peer support emerged as important organiza-

tional resources that helped employees manage technology-related demands (La 

Torre et al., 2019). Across the studies, collegial support emerged as a recurring 

resource in employees’ experiences of digitalized work. In Study III, employees 

shared knowledge, helped each other use digital technologies, and developed digital 

competence through collaboration. In Study II, collegial interaction was associated 

with support, security, belonging, and positive social interactions during everyday 
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digitalized work. The digital diaries provided situated examples of brief, informal 

interactions with colleagues that were reported as positive experiences during the 

workday.  

 

However, the findings also point to limitations of relying on collegial support. 

Collegial interaction could help employees manage temporary of unforeseen 

digitalization-related demands through shared problem-solving, informal learning, 

and opportunities to exchange experiences. However, repeated reliance on such 

informal resources, may become problematic when employees are required to 

compensate for adequate system design, insufficient staffing, limited competence 

development, or a lack of technical and managerial support. In such situations, 

local problem-solving and informal learning may enable employees to maintain 

everyday work, while the organizational conditions underlying these demands 

remain unaddressed. A similar point has been emphasized by Gräfe et al., (2024), 

who underlines that digitalization may depend on employees performing addi-

tional support and maintenance tasks that are not always recognized or adequately 

resourced within organizations. Collegial support may therefore complement 

organizational resources, but it cannot replace systematic organizational efforts to 

identify and address digitalization-related demands. 

 

The findings also showed that digitalization-related demands were associated with 

negative experiences in everyday work. In the digital diaries, in Study II, employees 

reported frustration, irritation, and mental fatigue in situations involving digital 

technologies. These findings underline the importance of considering whether 

available resources correspond to the demands employees encounter. Pfaffinger et 

al., (2023) found that an intervention intended to support employees in managing 

digitalization-related stress could instead increase stress, possibly by adding to 

existing information overload. This indicates that support intended to function as 

a resource in a digitalized work setting, may also create additional demands if its 

potential OHS consequences are not considered.  

 

These findings can be understood from an STS perspective, in which employees 

encounter digital technologies as part of a broader work system shaped by pro-

fessional expectations, organizational routines, system design, and social relations 

at work (Carayon et al., 2015). The implication of digitalization for occupational 

well-being may therefore be better understood, not as direct effects of technology 

itself, but as emerging through the way technology is integrated into a wider socio-

technical arrangement (Gibreel & Hong, 2017; Govers & van Amelsvoort, 2023).  
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The findings thus suggest that employees’ occupational well-being needs to be 

understood not only in relation to their own ability to adapt to digitalization, but 

also in relation to the organizational and social resources available to support their 

work. When digital technologies supported employees in managing digitalization-

related demands. When they did not, employees could instead need to invest addi-

tional effort in adaptation, and informal-problem solving. In some cases, these 

demanding situations were reported alongside experiences of mental fatigue and 

dizziness, indicating potential negative implications for occupational well-being. 

The findings therefore shift attention from the effects of digital technologies as such 

to the socio-technical conditions under which employees encounter and use them 

in everyday work. This raises the question of how these conditions and their poten-

tial consequences for occupational well-being are addressed within digitalization 

processes, directing attention to managers’ role in integrating OHSM into these 

processes. 

7.2 Managers’ integration of OHSM into digitalization processes  

(RQ 2) 

 

The second research question examined how OHSM is integrated into digitali-

zation processes. Whereas the previous section focused on employees’ experiences 

of digitalization and the potential implications for occupational well-being, this 

section shifts attention to the managerial practices through which OHS conse-

quences were understood and addressed during digitalization processes. The fin-

dings indicated that digitalization was primarily oriented toward improving 

efficiency and service delivery, which is consistent with previous research on 

public sector digitalization (Dunleavy, 2005; Haug et al., 2023; Janita & Miranda, 

2018). The integration of OHSM, however, varied across organizational setting. 

Integration was more systematic in the school sector, where OHS considerations 

were addressed during digitalization processes. However, the findings also indi-

cated limitations in the integration of OHSM, particularly regarding systematic 

evaluation and follow-up of potential OHS consequences. OHS considerations 

were evident in both the school and social service sectors, but the extent to which 

they were systematically integrated into digitalization processes differed. Inte-

gration appeared more systematic in the school sector, where OHS considerations 

were evident across several stages of the digitalization process. In the social service 

sector, OHS considerations were also present, but integration appeared more 

fragmented, as OHS issues were not systematically considered across different 

stages of the digitalization process.  
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Previous research identifies management commitment, employee participation, 

competence development and systematic risk assessment as important compo-

nents of OHSM (Vitrano & Micheli, 2024). Research on psychosocial risks further 

emphasizes the importance of integrating workplace assessments into broader 

organizational processes, such as strategy development, which was identified as a 

predictor of organizational action addressing psychosocial risk factors (Dahler-

Larsen et al., 2020). The findings of this thesis extend this understanding to 

digitalization. Although established plans and structures for both OHSM and 

digitalization were present, these seemed to be managed as separate processes. 

The findings therefore point to the importance of connecting OHSM and digitali-

zation processes, so that digitalization is planned and implemented with conside-

ration of potential OHS consequences and that these consequences are systema-

tically evaluated and followed up.   

 

This interpretation is consistent with an STS perspective, in which technologies, 

organizational structures, managerial practices, work routines and social relations 

are understood as interdependent components of a work system (Carayon et al., 

2015; Emery, 1993; Govers & van Amelsvoort, 2023). From this perspective, 

managing digitalization and OHSM as separate processes may limit attention to 

how changes in digital technologies interact with work organization and emplo-

yees’ working conditions. Integrating OHSM into digitalization processes can 

therefore be understood as a way of addressing these interactions throughout the 

process, rather than considering potential OHS consequences only after digital 

technologies have been implemented. This is relevant in the context of workplace 

digitalization. In public sector settings, digitalization has been described as invol-

ving changes in internal organizational processes and structures (Janowski's, 

2015), as well as changes in interactions and structures, and the skills required of 

employees (Lindgren et al.'s 2019). Research has further emphasized the impor-

tance of shifting attention from technological solutions to the organizational 

context in which technologies are implemented and integrated (Frennert, 2020). 

 

The integration of OHSM into digitalization processes is also relevant in relation 

to psychosocial risks. Although such risks are complex, their complexity streng-

thens rather than reduces the need for systematic organizational approaches 

(Dahler-Larsen et al., 2020).  In the studies included in this thesis, digitalization-

related demands emerged through interactions between digital technologies and 

organizational conditions, including workload, staffing, opportunities for learning, 

and work organization. Study II, for example, identified demanding situations 

related to digitalized work, including disappearing journal entries, difficulties 

69 

 

 

Previous research identifies management commitment, employee participation, 

competence development and systematic risk assessment as important compo-

nents of OHSM (Vitrano & Micheli, 2024). Research on psychosocial risks further 

emphasizes the importance of integrating workplace assessments into broader 

organizational processes, such as strategy development, which was identified as a 

predictor of organizational action addressing psychosocial risk factors (Dahler-

Larsen et al., 2020). The findings of this thesis extend this understanding to 

digitalization. Although established plans and structures for both OHSM and 

digitalization were present, these seemed to be managed as separate processes. 

The findings therefore point to the importance of connecting OHSM and digitali-

zation processes, so that digitalization is planned and implemented with conside-

ration of potential OHS consequences and that these consequences are systema-

tically evaluated and followed up.   

 

This interpretation is consistent with an STS perspective, in which technologies, 

organizational structures, managerial practices, work routines and social relations 

are understood as interdependent components of a work system (Carayon et al., 

2015; Emery, 1993; Govers & van Amelsvoort, 2023). From this perspective, 

managing digitalization and OHSM as separate processes may limit attention to 

how changes in digital technologies interact with work organization and emplo-

yees’ working conditions. Integrating OHSM into digitalization processes can 

therefore be understood as a way of addressing these interactions throughout the 

process, rather than considering potential OHS consequences only after digital 

technologies have been implemented. This is relevant in the context of workplace 

digitalization. In public sector settings, digitalization has been described as invol-

ving changes in internal organizational processes and structures (Janowski's, 

2015), as well as changes in interactions and structures, and the skills required of 

employees (Lindgren et al.'s 2019). Research has further emphasized the impor-

tance of shifting attention from technological solutions to the organizational 

context in which technologies are implemented and integrated (Frennert, 2020). 

 

The integration of OHSM into digitalization processes is also relevant in relation 

to psychosocial risks. Although such risks are complex, their complexity streng-

thens rather than reduces the need for systematic organizational approaches 

(Dahler-Larsen et al., 2020).  In the studies included in this thesis, digitalization-

related demands emerged through interactions between digital technologies and 

organizational conditions, including workload, staffing, opportunities for learning, 

and work organization. Study II, for example, identified demanding situations 

related to digitalized work, including disappearing journal entries, difficulties 



70 

 

 

accessing systems, and difficulties gaining an overview of new messages in the 

system. These situations were accompanied by reported experiences of irritation, 

mental fatigue, and feeling stressed. The findings from Studies III and V further 

indicated that potential OHS consequences were sometimes addressed after prob-

lems had emerged rather than being systematically organized, implemented, and 

followed up throughout the digitalization process. 

 

JD-R theory provides an additional perspective for understanding the relevance of 

managerial practices during digitalization. From this perspective, integrating 

OHSM into digitalization processes involves considering how managerial 

decisions and the design and organization of digitalized work may shape digitali-

zation-related demands and resources. Managerial practices and organizational 

conditions may shape the demands and resources available to employees through 

decisions concerning, for example participation, competence development, 

support and time (Bakker & Demerouti, 2018, Tummers & Bakker, 2021). Previous 

research suggests that digital technologies may function as demands or resources 

depending on how they are designed, implementation, supported and integrated 

into work (Demerouti, 2022; Pansini et al., 2023). Personal resource may also be 

relevant, with digital competence identified as a resource associated with lower 

technostress and higher professional well-being (Jurić et al., 2026). However, the 

findings of this thesis indicate that employees’ ability to draw on such resources 

may be constrained by the technological and organizational conditions of their 

work. Individual competence, experience, and problem-solving could help 

employees manage specific difficulties, but these resources did not necessarily 

compensate for limitations in how digital technologies supported the organization 

and coordination of work as a whole. This underlines the importance of managerial 

attention not only to employees’ personal resources, but also to the technological 

and organizational conditions that shape how these resources can be used.  

7.3 Organizational conditions and managerial practices for   

integrating OHSM into digitalization processes (RQ 3) 

 

The third research question explored what organizational conditions and mana-

gerial practices appeared to facilitate or constrain the integration of OHSM into 

digitalization processes. Across Studies, III, IV and V, the findings indicated that 

integration was related both to managers’ approaches to digitalization and to the 

organizational conditions within which they operated. The findings further indi-

cated that formal OHSM structures were not sufficient to ensure integration. 
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Although OHSM was established within the organizations, it was not consistently 

connected to digitalization processes.  

 

Previous research has identified financial resources as a condition for managers’ 

ability to conduct OHSM (Reineholm et al., 2025). In this thesis, however, 

financial resources did not appear to account for the differences in OHSM 

integration. School managers in both municipalities described more systematic 

integration despite differences in financial capacity. In contrast, less systematic 

integration was found in the social service settings, which were located in the 

municipality that, compared with the other, had better access to financial 

resources. This nuances previous research, by indicating that, although financial 

resources may be important for conducting  OHSM (Reineholm et al., 2025), 

financial resources alone did not appear to account for differences in how 

systematically OHSM was integrated into digitalization processes.  

 

A prominent aspect of OHSM integration into digitalization processes concerned 

the involvement and coordination of relevant of relevant organizational actors. 

Previous research has shown that OHSM involves actors with different roles and 

responsibilities, including managers, HR practitioners, and OHS representatives, 

and that the organizational conditions for collaboration between these actors are 

important for OHSM (Reineholm et al., 2025). Similarly, management commit-

ment, employee participation, risk assessment, training, and communication, 

have been identified as important aspects related to OHSM (Vitrano & Micheli, 

2024). The findings of this thesis add nuance to this understanding. Although 

managers expressed commitment to OHS and employees were involved to some 

extent, HR practitioners and HSRs were not consistently involved in addressing 

OHS issues related to digitalization. In some cases, HSRs became involved only 

after employees had raised concerns about the work environment. Management 

commitment and employee participation are thus important, but do not in 

themselves ensure that OHSM is integrated into digitalization processes. From an 

STS perspective, this is relevant because changes in one part of the work system, 

such as digital technologies, may have consequences for other parts, such as the 

organization of work (Carayon et al., 2015; Govers & van Amelsvoort, 2023). 

Consistent with this socio-technical interdependence, the findings underline the 

relevance of involving actors with different responsibilities and knowledge when 

OHS considerations are addressed during digitalization processes.   

 

The more systematic integration of OHSM into digitalization processes in the 

school setting may partly be understood in relation to external policy support. 
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extent, HR practitioners and HSRs were not consistently involved in addressing 

OHS issues related to digitalization. In some cases, HSRs became involved only 

after employees had raised concerns about the work environment. Management 

commitment and employee participation are thus important, but do not in 

themselves ensure that OHSM is integrated into digitalization processes. From an 

STS perspective, this is relevant because changes in one part of the work system, 

such as digital technologies, may have consequences for other parts, such as the 

organization of work (Carayon et al., 2015; Govers & van Amelsvoort, 2023). 

Consistent with this socio-technical interdependence, the findings underline the 

relevance of involving actors with different responsibilities and knowledge when 

OHS considerations are addressed during digitalization processes.   

 

The more systematic integration of OHSM into digitalization processes in the 

school setting may partly be understood in relation to external policy support. 
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Initiatives from the Swedish National Agency for Education (2018) supported digi-

talization while also drawing attention to its implications for the work environ-

ment. The relevance of such support is also reflected in previous research. Parker 

& Grote, (2022) emphasize that organizational efforts to create healthy and 

productive work during technological change need to be supported by policies and 

regulations beyond the organization, while Demerouti, (2022) points to the role of 

public authorities in protecting employees and their working conditions during 

digitalization processes. Policies may therefore be relevant not only for promoting 

digitalization, but also for drawing attention to its implications for employees and 

their work. In the school setting, the explicit connection between digitalization and 

the work environment in national guidance may have supported managers in 

considering OHS as part of the digitalization process. Such an explicit connection 

was less evident in the social service settings. Although the differences between the 

settings cannot be attributed to national policy alone, the findings indicate that 

guidance that explicitly connects digitalization with OHS may support managers 

in considering these issues jointly.  

 

The integration of OHSM into digitalization processes needs to be understood in 

relation to both managerial practices and organizational conditions. This is consis-

tent with an STS perspective, which emphasizes the interdependence between 

organizational and technical aspects of work and the importance of understanding 

them in relation to the broader work system (Carayon et al., 2015; Govers & van 

Amelsvoort, 2023). The findings of this thesis underline the importance of 

integrating OHSM into digitalization processes rather than managing them as 

separate processes, thereby taking into account the interdependencies between 

technological change, work organization, and OHS. These interdependencies also 

provide a basis for considering how digitalization may contribute to broader 

changes in work over time, which is addressed in the following section through the 

concept of socio-technical transformation. 

7.4 Socio-technical transformation through the integration of OHSM 

into digitalization processes 

 

Building on socio-technical systems (STS) theory and research on digital transfor-

mation, this thesis conceptualizes socio-technical transformation (STT) as a broad 

and ongoing process involving changes in the relationships between technological 

systems, organizational conditions, managerial practices, and employees’ every-

day work. In this thesis, transformation refers to how these processes contribute 

over time to changes in working conditions and the conditions for occupational 

72 

 

 

Initiatives from the Swedish National Agency for Education (2018) supported digi-

talization while also drawing attention to its implications for the work environ-

ment. The relevance of such support is also reflected in previous research. Parker 

& Grote, (2022) emphasize that organizational efforts to create healthy and 

productive work during technological change need to be supported by policies and 

regulations beyond the organization, while Demerouti, (2022) points to the role of 

public authorities in protecting employees and their working conditions during 

digitalization processes. Policies may therefore be relevant not only for promoting 

digitalization, but also for drawing attention to its implications for employees and 

their work. In the school setting, the explicit connection between digitalization and 

the work environment in national guidance may have supported managers in 

considering OHS as part of the digitalization process. Such an explicit connection 

was less evident in the social service settings. Although the differences between the 

settings cannot be attributed to national policy alone, the findings indicate that 

guidance that explicitly connects digitalization with OHS may support managers 

in considering these issues jointly.  

 

The integration of OHSM into digitalization processes needs to be understood in 

relation to both managerial practices and organizational conditions. This is consis-

tent with an STS perspective, which emphasizes the interdependence between 

organizational and technical aspects of work and the importance of understanding 

them in relation to the broader work system (Carayon et al., 2015; Govers & van 

Amelsvoort, 2023). The findings of this thesis underline the importance of 

integrating OHSM into digitalization processes rather than managing them as 

separate processes, thereby taking into account the interdependencies between 

technological change, work organization, and OHS. These interdependencies also 

provide a basis for considering how digitalization may contribute to broader 

changes in work over time, which is addressed in the following section through the 

concept of socio-technical transformation. 

7.4 Socio-technical transformation through the integration of OHSM 

into digitalization processes 

 

Building on socio-technical systems (STS) theory and research on digital transfor-

mation, this thesis conceptualizes socio-technical transformation (STT) as a broad 

and ongoing process involving changes in the relationships between technological 

systems, organizational conditions, managerial practices, and employees’ every-

day work. In this thesis, transformation refers to how these processes contribute 

over time to changes in working conditions and the conditions for occupational 



73 

 

 

well-being. This distinction is consistent with the thesis definition of digitalization 

as the implementation and use of digital technologies and digital transformation 

as the broader organizational and work-related changes through which digital 

technologies reshape organizational structures, procedures, and work practices 

(Gräfe et al., 2024). 

 

Figure 5 brings these relationships together in a conceptual model. It illustrates 

how OHSM may be integrated into digitalization processes and how digitalization, 

as it unfolds over time, contributes to the broader socio-technical transformation 

of work. The gain and loss cycles proposed within JD-R theory (Bakker et al., 

2023), are used to interpret and visualize the potential directions of this transfor-

mation and its consequences for occupational well-being. The cycles are not inten-

ded to represent fixed or linear pathways. Rather, they provide analytical concepts 

for interpreting whether changing patterns of demands and resources indicate a 

development towards conditions that may support or undermine occupational 

well-being over time.  
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The loss cycle illustrates a potential direction in which digitalization-related de-

mands are not sufficiently balanced by available resources. Viewed through the 

lens of JD-R theory, a loss cycle can be used to interpret how unresolved demands 

may gradually deplete employees’ resources and increase the risk of strain (Bakker 

et al., 2023). Studies II, III, and V identified for example, increased workload, 

coordination demands, task complexity, interruptions, and the need for conti-

nuous local problem-solving. Studies III, IV and V, further showed that these 

demands were shaped not only by the digital technologies themselves but also by 

how digitalization processes were organized and implemented. Digitalization-

related demands appeared more challenging when technologies were insufficiently 

aligned with everyday work, when time was limited, and when systematic follow-

Figure 5: Conceptual model illustrating potential directions towards conditions that 
may support or undermine occupational well-being over time.  
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up was lacking. Findings from Studies III and V further showed that employees 

responded to such conditions through, for example, workarounds, informal lear-

ning, and continuous adaption of work practices. Notably, Study II also identified 

experiences of dizziness, mental fatigue, and irritation related to working with 

digital technologies. From a JD-R perspective, these experiences may be inter-

preted as signs of strain consistent with the health-impairment process. In relation 

to the conceptual model, these findings indicate that sustained digitalization--

related demands may not have been sufficiently balanced by resources, potentially 

contributing to a development in the direction of a loss cycle.   

 

Conversely, the gain cycle illustrates a potential direction in which organizational 

resources support employees in managing changing digital demands. Within JD-

R theory, gain cycles describe processes through which resources can strengthen 

employees’ capacity to manage demands and engage with change (Bakker et al., 

2023). Across the studies, participation, competence development, technical and 

managerial support, and collegial interaction emerged as resources relevant to 

digitalized work. In Study II, opportunities for collegial interaction, including 

coffee breaks and informal conversations that provided opportunities for social 

interaction and laughter, emerged as important resources. In Study III, collegial 

cooperation enabled teachers to share knowledge and help each other learn and 

use new digital technologies. Once digital technologies were incorporated into 

everyday work, they could also ease teachers’ workload and enable work to be 

performed more efficiently. In relation to the conceptual model, these findings 

indicate that organizational and social resources may help balance digitalization-

related demands and support occupational well-being, representing a potential 

direction towards a gain cycle. 

 

Different potential developments were explored in Study V through utopian and 

dystopian scenarios. These scenarios reflected on what may be at stake when 

OHSM and digitalization develop as integrated or separate organizational pro-

cesses. When OHS considerations were insufficiently integrated into digitalization 

processes, the dystopian scenario portrayed a development in which psychosocial 

risks became more prominent. In contrast, the utopian scenario involved syste-

matic attention to risk assessment, employee participation, support, and well-

being throughout digitalization processes. Figure 5 builds on this perspective by 

using gain and loss cycles to interpret whether changing patterns of demands and 

resources indicate a development towards conditions that may support or under-

mine occupational well-being. In this sense, occupational well-being at a given 

point in time is not interpreted as an endpoint, but as part of an ongoing socio-
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technical transformation that may develop differently depending on how emerging 

demands and resources are managed. Thus, Figure 5 underlines the importance of 

considering occupational well-being as part of digitalization processes, rather than 

treating it as a secondary concern. This involves considering not only employees’ 

experiences of digitalized work, but also how working conditions may influence 

occupational well-being and how this, in turn, may develop over time. The findings 

suggest that integrating OHSM into digitalization processes may contribute to 

identifying and addressing emerging psychosocial risks, while also supporting 

resources that may help employees manage changing digital demands. From an 

STT perspective, attention to occupational well-being may therefore involve both 

preventing psychosocial risks and supporting conditions for healthy and 

sustainable work.   

 

The conceptual model may be considered in relation to the Swedish Government’s 

Work Environment Strategy 2026-2031 (Skr. 2025/26:266). The strategy empha-

sizes that opportunities and risks should be considered from a work environment 

perspective before digital technologies are introduced and systematically through-

out their subsequent use. The strategy also highlights employee participation, 

collaboration in the development and introduction of digitally enabled ways of 

working, competence development, and the inclusion of the digital work environ-

ment in systematic work environment management. These priorities align with the 

findings of this thesis concerning participation, competence development, syste-

matic follow-up, and the integration of OHSM throughout digitalization processes. 

From a social sustainability perspective, digital transformation concerns not only 

efficiency and service quality but also employees’ working conditions, health, and 

well-being, thereby linking working life to broader questions of social sustaina-

bility (Kobal Grum & Babnik, 2022). Employee health and well-being relate to 

Sustainable Development Goal 3, while decent work is linked to Sustainable 

Development Goal 8 (Kobal Grum & Babnik, 2022), underlining the relevance of 

considering working conditions and occupational well-being in relation to sus-

tainable development. From this perspective, digital transformation can be under-

stood as an ongoing socio-technical transformation in which attention to occu-

pational well-being forms part of digitalization processes. Figure 5 provides a way 

of considering how the balance between emerging demands and available resour-

ces may relate to conditions that support or undermine occupational well-being. 

Integrating OHSM throughout digitalization processes may contribute to condi-

tions that support occupational well-being, and thereby contribute to a sustainable 

working life. 
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8. Conclusion 

To conclude, this thesis suggests that digital transformation in the Swedish public 

sector can be understood as an ongoing socio-technical transformation involving 

changes in the relationships between digital technologies, work organization, 

managerial practices, organizational conditions, and employees’ everyday work. 

The consequences of digitalization for occupational well-being cannot be under-

stood from the characteristics of digital technologies alone, but need to be consi-

dered in relation to how technologies interact with everyday work, the organiza-

tional conditions within which digitalization processes unfold.  

 

The thesis further emphasizes the importance of integrating OHSM into digitali-

zation processes. Established OHSM structures alone did not ensure that OHS 

considerations were systematically addressed during digitalization. Rather, the 

findings indicate that integration is related to both managerial practices and orga-

nizational conditions and involves addressing OHS considerations throughout 

digitalization processes, including planning, implementation, evaluation, and 

follow-up. Participation, competence development, technical and managerial 

support, risk assessment, and systematic follow-up were identified as relevant in 

this regard. Collegial support and opportunities for formal and informal inter-

action also emerged as resources that may help employees manage digitalization-

related demands.  

 

Drawing on socio-technical systems theory, the JD-R model, and research on 

technostress, the thesis suggests that integrating OHSM throughout digitalization 

processes may provide a means of systematically addressing the demands and 

resources that emerge as digitalization unfolds. From the perspective of the 

conceptual model in Figure 5, conditions in which digitalization-related demand 

are balanced by relevant resources may indicate a potential development in the 

direction of a gain cycle. Conversely, sustained demands that are not sufficiently 

balanced by resources may indicate a potential development in the direction of a 

loss cycle, with consequences for occupational well-being. These potential direc-

tions are not understood as fixed or linear but as part of an ongoing process in 

which working conditions and the conditions for occupational well-being may 

change over time.   

 

Going forward, digital transformation is expected to remain an important aspect 

of work in the public sector. Its implications for occupational well-being are related 

to how digitalization processes are organized and how OHS considerations are 
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addressed throughout these processes. Integrating OHSM into digitalization 

processes may contribute to identifying and addressing emerging psychosocial 

risks while also supporting resources that employees need as digitalized work 

continues to change. In this way, attention to occupational well-being can form 

part of the ongoing socio-technical transformation of work and may contribute to 

conditions that support a healthy and sustainable working life over time. 

8.1 Implications for practice 

Four practical implications emerge from this thesis. First, organizations should 

integrate OHSM into digitalization processes. The findings showed that 

established OHSM structures could be present while OHSM and digitalization pro-

cesses were still managed as largely separate organizational processes. OHS 

considerations should therefore be addressed in decisions concerning digital 

technologies and related changes in work throughout planning, implementation, 

evaluation, and follow-up. This involves coordination between managers, emplo-

yees, HSRs, and other organizational actors involved in digitalization, including 

HR practitioners and those responsible for IT and procurement. Such coordi-

nation can help connect knowledge about everyday work and OHS with decisions 

concerning digitalization and reduce the risk that OHS considerations are 

addressed separately from technological and organizational changes.  

 

Second, organizations should use established OHSM processes to identify, assess, 

address, and follow up OHS consequences as digitalization unfolds. The findings 

showed that digitalization was associated with several demands in everyday work, 

including workload, interruptions, coordination demands, task complexity, and 

additional effort when digital technologies were insufficiently aligned with work 

practices. Risk assessments should therefore extend beyond technical function-

ality and consider how digital changes relate to work organization and psycho-

social working conditions. This includes considering whether employees have 

sufficient time, competence, and support to manage changing digital demands. 

Since demands and support needs may change as technologies are used and work 

practices develop, risk assessment and follow-up should continue throughout the 

digitalization processes.   

Third, employee and HSR participation should be supported throughout digitali-

zation processes. The findings showed that employees’ experiences provided 

knowledge about how digital technologies functioned in everyday work, but that 

this knowledge did not always inform managerial decisions. Participation should 

therefore extend beyond consultation or testing and provide opportunities for 
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employees and HSRs to contribute to planning, implementation, evaluation, and 

follow-up.  

Finally, organizations should evaluate digitalization in relation to everyday work 

and occupational well-being, rather than solely in terms of technical functionality, 

implementation targets, efficiency, or service quality. The findings showed that the 

implications of digitalization continued to emerge after technologies had been 

introduced, as work practices, demands, resources, and support needs changed. 

Evaluation should therefore consider how digital technologies function in every-

day work and how they relate to employees’ working conditions and occupational 

well-being. Systematic follow-up can provide a basis for adjustment to both digital 

systems and work organization as needs emerge. The success of digitalization 

should therefore be considered not only in terms of whether digital technologies 

have been implemented or organizational objectives have been achieved, but also 

in relation to whether digitalized work provides conditions that enable employees 

to perform their work and support occupational well-being over time.  

8.2 Implications for future research 

 

This thesis conceptualizes digital transformation as an ongoing socio-technical 

transformation in which occupational well-being is understood in relation to the 

interplay between technological systems, organizational conditions, managerial 

practices, and employees’ everyday work. The findings further suggest that how 

OHSM is integrated into digitalization processes may be relevant to this develop-

ment. Based on the findings, limitations, and conceptual contribution of this 

thesis, three directions for future research are suggested.  

 

First, this thesis was limited to employees, health and safety representatives, HR 

professionals, strategists and managers within municipal organizations. Actors 

operating at other governance levels, such as national authorities, municipal poli-

ticians, and trade unions were not included. As the findings indicate that decisions 

and priorities beyond the immediate organizational context may be relevant to 

how OHS considerations are integrated into digitalization processes, future 

research should examine whether, and if so how, these actors understand and 

govern the relationship between digital transformation and occupational well-

being. Such research could also explore how technological, efficiency-oriented, 

and socio-technical perspectives on digitalization are reflected in organizational 

priorities and implementation practices.  
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Second, further research is needed on managerial practices digitalization pro-

cesses. While this thesis indicates that managerial practices, including prioriti-

zation, coordination, communication, resource allocation, and follow-up, are rela-

ted to the conditions under which digitalization unfolds, more research is needed 

to understand how these practices facilitate or constrain the integration of OHSM 

throughout digitalization processes in different organizational settings and public 

sector contexts. 

 

Finally, the findings suggest the need for methodological approaches capable of 

capturing digital work as it unfolds in everyday practice. The use of digital diaries 

in this thesis provided opportunities to collect data close to the employees’ every-

day experiences and to capture fluctuations in digitalization-related demands, 

resources, and strain that may be difficult to identify retrospectively. Further use 

of real-time and longitudinal research designs may therefore contribute to a 

deeper understanding of how socio-technical transformation develops over time 

and how organizational conditions are related to employees’ occupational well-

being throughout this process.  
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Appendix A:  

Interview guide – Managers, strategists, HR professionals 

(Urban municipality) 
 

1. About the participant 
 

• How long have you been employed in the organization? 

• What is your title/role in the organization? 

• What are your main responsibilities? 
      

2. About the digitalization strategy 
 

• Could you describe who participated when the digitalization strategy 
was developed?  

• The municipality emphasize the importance of bringing everyone along 
on the digitalization journey. What practices do you use to ensure that 
all employees are included?   

• How do you ensure that employees' needs are considered while 
prioritizing citizens' needs. 

 
3. About the digitalization 

 

• What does the concept of digitalization mean to you and your 
organization?  

• Has your organization recently introduced any new digital 
technologies? 

o If so, what was the primary purpose of their 
implementation? 

• How do you balance the needs of both citizens and employees when 
making decisions related to digitalization? 
 

4. About collaboration and participation related to digitalization 
 

• Is there any collaboration between occupational health and safety 
professionals and IT or technology specialists when digital technologies 
are procured and implemented? 

o How would you describe this collaboration? 
o What considerations guide your choice of external vendors or 

technology providers? 
o How are employee perspectives and needs incorporated in these 

decisions? 

• Can you describe the extent to which employees participate in the 
design and development of the digital work environment? 
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• How does collaboration between the political organization and the 
municipality’s administrative departments support the development of 
a modern digital government? 
 

5. About OHSM and digitalization 
 

• How do you systematically assess and evaluate work environment 
improvement initiatives? 

o Do these practices vary across different departments? 
 

• How do you ensure that objectives related to working conditions and 
the work environment are implemented and realized in practice as part 
of digitalization initiatives? (rather than remaining at the policy or 
discussion level) 
 

• The organization emphasize employees’ responsibility to support 
digitalization and contribute to changes in organizational culture and 
ways of working. How do you facilitate and support employees in 
adapting to these changes? 
 

• How do you address employees’ needs for social support, recovery, and 
well-being? For example, if digitalization changes or reduces 
interactions with colleagues and service users? 

   
6. Concluding questions 

 

• Is there anything important regarding digital technologies and the 
work environment that you think we have not covered? 

• Do you have any questions for us before we conclude the interview? 
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Appendix B:  

Interview guide – Managers, strategists, HR professionals 

(Rural municipality) 
 

 

1. About the participant 
 

• How long have you been employed in the organization? 

• What is your title/role in the organization? 

• What are your main responsibilities? 
      

2. About digitalization strategy 
 

• Could you describe who participated when the digitalization strategy 
was developed?  

• Could you describe how the digitalization strategy was developed? 

• The digitalization strategy emphasizes that digitalization should free up 
time and resources to better meet citizens’ needs and increase 
efficiency. How do you take employees' working conditions into 
account when planning and implementing digitalization initiatives?   

 
3. About digitalization 

 

• What does the concept of digitalization mean to you and your 
organization?  

• Has your organization recently introduced any new digital 
technologies? 

o If so, what was the primary purpose of their implementation? 

• How do you balance the needs of both citizens and employees when 
making decisions related to digitalization? 
 

4. About collaboration and participation 
 

• Is there any collaboration between occupational health and safety 
representatives and/ or technology specialists when digital 
technologies are procured and implemented? 

o How would you describe this collaboration? 
o What considerations guide your choice of external vendors or 

technology providers? 
o How are employee perspectives and needs incorporated in these 

decisions? 

• Can you describe the extent to which employees participate in the 
design and development of the digital work environment? 

• How does collaboration between the political organization and the 
municipality’s administrative departments support the development of 
a modern digital government? 
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efficiency. How do you take employees' working conditions into 
account when planning and implementing digitalization initiatives?   

 
3. About digitalization 

 

• What does the concept of digitalization mean to you and your 
organization?  

• Has your organization recently introduced any new digital 
technologies? 

o If so, what was the primary purpose of their implementation? 

• How do you balance the needs of both citizens and employees when 
making decisions related to digitalization? 
 

4. About collaboration and participation 
 

• Is there any collaboration between occupational health and safety 
representatives and/ or technology specialists when digital 
technologies are procured and implemented? 

o How would you describe this collaboration? 
o What considerations guide your choice of external vendors or 

technology providers? 
o How are employee perspectives and needs incorporated in these 

decisions? 

• Can you describe the extent to which employees participate in the 
design and development of the digital work environment? 

• How does collaboration between the political organization and the 
municipality’s administrative departments support the development of 
a modern digital government? 
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5. About work environment and digitalization 

 

• How do you assess and evaluate work environment improvement 
initiatives? 

o Do these practices vary across different departments? 
 

• How do you ensure that objectives related to working conditions and 
the work environment are implemented and realized in practice as part 
of digitalization initiatives? (rather than remaining at the policy or 
discussion level) 
 

• How do you facilitate and support employees in adapting to the 
changes brought about by digitalization? 
 

• How do you address employees’ needs for social support, recovery, and 
well-being when digitalization changes or reduces interactions with 
colleagues and service users? 

   
6. Concluding questions 

 

• Is there anything important regarding digital technologies and the 
work environment that you think we have not covered? 

• Do you have any questions for us before we conclude the interview? 
 
 
 
 

 
 
 
 

 

 

 

 

 

 

 

 

 

 

 

99 

 

 

 
5. About work environment and digitalization 

 

• How do you assess and evaluate work environment improvement 
initiatives? 

o Do these practices vary across different departments? 
 

• How do you ensure that objectives related to working conditions and 
the work environment are implemented and realized in practice as part 
of digitalization initiatives? (rather than remaining at the policy or 
discussion level) 
 

• How do you facilitate and support employees in adapting to the 
changes brought about by digitalization? 
 

• How do you address employees’ needs for social support, recovery, and 
well-being when digitalization changes or reduces interactions with 
colleagues and service users? 

   
6. Concluding questions 

 

• Is there anything important regarding digital technologies and the 
work environment that you think we have not covered? 

• Do you have any questions for us before we conclude the interview? 
 
 
 
 

 
 
 
 

 

 

 

 

 

 

 

 

 

 

 



100 

 

 

Appendix C:  

Interview guide – Employees, HSRs   

(Urban and rural municipality) 

 

1. About the participant 

  

• What is your role within the municipality? 

• How long have you worked within the municipality? In your current 

role? 

• How would you describe the concept of digitalization? 

• Could you describe your experiences of working with digital systems or 

software applications? 

 

2. Work tasks and job content 

 

• Have any digital technologies been introduced since you started 

working in your current role? 

o If so, has your work changed as a result? 

• Have any work tasks disappeared or been added as a result of these 

digital technologies? 

• Which digital technologies (programs or systems used on a computer, 

phone, or other digital devices) facilitate your work the most? What 

makes these technologies particularly helpful? 

• Which digital technologies (programs or systems used on a computer, 

phone, or other digital devices) do you find most challenging or 

problematic? What makes this technology challenging? 

• How, if at all, has the distribution of work between you and your 

colleagues been affected by the introduction of digital technologies? 

o Have any colleagues left, joined, or transferred to another 

department as a result of these changes? 

• Does your current work correspond to your understanding of your 

professional role? 

o If it does, has your perception of the role changed as the work 

has evolved over time?  

o If it does not, what factors have contributed to this discrepancy? 
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3. Participation during the digitalization process 

 

• How have you and your colleagues been involved in the introduction of 

new digital technologies in the workplace? 

• How do you and your colleagues receive information about new digital 

technologies or updates to existing ones? 

• Are you currently aware of any new digital technologies that are 

planned for implementation in your workplace?  

• What kind of education, training, or support do you and your collea-

gues receive then new digital technologies are introduced? 

o How would you describe the time available for learning how to 

use new digital technologies? 

o If time is allocated, how do you use time for learning how to use 

new digital technologies? 

 

4. Social work environment 

 

The social work environment refers to the conditions and circumstances of work and 

includes social interaction, collaboration, and social support from managers and 

colleagues, as well as interactions with managers and colleagues. 

 

• Do you experience, that social interaction in your workplace has 

changed as a result of new digital technologies? 

o If so, in what ways? 

o Are there any specific digital technologies that have contributed 

to these changes? 

• How do you experience, if at all, that the social support you receive 

from managers and/or colleagues changed following the introduction 

of new digital technologies? 

o In what ways? 

o Are there any particular digital technologies that have 

influenced these changes? 

• How do you experience, if at all, that your relationships with students, 

service users, or customers have been affected by the introduction and 

use of digital technologies? 

o In what ways? 

o Are there any particular digital technologies that have 

influenced these changes? 
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• How do you experience, if at all, that digital technologies have 

influenced your job satisfaction and overall well-being at work?  

o Please, provide examples 

 

5. Organizational work environment 

 

The organizational work environment refers to the demands placed on 

individuals in their work, and the responsibilities associated with those 

demands. It includes: management and governance, the allocation of work 

tasks, and opportunities for participation and autonomy.  

 

• How do you experience, if at all, that digitalization has influenced your 

ability to decide what you do in your work and how you carry out your 

work tasks? 

o Can you describe in more detail? 

• How do you experience, if at all, that digital technologies shape or 

constrain how your work is performed? Please provide examples 

• How, if at all, does digitalization influence your flexibility in terms of 

when and where you work? 

o If so, do you experience this as positive, negative or both? 

In what way? 

o Are there any guidelines regarding when and where your 

are expected or allowed to work? 

o Does flexibility influence your well-being? If so, in what 

way? 

o Does flexibility influence your work environment? If so, 

in what way? 

 

6. Concluding questions 
 

• Is there anything important regarding digital technologies and the 
work environment that you think we have not covered? 

• Do you have any questions for us before we conclude the interview? 
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