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Abstract 

Background: In recent years, the concept of work-life balance has been investigated by a lot 

of researchers. It is a complex concept and with the upswing of different mobile devices, has 

led to blurring borders between work- and private life. Employees and organizations have a 

lack of knowledge about what the rapid changes of mobile devices will cause and how it can 

influence the work-life balance of employees. An imbalanced work- and private life has not 

only negative effects on an organization but also on the employee itself. It is therefore 

important to gain more knowledge about this topic and how mobile devices could  influence 

work-life balance differently than humans could do.  

Objective: The objective of this research was to investigate the influence of humans on the 

one hand and mobile devices on the other hand on work-life balance. The Border Theory is 

hereby used as a theoretical foundation. The Border Theory shows how humans can function 

as border crossers. This study gives insight into how and if not only humans, but also mobile 

devices functioning as border crossers to let employees switch between their work- and 

private life.  

Method: An online survey has been conducted with a total of 234 respondents of different 

organizations. The independent variables were work pressure, social pressure, autonomy, 

availability and multitasking. All variables are studied in the context where humans and 

mobile devices function as border crossers. Two scenarios are used to study the variables; one 

in which humans functioned as border crossers and one in which mobile devices functioned as 

border crossers.  

Results: Both scenario’s had the same explained variance of around 34%. Only work pressure 

was found to be significant on work-life balance in both scenario’s. Work pressure appeared 

to be the strongest predictor of perceived work-life balance, in both the scenario in which 

humans functioned as border crosser and the scenario in which mobile devices functioned as 

border crosser.  Employees experienced a higher work pressure and less work-life balance 

when they used mobile devices in comparison to the scenario where humans functioned as 

border crossers.  

Conclusion: This study shows that when mobile devices are involved, employees experience 

a higher work pressure then when humans function as border crossers. A potentially 

interesting inquiry for future research would be to investigate the use of mobile devices with 

an organizational learning perspective. Even though employees may think that they have 

control about their work-life balance, they are still vulnerable to mobile devices to make them 

imbalance their work-life balance. It is a learning process for all employees and employers, 

not only now but also in the future. 
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1. Introduction 

How, where and at what time people work, has changed more than ever in the last decades. 

More employees are given the opportunity to organize their work flexible. As a result, they 

are sometimes forced, or feel forced, to be available for work related activities even outside 

working time (Baane, Houtkamp & Knotter, 2010; Ten Brummelhuis, ten Bakker, Hetland & 

keulemans, 2012). Mobile devices make it easy for employees to finish work at home and 

work overtime (Chandola, Britton, Brunner, Hemingway, Malik, Kumari, Badrick, Kivimaki 

& Marmot, 2008). Working at home has become more popular. To illustrate; 2017 had an 

increasement of more than 300.000 homeworkers compared to 2016 (CBS, 2018). Flexible 

working designs are very popular in organizations, nowadays more than 75% of all the 

companies are implementing flexible working designs (Over Het Nieuwe Werken, 2018).  

 After two decades of research it can be concluded that most employees have a 

problem in balancing their work and private life (Carlson, Macmar & Williams, 2000; Sarker, 

Xiao, Sarker & Ahuja, 2012; Katz & Kahn, 1978). Research has shown that nine out of ten 

employees experience an imbalance between their working and private life (Bertera, 1990). 

Especially parents or caretakers state that their life is not well balanced. Despite not every 

employee experiences an imbalance in their work- and private life at the moment, it can lead 

to a conflict eventually (Higgins & Duxburry, 1994). Therefore, it is important to gain more 

knowledge on this topic as time goes by and the use of technology and the technology itself is 

evolving. 

Kreiner, Hollensbe & Sheep (2009) state that a work-life imbalance is caused by 

incompatible expectations and challenges from both work- and family domains. Finishing 

work at home can affect the work-life balance, because the borders between work- and private 

life are fading (Ten Brummelhuis, 2012). Employees need to have time to disconnect and 

recover from work when they are at home. Without the appropriate recovery time, they are 

more likely to get health- and/or personal problems like a burn-out, feeling depressed or 

having issues at home (Fritz & Sonnentag, 2006). Not only are employees who are having 

these problems expensive for organizations, it is also causing discomfort for the employee 

like struggling with mental- and physical problems (Bertera, 1990). Mental problems of 

employees costs employers in The Netherlands each year around 2,4 milliard euro (Wester, 

2017). The combination of the increasing use of mobile devices to work at home and the 

possibility for employees to work makes it important for organizations and individuals to 

know how the use of mobile devices can affect their work-life balance. 

The data of previous studies on this topic gets outdated fast, especially the data 

gathered before 2004 can be considered as rather old. For example, the well-known research 
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of Mazmanian is published in 2013, but the data she is using is collected in 2003. In 2003 the 

first mobile devices with 3G internet access were released, the real evolution of the use of 

mobile devices and their functionalities just started (Tweakers, 2002). Also, the first laptop 

with wireless internet access was released in 2003 and this means that first then people were 

not restricted anymore when it came to having internet access (Portablegear, 2010). The data 

of Mazmanian (2013) is therefore rather old, because 2003 was just the beginning of the 

whole evolution of mobile devices in their functionalities and the use of it when it came to 

working flexible. To confirm the relationships between flexible working designs and mobile 

devices ter Hoeven and van Zoonen (2015) are encouraging further research. The technical 

revolution of the past ten years is enormous and therefore it is important to keep monitoring 

the impact of mobile devices, since the devices have changed a lot in their functionalities and 

use (Andrews, Ellis, Shaw & Piwek, 2015). 

Clark (2000) has developed and researched the Border Theory were human actions 

were seen as triggers (border crossers) for employees to cross the border between work- and 

private life. Clark did not include mobile devices as border crossers. The Border Theory is 

used as a theoretical foundation to see if there are differences between humans and mobile 

devices as border crossers. The variables used in this research have shown to have an 

influence on work-life balance and fit within the Border Theory. The variables are: work 

pressure, social pressure, autonomy, availability and multitasking. These variables are all able 

to influence the experienced work-life balance of employees according to multiple studies 

(Carson & Kacmar, 1996; Bergman & Gardiner, 2007; Meijman & Mulder, 1998; Zecic & 

Bakker, 2011; Mazmanian, 2013; Biggs, Philipson, Leach & Money, 2006). 

This study will show on the one hand humans and on the other hand mobile devices 

as border crossers. The comparison will be made to investigate the differences of the 

relationships between the variables. Therefore, the central research question of this research 

is: “To what extent are mobile devices as border crossers influencing the work-life balance of 

employees and how does it differ from the influence of humans as border crossers on the 

work-life balance of employees?”. This study gives insight into how mobile devices and 

humans are making employees switch between their work- and private life and how it effects 

their work-life balance. This knowledge can be used to gain more knowledge into how mobile 

devices can lead to an (im)balanced work-life balance. It also gives employers and employees 

more insight into how mobile devices can influence their work-life balance and how it may be 

able to make them switch between work-and private life. This study is the first step towards 

an advice for the use of mobile devices during work- and private life. 

 

  



 

 

 

MASTER THESIS - LONNE DIJKHUIS  

5 

2. Theoretical framework 

This theoretical framework will take a closer look how humans and mobile devices can 

function as triggers (border crossers) to make employees switch between their work-and 

private life. The two conceptual models with on the one hand humans as border crossers and 

on the other hand mobile devices as border crossers to switch between work- and private life 

will be compared to each other to investigate if there is a difference (Figure 2). 

2.1 Work-life balance 

Traditionally, work- and private life was held separate. Back in the days, the role of 

breadwinner and the role of homemaker were approached as independent systems (Parsons & 

Bales, 1995). In the seventies, Katz and Kahn (1978) assumed that events at home could 

affect events at work and vice versa. Work-life balance is hereby defined as a subjective 

feeling of being able to separate multiple life roles and being able to balance them to meet the 

demands of an individual in their private and work environment (Jacobs & Gerson, 1998; 

Fritz & Sonnentag, 2006). People can have different life roles within the two domains, family 

(private) and work: A person’s role as an employee may include different behaviors in 

comparison with the behaviors of a person in their private life. If there are no problems in 

separating the different life roles, the person would feel in control. When there is no control 

and a person finds it hard to separate these roles, they experience a role-conflict (Carlson, 

Macmar & Williams, 2000). According to Kreiner et al. (2009), a work-life role-conflict is 

characterized by high expectations towards employees in their work and family domains and 

not being able to meet them. Meeting these expectations within the domains and therefore 

finding a good work-life balance can be difficult for employees.   

 The upswing of different mobile devices has also led to blurring borders whereas the 

separation between work- and private life became even more difficult (Derks & Tims, 2013). 

Nowadays employees tend to work more often when, how and wherever they want (Over Het 

Nieuwe Werken, 2018). The use of mobile devices makes it easier for employees to switch 

into their work-role when not at work. Mobile devices are defined as devices which can be 

used at different places to complete unfinished work or to be able to work at home (Sarker, 

Xiao, Sarker & Ahuja, 2012). Mobile devices are defined as devices such as laptops, 

smartphones and iPads, which can be used at different places to complete unfinished work or 

to be able to work at home.  

 The use of mobile devices for work related activities outside working time might 

have an effect on the work-life balance of employees. Several authors have researched work-

life balance and the borders that separate work- and private life. The Border Theory from 
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Clark (2000) will be used as a theoretical foundation in this research and is developed to 

describe the role of humans and mobile devices as border crossers between work- and private 

life. The Border Theory argues that not emotions, but the influence of other humans is 

shaping the world of work and family. The three main borders used in this theory are, 

permeability, flexibility and blending (Clark, 2000). This study will address if not only 

humans but also mobile devices can function as border crossers. 

2.2 Border Theory 

The Border Theory shows how humans function as border crossers between work- and private 

life. The Border Theory is the result of combining and adapting other theories on this topic, 

like the Spillover Theory and Compensatory Theory.  

 When working life and private life is seen as a spectrum with respectively working 

domain/life and private domain/life at the ends, one can draw a vertical line somewhere on 

this spectrum as the border between working life and private life. Even though the exact 

location of the border varies from person to person, the border can shift towards one of the 

ends as the result of emotions and actions. This is called the Spillover Theory.  

The compensation Theory focuses on how employees are trying to compensate for 

lost time or the need for more time within their working- or private domain/life (Staines, 

1980). For example: when employees are having a non-productive day at work, they would 

try to compensate this by finishing some work at home. Also, when employees are unhappy in 

their family life, they will try to seek satisfaction in their work to compensate.  

These theories are only explaining the borders between the two domains and what 

circumstances may cause these borders to move, but it does not implicate what the triggers are 

for employees to switch between the domains (Clark, 2000). “It is a theory that explains how 

individuals negotiate their work and family spheres and how humans can influence the 

borders between these spheres” (Clark, 2000, p.750). The Border Theory contains two 

domains ‘Work’ and ‘Family’. They can be distinguished by the different patterns, and rules 

within each domain. This means that for example, the social norms may differ at work in 

comparison to the private life or the degree of (in)formality may be different in the two 

domains (Clark, 2000). In this theory humans are border crossers, this means that humans 

cause that an employee is switching domains. For example, when employees are working at 

home in their office and then someone comes into their office to ask: “what they want to 

eat?”. When the employees answers this question they are switching from the work domain to 

the family domain and when they are going back to work, they are going back into their 
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working domain again. The borders are having three main forms namely, permeability, 

flexibility and blending (Clark, 2000).  

This theory is only including humans as border crossers, even though mobile devices 

can also function as triggers for employees to cross a border. Thereby this research is also 

monitoring the influence of mobile devices as border crossers and will compare it to when 

humans function as border crossers. This means that not only humans, but also mobile devices 

can cause an employee into switching domains. Research has shown that variables such as 

work pressure, social pressure, autonomy, availability and multitasking influence work-life 

balance. These variables are included and linked to the three main forms within the Border 

Theory which will be explained in the next paragraphs.  

RQ: To what extent are mobile devices as border crossers influencing the work-life balance of 

employees and how does it differ from the influence of humans as border crossers on the 

work-life balance of employees? 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Figure 1. Border Theory (Clark, 2000) 
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2.3. Permeability: work pressure and availability 

The first of the three domains is permeability; this is the degree to which elements from other 

domains are able to enter another domain (Carson & Kacmar, 1996). This means that humans 

can enter the working sphere of an employee. An example of humans as border crossers is 

when an employee is working at home and someone of the family is entering the office and 

asks a question related to the family domain. When the employee answers this question they 

have crossed the border between their work and family domain by getting triggered by a 

family member. 

 The extent of mobile devices and their role in entering the private sphere of an 

employee can also be scaled under permeability. In the former example, the appearance of a 

human is the trigger to switch from one domain to another. With the use of mobile devices, 

the switch between the domains can be triggered even without the physical appearance of a 

human (of the other domain). To illustrate, in the above mentioned example, the person 

interrupting your working domain can also send a text on their mobile phone without entering 

the home office. When answering this question, the switch between the two domains is easily 

made. Despite the fact that the mobile device is controlled by a human, in this case, the 

presence of the mobile device makes it possible to cross the border between the two domains.  

In this case, the mobile device is the border crosser. Several factors can be scaled under 

permeability.  

Work pressure can be defined as the strain when the job demands are high and 

decision latitude (job control) questions are low (Chandola et al., 2008). When the job 

demands are high, employees may be forced  by co-workers or their bosses to work outside 

working time. Work pressure can lead to stress when not at work (Meijman & Mulder, 1998). 

This pressure can come from humans when they are present like their boss asking them to do 

work when at work, but their boss can also enter their private life by using a mobile device to 

reach out to the employee. Therefore not only humans but also mobile devices can function as 

a border crosser when it comes to work pressure.  

 Availability is also a factor that can have an influence on the work-life balance of 

employees. In the research of Bergman and Gardiner (2007), work-life balance in 

combination with availability is studied. Availability is defined by the extent to which 

someone is accessible to answer questions or receive input from persons related to a specific 

domain (work/family domain) (Sayer, 2000).  

 The influence of mobile devices which can function as border crossers is studied by 

Mazmanian (2013). The study of Maxmanian (2013) showed that the use of mobile devices 

influences our behaviour and that it increases the probability to cross the border between the 
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different domains. Being connected through mobile devices is challenging employees in terms 

of how work is and should be.  

When humans or mobile devices is causing that someone is switching roles between 

the work and private life to meet the demands from each domain, it can cause a role-conflict 

and/or lack of recovery. A lack of recovery means that an employee is not fully recovered 

from work when starting a new day and it will affect his or her health (Chandola et al., 2008). 

The employee will then start the subsequent workday in a suboptimal condition and will have 

to invest extra effort to perform adequately at work (Meijman & Mulder, 1998). To recover 

properly it is important that someone does not need to switch roles too much because it can 

affect his or her work-life balance (Sonnentag & Geurts, 2009). In relation to work-life 

balance, work pressure is leading to a negative effect on the work-life balance of employees. 

Where more work pressure leads to more stress and less balance.  Availability is leading to 

less recovery for employees and is therefore expected to have a negative effect on the work-

life balance of employees. 

H1a: Experienced work pressure, caused by humans as border crossers, has a negative 

relationship with work-life balance. 

H1b: Experienced work pressure, caused by mobile devices as border crossers, has a 

negative relationship with work-life balance. 

H2a: The pressure of being available, caused by humans as border crossers, has a negative 

relationship with work-life balance. 

H2b: The pressure of being available, caused by mobile devices as border crossers, has a 

negative relationship with work-life balance. 

2.4. Flexibility: autonomy and social pressure 

The extent a border is flexible to meet the demands of the other domain is called flexibility 

(Hall & Richter, 1988). This means that an employee is free to determine when to work or 

when not to work. For example, when you have the freedom at work to determine your own 

working hours during the day, the temporal border is very flexible (Derks, ten Brummelhuis, 

Zecic & Bakker, 2011). This freedom can also be called autonomy (Mazmanian, 2013). This 

is one of the two factors which are scaled under this variable and is defined as the level of 

independence given to a worker and the extent to whether jobs can vary in content, location, 

and routine (Geurts & Demerouti). In this case, humans are border crossers and determine 

when to work. Imagine that someone is receiving a work-related e-mail via their laptop when 

they are at home. If they feel the need to answer it, it may be that not a human, but the mobile 

device is forcing them to switch domains. This freedom can also be autonomy, does this 
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person decide to answer the call of their smartphone, or is the smartphone forcing them in a 

way (Mazmanian, 2013). Besides autonomy, also social pressure is described in this section. 

Social pressure can be defined as a feeling that employees can experience when they can 

work flexibly to meet the demands of the other domain Martin, Solomon, Golden & Ciapponi, 

1998).   

Autonomy offers advantages, the employees can have more control over the tasks 

when and where they want to perform them (Abbott, 1981). This gives them the feeling of  

being taken seriously and having the responsibility over their work. Also, disadvantages are 

found in several studies regarding more autonomy for employees. In this case, employees 

experience the restriction on their freedom and experience the autonomy that they have as 

pressure from the management. The reaction to this occurrence is that employees are feeling 

trapped in the work they need to complete and are feeling frustrated (Barley & Kunda, 2004). 

 In this case, the human border crosser can be a friend. For example, when an 

employee decides to work at home, but their friend comes over unexpectedly for a cup of 

coffee. In the study of Mazmanian (2013) the respondents were studied on their feeling of 

autonomy when they could be connected to work all day and night by their mobile devices. 

She found that employees were experiencing to be more in control and had a sense of more 

competence when they were connected. Even though being in control and therefore being able 

to work all day is disrupting the work-life balance. Autonomy ensures employees can decide 

for themselves if they want to use their mobile devices outside working time for work-related 

activities, or not (Mazmanian, 2013). This means that according to her, mobile devices can 

have an influence on whether you are going to read that important report on your Ipad when 

you are at home and can, therefore, be a border crosser.  

Not only autonomy but also social pressure is a subject that is scaled under flexibility 

in this study. When talking about social pressure in this study, it means that employees are 

feeling more pressure to conform to the expectations of the workplace community (Martin et 

al., 1998). Social pressure is also related to autonomy whereby more social pressure was 

leading to less feeling of autonomy and flexibility (Mazmanian, 2013). She also found that all 

the participants that indicated the increasing connectedness, responsiveness and availability 

felt more social pressure from others (colleagues, managers, and bosses). These persons can 

function as border crossers. For example, when you can almost go home from work, but then 

the boss comes in and asks for one more important thing to do. At these moments employees 

can feel social pressure and they can decide to work longer and not go home yet. An example 

of mobile devices as border crossers it can be the need to check their phone regularly to not 

miss any messages, e-mails or calls.  
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When there is a lot of social pressure and autonomy, this can have an influence on 

your work-life balance (Mazmanian, 2013). People tend to get stressed if there is a lot of 

pressure from other people (Martin et al., 1998). A misbalance in the work- and private life of 

people is causing role-conflicts. For example, someone stays in the role of an employee too 

long and cannot get enough time in the role of a friend. Employees are given more autonomy 

by being able to work anywhere and anytime on the one hand. The norm can, therefore, be 

shifted even more and the following hypotheses can be used in this research where more 

autonomy leads to more work-life balance because the employee is able to decide for 

themselves if they want to be in their working-role or in their family-role. Social pressure is 

on the other hand expected to have a negative effect on work-life balance. 

H3a: Experienced autonomy caused by humans as border crossers, has a positive relationship 

with work-life balance.  

H3b: Experienced autonomy caused by mobile devices as border crossers, has a positive 

relationship with work-life balance.  

H4a: Experienced social pressure caused by humans as border crossers, has a negative 

relationship with work-life balance. 

H4b: Experienced Social pressure caused by mobile devices as border crossers, has a 

negative relationship with work-life balance. 

2.5. Blending: multitasking 

If the area around the border is not only for one domain, blending is occurring. In this 

situation work and family is combined in one domain (Clark, 2000). This means that the two 

domains are not seen as two separate spheres, but can be overlapping and be mixed together. 

An example is when you work at home in the morning and while you are feeding your child, 

you are on the phone with a client. According to Clark (2000), blending occurs when a person 

is using their personal experience in their work or the other way around. Previous research 

shows that blending becomes a conflict when the two domains are very different. It leads to 

integration and wholeness when the two domains are similar and switching is easily done 

(Carlson, Macmar & Williams, 2000). 

 Nowadays the priorities organizations are shifting, customers are getting more 

demanding and the short product life cycles forces organizations to expect their employees to 

multi-task. They must do multiple proceedings at the same time without a consequent increase 

of time to completion ( Biggs, et al., 2006).  This behavior can be scaled under blending and 

is called multi-tasking. Multi-tasking is defined as the ability to handle the demands of 

multiple tasks simultaneously (Lee & Taatgen, 2002). In literature, multi-tasking has more 
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negative effects on work-life balance then positive effects. It can increase the amount of 

stress, loss of focus and declining performance (Wallis & Steptoe, 2006). Wallis and Steptoe 

showed that people have difficulties doing two things at the same time when these activities 

were not automatic processes (like breathing). It is possible to multitask when the tasks are 

not too complicated and can be done in a short amount of time (Parama, 2003). Examples of 

these tasks are texting, sending short e-mails and answering a quick call. 

 When you are multi-tasking you can be your own human border crosser. You decide 

which task you are doing at the same time. This can be work-related tasks or private related 

tasks, but you can also combine them. In this case, you are practicing for a presentation and 

you are also cooking dinner at home. Multitasking can not only be done by you, but also 

mobile devices can have an influence on an employee and their ability to multi-task. Parama 

(2003) found that employees, through mobile devices, can take more tasks to earn more 

money and work faster. They are thereby favouring a multi-tasking work environment 

(Parma, 2003). Mobile devices can be used to perform multiple tasks at the same time.  For 

example, you can answer an e-mail and watch a Netflix movie at the same time.  

 In terms of work-life balance and the role-conflicts that may occur, multi-tasking can 

be a source of problems according to literature. As said earlier it can increase the amount of 

stress, loss of focus and declining performance (Wallis & Steptoe, 2006). Stress can cause 

role-conflicts and the loss of focus can cause that people cannot get in the right role at a 

certain time (Kreiner et al., 2009). This means for the hypotheses that for this research we 

expect that multi-tasking has a negative effect on work-life balance when humans are 

functioning as border crossers and when mobile devices are the border crossers. 

H5a: The degree of multi-tasking caused by humans as border crossers has a negative 

relationship with work-life balance.  

H5b: The degree of multi-tasking caused by mobile devices as border crossers has a negative 

relationship with work-life balance.  
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Figure 2. Conceptual model, left human as border crosser and right mobile devices as border crosser
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3. Method 

3.1 Research Design 

The data from this research is collected through a quantitative cross-sectional correlation 

survey. Surveys are often used to get information directly from people about what they 

believe, know and think (van den Berg & van der Kolk, 2014). The main benefit of using a 

survey is that it is well suited to investigate the explained variance and the coherency between 

the variables. Another benefit of using this type of data gathering is that the participants are 

able to fill in the survey easily at their own pace and time. A quantitative research can be 

executed faster than qualitative research. All the participants were working and were able to 

find suitable moment so they could fill in the survey when it suited their schedule.  

3.2 Sample and participants 

For this research, only participants who were working flexible or had the possibility to work 

flexible were asked to fill in the questionnaire. Working flexible meant that employees were 

able to work not only at the office, but also at home. The respondents which were recruited by 

calling several organizations, were all clients of an organization which sells them different IT 

solutions to work flexible. These clients were accessible for this research, because the 

organisation which sells these IT solutions was the employer of the researcher of this study 

(N=178). There was no distinction made in which clients were approached to participate in 

this research. Also, people were approached personally through the network of the researcher 

(N=56). They were asked if they are able to work flexible and if they were to do so, they were 

asked to fill in the questionnaire.  

 All respondents were selected on the base of their possibilities to work flexibly. It 

was a demand that the respondent could work at home or somewhere else rather than only at 

work. This research is not conducted in a specific branch. The survey was not age restricted, 

but since the demand was that the respondent was able to work flexible, no underage 

respondents were included. 

 A total of 234 respondents aged between 18 and 64 (M = 40.5; SD = 11,5) filled out 

the online survey. The number of females (N=115) and males (N=119) were represented 

almost equally. All the respondents were Dutch-speaking and met the required demand to be 

able to work flexibly.  
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 Table 1 shows the demographics of the respondents that have participated in this 

research. Most of the participants were having reasonable working experience (M = 18.1; SD 

= 11.7). Most respondents worked around 7 years in the function that they are in right now (M 

= 7.0; SD = 7.4) and were working for the same employer for about 10 years (M = 10.4; SD = 

10.1). The respondents in this research were mostly working around 36 hours per week (M = 

36.2; SD = 7.1). Table 2 shows the how the education level of the respondents is divided, 

most respondents are having a bachelor degree (N=108) or a master degree (N=80). 

Table 1.  

Descriptives demographics (N=234) 

 Mean SD 

Age  40.5 11.5 

Years of Work experience 18.1 11.7 

Years of Working tenure  10.4 10.1 

Years in Current function 7.0 7.4 

Working hours per week 36.2 7.1 

 

Table 2. 

Frequencies of education level (N=234) 

 Frequency  

VMBO  5  

HAVO 8  

VWO 4  

MBO 29  

HBO 108  

University 80  

 

3.3 Measures 

This survey study was conducted in The Netherlands; therefore, the survey was completely in 

Dutch. In this section of the research, the operationalization of the variables will be described. 

These variables were measured by using statements where humans function as border crossers 

and statements where mobile devices function as border crossers. All the statements were 

measured on a seven-point-likert-scale ranging from 1= strongly agree to 7= strongly 

disagree. All independent variables were measured in two different scenario’s. First, the 

scenario where humans function as border crossers and second the scenario were mobile 

devices are the trigger to cross borders.  

 



 

 

 

MASTER THESIS - LONNE DIJKHUIS  

16 

 The first scenario which included humans as border crossers focuses on how other 

people can influence the behaviour of employees to make them switch between work-and 

private life. The second scenario included mobile devices as border crossers to see if for 

example, the sound of an incoming message could make employees switch between work-and 

private life. An overview of the scales, number of items per scale and the reliability can be 

seen in Table 3. The questionnaire can be seen in Appendix 1 of this study.  

 

Work-life balance 

Work-life balance is the dependent variable and is a subjective feeling that work- and 

family/personal demands are not in balance or are in balance (Jacobs & Gerson, 1998). The 7 

items that are used are asked on a seven-point-likert-scale and are inspired on the research of 

Pierik (2011). The items from this research are copied, but the scenario is changed by the use 

of the scenarios. Examples of the items are: “My private life suffers from my work” and “My 

work makes my private life difficult”. The items that are used established an acceptable 

Cronbach’s alpha of .89.  

 Next, is the description of the independent variables. The dependent variable is 

predicted through these independent variables. 

 

Work pressure: humans as border crossers 

Work pressure can be seen as the strain when the job demands questions are high and decision 

latitude (job control) questions are low (Chandola et al., 2008). Five items were used to 

measure this scale. The items which are used are copied from the research of Chandola et al. 

(2008) and are placed in the scenarios of this study. This scale measured the amount of work 

pressure the participants were experiencing with only the influence of other like family 

member or friends. First, the situation where the participant is being distracted from work by 

their family and/or friends is stated. After this situation, the items are displayed. Items that are 

used for the scale work pressure where humans function as border crossers are: “I experience 

a lot of work pressure” and “I experience a lack of time”. In this research, the scale work 

pressure with humans as border crossers had an acceptable Cronbach’s alpha of .94.  

 

Work pressure: mobile devices as border crossers 

To measure the construct work pressure with mobile devices as border crosses, five items are 

used. The scale work pressure is adapted from the research of van Ispelen (2004. First, a 

situation is explained where mobile devices are functioning as border crossers. Next, the 

items to measure work pressure were displayed. Items that are used to measure the impact of 
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mobile devices as border crossers are: “I have the feeling that I have to work fast” and “I have 

the feeling that I have to meet a lot of demands”. In this research, the scale work pressure had 

an acceptable Cronbach’s alpha of .97. 

 

Availability: humans as border crossers 

The availability can be defined as being available to be accessible for others. This can be 

accessible in time, space and responses (Sayer, 2000). The six items used for availability with 

humans as border crossers are inspired by the research of van Ispelen (2004) the first part of 

the item is the same: “I have the feeling that I always have to be available”. Only the last part 

of the item is changed to fit the item into this research: “for my colleagues in my free time”. 

For example, this scale is including the following items: “I have the feeling that I always have 

to be available for my colleagues in my free time” and “I feel obligated to change my working 

schedule when a colleague asks for it”. The scale availability had a Cronbach’s alpha of .74 

was established.   

 

Availability: mobile devices as border crossers 

In the situation were mobile devices are used as border crossers the respondents first saw a 

stated situation and after this the three items which belonged to this scale. The items for 

availability and the situation that was displayed before the items is inspired by the research of 

van Zutphen (2015) and adjusted to the context of this research. The following situation is 

displayed to the respondents: “How do you experience it when you are getting notifications 

on your mobile, laptop or iPad of your family or friends and you are not able to look 

immediately.”. Next, the items are used to measure the availability of employees in this 

context. Two examples of these items are: “I feel stressed in this situation” and “I feel restless 

in this situation”. In this research, the scale availability had an acceptable Cronbach’s alpha of 

.97.  

 

Autonomy: humans as border crossers 

Autonomy can be defined as the capability to have control over your behavior and to decide 

for yourself what this behavior will be (Abbott, 1981). To measure the scale autonomy the 

research of van Ispelen (2004) is used. The four items that are used are adjusted to the context 

of this research. Some examples of the items that are used to measure the scale autonomy 

were humans function as border crossers are: “I can determine myself when I want to 

interrupt my job” and “I determine my own working tempo”. The scale autonomy had a 

Cronbach’s alpha of .92 which is acceptable. 
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Autonomy: mobile devices as border crossers 

To measure autonomy with mobile devices as border crossers the research of van Ispelen 

(2004) is used. The three items are slightly adjusted to suit them within the context of this 

research. When mobile devices are used as border crossers, examples of statements which are 

used are: “My mobile device determines when I am looking at a message” and “My mobile 

device determines if I reply on a message”. In this research, the scale autonomy was measured 

to have an acceptable Cronbach’s alpha of .95. 

 

Social pressure: humans as border crossers 

Social pressure means that employees are feeling more pressure to conform to the 

expectations of the workplace community (Martin et al., 1998). The four items used to 

measure this scale are adopted from the research of van Zutphen (2015). First, the following 

situation was displayed: How do you feel or what do you experience when your supervisor or 

colleague asks you if you want to arrange some things for him or her outside working time. 

Examples of the items used for this scale are: “I feel insecure in this situation” and “I am 

worried about the opinion of others in this situation”. The scale social pressure had an 

acceptable Cronbach’s alpha of .91. 

 

Social pressure: mobile devices as border crossers 

To measure the scale social pressure whit mobile devices as border crossers, the research of 

van Zutphen (2015) is adopted to formulate the items. The following situation was displayed 

before the items were displayed: “How do you feel or what do you experience when you 

receive an e-mail or message from your work and you are not able to reply immediately”. “I 

feel obligated to reply directly to not disappoint someone else” and “I am scared that others 

will blame it on me when I do not reply their messages directly” are examples of items that 

are used within this scale. This research established a Cronbach’s alpha of .94.  

 

Multi-tasking: humans as border crossers 

The ability to handle the demands of multiple tasks simultaneously is called multi-tasking 

(Lee & Taatgen, 2002). The research of Stephens, Cho and Ballard (2011) is adopted to create 

the four items of this scale. The following situation is displayed before the items could be 

filled in: “What do you experience or what do you feel when you are doing two things at the 

same time when one task is work-related and the other task not-work-related. This variable is 

measured with the next items in the context were humans function as border crossers: “I 

experience control when I can combine tasks like this” and “I feel more productive when I 
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can combine tasks like this”. The scale multi-tasking established an acceptable Cronbach’s 

alpha of .94. 

 

Multi-tasking: mobile devices as border crossers 

The scale multitasking with mobile devices as border crossers the statements are adopted 

from the research of Stephens, Cho and Ballard (2012). Examples of items which are used 

are: “I think that mobile devices make it more attractive to combine tasks” and “I think that I 

am more productive when combining tasks”. The items were asked after the context was 

explained. The respondents were asked to imagine themselves to combine two tasks like 

watching a movie and answering e-mails or messages from work. This scale had a Cronbach’s 

alpha of .96. 

 

Demographics  

To see how the sample was divided within this research, some demographics were included at 

the start of the survey. These demographics were used to see how the respondents could be 

divided into groups to see any secondary effects and to see if there are any interesting 

outcomes that are worth to include in future research. Demographics which are measured are 

gender, age, education level, work experience, work tenure, work experience within their 

current function and the working hours per week.  

Table 3.  

Scale descriptives independent- and dependent variables (N=234) 

Measuring Scales N-items    α Mean SD 

Work-life balance 7 .89 4.45 4.22 

Work pressure human 5 .94 4.53 1.33 

Work pressure mobile 5 .97 3.56 1.61 

Availability human 6 .74 4.37 1.00 

Availability mobile 3 .97 4.16 1.87 

Autonomy human 4 .92 3.02 1.38 

Autonomy mobile 3 .95 3.78 2.01 

Social pressure human 4 .91 4.48 1.36 

Social pressure mobile 3 .96 3.99 1.94 

Multitasking human 4 .94 4.31 1.43 

Multitasking mobile 6 .96 3.02 1.52 

All scales are measured on a 7-point Likert scale ( 1= strongly agree / 7 = strongly disagree) 
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3.4 Procedure for the participants  

The survey started with a general explanation where the respondent only could read that the 

survey was looking at how the boundaries have been changed between work and private life. 

After the introduction, the respondents were asked to tell if they were able to work flexibly 

within their job. If the answer was no, the questionnaire stopped. This extra filter has been 

added to make the results more reliable and to make sure that only employees who could 

work flexible were participating in this research. Several respondents were filtered out of the 

questionnaire via this question, despite the fact that they were asked only to fill in the 

questionnaire if they are able to work flexibly.  

Next, the respondents were asked to fill in their demographics. The items belonging 

to the dependent variable, work-life balance, were displayed after the demographics. Then the 

statements of the independent variables were displayed. These statements were organized by 

the three border forms (Permeability, Flexibility, and Blending) and the variables which were 

scaled under each form. First, the statements where humans function as border crossers were 

asked and then the statements where mobile devices function as border crossers were asked. 

The completion of the survey took about 10 minutes.   

3.5 Data analysis procedure 

Before starting the data analysis, the assumption of normality was examined. The 

Kolmogorov-Smirnov (KS) and the Shapiro-Wilk (SW) normality tests are executed to see if 

the sample was normally divided. In the null hypothesis is stated that the data is not normally 

distributed due to the small sample size. Therefore it is important to have a p-value lower than 

0.05 to accept the null hypotheses. All the variables are found to have a p-value lower than 

0.05 and therefore these results show that the null hypothesis can be accepted. This population 

is not normally divided.  
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4. Results 

In this part of the research, the results will be discussed. These results include the regression 

analyses to see if the hypotheses can be accepted or rejected with a significant outcome. The 

comparison was made between the context were humans function as border crossers and 

mobile devices function as border crossers.  

4.1 Descriptive results 

The variables which can be seen in table 4 are showing differences between the scores were 

humans or mobile devices are border crossers between work- and private life. The 

respondents are experiencing less work pressure when humans are causing them to switch 

between their work- and private life. This result can also be seen for availability, social 

pressure, and multitasking. This means that when mobile devices are causing them to switch 

between work- and private life the respondents are experiencing more work pressure; they 

also feel a bit more the need to be available for others. They are also experiencing more social 

pressure when mobile devices can be used to switch between work- and private life. The last 

variable which is showing some big differences in terms of mobile devices causing 

respondents to agree more on the statements is multitasking. This score shows that mobile 

devices make it more attractive and easy to multitask. When looking at autonomy the opposite 

end result can be seen.  

Table 4.  

Descriptive statistics of variables split by border crossers (N=234) 

Variables M SD 

Work-life balance 4.54 1.22 

Work pressure - Human 4.53 1.33 

Work pressure – Mobile 3.56 1.61 

Availability - Human 4.37 1.00 

Availability – Mobile 4.16 1.87 

Autonomy  -Human 3.02 1.38 

Autonomy – Mobile 3.78 2.02 

Social pressure - Human 4.48 1.36 

Social pressure - Mobile 4.00 1.94 

Multitasking - Human 4.31 1.43 

Multitasking - Mobile 3.02 1.52 

Availability – Mobile 4.16 1.87 
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4.2 Correlations 

The correlations Table can be seen in Table 5. This Table shows that there is only one 

variable that is not significantly correlating with the dependent variable. However, the other 

variables do correlate with each other. Only multitasking in the situation where humans 

function as border crossers is not showing any correlation with work-life balance. However in 

the context where mobile devices are the border crossers there is a correlation established and 

this shows that it is still possible that multitasking is somewhat correlated to work-life balance 

even in this context.  
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Table 5. 

Correlations 

 
**. Correlation is significant at the 0.01 level (2-tailed)
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4.3 Test of hypotheses  

Next, the regression analysis is executed to see if there can be any significance found between 

the variables. The outcome of the regression analysis can be found in Tables 6, 7 and 8. These 

tables show the different scores for the model when humans function as border crossers and 

when mobile devices function as border crossers.  

 Table 6 shows that only the demographics are having the lowest explained variance 

[R2 = .082, F = 2,87, p<.01]. The model with humans as border crossers has slightly the 

highest explained variance [R2 = .340, F = 11,01, p<.00], but it does not differ that much from 

the last model where mobile devices function as border crossers [R2 = .333, F = 10,17, 

p<.00],. The explained variance was increased when other variables are added and this is 

showing that not only demographics but also other variables are explaining a decent 

percentage of the behavior. 

Table 6. 

Outcome regression analysis: explained variances of the influence of humans and mobile 

devices as border crossers on the work-life balance 

 Adj. R2 F-value Sig. 

Demographics .082 2.87 .01 

Demographics + Humans as border crossers .340 11.01 .00 

Demographics + Mobile devices as border 

crossers 

.333 10.17 .00 

 

Work pressure: humans as border crossers 

The variable work pressure showed a slight difference of outcomes between humans and 

mobile devices as border crossers. The regression analysis showed a positive significant 

influence of work pressure with work-life balance when humans were border crossers [β = 

.18, t = 3.05, p<.01].  

 

Work pressure: mobile devices as border crossers 

The situation where mobile devices functioned as border crossers showed a small difference 

in the positive significant influence [β = .16, t = 2.59, p<.01]. These results showed that the 

regression line for work pressure and the influence on work-life balance with humans as 

border crossers was slightly steeper than with mobile devices as border crossers.  

 

Availability: humans as border crossers 

When humans functioned as border crossers no significant influence was found [β = .14, t = 

1.72, n.s.].  
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Availability: mobile devices as border crossers 

Only when mobile devices functioned as border crossers a statistically significant was found 

[β = .14, t = 1.97, p<.05]. 

 

Autonomy: humans as border crossers 

The negative influence of autonomy on the work-life balance of employees was found 

statistically significant only in the case where humans are used as a trigger to cross the border 

between work- and private life [β =-.33, t = -6.43, p<.00].  

 

Autonomy: mobile devices as border crossers 

There was no significant influence of autonomy on work-life balance found when mobile 

devices were used to let employees cross the border between work- and private life [β = -.10, t 

= -1.78, n.s.]. 

 

Social pressure: humans as border crossers 

Social pressure was found not to be statistically significant when humans functioned as border 

crossers [β = .07, t = 1.15, n.s.]. 

 

Social pressure: humans as border crossers 

When mobile devices functioned as border crossers there was no statistically significant 

outcome [β = .09, t = 1.34, n.s.].  

 

Multitasking: humans as border crossers  

When humans were used to see what the influence of multitasking on work-life balance was, 

no significance was found [β = -.01, t = -.13, n.s.].  

 

Multitasking: mobile devices as border crossers  

For this variable, only the situation where mobile devices functioned as border crossers was 

found to have a statistically significant influence on work-life balance [β = .18, t = 3.02, .01].  
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Demographics 

First, the demographics are tested by itself. This was not giving a high degree of explained 

variance. The demographics did show some interesting outcomes per model regarding gender, 

work tenure, working experience function and working hours per week. These results can 

possibly be used to give more insight on how employees are experiencing work-life balance 

when they have one or multiple of these demographic characteristics.  

 Gender was found to have a significant influence on work-life balance when mobile 

devices were used as border crossers. This influence is found to be negative which means that 

women were having a less experienced work-life balance than men when they used their 

phone as border crossers. In the other two models, gender is found not to be statistically 

significant in this research.  

 Also, work tenure was found to be having a negative influence on work-life balance 

which was statistically significant. This was only the case when mobile devices were used as 

border crossers. The outcome showed that the less years of working experience an employee 

had at his current employer, the less work-life balance he or she is experiencing.  

 The amount of work experience an employee has within their current function is 

having a significant positive influence when both humans and mobile devices functioned as 

border crossers. Hence, the more experience the employee has within their function the more 

he or she is experiencing a more imbalanced work-life balance.  

 Employees who are working fewer hours per week are having a worse experienced 

work-life balance than employees who are working more hours per week. The regression 

analysis shows that they are significantly influenced by their working hours per week when 

they can switch between work- and private life via their mobile devices.  

Table 7. 

Outcomes regression analysis: demographics + humans as border crossers 

 β t-value Sig. 

Gender -0.23 -1.32 .19 

Age  -0.02 -1.80 .07 

Education -0.05 0.08 .18 

Years of Work experience 0.01 1.15 .13 

Years of Working tenure  -0.02 -1.50 .14 

Years in Current function 0.03 2.46 .02 

Working hours per week -0.04 -1.65 .10 

Work pressure 0.18 3.05 .01 

Availability 0.14 1.72 .09 

Autonomy -0.33 -6.43 .00 

Social pressure 0.07 1.15 .25 

Multitasking -0.01 -0.13 .90 
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Table 8. 

Outcomes regression analysis: demographics + mobile devices as border crossers 

 β t-value Sig. 

Gender -0.21 -1.36 .02 

Age  -0.02 -1.06 .29 

Education 0.02 0.18 .86 

Years of Work experience 0.03 1.58 .12 

Years of Working tenure  -0.03 -2.90 .01 

Years in Current function 0.03 2.28 .02 

Working hours per week -0.03 -2.39 .02 

Work pressure 0.16 2.59 .01 

Availability 0.14 1.97 .05 

Autonomy -0.10 -1.78 .07 

Social pressure 0.09 1.34 .18 

Multitasking 0.18 3.02 .01 
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5. Discussion 

5.1 Theoretical implications 

It is important to continue doing research on work-life balance and what may influence the 

feeling of a balanced or imbalanced work- and private life. Not only can employees who are 

experiencing an imbalance be expensive for organizations, it is also causing discomfort for 

the employee who maybe struggling with mental- and physical problems (Bertera, 1990). It is 

important for organizations and individuals to know what the use of mobile devices can 

cause, and how it can affect their work-life balance. The general question for this research 

was: “To what extent are mobile devices as border crossers influencing the work-life balance 

of employees and how does it differ from the influence of humans as border crossers on work-

life balance of employees?”. This research had the aim to explore the differences between 

humans and mobile devices when they function as border crossers. The border theory is used 

as a theoretical foundation to explore these differences.  

 This study showed an explained variance of 34% when humans functioned as border 

crossers and 33% when mobile devices functioned as border crossers. The next step for 

research is to explore what other variables are relating to work-life balance. It may be 

interesting to see what kind of leaders are influencing the work-life balance of employees. 

The research of Syrek, Apostel and Anthony (2013) is researching the impact of 

transformational leadership on work-life balance. They found that there is a relationship 

between this leadership style and work-life balance, this means that this is also a variable that 

explains the behaviour of employees and how it relates to their work-life balance.  

Based on survey questions and the corresponding performed statistical tests, it can be 

concluded that H1a, H1b, H2b, H3a and H5b can be accepted.  

 The main result of this research is that there is a difference between the influence of 

humans and mobile devices as border crossers on work-life balance. This motivates the 

statement of Chandola et al. (2008) they stated that mobile devices are increasing the 

possibility to work overtime and that this increases the work pressure. In this research this 

difference could only seen when looking at the variable work pressure. This variable showed 

significant relationship in both scenario’s and could therefore be compared to each other.  

 Work pressure is having a significant negative relation with work-life balance in both 

contexts of the tested Border Theory with work-life balance. This means that employees are 

feeling more work pressure and less work-life balance when they need to switch because of 

demands of humans, but this relationship is even stronger when they have the ability to use 

mobile devices. When looking at other literature like the research of White, Hill, McGovern, 
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White, Hill, McGovern, Mils and Smeaton (2003) they found that work pressure is influenced 

by working hours and that less working hours leads to more work pressure, because 

employees cannot finish work on time. This leads to more working overtime and less work-

life balance. This can also be seen in this research when looking at work pressure and 

working hours with mobile devices as border crossers. In this scenario, working hours is 

negative related to work-life balance. For organisations where employees do not work 

fulltime this can be something to be careful with. Are employees able to finish the amount of 

work within their working hours when working part-time? It is important for employees who 

are working part-time to be aware of the danger for their mental- and physical health of 

finishing work, because of the lack of hours that they have at work. 

 Autonomy showed significant results only when humans functioned as border 

crossers. It is therefore difficult to say something about the differences caused by the border 

crossers for this variable. The research of Barley and Kunda (2004) is showing the same 

significance. They saw that employees who are feeling less autonomy are feeling trapped by 

the management and are experiencing less work-life balance. Why is this result not showing 

for mobile devices? It may be caused by the research design where the respondents could not 

make the difference between human and mobile devices. Mazmanian (2013) did find a 

relation between autonomy and work-life balance when using mobile devices, so did Geurts 

& Demerouti (2003). For future research on this variable it is important to make a clear 

distinction what separates mobile devices from humans. Assuming that there is a relation 

between the two variables, there may be other aspects like demographics such as the amount 

of years in their current function. This research showed that this variable correlates with 

autonomy and work-life balance, and this can be explored in future research.  

 The variables availability and multitasking were showing significant results in either 

the scenario were mobile devices functioned as border crossers. It is therefore difficult to say 

something about the differences caused by the border crossers for these variables. At the 

beginning of this research the assumption that availability would relate negatively with 

mobile devices was made. This research can confirm this relationship. According to 

Waycman, Bittman and Brown (2008) this relation is obvious, because the goal of mobile 

devices is to keep you available anywhere and anytime. This can also be a reason why this 

relation cannot be seen when humans function as border crossers. People can distance 

themselves easily from people when they do not want to deal with them anymore whereas 

mobile devices have some sort of addictiveness and are more difficult to distance yourself 

from (Middleton, 2007).  
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 With employees multitasking more by using mobile devices, they are experiencing 

less work-life balance. Being able to work at home means that the recovery will be less and 

less work-life balance is experienced. As Fritz and Sonnentag (2006) were saying that 

employees need to recover from work in order to prevent health problems like a burn-out. 

Mobile devices make it easier to be connected to work all day.  Jarvenpaa, Lang and 

Tuunainen (2005) are saying that the mobile devices can cause several paradoxes. Mobile 

devices empower and enslave users, simultaneously engage and disengage them. Also they 

blur the boundaries between work-and private life. Multitasking gives employees the 

opportunity to do things at the same time which can be work- and private life related. This 

causes the blurring boundaries and gives them challenges in keeping their work- and private 

life in balance. It is more difficult to combine tasks when not using mobile devices. In today’s 

world it is more common for employees to use mobile devices to multitask, this can be one of 

the reasons that multitasking is not showing significant results when humans functioned as 

border crossers. Further research may explore how many employees are using methods or 

tools to multitask other then mobile devices to see if this variable is still relevant.  

 Social pressure was not showing any significant relations in both cases and the two 

scenario’s. This is remarkable but can also be explained. The research of (Waycman, Bittman 

&, Brown, 2008) showed that also the actual content of calls, e-mails may play a role in the 

behaviour of people. This can be a reason why only work pressure is showing significance in 

both cases; all the other variables may be getting influenced by the content of a call, e-mail or 

a question from someone else. The priority of calls or questions can have an influence on how 

the employee is reacting to it and if they decide to switch domains for it. For future research it 

is wise to investigate what kind of content is triggering employees to switch between the 

work- and private life domains. Social pressure is still a variable that will have a relation with 

work-life balance. Mazmanian, Orlikowski and Yates (2005) reported that mobile email users 

were expected by others to respond as quickly as possible experienced pressure to meet these 

demands. The pressure to meet the demands of others could cause an imbalance in their work-

life balance. There is research that confirmed the relation of social pressure with work-life 

balance. Assuming that this relation is still there, only this research did not showed these 

results. Possibly because of the lack of a wider exploration of this variable within this 

research.  

 We have learned through this research that when mobile devices are involved, other 

variables seem to be having a significant relation with work-life balance as humans do. A lot 

of assumptions that have been made in the beginning are also showing in this research. This 

can mean that the role of mobile devices is still something that we do not need to 
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underestimate. Nowadays people find themselves having complete control over when they 

decide to use their mobile devices for work- or private matters. A potentially interesting 

inquiry for future research would be to investigate the use of mobile devices with an 

organizational learning perspective. This is something that also Middleton (2007) is 

encouraging. This research shows that even though we may think that we have control about 

our work-life balance that we are still vulnerable to mobile devices to make them imbalance 

our work-life balance. It is a learning process that we are still in and will be in the future.  

5.2 Practical implications 

As mentioned before, it is important to keep making employees aware of the effects that 

mobile devices can have on their work-life balance. Also it is important to mention that 

humans are also impacting the work-life balance and that employees who may be insecure or 

are not able to say no to others are more able to experience health problems due to the fact 

that they are less able to balance their work- and private life when for example the work 

pressure gets high. It is for organisations therefore important to get to know their employees 

and that they can respond adequately to the behaviour that their employees are showing. 

Besides this, it is good for organizations to see if their employees can finish their work within 

the hours that they are given. Especially for part-times this is important, are they able to do all 

the work in limited hours? Does an organisation need to hire more employees, give their part-

times the possibility to work more hours or do they need to lower the amount of work for one 

person? All important questions that organizations can try to figure out in order to maintain 

healthy employees and a healthy organization.  

 For employees it is important to be aware of the dangers of doing the work at home 

that they did not finish. Time to recover from work is important and when working overtime 

at home it may cause that boundaries are getting blurred and that they cannot handle the 

demands from both work- and private life. It may be helpful for employees to keep track of 

their hours and when noticing an increasing amount of working hours to discuss this with 

their supervisor.  

5.3 Limitations  

Several limitations are present in the current study. The population was not normally divided. 

This can be caused by the sample size, since the population was not big. A larger sample size 

is more likely to be normally divided (Cramer & Howitt, 2004). A factor analyse executed but 

was not showing all the factors that were included, distinctiveness of the items may be 

questionable. The use of the two scenarios may have caused some bias. The pre-test showed 
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good results and the distinction could be made by the respondents. It is still possible that in 

the real sample the distinction between the scenarios was sometimes not fully understood.  

 The employees who have participated in this research are all from different 

organizations. To have a more clear view of the behaviour within a certain work field it may 

be helpful to include only employees from one specific work field and type of organization. 

To focus more on different demographics and separate them, even more, the sample will 

provide more specific information for certain organizations in different branches.  

Thirdly, it is not possible to make any generalization for bigger population groups due to the 

representativeness of the sample. The outcomes of this research can be used to view a 

possible relation. This could give a reason to dive deeper into this topic and do a comparable 

research with a larger sample to see if it can be generalized over a specific population.   

 Furthermore, the survey questions were adapted from the researches of, Chandola et 

al. (2008), van Ispelen (2004), van Zutphen (2015) and Stephens, Cho and Ballard (2012). 

The questions have been translated from English to Dutch. This could have caused problems 

in the validity of the results. The weighing of on the one hand asking Dutch respondents to fill 

in an English questionnaire and thereby having to deal with the risk of them not fully 

understanding the questions. On the other hand, asking Dutch respondents to fill in the 

questionnaire with the questions translated by the researcher and trying to minimize 

miscommunication from the employee’s side. This research includes the last option because 

translation errors from my side are better identifiable than translation mistakes that 

respondents will make. Nevertheless, both options could affect the validity of the results even 

though the reliability scores of the items in this research were all very high and acceptable.  

 Based on the results of this study and conclusions it is wise to include more 

demographic variables and give more attention to the individual demographic variables as 

they may give more information on the relation with work-life balance. Gathering a bigger 

sample would give a normally divided population and the possibility to generalize the 

outcomes. Including more in-depth research methods when investigating this research topic is 

very important. Work-life balance is based on several emotions, behaviours or demographics 

which influence the perception of employees. Therefore it is interesting to see the thoughts of 

employees and know what makes them to decide to cross borders between work- and private 

life.  
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5.4 Conclusion 

After this research the conclusion can be made that work pressure gets increased when 

employees have the ability to use their mobile devices and that their work-life balance can get 

imbalanced. These variables are strongly negatively correlating with the working hours per 

week of employees, were working less hours. People who are working part-time are therefore 

more likely to experience an imbalance when they are able to use their mobile devices for 

work outside working time. This research showed that mobile devices makes it easy to 

multitask and that blurring the boundaries between work-and private life are therefore easily 

made. This research has explored just a small part of the whole concept of work-life balance 

and not all the assumptions are confirmed. Not having all the confirmation does not mean that 

there is no relation at all between the variables. Maintaining a healthy work-life balance is a 

learning process for everybody so is also doing research in the research field of work-life 

balance.  
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Appendix 1, The questionnaire 

Q1 Hallo, Allereerst bedankt dat u mee wilt doen aan dit onderzoek over werk- en privé 

balans. Ik voer dit onderzoek uit als afronding van mijn Master Communicatiewetenschap. Ik 

wil u graag vragen om deze enquête naar waarheid in te vullen. Er zijn geen goede of foute 

antwoorden en al uw antwoorden zullen volledig anoniem blijven en worden niet met derden 

gedeeld. Het invullen van deze enquête duurt ongeveer 5 tot 10 minuten. Wilt u de resultaten 

van dit onderzoek ontvangen? Mail dan naar l.t.l.dijkhuis@student.utwente.nl en ik zal deze 

naar u toesturen.  Alvast bedankt voor uw deelname. 

Lonne Dijkhuis 

 

Q2  Voordat u de enquête verder invult, zou ik graag willen weten of u het afgelopen jaar 

binnen uw werk gebruikmaakt, of gebruik hebt gemaakt van de mogelijkheid om flexibel te 

werken. Dit houdt in dat u de mogelijkheid hebt om bijvoorbeeld thuis of in een openbare 

ruimte te werken.  

o Ja  (1)  

o Nee  (2) (einde vragenlijst) 

 

Q2a  Voor deze enquête is het van belang dat u gebruikmaakt, of gebruik hebt gemaakt 

van de mogelijkheid om flexibel te werken. Om u goed in te kunnen leven in de situaties is dit 

een vereiste om mee te kunnen doen aan deze enquête. U heeft aangegeven dat dit bij u niet 

het geval is. Om deze reden sluit hier de enquête. 

 

 

Toch bedankt voor uw tijd.  

 

 

 

 

Q3  Wat is uw leeftijd? (Geef uw antwoord in gehele jaren)  

________________________________________________________________ 
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Q4 Wat is uw geslacht? 

o Man  (1)  

o Vrouw  (2)  

 

Q5  Wat is uw hoogst afgeronde opleiding? 

o VMBO  (1)  

o HAVO  (2)  

o VWO  (3)  

o MBO  (4)  

o HBO  (5)  

o Universiteit   (6)  

o Anders namelijk,   (7) ________________________________________________ 

 

Q6  Hoeveel jaar werkervaring heeft u? (Geef uw antwoord in gehele jaren)  

________________________________________________________________ 

 

Q7   Hoeveel jaar bent u werkzaam bij uw huidige werkgever? (Geef uw antwoord in 

gehele jaren)  

________________________________________________________________ 

 

Q8  Hoeveel jaar werkt u in uw huidige functie? (Geef uw antwoord in gehele jaren)  

________________________________________________________________ 
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Q9  Hoeveel uren werkt u per week? (Geef uw antwoord in gehele uren) 

________________________________________________________________  
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Q10  In de volgende stellingen wil ik u vragen om aan te geven in hoeverre bent u het eens 

of oneens bent met deze stellingen over uw werk- en privé balans. 

 

Helemaal 

mee eens 

(1) 

Eens 

(2) 

Beetje 

mee 

eens (3) 

Neutraal 

(4) 

Beetje 

mee 

oneens 

(5) 

Oneens 

(6) 

Helemaal 

mee 

oneens 

(7) 

Mijn privéleven lijdt 

onder mijn werk.  (1) 
o  o  o  o  o  o  o  

Mijn werk maakt mijn 

privéleven moeilijk.  (2) 
o  o  o  o  o  o  o  

Ik negeer privé 

behoeften door mijn 

werk.  (3) 

o  o  o  o  o  o  o  

Ik zet mijn privéleven 

opzij voor mijn werk.  

(4) 

o  o  o  o  o  o  o  

Ik loop privé 

activiteiten mis door 

mijn werk.  (5) 

o  o  o  o  o  o  o  

Ik heb moeite om werk 

en privé te scheiden.  

(6) 

o  o  o  o  o  o  o  

Ik ben tevreden met de 

hoeveelheid vrije tijd 

voor privé activiteiten. 

(7) 

o  o  o  o  o  o  o  
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Q11  Er worden u nu een aantal stellingen voorgelegd aan de hand van situaties die worden 

geschetst. Geef bij deze stellingen aan in hoeverre u het eens of oneens bent. Bij de volgende 

situaties is het belangrijk dat u in gedachten houdt dat alleen mensen je gedrag in deze 

situatie kunnen beïnvloeden.  

o Ik heb de tekst gelezen ik snap het.  (1) 
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Q12  Geef bij de volgende stellingen aan hoe u zich voelt en wat u ervaart als u vaak wordt 

onderbroken door vragen van familieleden of vrienden wanneer u thuis werkt. 

 

Helemaal 

mee eens 

(1) 

Eens 

(2) 

Beetje 

mee 

eens 

(3) 

Neutraal 

(4) 

Beetje 

mee 

oneens 

(5) 

Oneens 

(6) 

Helemaal 

mee 

oneens 

(7) 

Ik ervaar in deze 

situatie een 

hoge werkdruk.  

(1) 

o  o  o  o  o  o  o  

Ik ervaar in deze 

situatie 

tijdgebrek.  (2) 

o  o  o  o  o  o  o  

Ik heb in deze 

situatie het 

gevoel dat ik 

snel moet 

werken (3) 

o  o  o  o  o  o  o  

Ik heb in deze 

situatie het 

gevoel dat ik 

gehaast ben.  (4) 

o  o  o  o  o  o  o  

Ik heb in deze 

situatie het 

gevoel dat er 

veel van mij 

gevraagd wordt. 

(5) 

o  o  o  o  o  o  o  
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Q13  Laat hieronder weten in hoeverre u het eens of oneens bent met de onderstaande 

stellingen. 

 

Helemaal 

mee eens 

(1) 

Eens 

(2) 

Beetje 

mee 

eens 

(3) 

Neutraal 

(4) 

Beetje 

mee 

oneens 

(5) 

Oneens 

(6) 

Helemaal 

mee 

oneens 

(7) 

Ik heb het gevoel 

dat ik altijd 

beschikbaar moet 

zijn voor collega’s 

in mijn vrije tijd.  

(1) 

o  o  o  o  o  o  o  

Ik heb het gevoel 

dat ik altijd 

beschikbaar moet 

zijn voor familie 

en vrienden als ik 

op mijn werk ben.  

(2) 

o  o  o  o  o  o  o  

Ik voel mij 

verplicht om mijn 

werkplanning te 

veranderen 

wanneer familie of 

vrienden hier om 

vragen.  (3) 

o  o  o  o  o  o  o  

Ik voel mij 

verplicht om mijn 

privéplanning om 

te gooien wanneer 

mijn werk hier om 

vraagt. (4) 

o  o  o  o  o  o  o  
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Ik vind het 

vervelend om 

beschikbaar te zijn 

voor collega’s in 

mijn vrije tijd. (5) 

o  o  o  o  o  o  o  

Ik vind het 

vervelend om 

altijd beschikbaar 

te zijn voor mijn 

familie en 

vrienden tijdens 

mijn werk.  (6) 

o  o  o  o  o  o  o  
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Q14  Laat hieronder weten in hoeverre u het eens of oneens bent met de mate waarin u zelf 

kunt bepalen hoe u uw werk inricht. 

 

Helemaal 

mee eens 

(1) 

Eens 

(2) 

Beetje 

mee 

eens 

(3) 

Neutraal 

(4) 

Beetje 

mee 

oneens 

(5) 

Oneens 

(6) 

Helemaal 

mee 

oneens 

(7) 

Ik kan zelf bepalen 

wanneer ik mijn 

werk wil 

onderbreken. (1) 

o  o  o  o  o  o  o  

Ik bepaal zelf mijn 

eigen werktempo. 

(2) 

o  o  o  o  o  o  o  

Ik bepaal zelf hoe 

ik mijn taken 

indeel.  (3) 

o  o  o  o  o  o  o  

Ik heb de vrijheid 

om de volgorde van 

mijn 

werkzaamheden 

zelf te bepalen. (4) 

o  o  o  o  o  o  o  
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Q15  Laat hieronder weten hoe u zich voelt en wat u ervaart als uw leidinggevende/collega 

u vraagt of u na werktijd nog wat dingen voor hem/haar wil regelen. Echter moet u dit 

afwijzen om verplichtingen die u privé hebt na te komen. 

 

Helemaal 

mee eens 

(1) 

Eens 

(2) 

Beetje 

mee 

eens (3) 

Neutraal 

(4) 

Beetje 

mee 

oneens 

(5) 

Oneens 

(6) 

Helemaal 

mee 

oneens 

(7) 

Ik voel mij in 

deze situatie 

onzeker.  (1) 

o  o  o  o  o  o  o  

Ik maak mij in 

deze situatie 

zorgen om de 

mening van 

anderen.  (2) 

o  o  o  o  o  o  o  

Ik heb in deze 

situatie het 

gevoel dat 

mijn positie in 

de groep 

wordt 

bedreigd.  (3) 

o  o  o  o  o  o  o  

Ik heb het 

gevoel dat ik 

in deze 

situatie toch 

moet 

toezeggen om 

mijn baas 

tevreden te 

houden.  (4) 

o  o  o  o  o  o  o  
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Q16  Laat hieronder weten hoe u zich voelt en wat u ervaart als u twee dingen tegelijk 

doet, waarbij de ene activiteit werk- en de andere privé gerelateerd is (denk hierbij aan koken 

terwijl u een presentatie oefent). 

 

Helemaal 

mee eens 

(1) 

Eens 

(2) 

Beetje 

mee 

eens 

(3) 

Neutraal 

(4) 

Beetje 

mee 

oneens 

(5) 

Oneens 

(6) 

Helemaal 

mee 

oneens 

(7) 

Ik vind het fijn 

om taken op 

deze manier te 

combineren.  (1) 

o  o  o  o  o  o  o  

Ik vind het 

aantrekkelijk 

om taken op 

deze manier te 

combineren. (2) 

o  o  o  o  o  o  o  

Ik ervaar 

controle als ik 

taken op deze 

manier 

combineer.  (3) 

o  o  o  o  o  o  o  

Ik voel mij 

productiever als 

ik taken op deze 

manier 

combineer. (4) 

o  o  o  o  o  o  o  
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Q17  Er worden u nu een aantal stellingen voorgelegd aan de hand van andere situaties. 

Geef bij deze stellingen aan in hoeverre u het eens of oneens bent. Bij de volgende situaties 

is het belangrijk dat u bedenkt in hoeverre uw gedrag wordt beïnvloed door mobiele 

apparaten*. 

 

*Onder mobiele apparaten verstaan we smartphones, laptops en iPads.   

o Ik heb de tekst gelezen en ik snap het.  (1)  

 

 

Q18  Geef bij de volgende stellingen aan hoe u zich voelt en wat u ervaart als u vaak wordt 

onderbroken door berichten of e-mails die u ontvangt op uw mobiel, laptop of iPad wanneer u 

thuis werkt .  

 

Helemaal 

mee eens 

(1) 

Eens 

(2) 

Beetje 

mee 

eens (3) 

Neutraal 

(4) 

Beetje 

mee 

oneens 

(5) 

Oneens 

(6) 

Helemaal 

mee 

oneens 

(7) 

Ik ervaar in 

deze situatie 

een hoge 

werkdruk. (1)  

o  o  o  o  o  o  o  

Ik ervaar in 

deze situatie 

dat ik 

tijdgebrek 

heb. (2)  

o  o  o  o  o  o  o  

Ik heb in deze 

situatie het 

gevoel dat ik 

snel moet 

werken. (3)  

o  o  o  o  o  o  o  

Ik heb in deze 

situatie het 

gevoel dat ik 

o  o  o  o  o  o  o  
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gehaast ben. 

(4)  

Ik heb in deze 

situatie het 

gevoel dat er 

veel van mij 

gevraagd 

wordt. (5)  

o  o  o  o  o  o  o  

 

 

Q19  Laat hieronder weten hoe u zich voelt en wat u ervaart als u tijdens uw werk een 

melding op uw mobiel, laptop of iPad krijgt van familie of vrienden en u niet direct kunt 

kijken.  

 

Helemaal 

mee eens 

(1) 

Eens 

(2) 

Beetje 

mee 

eens 

(3) 

Neutraal 

(4) 

Beetje 

mee 

oneens 

(5) 

Oneens 

(6) 

Helemaal 

mee 

oneens 

(7) 

Ik voel mij in 

deze situatie 

gestrest. (1)  

o  o  o  o  o  o  o  

Ik voel mij in 

deze situatie 

onrustig. (2)  

o  o  o  o  o  o  o  

Ik voel mij in 

deze situatie 

schuldig.  (3)  

o  o  o  o  o  o  o  
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Q20  Laat hieronder weten in hoeverre u het eens of oneens bent met de mate waarin u zelf 

kunt bepalen hoe u met een bericht omgaat dat u krijgt van uw werk op uw mobiel, laptop of 

iPad. 

 

Helemaal 

mee eens 

(1) 

Eens 

(2) 

Beetje 

mee 

eens 

(3) 

Neutraal 

(4) 

Beetje 

mee 

oneens 

(5) 

Oneens 

(6) 

Helemaal 

mee 

oneens 

(7) 

Mijn mobiele 

apparaat bepaalt 

wanneer ik een 

bericht bekijk. 

(1)  

o  o  o  o  o  o  o  

Mijn mobiele 

apparaat bepaalt 

of ik op een 

bericht reageer. 

(2)  

o  o  o  o  o  o  o  

Mijn mobiele 

apparaat bepaalt 

of ik wissel 

tussen werk en 

privé door 

berichten te 

openen. (3)  

o  o  o  o  o  o  o  
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Q21  Laat hieronder weten hoe u zich voelt of wat u ervaart als u thuis bent en u een e-

mail of bericht krijgt van uw werk en u niet in staat bent om meteen te reageren.  

 

Helemaal 

mee eens 

(1) 

Eens 

(2) 

Beetje 

mee 

eens (3) 

Neutraal 

(4) 

Beetje 

mee 

oneens 

(5) 

Oneens 

(6) 

Helemaal 

mee 

oneens 

(7) 

Ik voel mij in deze 

situatie verplicht om 

direct te antwoorden 

om iemand anders niet 

teleur te stellen. (1)  

o  o  o  o  o  o  o  

Ik heb in deze situatie 

het gevoel dat ik word 

afgerekend door 

anderen als ik niet 

direct reageer.  (2)  

o  o  o  o  o  o  o  

Ik ben in deze situatie 

bang dat het mij 

kwalijk wordt 

genomen door 

anderen als ik niet 

direct reageer. (3)  

o  o  o  o  o  o  o  
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Q22  Laat hieronder weten hoe u zich voelt en wat u ervaart als u twee dingen tegelijk 

doet, waarbij de ene activiteit werk- en de andere privé gerelateerd is (denk hierbij aan 

berichten en mails beantwoorden terwijl u een film kijkt).  

 

Helemaal 

mee eens 

(1) 

Eens 

(2) 

Beetje 

mee 

eens 

(3) 

Neutraal 

(4) 

Beetje 

mee 

oneens 

(5) 

Oneens 

(6) 

Helemaal 

mee 

oneens 

(7) 

Ik vind het fijn 

om taken te 

combineren 

waarbij ik een 

mobiel apparaat 

nodig heb.   (1)  

o  o  o  o  o  o  o  

Ik vind het 

aantrekkelijk om 

taken te 

combineren 

waarbij ik een 

mobiel apparaat 

nodig heb. (2)  

o  o  o  o  o  o  o  

Ik ervaar controle 

als ik taken 

combineer door 

mijn mobiele 

apparaat te 

gebruiken.  (3)  

o  o  o  o  o  o  o  

Ik voel mij 

productiever als 

ik taken 

combineer via 

een mobiel 

apparaat.  (4)  

o  o  o  o  o  o  o  
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Ik vind dat 

mobiele 

apparaten het 

aantrekkelijker 

maken taken te 

combineren.  (5)  

o  o  o  o  o  o  o  

Ik vind dat 

mobiele 

apparaten ervoor 

zorgen dat ik 

taken beter kan 

combineren.  (6)  

o  o  o  o  o  o  o  

 

 


