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Purpose: Aiming to investigate how knowledge workers organise their work through boundary
practice in remote working, this study has partnered with one online consulting
company who provides professional accounting services to third party customers. This
study tries to explore 1) how accountants organize their work through managing and
shaping their physical and temporal boundaries to establish flexibility in remote
working; 2) how are technologies harnessed to manage work-life boundaries in the
context of remote working. By probing into these inquiries, this study enlightens the
complex interplay between evolving work practices, technological advancements, and
individual boundary practices.

Theory: Through the lens of work-family border theory, this study would shed light on the
shifting dynamics between work and life within the context of remote working.

Method: Using semi-structured interview and reflexive thematic analysis, this empirical study
would be able to discover individualized and contextualised strategies and tactics of
boundary practice in temporal and spatial dimensions within remote working context.

Results: Knowledge workers perceive themselves as the active agents in 1) constantly shaping

and managing their temporal and physical boundaries; 2) negotiating their boundaries
with other domain members; 3) using ICTs and MCTs to manage, shape and modify
their boundaries. Their boundary strategies entail a dynamic shift depending on
constant trade-offs of diverse personal and professional priorities. The shifting
dynamics between work and life is both the central character of work-life balance, as
well as the key resource of creating work-life balance within the context of remote
working. Furthermore, the re-construction of organization/company/supervisor’ role
in boundary negotiation may be crucial for matching expectations between different
stakeholders in remote working. The seamfullness design may better contribute to the
boundary practice in remote working.
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1.Introduction

With the advent of social and economic development, the paradigm of traditional family-based work
had transitioned into the realm of industrial manufacturing characterized by a distinct separation
between work and family spheres. This segmentation has long served as a predominant feature of
work practices and underpinned the foundations of work-life relationships. This separation,
manifesting in temporal and physical dimensions, prompted early investigations into work-life
balance.

Along with globalisation, social economic development, and technological advancement, a
revolutionary transformation of work has been carried on (Brocklehurst, 2001; Kingma, 2019;
Messenger & Gschwind, 2016; Pyorid, 2011; Tietze & Musson, 2005). Work practices have been
continuously detaching from specific time and space (Cousins & Robey, 2015). The pioneer work on
telework and telecommuting (Nilles, 1975; Toffler, 1980) investigates how information
communication technology (ICT) enables work to be conducted remotely, particularly from home. For
decades, the evolution of ICTs and mobile communication technologies (MCTs) has fundamentally
reshaped the traditional separation between work and life. Messenger and Gschwind (2016) delineate
three stages of telework: the home office, mobile office, and virtual office. In the latter stage, the
virtual office, individuals can simply access their work from anywhere at any time through
smartphones and portable tablets. While ICTs have enhanced flexibility and work autonomy (Golden,
2009; Tremblay & Thomsin, 2012), this always “on” has also engendered work-related stress (Barley
et al., 2011) and led to work-life conflicts (Allen et al., 2015).

This technological evolution has not solely precipitated shifts in the temporal and spatial dimensions
of work practices but has also orchestrated organisational transformation. A wide range of work
practices have emerged along a continuum of work flexibilization and diversification, which has been
described as new work practices by Aroles et al. (2019), alternative work arrangements by Spreitzer et
al., (2017). The emerging flexibility in work time, work location, and employment relationships in
new work practices or alternative work arrangements has largely led to the increasing complexity in
such fields.

Hence, inquiries into how individuals handle their work and nonwork spheres within this dynamic
landscape, alongside the role of technologies in shaping the boundaries between work and non-work
domains, have gained prominence within boundary studies and computer-supported cooperative work
(CSCW) (Ciolfi & Lockley, 2018; Cousins & Robey, 2015; Gold & Mustafa, 2013; Mustafa & Gold,
2013; Sayah, 2013).

Emergent insights from these studies have yield intriguing considerations. For instance, when
technology nearly mediates everything, how can individuals prevent intrusion against their will? Does
the blurring of work and life inevitably lead to work-life conflict? Does work perpetually pervade life?
Varied researchers propose diverse answers. However, given the fast development of new work
practices along with the technological innovation, the strategies individuals adopt to manage their
work and life domains are constantly shifting. Consequently, a nuanced exploration of individual
practice around work-life boundaries within this evolving landscape is both pertinent and captivating.
This individual practice around boundaries has been described as boundary practice in this study.

Spreitzer et al. (2017) further categorize individuals engaging in alternative work arrangements into
two groups, high-skill workers, and low-skill workers. These high-skill workers, often characterized as
knowledge workers possessing professional expertise, encounter more complex situations such as
splitting roles or juggling multiple part-time roles and dealing with constant blurring (Ciolfi &
Lockley, 2018).



Therefore, this study aims to scrutinize how knowledge workers would handle their temporal and
physical boundaries to cope with the emerging complexity in one specific new work practice, remote
working in the context of accounting. Specifically, this study seeks to elucidate how accountants,
entangled in a context of diversification and flexibilization, organise their work through managing and
shaping their temporal and physical boundaries to establish flexibilities, and how technologies have
been used in this process. Given the increasing complexity and diversification in remote working, this
study strategically partners with ASDFGAD company, a fully virtual consulting firm specializing in
accounting. ASDFGAD aims to offer top-tier accounting services to clients while affording
accountants a heightened degree of flexibility. Operational and administrative tasks are executed in the
digital realm, and accountants function as contractors within ASDFGAD. Notably, a significant
proportion of these accountants concurrently hold another job.

As such, this study posits two central research questions:

RQ1: How do accountants organize their work by managing and shaping their physical and temporal
boundaries to establish flexibility in remote working?

RQ2: In the context of remote working, how are technologies harnessed to manage work-life
boundaries?

By probing into these inquiries, this study aspires to deepen our understanding of the complex
interplay between evolving work practices, technological advancements, and individual boundary
practices.



2.Literature Review

2.1. New Work Practices

In light of technological development, contemporary work practices are occurring beyond temporal,
spatial and organisational boundaries. Through cloud-based storage, Internet connectivity, and smaller,
smarter digital devices such as smartphones and tablets, individuals can seamlessly access work from
anywhere at any time. ICTs not only enable mobile and virtual connectivity, but also prompt a
reconfiguration of work spatiality (Messenger & Gschwind, 2016).

Technology exerts a profound influence on work practices, generating both advantages and challenges.
The transformations in temporality and spatiality of work, on one hand, contribute to enhanced work
productivity (Felstead & Henseke, 2017), increased flexibility and work autonomy (Golden, 2009;
Tremblay & Thomsin, 2012), and improved work-life balance (Nurmi & Hinds, 2016; Thompson,
2018). Conversely, when work and life are physically overlapped and temporally intertwined, the
boundaries between work and life may constantly blur (Sayah, 2013). This, in turn, can result in the
intrusion of work into life domain (Gold & Mustafa, 2013), subsequently inducing increased work-
related stress of being always “on” (Barley et al. 2011), and fostering work to non-work conflicts
(Allen et al. 2013).

Being constantly evolving, an antagonistic idea of work can no longer reflect its current reality (Aroles
et al., 2019). The shifts in both the nature of work and its temporal-spatial dimensions have triggered
transformations in the relation between organisations and individuals (Aroles et al., 2019). Flexibility,
as the central character of new work practices, has attracted considerable scholarly attention. Spreitzer
et al. (2017) have identified three dimensions of flexibility, be it flexibility in employment
relationship, flexibility in the scheduling of work, and flexibility in the location of work.

These shifts toward flexibilization in work practices are propelled by several forces. Aside from short-
term financial expectations in the global economy, technological advents, individual preferences may
also be a contributor to the increased diversification in employment relationships (spreitzer et al.,
2017).

2.2. Remote Working

Remote working, or telework, telecommuting is sometimes interchangeable. As a result of the
revolutionary transformation in work practices, remote working has largely become a heterogeneous
category like other non-standard employment forms (Felstead & Henseke, 2017). The three
dimensions of flexibility as outlined by Spreitzer et al. (2017) has significantly contributed to the
diverse landscape of remote work practices.

Given the intricate diversification in remote working, this study refrains from attempting to define this
dynamically evolving work practice. Instead, to approach this unique new work practice, the reported
advantages and disadvantages concerning work life balance by recent studies will be examined.

Remote working has been praised for its perceived contributions to the increased productivity
(Felstead & Henseke, 2017), improved work-life balance (Ferreira et al., 2021; Koehne et al., 2012;
Thompson, 2019; Tremblay & Thomsin, 2012a), and heightened flexibility and work autonomy
(Golden, 2009), among other benefits. However, it has equally been criticized for many reasons, such
as limiting knowledge sharing (Sarker et al., 2012), amplifying work intensification (Kelliher &
Anderson, 2010), raising challenges in collaborations (Pyorid, 2011), and potentially risking work-life
balance (Felstead & Henseke, 2017).

Notably, contradictory findings have been reported across different studies concerning remote working
and its influence on work-life balance. Tremblay and Thomsin’s (2012) empirical study reveals that



telework can be perceived as intrusion into life by certain workers, while others view it as an avenue
for achieving work-life balance. This paradoxical influence may stem from the fact that while remote
working grants individuals the freedom to determine their work hours, tasks, and even locations, it
also transfers a significant portion of work-related responsibilities from organisations to individuals.
Consequently, this flexibility can engender substantial stress for many individuals, as not everyone can
adeptly manage such autonomy (Vallo Hult & Bystrom, 2021). Indeed, Lehdonvirta’s (2018)
empirical study, conducted within three piecework platforms, underscores that worker-controlled
flexible scheduling could equally fail to generate benefits to either employees or employers, in cases
where supportive social structures are missing.

On the other hand, individuals might paradoxically invest more efforts and time to compensate for the
flexibility provided by remote working (Felstead & Henseke, 2017), potentially leading to heightened
work intensification (Kelliher & Anderson, 2010). Consequently, individuals might experience the
pressure of unexpected work overload, just as “a prison from which there is no escape, even in sleep”
(Pyorid, 2011, p.391).

Furthermore, the amplified flexibility in work scheduling and locations can facilitate the juggling
between family and work responsibilities, such as attending to dependent kids (Tremblay & Thomsin,
2012), it may also be able to reduce work-life conflict through the collocation of work and family
domain (Golden, 2009). However, this collocation can equally lead to work-life blurring (Sayah,
2013), and individuals may encounter challenges in separating work and life domains.

Additionally, the use of ICTs and MCTs may also raise problems in terms of work-life balance. The
ability to work from anywhere at any time might inadvertently translate to working everywhere all the
time. Engaging in work during non-work hours can blur the distinction between work and nonwork
realms. Moreover, the often-overlooked practice of constant checking emails and other digital work
tools during nonwork hours might exacerbate work-life balance (Gold & Mustafa, 2013).

2.3. Professional Development of Accounting

Accounting, like many other professions, has undergone decades of development and transformation.
Historically, accounting has been concerned with the management of vertical relationship within
firms, but more currently, it has been changing to a horizontal relationship between legally
independent firms (Hékansson et al., 2010).

This horizontal relationship between different firms and organisations requires integration,
collaboration, and joint actions to complete certain tasks, in which building trust becomes crucial.
Tomkins (2001) further specifies that the information required to support trust differs from the
information needed to master events in accounting. While this study will not specifically address the
diverse information that organisations and accountants might need to exchange with their clients to
establish trust, the significance of cultivating trust at both organisational and interpersonal level within
professional accounting services holds noteworthy implications still.

Moreover, delving into accountants’ perceptions of good performance within accounting profession
proves intriguing. Foremost, the implementation of international auditing standards and licensing is
crucial for registered accountants (Leif & Bjerg, 2012). Following and effectively using guidance is
also important in conducting accounting work, as it is perceived to be effective in problem-solving and
may possibly foster more explicit professional judgements (Leif & Bjerg, 2012). Notably, feedback
from customers and colleagues is regarded as important and necessary, serving as outcome feedback
and cross-checking, respectively. The informal feedback exchanged among colleagues can be highly
detailed, reflecting the specific culture of the accounting profession, characterized by a strong
tolerance for cross-checking feedback (Leif & Bjorg, 2012). Additionally, accountants tend to acquire
new knowledge through a combination of artefacts, including web-based or paper-based guides,
regulations, laws, and interactions with other people, primarily colleagues (Leif, 2012).



This inclination towards seeking feedback and knowledge from colleagues may indicate a demand for
interactions among accountants. Within the realm of remote working, the lack of social interaction and
collaboration may potentially lead to conflicts with their inherent need for colleague feedback.

2.4. Work-Life Balance

2.4.1. Interconnectedness Between Work and Life

Academic studies on work-life balance began in 1960s, initially, researchers treated work and family
as separate and mutually exclusive domains due to the traditional division of gender roles, with
women primarily seen as hometakers and men breadwinners (Clark, 2000; Khateeb, 2021). During the
1970s, a new trend emerges as researchers begin emphasizing the interconnectedness between work
and family and how they can mutually affect each other (Clark, 2000; Hogarth & Bosworth, 2009).
The flow of experiences transcends physical and temporal boundaries between work and family,
resulting in both positive and negative spillover (Clark, 2000; Khateeb, 2021). Therefore, individuals,
employers, societies, and technologies cannot modify one without impacting the other (Clark, 2000).

Addition to the interconnectedness between work and life domains, new theories start to put emphasis
on individuals’ enactment in shaping their work and life. Aiming to explore how knowledge workers
establish flexibility in remote working by strategically managing and shaping their temporal and
physical boundaries, as well as tactically using diverse technologies in this process, the concept of
individuals’ enactment in boundary practice forms the foundation of this study.

2.4.2. Individuals’ Enactment and Idiosyncratically Constructed Boundary
Nippert-Eng introduces the concept of boundary work in her study, which is described as “strategies,
principles and practices to create, maintain and modify cultural categories” that is “never-ending,
hands-on, largely visible process through which classificatory boundaries are negotiated by
individuals” (Nippert-Eng, 1996, p.564). Individuals deliberately and constantly shape, manage, and
modify their boundaries and domains through boundary work, which has been described as boundary
practices in this study.

Although Nippert-Eng’s study is conducted in 1990s, it still identifies key issues in boundary
negotiations, the idiosyncratic nature of boundary work and the active engagement of individuals in
this procedure (Ashforth, 2000; Clark, 2000; Nippert-Eng, 1996). Nippert-Eng (1996) insists that
boundary work entails the active creation of the categorical by bringing together mental and practical,
cultural and structural, social and personal aspects. The varied meanings attributed to work and life
and their relationships would contribute to the diverse positioning of self along the integration-
segmentation continuum. Indeed, Gray et al. (2017) also acknowledge that the boundary setting and
reconfiguration are highly contextualised and individualised according to personal and professional
circumstances. As a result, strategies, principles and boundary practices may largely diversify from
person to person, and from profession to profession.

This notion deeply influenced Clark and Ashforth as they later developed work-family border theory
and boundary theory, respectively. Work-family border theory (Clark, 2000) and boundary theory
(Ashforth et. al., 2000) are two classic theories in work-life literature and are expected to maintain
their significance (Desrochers & Morgan, 2021). Even though they use different terms, these theories
are often discussed in conjunction as they are highly influenced by Nippert-Eng’s (1996) sociological
study. In the following part of this paper, the term boundary is adopted since it is widely used in many
studies and discussions regarding work-life border and boundary.

Aside from devoting into the development of theories, boundary theorists also direct their attention to
explore individuals’ tactics and strategies in boundary practice. For example, Kreiner et al. (2009)
have discovered and classified 4 types of boundary work tactics, namely behavioural, temporal,
physical, and communicative tactics. Each includes several sub-strategies of managing one’s
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boundary. Notably, Kreiner et al. (2009) also underscore the nuanced boundary work strategies are
much complex than simplified tendency of either segmentation or integration.

Other research also focuses on a particular profession inquiring individuals’ work-life balance and
boundary management. For example, a study of globally distributed software development personnel
reports surprisingly that high flexibility of schedule is associated with high work-life conflict due to
the nature of this work practice that individuals work around the clock (Sarker et al., 2018). Saarenpéé
(2018) also argues that border between work and life for international business travellers are not clear
and stable that they would re-create borders when setting up on trip and return home. The reproduction
of borders is affected by individual preferences, yet largely determined by work situations (Saarenpéd,
2018). Notably, they also address that family situation, specifically dependent kids, would
significantly influence individuals’ maintenance of work-life balance (Saarenpdi, 2018).

Indeed, many studies have pinpointed the influence of dependent children on individuals’ work-life
balance, from how dependent kids influence spillover and demand for flexible work arrangements
(Kim et al., 2019), to how international business travellers’ spouses modify their boundaries much
more frequently to attune to dependent kids’ routines than childless spouses (Saarenpéd, 2018), to how
physical and temporal work-life boundaries have been shaped along dependent kids among self-
employed freelancers (Mustafa & Gold, 2013).

This may reflect the negotiative character of boundary work. Clark (2000) asserts that the boundary
practice is an intersubjective activity in which domain-crossers, border-keepers, and other domain
members collaboratively negotiate the constitution of domains and borders. Border-keepers are the
particularly influential domain members who can define the domain and border. They wield power
over border-crossers, while other domain members do not. A typical example of border-keeper in the
workplace is one’s supervisor, and at home, it could be one’s spouse. However, the influence of other
domain members in boundary negotiations should not be underestimated. The aforementioned findings
suggest that dependent kids are significant and influential members within the life domain, who can
profoundly impact individuals’ temporal and physical boundaries, as well as cause work life conflicts.

Other studies also report the asymmetrically constructed boundaries between work and life. For
example, Adisa et al., (2019) reveal the asymmetrical permeable boundaries between work and
nonwork domains among entrepreneurs, with work invades into the nonwork domain being more
desirable, nearly uncontrollable, and ruthless due to the nature of self-employed entrepreneurship.

2.4.3. Technologies, Boundaries, and Work-Life Balance

The role technology plays in boundary practice is also intriguing. Individuals’ tactics and strategies of
shaping their work-life boundaries are diverse. A significant amount of research has reported
idiosyncratically constructed boundaries through ICTs(Ciolfi & Lockley, 2018; K. Cousins & Robey,
2015; A. G. Golden & Geisler, 2007; Hislop & Axtell, 2011; Sayah, 2013). For instance, Sayah (2013)
reveals that independent contractors employ various ICT-mediated tactics to shape their temporal,
physical and psychological work-life boundaries, and individuals’ preferences of positioning along the
integration-segmentation continuum are constantly changing according to different situations and the
directions of boundary permeability. Likewise, Cousins and Robey (2015) assert that mobile workers
adopt diverse approaches to manage their work-life boundaries and consistently alter and personalise
their practice depending on changing needs. In addition, a study focusing on academic professions and
professional service participants reveals how individuals with different professions practice their
boundaries differently through email use (Cecchinato et al., 2015).

With the development of ICTs and MCTs, the boundaries between work and life are constantly

blurred. A work-related phone call after work time or an unexpected work email arriving at night have
become normal occurrences in our lives today. Through the aid of technology, the penetration of work
into life seems much easier, resulting in individuals feel being chained to their work (Gold & Mustafa,
2013; Mustafa & Gold, 2013). Indeed, Biischer (2014) highlights that alongside the widely announced
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romance of flexibility and mobility of mobile work, the challenges stemming from work’s
pervasiveness in personal time and space should also be emphasised. The mobile devices that allow
people to work anytime and anywhere may lead to working everywhere all the time (Spreitzer et al.,
2017). The constant communication via digital devices during nonwork hours can result in work-life
conflicts (Allen et al., 2015), and increased stress from being always “on” (Barley et al., 2011).

God and Mustafa (2013) identify the dominant influence of client colonisation on self-employed
freelancers’ work-life balance. They assert that self-employed freelancers’ work-life balance is largely
influenced by their relationship with clients whom their livelihood depends greatly on. The use of
ICTs and MCTs within this context, contributes to the work seeping into life across the temporal and
spatial boundaries. It triggers the constant concern about work even during non-work time. In their
other study regarding freelancers’ work-life balance and the use of ICTs and MCTs, Mustafa and Gold
(2013) insist that successful practice of temporal boundaries among self-employed teleworkers is
greatly determined by the establishment of physical boundaries. With missing physical boundaries
between work and life, self-employed teleworkers actively choose, experiment, and adapt to their local
environments to rearrange their physical surroundings to fit into their requirements(Gold & Mustafa,
2013).

On the other hand, Ciolfi and Lockley (2018), based on their interviews with 26 participants engaging
in various knowledge-intensive works in Sheffield, discover the asymmetrical boundaries between
work and life with high permeability on work domain, which is quite contradictory against other
research findings that work always intrudes life (Adisa et al., 2019; Gold & Mustafa, 2013; Mustafa &
Gold, 2013). While Hislop and Axtell (2011) also reveal that the use of ICTs among engineers do not
lead to the intrusion of work to non-work domain but allow the intrusion of private communication
with colleagues during working time, which is determined by the isolation of their work activities.
Meanwhile, Sayah (2013) identifies the reciprocal influence between work and life among
independent contractors that each can intrude the other through diverse tactics of using ICTs.

Additionally, Bedker (2016) argues that boundaries should be viewed as resources rather than
troubles, and technologies can mediate, dissolve, reinforce, change, negotiate and maintain these
resources to help people deal with different challenges emerging from their lives due to the increasing
dynamics between work and life. She has brought up an interesting issue that when technologies are
basically mediating everything, how can individuals prevent intrusions of one sphere to the other
against their will? For example, computers, laptops, mobile phones, and emails are all commonly
used work tools, yet perfect mediator of non-work-related communication and leisure.

Regarding this question, some research discloses that individuals tend to physically separate from
ICTs and MCTs to avoid intrusion mainly from work to life (Gold & Mustafa, 2013; Sayah, 2013).
Moreover, Gold and Mustafa (2013) argue that physical separation from ICTs and MCTs also gives
rise to new problems. Regularly checking emails from smart phones and laptops can distract
freelancers from their domestic commitments, consequently leading to increased family conflicts. On
the other hand, Sayah (2013) reveals that independent contractors would strategically switch off ICTs
not only to avoid intrusion from work to life, but also to prevent pervading from other work-related
activities during important engagement with current tasks. Additionally, Individuals may tactically
answer phone calls or emails based on the urgency of such contact during nonwork periods
(Cecchinato et al., 2015; Sayah, 2013).

Meanwhile Ciolfi and Lockley (2018) assert that boundary blurring is an essential resource within
boundary practice. The constant connectivity to work through technologies can provide opportunities
to blur and equally to establish boundaries according to individual preferences. For instance, checking
emails during nonwork hours can keep individuals stay on track and reduce anxiety caused by
uncertainties. Cecchinato et al. (2015) also reveal that professional services participants may
occasionally check their work emails during nonwork hours to maintain their awareness, while
academics perceive legitimized to always check both personal and work emails at any time. Their
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findings suggest that even though individuals’ strategies of using emails may differ from different
professions, they perceive the constant connectivity in a similar beneficial way as balancing their work
and life.

Another strategic approach in boundary practice involves creating multiple email accounts for
different purposes (Cecchinato et al., 2015; Ciolfi & Lockley, 2018; Sayah, 2013). In this case, work-
related emails are separated from private communication, and emails concerning different jobs are
clearly differentiated (Cecchinato et al., 2015).

In short, MCTs can lead to work-life blurring, as well as be effective tools for managing work and
family boundaries (Golden & Geisler, 2007; Kreiner et al., 2009). This paradoxical nature (Jarnenpaa
& Lang, 2005) of MCTs may indicate a tendency to emphasize the agency of mobile technology users
in shaping the impact of these technologies on work and family boundaries (Hislop & Axtell, 2011).
The work-related use of mobile communication does not inevitably lead to work-life blurring, and a
blurred work-life boundary may reflect individuals’ preferences rather than indicating work-life
balance problems (Cousins & Robey, 2005).

In conclusion, individuals act as agents in the strategic use of ICTs and MCTs to modify their
boundaries. These boundaries are not static but change dynamically in response to personal and
professional situations, allowing individuals to cope with emerging complexity in their lives.
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3.Theoretical Framework
Work-Family Border Theory

To illuminate the shifting dynamics between work and life in remote working, this study draws on
work-family border theory as a lens to investigate, within the context of remote working, accountants’
strategic management of temporal and physical boundaries, their use of technologies in practicing
boundaries, and the factors potentially influence their boundary practices.

This study views work and life as two distinct yet interconnected domains, each can symmetrically or
asymmetrically affect the other (Ashforth et al., 2000; Clark, 2000; Nippert-Eng, 1996). For work, all
kinds of paid work are included, but a specific focus is given to the remote accounting work with
ASDFGAD. By investigating how accountants practice their temporal and physical boundaries to
foster flexibility, this study not only examines the boundary between work and life, but also explores
boundaries between different jobs and within diverse tasks. It’s worth noting that this study adopts a
comprehensive definition of life, also referred to as non-work sphere, encompassing family-related
and non-family-related relationships, activities, and leisure. The concept of family also encompasses
dynamics, such as couples without kids, parents with dependent or grown-up kids, single parenting,
shared custody, and single households. For this study, all forms of romantic relationships, caregiving
responsibilities and single households are classified as family. Consequently, the study will examine
how individuals shape and modify their boundaries to manage their work in the realm of remote
working.

Work and life are different but interdependent, with each having the potential to influence the other in
a symmetrical or asymmetrical manner (Ashforth et al., 2000; Clark, 2000; Nippert-Eng, 1996). To
deal with the difference between work and life, individuals position themselves along an integration-
segmentation continuum to actively manage boundaries (Ashforth et al., 2000; Clark, 2000; Nippert-
Eng, 1996). Integration entails the elimination of distinctions between two domains, with all
components being intertwined and understood using the same mental framework. In contrast,
segmentation involves a complete separation of all aspects from each domain.

“Borders are lines of demarcation between domains, defining the point at which domain-relevant
behaviour begins or ends”, which includes 3 main forms, physical, temporal, and psychological
(Clark, 2000, p.756). Physical and temporal border relate to where and when domain-relevant
behaviours take place, while psychological border is mostly self-created rules to determine thinking
and behaviour patterns, and emotions associated with one domain not the other (Clark, 2000).

Furthermore, Clark (2000) argued that physical and temporal borders can also be used to create
psychological border. Borders are characterised with permeability and flexibility. Permeability is the
degree to which components from one domain can enter the other, and flexibility refers to the extent to
which the border can expand (Clark, 2000). When high levels of permeability and flexibility occur
around the border, a borderland is created where personal and professional domains will no longer
mutually exclusive. Clark (2000) describes this as “blending”, which, along with permeability and
flexibility, determines the border strength. Furthermore, Desrochers and Morgan (2021) suggest that
blending should be viewed as a product of interaction between permeability and flexibility, rather than
simply the sum of them, to avoid redundancy in analysing border strength.

The notion of border strength is similar to Nippert-Eng’s (1996) integration-segmentation continuum.
The higher the level of permeability, flexibility, and blending, the weaker the border strength, and vice
versa (Clark, 2000).

Individuals are daily border-crossers transiting back and forth between two different but
interdependent domains. Depending on their influence and identifications, people can control and
manage the border to a certain level. Clark (2000) adopts the concepts of peripheral and central
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participants from Lave and Wegner (1991) to describe border-crossers. Central participants are more
influential in negotiating and shaping the domain and the border, and their identities are more closely
tied with their domain memberships (Clark, 2000). Nonetheless, other domain-members also have
influence in defining the domain and border. Border-keepers are people who are especially influential
in defining the border (Clark, 2000). A typical domain-keeper of life could be one’s partner, while a
critical domain-keeper in one’s work could be a supervisor (Clark, 2000). In general, Clark (2000)
asserts that the boundary practice is an intersubjective activity in which domain-crossers, and domain
members jointly negotiate for the constitution of domains and borders. As mentioned before, the
meanings of work and life are largely variable among people, thus, the negotiation of border are highly
influenced by border-keepers’ personal experiences. Clark emphasises the key role of communication
between these two parties in border negotiation (2000). Communication can increase border-keepers’
other domain awareness as well as commitment to the border-crosser (Clark,2000). When a border-
keeper knows more the border-crosser’s situation of the other domain, the negotiation of border tends
to be more moderate. Furthermore, the more committed a border-keeper to the border-crosser, the
more supportive they would be for border-crosser’s other domain responsibilities which will increase
border-crosser’s wellbeing (Clark, 2000).

Additionally, I adopted Badker’s theoretical argument regarding boundaries. Adopting the traditional
concept of boundaries, (Badker, 2016) focuses specifically on boundaries between work and life and
argues that boundary is not static but constantly constructed, negotiated, and challenged by individuals
to deal with emerging complexity in their lives. Boundaries should be viewed as resources rather than
troubles, and technologies can mediate, dissolve, enforce, change, negotiate and maintain these
resources to help people deal with different challenges emerging from their lives due to the increasing
dynamics between work and life (Bedker, 2016). She further argues that boundaries are dynamic and
change over time, which could help reduce complexity of the joint activities and may be helped in the
technology be seamfulness on the boundaries, in additional to seamlessness within the joint activity as
such Badker (2016). The key issue is not to make one’s life seamless but to facilitate individuals’
boundary work to adapt to the increasingly complex work-life situations.

This perspective serves as foundation for understanding the role of technology in practicing
boundaries in remote work among accountants.
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4.Methodology

This study seeks to explore how individuals organize their work by managing temporal and physical
boundaries in remote working, as well as the role of technologies in their boundary practices. To
accomplish this, a qualitative paradigm was embraced, guiding the selection of appropriate research
methods. The utilization of semi-structured interview and reflexive thematic analysis allowed for an
in-depth examination of how flexibility is established within the context of remote working.

3.1. Empirical Study

Remote working has largely become a heterogeneous category like other non-standard employment
forms (Felstead & Henseke, 2017). To conduct a study within such a dynamic field carrying high
degree of diversification and flexibilization, I strategically partnered with a specific company,
ASDFGAD, and focus on a specific profession, accounting. ASDFGAD is a fully online consulting
company that offers online accounting services to third-party customers. This independent online
consulting firm maintains horizontal relationships with other organizations, including its clients. As
emphasized by Hékansson et al. (2010), accounting has shifted from traditional vertical relationships
within firms to horizontal relationships between legally independent firms. The growing importance of
horizontal coordination among independent companies underscores the significance of understanding
ASDFGAD’s business model, visions, and expectations, for further exploring their influence on each
accountant’s boundary practice.

Recognizing a disparity between self-scheduled working hours and actual working hours among
accountants, ASDFGAD recently initiated a design project—optimising virtual & flexible work. This
project aimed to enhance their proprietary digital platform to better support accountants’ time
management. In December 2022, ASDFGAD launched a thesis project on social media to conduct a
foreground study for this design initiative. Through email correspondence and online meetings, the
author and company’s representative discussed the thesis plan, study goals, methods, as well as the
design project’s visions, purposes, and durations. Eventually, both parties agreed that the author could
collect interview data from their online accountants. This investigating into how accountants establish
flexibility through boundary practice also contributes to their ongoing design project.

Prior to conducting interviews with accountants, two initial interviews with company’s Head of
consultant & client development (HHC) and Chief executive officer (CEO) were conducted to gain
insights into ASDFGAD’s vision, business model, organisational expectations and support
mechanisms. ASDFGAD is committed to sustainable online remote work, offering high-quality
accounting service at reduced costs. They are dedicated to achieving mutually beneficial outcomes by
delivering excellent service quality to clients while ensuring a heigh degree of flexibility for
accountants. The company promotes dynamics and flexibility concerning work location and work
arrangements. Accountants have the flexibility to determine when and where to work, how many
clients they handle, and their preferred type of work. All aspects of accounting and organizational
work are conducted online. ASDFGAD only engages accountants with a minimum of Syears of
working experience to ensure service quality. Qualified accountants undergo onboarding trainings for
their future online work after successful job interviews. The types of employment offered by
ASDFGAD are diverse, ranging from regular employees to contract-based positions. Majority of the
accountants are contractors. However, it doesn’t necessarily imply a short-term relationship, as
evidenced by the fact that 4 out of 8 interviewees in this study reported working with ASDFGAD for
3-4 years.

Furthermore, ASDFGAD maintains a well-structured work procedure. Initially, the business team
brings in clients, followed by assessment by a certified Norwegian accountant acting as a team leader.
Tasks are then assigned to team members accordingly. These team leaders are responsible for task
assignment and quality checks for their respective teams. Monthly reports on their work are submitted
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to the head accounting manager. Importantly, both team leaders and the head accounting manager do
not have control over individual time scheduling and work arrangements. As long as tasks are
completed before deadlines, there is no issue. Consequently, both team leaders and head accounting
manager may have limited influence on accountants’ boundary negotiations.

Simultaneously, ASDFGAD’s self-developed remote working platform facilitates with task
management and internal/external communication. The platform automatically organizes tasks by due
date, prioritizing those with impending deadlines. Additionally, estimated work times for tasks are
visualised to assist accountants in time and task management. Tasks may have deadlines set up by
Norwegian government, clients, or ASDFGAD. The deadlines set up by ASDFGAD are, sometimes,
the same day or close to each other. When a task becomes overdue, accountants are required to
provide updates on the reasons. This practice ensures the service quality and facilitates communication
between accountants, clients and ASDFGAD. The online remote working platform offers various
communication options for accountants, including allowing client phone calls to private phones,
blocking phone calls during specific time slots, or entirely blocking calls to private numbers. If client
calls are blocked, an email notification is sent to the accountants on the remote working platform. All
accountants are expected to reply to emails or phone calls within 24 hours.

In summary, ASDFGAD is a unique organisation whose characters hold implications for the
transformation of accounting firms and remote working practice. On one hand, as an independent
online consulting company providing accounting services to third parties, ASDFGAD exemplifies the
horizontal relationship between accounting firm and other legally independent entities. Consequently,
understanding ASDFGAD’s role in collaborations with others is crucial for comprehending their
influence on accountants’ boundary practices.

Conversely, ASDFGAD seeks to leverage the temporal, spatial and organisational advantages of
remote working. By virtually connecting all employees, contracted accountants, and clients, the
company aims to realize a high level of flexibility and its benefits. Meanwhile, it offers work security
and support akin to traditional organisation. These measures include assigning clients to accountants,
providing necessary digital equipment, onboarding trainings, and designing their remote working
platform for task management and internal/external communication. The dynamics shifts in spatial,
temporal, and organisational dimensions at ASDFGAD inevitably impact accountants’ boundary
practices. Additionally, the role of their remote working platform in shaping these practices warrants
exploration. Therefore, a thorough understanding of ASDFGAD is imperative before proceeding with
interviews involving their accountants.

3.2. Data Collection

During the data collection phase, semi-structured interview was employed to delve into accountants’
perspectives on boundary practices within remote working. Concurrently, reflexive thematic analysis
was applied to generate themes concerning the establishment flexibility through deliberate
management of temporal and spatial boundaries. Furthermore, this approach allowed for the
examination of the role of technologies in boundary practice. By examining the themes generated from
the collected data, this study aims to shed light on the shifting dynamics between work and life in
technologically mediated remote working.

3.2.1. Semi-structured Online Interview

Qualitative interviewing is a foundational method in qualitative research (Nathan et al., 2019).
According to Braun and Clarke (2013), interview is an effective means of reaching socially situated
world of individuals and groups and catching a rich source of knowledge on the distinctive views of
the informants. Among the different traditions within interviewing practice, semi-structured interview
is the most common one in most small-scale research (Thomas, 2013). This approach strikes a balance
between control over the topic discussed and the flexibility in exploring the emerging topics and
stories during the conversations (Serry & Liamputtong, 2017, Thomas, 2013).
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Interviews are particularly useful for capturing the richness and breadth of perspectives on the topic of
interests (Braun & Clarke, 2013), and for exploring the unique experiences that participants will share
(Nathan et al., 2019). In this study, semi-structured interview was employed to investigate how online
accountants constantly shape their temporal, spatial and phycological boundaries and how different
technological tools, namely smartphones, emails, and remote work platforms have been used in their
boundary practice. Semi-structured interview allowed me to focus specifically on boundary practice,
while remaining open to participants’ individual strategies, resources, and support for working around
boundaries.

Interviewing as a method has been criticised for their potential to elicit socially acceptable accounts in
the research context, particularly when the sensitive topics and vulnerable groups are involved (Nathan
et al., 2019). However, in this study, the participants were experienced online accountants, all of
whom were adults. Furthermore, the interviewer made a conscious effort to establish trust and rapport
with the interviewees and create a relaxing and friendly atmosphere. Additionally, the interview
questions were carefully selected and phrased to avoid discomfort. And the interviewer fully respected
the interviewees’ autonomy to answer questions as they saw fit. To ensure that the interviews
remained friendly and relaxing, sensitive topics such as explicit working time were avoided.

Finally, online interview offered more flexibility for both the interviewer and the interviewees. In this
study, most of the interviewees were located in different regions of Norway, while the interviewer was
in Sweden. The geographical distance made it difficult to organise on-site face-to-face interviews.
Moreover, online interviews allowed for greater flexibility in scheduling, with interviews taking place
outside of normal working hours during weekdays, as well as in the morning, evening, and on
weekends for the convenience of interviewees.

In conclusion, the use of semi-structured online interviews was appropriate for this study, as it allowed
for a rich exploration of participants’ reflection on how they practice boundary in remote work, while
providing maximum flexibility for both parties.

Interview Guide

In this study, an interview guide was created for online accountants following the development of the
study plan. Interview guide, also known as interview schedule is a framework of issues, leading to
possible questions and follow-up questions (Thomas, 2013). It is important to note that this guide is
intended to organise the interview in a flexible manner rather than a set format. The interview guide
provides guidance on how to conduct the interview, how to format the questions and sub-questions,
and how to encourage the participants during the interview. It is crucial to develop a well organised
interview schedule that focus on relevant topics and provide coherence in the questions.

To create the interview guide for this study, the general topics were determined first, and then possible
questions and sub-questions were developed. After the first draft was reviewed and refined with my
supervisor, three pilot tests were conducted to test the guide while practicing the interview skills. The
first two pilot tests were conducted with my university colleagues who have online work experience,
while the third pilot test was done with a Norwegian speaking personnel from the company. At this
stage, the interview guide for online accountants was translated into Swedish, as the interviewer was
only proficient in Swedish and English, but most interviewees preferred to speak Norwegian. The final
pilot test aimed to examine whether the solution of speaking Swedish and Norwegian in the interview
could work.

The result of the pilot tests was relatively satisfactory, with no significant language issues, and both
parties felt comfortable talking openly during the interview. The interviewer was able to follow the
Norwegian conversations with technical support from simultaneous auto-transcribing function in
Microsoft Word and successfully controlled and extended the questions during the interview. The
interviewee reported that they could follow and understand the questions in Swedish and could also
provide insights on specific questions. After the pilot test, the Swedish interview guide for online
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accountants was refined again by adjusting the order of questions and rephrasing questions in an easy-
understood way. The final interview guides are presented in Appendix 1-3.

3.2.2. Participants
For the recruitment of online accountants, invitations were sent to each of them, and an interview
announcement was published through the intranet. Finally, eight online accountants agreed to join this
study. All participants were currently working with ASDFGAD company, and their profiles are
presented in Table 1. All interviews were conducted via Google Meet between March 7th and April
19th and lasted approximately 45 to 60 minutes. 6 interviews were conducted in English while 2 was
in Swedish and Norwegian. All participants agreed to video record the online interviews, and the data
was securely stored in an encrypted cloud drive. Once the audios were extracted for generating
transcripts, the original videos were deleted permanently.

Table 1

Interviewees’ Profile

Participants Position Durations of Durations of Family
in remote working working with Situations
ASDFGAD ASDFGAD
company company
Partner Kid(s)
Maria Accountant 4 years 4 years None Dependent
Kid
Nicholas Accountant 3 months 3 months Yes None
Sara Accountant 4 years 4 years Yes Dependent
Kid
Kate Accountant/ 6 years 3-4 years Yes Independent
Team leader Kid
Isabelle Accountant 4 years 4 years Yes Independent
Kid
Daisy Accountant A few weeks A few weeks None Dependent
/Team leader Kid
Lily Accountant ~ Remote work since A few weeks Yes Dependent
covid-19 pandemic Kid
Norah Accountant A few weeks A few weeks Yes Independent
Kid

3.2.3. Ethical Considerations
The ethic practice plays an essential role in academic study nowadays, particularly in social science
where the goal is to understand human activities. As noted by the Swedish Research Council (2017)
ethics is an ongoing developing practice that is not static. Early ethic practices focused on protecting
research subjects against encroachments (Swedish Research Council, 2017). In recent years, ethical
considerations in research have become more nuanced, involving finding a reasonable balance
between various interests that are all legitimate (Swedish Research Council, 2017). As Thomas
suggests (2013), ethics encompasses decisions and dilemmas that balance one right action against
another right action, taking into account the possibly conflicting interests of the parties involved.

The change in terminologies of describing research subjects also reflects this nature of ethic practice in
academic study. Decades ago, “subject” was the term to describe people with whom researchers would
study. Now, the terms “participants” and “partners” are more prevalently applied. Therefore, ethical
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consideration is not only a practical matter but also about showing respect to participants (Thomas,
2013). One essential issue of ethic practice in academic study is avoiding violation of privacy. The
information regarding individual identities should not be exposed to the public. Besides information
regarding identity, protecting privacy may also involve strategies protecting participants’ free wills.

This study has carefully adhered to ethical guidelines throughout every stage. As previously noted,
protecting privacy is essential in ethical practice. However, given the potential for videos to reveal
one’s identity, particular care was taken to ensure the data security. An encrypted online cloud drive
was applied to store the recordings. After the audios were extracted for further analysis, all recordings
were permanently deleted immediately. The data was not shared with any other person or used outside
the scope of this study. Moreover, anonymity was maintained throughout the study. Both
interviewees’ names and company’s names were pseudonymised and anonymised during the analysis
and in the final report. All quotations were paraphrased to prevent any risk of violating individual
privacy. Additionally, an agreement of publishing the produced knowledge with collected data was
obtained from the company.

Furthermore, to ensure confidentiality, a non-disclosure agreement was signed with the company prior
to the commencement of the study. Negotiations were carried out between the company and the author
regarding data collection procedures and strategies to protect participants’ privacies. Finally,
permission was obtained to record the interviews via video.

An informed consent was also developed to introduce this study and ask for permissions of recording
the interviews from participants. The informed consent included detailed information regarding study
aims, purposes, durations, benefits, confidentiality, participants’ rights, and video data security. This
intended to increase transparency and allow interviewees to fully understand what they could expect
from this study. As Thomas (2013) states, it is crucial to be honest and open in all dealings with
participants. Moreover, different informed consent forms were provided to online accountants and
managerial personnel. The consent forms differed slightly in terms of the topics to be discussed and
potential benefits that could obtained.

Upon confirmation of the interview appointment, a welcome letter containing the informed consent
was sent to participants. The letter provided a brief overview of the interview procedure, the topics to
be discussed, and the necessary preparations, among other things. The letter also addressed practical
issues, including internet connectivity and language use during the interview. The purpose of
providing this information was to establish trust and create a possible working arrangement with real
participants (Heath et al., 2010).

The online interviews were designed to ensure participants’ comfort and protect their privacy.
Interviewees were given the option to turn off their cameras during the interview, and the interviewer
put her effort to establish a friendly and relaxing atmosphere by phrasing questions in soft and indirect
way. Sensitive topics were avoided or approached with moderation, and proper explanations were
given if interviewees felt hesitant or confused. Participants’ free will to answer questions was fully
respected throughout the interviews.

3.2. Data Analysis

3.2.1. Reflexive Thematic Analysis

Thematic analysis (TA) is a widely used yet poorly demarcated qualitative research approach in social
sciences (Braun & Clarke, 2006). It is a method to identify, analyse and report patterns within data
which can minimally organise and describe the data set in rich detail (Braun & Clarke, 2006).
However, there are huge diverse within TA approaches in terms of research values, conceptualisations
of core constructs, and analytic procedures (Braun & Clarke, 2021). In 2006, Braun and Clarke
develop their own TA approach which is called reflexive thematic analysis (RTA) and try to
demarcate and systemise this rarely acknowledged research method family. They argue that thematic
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analysis is best thought of as a spectrum of methods—from types that priorities coding accuracy and
reliability to reflexive approaches that emphasise inescapable subjectivity of data interpretation (Braun
& Clarke, 2021).

Reflexive thematic analysis, same as other TA approaches, involves coding and thematising patterns
from the dataset (Braun & Clarke, 2021). A Theme is the pattern of shared meaning underpinned or
united by a core concept, which is not necessarily to have large proportions in data set but to capture
the essential issues in relation to the research questions and to represent certain level of patterned
response or meaning within the dataset (Braun & Clarke, 2006; 2019). A theme, ideally, should be an
in-depth interpretation of the significance of the patterns in regard to the research questions (Braun &
Clarke, 2006).

RTA emphases researcher’s centring role in knowledge production and ensures their active
participation in interpreting data and generating themes. As pointed out, themes are productions
generated at the intersection of researchers’ theoretical assumptions, analytic resources and skills, and
the data themselves (Braun & Clarke,2019).

RTA is flexible in terms of research questions, sample size and constitution, data collections, and
approaches to meaning generation (Clarke & Braun, 2017). It provides great flexibility in using this
methodology in various types of study within a qualitive paradigm. However, it is essential to
understand that it is also constrained by paradigmatic and epistemological assumptions around
meaningful knowledge production. It requests theoretical knowingness and transparency throughout
the analytic process for researchers to actively question and query the assumptions and deeply reflect
on and engage with the data. (Braun & Clarke, 2019).

Focusing on exploring online accountants’ boundary practice on temporal and spatial dimensions, this
study is highly contextualised. Therefore, RTA, a research method can catch the rich details embedded
in the dataset can best facilitate this study comparing with other TA approaches. For example, the
coding reliability TA approaches, working around the reliability and accuracy, can prevent subjectivity
by applying structured coding frame and codebook and using multiple coders to generate the themes.
It can, of course generate useful themes, but may possibly give up the insights for the reliability.
Additionally, studies in remote work are still developing, thus it is hard to employ a well-developed
codebook in this context.

Therefore, to capture the rich details of shifting dynamics between work and life in remote working,
reflexive thematic analysis was selected to analyse the interview data.

3.2.2. Analysis Procedures

3.2.2.1 Transcribing Data

The interview data was collected using Google Meet and transformed into audio file. Subsequently the
audio files were transcribed through OpenAi Whisper. OpenAl Whisper is a newly launched open-
source automatic speech recognition system capable of generating robust multilingual transcripts. The
generated transcripts underwent further examination and revisions through manual checks based on
the original recordings. English transcripts were preserved for future analysis, while Norwegian
transcripts underwent a multi-step process. Initially, the Norwegian transcripts were revised and
translated into English with ChatGPT and Microsoft Word. Subsequently, the final English transcripts
was manually generated by synthesizing these two translations based on the audio recordings.

3.2.2.2. Data Analysis with Reflexive Thematic Analysis

In this study, RTA was adopted as the analytical approach, following the six-phase guideline
introduced by Braun and Clarke (2006). It is important to note that the process involved several
iterations before arriving at the final themes. As highlighted by Braun et al. (2019), the coding and
theme development in RTA are flexible and organic, evolving throughout the coding process. RTA
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doesn’t solely emphasize procedure correctness, rather, it embodies a recursive process involving deep
reflection on and engagement with the data (Braun & Clarke, 2019).

Phase 1: Familiarising with the Data

Serving as both the author and interviewer, I took great advantage in this phase as [ was already
acquainted with the entire dataset upon the completion of interviews. This familiarity offered
preliminary insights into the data, facilitating the identification of initial analytic interests (Braun &
Clarke, 2006). After the automatic transcription by OpenAl Whisper, a manual review of the complete
dat set was conducted. This involved reading verbal transcripts and listening to audio recordings,
ensuring transcript accuracy, and enhancing familiarity with the depth and breadth of the content
(Braun & Clarke, 2006). This step was essential for identifying pertinent information in relation to the
research questions (Byrne, 2022). Throughout this process, an active reading was enacted to search for
meanings and patterns (Braun & Clarke, 2006), and initial notes were taken for further analysis.

Phase 2: Generating Initial Codes

Codes play a foundational role in RTA, serving as shorthand descriptive or interpretive labels for data
segments relevant to the research questions (Byrne, 2022). This phase necessitated a systematic
examination of the entire dataset, with equal and full consideration given to each data item. The goal
was to identify aspects of the data items that are interesting and useful in generating themes (Braun &
Clarke, 2006; Byrne, 2022). The software ATLAS.ti was employed for coding purposes. The complete
interview data was imported into ATLAS.ti, where quotations were utilized to mark noteworthy data
items. These quotations acted as short descriptions and labels for data segments.

Subsequently, preliminary codes preliminary codes were conducted. It is worth to note that each data
item received equal attention to capture embedded details in the entire dataset. This approach allowed
the creation of comprehensive codes, which were further refined through merging, collapsing, and
recreation to generate the final themes. This phase produced 304 quotations and 143 codes.

Phase 3: Searching for Themes & Phase 4: Reviewing Themes

Phases 3 and 4 are intricately intertwined in this study, involving several iterations that span both
phases. Consequently, they are discussed collectively due to their interconnection. In phase 3, the
analysis shifted from interpreting individual data items within the dataset to interpreting the
aggregated meanings and meaningfulness across the dataset (Byrne, 2022). Some initial codes were
collapsed and merged to generate sub-themes and themes. Additionally, certain codes were directedly
promoted to sub-themes or themes if they encapsulated overarching narratives in the data (Braun &
Clark, 2012). The network function within ATLAS.ti facilitated the strategic grouping of codes to
generate sub-themes and themes. The discerned themes underwent careful review in phase 4 to ensure
the coherence and meaningfulness. Inappropriate themes were discarded, and new themes re-generated
as a result. After three iterative cycles, 7 themes, 9 sub-themes, and 31 codes were finalized.

Phase 5: Defining and Naming Themes

In this phase, the themes were revisited again to ensure alignment with both the dataset and the
research questions (Byrne, 2022). The data in each theme were thoughtfully selected and extracted in
an illustrative manner.

Phase 6: Producing the Report

The process of documenting the data analysis and theme generation commenced early on, facilitating
the organization and documentation of changes. At the final stage, the report was refined, and the
sequence for presenting the themes was established (Byrne, 2022). Table 2 provides an overview of
the generated themes, sub-themes, and codes.
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Table 2

Themes, Sub-Themes, and Essential Codes Generated from Interview Data

Themes

Sub-themes

Codes

Reconstruction of physical
walls

Digital devices mediating the
transition from life to work

Work around busy season and
deadlines

Temporal boundaries
shaped around busy season

Periodic shifts of boundaries strategies

Individualised tactics of shaping temporal
boundaries around busy season

Dynamic shifts of temporal

boundaries around
diversified deadlines

The importance of tasks determines temporal
boundaries practice

Blurring as resources to support constant
transition between work and life

Soften the temporal
boundaries for workload
balancing

Attune to life changes

Negotiate with domain-
members

Negotiating temporal
boundaries with family-
domain-members

Negotiate with partners

Caretaking responsibility to children

Negotiating temporal
boundaries with work-
domain-members

Supervisors and colleagues are missing in
boundary negotiation

Negotiate with clients

Constant connectivity with clients through
mobile phone

Strategic use of technologies to dynamically
shift boundaries

24-hour policy to regulate the negotiation of
temporal boundaries with clients

Juggling between different
jobs

Shaping temporal boundaries
within tasks

Required documents and
answers

Digital systems support
task management and
temporal boundary
negotiation within tasks

Answering emails for relationship building
instead of solving problems

Individualised strategies to concentrate on
tasks at hand

Online remote working platform creates
boundaries within tasks to support
accountants’ boundary negotiation

Digital calendars facilitate the boundary
practice within tasks

Negotiating with clients
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5.Findings
Reconstruction of Physical Walls

Nowadays in remote working, the workplace is no longer limited to home. People can work from caf¢,
co-working places, café, to name a few. But in my empirical study, all participants reported that they
usually work from home, which lead to the overlap of living and working space. Therefore, some
interviewees tended to reconstruct the physical walls to create a workplace within life space. An
independent home office could facilitate them to concentrate on work, and non-work-related activities
should be kept outside this wall.

I have a home office with everything I need, [when I need to work] I just bring my dog and shut
down the door. (Isabelle)

Sometimes, an independent workplace at home can support the establishment of time boundaries. Like
Sara argued:

... I can work whenever I want. Sometimes I wake up early in the morning, maybe around 6
o’clock, and I want my son to sleep as much as he wants, [so if [ wake up early] I can just go to my
home office and start to work.

The construction of physical boundaries within life area might sometimes be a result of family
negotiation.

...I have a home office, but right now, we are renovating the house, so it is not finished yet. Right
now, | have to work on my daughter’s small table in the living room or on dinner table downstairs.

(Lily)

Notably, for Lily’s case, where to work was a result of family negotiation, and as consequence, her
laptop was actually mediating the transition between work and life.

Digital Devices Mediating the Transition from Life to Work

Addition to creating personal workspace within living area, using digital devices, in most cases,
laptops and PCs to mediate the transition from life to work is another strategy. Sometimes, it was a
working desk in bedroom with laptops and other equipment.

[I work here where I am sitting now], it is my bedroom, you can see my bed [from the camera], I
have a desk with my laptop and other work stuff on it. So, when I need to work, I will turn on my
laptop and work here. (Maria)

Sometimes, it was using laptops to work during long-term or short-term travel. Sometimes it was an
overlap of working and living area at home. For both cases, the physical boundary between work and
life is dissolved, laptops and PCs were mediating the transition from life to work.

Kate has a house in Spain where she would spend a couple of months there every year. During her stay
in Spain, she would like to work with her laptop on dinner table.

Right now, I am working on dinner table with my laptop. I am in my house in Spain, so I don’t
have home office here.

For Isabelle, if necessary, she would bring her laptop to hotels during her vacations, and work for
some hours a day to complete her work.

...if I go on vacations, I take my laptop with me to work a couple of hours a day [in hotel].
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Nicholas had different situation that his working and living space are completely overlapped.
My PC is on the dinner table in my living room. (Nicholas)
Consequently, it tended to be more difficult to separate work and life in such context.

[when I worked at an office], I took everything with me and left it at the work when I went home.
But right now, I am working at home with my PC on dinner table in my living room. It is more
difficult to separate them. (Nicholas)

Work around Busy Season and Deadlines
Sub-Themes 1: Temporal Boundaries Shaped Around Busy Season

The shift of temporal boundary is largely determined by personal and professional circumstances. As
an accountant, it is very typical to work for multiple clients simultaneously. This characteristic also
causes seasonal change in workload. During a specific period of the year, such as the end of financial
year, they may have to serve multiple clients with very close and tight deadlines. In that case,
accountants would tend to strategically modify their temporal boundary during the busy season
allowing them to attend to their work duties as needed.

From January to May, my workload is nearly doubled. You have to do it, it is my job. But in the
summer when all tax forms are in, you can have more flexibility and have some days off...during
this time of the year, I have to work a little bit more in the evenings and weekends to manage
everything.

For some novices who just started remote working, also claimed that it was possible for them to work
more during busy season.

I haven’t experienced it yet since I just start this remote work for a couple of weeks, but I think I
can work for some extra hours during the busy season. (Norah)

In addition, accountants’ strategies and tactics of practicing temporal boundaries are largely
individualised. Accountants’ personal life situations and preferences could also affect their practice of
temporal boundaries around busy season. Sara, for example, would like to work a bit extra in the
morning on weekends to complete her work as planned, while having enough time to stay with her
kid.

[During the busy season] I will try to work in the morning on weekends. I think I focus best in the
morning. So, if | start early being focused and concentrated, I will have more time to stay with my
kid.

On the other hand, Lily didn’t work so much during busy season since she has only one client from
this online remote working.

I have only one client now...I don’t have busy season because I don’t have so much work.

Interestingly, Sara also asserted that it was crucial to control the workload all-year-round to keep a
good balance during different seasons. Otherwise, it would be either too much pressure during busy
season, or too less work during non-busy season.

...if you have too many clients when you come to the busy season, it is too stressful. But with less
clients I also feel that I don’t have enough work to do during the non-busy season. It is a bit hard to
balance when you are engaging in online remote work. But still, it is better to keep your clients at a
certain level all year around.
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Sub-Theme 2: Dynamic Shifts of Temporal Boundaries around Diversified Deadlines

Accountants might shape their temporal boundaries around deadlines. Certain deadlines were
emphasised by accountants when we were discussing about prioritising work, i.e., government report,
VAT, Tax, and salary payment.

If there are deadlines like salary payment, I always prefer to help with this. It is a very important
thing in people’s life. There are also certain deadlines set by the government which may have
different dates, some may in the middle of the vacation, [so I must work on it]. (Isabelle)

Meanwhile, participants insisted that in accounting, many deadlines were fixed every year. With their
work experience, they knew exactly when the deadlines came, so they would tactically shape their
temporal boundary according to the importance of the tasks.

...accounting business is not like other work, sometimes it can be very urgent [of course], but
mostly it is not, you have fixed deadlines...I know that my customers have their salary being paid
in the end of the month; I know that we have to deliver the VAT every third month. So, it is kind of
the deadlines create themselves...So if it is not urgent then my clients can wait until next day.
(Nicholas)

Even though certain deadlines must be followed, individuals’ tactics varied accordingly. Accountants
may blur or reinforce their boundaries to facilitate constant transitions between work and life within a
day.

If I have a lot of deadlines, I will prioritise work, and work for extra time. But it doesn't go beyond
my family. Instead of working for 8 hours, I will reorganize my life. For example, I can work in the
evening, or I can work in early morning... It’s more like working in a couple of hours here and
there so I kind of spreading my work over the day... Then I can choose [what to do] when I need to.
(Sara)

It is strict with accounting in Norway. There are specific due dates for certain tasks. Like tax and
salary payment. These dates are fixed for years...Then I just plan my social life accordingly. I
know exactly when the deadlines are, so [ don’t go away. I plan my work and I don’t take vacations
during these days.

In addition to those important deadlines that would trigger the temporal boundary practice, deadlines
set up by the remote working platform were being reported as not always well-created. ASDFGAD
company’s self-developed remote working platform could support task management and internal and
external communication for their accountants. When the tasks were launched, if no deadline has been
required by authorities or clients, a preliminary deadline would be set up according to clients’ ad hoc
requirements and ASDFGAD’s capacity. This preliminary deadline could ensure work efficiency as
well as facilitating task management. If the deadline was overdue, accountants were asked to report
the reason. These deadlines, in some cases, were the same day or very close to each other, which has
increased the chance of work overload around certain period. Some participants argued that “we could
have more flexibility” and “the due dates are set a bit too early sometimes”.

Everything has the same due dates. There will be a lot of things to do before that date. They could
make it more flexible...Deadlines are the same for every company’s tasks. We could in fact make
our own decisions. I have been working with accounting for so many years, I know what is
important and what can wait. (Isabelle)

Another interesting strategy to maintain one’s temporal boundary is to control the tasks to avoid being
chased by deadlines.
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...I’m trying to get clients that I just need to do the control part. Clients themselves will complete
all accounting tasks. In that case, I just need to step in after they finish the tasks and control their
work...I just want to get rid of all deadlines. I can do a couple of clients, that’s OK, but I don’t
want to be chased by deadlines every month. (Sara)

Sub-Theme 3: Soften the Temporal Boundaries for Workload Balancing

Workload control is always important for one’s work-life balance. Softening the temporal boundary to
occasionally allow work seeping into life might effectively facilitate the workload control. Isabelle
asserted that travelling with her laptop can successfully balance her workload after travel.

...if I go on vacation, I take my laptop with me to work a couple of hours a day [in hotel]. So, |
don’t have to work so much when I am back. Or maybe I need to get finished with things during
my holiday. It has been part of my life.

While Lily claimed that to deal with a foreseeing busy week, she would like to do some work on the
weekend before, so that the workload could reduce to an acceptable level.

If I will have a very busy week, the week before I will try to do some work during weekends to get
a better week.

Attune to Life Changes

Individuals’ work is inevitably affected by their life changes. It might be a contemporary shift of
temporal boundary due to short-term changes, like pregnancy, sickness, and some urgent family
responsibilities. Sara tried to work more intensively and push her clients as much as possible to ensure
she could finish everything before her delivery day.

I am pregnant, so I am trying to push everything as fast as I can. This year I try to plan everything
and really follow it. I want to finish all my work before my delivery.

Moreover, Kate reported that as a grandmother, sometimes, she had to take some extra family
responsibilities, namely taking care of sick grandchildren when their parents must work. Usually it
was not planned, thus, she would keep flexible with her work while taking care of the kids.

I have grandchildren. Sometimes when they are sick, I may need to help with taking care of them if
their parents need to work for the day. Sometimes, if the kid doesn’t feel so sick, I can work a little
bit during the day, and finish the rest in the evening.

Sometimes, it might be long-term transformation of temporal boundary caused by life changes.

Right now, I need to take care of my kid independently, so I am happy to have this remote work. I
feel like it is more flexible. It’s possible to work more and earn more while having better
opportunity to take care of my kid. (Daisy)

Negotiate with Domain-Members

As Clark (2000) insists, border-crossers, together with domain-members, negotiate the boundaries.
Work and life are different but intertwined, each can influence the other. Therefore, family-domain-
members can not only influence family domain, but also work-domain. In my case, since all
interviewees reported that they work from home, the overlapping of work and life space might further
reinforce the influence of family-domain-members on accountants’ work domain.

Sub-Theme 1: Negotiate Temporal Boundaries with Family-Domain-Members
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Clark (2000) claims that one’s partner is an essential powerful family-domain-keeper in boundary
negotiation. Participants in this study also asserted that they would adapt their work to their partners’
work routines.

My partner will go to work between 8 to 17. So, I prefer to work during the same time slots. When
she is home, I will shut down everything. (Nicholas)

Instead of adapting to one’s partner’s work routine, Norah also mentioned that it is OK for her to work
during nonwork time because her partner understands that.

I will work in the afternoon and evening, I have already told my husband that I need to work in
evening, he understands that. (Norah)

Impressively, dependent kids were very powerful domain-members in boundary negotiation that
interviewees reported that taking good care of their kids are essential for their lives.

Flexibility is everything for me, which allows me to work while taking good care of my family...
[Taking care of my kids] is the basis that needs to be done. I take good care for them first, and then
I can start to prepare and think of other things. (Lily)

Their daily works would be arranged around their kids’ routines and situations, and their temporal
boundaries would also be shaped accordingly.

I will work in evening from 20, or 21 until 24. I have two kids, it is impossible to work when they
are awake. So I can just work when they go to bed. (Maria)

I wake up early so I will work a bit in the morning until my son wakes up. Then we will have
breakfast together. After sending him to kindergarten I will be back to work again from 9 o’clock
until 15 or 16. Then picking up the kid and preparing for dinner. (Daisy)

Sometimes, a sick kid would significantly influence accountants’ temporal boundary practice. Sara
argued that she would work when it suited while taking care of sick kid.

Sometimes it is difficult [to work] when you have sick kids. Sometimes when my son is sick for a
week, I must take care of him. If I have a deadline, I will do it in the evening or when it suits. But I
don’t have to work like eight hours per day. (Sara)

Furthermore, the family support for taking care of dependent kids would affect the shift of temporal
boundary. Sara stated that if she had to work, she would actively seek her partner’s help.

...If I have a deadline have to be done, I will get my partner to do the family stuff. (Sara)

For Daisy and Maria, it’s more like the other way around. If someone could help with taking care of
dependent kids, they could use these time slots to work.

If my son can stay with someone else, then I can work. (Daisy)
Sometimes, the kids’ father will take them, so I can work when they are not home. (Maria)

Sub-Theme 2: Individualized Temporal Boundaries through Negotiations with Work-Domain-
Members

Even though supervisors and colleagues are influential work-domain members, they didn’t play an
essential role in boundary negotiation according to my informants. During the interview, no
participants ever mentioned they would discuss their work time with team leaders or head managers.
Only one who was a team leader, claimed to contact other colleagues from this remote working once a
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month for scheduling a team meeting. In fact, nearly all participants insisted that they rarely contact
with their colleagues in this remote working, which also increased their loneliness. Someone even
said, “my colleague is my dog”. This lack of collaboration and communication may trigger new
problems. For example, several accountants complained about it was impossible to ask for and
receive immediate feedback from others. Even though they could leave a question on online forum or
through chat channel on remote working platform, it usually took some days to receive feedback, if
any. Participants further reported that they would eventually figure out the problems independently,
this lack of collaborations sometimes made them feel “isolated”, “lonely”, and “left on their own”.

It seems the lack of collaboration has decrease colleagues’ influence in boundary negotiation in this
study, more importantly, it affected accountants’ working experience as many of them insisted that
working remotely was hardly able to find someone to ask for immediate feedback and help comparing
with working with others in the same office.

It’s pretty isolated to work remotely. You feel like you are missing off, like the accounting
subjects and rules and everything. It’s all on yourself, nit like in an office, you can suddenly
hear from your colleagues saying things about changes of rules. (Sara)

On the other hand, many accountants insisted that they would negotiate their work routines with
clients. This might because ASDFGAD company’s team leaders and head managers are only
responsible for the task assignment and quality control. And accountants have achieved high level of
work autonomy and flexibility in terms of determining workplace, work time and task management.
Therefore, accountants should independently arrange their work, and consequently, clients become
more powerful work-domain-members in the boundary negotiation while team leaders and head
managers have only limited to even no influence in such context.

Sometimes, accountants would modify their temporal boundaries to align with clients’ work routines.
The time slots for each accountant might vary according to their and their clients’ unique situations.

For Isabelle and Maria, both claimed that evenings and Sunday were their work time because their
clients needed to take care of their own business during the day. They understood the situations and
could accept or tolerant clients’ calls during these time slots.

We usually have phone calls in the evenings or on Sundays because my clients have full time work
as well. They need to mind their own business during the day. So evenings will be the time for
accounting work. (Isabelle)

I don’t really like people to call me after 22, but sometimes, my clients have other jobs during the
day, so they can only reach me in evening. (Maria)

Nicholas work from 8-16 every weekday. This work routine was also established through negotiation
with his clients.

I work during the day from 8 to 16 or 17 because most of my clients work during the day. They
won’t work after 17, neither do I. (Nicholas)

Daisy, on the other hand, argued that since she just started this remote working for a couple of weeks,
she would like to explore as much as she could, thus she didn’t put any constraints on the negotiation
of temporal boundary with clients in terms of phone calls.

I know we can control clients’ contact through the platform, but I didn’t use it. Since I just begin
with this work, I want to see how much calls I would receive. Maybe I will do this later, but right
now I just want to see how much I would have.
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Meanwhile, accountants would also be proactive in establishing the temporal boundaries according to
their preferences. The temporal boundaries could be shaped through direct negotiations with clients,
like Isabelle said:

Many of my clients are for years, so we know each other. I have told them I don’t work on
Saturday, so they know when I am not working, they won’t call me then.... If I have phone calls
with my clients on Sunday or in evenings, that’s only because we have agreed on that and planed
for the calls.

Notably, clients’ understandings may also contribute to the negotiation of temporal boundary. Isabelle
insisted that her clients were very nice, they had their own business, so they understand she also had a
lot of work to do every day.

Most of my clients are very nice people. They understand that I have a lot of things to do, and they
know that I will try my best to have them. They are busy in their own business, so they know hot it
is.

Sometimes, technologies, namely, emails, mobile phones, and online remote work platform were
tactically used in boundary negotiation with clients. It’s not a simple segmentation or integration
through technologies, but a dynamic shift to cope with emerging complexities of life.

For example, it was OK for Kate to check emails in evenings and on weekends, but she tried not to
answer them. Her temporal boundaries were both softened and reinforced in that case to help her keep
on track with her work while avoiding intrusions of work to private life.

I can check and read emails in evenings and on weekends, but I try not to answer them until the
next working day, because I don’t want to spoil my clients.

Nicholas, on the other hand, used his phone as the only emergency contact channel for his clients
during nonwork time. This strategy could maximumly segment his life and work as well as connecting
him to work in case of urgent demand.

I will shut down notifications from all my work Apps after 17, so I won’t bring work to my private
life. If my clients have urgent things to talk, they could call me.

Additionally, Isabelle would like to utilise the remote working platform to actively influence the
negotiation of temporal boundary with clients. In that way, she could actively shape the negotiation
according to her personal circumstances.

If I don’t log on the platform during the weekends, I don’t know whether the clients have tried to
reach me, I don’t know if I have emails. So it is my own choice to log on the system and to take
care of those work during weekends.

For Lily, she would negotiate the phone time with her client, but keeping open for emails at any time.

I have only one client, and we usually plan the phone meeting during daytime...but they will email
me in evenings when they finished their work...I often reply immediately.

In addition, remote work platform might also influence the negotiation of temporal boundary between
accountants and clients. All accountants were required to reply to emails within 24 hours during both
weekdays and weekends. It didn’t matter if they could answer the questions or solve clients’ problems,
but to provide important support for making clients feel being cared, which in other word, for
relationship maintenance instead of providing professional services. This point was closely connected
with relationship building with clients and task prioritising in the following part. Yet, accountants’
strategies of using emails are largely individualized and contextualized.
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I will answer the email within 24 hours. (Nicholas)

With this online remote work platform, you have to answer the emails within 24 hours. So if I can’t
help them with the questions on the same day, [ need to answer the emails and say I will call you
tomorrow or in the afternoon, something like that. (Kate)

Juggling Between Different Jobs

All accountants in this study reported that they have another accounting jobs. Their jobs varied from
their own accounting affirms, private clients, on-site full-time job, on-site hybrid job, to online remote
work. Their temporal boundaries between jobs were also tactically shaped according to different
circumstances.

For accountants having full-time on-site jobs, it might not be easy to commit to their remote working
during the day. Some reported that they would like to work in evenings and or on weekends.

I work from 9 to 16 in my office during the day. After going home, I will take care of kids and
when they go to bed, I can work until 24. I used to work both on Saturdays and Sundays, but it was
too tired, so right now I just work on Sundays. (Maria)

Daisy engaged in a hybrid full-time job which required her to fulfil her work duty during the day, so
she preferred to work in the evening after her kid went to bed, or during the day when she could work
from home.

I have a full-time job, but right now I am working hybridly. I will go to the office three times a
week and work for the rest from home. So usually, I work in the evening and during the day when I
am home.

When accountants’ other work is again online work, they might not simply modify their temporal
boundary around their other work, but to calculate the work capacity left from the other jobs. In
another word, they would not negotiate the explicit temporal boundary in terms of which time slots
within a day or which days within a week they could engage in ASDFGAD’s specific work, but the
proportion of time they could devote to it.

Kate had her own company for a couple of years, she explained that she joined ASDFGAD’s remote
working because she didn’t have enough customers from her own business.

I have a little bit less customers on my own business. So I can [work with this remote work] to
make my work 100% full-time. (Kate)

Shaping Temporal Boundaries within Tasks
Not only temporal boundaries between different works would be shaped, but also within tasks.
Sub-Theme 1: Required Documents and Answers

Nicholas asserted that if the required documents were not provided correctly, he would push his clients
first, if he still couldn’t get the documents, he would proceed with other tasks.

I can’t deliver anything unless I have every document. And I can’t decide when clients want to
submit those documents. I will just ask him again but if they don’t give me the documents before
deadline, they will get penalties...if I don’t get any response from customers, I will prioritize
something else.

Nicholas continued to argue that he also liked to finish his tasks by first in first out. He would work on
the task that client submitted all documents first.
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So it’s first in first out. I will prioritize the task when the customer delivers all papers.

Kate had very similar argument that sometimes it was difficult to get answers from clients. Even
though she pushed hard, she might not get any reply. In that case she would like to prioritize
something else.

Sometimes you don’t get answers from clients when you need them. So sometimes I have to
postpone my work... [if they just don’t reply], then I will start another one.

Sub-Theme 2: The Importance of Tasks

Many accountants reported that they would prioritise the most important tasks if needed. But what is

important might vary in different situations. When I asked about how to deal with unexpected pop-up
tasks through phone calls or emails, Nicholas described it as “a game of chairs” that you always have
to prioritize.

That happens all the time. You just have to prioritize. Is it a task that you have to do now or can
wait for later?

Daisy also insisted that she would like to help with the clients if she felt they need the help quickly.
[I will help my clients], when I feel like they need the help quickly.

For Kate, if the task involved third parties, she might prioritize the sudden coming task instead of
concentrating on the tasks at hand. Additionally, it is crucial to let clients know that she could help
them later when she couldn’t help them immediately.

It depends on how urgent it is. If there are some third parties that need an answer from the
customer, [ will try to help them. But if it’s something can wait, they have to wait. But I think the
most important thing is to let customer know that I can help you, but I can’t make it until
tomorrow...so I will send emails or make a phone call.

Several other accountants revealed that sometimes they reply to emails for relationship building
instead of answering the real questions, since they also needed to check a lot of information before
completing certain tasks or answering certain questions, so the email itself is just for letting customers
know that they would get help later.

But sometimes, I couldn’t answer questions directly because there are a lot of things to check, then
I will just say I know this and will come back to you when I figure it out. It is very important to let
customers know that we can help them. (Nicholas)

I will check the email and say I read your email, but I am busy today, can I come back to you
tomorrow? (Kate)

On the other hand, accountants also claimed that when they are facing difficult and complex tasks,
they tended to focus on the task at hand.

Daisy, for example, believed that if the current task at hand asked for her full attention, she would
probably focus on it, instead of working on the pop-up tasks from clients’ phone calls or emails.

If what I’'m working with needs a lot of focus which is hard to just let it go and then back to it later.
So I will [focus on it].

While Isabelle believed that the deadline was an essential criterion for prioritising tasks.
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If it is close to deadline, I will tell my clients that I need to work on something else. Most of them
understand.

Accountants would have different strategies to help them focus on their tasks. One option could be
physically separating from digital devices.

If it is a really intensive task that I know I need to sit there for 2 to 3 hours to work on it, I can
leave my phone somewhere else, so I won’t get interrupted. (Kate)

Sometimes, simply shutting off digital devices could have similar effect with physical separation.

I will shut off all my devices and start to work. I take 45 minutes intensive work and then 15
minutes break and then again 45 minutes work until I am done. (Nicholas)

Or, just letting the phone ring while working.
I know I can turn the phone off, but I’'m also able to just see who is calling and let it ring. (Daisy)

But in most cases, Daisy preferred to answer the phone, and if it was possible, she would quickly
answer client’s questions.

[ usually answer the phone and then decide. It depends on what they ask. Sometimes it is just a
question that needs to be answered, [so I will answer it directly].

Kate also had another strategy to avoid being interrupted. She liked to use autoreply for her email and
mobile phone when she was on something else and couldn’t answer her phone or checking the email.
In that way, it could let her clients know that she is on something and would help them later.

I will set up an autoreply for email and phone, if I really need to work on something. So, customers
know I am not available now, but I can come back to them later.

But the pitfall of autoreply should not be ignored.
If I don’t write it down, I simply forgot that someone called me, or I need to do something. (Kate)

Additionally, Sara proposed her tactic of using online remote work platform to manage temporal
boundary within tasks. She would figure out whether client’s email was asking for some urgent things,
if not, she would just continue with the task at hand. In that case she keeps different permeable for her
boundaries that allows reading all the emails but only selectively replying to them according to the
urgency.

You have to log on to the platform or making yourself available for calls on the system...so I just
quickly check [emails on the platform] to see whether it is urgent. And usually, they can wait... My
clients don’t have my private number, they can only call a common number in ASDFGAD
company. So if [ don’t log on the system, they can’t reach me.

Sub-theme 3: Digital Systems Support Task Management and Temporal Boundary Negotiation
within Tasks

Accountants reported that the remote working platform can well facilitate their task management. This
digital platform’s task management system can organise diverse tasks according to their due dates and
prioritise the one with closer deadlines. These boundaries within different tasks created by the remote

working platform can in fact support accountants’ task management and make them work much easier.

It’s like a digital system that organise all tasks. It will tell you what tasks you have for today. And
when you have done with it, it is just out of your world. (Nicholas)
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Daisy introduced how she used this digital system to facilitate her task management in detail.

With this digital system, you can plan when to do different tasks...I love it. You can move the
tasks to different dates and get an overview of the estimated time this task may take.

Lily claimed that the due dates set by the remote working platform also help to manage the tasks.

We have due dates on everything on this remote work platform, which also helps a lot [with the
task management].

Additionally, accountants reported that digital calendars can also support their task management.
Nicholas would use calendar as reminder of his upcoming work, as well as a work organiser to support
his task management for the week.

Every Monday I sit down and check my calendar. OK, this I need to do here, and that I need to do
there. I put everything on my calendar and kind of making a rough plan. Of course, everything will
change, and plan never works, so you need to move thing here and there, but in the end, you
basically get everything done.

Daisy also liked to plan her work with calendar.

I use my calendar to keep myself on track. By doing so, I know what to do on each day. I love the
tool that I can move tasks to the dates, which fits me perfectly.

Interestingly, Daisy also claimed that she used a shared calendar with her colleagues from her hybrid
work to facilitate her task management by showing others when she was occupied. But she also
insisted that she was always open to phone calls from colleagues and clients during daytime.

I use my calendar a lot, so my colleagues at least can see I am busy with something else. But other
than that, I just accept [the phone calls]. I don’t think I feel interrupted.

On the other hand, Sara clearly stated that she didn’t use calendar, while Kate claimed that she had
calendar but was not good at using it. Therefore, the use of digital tools in controlling and shaping
temporal boundary within tasks is largely individualised.

Sub-Theme 4: Negotiating with Clients

Surprisingly, the negotiation of temporal boundary within tasks would also be influenced by clients.
Kate argued that whether to stop tasks at hand and help clients was also affected by clients’
personalities.

.... Sometimes, it depends on customer’s personalities. I had been working with my clients for
several years, so I know who needs immediate answers. Thus, I will stop my work and help them
first.

While Sara insisted that her relationship with clients will influence how she manage the temporal
boundary within tasks.

You know people have different relationships. I am closer to some clients while just saying a
couple of words with others. So I’d always like to help with those that I am familiar with.

In short, how accountants manage their boundaries between different tasks may be also influenced by
their clients and their relationship with clients.
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6. Discussion

The preceding session illuminated the intricated dynamics perceived by accountants surrounding their
strategic management of temporal and physical boundaries within the realm of remote working. This
discussion encapsulates the insights gleaned from exploring the self-reflected strategies and tactics of
managing temporal and physical boundaries, and the self-perceived utilization of technologies in
boundary practice.

In the pursuit of establishing flexibility within the context of remote working, accountants exhibited a
remarkable diversity in the construction of their work-life boundaries. They portrayed themselves as
active agents in boundary practice who were 1) actively seeking flexibility through stabilising their
work to a certain level; 2) keeping open to constant boundary shifts to cope with growing complexity
in work and life; 3) actively negotiating with other domain members; 4) tactically using ICTs, namely
emails, smart phones, and online remote working platform to manage their boundaries; 4) using
boundary blurring as resources to cope with emerging challenges.

The boundary practice has been influenced by a set of interconnected forces (Ciolfi & Lockley, 2018).
Frome accountants’ descriptions of work situations, it was evident that the boundary settings and
reconfigurations had been practiced in individualised ways being influenced by personal and
professional circumstances (Gray et al., 2017).

6.1. Individuals” Agency in Boundary Practice

First and foremost, it has been long emphasized by boundary theorists that individuals are the active
agents in practicing their boundaries (Ashforth et al., 2000; Clark, 2000; Nippert-Eng, 1996). When
developing work-family border theory, Clark (2000) argues that individuals are not mere reactors to
their environments, rather, they actively enact and shape it. This perspective finds resonance in the
accounts of accountants engaging in this study. They consistently conveyed their active role in
sculpting and managing their boundaries to forge flexibilities within remote working.

Furthermore, individuals’ agency shined through their descriptions of negotiating boundaries with
domain members, a fact emphasized by Clark (2002) and Kreiner et al. (2009). Within the context of
this study, accountants’ descriptions echoed the importance of active boundary negotiations,
particularly in interactions with their clients. Indeed, clients wield significant influence as domain
members in boundary negotiations under certain circumstances. Gold and Mustafa (2013) identify
clients’ determinant influences on self-employed freelancers’ boundary practices and work-life
balance. Echoing these notions, participants in this study reported a tendency to synchronize with their
clients’ communication and work schedules. Yet, they also expressed the agency to assertively
negotiate boundaries to align with their personal needs. Transparent communication regarding work
routines with clients emerged as a strategic manoeuvre to prevent work pervading personal life. Tactic
use of ICTs was yet another approach employed in boundary negotiation with clients.

Last but not the least, accountants described themselves as the active technology users in shaping their
boundaries. Their strategic and tactic utilization of technologies, namely laptops, mobile phones,
emails, and remote working platform, aligns with the notion of Hislop and Axtell (2011) that users of
mobile technology are the agents in shaping the impacts of these technologies on work and family
boundaries. Accountants attested to the deliberate adoption of various ICTs to constantly shape their
boundaries in response to the evolving dynamics of work and life. This perspective aligns with
Cousins and Robey’s, (2005) assertion that the use of mobile communication technologies for work-
related purposes need inevitably blur work-life boundaries, as such blurring can equally signify
individual preferences rather than signal work-life balance issues. Ciolfi and Lockley (2018) further
support this notion, positing that work-life blurring serves as a strategic resource within boundary
practice. In congruence with these insights, accountants in this study acknowledged their propensity to
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strategically blur their work-life boundaries to effectively tackle emerging challenges in both
professional and personal spheres, such as engaging in work while simultaneously attending to sick
kids.

In short, from the interview data, accountants distinctly perceived themselves as the agents of
boundary practice, who actively shaped and negotiated boundaries to align with their unique
circumstances and demands. Their actions manifested through adept boundary negotiations with
domain members and the strategic use of ICTs and MCTs. This perceived active agency in boundary
practice, boundary negotiation and strategic use of ICTs and MCTs may have broader applicability
beyond online accountants, extending to both remote workers and knowledge workers in general. This
generalizability is rooted not only in the historical emphasis on individual enactment within boundary
practices by boundary theorists but also in the considerable flexibility and autonomy afforded to these
two groups.

The detailed discussion of diverse boundary practice strategies, and technology use in boundary
practice will be revealed in the following sessions.

6.2. Stabilizing Work to Establish Flexibility in Remote Working

In this empirical study, flexibility stood as a cornerstone among the benefits extended by ASDFGAD
to its contracted accountants. With the intent of fostering work autonomy and flexibility, ASDFGAD
refrained from imposing regulations on aspects such as work hours, client quotas, the task numbers,
and even work locations. The increased autonomy and flexibility could yield notable advantages as
well as challenges.

The augmented flexibility and increased work autonomy in remote working have consistently emerged
as vital factors in reducing work-family conflicts and enhancing work-life balance. For instance,
Golden, (2009) asserts that telework, shifts the boundary between work and family, empowering
teleworkers to fulfil their familial and professional responsibilities with greater ease, ultimately
decreases work-to-family conflicts.

When a substantial number of studies embraces the advantages of flexibility to work-life relationship,
it has been equally criticized for the exacerbation to work-life balance. This paradoxical influence may
stem from the fact that while flexibility empowers individuals to determine their work hours, tasks,
even work settings, it also substantially shifts the responsibility for work-related matters, such as work
scheduling and task management, from organisations to individuals. When the organisations expect
individuals to take great responsibilities for their work schedule, task management and workplace
choosing, the flexibility can then create tremendous stress for many people and not everyone can
handle such freedom (Vallo Hult & Bystrom, 2021).

Indeed, Lehdonvirta’s (2018) empirical study, conducted within three piecework platforms, gently
challenges the ideal of worker-controlled flexible scheduling. This study suggests that when the social
supporting structures, such as time structure provided by the traditional workplace, are absent, worker-
controlled flexible scheduling can fail to generate benefits to either employees or employers.

Accountants in this study reported that they developed unique approaches to organise their work by
managing their temporal and physical boundaries to establish flexibility. To manage temporal
boundaries, they created personal work routines that partially stabilized their work arrangements,
contributing to the establishment of flexibility. This level of stabilisation acts as an external supporting
structure that enhances flexibility rather than constraining individual freedom. As informants noted, “I
have a good routine” or “you need to be structured when working online”.

Accountants’ strategies, tactics, and concerns related to work routines vary widely. Work times and
durations exhibit diversity, reflecting the personalized nature of work routines. This personalized work
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routine involves constant and dynamic shifts between work and life in response to individual
situations. The structured work routines establish a certain level of schedule for accountants’ work,
creating a framework that roughly separates work and life to maximize the benefits of an external
supporting structure while remaining open to constant boundary shifts. This arrangement enables
smooth transitions between work and life as needed, ultimately leading to the establishment of
flexibility.

This finding may also reflect the impact of border flexibility on boundary practice introduced by Clark
(2000). Spreitzer et al. (2017) identify three different types of flexibility in alternative work
arrangement, which are flexibility in employment relationship, flexibility in scheduling work, and
flexibility in workplace. Flexible work schedules, also known as flexible working hours, are
sometimes seen as the components of the flexibility of border (Cowan & Hoffman, 2007). When the
flexibility in scheduling work aims to satisfy workers’ needs, it would have positive impacts, such as
reducing work-family conflict and unpaid overtime (Hornung et al., 2008; Shockley & Allen, 2007).
Moreover, Tremblay and Thomsin (2012) specify the contribution of flexibility in working hours to
work-family balance in telework. High level of flexibility allows individuals to contract and expand
their domain as needed, which would lead to a higher level of integration. However, integration and
segmentation each involve different trade-offs (Desrochers & Morgan, 2021). For integrating work
and family, it enables easy switch between work and family domains, whilst the lack of clear
separation between domains may also require more deliberation attention to boundary management.
Therefore, with a relatively high level of flexibility of border in remote working, accountants must
devote more on managing their boundaries to maintain a relatively balanced work-life relationship.
This contextualised self-created work routine may be a result of this deliberate boundary practice.

Furthermore, it is important to acknowledge that this finding may not be exclusive to accountants in
remote working settings but holds broader relevance for remote knowledge workers at larger. This
assertion is grounded in the inherent characteristic of remote working, characterized by its substantial
flexibility and flexibility of border, which, in turn, necessitates heightened dedication to boundary
practices for those working remotely.

Additionally, the management of physical boundaries is equally important. As revealed by Gold and
Mustafa (2013), with missing physical boundaries, self-employed teleworkers tend to actively choose,
experiment, and adapt to their local environments to rearrange their physical surroundings to fit into
their requirements. In this study, 6 out of 8 participants confirmed having an independent home office,
while one had a working desk with a laptop in the bedroom. Another participant had working devices
on the dinner table at home.

An independent home office can create a physical boundary supporting the re-establishment of
separation between work and family domains (Mustafa & Gold, 2013). Within this home office,
accountants could concentrate on their work, and non-work-related activities would be kept outside.
This finding echoes Mustafa and Gold’s (2013) notion of activity boundaries, where only work-related
activities occur within the deliciated workplace. The reconstruction of physical boundaries and the
control over activity boundaries can, on one hand, support accountants to actively separate work and
family domains as needed, on the other hand, facilitate the establishment of temporal boundary, as one
of my informants Sara asserted “... I can work whenever I want....[so if | wake up early] I can just go
to my home office and start to work”. This connection between managing temporal and physical
boundaries is highlighted by Mustafa and Gold (2013), who emphasize that “managing temporal
boundaries depends to a significant degree on the ability to manage physical boundaries” (p.424).

They further exemplify that the need to work before family is awake is due to the lack of dedicated
workspace. Nevertheless, based on accountants’ descriptions, it was evident that their strategies to
shaping temporal boundaries around children’s routines might also be driven by personal preferences
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rather than a lack of physical workspace. Seeking a balance between family and work responsibilities
remains a significant challenge for all individuals. Flexibility afforded by remote working emerges as
a crucial determinant for participation, as previously discussed. This highlights that for many
individuals juggling family responsibilities, the blurring of physical work-life boundaries aligns with
their needs.

For accountants, the intentional blending of boundaries to accommodate work during irregular hours
can be viewed as both a resource and strategy (Ciolfi & Lockley, 2018) for effectively managing both
professional and family obligations, reflecting their individual preferences (Cousins & Robey, 2005).
Such as one interviewee, Sara stated, “I will try to work in the morning on weekends...So if I start
early being focused and concentrated, I will have more time to stay with my kid”.

Additionally, there were four interviewees who reported not having a separate workspace at present.
Each situation was unique. For example, Maria who lived with dependent kids, designated a working
corner with a laptop in her bedroom. In contrast, Nicholas had his PC on the dinner table in a shared
apartment with his partner. While both individuals experienced overlapping work and life domains,
the degree of proximity varied. Maria could create a relatively separate workplace by closing her
bedroom door after her kids went to bed, whereas Nicholas found it challenging to re-establish
physical boundaries when working from home. The reconstruction of physical walls in the life domain
is a key facilitator for accountants to shape work-life boundaries, and consequently, establish
flexibility in remote working.

Furthermore, the family negotiations can also influence the reconstruction of physical boundaries, as
illustrated by Lily’s example. Lily’s designate workplace was temporally unable to use due to the
family agreement on renovating their house. Therefore, her re-established physical boundary between
work and life is temporally dissolved, prompting her to find alternative ways to manage it. When
setting up an independent workspace isn’t feasible, technologies such as laptops and PCs are used to
mediate the transition between work and life, which will be thoroughly discussed in section 6.6.

In short, the independent workplace within life area can facilitate accountants to re-establish the
physical boundary between work and life in remote working. The reconstruction of physical walls can
be a result of family negotiation. The work-life blurring can serve as a resource that enables
accountants to manage their family and work responsibilities as needed, reflecting their personal
preferences rather than indicating work-life conflicts. In cases where the physical boundary is absent,
laptops and PCs are used to mediate the transition between life and work.

These findings may also extend to a broader group of remote knowledge workers since they are deeply
rooted in the close proximity of work and life domains within the context of remote working,
necessitating a high level of individual agency in boundary management.

6.3. Constant Shifts of Work-Life Boundaries According to Personal and
Professional Circumstances

Gray et al. (2017) hint that boundary settings and reconfigurations are highly individualised, shaped by
personal and professional circumstances, which is broadly applicable to diverse professions. My
findings also echo this notion. Accountants’ self-reported boundary strategies and tactics are not static
but in a constant state of shifting, depending on their active trade-offs of personal and professional
priorities. Notably, the professional situations extend beyond accounting itself, as the remote working
context also introduces its own distinctive dynamics.

The nuanced boundary strategies are more intricate than a simple inclination toward either
segmentation or integration (Kreiner et al., 2009). Indeed, accountants’ temporal boundaries, for
instance, exhibited variations throughout the year. For example, Kate mentioned “From January to
May my workload is nearly doubled”, leading her to work extra hours in the evening during this
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period. But in summer she could have more flexibility. This periodical shifts in boundary strategies
might be attributed to the nature of the accounting profession. Accountants often work for multiple
clients, adhering to various regulations and deadlines. Certain tasks must be completed within specific
time frames, such as year-end financial reporting, VAT, and payroll processing. This can result in
periodical shifts in boundary strategies.

Although accountants reported extending their temporal boundaries to accommodate work during busy
season and with tight deadlines, their personalised strategies varied widely. For instance, Sara
preferred to work in the early morning on weekends to preserve precious family time during the day.
In contrast, Kate, who didn’t have dependent children, chose to extend her temporal boundary into
evening to complete her work. The dissolved temporal boundary for Sara designates for both fulfilling
work duties and enjoining family life, serving as a vivid example of individuals’ agency in making
trade-offs between different personal and professional priorities.

Interestingly, Sara also insisted that she strategically controlled her workload throughout the year,
carefully selecting task and clients to avoid deadline pressures. This appears to be a unique
phenomenon in accounting in remote working context, where a high degree of flexibility allows
accountants to individually decide the number of clients and types of work they accept.

Additionally, accountants shaped and managed their boundaries according to their personal
circumstances. When significant changes occur, boundary strategies may also adapt accordingly.
However, the relationship between specific life changes and boundary strategies is not linear. Instead,
diverse boundary strategies are employed to address individuals’ unique challenges. For example,
Sara, who was nearing her delivery date at the time of our interview, stated that she was working hard
and trying to complete all her tasks as quickly as possible. She strategically softened and dissolved her
temporal boundaries to ensure she could finish all her work before her due date. Conversely, Daisy’s
situation was more complex. With increased family responsibility due to her child’s care, she
established clear temporal boundaries around her kid’s routines, yet dissolved and blurred boundaries
during early mornings and evenings to attend her work duties.

From these examples we may conclude that accountants, perceive themselves as active agents who
constantly shape and manage their boundaries depending on the trade-offs of diverse personal and
professional priorities, eventually establish flexibility. Furthermore, boundary blurring allows both
work seeping into life and life pervading work, aligning with the findings of Ciolfi and Lockley
(2018). This boundary dissolvement serves as a resource to cope with demands (Ciolfi & Lockley,
2018). Accountants strategically blur their temporal boundaries, actively and constantly transitioning
between work and life to manage emerging challenges. This blurring serves both domains, allowing
each to seep into the other as needed to support juggling act between work and family. Therefore,
blurred boundary itself may only reflect individual preferences rather indicating work-life conflicts
(Cousins & Robey, 2005).

6.4. Juggling between Jobs & within Tasks

All interviewees indicated that they had additional employments, although their situations differed
widely. For accountants with full-time on-site or hybrid jobs, they typically concentrated on their
remote work after fulfilling their other job duties. While for those exclusively engaged in online work
with their own accounting affirms, they considered the remaining work capacity once they addressed
their own business requirements. In cases where accountants engaged in two similar flexible remote
roles, the temporal boundary between different work and tasks were often less clearly delineated.
Generally, boundaries between jobs may tend to be less distinct when accountants engage in two
similar flexible remote roles, whereas boundaries between jobs may tend to be reinforced if the other
jobs demand a high level of engagement. However, it is essential to note that these distinctions do not
necessarily result in less work endeavour, nor shorter work hours in the context of remote working.
This finding may only hint that the accountants in this study are only loosely constrained by
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requirements tied to the remote working organisations, as consequence, they often encounter more
complex situations such as splitting roles or juggling multiple part-time roles and dealing with
constant blurring (Ciolfi & Lockley, 2018).

Furthermore, accountants also reported that they shaped and managed boundaries within different
tasks. Two common strategies proposed by many accountants were 1) completing tasks with the
required documents and answers; 2) prioritizing the most important tasks. These strategies align with
Kreiner et al.’s (2009) concept of triage, where individuals, when experiencing conflicts, whether
known in advance or sudden, quickly and efficiently diagnose which problems are the most important
and/or most likely to be fixed, and then act accordingly. Establishing a basic priority set before a crisis
occurs makes this strategy effective.

Accounting is a dedicate work that requires accountants to adhere to specific standards, regulations
and laws. Clients often need to provide certain information to accountants before they can begin their
work. Therefore, tasks with the necessary information are the most readily actionable tasks for
accountants. It is entirely reasonable that accountants consider completing tasks with required
information to be an effective approach to manage their task boundaries.

Additionally, accountants asserted that they prioritized the most important tasks. They measured the
urgency of clients’ emerging requirements and the significance of tasks at hand to determine which
ones to focus on. Importantly, if they perceived that certain task required concentration and minimal
interruption, they were more likely to prioritize these tasks. This suggests that the type of work to be
done is also a consideration for individuals (Ciolfi & Lockley, 2018).

Another noteworthy point is the role of relationship building in boundary practice. As Tomkins (2001)
asserts, all relationships depend to some extent on trust. Accountants mentioned that at times, they
responded to emails or answered phone calls or used autoreplies as means of maintaining relationship
rather than immediately addressing problems. Sometimes, this is due to the need for preparation before
resolving those issues, such as reviewing documents and regulations. Other times, it was because they
were momentarily occupied and planned to return later. The key takeaway is that accountants perceive
the importance of establishing and maintaining trusted relationships with their clients. The information
essential for building trust differs from the information required for the mastery of events in
accounting (Tomkins, 2001). Although this study doesn’t specifically examine the types of
information that underpin trust establishment within this context, the reported findings imply that
accountants actively nurture trust relationships with their clients by deliberately managing their
boundaries through ICTs and MCTs. This phenomenon may be rooted in the professional culture of
accounting, which entails constant information exchange and service provision to clients.
Consequently, maintaining strong relationships has become an inherent aspect of their professional
responsibilities.

6.5. Negotiating Boundaries with Domain Members

Clark (2000) asserts that the boundary practice is an intersubjective activity in which domain-crossers,
and domain members jointly negotiate for the constitution of domains and borders. It is worth noting
that work and life domains are different but intertwined, with each having the potential to influence
the other ((Ashforth et al., 2000; Clark, 2000; Nippert-Eng, 1996). Consequently, individuals who are
members of these domains not only play a role in shaping and delineating the domain to which they
belong but also inevitably impact the dynamics of the other domain. This study delves into the
intricacies of boundary negotiation, shedding light on how these negotiations are conducted and the
effects that different domain members have on these processes.

Managing Expectations with Work-Domain Members
One’s supervisor is a typical border-keepers in work domain (Clark, 2000), who are exponentially
influential in boundary negotiation. Ciolfi and Rockley (2018) also hint that knowledge workers would
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manage expectations of multiple stakeholders including organisations (employers and clients),
colleagues, collaborators, and one’s own. However, in the context of this study, it is evident that
accountants primarily focused on managing expectations with clients. This finding consists with Gold
and Mustafa’s (2013) research outcome that self-employed freelancers’ work-life boundary is greatly
affected by their relationship with clients due to the client colonisation. Moreover, the absence of
supervisor/organisation/company in boundary negotiation may be a prevalent characteristic of remote
working context, irrespective of the specific profession. This phenomenon could be a consequence of
the heightened levels of flexibility and diversification that remote work often entails.

In this study, ASDFGAD promised high level of work autonomy and flexibility to its accountants,
leading to the shift of work-related responsibilities from company to individuals in terms of work
arrangements, work schedules, communication, and work locations. Furthermore, even though there
were teams, accountants claimed that they rarely collaborated with other colleagues except reporting
their tasks to team leaders occasionally. Therefore, it was reasonable that supervisors and colleagues
only had limited power on work-life boundary negotiation within such context.

Additionally, the lack of interaction and collaboration with colleagues can influence the accounting
work and the professional development. Remote working has the potential to hinder teamwork and
collaboration due to its ineffectiveness and the lack of physical closeness (Pydriéd, 2011). It may also
limit knowledge sharing (Sarker et al., 2012). Accountants have been noted for their inclination to
seek informal feedback from colleagues for cross-checking purposes (Leif & Bjeorg, 2012). This
informal feedback, facilitated through both artefacts and interactions with colleagues, serving as an
essential approach to access new knowledge (Leif, 2012).

Therefore, in the absence of these vital interactions in remote working settings, accountants may face
challenges in obtaining valuable feedback for their ongoing tasks. More importantly, the limitation of
interactions can hinder their professional development. Indeed, several accountants expressed that the
lack of collaborations in remote working made it challenging to seek and receive immediate feedback.
While participants indicated that they could eventually resolve problems independently, there
remained room for improvement in terms of fostering collaborations in remote working context.

Notably, the absence of employers and supervisors in boundary negotiation in remote working may
also be the root of challenges in managing work capacity and work time of accountants, as it would
ease ASDFGAD’s control over accountants’ work capacity and work time. To reach a more
sustainable future of remote working, how to re-construct the role that
supervisor/organisation/company plays in boundary negotiation is seemingly essential.

On the other hand, accountants reported that while striving to attune to clients’ work routines, they still
actively negotiated boundaries to accommodate their individual circumstances. The practice of
aligning one’s work with clients’ work patterns and routines is not rare. Previous research on self-
employed freelancers has underscored the significant impact of clients on boundary practice,
specifically concerning irregular working time (Gold & Mustafa, 2013). In fact, within this study, both
Maria and Isabelle noted that they often worked during evenings and on Sundays due to their clients’
daytime business operations. Interestingly, these two accountants were concurrently engaging in
another full-time on-site or hybrid roles with other accounting affirms. Consequently, they may not be
available for remote working tasks during standard business hours in the daytime. This suggests that
their irregular working hours may be likely influenced by a combination of clients’ needs and personal
preferences.

Furthermore, this study also echoes Gold and Mustafa’s (2013) argument that concerns of workflows
and relationship maintenance with clients tend to result in the perceived availability for constant
connection for work among freelancers. For instance, Daisy, a novice to this remote working,
acknowledged that she put no restrictions on client phone calls since she would just see how much
contacts she would get. Meanwhile, other participants in this study also developed personalised
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strategies to ensure their readiness and connectivity for urgent client needs. These observations
suggest that accountants in remote working in this study may also, to some extent, perceive the
importance of maintaining constant availability to foster strong and trust relationships with clients.

While accountants’ boundary practices may be influenced by different stakeholders, including clients,
they insisted that they were the one shaping and managing their boundaries to cope with emerging
complexities. A clear demonstration of their perceived agency in boundary negotiation was their
proactive communication with clients to manage temporal boundaries. Communication is an effective
approach in boundary negotiation (Clark, 2000). On one hand, it serves as a practical technique for
setting expectations with key stakeholders (Kreiner et al., 2009), on the other hand, it significantly
influences domain-members’ other domain awareness and their commitment to the border-crossers
(Clark, 2000). Indeed, participants in this study reported that their clients were understanding and
accommodating, being able to adjust to the accountants’ work schedules. This finding implies that
clients’ heightened awareness of accountants’ complex work situations could also contribute to the
boundary negotiation.

Negotiating with Family-Domain Members

Both partners and children are influential family-domain members. Particularly, Clark (2000) argues
that spouse are border-keepers who have power over domain-crossers. Participants in this study also
reflected that their efforts to align their temporal boundaries with their partners’ routines to create
more opportunities for quality family time. Furthermore, partners’ understanding would also
contribute to the boundary negotiation, aligning with the notion that border-keeper’s commitment can
positively influence the boundary negotiation (Clark, 2000).

Moreover, numerous studies have highlighted the significant influence of dependent kids on
individuals’ boundary practices (Gold & Mustafa & Gold, 2013; Saarenpii, 2018). Accountants in this
study also shared that when caring for dependent kids, they had to structure their work around kids’
routines, constantly shaping their temporal boundaries to accommodate emergent needs such as
sudden illnesses or school-related activities. The daily routines of preparing for school and picking up
children from schools, served as anchors that facilitated individuals in organising their routines and
structuring their work (Mustafa & Gold, 2013). However, it’s worth noting that boundary strategies
are highly individualised and contextualised, with each accountant having their own preferences in
practicing their boundaries.

In addition to structuring their work around the routines of dependent children, family support also
influenced accountants’ temporal boundary. During busy seasons or tight deadlines, accountants
actively sought assistance from family members. This aligns with the findings of Kreiner et al. (2009),
who discover a behavioural tactic of actively utilizing other people in managing one’s work-life
boundaries. By asking for family support of babysitting, accountants could establish temporal
boundaries around work to ensure they could complete their work as needed. When it was not possible
to actively seek family support, accountants claimed that if someone could assist with childcare, they
would be able to allocate more time to their work.

In short, the concept of negotiating boundaries with domain-members is prevalent across various
professions. However, the nuanced strategies and the choice of whom to negotiate with, as revealed in
this study, may reflect the dynamic interplay between the accounting profession, the remote working
context, and individual circumstances.

6.6. Tactically Using ICTs and MCTs in Boundary Practice

As previously explored, accountants consistently reported their active agency in the utilization of ICTs
and MCTs to manage boundaries in remote working settings. Among these digital tools, devices such
as laptops and PCs emerged as key facilitators in mediating the transition from life to work. Notably,
boundary strategies employed by accountants extend beyond a simple tendency of integration or
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segmentation, instead, they reflect a dynamic and complex shift along the continuum of integration-
separation. These findings may as well be generalizable to remote knowledge workers who rely on
digital devices for working and communicating remotely, underlining the relevance of theses insights
to a wider spectrum of remote work scenarios.

Technology plays a pivotal role in managing one’s physical boundary in remote work. Messenger and
Gschwind, (2016) argue that the development of ICTs has enabled the evolution of Telework and
extended workplace from traditional office at employer’s premises to home office and then to virtual
office at employee’s premises. If we look back to the empirical findings from this study, ICTs
extended, or more precisely, transformed the workplace from traditional accounting firms to separate
home office, working desk in bedroom, dinner table, kid’s table, and hotels. The physical boundary
seems dissolved to various degrees. In the case of home office, the physical boundary has been created
to help with the re-establishment of separation between work and life. While for other settings, the
physical boundary seems to be largely dissolved, with laptops and PCs being used to mediate the
transition between work and life. This highly integrated approach implies the absence of clear physical
separation between work and life domains. Only when the work activities are conducted via ICTs and
MCTs, the transition between domains initiates. Notably, laptops and PCs or other ICTs themselves do
not inherently symbolize or directly link to these transitions. As Badker (2016) argues, work
technologies, PCs, and smart phones may function as boundary objects subject to constant boundary
negotiations. Consequently, whether theses technologies mediate the transition between work and life
depends entirely on the activities accountants engage in. The temporal transition from life to work
only occurs when work activities are executed through these ICTs.

Furthermore, accountants reported that they would strategically use ICTs and MCTs to manage and
shape their temporal boundaries. This decision-making process does not simply entail choosing
between integration or segmentation, rather, it involes a complex combination of various strategies. As
delineated by Kreiner et al. (2009), individuals do not adhere to pure type, allowing for the
simultaneous adoption of both integration and segmentation strategies. The complexity and dynamic
of boundary strategies were evident in the responses of the interviewees.

For instance, diverse boundary strategies could be practiced while using a specific ICT, such as email.
Kate would read emails during non-work hours but refrain from replying, while Lily had no problems
in reading and responding to emails during non-work hours. These findings resonate with the varing
degree of intrusion associated with reading and answering emails identified by Cecchinato et al.
(2015). These diverse degrees of boundary permeability underscore the idiosyncratic nature of
boundary practices. Reading emails without replying can help accountants stay informed about their
work while protecting their private lives. Emails then function to both soften and establish temporal
boundaries, allowing for a certain degree of work-life blurring to establish flexibilities. This approach
can facilitate individuals in staying aware of their work (Cecchinato et al., 2015), and this accessing
key information may further give certain individuals the security to determine their boundary
strategies (Ciolfi & Lockley, 2018).

Moreover, interviewees also asserted that it was possible to tactically use different ICTs and MCTs
with different boundary strategies to deal with emerging complexities. For example. Nicholas
emphasized his preference for separating work and life by disabling notifications from work-related
applications and digital devices. However, he kept his mobile phone accessible for urgent work-related
contacts. Lily also adopted a similar strategy but took it a step further by negotiate specific times for
phone calls while remaining open to emails during both work and non-work hours. This nuanced
control over different ICTs and MCTs forms a complex boundary strategy that allows accountants to
strike a balance between enjoying family life and being readily available for urgent work situations.

In essence, the tactical use of diverse ICTs and MCTs can serve the dual purpose of maintaining a
clear separation between work and life while also allowing for a degree of permeability in boundaries
to ensure availability in emergencies (Sayah, 2013).
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Interestingly, accountants also claimed strategically utilizing remote working platform to shape their
temporal boundaries when communicating with clients. The platform’s built-in block function is a key
tool in this regard, offering accountants precise control over their temporal boundaries. Their ability to
soften or reinforce these boundaries depends entirely on their preferences and can be adjusted imply
by logging on or out of the platform. This unique feature on remote working platform appears to create
a separation between accountants and their work or clients but has proven to be a valuable tool in
facilitating accountants’ boundary practices. This finding is exclusive for this particular group of
accountants since the remote working platform is created and used only within ASDFGAD.

Additionally, accountants emphasized that their constant evaluation of the importance of incoming
calls and tasks at hand. They persisted that if tasks at hand were perceived as important or requesting
concentration, they would prioritize it over answering incoming phone calls. These strategies,
however, were highly personalized.

For example, Kate described her ability to physically distance herself from her phones to keep
concentrating on important tasks. She also utilised an auto-reply feature on her mobile phone to avoid
interruptions. Other effective strategies for preventing interruptions included switching off digital
devices and allowing phones to ring without answering them. Interestingly, the remote working
platform was also cited as an effective tool for managing boundaries within tasks. Sara reported that
she could simply log on to the platform to check emails, and evaluate their urgency, and then decide
whether to respond or continue with her current tasks.

Ciolfi & Lockley (2018) assert that mobile phones and laptops can embody a boundary. When
individuals purposefully control over these tools, they are in fact controlling their boundary, whether it
be work-life boundary or boundaries within tasks. The reported strategies of managing mobile phones
serve as vivid examples of this notion. Accountants have articulated that they could manage their
boundaries within tasks by controlling over their mobile devices.

Furthermore, accountants mentioned using calendars and the task management function on remote
working platform to control their tasks. Calendars serve as reminders for upcoming work and
organiser of arranging different tasks. Additionally, Daisy strategically used her shared calendar to
inform her colleagues from another hybrid work setting about her work schedule. Consequently, the
calendar functions as a boundary object that facilitates ongoing negotiation between different jobs,
tasks, and even the realms of work and life.

Boadker (2016) argues that boundaries are dynamic and change over time, which could help reduce
complexity of the joint activities and may be helped in the technology be seamfulness on the
boundaries, in additional to seamlessness within the joint activity as such. The findings from this study
offer supportive evidence for this notion. According to the accounts of accountants, they actively
shaped and managed their boundaries by tactically using ICTs and MCTs to soften, dissolve, establish,
and reinforce their boundaries. Their strategies address constant shift and change according to
different situations. The seamfulness offered by different ICTs and MCTs not only provides
alternative technological options but also supports individuals’ agency in practicing their boundaries.

6.7. A Sustainable Future of Remote Working for Knowledge Workers and Their
Work-Life Balance

With the evolution of ICTs and MCTs, work is becoming increasingly detached from organisations in
temporal and physical dimensions. Aforementioned, by virtually connecting all employees, contracted
accountants, and clients, ASDFGAD enacts the high level of flexibility and its advancements through
the utilization of different ICTs and MCTs. These shifts in spatial, temporal, and organisational
aspects within ASDFGAD create unique dynamics and complexities that inevitably affects the
boundary practices of its accountants. However, this study also reveals that the accountants perceive
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themselves as active agents who strategically shape and manage their boundaries, and tactically use of
ICTs and MCTs in practicing their boundaries. d

While technologies undoubtedly influence individuals’ work practices, individuals, in turn, shape the
role of these technologies. The findings suggest that withing this complex and dynamic remote
working context, flexibility is not merely achieved but actively created. Each remote knowledge
worker perceives themselves as active agent in defining and creating their own flexibilities. The work-
life balance, then, from an ambiguous universal expectation becomes an individualised work-life
boundary practice. The shifting dynamics between work and life are both the central theme of work-
life balance, as well as the key resource for creating it.

So how can we support knowledge workers in embracing and establishing such dynamic shifts
between work and life in remote working? One potential valuable suggestion may involve designing
technologies that provide seamfulness rather than seamlessness to facilitate the control over various
boundaries (badker,2016). For instance, ASDFGAD’s remote working platform, with its
communication modification feature, has been reported as supportive and effective in facilitating
boundary practices. Similarly, the task management system, which provides seamfulness in terms of
boundaries within different tasks, has also proven to be helpful and useful. It might be good to
conclude with this quotation:

The focus on new routines, boundary drawing and technological seamfulness over time, is
accordingly, designwise, a necessary step away from the all-open, seamless chaos that current
technologies have been instrumental in creating. (Badker, 2016, p.538)

Furthermore, this study may also hint on the importance of re-constructing the role of
employer/organisation/company in boundary negotiation with knowledge workers in remote working
context. Boundaries are idiosyncratically constructed and jointly negotiated. When
employer/organisation/company are absent from such crucial negotiation, their influence on managing
work capacity and work time scheduling may be compromised. Consequently, when knowledge
workers attempt to manage expectations among various stakeholders in boundary practices, the
absence of employer/organisation/company could potentially lead to the misalignment of expectations.

Last but not the least, as a unique profession that entails high tolerance for cross-checking feedback
(Leif & Bjerg, 2012), giving and receiving real-time feedback is crucial for accountants. However,
with the potentials of hindering collaboration (Pydrié, 2011), remote working may not support such
interactions and collaborations. Therefore, it is crucial to develop both policies and tools to facilitate
and support these important activities to enhance the sustainability of accounting in remote working in
the future.

In general, accountants perceive themselves as active agents in managing their boundaries through
constant trade-offs of diverse personal and professional priorities. They constantly and consciously
create flexibility to enable smooth transitions between work and life in a personalised and
contextualised manner. To better support them in catching the shifting dynamics between work and
life, it may be beneficial to re-construct the role of employer/organisation/company in boundary
negotiations. More importantly, it might be worth to design technologies to provide seamfulness to
facilitate better control over various boundaries (Bedker, 2016).
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7. Conclusions

Through semi-structured interviews and reflexive thematic analysis, this study has investigated 1) how
accountants manage and shape their physical and temporal boundaries to establish flexibility in remote
working; 2) within the context of remote working, how technologies are harnessed to manage work-
life boundaries.

The findings revealed that boundaries were perceived to be idiosyncratically constructed and jointly
negotiated. Accountants described themselves as active agents in tactically managing and shaping
their boundaries through constant evaluation of their personal and professional priorities. In their
pursuit of flexibility within remote working, accountants delineated to 1) stabilise their work to create
a supportive structure; 2) constantly manage and shape boundaries to cope with changing
complexities; 3) actively negotiate with other domain members; 4) tactically use ICTs and MCTs,
namely emails, smart phones, PCs, laptops, and online remote work platform to manage their
boundaries; 4) use boundary blurring as resources to encounter emerging challenges. This perceived
active agency in boundary practice identified in this study holds broader relevance to both remote
workers and knowledge workers in general. Nevertheless, the nuanced boundary strategies and tactics
discovered may be rooted in the specific context of accounting profession within the frame of remote
working.

The perceived trend of stabilization of work in both temporal and physical dimensions by accountants
may well be generalizable to a wider spectrum of remote knowledge workers, given the inherent
proximity between work and life domains in remote working settings. The increased flexibility and
enhanced flexibility of border in remote working context requires high level of individual agency in
managing both physical and temporal boundaries. By creating a work routine, an external supporting
structure can be created to facilitate the establishment of flexibility instead of limiting remote
knowledge workers’ freedom. While the re-construction of physical walls can assist the re-
establishment of separation between work and life.

Notably accountants reported their agency in shaping boundaries according to personal and
professional circumstances. This reported tendency may indeed be prevalent among remote knowledge
workers, yet the intricate strategies and tactics discovered in this study might reflect the distinctive
nuances of the accounting profession within the context of remote working. These boundary strategies
and tactics address constant shifts depending on individuals’ active trade-offs of personal and
professional priorities, which are much complex than simplified tendency of either segmentation or
integration (Kreiner et al., 2009). Additionally, boundary blurring has been described as resources for
allowing each domain seeping into the other.

Furthermore, the practice of negotiating boundaries with domain-members appears to be a prevalent
trend across various occupational groups. Whereas the nuanced strategies of boundary negotiations,
and whom to negotiate with reported by this study, may reflect a dynamic interplay between the
accounting profession, remote working context, and individual situations. Accountants insisted active
negotiation of temporal boundaries with work and family domain-members including clients and
partners. The dependent children, as revealed by previous studies (Mustafa & Gold, 2013; Saarenpaa,
2018), were also delineated as a strong influencer on accountants’ temporal boundaries. However, the
absence of supervisor/organisation/company in the boundary negotiation highlights the need to re-
construct their roles in boundary negotiations for the sustainable future of remote working. Special
consideration should be given to fostering communication and collaboration among colleagues in
remote working context due to the specific work culture of accounting.

Additionally, the perceived agency of tactical use of ICTs and MCTs in shaping and managing their
physical and temporal boundaries may also be generalizable to remote knowledge workers, as they
also rely on digital devices for working and communicating remotely. Furthermore, accountants
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reported their specific tactics in using ICTs and MCTs to manage boundaries within different tasks,
from physically separating from ICTs and MCTs, to shutting off notifications, to setting up auto-reply,
to letting it ring. These nuanced boundary strategies are individualised and constantly shift. The
seamfulness addition to seamlessness offered by various ICTs and MCTs can facilitate individuals’
boundary practice.

In a broader perspective, this study also suggests that within an increasingly complex remote working
context, the flexibility is created rather than achieved. Knowledge workers perceive themselves as the
active agent in defining and creating their own flexibilities. The work-life balance, then from an
ambiguous universal expectation becomes an individualised work-life boundary practice. The shifting
dynamics between work and life is both the central theme of work-life balance, as well as the key
resource for creating it.

To support knowledge workers in catching these shifting dynamics within context of remote working,
it is essential to 1) design technologies that embrace seamfulness to empower individuals with greater
control over various boundaries; 2) re-construct the roles of employers, organisations, and companies
in boundary negotiations to map different expectations among different stakeholders, 3) support
collaborations and interactions among accountants which is currently missing in remote working.

In conclusion, the present study has shed light on knowledge workers’ self-perceived boundary
practices, and their diverse tactics and strategies of using ICTs and MCTs in managing and shaping
boundaries within the context of remote working. The study’s findings may also contribute to the
study of work-life balance in remote working context by providing vivid and nuanced examples of
boundary practices within this dynamic context and formulating potential suggestions for the
sustainable future of remote working.

47



8. Limitations and Implications for Future Work

Several limitations have been recognized while this study has been presented. It is important to
acknowledge that participants’ boundary practices, strategies and tactics may have been influenced by
the interview questions and their individual perceptions and understandings. Despite these limitations,
interviews are a common strategy in examining similar topics (Ciolfi & Lockley, 2018; Gold &
Mustafa, 2013; Mustafa & Gold, 2013; Nippert-Eng, 1996).

Additionally, the study samples are very limited not only in its size, but also in its diversity. All
participants in this study are engaged in the accounting profession and working with ASDFGAD
company. Therefore, the findings primarily reflect the dynamic and complex interplay between
accounting profession, knowledge-intensive work, and remote working. Some findings, such as the
perceived agency in boundary practice, may be potentially generalizable to a larger group of both
knowledge workers and remote workers. Whereas findings regarding nuanced boundary strategies and
tactics may be rooted in the complex intertwinement of accounting profession, remote working, and
individual situations.

Furthermore, the suggestion of supporting collaborations between accountants regarding giving and
receiving of immediate feedback reflects the conflicts between the unique professional culture of
accounting and the typical character of remote working.

The new work practice embodies a wide range of work practices that place on a spectrum of
diversification and flexibility (Aroles et al., 2019). Among these dynamic work practices, remote
working remains a multifaceted area worthy of further exploration. For example, in future research, it
would be beneficial to engage knowledge workers from different professions to investigate how
individuals may practice their boundaries around work and non-work spheres differently based on
their specific professions and the varying degrees of flexibility offered by remote working.

Furthermore, this study didn’t delve into the influence of demographical differences, but it’s worth
noting that among 8 interviewees, 7 were females. This raises intriguing questions about whether
individual work-life boundary strategies may be influenced by gender differences within the context of
remote working.

Additionally, this study also discovered several participants were relatively aged. It would be great to
investigate on elder knowledge workers’ engagement in remote working, and how they organise their
work and non-work spheres to create flexibility. It would also be enlightening to explore how different
groups of knowledge workers define flexibility and work-life balance within such context, along with
its implications for work practices and the professional development within this unique and dynamic
and dynamic work setting.

Lastly, this study didn’t explore how knowledge workers perceive their identifications with their
multiple jobs in remote working context. This area could serve as an inspiring point for future
research.

In summary, studies of this nature provide glimpses into nuanced boundary practices within work and
life domains in remote working. These insights can help us better understand the dynamic and
complex interplay of remote working, technological innovation, individual boundary practices, and
their implications for professional learning within such context.
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Appendix

Appendix 1: Interview guide for contractors in English

Interview guide for contractor
-General information

1. How long have you been engaging in virtual work? How long have you been working with
ASDFGAD?
2. Are you working purely online? Or do you have other work need to go to office?
3. Do you work full-time? How many hours you work per week? How many hours you work with
ASDFGAD approximately?
4. How do you feel about virtual work in general? What is good? And what is challenging in
general?
5. What attracted you to work with ASDFGAD?
-Work Situations
6. Where do you work? Why you decide to do so? Are you living with your family?
Home: is it difficult to focus on work when WFH? Do you have any strategies to cope
with the challenges?
7. Do you have a fixed work schedule, or you are quite flexible?
8. Do you make work schedule beforehand?
What are your strategies/techniques to schedule your work?
1). How will you plan your work and life?
2). Do you use any tools?
3). How will you prioritize your different activities?
9. Are there any difficulties or challenges in making those plans?
10. How will you cope with those difficulties? Do you have any support? (social and material)
-Routines
11. What is your daily work routine for a typical working day?
How do you negotiate your routine with others (colleagues, family members etc) ? Do
you use any tools in facilitating you?
12. What kind of difficulties can emerge that disrupt your planning and routines?
13. what are your strategies/techniques to cope with such situations?
What will you do if you couldn’t finish your work for the day?
What if there are unexpected work coms in suddenly?
How will you handle mundane/intensive tasks?
14. How will you plan your professional development? Will you learn with ASDFGAD? Other
organisations? Online/onsite? What will you learn? What do you think is good/bad?
-Routines
15. Do you collaborate or cooperate with others in your work? Whom would you collaborate with?
How will you do that? What are the challenges in collaboration?
16. Who do you need to contact in your virtual work?
17. What are your strategies of controlling your communication with them (during the work/off
work)?
18. What tools you would use?
19. What are the challenges of communicating with others? What are the good points?
20. Do you want to suggest any improvement or support for ASDFGAD in helping with their
accountants and consultants?
21. Any more comments?
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Appendix 2: Interview guide for contractors in Swedish

Intervju guide
-Allmén information

1. Hur lange har du jobbat online? Hur ldnge har du jobbat med ASDFGAD? Bara med ASDFGAD
online?

2. Jobbar du bara online? Eller har du andra arbeten som du ska gé till kontoret?

3. Jobbar du pa heltid? Hur ménga timmar jobbar du varje vecka? Hur ménga procent jobba du med
ASDFGAD ungefar?

4. Vad tycker du om att jobbar online i allménhet? Vad ar bra? Och vad &r inte sé bra eller daligt?
Vad ir typiska utmaningar och svérigheter? (verktyg? Liv balanc?)

5. Varfor ville du arbeta med ASDFGAD? Nagonting speciellt och bra att jobba med ASDFGAD?
Négoting inte sé bra?

-Arbets Situationer & Rountines

6. arbetar du hemifrén eller gér du till en annan plats? Bor du med din familj?
Hemma: dr det lite svart att fokusera pa jobbet nér du dr inte ensamt hemma? Vad ska du
gora for att fokusera pa jobbet?
7. Jobbar du pa fast tid eller flexibelt?
8. Planerar du ditt jobb i forvdg? i.e en vecka eller en méanad innan. ja, continue with 1.2.3.
(Vad ér dina strategier / tekniker /verktyg for att schemalégga ditt arbete )
i)  Hur planera du ditt liv och jobb?
Verktyg som du anviander?
Hur du prioriterar olika aktiviteter?
9. Finns det ndgra svérigheter eller utmaningar med att planera ditt arbete?
10. Hur hanterar du sddana situationer? Far du socialt stod eller anviander du digitala verktyg?
-Routines
11. Vad ar din routnier for en arbetes dag?
a) Hur samarbetar och forhandlar du om rutiner med andra i.e kollegor, kunder, chefen,
familj? Vilka verktyg hjilper dig att gora sa?
12. Vilka svarigheter kan uppsté som stor din planering och rutiner nér du jobbar?
13. Vilka ér dina strategier/tekniker for att hantera sddana situationer?
1): vad gor du om du inte kan arbeta klart som du planerat en dag?
2): vad gor du om det finns ovéntade uppgifter som kommer till dig? (pé din arbetstid/ pd
tiden da du inte jobbar)
3): vad ér dina strategier/tekniker for att hantera vardagliga uppgifter/intensiva uppgif

14.  Vad gor du for att 14ra dig och utveckla dina professionella kunskaper? Hur gor du da? Med
ASDFGAD? Med andra foretag? Med andra organisationer? Online/on-site? Vad lar du dig?
Vad tidnker du om det? Vad &r bra/inte sé bra?
— Nu ska vi prata om hur du kommunicerar med andra.

15. Samarbetar du med andra kollegor pa arbetstid? Hur gor ni det? Vilka utmaningar far du i
samarbetet? Vad betyder det samarbetet for dig?

16. Vem behover du kontakta nér du jobba online (kollegor, kunder, chefen?)

17. Vad gor du for att kontrollera din kommunikation med dem (pé arbetstid/utan arbetstid)?

18. Vilka verktyg anvédnder du for kommunikationen?

19. Vad dr bra med att gora s&? Finns det utmaningar eller svérigheter med att kommunicera med

andra (chef/kunder/kollegor, etc)? Nagonting annat?
20. Vill du foresla forbéttring till ASDFGAD?
21. Négonting annat vill du prata om?

54



Appendix 3: Interview guides for managerial personnel in English

bl el N e

Interview guide for managerial personnel

Does ASDFGAD own the digital platform that you are using?
What are the benefits and challenges of having people working online?
Have you achieved those goals?
When recruiting, who is your potential candidates? what specific characteristics you are expecting
other than professional skills?
What’s your opinion about your accountants’ engagement in your business? What are the
problems in your idea? What might be the reason behind these problems? And what might be the
solutions?
What kind of support the company has been giving to online workers in coping with difficulties in
the virtual work environment?
When the business expands, the cases increase, what do you think might be essential to
motivating your consultants to work for a longer time? To improve their work efficiency within a
virtual work environment?
General information about task assignment
1) Iwould like to learn more about the dynamics between the accountants and workers in
your company, do you have contracts with people who are working with ASDFGAD?
Does it base on the tasks, or duration? Or it is long-term employment?
2) How will the accountants who are working with ASDFGAD got paid?
3) How to assign tasks to different consultants? Is this a matter of negotiation? Who can
determine the work time? Why in this way?
4) When you assign tasks, do you have different expectations for different accountants? Do
they meet your expectations? If not, why?
5) Who will calculate and register the working hours? Does the system collect the time? Do
you use that information strategically? What are the benefits and challenges?
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