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Abstract 

The covid-19 pandemic, affecting the entire world in 2020, prompted the Danish government to set 

restrictions to minimize the infection of the virus. These restrictions resulted in a reorganization of 

work, which this paper will explore as well as the effects of the reorganization on work. This paper 

is inspired by Science and Technology Studies (STS) and explores the reorganization and its effects 

through devices and how devices organize actors and their attachment in work programs. 

The study is performed within the research philosophy of Actor-Network Theory (ANT), 

disregarding the distinction between social and technical aspects, arguing their inevitable 

interconnectedness. The research is performed as a case study using qualitative data to explore the 

engagements of actors in Mermaid Medical. The primary source of data is 13 interviews conducted 

with employees at Mermaid Medical, supported by unstructured observations and internal 

documents. 

The findings show that the government’s restrictions require a relocation of actors. This relocation 

results in devices, such as printers and job descriptions, reorganizing work processes, and in a 

transformation of the onsite location. Further, the findings show that devices aid in creating 

predictable behavior both as employees bring devices home and with the production of ‘Layoff’ 

schedules. The reorganization of work results in the integration of Microsoft Teams, becoming a 

device reorganizing work as it affects when and how actors communicate. Further, work is affected 

by the reorganization of work as it changes communication, risk management, and the focus of 

employees. Lastly, the paper discusses the experience of work, revealing that social mechanisms 

have an impact on the reorganization work.  
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1. Introduction 

2020 was a year significantly impacted by the covid-19 virus. The first case has been traced back to 

17 November 2019 in Wuhan, China, where the virus quickly spread throughout the region and 

afterward to the whole world (Bryner, 2020). The World Health Organization (WHO) noticed the 

outbreak on 31 December 2019 (WHO, n.d.), and roughly a month later, on 30 January 2020, they 

declared the covid-19 virus outbreak a Public Health Emergency of International Concern (PHEIC). 

At this point, it had spread to 19 countries in Asia, Europe, North America, and Oceania (Kantis et 

al., 2021). By the end of February 2020, 60 countries have confirmed cases of the covid-19 virus 

(Kantis et al., 2021). With this fast-spreading virus and no known cure or vaccine, countries 

worldwide implemented different measures to contain the virus to protect their population and 

avoid overburdening their health care systems. These measures included lockdowns, quarantines, 

travel bans, and the like, all to keep the virus from spreading too fast (Kantis et al., 2021). 

 

Denmark confirmed their first case on 27 February 2020 (Kantis et al., 2021). The virus followed 

the same fast-paced pattern in Denmark as the rest of the world, and cases quickly rose. The 

development of covid-19 in Denmark resulted in the government initiating restrictions such as 

quarantine requirements for travelers from high-risk areas, avoiding social contact like hugging or 
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kissing, and not gather more than 1000 people, mediated via press conferences (Ottosen & Ancher-

Jensen, 2020). The third press conference was held on 11 March 2020, where a total lockdown of 

Denmark was introduced, applicable from Monday 16 March 2020 and two weeks forward. This 

lockdown meant that all non-critical work functions were recommended to stay home, with or 

without working, schools and institutions closed, and it was no longer allowed to gather more than 

100 people (Regeringen, 2020a). The period for the restrictions was extended, and spring was 

marked by a closed society. At the ninth press conference on 8 May 2020, a plan for reopening 

society was introduced (Regeringen, 2020b). By 8 June 2020, most of society had opened up again 

(Regeringen, 2020b). However, with a more open society, cases of covid-19 infections started rising 

again in late Summer. By 18 September 2020, a new press conference once again announced 

restrictions, partly closing down society again. A complete lockdown was initiated just before 

Christmas 2020 and later extended to the end of February 2021, where this study is conducted. 

 

These restrictions have had a massive impact on our lives. Our social lives have changed due to the 

restrictions limiting social contact and a general recommendation of not having physical 

interactions with people outside the household. These restrictions meant that how we interacted 

with others has changed by limiting the number of people we interacted with and moving many of 

these interactions online. Our work life has also experienced a considerable transformation since 

work has moved online in many ways, and we are now physically further away from our colleagues. 

We are doing our jobs from within the four walls, where we usually live. The balance between work 

and life has shifted, especially with other people in the household also being at home, needing to be 

considered in one’s work-life differently from before. 

 

1.2 Problem statement 

The spread of the covid-19 virus and the following lockdowns in many countries has changed work. 

It has changed where work takes place, how we work, which technology we use, how we share 

knowledge, and how we interact with work and coworkers; all this in record time. The 

reorganization of work is done out of necessity to a degree that is hard to find in previous 

organization studies. The covid-19 pandemic, therefore, provides an extreme case for studying the 

organization of work as it is based on a sudden change in society. It has been a change no one has 

been prepared for, resulting in absurd work situations and creative ways of organizing work to 

ensure operations could be withheld. It thereby creates an extraordinary situation for studying in-
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depth the mechanisms that organize work and what effects come hereof to work, which this paper 

will explore. 

 

Even though the covid-19 pandemic offers an extreme situation to study work, it is not the first time 

work has been reorganized. Work has historically been reorganized many times, such as the change 

seen with scientific management and industrialism, where work becomes more specialized, and 

tasks become more calculated (Taylor, 2004) and the boom of technological developments in the 

90s with new technologies entering the workplace providing new opportunities to collaborate at 

greater physical distances (Huws, 2013). It shows how the continuous development of society and 

technology impacts work and has done so historically. 

 

Work is made up of many social and technological aspects, such as computers, software, 

employees, printers, and plans. All these aspects are an intertwined part of work, and how they 

interact with each other determines how work is performed. The extreme societal changes brought 

about by the covid-19 outbreak and the restrictions to contain it, has impacted these social and 

technical aspects and their interactions, creating a reorganization of work. How these aspects 

reorganize work, and the effects hereof on work, is what this study will examine by asking the 

research question: 

 

How is work being reorganized during the covid-19 pandemic, and how is the reorganization 

affecting work? 

 

In order to answer the research question, the perspective of Science and Technology Studies 

(hereafter STS) will be adopted. This perspective prompts a focus on these technological and social 

aspects of work and their organizing role, exploring them as actors in the sense that they either do 

or make other’s do something. Describing them all as actors makes it possible to disregard whether 

they are social or technological, focusing on how they interact with each other. These interactions 

bind actors together in networks, or what will in this paper be coined as programs adopting the 

terminology of Latour (1990). There are many programs in work, constituting how work is 

performed, e.g., approval of a recruitment process. As actors and their interactions change, the 

program is transformed, and thereby work is reorganized. Building on the study of Latour (1990) 

will provide an understanding of how reality is created, in this case, the reality of work, by 
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describing in depth the programs and their actors, revealing the often-disregarded importance of 

otherwise mundane actors. 

 

Muniesa and colleagues (2007) and McFall (2009) explore the concept of devices, which will also 

be used to explore the reorganization of work. Devices are constructions such as a printer, a plan, a 

watch, and a pricing equation. They are an assemblage, the product of other actors' work such as the 

technologies behind a printer, the employees behind a plan, or the mathematics, calculations, and 

academics, behind a pricing equation. However, devices are actors in themselves, defined by them 

impacting the program. Devices are often constructed in attempts to alter or stabilize programs. This 

study will revolve around the devices of work and how they impact other actors’ behavior and will 

explore both the impact of existing and introduced devices in the work program. 

 

Since the research question is relatively comprehensive, two delimitations have been taken to make 

the study successful. First, it only explores the organization of work in Denmark. This choice is 

based on the development of the covid-19 virus and the government restrictions, being different 

from country to country. Thereby studying multiple countries would add a complexity that has not 

been deemed beneficial for the study. Second, the question will be answered using a case study to 

get an in-depth focus on the processes of a single organization.  

 

The case studied is Mermaid Medical (MM), which will further be described below. The empirical 

data for this study builds primarily on 13 semi-structured interviews with employees in MM. As I 

am an employee in MM, access to internal data has been available. Therefore, the interviews will be 

supported by unstructured data from observations, documents, emails, and calendar access.  

 

1.3 Case description 

Mermaid Medical is a distributor and producer of medical instruments and was founded in 2007 by 

four current employees, of which one of them is the CEO. With a headquarter in Stenløse in 

Denmark and a strong partnership with a producer of medical instruments, the initial four people 

started distributing medical instruments in their respective countries: Denmark, Norway, and 

Sweden. With time gone by, the company has expanded with sales offices across Europe and the 

USA. It has gotten more partnerships with producers and customers and started producing its own 

medical instruments. MM is with approximately 50 employees, a small organization in an industry 
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with giants, branding themselves on their personal touch with their partners and their employees’ 

engagement, which helps make them more agile than their competitors. 

 

MM currently has employees in Denmark, Norway, Sweden, England, the Netherlands, Spain, 

France, Italy, and the USA. As a big part of their employees are salespeople, they are often 

scattered throughout their respective countries, making distance a work condition for many 

employees. The company has not only expanded over borders but also within the small town of 

Stenløse. As headquarters grew in headcount, it has expanded its locations from one office to now 

having employees located in three different locations, although all within 500 meters of each other. 

These three locations are the official workplace for 24 employees, even though many are now 

working from home. 

 

Being a sales organization, a big part of MM is its sales force. They work closely together with 

Supply Chain, consisting of the teams: Customer Service, Warehouse, and Production, to service 

the customers and make sure they get the products they need. Other than the customer service 

function in Denmark, some of the more prominent offices outside Denmark also have customer 

service employees. However, the Warehouse in Stenløse is the only one in the company. The 

salesforce further collaborates with the Marketing department to coordinate sales and marketing. 

The marketing department is mainly located in Denmark, but with their manager being located in 

Sweden. MM operates in a regulated industry requiring a Quality Assurance and Regulatory Affairs 

(QA/RA) department, which collaborates closely with Research and Development (R&D). Both 

departments have employees collaborating across Stenløse and Florida. Finance, HR, and 

Management are mainly located in Stenløse but collaborates with employees across the 

organization. 

 

1.4 Results 

The findings are presented in four sections. The first section of the findings shows how the 

minimization of covid-19 is a program being attached to the work program. This attachment results 

in the relocation of actors in MM, resulting in different devices becoming prominent in reorganizing 

work. The second section of the findings reveals how first a printer and then job descriptions 

become a device around which other actors organize themselves, creating a renegotiation of work 

processes. Further, it is seen how the devicing of the home office affects stability in the work 
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program and how lack of devices creates reorganization of tasks, employees, and location. Lastly, it 

shows that as the onsite location gets more abandoned, it starts mimicking the offsite location. The 

third part demonstrates how introducing a ‘Layoff’ plan reorganizes the attachment of employees 

and the organization of time in work processes. The fourth part reveals how the introduction of 

Microsoft Teams affects the communication and planning behavior of employees and how its 

introduction affects stability in employees’ work programs. 

The discussion further presents that the experience of work affects the organization of work through 

culture, perceived proximity, and experienced demands. This discussion prompts further research 

and shows how other ways of studying the organization of work are complementary to STS studies. 

 

1.4.1 Relevance 

These findings are useful to MM, as it provides an understanding of which devices are reorganizing 

work and how they do so and highlights the instability of specific programs in MM. Understanding 

the programs makes it possible for MM to device the programs to enhance stability and adjust 

behavior. 

 

The findings are further relevant for academics both within STS and organization studies by 

providing an example of how STS methodology can be applied to understanding work organization, 

a field that has previously been neglected by STS-oriented studies. This study helps show the 

usefulness of an STS approach to work organization, as it has yielded useful findings. Further, the 

discussion helps bridge STS-oriented studies with other organization studies, as it helps show the 

complementary assets of the STS perspective and other perspectives focusing more on the social 

aspects of work. 

 

Lastly, the extreme work situation brought by the covid-19 pandemic is not unique to MM but has 

impacted the vast majority of work in Denmark. Even though every work program is unique, and 

should be studied as such, some of the effects found in this paper could be interesting to other 

organizations in the same situation. For example, it is common knowledge that information and 

communication technology (ICT) has become more apparent in many organizations during the last 

year, and how Microsoft Teams organize work in MM might be transferable to others. Further, it 

shows an approach to help understand the reorganization happening in their respective organization. 
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With this understanding, they can map their programs and device them to enhance stability and 

adjust behavior. 

 

1.5 Structure 

This introduction has provided a background for the study and presented the research area and the 

case company. It has then been highlighted how this research will be conducted, as well as the 

results yielded and their relevance. The introduction will be followed by a literature review, which 

will introduce STS and the terminology used. Then a historical overview of the organization of 

work will be provided. This overview will lead to exploring ICT in work as well as time and space 

in work and the effects thereof seen in prior literature. It will be rounded off with a plea to get more 

STS-oriented studies of work organization. Following the literature review, the methodology will be 

presented. This section will cover ANT as the research paradigm, the research design, and the data 

handling, focusing primarily on interviews. 

 

The findings will hereafter be presented. It will be structured in four sections. The first section will 

explore the development of covid-19 in Denmark and the following restrictions. The second section 

covers the effects of the location of employees. The third section explores how a 'Layoff' plan, as an 

introduced device, reorganizes work. The fourth section investigates the introduction of Teams, an 

ICT, and how that affects work in MM. A discussion will follow these findings. The first part of the 

discussion explores the relation of the findings to prior literature. The second part of the discussion 

investigates the experience of work and its role in the reorganization of work. The discussion ends 

with suggestions for future research. The paper will end in a conclusion, summarizing the points of 

the paper and concluding their meaning for the reorganization of work. Then managerial 

implications will be explored, resulting in suggestions for MM and how they practically can deal 

with the reorganization of work in their organization. 

 

2. Literature Review 

The following sections will explore the literature upon which this study builds its foundation. The 

first section will explore the STS perspective and the terminology adopted in this paper and relate 

the STS perspective to the organization of work. The second section will present historical 

organizations of work and labor, which provides examples of how work has previously been 
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reorganized due to societal and technological changes. The third section examines the effects of 

ICT in work, showing how the introduction of ICT to work impacts how work is organized and 

thereby performed. Following this, the fourth section will explore the effects of time and space in 

work and how time and space impact work processes and work organization. Lastly, the fifth 

section investigates STS in studies on work, or more precisely, the lack thereof. 

2.1 Introduction to STS 

“Science and technology studies—STS, for short—is an interdisciplinary field that investigates the 

institutions, practices, meanings, and outcomes of science and technology and their multiple 

entanglements with the worlds people inhabit, their lives, and their values” (Felt et al., 2017, p. 1). 

It is argued that science and technology shape society and how we act in the world (Felt et al., 

2017). However, science and technology are inseparable from human activity, why society 

simultaneously shapes science and technology (Felt et al., 2017). STS is challenging the power 

relations between technology and society, enabling the possibility of disregarding either’s 

determinism over the other: “STS aims to position science and technology alongside, intertwined 

with, and integral to other important arenas of human activity” (Felt et al., 2017, p. 2). 

 

It is believed that: 

  

“Neither technology, nor humans or the organization exist separated from each other but are 

fundamentally enmeshed with each other. A technology becomes only a real technology 

when linked to other materials, locales, humans, and discourses; and likewise, the 

organization emerges as it ties together a network of materials, locales, humans, procedures, 

and discourses” (Svenningsen, 2003, p. 18). 

 

STS provides an understanding of the world by exploring the often-disregarded ways in which 

technology and society are engaged with each other: 

 

“It explores the particularities of where, when, and how people do science and technology 

and put them to work in making and changing the worlds they inhabit. STS research and 

pedagogy seek to open up science, technology, and society to critical assessment and 

interrogation” (Felt et al., 2017, p. 2). 
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In order to understand the world, the engagements between technology and society must be 

regarded and meticulously examined. Only by mapping the intimate relationship between 

technology and society can their effects truly be understood: 

 

“When a new technology is introduced into an organizational network it does not simply 

start a battle between fixed agendas. Rather it is an occasion for a subtle or radical 

reconfiguration of the relations of a multitude of elements including the technology itself” 

(Svenningsen, 2003, p. 19). 

 

STS is a way of studying the attachments of different elements, technical and social, and how the 

transformation of these elements, and their attachments to other elements, reconfigure the world. 

 

2.1.1 Programs and actors 

Latour (1990) presents the terminology of program and actors to explain the configuration of the 

world; what he would argue as reality: “We are dealing with the progressive construction of reality” 

(Latour, 1990, p. 117). In this terminology, actors are anything technical or social that can be 

attached to others, such as names, items, a saying, and a guest. (Latour, 1990). A program is a chain 

of actors attached to each other. These chains of actors are what constitutes reality (Latour, 1990). 

 

Reality is judged as the stability of a program, which is determined by the predictability of the 

behavior of actors: “The judgement of reality is immanent in … the path of a statement” (Latour, 

1990, p. 128). Initially, it is not possible to predict the behavior of actors: “The force with which a 

speaker makes a statement is never enough, in the beginning, to predict the path that the statement 

will follow” (Latour, 1990, p. 104). Investments must be made to attach actors to the program 

making their behavior easier to predict, which will develop the program into a more stable reality 

(Latour, 1990). It is argued that in the process of developing the program, the program itself, as well 

as the actors attached to it, are transformed: “But the order that is obeyed is no longer the same as 

the initial order. It has been translated, not transmitted.” (Latour, 1990, p. 105). 

 

In order to understand reality, one must understand the programs constituting reality and the actors 

attached to them. What is real is determined by how technology and society engage with each other. 

These attachments differ between different actors and over time. Some actors might create more 
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attachment to the program than others at one point in time, such as a weight attached to a key, but 

could previously or in the future be completely irrelevant as it might not be attached to anything 

(Latour, 1990). Every time such a change is made, the entire program is translated along with every 

actor in it, and as programs develop, they can become very complex. This change and complexity 

create the need to explore meticulously the particularities of engagements between actors since it 

constitutes what is real. 

 

2.1.2 Devices 

Another term used in STS, mainly in the strain concerning organizing markets, is devices (McFall 

2009; Muniesa et al., 2007). The following review will present market devices, as devices are best 

explored in the literature on markets. Muniesa and colleagues (2007) refer to a market device as “a 

simple way of referring to the material and discursive assemblages that intervene in the construction 

of markets” (p. 2), presenting how devices are simplifications of complex constructions. Further, 

the notion of agencement is used to define devices to show amongst others how devices are objects 

with a sort of agency in the sense that they do stuff: “They articulate actions; they act or they make 

others act” (Muniesa et al., 2007, p. 2). Unlike agencements, devices implicitly distinguish 

themselves from human actors or other living organisms (Muniesa et al., 2007). However, devices 

are both material and discursive objects, and therefore can also be, e.g., an advertisement, a plan, or 

a pricing equation (Muniesa et al., 2007). 

 

McFall defines market devices as “devices that produce or ‘render’ markets through processes of 

attachment and detachment, entanglement and disentanglement.” (McFall, 2009, pp. 267-268). 

Once again, devices are defined by their performativity, as they are part of organizing markets 

through attachments. Further, devices are often disregarded in their effects even though their 

development can be quite complex: “Devices are characterised in the literature as hybrid, diverse 

and evolving, but they also emerge, like the quaint commercial devices of early modernity, as 

mundane and obscure in their almost unnoticed capacity to summon economic objects and persons 

into being” (McFall, 2009, p. 268). Again, it highlights the need to explore the particularities 

meticulously: “Despite what some regard as an overly descriptive and apolitical banality, this may 

in fact be a prime and necessary virtue” (McFall, 2009, p. 267). 
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As stated, devices are often used when studying markets. A device becomes a market device by its 

interaction with markets (Muniesa et al., 2007). Using this logic, it seems fair to use the notion of 

devices when studying work, where a device interacting with work will be a work device such as a 

printer, an informative email, a computer, and a program. These devices can all impact how work is 

organized by attaching and detaching actors, making work performed in a specific way. 

 

2.1.3 Studying organization 

STS is used to study organization by exploring attachments. These can be studies on how the 

shopping cart as a device is organizing shopping (Cochoy, 2008), how the attachment of different 

actors is organizing scallops in a bay (Callon, 1984), or how the introduction of an electronic patient 

record is organizing hospitals (Svenningsen, 2003). Therefore, it appears beneficial to the study of 

the organization of work. As work is reorganized, the behavior of different actors is changed, 

transforming work programs. By examining how specific work devices attach and detach actors to 

programs, the disregarded aspects of the transformed reality are brought to light. 

 

2.2 Developments of work 

The following section will depict a quick review of the development in the reorganization of work 

and labor over the last decade. This review will show how work is organized according to societal 

and technical changes and understand, although to a limited degree, the development of work and 

its complexity. Lastly, the historical development of work will be related to the covid-19 pandemic. 

“Before rushing into research on the current crisis, there is a need for a more retrospective 

and reflective approach to understanding issues central to new technology, work and 

employment if we are to make sense of changes brought about in response to COVID-19” 

(Hodder, 2020, p. 263). 

 

The traditional way of working where work is separated from private life stems from industrialism 

and the capitalization of work 150 years ago (Navrbjerg & Minbaeva, 2020). Approximately 100 

years ago in Denmark, a movement resulted in the average day being split into three blocks, 8 hours 

to work, 8 hours to freedom, and 8 hours to rest (Navrbjerg & Minbaeva, 2020). At this point, the 

huge investments made created a very stable program, which has been widely adopted in the Danish 

labor market. For many, this way of organizing work is still taken for granted in terms of when 

work is performed. 
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Expanding the exploration of the organization of work beyond the borders of Denmark, Huws 

(2013) provides an overview of the development in work organization from the 1940s to the mid-

2000s, arguing that in this period, four significant movements have changed the employment 

relation. These transformations are intertwined with society and technology: “Social and economic 

changes, and the technological innovations with which they [social and economic changes] are so 

often intimately entangled” (Huws, 2013, p. 1). A new phase is stabilized when the characteristics 

are no longer considered:  

 

“A range of features of work that were regarded in previous periods as exceptional or 

unusual are now taken for granted for a growing proportion of the population and, in the 

process, expectations of what ‘normal’ working behaviour should be have also been 

transformed” (Huws, 2013, p. 2). 

 

Examining these four periods of reorganization of the labor market shows how societal and 

technological changes affect the structure around work by, e.g., providing formal contracts, 

allowing women into work, and introducing ICT into the workplace (Huws, 2013). An example can 

be the development of information technology (IT) to information and communication technology 

(ICT) around the fall of the Berlin wall, allowing employees to communicate at a distance. Another 

example is the labor force around the financial crisis in the mid-2000s being used to ICT: “This was 

a generation which had grown up taking ICTs for granted as an everyday part of life, as familiar 

with social media, online games and SMS messaging as their grandparents were with pen and 

paper” (Huws, 2013, p. 4), making ICT an unquestioned part of work. With a pandemic requiring 

social distance and the possibilities created by developments in technology, work is once again 

restructured. 

 

Hodder (2020) explores how previous literature on new technology, work, and employment can 

help shed light on the changes seen in work during the covid-19 pandemic. Hodder (2020) brings up 

the distinction of the key worker, as this pandemic forced employers to create a separation between 

key and non-key workers, opening the discussion of essentiality in labor. Essentiality becomes the 

qualification determining whether employees are to work onsite or offsite (Hodder, 2020). 
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Workers not being attached to essentiality have to work from home, which for many employees is a 

new way of working: “telework involves … a reorganisation of the conduct of work” (Hodder, 

2020, p. 265). Work is now highly dependent on ICTs such as videoconferencing tools, resulting in 

people “working as part of multi-locational virtual teams . … People’s work and working lives are 

increasingly fragmented as workers struggle to adapt to individualised ‘workplaces’, which bring 

with them a distinct lack of mutual support from colleagues” (Hodder, 2020, p. 266). The 

intensified use of ICT results in employees being monitored through technology “feeling like they 

have to be ‘online’ and ‘available’ all the time, as ‘the traditional exercise of management control 

… is based on the presence and the visibility of employees’” (Hodder, 2020, p. 265). As workers 

are being detached from the office, it changes the access to different equipment, organizational 

resources, and shared space, affecting how work is performed (Hodder, 2020). 

 

2.3 The impact of ICT on work 

The following section will dive into the effect ICT has in organizing work. It will start by looking at 

how mobile computing affects work processes and then how ICT organizes work during covid-19. 

This section will be followed by exploring how ICT is organizing work via interruptions. Then it is 

examined how ICTs is organizing time and space for workers. Lastly, the mutual organizing 

between technology and office spaces is explored. 

 

Caldwell and Koch (2000) explore how mobile computing affects work processes in groups and 

thereby how, when mobile computing enters the workplace, work is organized differently in groups. 

They find that especially four aspects of how groups work is changed. First, mobile computing 

reduces the need for being located together in a team: “The application of both synchronous and 

asynchronous tools for communication and information exchange allows groups to operate with less 

regard to geographic boundaries” (Caldwell & Koch, 2000, p. 134). Second, mobile computing 

increases the possibility of information sharing such as work products and real-time brainstorming 

even across distance, allowing geographically dispersed organizations to implement knowledge 

management systems (Caldwell & Koch, 2000). Third, the interdependencies between group 

members become more complex as it enhances the possibility to shift between individual and group 

work while still being accountable for the shared product, making groups rely on other processes to 

create a shared understanding (Caldwell & Koch, 2000). Fourth, “mobile computing can increase 

demands for speed and create a greater sense of time urgency within a team” (Caldwell & Koch, 
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2000, p. 135). These four aspects show the effects of introducing mobile computing to workgroups; 

it allows for greater spatial flexibility, allows for greater information sharing, and changes the 

relationship between group members and the perception of time in a team. 

 

Navrbjerg and Minbaeva (2020) are studying the initial reactions to covid-19 in Danish 

organizations. Amongst other findings, they explored the effects of moving meetings from a 

physical setting to ICTs. Virtual meetings are more effective as attendees are generally more 

prepared, no one can speak simultaneously, and agendas are usually kept straight to the point 

(Navrbjerg & Minbaeva, 2020). However, as ICT-mediated meetings become more effective, they 

lose some of their social aspects, where a lot of informal knowledge sharing is done and 

relationships are built and maintained. Furthermore, it is seen that the virtual meeting enhances the 

possibility for every attendee to voice their opinion, creating a space for individuals, who might not 

always get a say, to be involved in the debates (Navrbjerg & Minbaeva, 2020). As ICT becomes the 

media through which meetings are held, it changes the nature of the meeting and the participants. 

The meetings become more effective but less social, and the partaking in meetings becomes more 

democratic. 

 

Wajcman and Rose (2011) explore how interruptions related to ICT are organizing work processes: 

“Our findings show that employees engage in new work strategies as they negotiate the constant 

connectivity of communication media” (Wajcman & Rose, 2011, p. 941). They highlight the 

increasing plethora of communication media and ways to access these that the contemporary worker 

is confronted with: “Many studies emphasize that people are now connected in multiple ways 

through various devices and applications that all make demands on workers’ attention.” (Wajcman 

& Rose, 2011, p. 942). The constant demand for workers’ attention leads to fragmentation of, and 

interruptions in, the workday. Their findings show that work communication is now mediated more 

by ICTs than face-to-face activities. The episodes in which communication occurs are becoming 

very short, on average 5 minutes (Wajcman & Rose, 2011). Even though interruptions appear often, 

Wajcman and Rose (2011) disregard interruptions as harmful for performing work but highlight 

interruptions as beneficial to employees. Interruptions from ICT organize work, as employees 

engage with interruptions to keep them constantly informed and provide ongoing prioritization of 

work tasks (Wajcman & Rose, 2011). 
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Wajcman and colleagues (2010) explore the ICTs effect on the spatial and temporal connections 

between work and life. It is argued that “the Internet … has the capacity to affect temporal and 

spatial boundaries dividing work and home” (Wajcman et al., 2010, p. 257). It does so by providing 

the possibility of using the internet for either work or private purposes outside of designated work 

or ‘private’ hours. The findings show that despite some spillover being experienced, it is minimal. 

Even though the technology provides opportunities for spillover, the social actors do not generally 

interact with this possibility but are sticking to the dedicated established time for work: “These 

practices reveal that users are not interpreting the Internet as a work extension technology, rather 

they are maintaining the separation of times typically reserved for home and family” (Wajcman et 

al., 2010, p. 270). 

 

Further, the study helps highlight the benefits of adopting an STS viewpoint: “The theoretical 

perspective developed in STS reinforces the need to look beyond what technologies can do to how 

they are actually being appropriated by users. This requires consideration of the role of users and 

other social factors in this process” (Wajcman et al., 2010, p. 269). It is here shown that the mere 

introduction of ICT to the workplace does not necessarily reorganize work as it is dependent on 

how other actors engage with the technology. In this case, the attachment to traditional work hours 

is more robust than to the internet’s possibility of temporal flexibility. 

 

Richardson (2020) studies the relationship between the technology of work and spatiality. It is 

argued that “offices are revealing spaces for understanding social relations in a digital 

 era because at base their [offices] purpose is the production, storage and communication of 

information.” (Richardson, 2020, p. 348). Since these are functions found in ICT, it becomes 

possible to organize these elsewhere, “thus potentially freeing them [workers] from working in a 

single physical office building” (Richardson, 2020, p. 348). However, even though some workers 

are freed from the physical office building, it is still observed that office space is rented for shorter 

periods by actors from different organizations. The study finds that current technologies are not 

used to coordinate space according to functions but rather according to activity. The results show 

that “the office is an active space that is both produced by and producer of technological changes to 

working activity, so that examination of transformations to the office provides significant insight 

into the constitution of technologies of work and their social role” (Richardson, 2020, p. 360). This 
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study shows the intimate relationship between technology and the office space as they are 

simultaneously organizing each other and their role in work. 

 

2.4 Work in time and space 

ICT is impacting how work is organized by, e.g., decreasing the need for being physically together 

and allowing work to be performed at different times. Combining this with the requirement for 

social distance to avoid the spread of covid-19 makes it relevant to explore the impact of time and 

space on work, which is done in the following section. The section will start by exploring New 

Ways of Working as an ICT-mediated way of organizing work. It will then investigate how the 

office changes as employees work from home. This investigation will lead to exploring literature on 

proximity, whereafter the effects on communication will be examined. Lastly, temporal differences’ 

impact on work processes is investigated. 

 

With ICT being introduced into work, some companies have changed their way of organizing work: 

“New ways of working (NWW) is a type of work organization that is characterized by temporal and 

spatial flexibility, often combined with extensive use of information and communication 

technologies (ICT) and performance-based management” (Nijp et al., 2016). New Ways of 

Working is an example of how ICT mediates temporal and spatial flexibility. New Ways of 

Working allows work to be performed other places than at the office and is introduced for multiple 

reasons, e.g., higher productivity, employee satisfaction, and employee autonomy (Blok et al., 

2012). The flexibility can help employees balance work and family expectations and create a better 

work-life balance (Nijp et al., 2016). On the flip side, working from home is expected to create a 

loss of social support (Nijp et al., 2016). ICT offers temporal and spatial flexibility allowing for a 

different way of organizing work. 

 

As spatial flexibility increases, more people opt to work from home, leaving fewer people in the 

office. Rockmann and Pratt (2015) study how the office is changed when fewer employees are 

present. Their results show that both onsite and offsite workers had similar perceptions of isolation, 

“because as individuals begin to work offsite, everyone in the organization becomes more 

distributed from each other” (Rockmann & Pratt, 2015, p. 158). Further, “the nature of the office 

has changed” (Rockmann & Pratt, 2015, p. 160), and it no longer seems to hold any advantages 

over working from home. Therefore, the remaining onsite employees opt to work from home as 
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well (Rockmann & Pratt, 2015). This study shows that as some employees are no longer physically 

present at the office, the office itself is changed as it starts to mimic the offsite locations. 

 

As employees work from home, the physical proximity provided by the office is decreasing. Monge 

and Kirste (1980) argue that physical proximity should be measured according to function, meaning 

that not linear distance but rather availability should be the determinator for proximity. They define 

proximity “as the probability of people being in the same ‘communication location’ during the same 

interval of time” (Monge & Kirste, 1980, p. 112). It means that, as employees are no longer in the 

same location at the same time, proximity is decreasing. Further, while working on measuring 

proximity, Monge and Kirste (1980) experienced a positive relationship between physical proximity 

and communication, meaning employees’ communication improves when they are physically closer 

to each other. 

 

As information and communication technologies are continuously developing to ease 

communication at a distance, it is argued that the concept of proximity needs adjustment. Wilson 

and colleagues (2008) explore the proximity paradox when there is misalignment between the 

objective physical proximity and the subjectively perceived proximity. It is typically assumed that 

employees feel closer to the coworkers to whom they are collocated. However, it is observed that 

some coworkers experience a subjective feeling of being close to someone even though they are 

located far away, and vice versa (Wilson et al., 2008). It is argued that with perceived proximity, it 

is possible to achieve some of the benefits from collocation without being physically together 

(Wilson et al., 2008). 

 

Navrbjerg and Minbaeva’s (2020) study on the effects of covid-19 involves findings related to 

communication. As discussed earlier, it is observed that virtual meetings are becoming more 

effective but are missing the social element (Navrbjerg & Minbaeva, 2020). This finding shows that 

the content of the communication is changed, intensifying the work-related aspects while 

diminishing the social aspects, assumingly creating a lack of social communication. Another form 

of communication lost is the informal conversations around the office, the water cooler, the coffee 

maker, or the hallway. Informal communication has proven to have risk management effects by 

decreasing risks to errors in work tasks, as it provides information and knowledge sharing across 

functions. As employees are not necessarily aware of the importance or existence of cross-
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functional information, they are not actively seeking it out, creating a void of essential information 

for some tasks (Navrbjerg & Minbaeva, 2020). The study from Navrbjerg and Minbaeva (2020) 

shows how communication is transformed as employees get more dispersed. 

 

Lauring and Klitmøller (2014) explore the global leadership competencies for the future, focusing 

on virtual collaboration. Their report includes a study of temporal differences, showing that 

temporal dispersion harms collaboration as it is challenging to find overlapping work hours. This 

challenge results in most communication taking place over email, making employees feel left out 

due to this less-rich media of emails (Lauring & Klitmøller, 2014). Further, “the lack of joint 

working hours delays communication” (Lauring & Klitmøller, 2014, p. 6), creating breaks in work 

processes and making “even routine tasks such as scheduling a meeting … complex and fraught 

with interpersonal friction.” (Lauring & Klitmøller, 2014, p. 7). These findings show that 

temporality, like spatiality, impacts work processes. 

 

2.5 STS in studies of work 

Literature on the historical developments of organizing work and how ICT, time, and space affect 

work shows that there are a plethora of studies of work. However, as Wajcman (2006) states: “Yet, 

to date, studies of work have rarely drawn on perspectives from the social studies of science and 

technology” (Wajcman, 2006, p. 773). As argued earlier, STS provides a unique understanding of 

organizing as they largely disregard the distinction between technical and social and, thereby, can 

focus on how actors engage with each other. Focusing on either the social or the technical often 

assumes one’s determinism over the other, such as how computers affect workgroups providing 

determining power to the computer though only studying the effects on the social (Caldwell & 

Koch, 2000). Studies focusing on either the social or the technical often miss their 

interconnectedness and overlook its effects: “This view of technology, as an external, autonomous 

force exerting an influence on society, narrowed the possibilities for democratic engagement with 

technology” (Wajcman, 2006, p. 744). 

 

Wajcman argues that “the sociology of work, in common with sociology more generally, has failed 

to give due attention to the constitutive role of technology in society” (2006, p. 773). The issue with 

disregarding STS in studies of work is that the effects of attachment and engagement are often 

overseen:  
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“Up to now, studies of the relationship between technology and work have been limited by 

overly technicist theories about the impact of technology on skill and managerial control. By 

contrast, STS emphasizes that, while it is important to understand the technical properties 

and material power of ICTs, the ‘technical’ and the ‘social’ are not separate spheres, but one 

and the same. Technologies not only change the nature and meaning of jobs and work 

activities, but they also reconfigure relationships between people and the spaces they 

occupy” (Wajcman, 2006, p. 773).  

 

Shifting the view from sociologists studying how technology impacts work into how they are 

interconnected is in tune with current research, as “more recently evidence has emerged that social 

and technical skills are inseparable in contemporary work organizations.” (Wajcman, 2006, p. 777). 

This paper will try to rectify the neglect by studying the organization of work through the view of 

STS. 

 

3. Methodology 

The following sections will explore how this study is performed. First, the research philosophy 

laying the foundation for the study is presented along with its limitations. Hereafter, the research 

design is explained. The following section will present the empirical data used in this study and 

explore the collection, analysis, and presentation of the data. Along the way, ethical considerations 

will be discussed. The last section will examine the limitations of this study. 

 

3.1 Research philosophy 

This study is performed within Science and Technology Studies (STS). STS has a unique way of 

exploring and understanding the world, as it sidelines society and technology (Egholm, 2014). In 

this way of thinking, it is believed that neither society nor technology can stand alone or be divided 

as technology impacts how people act and behave in life and how people engage with technology 

impacts technology’s role in the world (Egholm, 2014). STS studies will usually build on 

pragmatism or Actor-Network Theory (ANT). This study leans more towards an ANT research 

philosophy, why that will be explored further here. 
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ANT is interested in studying the production of networks by how actors are attached and detached 

in networks. Further, ANT research studies how the attachment and detachment of actors in 

networks transform both the network and the actors (Egholm, 2014). ANT explores what to others 

may seem like trivial particularities and reveals their importance in the network. ANT does not 

believe in one universal truth, as positivists do, but creates another type of unity when trying to 

bridge the technology and society divide by not distinguishing what is social and what is technical 

(Egholm, 2014). ANT will refer to both the social and the technical as equal actors. When bridging 

the technical and social, ANT argues that all fields of study can be explored with this 

methodological way of doing research by exploring how phenomena come to be via networks and 

associations (Egholm, 2014). 

 

The ontology of ANT is both realist and constructivist, as it is believed that the more the world is 

constructed, the more real it becomes; the more robust the network is, the harder it is to question 

(Egholm, 2014). As researchers in ANT are trying to explore the networks and their actors, they use 

a descriptive method to follow the actors and uncover how they are attached to the network. The 

epistemology is thereby inductive by following the actors and their attachments, usually through 

descriptions (Egholm, 2014). Even though ANT researchers describe what is discovered, it is not 

believed that science is free from value judgments from researchers. As researchers start to explore 

a phenomenon, they become part of the network and are thereby performative (Callon, 2007). 

Therefore, the axiology of ANT is that researchers are performative and cannot disregard their 

impact completely (Saunders et al., 2019). However, it is the researcher’s responsibility to give 

adequate weight to all actors in the network and therefore consider their own performativity 

rightfully. 

 

ANT explores every network as unique, resulting in generalizability not being a quality criterion for 

ANT research (Egholm, 2014). Just as generalizability is not relevant for ANT studies, neither is 

reliability and validity (Svenningsen, 2003). The criteria from which the quality of the research is 

measured is instead usefulness and meaningfulness (Svenningsen, 2003). The study is valid only if 

and as long as the study is useful and meaningful to others (Egholm, 2014). 
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3.1.1 Limitations of ANT 

ANT provides a way of understanding the world through actors and networks and the disregarded 

particularities that make reality by sidelining society and technology. However, by doing so, it 

disregards the distinction that makes society social and technology technical. It is, e.g., not possible 

to regard the subjective perception of social actors or their intentions, as these do not matter if they 

cannot be observed in the network. As with all research philosophy looking through one lens makes 

one blind to what is in another lens. The limitation of ANT is that it does not explore the 

distinctions between the social and the technical.  

 

The discussion of this paper will explore the experience of work; something ANT is not best suited 

for, highlighting the limitations of ANT. The discussion tries to overcome these limitations by 

exploring social mechanisms’ impact on the organization of work. The discussion will therefore 

allow input from other philosophies to expand the lens through which work is understood. It 

thereby shows how studies within different research philosophies can complement each other and 

encourage them to do so through suggestions for future research to enhance the understanding of 

work. 

 

3.2 Research design 

The research philosophy sets the frame for the entire research, as it outlines what knowledge is, how 

it is created, and generally how to understand the world (Saunders et al., 2019). The following 

section will explore how the research is designed within this frame. Saunders and colleagues (2019) 

depict this as an onion, where each layer frames the next layer. As well as an illustration, this is, in 

reality, the research performed here is designed with iterative considerations between the different 

layers. However, the outer layers are generally framing the inner layers. Therefore, starting with an 

ANT approach has structured the entire research design and process, such as the approach to theory 

development and what research strategies would be possible. 

 

In accordance with ANT, this study is performed inductively, meaning that the empirical data is 

steering the process (Egholm, 2014). Being inductive allows the researcher to observe and explore 

the network and actors without considering prior theoretical knowledge. It makes sense as each 

network is unique, and therefore it is not easy to know a priori whether similar patterns have been 

explored elsewhere; neither would it matter. The purpose of the study is exploratory as it tries to 
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discover and map actors and their attachments. It is believed this is best done by using open 

questions and being guided by curiosity to understand what is happening as work is being organized 

(Saunders et al., 2019). 

 

The empirical data laying the foundation for the study is collected through a multi-method 

qualitative research design (Saunder et al., 2019). A qualitative method is used to better allow for 

descriptions and observations of the engagement between actors and the network since it is possible 

to ask employees about their engagement and observe actors engaging with each other. 

Furthermore, as the study does not give value to generalizability, statistical analyses are not that 

helpful, disregarding quantitative data. 

 

It is a multi-method design since supporting observations, documents, and inscriptions will help 

understand the network (Saunders et al., 2019). However, the primary data will be interviews. Since 

the focus of the study is the organization of work in a real-life setting, and it deals with it in one 

particular network, the research strategy is a single case study (Saunders et al., 2019). Even though 

sub-networks or the impact of individual actors is examined, the case study is holistic as it treats the 

entire organization as its research subject, though within the boundaries and delimitations 

established to carry out the research, i.e., focusing on the Danish organization of MM (Saunders et 

al., 2019). 

 

The study is further a cross-sectional study, as it provides a snapshot of the reorganization of work 

(Saunders et al., 2019). Even though the period in question is rather long, approximately a year, the 

data is collected at a certain point in time, the end of February 2021. The benefit of doing a cross-

sectional study is that, since networks are continuously organized, it makes them easier to study 

over a short period. It constructs a pause in the organizing from which one’s understanding can 

develop. However, doing a longitudinal study would have provided other options, such as 

highlighting the continuous organizing of networks and how different actors become essential at 

different times. As this study covers a reorganization taking place a year before the data collection, 

the meaningful developments in the network, according to the interviewees, are considered, such as 

changes in work processes over time. This situation brings some of the benefits from a longitudinal 

study, without the resources and complexities from a longitudinal study. 
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3.3 Data 

In order to understand the reorganization of work, data has to be collected. The data being used in 

this study builds on both secondary and primary data. The primary data consists of observations and 

interviews, whereas the secondary data consists of organizational information from MM and news, 

such as press conferences. The main focus for data collection is interviews, on which the findings 

are built. The rest of the data either supports the findings from the interview or helps build the 

understanding for the best-performed interviews. 

 

3.3.1 The researcher’s role 

As I am employed in the organization studied, I am an internal researcher (Saunders et al., 2019). 

The employment provides the advantage of easy access and increases knowledge of the field of 

study (Saunders et al., 2019). However, it also has implications for ethical considerations and the 

division of my role as researcher and employee. 

 

As an employee of the organization studied, I have been granted access on a level most likely not 

possible otherwise, providing me with unique insights into the organization, such as company 

documents and informal observations. When granted this access, it has been important to me to be 

open to the company’s management about the scope and detail of the research project and the 

resources required from the organization. This value of transparency has further been the basis of 

informing the organization on the research and having interview appointments visible in my 

calendar. However, to generate anonymity and trust, there has been no viewable indication of whom 

I was interviewing. I have been open about the number of employees interviewed but not explicit 

about the specific employees interviewed. It would be possible to deduct who has been interviewed 

and when they were interviewed by combining multiple pieces of information, though it has been 

anonymized. 

 

Another advantage to my participation in the field of study is the trust provided in me. This trust 

might be increased further as my employment is within HR, and part of my role in the organization 

is to be a trustee to employees. The flip side is that it requires a higher level of ethical consideration. 

Taking advantage of the trust and generally behaving unethically in the research will not only 

damage the integrity of the study but could also harm mine as well as others standing in the 

company. High trust and access give power, and with great power comes great responsibility. 
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As I have used my position in the company to gain access, it has been important for me not to try 

and disguise this role as I performed the research. Therefore, information has been conveyed and 

interviews booked via my employee access, and interviews performed at the company grounds or 

via company-mediated ICT. I have not deemed it fair to put on the interviewees to distinguish 

between my role as a researcher and as an HR employee. Therefore, I have not actively created a 

divide between the two and have not corrected the interviewees if they have actively addressed me 

in my role as HR representative. 

 

It has been important for me to outline the purpose of the study, getting consent for recording, and 

promising anonymity to the point where no statements can be easily traced back to the interviewees 

by anyone reading the paper. The promise of anonymity has required me to rephrase certain 

statements to be more general, such as not mentioning specific employees or specific departments 

in cases where it could identify any employee and adjust the statements when portraying specific 

events in a way that would identify the person describing it. All these rephrases and adjustments are 

made with careful consideration not to alter the meaning and authenticity of the statement. The 

promise of anonymity further results in the references to interviews in this paper does not contain 

any identification of the interviewee. The interviews have therefore been distinguished using letters. 

An anonymized overview of the interviews is available in the bibliography. 

 

Furthermore, I have made many ethical considerations along the way in the collection, analysis, and 

presentation of the data to ensure that the trust granted in me as an HR employee is never misused. 

For the most part, these considerations have been subjective interpretations of the possible meaning, 

objective, and harmfulness of the interviewees’ statements. The subjective interpretations 

undoubtedly create biases in data handling. However, every decision has been weighted between 

the possible bias and the integrity of both my research and my position. 

 

My employment in the organization has granted access to documents from the organization, such as 

emails and calendar access. This information is granted due to my role as an employee. This 

information has chiefly been used to understand the situation further and has, due to ethical reasons, 

been withheld from explicit use in the study. In few instances, the internal information has 

supported statements in the findings, where it will provide as sources, though access to the 



27 

 

information cannot be granted. A reference list of the internal sources can be found in the 

bibliography. 

 

Furthermore, my participation in the organization has made me a complete participant-observer in 

the study (Saunders et al., 2019). These observations have been completely unstructured and 

informal, making them covert, e.g., noting how coworkers engage with Teams or being confided in 

with frustrations or the like on work processes or decisions in situations unrelated to the study. 

Once again, ethical considerations have founded the decision for not actively using these 

observations other than helping design the research and providing a deeper understanding of the 

situation.  

 

My role as an observer has further made me prone to observer error as my understanding of the 

situation might provide wrongful interpretations of it. Furthermore, as mentioned in ANT, when 

studying the network, the researcher will inevitably become part of the network, which is referred to 

as performativity. As an internal observer, my role in the network will increase, which can also be 

described as the observer effect (Saunders et al., 2019). It is important to note that my employment 

began in October 2020, and the situation studied takes its departure in the Spring of 2020, before 

my involvement with the company. 

 

3.3.2 Data collection 

When conducting the interviews, the first step is to figure out whom to interview. For this, several 

criteria are set up. Employees must be employed at the time of the lockdown. They have preferably 

not been working at another company for a long time afterward, as this would most likely mix their 

experiences. Therefore, the first criterion is that employees would have to have been employed at 

MM all of 2020. In order to gain the most insightful descriptions without noise from too many other 

networks, it is decided that only employees whose main occupancy is the one obtained at MM are 

eligible for interviews. Lastly, to set boundaries for the study, it is decided to explore employees 

working at the HQ locations in Denmark. Therefore, employees working from other places, such as 

abroad, during part of 2020 are also being delimited from the study. With multiple personnel 

reorganizations during 2020 and a small workforce, all employees matching this description are 

interviewed, resulting in 13 interviews. Interviewing everyone matching the description also seems 
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beneficial. It provides the broadest understanding of the network and every actor within it, as most 

human actors continuously being part of the network can present their views. 

 

The interviews are semi-structured (Saunders et al., 2019) with two interview guides; one for 

management and one for employees (see appendix 1 and 2). The management is interviewed from a 

slightly different guide as I know that they have other information and play another part in the 

network since they plan the official organization of work in MM. The interview guides start with an 

open question, asking interviewees to describe what happened when Denmark locked down. The 

individual descriptions are explored by follow-up questions relating to the interviewee’s statements. 

The remainder of the interview guides is planned according to expectations on what would be 

relevant to explore, such as distance, technologies, and the effects of temporality. The interview 

guides are structured according to the overarching themes. Within each theme, certain topics 

needing to be explored are noted. To each topic, support questions are presented to ensure readily 

available questions to cover the topic and get the interviewee talking. Lastly, a comments section is 

available for notes during the interview. 

 

All interviews start with a short introduction to the study and some practicalities about the questions 

and the expected responses; I am not interested in any specific response but am following the 

interviewees through their descriptions of the situation. Furthermore, it is informed that I am taking 

notes in hand to make interviewees, especially those not conducted physically, aware that this 

action is not a distraction from the interview. Lastly, the anonymity of the interview is being 

explained, and consent about recording is asked. The interviews are conducted using the media 

most readily available for the interviewees. It is possible to conduct six of the interviews at the 

onsite location. The rest are performed using Teams as they are not available at the onsite location. 

The use of Teams in the interviews creates distance between the employee and me (Saunders et al., 

2019). The employees interviewed over Teams are employees using Teams often in their work, 

which has been important to me to ensure that the lack of technological dexterity would not impact 

the interviews. Further, the employees being interviewed through Teams are all employees I have 

had previous conversations with concerning work, decreasing our distance. 

 

The interviews varied between 20 and 80 minutes. Most interviews have been conducted within 

three days. This short period limited the development of understanding and thereby the interviews 
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along the way, allowing all interviews to have equal standing in the data collection. However, it did 

not exclude learnings in the process, as questions are refined according to previous interviewees’ 

reactions. Knowing it is difficult to hinder the interview process being a learning process, the first 

interviews have been done with management both due to their role in the organization of work and 

my relationship with them being fairly close, allowing for more leniency toward quirky 

formulations and the like. 

 

All interviews are conducted in Danish to minimize language barriers in the interviews. However, 

this requires a translation of the statements used from the interviews afterward, which I have done 

with consideration to the meaning and authenticity of the statements. The topic of the interviews 

will, for some interviewees, involve many emotions. It has been important to me to let employees 

explore and describe these emotions during the interview. Allowing exploration of emotions 

resulted in more open interviewees as they experienced the interview as a way to explore their 

emotions. However, it provided both irrelevant and emotional descriptions needing to be 

disregarded, such as opinions towards the government. 

 

3.3.3 Data analysis 

The following section will focus only on the analysis of the interviews, as all other data collection, 

such as documents and observations, is supportive data and primarily unstructured data. The 

interviews have resulted in verbal data (Saunders et al., 2019). All interviewees have agreed to their 

interview being recorded, making it possible to keep an accurate reproduction of the interview 

afterward. However, it should be noted that few words and sentences have been hard to distinguish 

from the recordings due to lower voice volume, mumbling, and speaking on top of each other. The 

recordings have been transcribed to ease the data analysis (Saunders et al., 2019). The transcription 

is done using dictating software and has afterward been polished and adjusted manually by listening 

to the recording while correcting the dictated transcription (see an example of transcription in 

appendix 3). 

 

When using an inductive method, it is essential to stay close to the data (Saunders et al., 2019). The 

coding has therefore been data-driven (Saunders et al., 2019). The first three interviews have been 

coded independently in researcher-labeled codes, such as the statement: “There were some days we 

shouldn’t work” (translated) is coded in ‘Hjemsendelse’ (Layoff). After the three first interviews, 
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the codes have been restructured to create a better overview and ensure the related statements are 

coded together, such as moving ‘Hjemsendelse’ (Layoff) under ‘Lockdown’. The following 

interviews are coded according to the restructured codes. Where no code fits the statement, new 

codes have been created, such as the code ‘culture’. This approach ensures that the coding stays 

close to the data by building the foundation from the first unstructured codes while saving resources 

by coding the rest according to the more structured system. Since codes are developed along with 

the analysis of the remaining interviews, it is essential to revise the first level coding by recoding 

statements to the proper codes as new codes arrive. The recoding is, for example, done as the code 

‘culture’ emerged, and statements from earlier interviews like “then there’s this entire value 

discussion and what is important and stuff in a company” (translated) has had to be recoded into 

‘culture’. 

 

With the data and coding fresh in mind, a process description has been written to establish the most 

relevant themes to highlight in the findings. After finding these themes, a second-level coding is 

done by coding according to the themes of the findings, such as ‘FINDINGS LAYOFF’ and 

‘FINDINGS LOCATION' under which codes like ‘PRIORITIZATION’ is created. The second-

level coding is distinct from the first-level coding by writing the codes in capital letters. This 

process has been repeated for the discussion (see examples of coding in appendix 4). The entire 

coding process leans towards a thematic analysis (Saunders et al., 2019). All coding is done using 

the software ‘NVivo’. 

 

3.4 Limitations 

There are a few things to be aware of that might limit the quality of the study. First, my role in the 

research will have an impact. Due to my employment at the company studied, I will have a different 

participatory role in the research than merely as a researcher. This role impacts the relationship with 

the interviewees, which requires more careful consideration of how to handle the data. This 

consideration also refers to the data accessed due to my role as an HR employee. These 

considerations build on an evaluation of what is ethically responsible, which might impact the data 

quality as it involves subjective interpretation. The subjective interpretation also undoubtedly comes 

into play, as my participation in the organization will grant a unique understanding of the situation. 

Furthermore, from an ANT perspective, this participation makes me a more profound actor in the 
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network studied than just as a researcher. This participation is relevant to be aware of, as 

participation in networks is performative and will alter the network. 

 

Second, the situation studied began approximately a year before the data collection is performed. 

This time difference creates limitations to interviewees’ memory, and their understanding of the 

situation may have changed over time. When performing the interviews, it becomes evident that 

many interviewees have not reflected a lot over the situation they are describing. The interviews, 

therefore, prompt a reflection that might alter the statements. Third, since the covid-19 situation is 

still ongoing, it is impossible to know if further reorganizations, significant for the study, will 

happen. It has also created restrictions for access. Some interviews are necessarily done via Teams, 

creating a distance between the interviewees and me and limited richness of the communication 

media, which might leave some communication, verbal and non-verbal, unmediated. Fourth, during 

the Summer of 2020, a personnel reorganization has taken place in MM, which inevitably has 

created transformations of work. To the best of my ability, the effects of the personnel 

reorganization have been delimited from the study. 

 

4. Findings 

The findings are presented in four sections. The first section presents the covid-19 minimization 

program and its impact on work in MM. The second section investigates the impact of the 

relocation of employees on the reorganization of work. The third section examines how the 

production of 'Layoff' schedules reorganizes work. The fourth section investigates the introduction 

of Teams to the work program and which effects this has on work. 

 

4.1 The covid-19 minimization program 

The following section explores the spread of the covid-19 virus and the program created by the 

government to minimize the spread of covid-19. Hereafter, it is described how this program affects 

work in MM, showing how the covid-19 minimization program is attached to work programs in 

MM, causing a reorganization of work. 
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4.1.1 The reaction to covid-19 

As described in the introduction, the covid-19 outbreak began in China at the end of 2019. The 

Danish government has assessed up until the end of January 2020 that there was a slight chance of 

covid-19 cases in Denmark (Ottosen & Ancher-Jensen, 2021). The government changes this 

assessment to a moderate chance of a covid-19 case in Denmark on 25 February 2020, two days 

before the first case is confirmed in the country (Ottosen & Ancher-Jensen, 2021). It was not 

expected that the outbreak would affect Denmark or that the virus would spread as fast as it did, 

resulting in the development of the entire situation to follow this fast-paced pattern. The perception 

that the development was unexpected is shared by employees of MM: “Because it was something 

that was in China and then all of a sudden it was here” (Interview A). 

 

The unexpected fast-paced pattern of the covid-19 outbreak prompted the Danish government to act 

fast and establish restrictions to minimize the spread of the covid-19 virus. This attempt to minimize 

the covid-19 virus can be explored as a program, the covid-19 minimization program, as it prompts 

actors to behave in a specific way. The program is quickly being equipped with restrictions and 

press conferences. The prime minister of Denmark holds their first press conference on 6 March 

2020, informing about restrictions on travels and large events (Ottosen & Ancher-Jensen, 2021). 

The covid-19 minimization program quickly evolved with more restrictions and press conferences. 

On 11 March 2020, the prime minister opens the third press conference by saying: "What I am 

about to say tonight will have big consequences for all Danish citizens" (Regeringen, 2020a, 0:05, 

translated). What she continues to say is having significant consequences for Danish citizens, as she 

is shutting down the country for the following two weeks. This lockdown means that schools are 

closed, it is recommended that everyone works from home or is sent home if possible, it is advised 

not to use public transportation in rush hours, and travel restrictions are tightened (Regeringen, 

2020a). 

 

4.1.3 Restrictions impacting work 

MM follows the recommendations from the government: “We upheld the rules laid out by the 

government” (Interview B), and it is communicated every time the government issues new 

information that would impact the employees of MM. The management of MM sent an email to 

their Danish employees soon after the first press conference informing them that the company 

would follow Danish regulations and recommendations while outlining these (Email 1). On 
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Wednesday, 11 March 2020, in the morning, the management in MM had a meeting on the corona 

situation (Calendar). The management of MM sent emails both in the morning and the evening of 

11 March 2020 to update their employees on the development of the situation and on relevant 

information for the employees relating to the situation (Email 2; Email 3). The conveying of the 

government’s restrictions to the employees of MM quickly attached the covid-19 minimization 

program to work in MM. For many people, this is when they realize that this is a serious situation 

that will impact everyone: “I couldn’t really take it seriously until it actually hit my workplace” 

(Interview A). 

 

The attachment of the covid-19 minimization program to MM results in a reorganization of work. 

Already on the evening of 11 March 2020, it is informed that specific meetings will take place 

online, that people are advised to limit their social life, and that some employees will have to work 

from home. Everyone is encouraged to be physically present the following day, Thursday 13 March 

2020, as the restrictions are applicable from the following Monday 16 March 2020, to ensure the 

planning of the reorganization of work location (Email 3). Thursday and Friday are spent sorting 

out practicalities of who has to be physically present at the office and who has to work from home: 

“We used Thursday and Friday to organize everything” (Interview C). With many manual processes 

across all departments, these relocations create abruptions in work processes which have to be 

solved by organizing work differently. 

 

As the workforce is being dispersed, communication changes. It is no longer possible to do physical 

meetings, whiteboard meetings, or pop into someone’s office to ask a question. Since 

communication is still a vital part of work processes, a substitute has to be found for these 

interactions: “Of course it’s a bit different now, and we are trying new programs to communicate 

with each other” (Interview E). Microsoft Teams (Teams) is therefore implemented across the 

organization. The integration of Teams into work programs in MM reorganizes work. 

 

4.1.4 The lockdown is extended 

As described, it is decided that part of the workforce has to work from home following the 

recommendations from the government. The lockdown is first announced for two weeks but is later 

extended for two more weeks (Ottosen & Ancher-Jensen, 2021). Following these extended two 

weeks, society slowly reopens, starting with the youngest school children being allowed back to 
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school (Ottosen & Ancher-Jensen, 2021). On 8 May 2020, the government presents a reopening 

plan, which implies that companies keep their employees working from home until 8 June 2020, 

which is later extended to 8 July 2020 (Regeringen, 2020b; Beskæftigelsesministeriet, 2021). The 

extension of the time horizon means that some employees have to retrieve more equipment such as 

printers, screens, and other devices to ease their work processes from home: “We were allowed to 

come and pick up screens and keyboards and all that stuff … the first couple of months” (Interview 

D). As the lockdown was extended, the government set up support packages for companies 

(Erhvervsministeriet, 2020), of which MM uses a salary compensation scheme, in MM being named 

‘Layoff’, which also requires a reorganization of work. 

 

4.1.6 Sub conclusion 

As covid-19 is raging through the country, trying to attach itself to as many actors as possible, the 

government establish a program to minimize the infection of covid-19; the covid-19 minimization 

program. This program consists of many regulations and initiatives to keep the pandemic contained. 

As this program is rolled out across all of society, it gets attached to work and thereby impacts the 

organization of work. It is seen that especially the relocation, the ‘Layoff’, and Microsoft Teams 

impacts the organization of work in MM. 

 

4.2 Relocation 

The following section will examine the relocation of employees and the effects thereof. This 

examination is done by first exploring the establishment of who works from where. Then the split 

of the department Supply Chain is examined along with the changes in work processes and effects 

on communication. Hereafter, the employees working from home’s work program is explored, and 

lastly, the effects on the onsite location are investigated. This section will explore the attachment of 

different devices to MM’s work processes and how these devices reorganize actors around them. 

 

4.2.1 Deciding the work location of different employees 

On 11 March 2020, the prime minister of Denmark encourages “all private employers to ensure that 

as many employees as possible are working from home … taking into account the continuing 

preservation of contractual commitments” (Regeringen, 2020a, para. 6, translated). In MM, this 

requires a consideration of which employees are required to work onsite: “Which tasks should be 

prioritized here and now?” (Interview G). With the recommendation from the government to have 
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employees working from home, working from home becomes the new status quo for work location. 

In order to work onsite, employees need to be prioritized to do so. 

 

The first consideration is ensuring that MM can still serve their customer: “We started by saying, of 

course, we need some work processes that ensured the customers could get their products” 

(Interview G). This prioritization is warranting Supply Chain, which includes the teams Warehouse, 

Customer Service, and Production, to work onsite. Especially the work processes in the Warehouse 

and Production are requiring engagement with physical objects, such as products, which are only 

available at the onsite location: “we cannot work from home because we work in the Warehouse 

and also in the cleanroom [production site]” (Interview H). Furthermore, Supply Chain is qualified 

as essential to the MM’s operations: “it is like the machine room of the company” (Interview I). 

 

The next consideration is regarding Quality Assurance and Regulatory Affairs (QA/RA). MM is 

part of a highly regulated industry as a producer and distributor of medical instruments, requiring it 

to comply with different regulations to keep its license to operate. Following regulations involves a 

high level of documentation. As complying with these regulations is primarily the responsibility of 

QA/RA, they are prioritized to go to the office as needed: “We needed to make sure we were in 

compliance with our business in QA/RA, so they had full access to the office if they wanted to, to 

have the work conditions they needed and access to systems and documents” (Interview G). The 

work processes in QA/RA involves a physical filing system including handling physical documents: 

“There will be some departments which are more dependent on meeting up physically because 

some departments still have physical paper, they are handling … and where you need to check 

things physically” (Interview J). As QA/RA is one of these departments working with physical 

documents located at the office, they are more contingent on the possibility of working onsite. One 

thing interesting to note is the strength of the attachment for different departments. Supply Chain is 

required to work onsite, whereas QA/RA is granted the possibility of working onsite. The 

attachment to the onsite location is, therefore, stronger for Supply Chain than for QA/RA. 

 

After these considerations, it is decided that the rest of the employees are not prioritized to work 

onsite: “so that is what we prioritized, and then the rest were working from home and wasn’t in the 

first priority” (Interview G). However, even though the other functions are not being prioritized to 

work onsite, it is not translated into them being less critical: “I don't feel like that the ones working 



36 

 

at the office is the A-team … or the other way around that the ones working at home are the A-

team” (Interview K). It shows that the qualification of Supply Chain and QA/RA as essential did 

not qualify the other functions as being inessential. Another employee expresses it like this: “It's not 

because my job is less important than others, but it was because some of it could be pushed” 

(Interview L). 

 

The dependence on devices located onsite appears to be the determinant for prioritizing employees 

to work at the onsite location. It is implicitly the requirement from the government that only 

functions essential to operations should be prioritized, requiring MM to qualify the departments 

dependent on onsite devices as essential. This results in employees working from home not being 

qualified as inessential because they work from home but not being prioritized because their work 

programs and their attachments are not expected to require work to take place onsite. 

 

4.2.2 The split of Supply Chain 

Due to their essentiality and the risk of infection, it is decided that Supply Chain needs to split up 

“to ensure that if one person got infected, we didn't shut everything [Supply Chain] down, and also 

to make sure they had enough space between them” (Interview G). Therefore, Customer Service is 

relocated from the rest of Supply Chain to an office space across the street. As the prioritization to 

work onsite is dependent on one’s attachments to the onsite location, it is being questioned why 

Customer Service is prioritized to work onsite even though they are being moved from their onsite 

location: “I did also wonder why Customer Service couldn’t work from home, but that’s just not 

how it was” (Interview A). However, Customer Service is still attached to Supply Chain and 

qualified as essential, making it part of the prioritization. 

 

The move 

Splitting up Supply Chain is done by moving Customer Service across the street to another of 

MM’s office locations. Practically, the movie is done by the employees in Customer Service 

packing down their equipment Friday 13 March 2020 and then have IT set it up at the new location 

early Monday morning on 16 March 2020: “They packed everything down Friday, and then an 

employee showed up at 5 am to let in the IT guy on Monday, who set it all up” (Interview C). 

Thereby, the relocation is effectively executed by the start of the workday on the first official 

lockdown day (Regeringen, 2020a). The clean break of leaving one office on Friday and showing 
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up to work to a different office Monday might have created an effective detachment from the 

previous location and thereby made the relocation seem less disruptive: “Not a lot happened job-

related … I didn’t show up on the location I used to … but I was relocated to a different location . 

… I still showed up physically, got in my car and drove here” (Interview J). 

 

Even though they did not physically move far away, the engagement between Customer Service and 

the rest of Supply Chain is completely non-material: “They might as well have been sitting in 

Manila as they could have been sitting just across the street because there was no physical 

interaction” (Interview I). The absence of physical engagement between Customer Service and the 

rest of Supply Chain might trigger the consideration of whether Customer Service needs to be 

working onsite. However, even though the program is being questioned, Customer Service remains 

at the onsite location, making it a stable reality. 

 

Transforming the process of handling orders 

Customer Service and the rest of the Supply Chain are usually collocated, ensuring a physical 

engagement between them and shared work devices. The relocation of Customer Service affects the 

work process for handling orders. The typical work process for handling orders is that Customer 

Service types in the order, prints the order and a label for the order, and hands it over to the 

Warehouse. This work process is now changed: “a paper you print and a label you print and those 

two were just put in a folder, but now all of a sudden they [the orders] had to go to a different 

building” (Interview J). Customer Service produces the physical orders, and Warehouse needs them 

to pack and ship the right products. The mutual attachment to this physical work device combined 

with the detachment of their physical engagement creates a destabilization of the work program for 

both teams. Therefore, the work process is being transformed to restabilize the work program 

according to the new circumstances. 

 

Customer Service is still doing every part of the process until the orders need to be printed. The 

ready-to-print documents are then being categorized in a shared inbox. An employee from the 

Warehouse is accessing the inbox from where the employee is printing the orders, resulting in part 

of the work process being performed by a different actor:  
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“We had to draw on this employee from the Warehouse and put him in as a form of 

Customer Service function at the Warehouse. He became the link in regard to printing the 

orders, and the labels and stuff like that Customer Service usually does to simply avoid the 

physical interaction from location to location” (Interview I).  

 

The Customer Service employees are now no longer attached to the physical orders, having to let go 

of some of their control over the process. The Warehouse employee is being attached to the shared 

mailbox and the non-physical orders, compared to before just being attached to the physical orders. 

The shared mailbox as a device is becoming the mediator of what needs to become material. One 

device that is not changed is the printer by the Warehouse, proving how this device reorganizes 

other actors in the program according to its strong attachment to the physical orders. 

 

Adjusting the work process 

The work program of handling orders is stabilized for a while. However, this solution is thought of 

as temporary but turned permanent: “What was temporary became permanent, and that required 

some adjustments along the way” (Interview I). As the Warehouse employee is being attached to 

Customer Service tasks, they are mutually being detached from their previous tasks; tasks attached 

to the employee's job description: “It meant that some of the tasks held before had to be put on 

pause because it took so much time to assist Customer Service” (Interview F). Furthermore, the 

employees in Customer Service are frustrated over the detachment from the physical orders as it is 

their work task: 

 

“It sounds wrong because it is tasks to the Warehouse, but it felt like Customer Service lost 

their feeling with the job. It was like just sending an email and hoping someone would pick 

up on it . … Customer Service is a function that is very structured” (Interview A).  

 

The different departments’ employees experience an incongruence between their attachments in the 

transformed program and their job description, causing the program of handling orders to be 

destabilized once again. 

 

Over Summer 2020, Denmark slowly reopens but is shut down again in Fall 2020 (Ottosen & 

Ancher-Jensen, 2021), resulting in some reorganizations in locations and restrictions in MM. These 
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reorganizations allowed for the destabilization of the program of handling orders to be considered, 

and the work process changed. The change is resulting in Customer Service now printing the orders 

themselves and then physically moving them across the street to the Warehouse: “It became 

something where the employees from Customer Service come over once a day to drop off the orders 

and such” (Interview I). 

 

The actors are returning more to their previous attachments. Customer Service is attached to the 

physical orders. The Warehouse employee is no longer attached to the non-physical orders. The 

mail inbox is no longer mediating information on what needs to be printed between Customer 

Service and the Warehouse employee. However, in this program of handling orders, the printer at 

the Warehouse is entirely detached from the program, where the printer by Customer Service is 

being attached as well as the walk between locations. 

 

This change shows that as attached as the Warehouse printer has been in the previous version of the 

program; it is now completely detached. The reorganization of actors is now revolving to a higher 

degree around the attachment to job descriptions. The detachment of the Warehouse printer is 

though being questioned by other actors in the organization: “I often would see employees walk 

between the locations to transport orders, which made me wonder ‘why don’t they just use the 

printer located in the Warehouse?’” (Interview G), showing the strong attachment of this printer to 

previous versions of the program. 

 

The order handling process is stabilized for a while until 2021, where it is realized that the timing of 

the delivery of the orders is creating tensions between the two teams, having different interests 

according to their different work processes. The differences are being negotiated, creating a new 

timing for the delivery of the physical orders: 

 

“We are usually done around 14 with the orders, and then it's nice to be able to prepare 

orders for the next day, but they usually don't bring the orders over until 15-15.30, which is 

creating a stressful situation. We are now trying something new, so it isn’t so stressful” 

(Interview H). 
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As the work processes are being changed, it opens the consideration of the timing of orders, which 

has previously been disregarded. It shows how translating the program can have unpredictable 

effects as actors’ engagements change. 

 

ICT as the mediator of communication 

Supply Chain is usually collocated, but with the move of Customer Service, they are now located 

separately, creating changes in how they communicate. Before, they communicated face-to-face, 

whereas now they rely on ICT to communicate with each other: “Now we had to call them or send 

emails” (Interview F). Having the communication mediated via ICT creates a barrier for 

communication. 

 

Their communication is something that previously had been taken for granted and is now something 

needing to be considered: “Now we have to communicate in a different way. Maybe the things we 

took for granted before were now a very difficult task” (Interview F). The barrier to communication 

results in certain types of information not being communicated between the two teams:  

 

“It’s just easier that we write [to recipients outside Supply Chain] because we save some 

time that way and we don’t have to interrupt them [Customer Service] because otherwise, 

we had to send an email to them or call them, and then they have to get back to us” 

(Interview F). 

 

Usually, Customer Service is conveying information to people outside Supply Chain. However, 

since it has become more complicated to communicate within Supply Chain, Customer Service has 

been detached from this communication (Interview F). 

 

Furthermore, there are also some tasks that Supply Chain would get help with from Customer 

Service. However, due to the barrier in communication created by ICT, Supply Chain tries to find 

answers to these problems themselves rather than asking Customer Service: “Beforehand I would 

just ask Customer Service ‘hey, can you help with this?’ Now I have to find a solution to the 

problem myself” (Interview F). As ICT becomes the mediator of communication, the information 

communicated between the two teams is transformed since some kinds of communication are 

escaping Customer Service. 
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The barrier created by ICT also affects when communication takes place. Mediating communication 

via ICT creates more attention to interruptions: 

 

“If I didn’t have to call, I would just go physically and ask them, and I would have a feeling 

of whether they have time or not because I don’t want to interrupt. Seeing them physically, 

there are some signals to read, like if they are in a meeting. If I call them, I will just be 

annoyed that they didn’t pick up, and if they were in a meeting, I wouldn’t know” (Interview 

A) 

 

This quote shows how it is more challenging to figure out if employees are interrupting when trying 

to communicate with the other team due to the less-rich media that ICT provides than face-to-face 

communication. It creates a more significant focus on interruptions and discourages 

communication. The ICT-mediated communication results in employees trying to put off 

communication: “Before I would just get it done immediately but now that I have to pick up the 

phone, I’ll just do something else before and push it until it needs to be done” (Interview E). ICT-

mediated communication, therefore, impacts the timing of communication. 

 

4.2.3 Working from home 

Devicing the home office 

Everyone not being prioritized to work at the onsite location has to work offsite. The first 

consideration in this regard is to ensure the employees have the equipment needed to perform their 

work from outside the office: “It was something like does everyone have a computer … and what 

about screens and stuff like that” (Interview C). Thereby, the employees are forced to map out what 

devices are necessary to perform their work. For all employees working from home, most work 

revolves around the computer being the most critical device for employees to bring home. At this 

point, some employees already have laptop computers, where others have to acquire them as they 

are usually working on stationary computers located onsite: “We have stationary computers at 

work, so we brought home what we had of papers and then luckily had a private computer from 

which we were able to link up to MM’s servers until we got a laptop” (Interview D). Even though 

these employees cannot bring their computers home, they can work from a private computer by 

linking up to MM's servers. 
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While the computer is the most important device, as it grants access to documents and systems, 

other devices related to the computer are also used by employees to perform their work, such as 

screens, cords, and keyboards: “In the beginning it was a bit difficult to figure out how much to 

bring home” (Interview B). Some employees transport many of these devices into their home office, 

whereas others are more limited in their use of other devices at home. This difference warrants 

some employees to be attached to more devices than others in their work program. 

 

The difference in attachments to work programs correlates with how some employees can set up 

full home offices not disrupted by devices from their personal lives: “I am so lucky to have an 

office where I can close the door” (Interview K), whereas others create a less coherent workspace 

by opening their computer when they are working and packing the limited equipment away when 

they are done: “I sit by the coffee table or the dining table, and then I am at work even though I am 

still home . … You close down the screen and then that’s the end and then I move around the stuff” 

(Interview L). As time passes and the situation becomes more permanent, some employees are 

bringing home more work devices from the onsite location: “When I saw where this was going … I 

am getting my chair, I am getting my screen, I am getting the things that make it easier for me to 

work” (Interview L). The work programs become more stable as employees bring home more work 

devices since work is more accessible for employees in their private lives when it takes up more 

permanent space in their homes. 

 

The consistent computer 

As employees are moving work home, they become more attached to their computer since 

everything is now mediated via the computer. Many of the employees working from home were 

already very attached to their computer before the relocation, resulting in many work processes 

staying the same. Employees are using the same systems as before to perform many of the same 

tasks as before: “I just use the same remedies as I have always done. When I’m sitting and doing 

my job, I use the same programs for the different tasks I have. That hasn’t changed for me” 

(Interview L). The consistent use of the computer shows stability in the work programs, as behavior 

is predictable. 
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Lack of devices at home 

Even though some work processes remain unchanged, the detachment from the onsite location and 

the devices only available there leaves some employees lacking specific devices at home: 

 

“I realized how important it is with the documents if we had them in a system rather than 

them being at work . … I have a ton of paper here at home that I need to get to another 

employee so they can be filed so that others also have the possibility of accessing them” 

(Interview B).  

 

 The lack of devices typically regards access documents and filing systems, as the quote above 

shows, and to printers and scanners: “If I had a printer and a scanner you wouldn’t have to see me 

in the office at all” (Interview K). 

 

The lack of devices results in employees having to reorganize how they work. Some employees pile 

tasks that require devices located at the office and then go to the office occasionally to get these 

tasks done: “Some things I have to gather in a pile and then go to the office to print and get done” 

(Interview L). Thereby, a reorganization of tasks is happening since tasks are being organized by 

whether they require the onsite location or not, rather than organizing them compared to, e.g., 

deadlines or projects. 

 

Another strategy for overcoming the lack of access to specific devices is to be allowed to go to the 

office regularly: “There’s an entire part of my job. I can’t do that without me being at the office” 

(Interview K). Being allowed at the onsite location requires a reconsideration of the employee's 

prioritization resulting in a reorganization of location. 

 

Lastly, employees working from home make use of employees working onsite to scan in documents 

and make them available for the employees working from home: “An employee at work has 

scanned 30 documents into one pile . … It would be easier if it would just be in the folder at work, 

which it is, but I just can’t access it when sitting at home” (Interview B). Thereby, they get access to 

a transformed version of the documents as they are scanned in and sent, requiring the involvement 

of other employees in the work process, creating a reorganization of employees. 
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4.2.4 The onsite location 

The onsite location as a meeting point 

The office space is for many employees now substituted with their homes. The onsite location was 

previously a meeting point for actors connected by work, which is now exchanged with the 

computer. The onsite location assembled knowledge, information, employees, and devices in one 

place, and as this meeting point is moved to the computer, this assemblage is transformed. Even 

though some of the engagements happening at the office are transferable to the computer, some are 

not, such as the talk over the coffee machine, overhearing conversations in the doorway, or popping 

into someone’s office with a quick question: “There is no one talking in the hallway, or by the copy 

machine, or where you just have an ear out because some are talking about something” (Interview 

K). Being deprived of these engagements with other actors has consequences. 

 

First, employees are not being disrupted in their work as much as before, making it easier to focus 

on and finish specific tasks: “I know I got better at keeping focus and just take one task and finish it 

because I don’t always have people coming in and asking about stuff” (Interview D). The added 

focus also aids in planning the day as well as sticking to the plan made: “It has gotten really 

structured … there is a time plan for what I need to do today … I have a word document where it 

says what I need to do today, and it usually holds” (Interview B). A new device is then created: the 

reliable plan. 

 

Second, moving the meeting point results in a lack of informal information and restricts the 

knowledge at hand: “I feel like I am missing out on some information” (Interview J). As most 

decisions are based on the knowledge at hand, missing this creates more considerable risks of error: 

“There were some misunderstandings, some communication breakdown, where there was 

disagreement on how to do the task, where the parties involved both felt the others did it wrong” 

(Interview B). This lack of information is further observed as an employee describes not knowing 

what questions to ask because they do not know what is happening elsewhere in the organization:  

 

“Generally, knowledge people have … it’s not always you know what to ask, but if you hear 

a conversation in the corner or hear someone talking about something that relates to what 

you are doing now … it can be worth gold to some people” (Interview F).  
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The restriction in knowledge at hand also produces more autonomous employees as they now make 

more decisions on their own: “I feel like I have more responsibility now because I make more 

decisions on my own now that I am sitting at home” (Interview B). 

 

Mimicking the offsite location 

The onsite location is transformed as fewer actors are present, no longer making it the meeting 

point. The purpose of the office has changed from being a place where all the different actors meet 

and interact to a space linking certain actors by their attachments to the onsite location. Thereby, it 

is becoming more similar to the offsite location, which is confirmed by an employee agreeing to the 

statement: “Would it be fair to say that it has become more like working from home when you are 

at the office?” (Interview K). The covid-19 situation introduced social distance as a restriction, 

recommending employees to stay at a distance from other employees. This is limiting social contact 

at the office, and it is therefore mimicking the qualities of the home office such as being more 

peaceful, making it easier to focus: “It has given me some peace for work that there hasn’t been a 

run of colleagues and interruptions” (Interview A), as well as informal information and knowledge 

at hand is decreasing. 

 

4.2.5 Sub conclusion 

This section has started by showing how employees have been relocated due to the government 

urging employers to have employees work from home to minimize the risk of infection of covid-19. 

Supply Chain and QA/RA have been prioritized to work at the onsite location, respectively required 

to do so and offered the possibility to do so. In contrast, the rest of the employees have not been 

prioritized and are required to work offsite. The prioritization has been made based on essentiality 

and the attachments of the actors explicitly or implicitly to the onsite location. 

 

As the risk of infection creates a desire for distance, the essential Supply Chain is being split up. 

The abrupt split creates an effective detachment void of any physical interaction between Customer 

Service and the rest of Supply Chain. Since both Warehouse and Customer Service are attached to 

physical orders as part of their work program, though detached from physical engagement, the work 

program of handling orders is translated. The first translation reorganizes actors around the 

Warehouse printer, whereas the second translation detaches the Warehouse printer and organizes 

actors around the attachment to job descriptions. The third translation shows how the translation of 
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the program opens for consideration of timing, which has previously been disregarded. As 

Warehouse and Customer Service are no longer collocated, communication is mediated via ICT, 

which creates a barrier to communication affecting both the content, volume, and timing of 

communication between the two teams. 

 

The employees not being prioritized to work onsite have to work from home. When employees 

move work home, the number of devices being brought home varies between employees, creating 

different levels of stabilization of work programs at home. Some work processes are unaltered due 

to the consistent attachment to the computer. In contrast, other processes are being transformed due 

to a lack of devices, resulting in a reorganization of tasks, reorganization of location, or 

reorganization of employees. 

 

As employees are being dispersed, the onsite location is no longer the assembling point of actors. 

The computer is able to facilitate some of the engagements previously had at the onsite location, 

though not all of these engagements. The lack of these engagements results in a transformation of 

the onsite location, as both onsite and offsite locations become more peaceful but with less informal 

information and knowledge at hand. The change in the locations results in more focused and 

autonomous employees and a loss of risk management. 

 

4.3 ‘Layoff’ 

The previous section of the findings has explored how devices change characters and how they 

organize and are organized due to the relocation of actors. Whereas the previous section focused on 

the reorganization of devices already existing in the work program, the following section explores 

the production of the work devices ‘Layoff’ schedules and how the introduction of these new 

devices reorganizes work. 

 

4.3.1 The terms of ‘Layoff’ 

It has earlier been described that the government set up support packages for companies to help 

them get through the pandemic (Erhvervsministeriet, 2020). The following will explore how MM 

uses one of these initiatives, which in MM is coined ‘Layoff’: “We had to send some people home 

and such to get some compensation” (Interview F). ‘Layoff’ is a salary compensation scheme, 

compensating companies 75% of monthly-paid employees’ salaries (Erhvervsministeriet, 2020). 
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There are a few conditions to receive this compensation, where the most important ones for this 

case are the 30% term and the no-work term. The purpose of ‘Layoff’ is to ensure companies do not 

terminate their employees. The 30% term is set to limit the initiative to companies who would have 

otherwise terminated at least 30% of their workforce. Therefore at least 30% of the workforce needs 

to be involved in the ‘Layoff’ (Erhvervsministeriet, 2020). The no-work term determines that 

employees are not allowed to work while on ‘Layoff’ (Erhvervsministeriet, 2020). 

 

As a small organization, it is difficult for MM to lay off 30% of their personnel without affecting 

operations since most departments only consist of a few employees: “You still need to keep your 

company operating but with fewer employees, but if you are a small company then just taking two 

[employees] out of a department, you might have taken the entire department” (Interview C). 

Luckily, it is possible to calculate the 30% by individual days, meaning that more than 30% of the 

employees are on the ‘Layoff’ scheme in the entire period, though only 30% per day, allowing 

employees to work on certain days even though on the ‘Layoff’ scheme (Erhvervsministeriet, 

2020). 

 

4.3.2 The layoff schedules 

In order to keep track of who is working and who is not, in the period of the ‘Layoff’, ‘Layoff’ 

schedules were produced: “It is a huge amount of work put into the plan, so everyone could see who 

were where and how much” (Interview K). The period is first registered to be from 6 April 2020 to 

8 June 2020 (Letter) but is later extended to 8 July 2020: “And then we extended to July when we 

got to the end of May” (Interview C). 

 

Multiple schedules are produced as part of the ‘Layoff’. Each employee on the ‘Layoff’ scheme is 

informed about the ‘Layoff’ and provided with their individual plan for the entire period (Email 4). 

Each day in the period, the schedule is either labeled with a public holiday, employee’s paid day 

off, or ‘Layoff’ (Schedule 1). Every day not labeled is a working day for the employee. 

 

A schedule for all employees on ‘Layoff’ is produced with the same labels (Schedule 2). This 

schedule is an overview for all employees in MM to know which employees are not working each 

day. A different schedule is produced for each month the ‘Layoff’ is in use: “It was for a month at a 

time, and then there would come an update” (Interview A). The plan is discussed at the beginning 
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of the period in April, resulting in adjustments needing to be made along the way: “We had, of 

course, thought about it before and said it’s going to be roughly like this . … for some, it ended up 

being more [days working] but then others had to be home more days than first assumed for them” 

(Interview C). The schedules are updated when adjustments are made and distributed to the 

employees of MM: “2-3 times a week the excel sheet was updated regarding ‘Layoff’ and such, so 

everyone knew what was going on” (Interview G). 

 

The ‘Layoff’ schedules are devices helping to create predictability of employees’ behavior and 

thereby stabilize the reality of work in MM. Employees engage with these devices in different ways 

depending on the purpose of engagement. Thereby, the schedules help organize work processes for 

the employees. 

 

4.3.3 The overview schedules 

As employees are working, they will require collaboration from other employees to complete some 

of their tasks. The overview schedule is being used to check other employees’ working days. This 

device is being used in two different ways; one is dependent on the workday, where the other is 

dependent on the specific employee. 

 

One way of engaging with the overview schedule is to highlight each day and detect who is 

working this day: “I used it to see what is today, who is in ‘the office’ . … I just crossed off the day 

like a calendar and then it is a new day, who is now available” (Interview A). Thereby, when a 

collaboration partner is needed for a work task, it is possible to see which employee is available to 

help. The ‘Layoff’ of employees creates a compromise for the knowledge available since the 

employee most suitable to help might not be available, why the next most suitable employee is 

contacted, or the third or fourth most suitable, depending on who is available on a particular day:  

 

“By compromise, I mean we had to find someone that might not be within this area and then 

just hope they could help … but it’s still better to pass it on to someone who could actually 

try to reply or ask the right questions so they could help rather than leaving them [the 

customers] in the blue air” (Interview A). 
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The overview schedule thereby becomes a way to attach different employees to work tasks, creating 

a reorganization of employees. 

 

Other work tasks, on the other hand, are not subject to changes in employees. In this case, the 

overview schedule is used to explore when a specific collaboration partner will be working. 

Collaboration partners will be working at different times resulting in them being available more 

asynchronous. The temporal dispersion creates delays in work tasks because they are being worked 

on asynchronously: “It prolongs the work processes that’s for sure” (Interview E).  Furthermore, it 

creates problems with collaboration amongst collaboration partners, since finding time to 

communicate synchronously can prove difficult, especially if more employees working together are 

on the ‘Layoff’ scheme: “One of the things that were frustrating was that when someone wasn’t 

there for two days and then I wouldn’t be there on the days they were. It could take many days 

before something was solved” (Interview K). The ‘Layoff’ is creating temporal dispersion in work 

for employees. However, the overview schedule becomes a planning device from which employees 

can plan their work tasks according to their collaboration partners. Tasks are here being reorganized 

as they are being handled depending on when other employees are available. 

 

4.3.4 The individual schedules 

The individual schedules are primarily used by the employee, to whom the schedule is related, to 

check when to work: “I think it was really nice that you could check when I had to work and when I 

didn’t” (Interview H). It is used as a device to plan their work-life and private life since non-

working days are translated into time for private life. As described earlier, adjustments happened 

along the way, which are updated in the schedules, reorganizing work time. It is very different for 

each employee how much they are working versus being laid off and whether the adjustments 

would be either towards more work time or more private time since the adjustments always have to 

add up to 30% of the workforce each day. 

 

Some employees have experienced not being aware of changes to their schedule before showing up 

at work: “I experienced where I thought I was working Monday and Tuesday but then there were 

changes to the schedule . … I figured it out when I showed up, there was an email that there was a 

new schedule” (Interview M). Employees not being made aware of adjustments is happening 



50 

 

because the information is conveyed through work emails, which employees do not necessarily 

have access to while not at work: “I don’t take my email home with me” (Interview M). When 

employees are not working, they do not have access to the adjusted schedule. Employees not being 

made aware of adjustments creates a destabilization of the program, as employees’ behavior 

becomes unpredictable due to their lack of knowledge that they are not supposed to work. 

 

The individual schedule reorganizes work by employees having to organize their time differently. 

For some employees, it results in them working longer days when they are scheduled to work. They 

still have the same workload as before, but they are restricted in the number of days they are 

allowed to work. Employees, therefore, choose to prolong the days working to catch up on lost time 

from days not working: “Sometimes I started earlier and ended later [compared to normal working 

hours] because you had these few days . … It was obvious that my workday usually became longer 

than it was supposed to be” (Interview L). Work is intensified and prolonged when the employees 

know they are not allowed to work every day. 

 

Employees are not only affected on the days they are working, but also on the days they are not 

working. They are experiencing that their detachment from work on certain days is taking up much 

mental space: “It was a psychological worry in some sense . … You don’t have a sense of what’s 

going on” (Interview M). This phenomenon is especially prevalent on the days not working, leading 

up to working days: “You get ready on Sunday and can’t sleep because you know you have to work 

on Monday because that’s when it’s busy” (Interview M). The employees experience an internal 

pressure to perform even more on working days compared to before the ‘Layoff’. The higher 

performance is both to make up for the lost time: “I wanted to help, so as I was laid off, the hours I 

was actually working I really wanted to give it all I had” (Interview L) as well as in consideration of 

that they are being scheduled to work for a reason: “You are working for a reason, and that’s 

because it’s busy” (Interview M). The individual schedule thereby is a device reorganizing private 

time and work time, as it creates spillover into private time. Even though working hours are 

decreased, the relative time engaged with work compared to free time is increased. 

 

4.3.5 Sub conclusion 

MM is engaging with a salary compensation scheme offered by the government, requiring it to 

‘Layoff’ 30% of their workforce each day who are not allowed to work. In order to document the 
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‘Layoff’, and keep track of who is working when schedules are produced. The overview schedules 

become devices to reorganize employees to specific programs and reorganize tasks according to 

temporal dispersion, depending on the engagement with the device. Individual schedules become 

devices to organize time as it creates a difference in when working time is. The engagement with 

the device results in work becoming a relatively more significant part of employees’ lives since 

employees work longer days and engage with work more in their free time. The ‘Layoff’ devices 

help stabilize the program as it creates more predictable behavior from the actors. 

 

4.4 Microsoft Teams 

The following section once again explores the introduction of a new work device, namely Microsoft 

Teams. It will here be explored how Teams is introduced, how it affects communication, and how it 

reorganizes behavior. The employees of MM are now working more spatially dispersed than before. 

Since there is still a requirement for communication between employees, communication is being 

mediated through ICT. One system, in particular, is being adopted to manage the communication, 

namely Microsoft Teams (Teams): “Well, it’s just we use Teams a whole lot” (Interview L). The 

following part of the findings will explore Teams as a new work device and how the introduction 

hereof is organizing work. 

 

Teams is a part of Microsoft 365 and has multiple functions (Microsoft, 2021), of which some are 

used by MM’s employees. The most prevalent is that meetings are being held via Teams: 

“Videoconference - Teams which we are using - is the new black when it comes to having meetings 

internally in the company but actually also externally” (Interview I). Having meetings via Teams 

allows participants to share their screen, giving direct access to what is being looked at to the other 

participants (Interview D) and record meetings, which is helpful for, e.g., training (Interview B; 

Interview J). Furthermore, Teams also has a chat function: “I use this chat function on Teams for 

stuff that is not as official, like a quick question, you can just do that over the chat” (Interview F). 

Lastly, Teams can pool employees into teams, creating the possibility for assembling all 

information relevant for the team in one place, including task management with the integrated 

planner app (Microsoft, 2021). In MM, this planner app is used as a whiteboard, which it is also 

being named in the organization: “In Teams, we have our agenda, where we have written in all our 

work tasks everyone, what we are sitting and doing, and we go through all of these once a week in a 

meeting” (Interview L) 
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4.4.1 Integration 

As described above, Teams is part of Microsoft 365. Microsoft 365 has long been an integrated part 

of MM though Teams has not been used before: “It has existed for a long time [in the company], 

but we just haven’t used it” (Interview K). Even though the technology has been available for a long 

time, actors have not engaged with it, making it irrelevant to the program. As Teams is now being 

integrated into work processes, actors have to adopt the technology as part of their work. 

 

The adoption of Teams is described as a necessity: “When you move further away than just an 

office around the corner, it is a necessity that you become a world champion in no time in 

communicating, showing documents, and working with Teams … you are forced to get there” 

(Interview G). However, the necessity is different for different functions: “Those who needed it to 

do something, they were pretty fast with using the functions … those who were far from each other 

and stuff like that were faster than those sitting next to each other” (Interview G). Whereas some 

view it as necessary to do something, others adopt Teams “because our boss is using it” (Interview 

A), proving how the necessity is different. Either way, it becomes necessary for employees to adopt 

Teams, either to perform their tasks or because others are using it. 

 

The lockdown happened very hastily, resulting in Teams being integrated very abruptly: “We had it 

installed on our computer, and then this icon would pop up when you opened the computer, and I 

was thinking 'what is that I don't use that’ … it was just there all of a sudden” (Interview A). The 

abrupt integration of Teams creates issues for some employees as they are confused about how to 

engage with the device. However, the abrupt integration and the necessity for Teams forces 

employees to learn how to engage with technology: “It gave some more support that people were 

thrown into new technology … MM really needed to update their IT skills, so this became sort of an 

IT brush up” (Interview C). Some employees, though, have an advantage due to previous 

experience with technology: “For some who use these tools in their everyday life, it is not a 

problem to implement it to their work” (Interview J). That results in an uneven implementation 

leaving some employees feeling left out: “I am not as good with technology as some other, and all 

of a sudden the communication happened via Teams and I felt a bit left behind” (Interview J). 
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The varying necessity for different functions, and the varying skillset, results in varying attachment 

to Teams. For some employees, “Teams is a completely integrated part of one’s everyday” 

(Interview K). In contrast, other employees are still using previous substitutes for their work: “We 

just pick up the phone or write an email” (Interview M). Not everyone sees the point of adopting the 

new device leaving them less attached: “If people want something from me then call. And then I 

know they call on Teams, but they can’t expect me to be using Teams all the time. Everyone in MM 

knows I have a phone they can call” (Interview A). 

 

4.4.2 Support 

The differing adoption of Teams is continued due to a lack of support. Many employees experience 

that they do not know how to use the device:  

 

“It was informed that this [Teams] is just what you need to use, and that’s fine. I want to, but 

how am I supposed to use it . … You have to inform clearly that this is what we do, and this 

is how it works. There was nothing of that as far as I remember” (Interview A). 

 

An employee expresses how it creates an incongruence with their job description and results in a 

loss of control:  

 

“It left me in a pickle because all of a sudden you were told ‘you can see it in Teams’ but 

knowing Teams is not part of my job description … it is annoying when I am used to having 

control over my agenda” (Interview J).  

 

As employees are not equipped with support or training, the uneven integration is not being leveled 

across the organization. 

 

Employees are forced to learn how to use it by themselves: “It was self-learning” (Interview B). 

However, the lack of support results in employees finding other ways to get help, primarily by 

asking their coworkers: “If I needed to, I would ask other employees who would show me some 

stuff” (Interview K). The engagement with Teams, therefore, depends on the relation to other 

employees. One employee expresses having a more challenging time asking for help: “I think it’s a 

little difficult to ask another colleague because I know everyone has a lot on their plate, but if I ask, 
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I always get a positive reply” (Interview J), whereas another employee describes: “My boss is a 

specialist in IT and Teams and stuff . … We had to figure it out ourselves but with his help on the 

side” (Interview B). For these employees, the possibility for support is very different, and therefore 

their use of Teams will also vary. 

 

Even as this study is carried out, employees are expressing a need to have MM catch up on the use 

of Teams: “It would be smart to pick up on it, so everyone is equal in this tool … they could say 'we 

have this platform and our goal is that everyone is equal and to do things more effectively together” 

(Interview J). However, MM is planning to provide more training and support: “There is still a need 

to create a common understanding. … My impression is that [certain employees] are still working 

on an internal workshop in Teams” (Interview C). MM is acknowledging the lack of support and 

the varying use across the organization. 

 

The way Teams was introduced combined with the possibility for support results in differing ways 

to use the technology. As already described, Teams is, for some, an integrated part of work while 

others are not as attached to the device. The varying integration leaves employees craving a 

common approach for the use of Teams: “I don’t think we have the same approach to it, and we use 

it really differently … I don’t think there has been an alignment of expectations in the company for 

how we use Teams” (Interview A), which another employee supports: “We are lacking a general 

process for how to do because there are many ways to Rome here” (Interview K). The different use 

is related to when Teams is used as well as how to communicate via Teams: “What dialog works 

better for email and what dialog works better for a chat on Teams . … How should the culture be 

when you call someone up on Teams” (Interview J). There is an instability in the use of Teams, as 

the lack of support and a standard approach results in unpredictable behavior from employees in 

how Teams is engaged. 

 

4.4.3 Communication via Teams 

It has already been explored how ICT-mediated communication is transforming communication as 

Supply Chain is split up. The following section will further examine how communication is 

changed when done via Teams by looking at the timing of the calls, the content of the calls, and the 

structure of the calls. 
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It has previously been argued that as the onsite location is no longer the meeting point, certain types 

of engagements are lost, such as informal information sharing. Even though many engagements can 

be transferred to the computer by using, e.g., Teams, informal information sharing is not something 

that Teams manage to facilitate: “When it is Teams based, it is rare that anyone has called me or I 

have called anyone without it being case-related or planned” (Interview G). The missing meeting 

point for informal information sharing results in employees not just calling each other on Teams 

casually: “You need something to talk about, otherwise you don’t call someone up” (Interview K). 

Teams is used when something specific needs to be communicated. Further, Teams is engaged 

compared to other ICT when specific kinds of communication are taking place: “Teams was used 

when you needed a dialog, and it needed to be two-way … would never just send an email if the 

information affected the employee personally” (Interview G). This impacts the timing of when calls 

are made via Teams. 

 

The timing of the calls also reflects the content of the calls: “It revolves a lot around work when you 

are sitting on Teams” (Interview G). There are differing opinions on whether it should be included 

in Teams calls or not when it comes to social aspects. One employee expresses that: “It is important 

for me to do . … It can get a bit impersonal, so I also warm up with a bit of ‘how are you doing’ 

ish” (Interview K), whereas another employee describes that: “It should be done as short as 

possible, so I don’t have to ask about personal stuff . … It’s about learning to do it briefly, that’s 

also how I like it best” (Interview J). Since Teams is usually engaged when employees have 

something specific to talk about, the content of the calls is primarily work-related. Furthermore, 

Teams affects how structured the communication is: “It becomes very structured . … First of all 

you don’t talk over each other because then it gets really messy” (Interview K). Teams organizes 

the communication to become more structured as it is unsuitable for multiple people to talk 

simultaneously. 

 

Substitution 

How employees engage with Teams will be dependent on what type of communication media it is 

substituting. As employees are no longer collocated, Teams is substituting the office talk: “Before I 

didn’t really have a lot of meetings in that sense, because people would just pop by the office and 

talk it out there … or you would talk by the coffee machine” (Interview K), as well as the physical 

meetings: “There are many meetings you would have taken physically that you now just do online” 
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(Interview I). Calling on Teams further substitutes the phone call for employees who were 

previously dislocated from their typical collaboration partners: “For me, it has substituted phone 

calls because I usually don’t have many physical meetings since most my contact are not in this 

country” (Interview D). The chat function, on the other hand, mainly substitutes emails: “For some 

colleagues, it has been a nuisance to use the chat since we have Outlook [the email program]” 

(Interview J). Even with multiple substitutes to Teams, it has been integrated as a disregarded part 

of work: “I might not think it’s optimum, but what’s the alternative?” (Interview A). 

 

Depending on what Teams is substituting, it will be either a more or less rich media than before. 

When Teams is substituting face-to-face communication, it becomes less-rich: “I feel like some 

things get lost over Teams because there might be a lot of your body language you can’t convey 

correctly over Teams, it can be something in your tone of voice that doesn’t get through correctly, 

or eye contact” (Interview I). However, Teams become richer when compared to other media like 

the phone or emails: “Teams is an incredible tool . … I feel like it gives so much to sit and talk to 

people and be able to see them when you talk. I like that I am able to read people.” (Interview D).  

 

The relative richness of the media matters since it has effects on communication and connection. 

Less rich media creates a possibility for misunderstandings: “Sometimes I am afraid if the one 

sitting on the other end of the line has the same understanding I do because you don’t have the same 

feeling as sitting across from each other and can see the entire body language” (Interview I). More 

rich media makes employees more connected: “I feel more connected to my colleagues and my 

workplace because I can see people while I communicate with them and discuss some things 

quickly rather than writing up and down” (Interview G). Therefore, moving from a more to less rich 

media, e.g., from face-to-face interaction to Teams, creates the possibility for misunderstandings. 

Moving from less to more rich media, e.g., from the phone to Teams, creates a stronger connection. 

 

4.4.4 Reorganization of behavior 

Interruption 

It is already established that communication via Teams results in employees only calling when they 

need to and that it is mainly for work-related reasons. This change in communication relates to 

interruptions, as one of the reasons employees need more reason to establish contact with someone 

via Teams is that they are afraid of interrupting the other person:  
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“For me, it’s very few people I talk to, it takes more before I would call someone (...) even 

though it is just to say ‘how are you’ because I don’t want to interrupt because I don’t know 

what you are sitting with right now” (Interview L).  

 

However, it is not just the barrier created by ICT that makes employees feel like they are 

interrupting; employees also experience being interrupted more by Teams: “A physical meeting is 

planned, and then you plan your work tasks around that, and often you get interrupted on Teams 

and then, in reality, you have a meeting that is not planned” (Interview D).  

 

Teams being interrupting is an interesting finding, as it has earlier been described how people feel 

like they can focus more at home because it is quieter at home. Apparently, losing the constant 

buzzing at the office makes employees more focused, but having the communication mediated 

through Teams creates more interruptions. The Teams interruptions might relate to it being more 

difficult to shut down the communication once an interruption has been made: “If I have a task that 

appears during the day, that I haven’t blocked time for, it is a bit harder to keep people away [from 

communication via Teams]” (Interview J), as well as being stripped of the cues from being spatially 

and temporally together: “It might be easier when you are physically together to see if you are in the 

middle of something and stuff and then you don’t get interrupted” (Interview J).  

  

Employees change their behavior to avoid interruptions when communication is mediated through 

Teams: “I mostly check people’s calendar and see if they are available before [calling them on 

Teams]” (Interview K), resulting in “you need to put more energy into booking your calendar, so 

you don’t get interrupted” (Interview J). Another suggested strategy is “alternatively you can just 

write before instead of calling people up, so they don’t get interrupted” (Interview I). It is creating 

new ways of engaging with devices to deal with Teams interruptions. 

 

Signaling 

The interruptions from Teams change the considerations employees have before contacting other 

employees: “If you need to call someone, you take into regard that you don’t call in the middle of a 

meeting or something like that” (Interview J). Since the cues available when being spatially and 

temporally located together are lost, employees need to find other ways to figure out if they are 
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interrupting. Employees have found different ways of seeing whether other employees are available 

or not by using the calendar, using the color signals from Teams, or using the chat:  

 

“If there is nothing in your calendar, then people think it’s okay to interrupt . … If I need to 

contact someone, I go in and check if it [Teams] is green . … If someone is red, I don’t try 

to call, then I write in the chat” (Interview J). 

 

These signaling devices are being integrated into employees’ behavior due to the engagement with 

Teams: “A new tool has arrived that you didn’t use before, but all of a sudden you got a tool to in 

another way see what people are doing” (Interview J). Even though being used before, the calendar 

has gotten a new role since it is integrated with Teams’ color signaling. The color signaling has 

multiple colors, but the focus will be on red signaling ‘busy’ and green signaling ‘available’. If a 

meeting is booked in one’s calendar, Teams will automatically signal red. However, it is also 

possible to manually change the color signaling of one's Teams: “You can manually set yourself as 

‘busy’” (Interview D). 

 

The new signaling devices affect the employees: “I feel like my time is much more exposed” 

(Interview J). The time becomes more exposed because employees spend more time looking into 

other employees’ calendars or their Teams’ colors. Employees have to consider how they signal 

their time:  

 

“I think it’s very much a balancing act. You need to find a spot between that since we can’t 

see each we need to have an indication of ‘when can I reach you’ but if you are available all 

the time, there are too many interruptions” (Interview J). 

 

This consideration results in employees changing their planning behavior according to how their 

signaling: “I went from using work tasks [an Outlook feature] to moving it over and booking it into 

my calendar” (Interview J). 

 

Planning 

With the new signaling devices, planning is transformed:  
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“If you don’t want to be interrupted on Teams, you need to have blocked some time . … 

You might have blocked some time in your calendar because you want to focus on a specific 

task according to your agenda, but then it will also show that you are unavailable on Teams” 

(Interview J).  

 

Booking time in your calendar now gets a new purpose as it is used to signal to others that you are 

not available. Therefore, “planning has come more into play” (Interview J). 

 

The introduction of Teams and signaling devices to avoid interruptions have emphasized planning 

and booking the calendar, resulting in more filled calendars and more planned activities. Teams 

further emphasizes this tendency since it is no longer possible to pop into someone's office. 

Therefore, activities that would not have been planned before are now planned to ensure the 

collaboration partners are available: “If you just need to discuss something for 5 or 15 minutes, you 

easily just book a meeting to make sure they have time and to signal that this is something you need 

to discuss” (Interview J). This all results in many planned activities, making Teams even more 

present in the workday: “I had so many planned communication activities . … I ended up having 

my day completely planned … with sitting and discussing things on Teams” (Interview G). 

 

4.4.5 Sub conclusion 

Teams has long been available for MM employees, though it has not been attached to the work 

program before the lockdown, showing how engagement is essential for devices to impact reality. 

The abrupt introduction of Teams to the work program without any training and differing levels of 

necessity in combination with varying access to support and technological skills results in varying 

ways of engaging with the technology. The varying ways of engaging with Teams create 

unpredictable behavior from actors, thereby showing the program’s instability. 

 

Teams facilitate communication when employees need to have dialogue-based communication and 

when they have a reason to contact others. The timing of communication is changed, as it raises the 

bar for when it is okay to reach out to others. Further, the content becomes mainly work-related, and 

the communication becomes more structured when mediated via Teams. Teams substitute multiple 

types of media, both more and less rich than Teams. As Teams substitute richer media, like face-to-
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face interactions, it is subject to misunderstandings. In contrast, when Teams substitute less-rich 

media, like phone calls, it creates a stronger attachment between employees. 

 

Employees experience being more able to focus when working at home. However, they 

experience interruptions from Teams as more invasive, most likely due to the lack of social cues 

compared to being at the onsite location and it being more difficult to avoid the interruption. In 

order to avoid interrupting, employees have adopted new behavior such as looking in other’s 

calendars, using the color codes from Teams, or writing a chat before calling. These new 

strategies result in changes in planning. Employees now focus on blocking their calendar to signal 

that one is unavailable and generally having more planned activities since meetings are being 

booked rather than making spontaneous calls. 

 

Future programs 

The ‘Layoff’ has already been detached from work in MM, making the devices produced in that 

regard immaterial to reality. The covid-19 minimization program is expected to have less impact on 

work in the future, as citizens get vaccinated, creating an expected decrease of infection rates and 

thereby loosening of restriction. It is expected that employees will return to the onsite location as 

the status quo when restrictions are loosened, though with a better opportunity to work from home. 

These changes will prompt a new reorganization of the work programs as employees are relocated 

again. 

 

Teams as a work device is expected to still be present in the future: “I don’t think these Teams 

meetings will stop, because you’ve found some sort of effectiveness in them; especially when you 

have more locations in your company then it’s super smart and easy” (Interview C). Another 

employee further backs this: “Teams has become such a good tool to use and a tool that I will hold 

on to” (Interview D). Therefore, the attachment of Teams to the work program will probably 

continue to organize work moving forward. 

 



61 

 

5. Discussion 

As STS is limited in its ability to regard the subjective experience, the discussion will examine 

findings in this paper related to the experience of work and suggest future research that offers a 

different and complementary understanding of the organization of work. 

 

5.1 The experience of work 

The following section will start by exploring interruptions in work and how they are experienced. 

This section will be followed by a discussion on temporal flexibility and when it is being used. 

Hereafter the concept of proximity is examined. Lastly, a discussion on the effects of the cultural 

value ‘We Are One’ is investigated. All these topics will relate to employees’ experience of work. 

 

5.1.1 Interruptions 

Interruptions as a condition of work 

Employees at MM experience interruptions both at the office and via Teams. It has been shown that 

the reorganization of work, where employees are working from home and being more physically 

separated from other employees, has left employees experiencing a higher degree of focus 

(Interview D). The higher degree of focus is explained by employees not being interrupted by 

aspects at the workplace such as chatter in the hallway or other employees popping into their office 

(Interview D). However, that does not necessarily mean that working at a distance is the solution to 

interruptions. Moving communication via Teams does not rid employees of interruptions. 

Paradoxically, employees are also experiencing a high degree of interruptions from Teams: “I am 

better at focusing at home … because people don’t walk into the office and interrupt me . … I am 

more interrupted in my work now [via Teams]” (Interview D). Employees attribute these 

interruptions either to the office or to Teams. However, as they are present in both places, it might 

be a condition of work. 

 

Different kinds of interruptions 

The statements from the employees at MM show a tendency that the interruptions from the office 

and Teams might be experienced differently. The office interruptions are discovered by the lack of 

ability to focus on the task at hand: “I have experienced that it’s more effective to sit at home 

because it is quieter” (Interview K). The interruptions at the office are characterized by the higher 
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degree of social cues available, making interrupters feel like they can read the room and thereby 

avoid interrupting: “When we are physically together, I can sense when I am interrupting the least” 

(Interview A). Interruptions at the office are, therefore, experienced more as such by the interrupted 

than the interrupter. 

 

Teams interruptions, on the other hand, are experienced as more official and difficult to waive off: 

“I think it is difficult to reject a colleague [on Teams] … as a human being you also have to reflect 

on other’s needs” (Interview D). Interrupters are also more aware of their interruptions and consider 

it more when contacting other employees: “I know I am interrupting something” (Interview A). As 

these findings are merely a byproduct of the data collection, it would be interesting to research it 

further to explore the differences in interruptions in the office compared to Teams or other ICT. 

 

The experience of interruptions 

Wajcman and Rose (2011) have explored ICT-mediated interruptions. Their findings support that 

interruptions are a condition to work as “they are crucial to the operation of work” (Wajcman & 

Rose, 2011, p. 956). Furthermore, they find that interruptions are not inherently harmful, as they are 

found to help keep workers updated (Wajcman & Rose, 2011). The findings in this paper find that 

interruptions are helpful due to the risk management effects of informal information sharing at the 

office. 

 

Wajcman and Rose (2011) challenge how interruptions are understood in the literature: “We began 

by questioning the assumptions present in much of the literature on interruptions. These include the 

way that interruptions have been framed as negative occurrences that distract workers from their 

‘real work’” (Wajcman & Rose, 2011, p. 958). Since they find that interruptions are helpful for 

employee’s work, seeing interruptions as ‘negative occurrences’ distracting from their work does 

not fit their findings (Wajcman & Rose, 2011). However, these findings are derived from an STS 

study, thereby not involving the subjective perception of workers. Taking that into account, MM 

employees do experience interruptions as ‘negative occurrences’ distracting them from their work. 

The incongruence between MM employees’ perception and Wajcman and Rose’s (2011) findings 

highlights the importance of understanding work from multiple research philosophies and 

methodologies since it allows for a nuanced understanding of phenomena. 
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5.2.2 Temporal flexibility 

With the covid-19 situation, MM is required to have some of their employees working offsite. 

However, it is not specified where work is supposed to take place. The lack of a specified 

workplace provides employees with spatial flexibility as they can work from anywhere, such as 

their home office, living room, or summer house: “I could sit in my summer house” (Interview K). 

Further, managers provide temporal flexibility by showing understanding for the difficulty of 

balancing work and private life when work is moved home, often with everyone else in the 

household: “You express an understanding for them not being able to get as much done” (Interview 

C). The temporal and spatial flexibility being offered by MM in combination with a higher 

integration of ICT relates highly to New Ways of Working, which is a way of organizing work that 

offers spatial and temporal flexibility typically mediated by ICT (Nijp et al., 2016). 

 

It has been explored previously how some employees work outside working hours in relation to 

‘Layoff’. However, with ‘Layoff’ no longer applicable, it is seen that employees feel a need to 

perform work in the previously dedicated work hours, resulting in them not experiencing the 

temporal flexibility offered by MM. For some employees, the need to stick to dedicated work hours 

arises from an experienced demand from the rest of the organization: “I don’t want people to think 

that just because you’re home, it means you can allow yourself to do all sorts of other stuff … 

therefore I work from 8-16” (Interview B). For other employees, sticking to previous work hours 

comes from a need for structure: “I have actually from the beginning stuck to my routines. That was 

important to me . … To give it some structure, for the most part, I start working at 8 and I close 

down at 16” (Interview K). 

 

The experienced demands and their subjective need for structure make them not take advantage of 

the temporal flexibility, showing the importance of employees’ subjective experience in the 

organization of work. This finding is supported by Wajcman and colleagues (2010), as they find 

that employees stick to previously dedicated work hours even as the internet is introduced to work, 

allowing for temporal flexibility (Wajcman et al., 2010). It shows the strength of the social 

construction of work hours, which originated from the traditional work program introduced in 

Denmark 100 years ago, where 8 hours are dedicated to working (Navrbjerg & Minbaeva, 2020). 
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Further, it sparks the discussion of when temporal flexibility is being used, as it is here seen that 

employees do not take advantage of temporal flexibility, whereas other organizations do engage 

with temporal flexibility in New Ways of Working (Blok et al., 2012; Nijp et al., 2016). This 

discussion is an alley for future research. However, it is suggested here that it could depend on the 

motive for the reorganization of work. New Ways of Working is organized around spatial and 

temporal flexibility. In contrast, for the reorganization triggered by the covid-19 pandemic, the 

motive is one of necessity, making the spatial and temporal flexibility a byproduct of the 

reorganization. The covid-19 situation provides a unique case to explore the impact of necessity as a 

motive. It is here seen that necessity seems to create a unique sense of urgency: “This adaptability 

or positive mindset for this change … as far as people have an understanding for this burning 

platform . … If there is a sufficient burning platform, it is unbelievable what can be changed” 

(Interview G). However, it should be studied further. 

 

5.2.3 Proximity 

The desire for physical distance and physical proximity 

In previous literature, it is possible to find both desires for physical proximity and desires for 

physical distance. Physical proximity can be desired to enhance communication (Monge & Kirste, 

1980), and physical distance can be desired to enhance flexibility (Nijp et al., 2016; Blok et al., 

2012). In the covid-19 situation, the desire for physical distance is built on the risk for infection. 

The desire for distance is not created from within the organization but is created by external forces. 

It seems that MM has a competing desire for physical proximity: “The ambition for all of us is to sit 

together” (Interview I). 

 

Perceived proximity 

There is an incompatibility between physical proximity and physical distance, as both cannot be 

achieved simultaneously. However, Wilson and colleagues (2008) explore how proximity is not an 

objective physical measure but rather a subjectively perceived one that does not need to stand as the 

opposite of distance but can coexist with distance. They argue that by enhancing perceived 

proximity, it is possible to achieve “many of the benefits of co-location without actually having 

employees work in one place” (Wilson et al., 2008, p. 979). 
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Perceived proximity is defined as requiring two people, by only being knowable by the person 

whose it is, and as having “both a cognitive and an affective component” (Wilson et al., 2008, p. 

983). Thereby, perceived proximity is determined by a person’s “mental assessment of how distant 

a teammate seems . … [and] is not a purely conscious or rational assessment; it is subject to 

emotions and feelings” (Wilson et al., 2008, p. 983). Having this understanding makes it possible to 

establish the change in perceived proximity due to the reorganization of work in MM, at least to 

some degree, thereby expanding the understanding of proximity’s effects. It is seen that perceived 

proximity in MM is relative and dependent on one’s collaboration partner. 

 

Collaboration partners 

It has been established that, with a higher degree of physical distance and engagement with Teams 

in MM, communication is primarily work-related. It seems that communication is essential for 

perceived proximity: “Without interdependence or shared goals [italics added], organizational 

members are unlikely to have sufficient levels of communication [italics added] or identification to 

fuel perceived proximity” (Wilson et al., 2008, pp. 983-984). Employees at MM experience a 

significant distance to other employees only interacted with at social gatherings: “There are some 

people I only see at social gatherings, so of course I have gotten further from them” (Interview M), 

whereas they are getting closer to collaboration partners: “I got closer to [XX] and [XX] because we 

talked 3-4 times a day … for many months” (Interview G). As one employee sums up: “It is a 

dosage of whom you need to solve your tasks” (Interview J). 

 

However, before the reorganization due to covid-19, communication and perceived proximity to 

other employees have not been determined by collaboration partners: “There are people I am 

actually having fun with that I don’t have any work relation with that I don’t get to laugh with or 

hear how it’s going” (Interview K). It appears that the ‘interdependence or shared goals’ are 

changed according to the levels of physical proximity. Perceived proximity in MM is determined by 

the level of communication, which due to the reorganization becomes mainly work-related, leaving 

employees feeling close to collaboration partners, but far from non-collaboration partners. 

 

The relativity of perceived proximity 

Wilson and colleagues (2008) do not seem to consider the relativity of proximity. When employees 

are used to being collocated with their coworkers, the perceived proximity seems to decrease: “We 
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have slipped from each other a bit because we don’t talk as much as before where we would talk 6-

8 hours a day and ping pong over the table and everything” (Interview B). However, some 

employees are usually physically distant from some of their collaboration partners. These 

employees appear to have increased the perceived proximity due to the integration of Teams, as this 

increases the richness of the communication media: “Getting a face on … and being able to share 

your screen and stuff like that. It is obvious that the more you talk to people face-to-face (via 

Teams), the more connected you become” (Interview D), as well as the frequency of 

communication: “Because we have these technologies more readily available there is more 

communication with our international colleagues . … We have had an insane amount of 

communication … so I have gotten much closer to them” (Interview F). Even though everyone now 

has the same opportunity for communication via Teams, employees usually being physically 

proximate experience a decrease in perceived proximity. In contrast, employees usually being 

physically distant experience an increase in perceived proximity. This difference shows that 

perceived proximity is relative to prior situations. 

 

The effects of proximity 

Including the subjective experience of proximity allows for a different understanding of the effects 

of proximity. In previous literature, physical proximity has been equal to, e.g., communication, and 

physical distance to, e.g., flexibility (Monge & Kirste, 1980; Nijp et al., 2016). Wilson and 

colleagues (2008) try to bridge physical proximity and physical distance by introducing perceived 

proximity where the flexibility from the physical distance can coexist with the increased 

communication from the physical proximity. 

 

The findings of this paper have focused primarily on the barrier of communication due to the 

physical distance. However, this is mainly explored between employees usually being collocated, 

who, as it is shown here, experience a decrease in perceived proximity. In MM, it is seen that 

perceived proximity is increased between collaboration partners and when the richness of the 

communication media is relatively higher than previous. The findings in this paper show that 

communication is mainly work-related and, thereby, between collaboration partners, resulting in 

increased communication with coworkers who have always been located at a distance. It is shown 

that there is a correlation between perceived proximity and communication, proving the importance 

of the subjective experience of work. 
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5.2.4 We Are One 

MM has a cultural value of ‘We Are One’, building on strong personal ties and lifting the tasks as 

one, resulting in employees helping each other. The following section will explore how this cultural 

value relates to the reorganization of work happening in MM. 

 

Distance 

Employees in MM have been relocated due to the covid-19 situation, resulting in a greater distance 

between employees. This distance creates incongruence with the culture: “It’s just weird that ‘We 

Are One’ and yet we are far from each other” (Interview M). ‘We Are One’ is perceived as 

something that brings employees together, and with colleagues being at a distance for so long, the 

cultural value is eroding: “All this social stuff that binds us together as a company doesn’t exist 

anymore, and it is obvious to feel” (Interview I). The changing experience of the culture is possibly 

connected to the decreased perceived proximity between previously collocated employees. 

Devaluing ‘We Are One’ possibly amplifies the decreasing communication for some, as employees 

are not as prone to ask others for help: “Some of this positive synergy you experience, that you can 

just ask ‘Do you remember this? Can you help with that?’ It’s not here anymore” (Interview J). 

 

Helping each other out 

Even though the distance is having people questioning the value of ‘We Are One’, other perceptions 

of the value are thriving during the covid-19 situation: “We felt this ‘We Are One’ … because 

everyone had to lift each other up” (Interview A). The covid-19 situation requires quick response 

and adjustments to work processes, especially as ‘Layoff’ prohibits employees from upholding their 

tasks every day. To make this work, everyone had come together to keep operations running: 

“When it came to MM’s interests, I have to say that everyone stepped up” (Interview F). 

 

It is seen that the strong culture of ‘We Are One’ aids the reorganization, as employees are more 

willing to ‘go the extra mile’ for each other and the company. As it is experienced that the value is 

decreasing and employees feel less prone to asking for help, it would be interesting to explore how 

the helpfulness experienced here develops. It might be lasting due to the perception of the value 

changing, or it might be decreasing as ‘We Are One’ is being devalued. 
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Finding their way back 

One employee experience ‘We Are One’ as being devalued and stresses the importance of 

strengthening it once the covid-19 situation is less attached to work: “When we get back, it will all 

break down because in reality people haven’t been held up to that we are one organization and that 

‘We Are One’” (Interview D). First, this points to ‘We Are One’ generally being devalued, which 

can have several consequences, e.g., decreasing collaboration, which would be interesting to 

explore further in a different study. Second, it brings about the entire discussion of ‘when we get 

back’. The covid-19 situation is perceived as a temporary situation, and employees generally 

believe that they will return to normal. 

 

This perception appears somewhat naive both through a historical lens of the development of work 

and an STS perspective. The historical view of the development of work proves that work has 

constantly developed, making the chance of work returning to a previous state very unlikely. The 

current traditional way of working in Denmark dates back merely 100 years, and Huws (2013) 

argues that at least four periods of reorganization of work have taken place since. In an STS-

perspective, returning to a previous state is inherently impossible as the transformation of work 

involves translations of all actors involved (Latour, 1990). Therefore, nothing will be the same as 

before and cannot merely be reorganized back to the way it was. The chance of every actor being 

attached the exact same way as previously is practically impossible. 

 

5.2.5 Sub conclusion 

This discussion has explored the experience of work. Here it seems that interruptions are a 

condition of work and that it is perceived as a negative occurrence in work, even though having 

beneficial effects on work. It is then seen that temporal flexibility is being offered in MM, though 

not being used, as employees experience a need to stick to previously dedicated work hours. 

Hereafter, it is discussed how to bridge physical proximity and physical distance, using the concept 

of perceived proximity. Perceived proximity offers a new way of understanding proximity, and the 

effects thereof are examined. Lastly, the reorganization of work’s effects on the cultural value ‘We 

Are One’ are being investigated. It shows how either ‘We Are One’ is perceived differently or ‘We 

Are One’ is devalued. The discussion ends with an exploration of employees’ expectations of 

coming back to ‘normal’. The experience of work appears to impact how employees engage with 



69 

 

other actors, why studying the social mechanisms can be complementary to STS by explaining how 

social actors act in the program. 

 

5.3 Future research 

The discussion leaves questions unanswered, laying the foundation for future research. First, as 

interruptions appear to be different in the office compared to Teams, it is suggested that future 

research explores these differences and their effects. Second, it should be explored under which 

circumstances temporal flexibility is being used in the organization of work. Third, the effects of 

necessity as a motive in the organization of work should be researched further. Fourth, the changing 

cultural value of ‘We Are One’ should be put under the magnifying glass to explore the 

development of the value and what effects will come hereof. 

 

6. Conclusion 

This paper explores how devices reorganize work in an organization during the covid-19 pandemic 

and the effects hereof to work. The research aims to answer the following research question: 

 

How is work being reorganized during the covid-19 pandemic, and how is the reorganization 

affecting work? 

 

The question is answered by using MM as a case study. This study’s research philosophy is that of 

ANT, and interviews lay the foundation for the data collection. The findings section is structured in 

four sections. 

 

The first section explores how covid-19 developed in Denmark and the following restrictions. The 

fast-paced development of the covid-19 pandemic surprised both the government and employees. 

Restrictions have quickly and continually developed in the Danish society during the Spring of 

2020. These restrictions have primarily revolved around social distance to minimize covid-19’s 

attachment opportunities. The program of minimizing covid-19 has engaged with the program of 

work in MM, as a distance is now being desired to minimize the risk of infection. The covid-19 

minimization program has attached itself to the program of work in MM, causing a reorganization 

of work, such as relocation of actors. 
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The second section investigates the impact of location and relocation on work processes. It is shown 

that devices are essential for reorganization, as first the Warehouse printer and later job descriptions 

organize actors around itself in the program of handling orders. The reorganization destabilizes the 

program and allows the disregarded to be regarded, which is seen as the program’s timing is 

renegotiated. It then reveals how the devicing of work affects the stabilization of work as employees 

move their work to their home offices, bringing a varying amount of work devices resulting in 

varying stability of the work program at home. When working away from the onsite location, 

employees are deprived of specific devices such as documents and printers, resulting in the 

reorganization of tasks, location, and employees to restabilize their work program. Lastly, it is 

shown how the onsite location starts mimicking the offsite location as it is no longer the meeting 

point of actors. Therefore, both onsite and offsite locations are defined by being quieter, allowing 

employees to focus better, and lacking informal information sharing, resulting in a loss of risk 

management. 

 

The third section investigates the impact of ‘Layoff’ schedules. These are devices produced to 

stabilize the program as employees have their work time reorganized as they are now not allowed to 

work on some of their usual workdays. The overview schedules organize actors around a specific 

task or organize time around a certain actor. The individual schedules organize time, work as well 

as private, for the individual employees. As these devices aid in creating predictable behavior, it is 

seen that it stabilizes the program. 

 

The fourth section examines the introduction of Teams as a work device. The introduction has been 

very hasty without any guidance or training on how to use the device. This introduction results in 

engagement depending on individual technological dexterity and one’s attachment to other actors, 

who can help support the engagement with Teams. As this is varying across the organization, the 

engagement with Teams becomes varying, creating an unstable program since actors use it very 

differently and thereby unpredictably. As Teams becomes the mediator of communication, it stands 

as a communication barrier, primarily only allowing collaboration partners to communicate about 

work-related subjects. Teams as a communication mediator impacts the timing, content, and 

structure of communication. Lastly, the introduction of Teams affects the behavior of employees, as 

interruptions become more prevalent, creating engagement with signaling devices such as the 
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calendar and the color-coding of Teams. With the engagement with signaling devices, employees 

get more attached to the calendar, as it requires a higher level of planning. 

 

This study explores what is often disregarded, such as a work location, by exploring meticulously 

and describing in-depth the actors and their attachment in work programs. The more stable the 

programs are, the harder they are to question. This connection explains why as programs are 

transformed in MM, they are, in fact, in some instances being subject to wonder, opening a 

renegotiation of the program, such as the timing of delivering orders. This instance shows the 

importance of exploring these interactions, as the renegotiation resulted in a more stable program, 

as it became easier for employees to perform their work processes. 

 

Studying devices, often categorized as mundane and insignificant, such as a printer, reveal how they 

actually significantly impact the organization of work. Devices already engaged in the work 

programs are shown to have the power to reorganize actors around it, transforming the program. 

Further, devices can also be produced or introduced into the program, resulting in a reorganization 

of work, as is seen here with the ‘Layoff’ schedules and Microsoft Teams. It is further shown how 

investments in devices produce more stability in the program, such as the resources put into the 

‘Layoff’ schedules and their maintenance and the varying stability of work as it is moved into 

employees’ homes. 

 

The study further shows the importance of describing what is happening rather than what is 

expected to happen, as only the behavior actually performed is reality, no matter what the intention 

is. The importance of actual behavior is seen as the lack of devices when working from home 

creates instability in work programs. In order to overcome the instability of the work programs, 

either tasks, location, or employees are being reorganized. Two of these reorganizations result in 

employees showing up at the onsite location, even though it has not been intended that they should 

be allowed on site. However, the intention, in this case, does not matter, as that is not reality. The 

fact that they will be onsite, at least occasionally, is the reality, which is the object of this study. The 

reality becomes evident and separated from intention as the work processes are described in detail. 

 

The reorganization has effects on work. It is presented how the introduction of Teams to the work 

program provides a barrier to communication, altering the timing, content, and structure of 
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communication. Further, it has become easier to focus on work, as the workplace has become 

quieter. However, the quieter workplace also lacks informal information sharing, creating risks to 

work tasks since there is no meeting point for informal conversation. 

 

The discussion shows how the experience of work has an impact on the reorganization of work, 

such as how interruptions are experienced, the experienced need for working in dedicated work 

hours, the perceived proximity, and the perception of cultural values. The experience of work 

appears to impact how social actors engage in programs. It is suggested to further research the 

effects of these findings as neither the data collected nor the STS perspective offers the best way to 

understand them. The discussion thereby also shows how other perspectives than STS are 

complementary to achieve a greater understanding of the reorganization of work. 

 

6.1 Managerial implications 

The study has revealed some implications for MM, for which suggestions will be presented here. It 

first regards general suggestions to apply, building on the findings. Further, suggestions to stabilize 

the Teams program will be presented. Lastly, suggestions for future reorganization as employees 

return to the onsite location are explored. 

 

6.1.1 Asking the questions 

This study has shown that, as work processes are changed, ways of doing things that have 

previously been taken for granted are considered. This consideration is, e.g., seen with the 

transformed process of handling orders, where something like the timing of delivering orders are 

being questioned and hereafter changed to optimize work for Customer Service and Warehouse. 

The findings show that some of the work processes are being questioned by employees though 

never changed. It is suggested that MM explicitly asks these questions to allow a change in the 

work processes that might be more effective. Asking these questions is always theoretically a 

possibility. However, the more stable the work process is, the more difficult it is to question it. 

Therefore, a further suggestion is to be especially aware when work processes are changed or 

appear to be unstable, as this often better allows for these questions to be asked. 
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6.1.2 Making the investment 

The study shows how the ‘Layoff’ schedules have successfully organized work for employees in 

MM. It is also clear that many resources have gone into producing these schedules. The schedules’ 

success proves that the investment made in organizing work paid off. A suggestion is, therefore, to 

not disregard the rentability of making such investments. It requires many resources to change work 

processes, from planning to communicating to equipping the employees. The more resources put 

into this process will make the behavior more predictable. 

 

6.1.3 Training and procedures for the use of Teams 

It is seen that the use of Teams is varying across the organization. The varying use of Teams creates 

confusion about how to use it, when to use it, and what type of communication should be mediated 

via Teams. It would be deemed effective to limit this confusion and create a more collective 

approach to Teams across the organization. In order to do so, investments need to be made. It is 

suggested that training in the functionalities of Teams is performed to help everyone understand the 

program. Further, it is also recommended that MM provides policies of how and when Teams is 

used. Policies should also be made for the use of the calendar and color codes of Teams, as Teams 

appear to organize planning behavior involving these elements. These policies are assumed to create 

a more stable use of the program and aid employees in having more effective work processes and 

collaboration across the organization. 

 

6.1.4 Coming back to the onsite location 

The plan is that, as people get vaccinated, and the virus gets more under control, the employees of 

MM will move work back to the office. Relocating employees again will result in a new 

reorganization of work. As mentioned earlier in this paper, it is not practically possible to return to 

what has been, as some things will always have changed. One example, in this case, is that Teams is 

not expected to disappear from work in MM and will therefore change some of the ways work is 

performed compared to before the covid-19 situation. Further, as employees have been relocated 

and dispersed, the attachment between employees has changed. Returning to the onsite location 

with different attachments than before might affect work processes and information sharing. 

Employees have also found other ways of performing their work tasks, which they will either 

continue or have to transform to the new work situation onsite. 
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With employees working more dispersed than before, it is seen that they become more autonomous 

and can focus better on tasks. However, it creates a lack of informal information sharing and alters 

the knowledge at hand on which decisions are built. Therefore, it is suggested to ensure that the 

positive effects of focus are possible while finding a way to bring back informal information 

sharing. This can be done either by creating policies for work location that supports these positive 

effects or creating a different way to share informal information. It is suggested that both are done.  

 

It is crucial, as mentioned before, to invest in changes in work processes. The return to the onsite 

location will involve changes in work processes and should, therefore, be well planned, policies 

should be created, and intentions communicated. When creating the policies to aid a successful 

return to the office, it is suggested that MM find a balance between giving employees the peace 

needed to focus on tasks, such as allowing working from home when tasks require more focus, 

while still having a meeting point for informal information sharing, such as determining days 

everyone should be at the office or limiting the number of days allowed to work from home at a 

time. As employees have collaboration partners dislocated from them even as they return to the 

onsite location, it is still recommended that MM finds a way to share informal information across 

locations. The solution can be, e.g., to set up informal knowledge sharing meetings, have dedicated 

updates from each department, perhaps in a whiteboard format, or create cross-functional teams to 

share information. 
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