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Abstract
The COVID-19 pandemic, with its public mea-

sures, has led to changes in public administration 
and in the way public servants organize their work 
and working time. The purpose of our article is to de-
termine whether there is a correlation between work 
during non-work time and extended availability for 
work among public servants in the Slovenian public 
administration who worked from home during the 
COVID-19 pandemic. The research was conducted 
in February 2021 in the Slovenian public administra-
tion and involved 1,676 public servants. Based on 
the data of our study, which we analyzed using var-
ious statistical methods (Chi-square, Kruskal-Wallis 
test, Dunn-Bonferroni post hoc test, Spearman’s 
rho), we assert that during the COVID-19 pandemic, 
public servants in the Slovenian public administra-
tion who worked from home performed their work 
during non-work time and were excessively available 
for work. As a result, their ability to psychologically 
detach from work decreased.

Keywords: COVID-19 pandemic, extended avail-
ability for work, non-work time, public servants, work 
from home.
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1. Introduction

Global changes, including the proclaimed COVID-19 pandemic in March 2020 by the 
World Health Organization (WHO), affect organizations. Countries and organizations 
have taken various measures to protect human health, which in turn affect the dynamics 
and changes in the organization of work and the working time of employees. In practice 
and literature (CIDP, 2021; Eurofound, 2021; McDermott and Hansen, 2021; DeFilippis 
et al., 2020; ILO, 2020; McCulley, 2020; Reisenwitz, 2020; WEF, 2020) it has been found 
that working time for employees who worked from home during the COVID-19 pandem-
ic was extended and because of that, they were overworked and constantly available for 
work because of use of information-communication technology (ICT), which affected 
their well-being. 

In the European Union (EU27), in July 2020, the largest number of employees who 
worked from home were from the service sector, mainly in education and public admin-
istration, and slightly fewer from the healthcare (Eurofound, 2021). However, employees 
who worked from home during the COVID-19 pandemic performed work during the rest 
period time (CIPD, 2021; Eurofound, 2021; Ahrendt et al., 2020; DeFilippis et al., 2020; 
ILO, 2020; McCulley, 2020; Reisenwitz, 2020; WEF, 2020). Not even public servants in 
the Slovenian public administration were exempted from this.

Some of the most important parts of the employment relationship are the working time 
and the rest period of employees. Minimum standards in the EU regarding the organiza-
tion and duration of working time and rest periods are laid down in legal regulations, but 
the most important is the Directive 2003/88/EC (Senčur Peček, 2018). In Slovenia, the le-
gal regulation of working time and rest period time of employees is defined in the Employ-
ment Relationships Act (ZDR-1), which is based on the directive and applies to public ser-
vants in Slovenian public administration. Working time means ‘any period during which 
the employee is working, at the employer’s disposal and carrying out his activities or duties, 
in accordance with national laws and practice’ (Article 2 of Directive 2003/88/EC). Rest 
period time, however, means any other time that is not working time (Senčur Peček, 2019 
apud Benčan et al., 2019) and is intended for rest and entertainment of employees to take 
them away from work (European Commission, 2017). In Slovenia, full-time work may 
not exceed 40 hours per week (Articles 142 to 143 of ZDR-1). A minimum daily rest peri-
od includes 11 consecutive hours and a minimum weekly rest period of 35 uninterrupted 
hours (Articles 3 to 5 of Directive 2003/88/EC; Article 155 to 156 of ZDR-1). Employees 
are entitled to annual leave for a minimum period of four weeks (Article 7 of Directive 
2003/88/EC; Articles 159 to 162 of ZDR-1). For public servants, there are some special 
features in relation to working time, which are regulated by other legal principles1. We will 
use the term ‘non-work time’ instead of the rest period time in our article.

1	 Defence Act (Obr); Medical Services Act (ZZdrS), Organization and Work of the Police Act; Decree 
on working time in state administration bodies; Collective Agreement for the Education Sector in the 
Republic of Slovenia, etc. 
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The purpose of our article is to determine whether there is a correlation between work 
during non-work time and extended availability for work in the Slovenian public admin-
istration among public servants who worked from home during the COVID-19 pandem-
ic. The aims are (1) to analyze the obtained data of our survey of the Slovenian public 
administration in February 2021 and based on this (2) to describe the phenomenon of 
work during non-work time and extended availability for work and (3) to explain how 
work during non-work time affects extended availability for work of public servants who 
worked at home during the COVID-19 pandemic. Based on this, the research question 
in our article is how public servants in the Slovenian public administration, who were or-
dered to work from home during the COVID-19 pandemic, are constantly available for 
work during non-work times and consequently are excessively available for work. 

In the introduction, we present the literature review and the hypothesis, a description of 
the methodology, the procedures, participants, the research instrument, and the results in 
the field of extended availability for work of public servants to work from home during non-
work time in the COVID-19 pandemic. In the discussion part, we provide key findings of 
our research. The final part of the article is a conclusion with implications and limitations.

2. Work during non-work time and extended availability for work 

2.1. Work during non-work time
With the announcement of COVID-19 and the measures that were taken, it is rea-

sonable to assume that workers began to work from home and during non-work time. 
Non-work time is the time before or after the end of official working time during which 
employees are entitled to a daily rest period. However, it also includes weekly rest, annual 
leave, and sick leave (Mar and Buzeti, 2021) and is intended to allow employees to relax and 
enjoy themselves and thus be free from work obligations (European Commission, 2017). 

During the COVID-19 pandemic (April–May 2020), 21.6% of the respondents in 
Slovenia started working from home, which is significantly lower than the EU27 average, 
where 36.3% of the respondents worked from home (Eurofound, 2021). In Slovenia, from 
November 2020 to mid-May 2021, 11.5% of employees worked from home, 8.5% in com-
bination, and 67.2% at the employer’s premises (SURS, 2021). According to Eurofound 
(2021) data, 57.2% of the respondents in Slovenia worked outside working hours in the 
period from April 2020 to March 2021. This is 3% more than the EU27 average, where 
54.2% of the respondents worked outside working hours in the same period.

Employees around the world are facing many problems. In addition to increasing their 
working hours by 48.5 minutes, the duration of their meetings has increased by 12.9%, or 
18.6 minutes, even though their number has decreased. Among employees working from 
home, almost 5% more emails were sent (DeFilippis et al., 2020). In EU27, employees 
worked longer or additional hours (McCulley, 2020) and in the period June–July 2020, 
they worked on average 41.6 hours per week. However, in Slovenia employees worked 
almost 10 hours more (51.3 hours) than in EU27 (McCulley, 2020). Due to the physical 
separation of work teams, employees worked via ICT and were constantly available to 
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their managers, colleagues, and customers. They spent more time on virtual meetings and 
caring for dependent family members. Hence, they worked during the non-work time (in 
the morning or in the evening) (Reisenwitz, 2020).

During the COVID-19 pandemic, a trend toward greater flexibility in work perfor-
mance was observed among workers in various organizations. At the same time, the greater 
benefit of working from home was perceived by men, who found it easier to manage the 
number of hours worked than women (because of childcare, and housework). However, 
both experienced an increase in work activity of almost 20% or 8 additional hours of work 
per week. At the time the pandemic was first declared, about 24% of workers were working 
two additional hours on weekends, and the proportion of these workers declined by 4% 
toward the end of the pandemic. However, it is still typical for some workers to work early 
mornings and late evenings (McDermott and Hansen, 2021). 

In addition, employers discovered the phenomenon of ‘leaveism’ among employees, 
i.e., they work outside of working hours while on leave or sick leave during the pandemic 
COVID-19. At least 60% of employers confirmed that their employees worked outside 
of working hours, and 70% noted that employees took assigned days off or annual leave 
to work. As a result, foreign organizations are already taking steps to eliminate ‘leaveism’ 
among employees. However, there are still 47% of companies that do not eliminate 
‘leaveism’ because it is not perceived by employees (CIPD, 2021). According to research 
results (CIDP, 2021; Eurofound, 2021; McDermott and Hansen, 2021; DeFilippis et al., 
2020; ILO, 2020; McCulley, 2020; Reisenwitz; WEF, 2020), we hypothesize that:

Hypothesis 1: There is a correlation between public servants in the public adminis-
tration in Slovenia who worked from home during the COVID-19 pandemic and work 
during non-work time. 

2.2. Extended availability for work
By entering an employment relationship, the employee becomes available to the em-

ployer. This means that the employer and the employee control the employee’s work be-
havior within a certain working time (Bergman and Gardiner, 2007). However, due to 
the possibility of using ICT, employees work and respond to work demands even during 
non-work time. In the literature (Thörel, Pauls and Göritz, 2021; Cooper and Lu, 2019; 
Dettmers, Bamberg and Seffzek, 2016) the concept of extended availability for work2 is 
used to perform work and reach employees during non-work time. The latter means the 
state of availability of employees for work-related matters formally during non-work time, 
but during this time (e.g., due to the possibility of using ICT) the employees respond to 
work requirements for various reasons and perform work obligations. ‘Extended availabil-
ity for work is a multifaceted concept, which includes long hours and overtime of employ-
ees, the concept of presenteeism, when employees are present at work despite ill health and 
‘leaveism’ when employees use flexible forms of work, rest days, and the right to annual 

2	 Or work-related extended availability – WREA, or excessive availability for work – EAW.
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leave instead of sick leave due to their own ill health, illness or injury or to care for a family 
member, or when employees perform tasks they did not perform during working time’ 
(Cooper and Lu, 2019). The concept is associated with certain forms of employee behav-
ior, such as psychological detachment from work, and can affect the health and well-being 
of employees (Thörel, Pauls and Göritz, 2021; Dettmers, Bamberg and Seffzek, 2016). 

During the COVID-19 pandemic, employees highlighted the benefits of working from 
home, such as a flexible schedule and saving time for commuting to work. Therefore, 
their biggest challenges were how to take their mind off work, self-motivation for work, 
loneliness, use of annual leave, and disturbances in the home environment. They faced 
problems communicating with colleagues, a sense of lack of contact, and that their profes-
sional efforts were not sufficiently appreciated by their managers and colleagues. Managers 
confirmed that employees were constantly available for work, and were concerned about 
reduced employee focus and productivity, team cohesion, poorer maintenance of organi-
zational culture, and how the situation affects employee careers (DeFilippis et al., 2020).

During the COVID-19 pandemic employees who worked from home used a variety 
of ICTs in their work. Among 173 full-time U.S. administrative assistants who worked 
from home, a relationship between working outside of work hours (in the form of using 
e-mail) and psychological detachment emerged, which affected their emotional exhaus-
tion and the occurrence of work-life conflicts. Specifically, they experienced the inabil-
ity to psychologically detach from work more intensely, were more inclined to work or 
more preoccupied with work, and had a desire to respond quickly to emails they received. 
As a result, they were more likely to experience a conflict between work and personal life 
(Manapragada Tedone, 2022). 

Among employees of various Czech companies, a correlation was found between ex-
pectations of their accessibility via smartphones and the inability to psychologically de-
tach. Participants, who perceived expectations of their accessibility were more likely to use 
a smartphone and to work longer hours or during non-work time. As a result, they found 
it harder to mentally detach themselves from work. However, expectations led them to 
use the rest of ICT. Research has found that workers who are better able to separate work 
and personal life are more able to withstand expectations about their accessibility during 
non-work time and find it easier to psychologically detach from work (Kondrysova, Leu-
gnerova and Kratochvil, 2022).

In the EU27, on average 78.9% of employees were worried about work between April 
2020–March 2021. In the same period, 80.2% of the respondents in Slovenia were worried 
about work, which is above the European average (Eurofound, 2021). Similar has been 
found in a Eurofound report (Ahrendt et al., 2020) from the beginning of the COVID-19 
pandemic. Respondents confirmed that they were burdened with work during non-work 
time, which led to increased anxiety and deterioration in their well-being and emotional 
exhaustion during the COVID-19 pandemic (Ahrendt et al., 2020). Employees perceived 
expectations of constant availability, which made it difficult for them to disengage from 
work. As a result, psychosocial risks for workers increased. These included problematic 
work schedules such as long work hours and weeks, social and emotional demands, and 
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high work intensity. In particular, working hours, work intensity, and emotional demands 
had a positive effect on workers’ exhaustion, which was positively correlated with the 
number of health symptoms and presenteeism (Eurofound, 2021). Similar research has 
found (Thörel, Pauls and Göritz, 2021; Dettmers, 2017; Dettmers, Bamberg and Seffzek, 
2016) that extended availability for work is connected with their reduced ability to psycho-
logically detach from work and increases their malaise.

In a study involving private and public sector employees, it was found that there was a 
negative connection between WREA and psychological detachment. Although no direct 
relationship was found between WREA and change in employees, it was found that those 
characterized by WREA were unable to mentally detach from work, had sleep problems, 
and were therefore emotionally exhausted. Therefore, the organizations suggested that 
they should take measures to discourage employees from WREA, as it affects employees’ 
well-being and health in the long run (Thörel, Pauls and Göritz, 2021). 

Employees in the service sector confirmed that being accessible and responsive to work 
demands during non-work time is connected to their ability to psychologically detach 
from work and emotional exhaustion. When expectations of work during non-work time 
increase in an organization, employees experience emotional exhaustion and the frequency 
of conflict between family and professional life, and their ability to psychologically detach 
from work decreases. The results indicate a correlation between the extended availability 
for work and time delays. Due to constant expectations of work during non-work time, 
employees are forced to ‘learn’ to psychologically detach from work, but their abilities 
change over a long period of time (Dettmers, 2017). Another research identified that the 
frequency of work contacts, adequacy of equipment, control over work contacts, and pre-
dictability of work-related contacts are characteristics of extended availability for work. 
Based on the study which included employees from companies, public administration, 
and healthcare, they confirmed that the extended availability for work is associated with 
the deterioration of employees’ well-being (Dettmers, Bamberg and Seffzek, 2016). Based 
on the before mentioned literature, we hypothesize that: 

Hypothesis 2: Public servants in the public administration in Slovenia working from 
home during the COVID-19 pandemic worked during non-work time and were therefore 
excessively available for work.

Hypothesis 3: Extended availability for work of public servants in the public admin-
istration in Slovenia working from home during the COVID-19 pandemic is associated 
with their reduced ability to psychologically detach from work. 

3. Methodology

3.1. Procedure and research instrument

We conducted a survey of the Slovenian public administration in February 2021. 
This encompasses state administration (government offices, government departments, 
ministries with their bodies and administrative units), local self-government, and bearers 
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of public authorities (Tičar and Rakar, 2011). The research data were collected from 1,676 
public servants, which amounts to 4.13% of the total population (40,5533) of public ser-
vants in Slovenian public administration. 

To obtain the data in our research, we used a quantitative research method and de-
signed an online questionnaire4, which included four sets of questions. For the first part 
of the questions (socio-demographic data), we used a questionnaire designed by Buzeti 
(2020). In the second part of questions about work during the non-work time, we used 
open and closed questions included in the two questionnaires from Eurofound reports5. 
For the third part, with questions about extended availability for work and the ability of 
employees to psychologically detach from work, we included questions and a Likert scale 
(1 – ‘Strongly disagree’ to 5 – ‘Strongly agree’)6. The research data sets allowed us to pre-
pare various statistical analyses and different scientific articles because the same sets of data 
can be used for various research. With this, we want to present the statistical analysis of our 
research in as much depth and breadth as possible. In connection with the hypotheses of 
this article, we present below some results of the statistical analysis of the research.

In our research participated 79.4% of women and 20.6% of men. 33.2% of respondents 
were between 35 and 44 years old and 35.6% were between 45 and 54 years old. The av-
erage age of participants was 46 years. Most of the participants (34.6.%) have university 
education (pre-Bologna), and least some of them (1.7%) have specialization and doctor-
ate (2.6%). 47.6% of public servants work in ministries and in their bodies, 15.3% in local 
self-governments, 15% in administrative units, 11.8% in bearers of public authorities, and 
5.3% in government services. By the answer ‘Other’, 5.1% of respondents gave answers that 
had already been given in the other questions. The largest share of the sample, 55.4%, is 
made up of officials. Other participants were officials in senior positions (14%), officials in 
top positions (2.7%), professional and technical staff (23.7%), and professional and tech-
nical staff in senior positions (4.1%). As we expected, most of the participants are full-time 
employees (97.8%). The rest (2.1%) are part-time employees.

4. Results

In order to statistically analyze the research data, we first merged some of the respon-
dents’ answers (Table 1), who answered the question ‘How often do you work during 
the non-work time during the COVID-19 pandemic to meet work requirements?’ with 
‘Every day, every other day, once or twice a week and less often’ and recorded everything 
under the answer ‘Yes’. Respondents who answered ‘Never’ were recorded under the an-

3	 From the OPSI portal 31 October 2020.
4	 It is referred to as the ‘Questionnaire on Extended Availability for Work of Public Servants During 

Non-work Time with Causes During the COVID-19 Epidemic’. 
5	 Living, working and COVID-19 (Ahrendt et al., 2020) and 6th European Working Conditions Survey 

(Parent-Thirion et al., 2017).
6	 Sonnentag and Fritz (2007) and Trogolo et al. (2020).
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swer ‘No’. Only those respondents who worked during the non-work time during the 
COVID-19 pandemic were included in the analysis of the extended availability for work.

Table 1: Location of work during the non-work time during the COVID-19 pandemic

Pandemic work during non-work 
time to meet work requirements 
during the COVID-19 pandemic Total

YES NO

Location of work during 
the COVID-19 pandemic

At home
Count 362 49 411
% 31% 14.6% 27.3%

Employer’s premises
Count 252 193 445
% 21.6% 57.4% 29.6%

At home and at the 
employer’s premises

Count
%

533
45.6%

87
25.9%

620
41.2%

At different locations
Count 6 1 7
% 0.5% 0.3% 0.5%

Other
Count 15 6 21
% 1.3% 1.8% 1.4%

Total
Count 1168 336 1504
% 100% 100% 100%

Source: Authors’ own work

Table 1 shows that in the Slovenian public administration there are statistical differenc-
es between public servants who worked and those who did not work during the non-work 
time during the COVID-19 pandemic but worked from home or at the employer’s prem-
ises. During the COVID-19 pandemic the majority of respondents (45.6%) worked during 
non-work time, regardless of how often they worked in combination from home and at the 
employer’s premises. 31% of respondents who worked during non-work time in the pan-
demic worked from home. Among those respondents who never worked during the non-
work time during the pandemic, the majority (57.4%) worked at the employer’s premises.

Table 2: Chi-square test result

  Value Df Asymptotic Significance (2-sided)
Pearson Chi-Square 164.552a 4 0.000
Likelihood Ratio 154.659 4 0.000
Linear-by-Linear Association 0.168 1 0.682
N of Valid Cases 1504    

a. 2 cells (20.0%) have an expected count of less than 5. The minimum expected count 
is 1.56.

Source: Authors’ own work

Table 2 shows, based on the result of the Chi-square of the independence test 
(Chi-square = 164.552; df = 4; p = 0.000), that there are statistically significant differences 
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of public servants in the public administration in Slovenia who perform work during non-
work time depending on where they work. Therefore, hypothesis 1 is confirmed.

For respondents who confirmed that they worked during the non-work time during 
the COVID-19 pandemic, we wanted to find out if they were excessively available for 
work (Table 3). The extended availability for work was measured by the frequency of em-
ployees’ thoughts and responses on a 5-Point Likert scale (1 – ‘Never’ to 5 – ‘Always’). 
Knowing that most of the respondents worked from home or a combination (at home 
and employer’s premises) during the COVID-19 pandemic and slightly fewer worked at 
the employer’s premises or at the locations where they were posted, we checked the sta-
tistical characteristics for each variable using the Kruskal-Wallis test. The analysis shows 
(Table 3) that the differences are statistically significant for ‘Responding to work contacts 
through ICT’ (x2 = 24.36; p < 0.05), ‘Contacting supervisors and colleagues about techni-
cal problems using ICT’(x2 = 38.37; p<0.05), ‘Continuing to work instead of waiting for 
a new work day’ (x2 = 28.94; p < 0.05), ‘Checking received messages via ICT’ (x2 = 22,75; 
p < 0.05), ‘Checking remote access via ICT immediately in the morning’ (x2 = 91,41; 
p < 0.05), ‘The presence of ICT at all times, including during sleep’ (x2 = 12,89; p < 0.05), 
‘Use of ICT even during the weekend’ (x2 = 13,03; p < 0.05) and ‘Extended availability for 
work as a key factor in getting the job done’ (x2 = 11,31; p < 0.05). We found statistically 
significant differences everywhere except for ‘Reporting to superiors about work during 
free time’ (x2 = 9,43; p < 0.05).

Using Dunn-Bonferroni post hoc test, we statistically analyzed pairs of respondents 
(Table 4, second column) who worked during non-work time at specific locations during 
the COVID-19 pandemic. Pairs show how often respondents who work in different loca-
tion were excessively available for work. We included only those pairs for which there were 
static differences (Table 4).

Respondents who worked from home (86,915) and in combination (-118,959) were 
more likely to answer to the question about responding to work contacts via ICT during 
non-work time. For technical problems with ICT, respondents who worked at the employ-
er’s premises (86,341) were more likely to respond than those who checked at home and 
those who checked other (-121,283 < p = 0.05; -34,942 < p = 0.05) instead of at home or at 
the employer’s premises. When continuing to work instead of waiting for a new working 
day, those who worked at home (115,714) and in combination (-121,475) preferred to 
work at the employer’s premises, and those who worked at other places (-298,794) than 
at the employer’s premises. Those who check messages received via ICT are more likely to 
work in a combination (-110,563; -62,551) than at the employer’s premises or from home. 
Those who worked in a combination (-218,440) or from home (232,696) were more likely 
to check remote access via ICT immediately in the morning than those who worked at 
the employer’s premises. The presence of ICT at all times, including during sleep, is more 
common among those who work in combination (-43.129) than among those who work 
from home, or who prefer places other than home (-363.370) or who prefer other places 
and different locations (356.667) and are more likely to work in other places (-335.240; 
-320.241) than in the employer’s premises or in combination. Involvement in ICT even at 
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Table 3: Kruskal-Wallis test of extended availability for work of public servants 
who worked in different locations during the COVID-19 pandemic

Frequency of: Location N Mean Rank
Kruskal-Wallis test 

x2 df p

Responding to work contacts via ICT

A 362 587,8

24,36 4 ,000

B 252 500,9
C 533 619,9
D 6 770,8
E 15 575,4

Contacting supervisors and colleagues 
about technical problems with ICT

A 362 571,8

38,37 4 ,000

B 252 485,5
C 533 637,9
D 6 703,6
E 15 606,7

Continuing to work instead 
of waiting for a new workday

A 362 606,3

28,94 4 ,000

B 252 490,6
C 533 612,1
D 6 789,4
E 15 572

Reporting to a supervisor 
about work during non-work time

A 362 588,2

9,43 4 ,051

B 252 530,8
C 533 607,4
D 6 544,5
E 15 598,8

Checking received messages via ICT

A 362 565,9

22,75 4 ,000

B 252 517,8
C 533 628,4
D 6 736,1
E 15 533,2

Checking remote access via ICT 
immediately in the morning

A 362 641,9

91,41 4 ,000

B 252 409,2
C 533 627,7
D 6 663,6
E 15 576,7

The presence of ICT at all times, 
including during sleep

A 362 556,8

12,89 4 ,012

B 252 584,9
C 533 599,9
D 6 920,2
E 15 563,5

Use of ICT even during the weekend

A 362 563

13,03 4 ,011

B 252 560,5873
C 533 606,7598
D 6 953,9167
E 15 565,3

Extended availability for work as a key factor 
in getting the job done

A 362 586,8

11,31 4 ,023

B 252 543,9
C 533 606,2
D 6 678,2
E 15 401,6

* A – At home, B – Employer premises, C – At home and in an employer’s premises (combination), D – At different 
locations, E – Other.

Source: Authors’ own work
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weekends is more common among those who worked at other places (-393,329; -390,872; 
388,617; -347,157) than at the employer’s premises or from home or elsewhere or in com-
bination, and among those who preferred to work in combination (-43,716) than from 
home. Those for whom over-availability is the determining factor for the work done were 
more likely to work in the area (185,209) than at home and more likely to work in combi-
nation (204,534; -62,205) than elsewhere or at the employer’s premises.

Based on the Kruskal-Wallis and Dunn-Bonferroni post hoc test statistical analyses 
(Table 4), we confirm hypothesis 2. In the following, we wanted to find out whether there 
was a connection between excessive availability for work and the ability to detach mentally 
among the study participants.

Table 4: Dunn-Bonferroni post hoc test of extended availability for work between pairs of respondents 
who worked in non-work time at different locations during the COVID-19 pandemic

Frequency of: Location (pair) BD p < 0,05

Responding to work contacts via ICT
B – A 86,915 ,001
B – C -118,959 ,000

Contacting supervisors and colleagues 
about technical problems with ICT

B – A 86,341 ,001
B – E -121,283 ,165
A – E -34,942 ,687

Continuing to work instead 
of waiting for a new workday

B – A 115,714 ,000
B – C -121,475 ,000
B – D -298,794 ,026

Checking received messages via ICT
B – C -110,563 ,000
A – C -62,551 ,005

Checking remote access via ICT immediately 
in the morning

B – C -218,440 0,000
B – A 232,696 0,000

The presence of ICT at all times, 
including during sleep

A – C -43,129 ,029
A – D -363,370 ,002
E – D 356,667 ,011
B – D -335,240 ,005
C – D -320,241 ,007

Inclusion of ICT even during the weekend

B – D -393,329 ,004
A – C -43,716 ,050
A – D -390,872 ,004
E – D 388,617 ,014
C – D -347,157 ,010

Extended availability for work as a key factor 
in getting the job done

E – A 185,209 ,032
E – C 204,534 ,017
B – C -62,205 ,013

* A – At home, B – Employer premises, C – At home and in an employer’s premises (combina-
tion), D – At different locations, E – Other.

Source: Authors’ own work
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Table 5: Extended availability for work of public servants and their ability to psychologically detach from work
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Spearman’s rho

Work during non-work time to 
meet work requirements during 
the COVID-19 pandemic

Correlation 
Coefficient 1.000 -.380**

Sig. (2-tailed) 0.000
N 1504 1168

I am able to psychologically 
detach from work

Correlation 
Coefficient -.380** 1.000

Sig. (2-tailed) 0.000
N 1168 1168

**. Correlation is significant at the 0.01 level (2-tailed).

Source: Authors’ own work

Hypothesis 3 was verified using Spearman’s correlation coefficient, as we had previous-
ly found that the variables were not normally distributed. Table 5 shows that the extended 
availability for work of public servants in public administration is correlated with their 
ability to psychologically detach from work (Spearman’s correlation coefficient = -0.380; 
p = 0.000). The respondents who worked during the non-work time during the COVID-19 
pandemic were not able to psychologically detach from work and are thus constantly avail-
able for work. Hypothesis 3 is therefore confirmed.

5. Discussion

In the context of the research question, we found out that public servants in the public 
administration in Slovenia worked during the non-work time during the COVID-19 pan-
demic and were constantly available for work. The result of our analysis shows that 77.65% 
of public servants in the public administration worked during the non-work time during 
the COVID-19 pandemic.

The situation was similarly confirmed in the Eurofound survey (2021), where 57.2% 
of respondents from Slovenia confirmed that they worked in non-work time during the 
COVID-19 pandemic. Specifically, we note that 45.6% of the respondents confirmed that 
they worked during the non-work time when they worked in combination (from home 
and at the employer’s premises), and one-third of them worked during the non-work time 
when they worked at home. Accordingly, hypothesis 1 is confirmed. Consistent with re-
search (McDermott and Hansen, 2021; DeFilippis et al., 2020; ILO, 2020; McCulley, 
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2020; Reisenwitz; WEF, 2020), we predict that the biggest challenge for public servants 
in the public administration in Slovenia was that many of them had never worked from 
home before the COVID-19 pandemic. At the same time, the workload of public servants 
in public administration has increased slightly. Therefore, they had to adapt to the new 
situation very quickly. Accordingly, they spent more time fulfilling their work duties via 
ICT and being available to their managers, colleagues, and customers during their non-
work time. Although public servants had a more flexible schedule and could arrange their 
working hours, most of them had to take care of family members during working time. 
In addition, it can be said that in our study, the phenomenon of ‘leaveism’ was observed 
among respondents during the COVID-19.

From the results, it is clear that public servants in the Slovenian public administration 
were constantly available for work during the COVID-19 pandemic, as they responded 
to work demands and performed work obligations during this time, which is in line with 
the findings of previous research (Thörel, Pauls and Göritz, 2021; Cooper and Lu, 2019; 
Dettmers, Bamberg and Seffzek, 2016). This suggests that public servants who worked 
from home during the COVID-19 were often excessively available because of work during 
non-work time, in particular, during the working time during the COVID-19 pandemic, 
they responded to work contacts via ICT, had contact with supervisors and colleagues in 
case of technical problems, and continued working instead of waiting for a new workday. 
They also checked messages received via ICT during non-work time and checked imme-
diately in the morning to see if they had access via ICT. At the same time, they always had 
ICT with them, even while sleeping, and they kept ICT even on weekends. Public servants 
often felt that excessive availability for work was key to the work being done. During the 
COVID-19 pandemic, only during non-work time, respondents did not report work per-
formed to supervisors. Depending on the location of work during non-work time and the 
occurrence of excessive availability for work, we compared the pairs in more detail. On this 
basis, we can confirm hypothesis 2.

Our findings show that among public servants in the public administration in Slovenia 
there is a reduced ability of psychological detachment from work during the non-work 
time during the COVID-19 pandemic. As we predicted in hypothesis 3, we confirmed 
that the extended availability for work of public servants working from home during the 
COVID-19 pandemic is associated with their reduced ability to psychologically detach 
from work. At the same time, we believe that during the COVID-19 pandemic the extend-
ed availability for work is influenced by the ability to be constantly available through ICT 
during non-work time, and the possibility of flexible working hours considering private 
and family obligations. Based on our research and in line with other research (Ahrendt 
et al., 2020; Thörel, Pauls and Göritz, 2021; WEF, 2020), we concluded that respondents 
were burdened with work during non-work time, felt emotionally exhausted, worried 
about work, and their focus and productivity were in decline. Consequently, the ability 
of public servants to psychologically detach from work decreased, and this had the effect 
of deteriorating their well-being and blurring the boundaries between personal and profes-
sional balance.
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6. Conclusions

We conclude that public servants in the public administration in Slovenia performed 
work during the non-work time during the COVID-19 pandemic and because of that 
were excessively available for work. We also found out that public servants who were exces-
sively available found it harder to psychologically detach from work. According to Buzeti 
(2021), leaders have an important role and should work towards increasing the ability of 
public servants to psychologically detach from work and limit their extended availability 
for work by introducing changes. 

The research results have several theoretical and practical implications. From the theo-
retical point of view, we explained the term ‘non-work time’ and the concept of ‘extended 
availability for work’. Based on data analysis, we demonstrated the existence of a connec-
tion between work during non-work time and the extended availability of public servants 
in the public administration in Slovenia. Numerous changes due to measures taken during 
the COVID-19 pandemic have affected the way public servants did their work. Especial-
ly those who worked from home because of it. Therefore, our research is also important 
in terms of practical implications. Especially from the perspective of acquainting human 
resource management, which plays an important role in the organization of work, the dis-
tribution of working hours and non-work time of public servants, and influencing their 
extended availability for work. We also found out that changes such as work during non-
work time and extended availability for work affect the well-being and health of public 
servants. The results of the research are also important for bodies and organizations in 
public administration and policymakers with the aim of limiting or reducing the prob-
lems of work during non-work time and extended availability for work of public servants. 
Consequently, human resource management in organizations and public administration 
authorities must be directed towards the adoption of measures that limit the performance 
of work by public servants during non-work time as much as possible. 

The limitation of the research is that we included only public servants from public 
administration not from the entire public sector in Slovenia. In general, there is a lack of 
research on the correlation between the work during the non-work time of public servants 
and their extended availability for work during the COVID-19 pandemic. To analyze the 
data obtained from our questionnaire, we had to look for links between the extended avail-
ability for work of public servants and their psychological detachment from work. In addi-
tion, we are aware that work during non-working time and extended availability for work 
of public servants is influenced by a number of organizational and individual reasons that 
will need to be examined in more detail. Our further studies of the topic of work during 
non-work time and the extended availability for work of public servants across the public 
sector in Slovenia will focus on different reasons why they are constantly available for work 
during non-work time and whether there is a correlation between them. 
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